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CHAPTER I

¢ B Y

INTRODECTION

The research reported here examines the role of psychological
expectancies as labor market supply characteristics of black and white
men and women. Secoqdary analyses are carried out on data provided by .
thé Survey Research Center 1972 national probability sample of'adults.
18 years and older drawn for the presidential éléction study. The
report focuses on race and sex differences in pIEViOLS labor market
experiences, the relationship ofdtheée'past experiences to «.urrent
employment expectancies and general feelings of efficacy, and finally

v the effects of both market experiences and expectancies_pn-current
behavior. Psychological expectancles are emphasized as the elements
of motivation that should have unusual significance for understanding
the dynamics of race and sex discriminétion in the laﬁbr market.

Psychological expectancies are people's assessments of their.
chances for success at a goal or a task. People make at least ﬁw0 kinds
of assessments when they judge thelr chances for success; They assess:
their own performance. competence, the likeiihood they can perform well
at the task provided they try. They also have to assess the probability
that the environment (ekperimenter, teacher, work.supervisor, persounel '

officer, etc.) will give the reward that is pr;éumably contingent on

Ga

good performance. Most research carried out by psychologists has .. .

examined the impact of success exp:ctancies based on the assessments

subjecté make of their own performance potential. These expectancies |
. i —l"‘ ‘
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. 2 .
of success influence effort,l persistence, overall aspiratlons,3 and
actual performance on experimental tasks and to some extent in natural
' 4
work settings.
All of these indicators of behavior or resultant states of

.-

motivation may also be affected by other motivational dispositions as

3 and Atkinson6

well. The achievement motivation theories‘of McClelland
suggest that overall level of motivation.as well as actual behavior
are affected not only by expectancies but also by motives, the inner
gratification provided. This means that any motivated behavior may
result from several different aspects of motivation. People who actively
search for hetter jobs or a new job when unemployed appear t&mbe motivated
but their motivation may result from positive motives (high need for
achievément, low fear of success,. low féar.of failure, high stress on
material success and so on) and/or from positive expectancies-of being
successful in the job search.7 Lower job aspirations or lower career
commitment may result from lower achievement motives, stronger inter-
peréoaal or affiliative motives, stronger familism values or needé but
they may also stem from expectancies that effort devoted to achieving
more prestigious or better ﬁaying jobs would likely fail any way. The
distinction between expectanciles and motive# varticularly needs to be
drawn in applying concepts of motivation to labor market behavior

; because psychologists usually assume that expectancies are much easier
to modify than motives are. Because motives presumably develop from
‘early family and school influences, they are viewed as reasonably stable

personal characteristics of the individual. Motives (or needs or

values as terms. sometimes.used almost interchangeably with motives as

-
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sﬁéhlé motivational dispositions) are the personal assets (or liabilities)
people bring to tﬁe market from their earlier socialization experiences;
Expectancies, by contrast, reflect the individual's current as well as
earlier experiences and change quite easily‘as the currént situation
changes. Indeed, most experimental research on the effects of providing"‘
success v. failure for the changing of expectancies shows that people
change expectancies easily, rapidly, and realistically in response to the
objective éituation. If the situation provides (or manipulates) more
successes than failures, most subjects}re5pond by raising their
expectancies of success at thaf tésk; If tﬁe situation brograms more
Afailures ﬁhén successes, mést éubjects lower their éxpectancies.8 It
is thus reasoﬁable to expect that the expectancy component of motivagion
may be far more sensitive than mofives‘to labor markeﬁ experiences
and to interventions aimed at controlling race and sex di;criminaﬁion
or at affirmatively e*panding opportunities for women and minorities.
Recent theories and empirical wurk on current discrimination as
a s&urce of race and sex differentials in employmenﬁ status and earnings
also upport our contention that péychological expectancies need to
be investigated if we are pq<gnde?s§and how disc?ipination operates and
then affects thé subseqﬁe;£¢beh5Qior of womeﬁ and minorities. The
emphasis in human capital theo?y on-the individual's chpice on what
fraction of time to devote to production of human capital and what
fraction to rent to employers,9 in sacrificiﬁg.current éarnings for
training opportunities that will have future payof%,'in,choosingrjobs<

early in the career with maximal training opportunities;o likewise

-leads to the need for serious attention to worker's psychological

8
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expectancies, perception of alternatives, and beliefs about how the
market operates. But it is particularly some éf the newer economic
hypotheses about market discrimination that strengﬁhen our view that
psychqlogical expectancies are fhe central motivational constructs
to be drawn from psychology for analyses 6f labor market behavior,

The standard view about wage discrimination until very recently
emphasized productivity differeﬁces bétween ﬁorkéfs earning higher ;nd
loger wages, This emphasis on produ;tivity also fit well with an
eﬁphasis on motivational deficiencies that were considered stable pfoblems:
certain classes of workers brought to th'market. How did this
convergence between a productivity theme in the discrimination literature
and stable motivationalvdeficiencies in the psychological literature
occur? The standard asgumption that the market is a rational,
competitive mechanism iéd most economists to argue that race and sex
differentials in wages simply could not result from employer discrimin~
ation. Paying unequal Qages to equally qualified and productive
workers would tﬁreaten employer pfofits in a comﬁetitive mérket. Race
and sex discrimination would thus require the unlikely éonscious'
collusion of all employers to agree to express their prejudices against
minoritf and women workers (referred to as '"'tastes for discrimination.")
With this Qiew of aiscrimination, most economists understandably
believed that ﬁ?ge aifferences between blacks and whites or men and
women must result from race or sex differences in actual productivity
rarely measurgd. Standard research strategies wefe developégt

Most atudies depended on regression techniques to assess how much the

9
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vage differentials would be reduced By adjusting for face and sex
differences in these productivity proxies —- schooliﬁg, age, marital
status, number of children, fgll vs, part-time dork, length andP
continuity of labor force participation, occupational position, and
50 on. The size of the reduction obviously depends on how many
and wnich productivity proxies are included in the fegreééidns, and thé:
orthodox are never convinced in any case that the résidual represents
wage discrimination since additional proxies can always be suggested.
This is exactly why psychological variables have been invoked occasion~
ally. When discussed at all, motivétionallcharacteristics of workers
have been advanced as additional explanatory variables.that nmight further
reduce the residual not iccounted for by standard productivity proxies.
Since this whole strategy is motivated by the view that the market itself
J functions efficiehtly, it has lggméo emphasiéing-motivational deficien~
cies that some classes'qgiworkers bring'to the market and thus justify
their lower wagés. For‘example,_fhis traditional approach ﬁculd suggest
that women earn less than comparably educated men of the same age hecause
they are less motivated by the need for achievement or they are inhibited
by fear of sgc6ess. Eveﬁ women who approximate the participation of
men may still earn less because they may prefer jdbs which demand less
ability and thus provide lower pay. Women's. (or minorifies')-néeds'
and preferences are stressed as additioﬁal productivity proxies-that :
Q‘ explain why they legitimately earn less than white male workers. The
choice of needs, motives, and preference; among the many psychological

concepts in motivation thus fits with the view that it is these early

10 "
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socialized, stable deficlencies of individual workers, rather than
market imparfections or organizational/institutional biases, that
accounts for income differentials in our society.

Tﬁis standard view has been challenged by economists in recent
years and the newer theories, not yet well supported by empiricél work,
suggest that difference psychological issues need to be studied. Some
of the newer approachesl2 keep much of the neoclassical framework énd
do not preciude the existence of pure wage discrimination that follows
from "discriminatory tastes' of employersL‘ But they add important
elementé that have not been considered seriously in the past. Phelps;'l:l
so-called statistiqal theory of sex discrimination emphasizes that
employers who are atteppting to maximize éxpectad profits take sex
of job applicant (or réce of applicant) to represent (inferior)
characteristics, and whether valid or not Phelps demonstrates tiid:
discrimination is the outcome. Bergmann'sl4 revival of the "crowding
hypothesis" abandons the idea of a perfectly competitive labor market
and suggests that discrimination occurs by exclusién through unequal
access to some types of jobs. Women are crowded into a small.number of
occupations by the preferenées and ﬁdwef‘of men and the crowding
depresses the marginal productivity of women (or men in female-typed
jobs) in the female segment of the market. This hxpochesisvis
compatible with work on dual labor markets in which certain ciasses
of workers end up in jobs with little protection, security, and lower
wages.ls Still another recent development is ;he attention given to

monopsony in which the market power of certain firms or: male-employee

11
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monopoly power over labor supply can result in discrimination Qithout
., 16
threatening employer profits. -
While diffcrent in emphasis,- all of these recent developments
stress that something about the market itself may be influencing
occupational differentiation and wage differentials by race and sex.

They all lead to the possibility that workers' percéptions of how the

“
4

market operates may result in important supply characteristics. Equally
trained, equally prbductive workers with the same need for achievement
and gqual preference for job challenge may supply themselves diffexently
if their market experiedcés have convinced one group that their
opportunities and alternatives are more restricted. We suggest that this
may well happen for black men and women and for white women. Women's
and minorities' perceptions of alternatives and beliefs about opportuni-
J ties that have been reinforced from their previous market experilences
may further reinforce sex segregation inthe labor pool and/or make for
different supply elagticities for women and minorities. They may not
as often apply for advanced traiﬁing or change t§ jobs with optimal
training.opportﬁnities if they have already encountered discrimination,
either in the form of wage discrimination or in tryihg to get into
training programs such as those controlled by ﬁnions,17 They may not
as frequently ask for promotions 1f their previous experiences ﬂavé
decreaéed their expectancies that such efforts would be successful any&ay;f
o They may be more wiling to settle for lower status or lower payiﬁg jobs ’;;
if they believe that their opportunities for better jobs are limitea; |
if ﬁhgy are>geographically less mobile, if they have less access to.:

. job information by knowing fewer. people alréady‘occupyihg better jobs,'55

1z ~
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or jobs in better paying séc;ors of the market, or they are aware

that worker monopolies control access to jobs they might prefer.

In short, market segmentation, market imperfectioms, or even the less
probable phenomeﬁon of "pure wage discriminat® = 77 3 workers'

views of the-market and their chances fo: "y Lternatives

. open to them, and the wisdom of current inv.stwcunt efforts in light

of probable pay-offs. If we are to understand how wage differences
occur, we naed to study workers' experiences in the market and the
effects of these experiences on thgir expé;tanéies.abqut current and
future success.

to occupational differentiation as a major mechanism by which wage
differentials result further supports the imbortanéé of studying
workers' perceptions of Ehe market, their experiences in finding jobs,
and their future expectancies. Occupational placement or "access
discrimination' seems particularly criticél in explaining wage differen-
tials by sex,18 although occupational differentiation in which black
men also end up in the lower end of‘almost all job categories also needs

further study.19

Studies of sex differentials in wages generally agree
that sex differences remain sizeable even after ‘occupational charac-
teristics are controlled20 but they also concﬁr that more of the

wage difference is explained‘bf such characteristics, particularly by
industry site, census classification of the job, and tyﬁe of euwployment
(private vs. gov?rnment, self vs. working for others, union vs. non-

union), than by other supply determinants, even work commitment, marital

status, and education.21 There Ls also general agreement that at

13
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least some productivity characteristics with high wage returns for

white men do not provide equal returns to black men22 or to women.23

There is also more evidence now that sex segregazcion in the market

(both in the sense of sex typing of job and sex of worker) is a

-

powerful determinant of why women of both races earn less than men.“4

Information is therefore needed about the ways in which women are

channelad into female jobs or into sex—segregated subL .:tegories of male

jobs, and how women who hold the same jobs as men end up in different

industry sites. Questions about channeling mechanisms also need to be

studied if we are to understand. how a dispioportionate number of black

workers, both men and women, end up in the irregular economy and how

black men with comparable education to white men do not end up in exactly

the same jobs within a general job category. Subtle~mechanisms of

occupatibnél channeling would seem even more important as pure wage
discrimination (paying two workers in exactly the same job different
wages) becomes less Probable. Research on discrimination must tackle .
the access and placement mechanisms by which wage differencés occur.
Although the research reported here does not address these channeling
mechanisms directly, it takes a first step by describing the experiencéstl
and perceptions of obstacles that black and white men and women report -
about their efforts to alter their mavket positions.

Qutline of This Report

Chapter II describes the sample and measures used in the analyseSy{»
reported here. Chapter III describes the market experiences, peréep~
tion of ohstacles, and current expectancies of black and white men and

women. Chapter IV examines the interrelationships of these variables

with particular focus on the effects of years of schooling and previouS‘“

14
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" white housewives. The sample of black housewives is again too small

-10-

market experiences on current expectancies. Chapter V presents a

general c.ausal model in which expectaﬁcies are viewed as intervening
influences between current market outcomes and.variables at two earlier
stages, original educational attainment at stage one and subsequent
market experiences at stage two. Three types of current market outcomes

are analyzed. The model is applie’ ‘st to the Job status of blacks ~w~4ﬂ%

and whites. The total effects .7 rac: .d years of schooling are
decomposed into their direct effects and their indirect effects through
workers' previous market experiences and their sense of-personal
efficacy. The second application of the model focuses on women's ana
men's search behavior, specifically whether the women and men who are
interested in changing jobs are actually looking at the present tima.
This analysis is carried out only for white men and women since tha

already small sample of blacks is just too small for reliable results

when only those interested in changing jobs are included for analysis.

The third analysis applies the geperal model to the work intentions of

for internal causal analyses of that group. The total effect of o
previoﬁs education on future employment intentions is decomposed into
its direct effect and indirect effects through housewives' previous
efforts to improve their market value (primarily through acquiring
additional education), their previous work experience, and their

current expectancies about being able to find a job if they were to try.

The results from the causal analyses are limited by the cross-

sectionat nature of the data. The time frame in which the questions

were asked ilegimates making assumptions about causal direction but in

1R
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no way substituteskfor a longitudinal design in which the causal
relationships depicted in our general model may be studied dynamically.
The major value of the research lies in the descriptive material about
the market experiences, perception of obstacles, attributions for
“guccess and failure in the market, and future expectancies of black
and white men and women. The correlational results about'the~iﬁter—rﬁ
‘relationships of the- 4% ., and their relationshipy to market
behaviors, provide suggestive but exciting directions for future
longitudinal research. We offer suggestions in the .final chapter. . ...
about the types of expectancy and experience measures and the design &
that will be needed to extend this line of interdisciplinary labor .

market research.

.
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CHAPTER II

PROCEDURES

Sample

Individuals -interviewed in the 1972 American!NstionéliElection
“Study~were-a~representative"cross—section.opretsons”184yearsmofwageMMW;
or older (as of election day, November 7, '1972) who ﬁere.u; S. citizens'.

and were 1iv1ng in prlvate househc:iids in the. coterminous United States.”

-The -twelve largest metropolitan areas.of the United States were drawn
with certainty. The rest of the: country was formed 1vto 62 strata,:
each of which cOntalned two or more primary sampllng units.- Fran
each stratum a primary sanpling uwit (consnating oF a county or a groupfi
of counties) was drawn wigH mrokability pmportional to its- 1970
population. Seventy-four P§l» were drawn and the selection procedure?‘
within these PSUs yielded a sample of private households.' Respondents
were selected from househalds bty an objective selection procedure

which allowed no substitutigng. Individuals: Iiving in‘group Quarters

(barracks, dormitories,  walry houses, etc.), institutional populations
(hospitals, homes for the &ggd; ete.) andipersons‘with no place of
" residence were not include i#) the sample. The sample;is mepresentative
of the four major regions \Noz&ﬁwest, North.Central, Soutfi and West)”
of the United States as well as of the entire United States.
Individuals were interviiwed both before and aftex the national
election. The pre~e1ectioﬂ ivearviews were conducted between September ‘

5; and November 6, 1972; tie gverall respounse rate for the pre—election
-12~
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~women 81%, for blac: men 77%, for black women 83%.

"does not éohtain‘a'supplémeﬂf“of‘blackArespondents.*wSince~the»ana1yses§:

-a jobvshift was carried out-only for white respondents-(lZA men and

~13-

survey was 75.1%. The post—election interviews were conducted -
between November 8, 1972 and February 11, 1973 with 2181 of the 2705
individvals who responded to the pre~e1ection interview. The overall
reinterview rate of 80.97% was approximately ﬁhe same for all race and

sex groups. The reinterview rate for white men was 80%, for white

Analysis Groups

Unlike the 1964, 1968, and 1970 election studies, the 1972 study

reported here involve data from both the pre- and post;alection interﬁiéﬁs
and also depend on the work status of respondencs, it may be helpful

to detail the number of black and white men and women who are inaiuded‘“«

in the major analyses. ‘Since most of the ﬁanket'experienae and expectaﬁgy
maasures were collected ;ﬁ the post—electlon interview, the analyses.'
are carried out only'for respondents who were reinterviewed in fﬁe
post—election study. Most of the results are also based on information
from non-housewives, including sespondents who were emplqyed, fetired,
unemployed or studépts. This includes 850 white men, 542 white women,
79 black men and 100 black women reinterviewed in the post—election.
study. The causal analysis of race differeﬁces in occupational status

therefore 1nc1uded 1392 whites and 179 blacks. The causal analysis

oE sex differences in job search behavior among people interested in 7f”

75 women) since the already small sample of blacks was reduced too

greatly by making the analysis contingent on iaterest in a job shiftl”"

18



P T e

The causal z:alysis of housewives' amployment intentions was also

carried out only for white women (554) siunce the already small sample

of black women included only 46 housewives.

Measures

Past Market Experience and Perception of Obstacles

Respondents in the post-election interview were asked: "Was_'>v”_'”” m

there ever a time when you tried to changé what you were doing ~- for
example, éntered a training program, went back to sphdol, tried to. go
into a different type of work -- things thgt:yould really change‘wyat
you were doing?" Respondents whc had triéd«t§ do something were then
asked: "What did you:try to do?”™ Responses to!this.probe were co&ed
with a double columm code to preserve as much detail as possible within
four broad categories: educational changes, job training changés, work
changes, and other attempts at qualifying for better positions. Although
most respondents mentioned only ons attempt, tﬁo responses were coded for
the few who mentioned more than one.“Following thiS'érobe, respondents
were then asked: ''What happened —— did you finish or accomplish what

you were trying to do?" Six levels of success ﬁere coded from responses
to éhis quéstion, ranging froﬁ "completed what tried tq do and it led

to desired improvement," to '"clearly ﬁot successful in respondent's

eyes: did not complete what tried.ﬁ Finally, those respondénts who

felt any lack of success in theqeffort were .asked: "Why werem't you
able to do it?" Responses to this question were cod;d with a double-
column code for nine types of external reasons, five types of internal

reasons and aczategory for reasons that could mot be judged as either

19
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~ambitions in life or have you'had to settle for less than you had. hoped

sexeral summary indices Zrom responses. to these probes that were

~15-

internal or external. Race and sex differences described in Chapter
I1I are based on these detailed codes so as to preserve the rlehness
in the coding. We also developed several summary indices for analytic
variables from these questions. These include:

four dichotomous variables —-— tried, didn't try to change;

tried work change, didn't
try anything or something
other than work;

tried educational change,
didn't try anything or

“~—something~other than- - - - e

education.

and one variable with three categorles-"-level of success (clearly
»  successful, not clearly .

successful or unsuccessful)

clearly unsuccessful).

Respondents were also asked two .structured . questions—in the
pre-election interﬁiew that we have treated as genetallzed‘ﬁatket
ekperience variables although the questfons did not specifically”referi
to the labor market. ''Do you think you have had”a“fair opportunity to"
mahe the most of yourself in life, or ‘have you been held'back in some

ways?" and "Up to now, have you been able to satisfy most of your

for?" Respondents who felt they had been‘held back ahd)or felt they"
hawe had to .settle fo. less thaﬁ they had hoped were then ﬁrobed for
reasons, specifically: ™What are the main. things that have stood in: on£
wag,' and "Why have you ‘had to settle for less?" As many as two respnnses

to each'probe'wereicode&ﬁwith a two column code. We also developed

used as analytic variablezs measuring pcrception of obstacles‘
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number of times R attributed difficultyté‘markét”édhstraintsvﬁl:u""
(lack of opportunity, not further specified; lack of jobs,
race or sex discrimination); '

number of timesdifficulty attributed to educatlonal deficiency
(didn't get enough education, quit school, wasn 't qualified
educationally);

number of times difficulty attributed to family ebligations

(health of spouse or children, responsibility for rearing

children, responsibility to provide financially for-spouse and/or

children, lack of encouragement from spouse, death of spouse,
me family problems not further specified);

number of times difficulty attributed to respondent’s
motivational deficiencies (lack of confidence, goaZs unrealistic,
lack of motivation, laziness or didn"t work hard ezmugh lack

of direction and planning);

number of times diffiqulﬁ& étfributéd';o a ilitz;aefiéighéiééh-
(lack of ability for the job; inability to learn what it.took).

A few additional structuced questions asked in the post—eiéction

interview were also treated as market experience variables. "Have you

ever felt that you were limited din getting a job or promotion you really
wanted or might want in the future because: of your education?" Responses
were cbded "yes'" or "no." '"Do you feel that your race, nationality or
religion had anything to do with promotions or getting a better job --
has #t helped you, held you back, or meant nothing in your case?"
Women were asked: "Do_you think that being a woman has had::aanything
to do with your job experience -~ how goéd a job you could get, your
salary, chances for promotion, or anything like that?™ Women wuo

felt théy had been affected were then asked: "Has it helped you or

field you back?" For analytic purposes these were treated as dichotomous

responses as follows: held ba_\ck2 not held back by education; held back,.

anot held back (or helped by race and natiomality); held back, not

‘held back (or helped) by being a woman.
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All of these measures pertain directly to the res: ndent's own
experience. We were also in* ;:tet in the rspondent's Ixi;iﬁé
or ideology about possible inequities .n the way the market operates
for women and blacks. "Coﬁsciousness raising".among discriminated
groups involves two processes that may affect individuals'
expectancies and future labor market behaviors. One process results
in a system-blame ideology.thfough broadening the individﬁal's
awareness that personal experiences with discrimination are qgt‘unique.
but include others in one's group; the other process likewise encourages
é é};témurather.ﬁhan victiﬁ'biéme iaeolégy b&iﬁélpiﬁg iﬁ&i@iéﬁgis“ﬁﬁbi.ww‘
have not experienced personal discrimination to become "conscious of
collective discrimination.” We were interested in the ?ole that such
group conscious.ideolqu might play in the personal expectancies and
current market behaviors of women and blacks. We .defined ﬁhe ideology,f»
as causal attribﬁtions about market inequity. Individual'biéﬁe
explanations attributed obstacles or wage differentials ta individual
deficiencies of group members; system blame explanations aﬁtribﬁted
them to system deficiencies. We includéd in thé nétibnal elecﬁion study:
the'same»individual—system blame measure of race inequity that we.had.
used previously in a series of studies with studeﬁts at.historiéally

black collegeS.25 Respondents were asked to choose between two:statements

that attribute responsibility for market differentials: of blacks and
whites either to personal deficiencies of individual blacks or. to

race discrimination and other social determinants. An example of the

five item race individual—system blame index is: "It's lack of
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skill and abilities that keeps many black people from getting a job.

It's nyt just because they're black. When a black person is trained

1to do something, he is able to get a job," vs. '"Many qualified black

people can't get a good job. White people with the same skills
wouldn't have any trouble." The internal consistency (COefficient
alpha) of the index formed by the 5uhming of five such items waé .68.
We also wrote new itemgwthat we hbped would.measure the same cohcépt
for the markem:inequitiégwfaced by women. Factor analyses resulted

in a four item women individual-system blame index. An example is:

“'"Men have more of the top jobs because they are born with more drive to =~

be ambitious :and successful than women," vs. "Men have more of the top

jobs because ‘cur society discriminates against women."

Current Expectancies

A global job- (employment) expectancy measure. involved asking
slightly different questions of the currently employed, students, and
unemployed groups. Currently employed respondents were asked: "If

you should lose your present job, what would you say were your chances

6f"finding another job that was just as good as your present job in

all respects?™ Students and unemployed workers were asked what kind of
job they wanted to find and then were asked: '"What do you think your_
chances are of getting that kind of job." All respondents chose among

four alternatives (very good, good, not so good, and not good at all)

and then were asked: "Why do you feel that way?" Reasons that

respondents gawve that their chances were good were coded separately from

those explaining why their chances were bad. A competence or
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performance based expectancy was then measured by asking the currently

employed (compared to most other people doing your kind of work)
and students and unemployed (compared to most other people doing the
kind of work you want to get into), "How much ability do you think

you have?" Respondents chose among four alternatives: much more, a

little more, about the same, and a little less.

Housewlves were asked only a generalized job (employment) ~— -
expectancy question: "Suppose you wanted to go to work now, do you
think you would be able to find a job easily?" Respondents answered . .
" 1 1] n "

yes" or "no.

All respondents were asked four questions that have been used

to indicate personal efficacy in many SurVey Research Center studies:

"Do you think it's better to plan your life a good way ahead, or would

you say life is too wuch a matter of luck to plan ahead Qéry far?"
"Wher you do make plaﬁs ahead, do you usually get to carry out things thec
"way you expected, or do things hsualiy come ué to ﬁake you change your '.'
plans?" "Have youlusually felt pretty sure that your 1ife would work
out the way you want it to, or have there been times when you haven't
been sure about 1t?" and "Some people feel they can run their 1iVes
pretty much the way they want; others feellthe problems of life are
sometimes too big for>théﬁ. Which one are you most 1like?" The

coefficient alpha of the summary score was .74

Current Market Behaviors and Job Status

The job. status. of the occupations presently held by employed

persons or of the occupation most recently held by students or
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unemployed persons was measured using the Duncan Decile Score.zﬁ
. Two questions were asked to explore current search behavior.
"Have you been thinking about getting a new JOb in the next year

or so, or will you keep the job you have no "

Respondents who
indlcated thinking about a job change were then asked: ''Have you beemn

doing anything in particular about it?" The ' yes—no responses to thls,

question formed the measure of current search behavior.

_Current Job Aspirations of Housewives

‘Desire for a job (ideal goal) was, asked as follows. “If you

could have someone’ to- take care of things here at home, would you 1ike
to take an outside job right now, or are you happy enough to be at

home?" Job intention (actual goal) was measured: '"Do you think

you are likely to take an outside job in the fuiure?" 'Respondents

answered "yes," "uncertain" or "no."

Demographic‘Variables Used as Stage One or Control Variables

Level of educational attainment: Respondentswere asked the B

following questions about their educations. "How many grades of
school did you finish?" If the respondent indicated less than 12,
the interviewer asked: ''Do you have a high school equivalency
dipioma or certification?" All respondents were then asked: ''Have
you had any other schooling?" and "What was that?" Respondents nho
had attended college were asked: 'Do you have a college degree?”
Respondents with a college degree were then asked; "What degree(s)

have you received?'" The highest level of education was coded from
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responses to these questions and seven analytic categories were formed,

ranging from tess than 8th‘grade education to post-master's degree.

Since number of years of work experience was not measgred, we
included the respondent's actual age as an estimator of work experience;
Housewives were also asked if they had done any work for pay during

the previous year.
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'CHAPTER III
PAST MARKET E.2ERTENCES, CAUSAL ATTRIBUTIONS, CURRENT
EXPECTANCIES AND MARKET BEHAVIORS OF BLACK

AND WHITE MEN AND WOMEN EMPLOYED WdRKERS

Past Efforts at Improving Market Suceess

The four groups of presently employed workere differed more in
the types of changes they had attempted to make to improve their market
pesition than in whether they had ffied anything ae ali.' Appfoximately
the same proportion of white men (43%), bleckvmeq (347%), aﬁd blaek '
women (35%) said they had tried to make some kind of change. ,Onlyﬂ
white women differed and then only significantly from white men: fewer
white women (26%)‘reported having made some attempt at improyement; R e
The level of activity among those who had tried something was also
comparable in the four éfoups. Approximately three-quarters of each of

A,

the groups reported one change attempt; another fiith reported two efforts

and-about—five-percent-of-each-of-the-groups.said.they had_ tried three .
~or more different things. (See Table 1 for.a summary of mean
differences by sex and race of pasﬁ market exeeriences.)

Men differed considerably from womee, however,»ln the kinds of
changes they had tried. More men (51/ white, 56% black) than women .
(40% white, 18% black) had tried some kind of work change or advanced
on—the—Job training. By contrest, more women (60%1white,'82% black)k

than men (46% whlte, 44% black) reported efforts to improve their
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educations. Work changes were thus distinctively ﬁale; eaucational
changes distinctively femaie. Black women particﬁlarly étood out,
even in comparison with white women, in the predominance of |
educational over work chanées. (See Table 1 for,Scheffe comparisons
showing that black women tried work changes significantly less often
w.w, and tried educational changes eignificantly more often than all other
" groups.) |
What kinds of work changes had these employed workers tried?
Although the modal work-related response of all groups was changing
jobs or line of work, this was particulerly true of white men and
somewhat less true of black men, more of whom also spoke about;qprthe—
' job training. A similar constrast can be made amoeg women. Changing j¢
was reported far more than any other work change by white Qomen, while
- . ﬁeariy aﬁ edual broportibn of the few Bleek wemen”whe ﬁathried
" something in the work area reported job training and job shifts (see
Table 2). | .

The type of educational changes mentioned by all the groups

was fairly similar. Technical programs led the 1iSt "for all groups;
entering or returning to college was next most frequent for all but
black women, a large number of whose responses were not codable for
exact level of education.
The male edge for work and female edge for educational changes
1;: _ did not reflect differences in the educationai attainments of,tﬁeAfoer'
groups. In the first place, educational differences were not sizeable,

"although a slightly smaller proportion of black women in the sample had
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" Table 1

Past Market Bxperiences by Race and Sex (Non-Housewives)

White Men  White Women - Black Men  Black Voner

Tried something to alter market position

"Was there ever a time when you tried to
change what you were doing?"

1 = Tried something;
5= Didn't try

(850) (542) 7 0
T 3% 3,58 1,43 3,46

1,98 19| 1,91 1,96
Overall 73,3, o=, 01(3 1568 df) |

Tried work change or job training

(among respondents who tried something)

-1 = Tried vork; -
2 = Tried something else

Equality variances F-(NS)

Scheffé contrasts, race effect (NS)

Scheffé contrasts, sex effect (NS)

Scheffé contrasts, white male effect, F=5,89, p=.(01

Scheff} contrasts, white men greater than white women, p=, 003 v

Scheffé contrasts white male comparisons with black mn
and black vomen not signlficant - B

o W) o ()

% ns. 1% 1% 184
SD 050 ISO 051 * ‘37

Overall F=6.63, p=.0002 (3,627 46)
Equality variances F=(NS)

| Scheffé contrasts, race effect (NS)

Scheffé contrasts, sex -effect F=9.94, p=,001
Scheffh contrasts, white male effect F=10,26, p=.00
Scheffé contrasts, white men greater than black women, P, 0001

and-whitevomen,-black wonen-also.less. tzan“blackﬁmen,ﬁﬂ,‘ﬂ_.
p=.009 and white women, p- 002,




Table 1 (continued)

Past Marke! faowi!rness by Race and Sex (Non-t:nisewives)

White Men  Wecte Women  Black Mem  Black ¥omen

Tried aducational change

(amons respondents who tried someth’sr; (363) (191) Vi) (38)
1 = Tried education Ly 138 1.5 L15
2 = Tried something else S 50 A9 o -3

Overall F=6.60, p=.CT02 (3,617 df)

Tquality variances F=(NS)

Scheffé contrasts, race effect (NS)

Scheffé contrasts, sex effect P=12,83, p=.0004

Scheffd contrasts, white male effect F=7.60, p=.00%

Scheffs contrasts, white men less than black womez, p=,0001
~ and white women, p=.01; black womer also more tian black
men, p=,003, white women, p=.(l

- Respondent's subjective evaluation
of levél of success in change effort
 (anong respondents who tried somethiny)
1 = (Clear success;

) = Noderate; om0 L L® 2,05
3 = Clear lack of success )] .89 .88 87 Bl
Overall P=(NS)

Equality varlances F=(NS)




Table 2

Market Changes Respondents Jad Tried-to Make, by Ziscs and Sex

© Jhize Yer - Uhite Womem  Black Men  Black Women

{3 (191) (2] (38)
Educational Changes | EY :' 6‘02 W 827
More education, nat clear what level 1 1 7 B
Retumed to high schoal (or less) , 3 o . Lo 4
Technical or non-college professional schooi 16 2% 18 36
College level or above where degree or at |
least whole program implied cn 18 15 11
College level or above where just a few | .
courses implied . S 4 0 2 T
Job Training B A 5 B
Advanced training on job or amy kind of
on-the-job trainitrg; apprenticeship program
offered by unions or company
Hork Changes Wwihoo 3 414 104
 Changed fobs (or Line of wotk) ¥ 8 2 1
Tried go:iﬁg into business for self b | 3 1 0
Other work changes 3 3 5 0
i other | el e . 0 "‘0“""""“"'“""’““““'““"‘““"‘0“ N
1072 100 100 100% '

s 6.9, o= .09
27 8, 3= 001
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gom=- to college (17% compared to .38% of the whité men, 26%. of the
i, blask men, and 25% of the white women). TFurther, the differences in
whar respomdents had tried to do held up even when they were examined
just for people who had not gone to ecoilegz. Even in the non-csllege
sample, more women (56% white, 807 black) than men (427 white, &87%
black) talked albout educational changes;; more-men (567Z white, 59% black)
than women (447 white, 207% black) talke: about wo.rk. chapges., (Likewise,-
the mean differsnces between the groups teported. in Table 1 as

sideznificant remained so when level of =fucation was cowaried.)

—

Perception of-Obstacles =md Camsal Attribumtions

We expected stromg race eiffects Fmx the extent to'.whicﬁ: respondents
- felt they had met obstacles in :the markat and had_b&en held ‘back im
life. We also expected that whte women would r.eport a grezter:sense.. .
of restriction thim white men. “Responses td the two. global "g.uestions
about opportunity and constraint wupport these predfecrions. Moreblack

than white respondents felt they hid been beld back im-respozmse £p the

e e question s N
most of yourselfiin 1iFe,. . have you: been held back in some way?"

More black t.:haur. whitte resposments also sald they had settled For les-s-(.
than they had hoped in response. to the:question: "Up' to now,,ﬁ"mve"}'ou

been able to satisfy moest of your ambitions in life or have ywm: had to -

settle for less than you had hoped?" (See Table 3 for mean diffexences

by race and sex in response to these :questions.) 'Im addition, "mameswhite:

, S women than whit= mem n@rted feeling held back, =lthough ‘thsy=dif not.
__M,N wmrince Al Efer in.the -ewtemt to w@nich they feli—they had _settled for-less .. _..__.

than they had haped (see Scheffe compamisom:in Table 3).

=5




Table 3

Perception of QObstacles by Race aad Sex (Non-Housewives)

Wote Men  White:Women  Black Mem  Black Wonen
AR30) (5%) (79) (100)

———

Sense of being held back

"Do you think you have had a fair

opportunity to make the wost of yourself

In 1ife, or have you been held back in |

some ways?" .

1 = Fair opportunity; 1 LT LY 3,36 3,38
5 = Held back - s L5 LN L9y LY

Overall F=43.59, p=,0001 (3,1568 df)

Tquality variances, ¥<5,01, p=.002

Scheffé conwzasts, race eifaet F=136.43, p=.0001 .

Scheffé comtrasts, sex eFiact F(N5)

Scheffé comtrasts, white mele &ffect F=126.5, p=, 0001

Scheff? contrasts, whitwarn Xass than white women,
p=.05; also black wey, p=.0001, and black vomen,
=001,

o —gz—

 Sense of having settled for less

than had hoped

"Up to now, have you been sble 20 satlsry
nost of your ambitions in lifeor have
you had to settle for less than you had
hoped?"

1 = Satisfied nost; I 1z 2% 3,48 3,14
5 = Had to settle for Jess 9. LW Ly L

Overall 7=14.53, p=,000 (}.1568 df)
Tquality wariznces F(§S)
 Scheff} wontzasts, vave effect P40, 30, p=, 0001 : 37
SchefZ comtrasts, sex effect F(NS) !

. w
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iThe reasons offered for feeling restricted by these four groups

- of employed workers show some strong race effects, sémé strong sex
effects, and some similarities. Let us look firét at the reasons
respondents offered in probes to why they felt held back, had settled
for less than they had hoped, and wh? they had not been completely
successful in their efforts to improve their market situatioﬁ. We applied
the same<coding categories for measuring causal attiibutions'
to the responses offered to all three of these quegtions. Six major

dimensions were coded. Causality attributed to market constraints

jobs (I.coﬁldn't find the4job or situation I wanted; not enough jobs

in the field I was in; the company clOSEd-and I couldn't find as good a -
situation after that);.bromotional difficulties (I wasn't promoted

at the time I should have beeﬁ);'race discrimination (préjﬁdiée in fﬂem.'m“
field T was in; my race wasn't wanted; downright race discrimination;

segregated jobs meant I couldn't get out of the low~level situation I

was_in; blacks weren't promoted in the company I worked for); sex

discrimipatién (women weren't accepted in the field I wanted to go intd;
a woman couldn't get a good job; women wereq't promoted); military
service (the war interrupted what I was trying e¢nd I could never get
back into it); the system, society (mo opportunicy in this Kind of

society); general lack of opportunity not further specified.

Educational deficiency:was coded when respondents mentioned either not

enough schooling (or training) or poor quality education.  Family

.. obligations were ggégd when respondents talked_gpgggaégz“pf the
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following: general reference to marriage, parenthood, family problems
not further specified; health oflfamily members (had to'ta?e'care‘of
relatives; health of spouse; children's illnesses); child rearing
responsibilities; financial responsibilities for family members (1

had the financial worry of my whole family; I had to help'out other'
.relatives); disc0uragedAby family members (spouse didn't want me to

do it; lack of encouragement from relatives, spOuse,'ehildren).

Financial difficulties were coded when fespondents referred to problems

other than family financial obligations (I didn't have the money
to do what I wanted; it cost too ‘much to go to SChOOl I needed a lot

more capital than I had). Motivational deficiencies were,coded'When

respondéntslsaid they either lacked motivation (didn't apply myself;
didn't work hard enough) or lacked appropriate goal direction (my

e goals were unrealistic; T dldn t plan ahead enOUgh I JusL didn t have
much sense of 'direction when it was needed). Ability deficiencies
were coded whenever reference was made to the wcrd‘ability or not being

o ,
smart enough or intelligent enough. References to lack of skills

almost always were castas insufficient—education—(or~training)—and——-————
were -coded as edgcational deficiencies. The final six measures
indicated the number. of times the respondent mentioned eachbof these
dimensions. Since. two possible responses were coded for each of three
questions, the possible range for each of the six measures is 0-6.
Motivational and ability attributions were far less frequent

than the various external, situat10na1 reasons offcred by respondenes.

e o o e

even once. Motivatiopnal deficiencies Were mentioned“somewhat“more

39




-31-

frequently; five percent talked about motivational problems once. Only

" three respondents as often as twice attributed their difficulties to

personal mo<rivation. .By:nontrast, all of the other dimensions were
mentioned much more frequently: market constraints at least

once by 32% of the sample, family obligations by 26%, financial
difficulties by 25%, and educational deficiencies by 18%. This
strikingly greater stress wu sitmational attributions than on either
ability or motivational defiziencies has been noted in experimental
studies on attribution as well. .james and Nisbett28 show in an

important psychological.ez?eziment'on attribution processes that subjects
more often attribute cams=s of evemts to external, environmental forces
than to internal, personal influences when the eventinvolves themselwves

as actors. By contrast, sSubjects more frequently attribute the causes

.of events involving other people to personal than to situatiomal ™ =~ =T

determinants. When we judge other people we are more apt to make

psychological judgments involving personal causation; when we judge

- ours=lves we are more apt to look for causes in the environment.

Within this preferemre shared by all groups for the more
situational explamations, some attributions nonetheless were more
characteristic of blacks than of whites; others were more frequently
mentiomed by‘womenfthamﬁby men. Only financial difficuities were

reported approximately the same number of times by all four groups (see_iaﬁ

Table 4). Two types of group differences in attributions to market

conatraxmts, educational deficiencies, and family obligations should

be noted in Table 4. In the first place, the four groups’ differed in
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Table 4

Causal Attributions for Being Held Back or Having had to Settle,
~and for Job Market Difficulties, by Sex and Race

.M“ﬂWhite“MenWWWWWh1teMWOmenmhmmBlack«MenmwubBlackuWomEn;;nmm;;w

ttributions (693) (479). (72) (93)

. Nusber times R mentioned market constraints . | | |
- Range 0-5 X 34 S 83 83
' SD 39 .58 88 1,21

" Nuber times R mentioned

: ~educational deficiencies
. Range 0=3

Nurber times R mentioned family obligations

¥ A1 ) . R}

~ Range 0=4

Overall F=26, 36 p=,01 (3,1336 df)

Iquality of variances, F=49,22, p=. 0001
Scheffé contrasts, race effect F=78,10, p=,0001
Scheffé contrasts, sex effect F(NS)

S SV ¢ 8 53

Overall F=12,08, p=.05 (3,1336 df) .

Bquality of variances, F=31,88, p=.0001

Scheffé contrasts, race effect F=24,84, p=.01

Scheffé contrasts, sex effect F(NS)

Scheffd contrasts, white male effect F=26.93, p=.01

Scheffé contrasts, white men less than vhite women,
p=,06; black men, p=.01; black women, p=.00 -

Scheffé contrasts, white women less than black men, p=, 0l

Scheffd contrasts black women less than black men, p=.05

X 20 5k 20 .58
) 48 73 48 83

Overall F<18,51, p=.01 (3,133 df)

" Bquality of variances, F=23,59, p=,0001

Scheffé comparisons, race effect F(NS)

Scheffé comparisons, gex effect F=36,89, p~.001
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Table 4 (continued)

Causal Attributions for Being Held Back or Having Had to Settle,
and for Job Market Difficulties, by Sex and Race

_ uiteYen jhite Womn  Mlack Men  Black Homen

e e it e R e g s 1 LA e e ke TS ear
W e 1 e e b

Attributioné - (693) (479) (72) (93)

Number times R mentioned

Range 0-1 X Wil 33 19 05
| )] Al 47 .39 43
" Overall F(NS) _
Bquality of variances, F(NS) -
Nunber of times R mentioned | L o
ability deficiencies i ‘ | « =
~ Range 0-1 | X 005 - 006 - 0 0. -
- @ 0706 0, 0.
Statistics were not-cbmputgq since there was no b
variance in the black sample
* Nunber of tines R nentioned R | o o
motivational deficiencies | X 069 044 014 BV S

“Range 0-1 | . 21 20 R A L

Overall F(NS) | x
Equality of variances, F=34.39, p=.0001 -




actual range of market constraint attributions offered by blacks was

__34,'_‘. T

the variation in their scores on these three dimensions. The -

considerably greater than the range'given by whites{ The number

of educational deficiencies mentioned by black men was likew1se more

Q-

ERIC

Aruitoxt provided by Eic:

-'variable than in the other three groups. Number of family

»wobligations showed.. greater variability among. women, both black and

white, than among men. Variability thus seems to be greater when a
partlcular environmental obstacle is unusually central and more
problematic to the group. It is not simply that women stressed
family obligations more than men but that the range of concern w1th
family obligations was much greater among women than among men.
While interesting in itself, this inequality of variances
raises questions about the appropriateness of testing for mean

differences among the groups. Although the F test for mean

differences is robust and can tolerate violation of the homoscedasticity

assumption, these differences in variances were highly significant.

Since we were typically’interested in no more than.three contrasts, we used
a significance level at one third alpha based on Bonferroni inequality.zgf |
Even viewed more conservatively, the results show a clear race
effect in number ofktimes market constraints were mentioned and
a clear sex effect in stress on family obligations. Blacks'more

often talked about market constraints; women more often talked

about family obligations. Race and sex interacted with stress on
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educationél deficiencies. Among whites, women stressed educational

problems more; among blacks, men did so. The Scheffe comparisons -

in Table 4 indicate that white men-stressed educational deficiencies
WIE§§théﬁmﬁil"ﬁfhéfmgfﬁﬁbé'ﬁhilé'bIébkwﬁéﬁméfféggéaffﬁéﬁmﬁa?émfﬁﬁﬁ“ﬂmw“”'

all others.

Black men also stressed educational deficiencies ﬁore than all
other groups in response to a structured question asked of all reséond~ '
ents: "Have you ever feltlthat you were limited in getting a job or
promotion you really wanted or might want in the future because.of
your education?" Although the race efféct was slgnificant, showing
that black womenvtog felt more rest:ic;éd than whites b& educational
limitétions, the Sch=ffe comparisons noféd in_Table>5 show. that
blark men stand out.from all groups, inclﬁding black women. The race

. ' effect was even strmmger in respoﬁses to a structured question dixectTy
about race,nationmality, and religion: “Do you feel that your race,.
nationality, or religion has had anyth;ng to do with promotions or
getting a better job?" Forty-four pefcent of the black respondents
(54% men and 40% women) but only 3% of the whites felt it had éffectea
their market success (see Table 5). .(The variability in blacks"feg?‘
ponses to this qu;stion specifically about market discrimination was
also significantly gfeater than in whites' responsés, just as the
variability in responses abuut market constraints to open-~ended

- questions was also greater among blacks than among whites.)  The

perception by women that sex discrimination has affgcted them in the

.;market was far less pronounced. Only 17% of the black women and 14%
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Cavsal Attributions from Structuﬁed Questions about Market Experiences, by,Séx‘and Race

White ¥en White deeh © Black Men  Black Wonen -

I B R R
oo Have.you.ever. felt that you s were_linited_ e i
~ in getting a job or promotion you really
wanted or might want in the future because
of your education’ -
1= Yot held back; R S 0 RS B Y RN i S
5 = Held back | - s 190 1.6 . L83 SL00

Overall F=19,11, p=.000% (3, 1568 df)
Egmality of variances, FfNS) R
Sehaffé contrasts, race effect F"53~b* p'.OOOl N
- Scheffé contrasts, sex effect F(NS) .
Scheff! contrasts black men more tham white men, Lk .0001,j\"
also white women,p- 0001; and blackbwomen, p=.01 :

Do you feei thaz your race, nationality
or religion had-znything to do with
- promotions or getting a better ]Ob7

S Lelot held backy P20 297 A AT
5 = Held b8Ck . | SD .58 .49 1.25 1.06 (v‘ o

Overall F=103.36, p=,0001 (3,1568 df)

‘Equality of variances, =81, 6, p=.0001

Scheffé contrasts, race effect F=301.82, p=.000L..
Scheffd contrasts, sex effect: F(NS)
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of the white women said that "being a woman had held them back in their

job experiences -~ getting a good job, wages, chances for promotion,

and things like that."  Othef studies Iikewise have pointed out that

discrimination.. Women clearly think of sex discrimination as less
restraining than blacks consider race discrimination. Moreover, despite
the fact that a much larger share of black wbmen's lbw wage position -
(lower than all other groups) is produced by sex than by race
discriminationi? more black wamen fgcu5‘qn race‘d;scyimination (40%)

than focus on sex discriminatinn (l7%)'in explaining their market

All of these queétionS‘referred specifically to the respondent’s
own situation. We also asked questions about the respondents’ . |
beliefs about general causés of groupqdifferencés in market attainmenpfi
Media coverage of nondiscrimination legislation and affirmative aéti@ﬂ
agreements had brough£ the attention of the public by 1972 to the
market position of women and minorities. What did a-national sample of
Americans believe were the causes of sex and race differences in 5ob
position and wages? We have seen that few women focussed'on“sex'
discrimination in talking about their own -market position, although thejv
did talk about other environmental obs;acles more than about personai
déficiencigs. What explanationé did women offer fqr the general
position of women in the labor market? Did they more often éttribute;
the lower wages and occupationai positions of Qomen to environmentali

obstacles or to personal deficiencies (low aspirations, lack of ambition,
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preference for homemaking, less aggressiveness) ‘that women bring
to the market? Given typical attribution biases of seeing other

peoplejﬁméiff;culties as determined by personal deficiencies, womennv”‘

hight be expected to talk about personal causation more in accounting
'”“"”MMMM“””“'féfwfﬁé”méfkét”ﬁbsitiﬁﬁ“bf”ﬁﬁﬁéﬁ"géﬁéféI1§”théhw1ﬁ”ékﬁIdiniﬁg”fhéfr;gﬁﬂ“w;“'"
position. Likewise, men;might be expected more ‘than women to look:
for explanations in the persénal deficiencies of women workeré.
Similarly, ﬁypical attribution biases would guggest that blacks wonidid
-focus on individual blame explaﬁatiAns'more in talking about the
general positioﬁ of black workefs than in.talking about their own
market situation. And, whites more than‘blackS»would likely offer
personal attributions for race differentials in wages and job attafament.
Since we did not ask the sa%e,attribution questiaons regarding
own and others' market position, we cammot reéch definirife éonéluSinns
about some of these queétions. The ideolmgical attributions were
measured by.two indices, each developed from factor analyzing a set
of forced-choice questions in which one alternative attributed women's
(or black's) market situation to personal deficiencies of the group

while the other alternative attributed it to discrimination (see

‘Chapter II for examples of these items). What did women's respbnses
to.the individual-system blame ideology index reflect about greater
willingneés to use personal attributions in explaining‘other women's than
in explaining their own market position. Even a cautious interprétafion'

of thelr responses to questions that admittedly were cast differently

for women in general and for themselves suggests that more women

=0

ERIC

Aruitoxt provided by Eic:



-39-

look to personal causation as a general ideology about' sex differences
than as an explanation for thelr own situations. Twenty-five percent
of the women ansvwered all of the four forced-choice individual-system

”“blame“questionS”by“blaming“women's”deficiencies?*Vhile*practicaIIY”““““f

‘none of them talked about their own motivational or ability

deficiénéies. mdﬁMghe other ha;;:.ﬁagwwiiii;g;;;;wggm;;ﬁen to focus on
discrimination as an ideology for the cause of-éeﬁ aifferences in the
market was also greater than tﬁeir»sense of 1ts role in their own
situations. Sliéhtly over a third of the woﬁen anéwered all four
individual~system blame questions by £1aming sex discrimination, althéugh“
‘only 157 felt that béingva woman had Held them back in the market. Thus;
womeﬁ'S'ideologies departed from.their exélanatioﬁs fér thelr own
situations in both directions. Blacks, foo, more often stresséd
personal_causatidn in their ldeologles about the market positions of
blacks and whites thaq in talking about their own experienées in the
market. TFive percent of the black respondents answered all five‘individﬁ313
system blame, and‘another 20% ansvered four of the five, alternatives
by blaming personal deficienciles of black workers. ﬁe should be
cautious about these results, however, since firm evidence about these
issues Qould requireésking ekactly the same quéétions ;bout others'
and one's own situation.

B “WWW%?hg prediction that men more than women and whiﬁesfmore-than~

- blacks could be expected to adopt individualistic ideologies in wﬁich' 

personal causation predominates was more easily testable since sex and

race comparisons could be made on the same ideology measures. The
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results on whites' and blacks' attributions for race differentials

in the market support general expectations from attribution research.

Whites much more often than blacks blamed black workers,themselvesif -

for. their market difficulties. _Nearly two-thirds of the white, but

only one—quarter of the black,respondents answered at least_four'of “

O
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tbemfiVEfindividﬁalzsystem”blame“alternatives*by”blamingfpersona1‘
deficiencies of blacbs'(see Table 6 for'the.mean differences:on theLLH
race individual-system blame index. ) The results on women svand menks:;:
attributions for sex differentials in the market counter general blas tiﬁ
expectations, however. Sex differences in attrlbutlons about women s-
positions in the market were not signlficant and largely because black “
men attributed wage and job differentials to sex discrlmination‘more -
frequently than white men, .in fact as often as women dld (see Table
6 for the mean differences on the sex individual—system blame 1ndex)

White men stood out from all other groups in blaming women's personal

deficiencies as causes of their market difficulties. The fact tbat wbitei
men look to personal causation at least as much as white women in
explaining race differentials and more than allyotber groups in
explaining sex“differentials in the market makes their responses to
affirmative action understandable. If women and blacks are.to blame,.
for their market difficulties, women and blacks, rather tban employers,
should change. The favored market position of white'men is legitimated
by their pattern of attributing market differentials to the personal’.

deficiencies of other workers.
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Table 6.

Individual-System Blame Ideology about Race and Sex
. Differentials in Market Position, by Race and Sex

, White Men - White Women  Black Men Black Women
e e et Eoe s 2t s et~ ~4_(350)<,MMN(sz,z)._ﬂwm,ug)m (IOU)

1dividua1—system blame attributions CL
r~race-differentialg — s e e e e s e 4 0 bt s e k,..ﬁ..-_.l,‘.',m_...vﬁ
nge 0~5 : , ‘
0 = Individual blame; X 1.32 1.29 3.11 2.82
5 =

ystem blame - SD 1.43 1.53 1.52 1.74

Overall F=38.87, p=.0001 (3,1568 df)

Equality of variances, F(NS)

Scheffd contrasts, race effect F=115, 8, p=.0001
Scheffé contrasts, sex effect F(NS) '

dividual-system blame attributions
r sex differentials

nge 0~ 4 , : L :
0- = Individual blame; X 1.81 2,04 2,25 - 2.51
4= System blame | S L6 Lse . L3 L4l

Overall F=5.78, p=.0006 (3, 1568 @)

Equality of - ‘variances, -F(NS)-- :

Scheffé contrasts, race effect F~8 72, p=. 0001

Scheffé contrasts, sex effect F(NS) e

Scheffé contrasts, white male effect F=15. 48, p~ 0001 ,

" Schefféd: contrasts, ‘white men more blaming of womens'

deficiencies: than white ‘womern, p—.Ol also black men, -
P=. 04 and black women, P=. 0001 '




The significant effect of race on the sex system blame index
(in which blacks, more than whites, chose system rather ﬁhan
individual blaﬁe explanations for sex differentials in the market)
would not be predicted from the typical attribution bias. Blacks
look to systemic explanations more than whites for sex as well as race
differéntials in the market. Black.men particularly go beyond the typical
phenomenon of looking to environmental obstacles for one's own,-or
one's own group's, situation. They stress sex discrimination as much
as women did in accounting for women's market position. Blacks seem
to have developed a more generalized id;olbgy about the causes of
economic inequities. (They also more frequently than whites attribu;ed
the causes of poverty to institutional and systemic problems on a
Likert-type index comprised of six questions asking why the poor are
poor. Although we are not using this measure systematically in the
analyses reported here,‘it does support the attribution pattern
discussed in this section.) By contrast, the results for white respon-
dents can be understood as the typical tendency of people to look for
personal causes of other people's diﬁficulties. More whites, both men
and wémen, attributed race differentiélé in the market to the personal
defiq}enciés of blacks; more white men than white women attribdggg sex
differentials in the market to the personal deficiencies of women. The
results of the two groups that could counter typical bias expectations
show that white women show the expected bias and black men do not. -
Since the original research on typical aftribution biaées was carried

out with white subjects, these results might also question the

5
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"typichlity" of the bias in the actor-observer perspective. The

observer's disproportionate emphasis on personal causation may be
prop p

typical for whites, or other people whose life experiencés havé
protected them from seeing the force of system inequities, but clearly
not for all people.

Current Job Expectancies and Generalized
Sense of Personal Efficacy

Race and sex differences oﬁ the two job-specific expectancy
' measures were much less pronounced than the differences in market
experienéés, perception of obségcles; and causal attributiops we have
just described. One of these measures refers to the probability of'findir
a job as good aé.the respondent's present job, if employéd,'or a job
that the unemployed or students in the sample aspired to. Whi;e men
B ' were the only group with significantly different expectancies; their
~level of expectancy was higher than ail other groups of workers (see
Table 7 for the Scheffe comparisoﬁs). White men also expressed the
highest performance expectancies, measured by asking”féépéndents to
compare their abilities to most other people doing their kind of work,
if employed, or the kind of work they wanted to do, if unempioyéd or
still in school. White men felt significantly more self-confident about
their job-related éﬁilities than either white women or black‘women.
They did not differ fromblack men (se. Table 7 for the Scheffd
coﬁparisons).
Since these measures of.expéctancy were tied to thé employed

workers' current work, these results probably underestimate the white
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, Table 7
Job and Generalized Expectancies, by Race and Sex

White Men White Women Black Men Black Women -

(606) - . €620) {55) (64)

o ) Ewployment expectancy . . '

A Chances of finding another job as good as ‘ .
present onc (or finding job want to get, . : ) : S
if student or unemployed)

Range 1-5 .
) = Very good; : X 2.41 - - - 2,60~ - 2.81.. = 272

5 = Not very good SD 1.39 . 140 ., 1,50 1.27

Qverall F=2.74, p=.04 (3,1144 df) .
Equality of Variances, F(NS) .
Scheffé contrasta, race effect F(NS)
‘Scheffé contrasts, sex effect F(NS)
Scheffé contrasta, white male effect F=6.58,. p=.0l1 ..
Scheffd contrasts, white men higher expectancies than
vhite women, p~.05; black men, p=.02, and black
vomen, *p=.06
Abilfty based job expectancy
Compared to rost other people doing your
(that) kind of work, how much ability
do you think you have?

Range 1-4 : . o
1 » Much more; X 2.32 2.49 -2.38 2.57
4 = A laittle less SD .78 .78 © .80 " 687
Overall F=3.21, p=.02 (3,1l144 df)
Equality of Variances, F(NS)
Scheffd contrasts, race effent F(NS)
Scheffé contrasts, sex effect F(NS)
Scheffd contrasts, whice male effect F~6.9, p=.008
Scheffd contrasts, white uen more self confident than
white women, p=.01 and black women, p=.03 *-
sense of personal efficacy (850) (542) (79) (100) .
Range 0-6 .
0 = Low; : X 1.52 1.77 2.43 2.65
6 = High SD 1.39 1.52 1.78 1.52

Overall F~24.77, p=.01 (3,1568 df)

Equality of Variancea, F~4.60, p=.003

Scheffd contrasts, race effect F=57.6, pw.001

Scheffd contrasts, sex effect F=3.84, pw=,05

Scheffd contrasts, white male affect F=69.1, p=.001

Scheff& contrasts, white men greater than white women,
p~.002; black men, p=.01; and black women, pw.001

Scheffd contrasts, white women greater than black men,
p~.05 and black women, p=.0001
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male expectancy edge. .Although white men work in jobs Qith the highestAv
- . pay within every occgpational category, the white men in this sample
nonetheless felt more self-confident about their performance abilities -
and about being able to find anéther equally good job. The other three
groups—of workers were thus less optimistic about finding jqps éhat
alréady provided lower pay than those of white men. Black:aﬁq @ﬁite
women were less confident of thelr performance abilities‘fdr‘alfeédy
lower paying jobs. Expectancies of being able to get into more preferred‘
jobs q? of being promoted or of yeing able.to achieve desirea goéis’ o
should show an even stronger white male.aavantage.

The much larger sex and race differences on the measure of
genéralized sense of personal éfficacy support this point. The personal. 
efficacy index was comprised of four items in which respondents were
asked whether they usually get to carry qut plans the way they expéctea,
feel-pretty sure life would work ou£ the way they wanted it to, feel thej@;

. can run their lives pretfy much the way they wénted to, and thiﬁk it
is better to plan life a good way ahead. None of the items thus
refers specifically to jobs; tﬁree of the four_ask directly about
effectiveness or competence in managing things or achieving ﬁhat
respondnets had wanted. Whites, both men and women, had significantly
higher personal efficacy scores than blacks, both men and women. In
addition, white men.felt higher efficacy ﬁhan white women. The overall
dbntrast of white men to all oﬁher wo;kers was highly ;ignificant

(see Table 7 for the Scheffé comparisons).
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Expectancies and Other Aspects of Motivation

The race and sex results thus far have shown that there were only
small diffefénces in whether workers had ever tried to improve their
market position, somewhat larger differences in job—specific expectancies,
and much larger differences in the generalized seﬁse of personal effi-
cacy; causal attributions for market diffic;i;ies, and perception of
obstacles in the markeﬁ. In comparison to all other groups, white men
reported the fewest obstacles and least often attributed them to their
own educational limitations or to family obligations; they also expressed
the highe;t sense of pefsonal'efficacy‘and job-specific expectancies.
More women, but pafticularly black women, reported having tried
educational changes, while fewer women, particularly black women said
they had tried work changes. More women also attributed‘their market
difficulties to famlily obligations. Both groups bf whites gxpressed a
stfonger sense of personal efficacy than giéher black men or women; they
also less often than black workers attributed their market difficulties
to constrainté or lack of opportunity in the market. |

| These resulté provide substantial support for the idea that
expectaﬁcies and market experiences weigh heavily in the work motiva-
tion of women and minorifieS, They do not épeak directly, however,
to the issue of the relative importance of expectancies and other
aspects of motivation, particularly the early socialized motives and
vaiues presﬁmably relevant to achievement. Although we did‘nof ‘
emphasize motivé or achievement Qalue measures in the national
election study, two sets of analyseé that we carriéd ou£ of internal

control and sense of personal efficacy speak to the significance of
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Table 8

Ideologlcal and Personal Components of Internal-External Control
hv Sex and Race, Covarying Education

White Men White Women .Black Men Black Women
(850) (542) 79) (100)
Six item control ideolopv factor
Internal alternatives refer cu Protestant
Ethic virtues; external alternatives
refcr to fate, chance .
(O=internal; 6=external) 2.49 2.79 2.53 . 2,46
White men more internal than white women, P= .002

" No other comparisons significant

Two item success wobility ideology factor

Internnl alternative refers to Protestant
Ethic exnlanations for getting ahead on the
job; external alternatives refer to fate or
belng in che right place at the right time

(O=internal; 2~external) 0.57

AN

Five itcm sense-of personal control
Internal slternatives refer to "1" or "my"
control ovetr life events; external
alternatives vefer to "I can't" or "fate
does'" control life events ’

(O=internal; 5+external) ' 1.61

White
‘White
White
White
. White

Twcntyl item total Internal
External Control Scale

(O=internal; 20wexternal) -7.96

White
White
White
White
White

0.50 0.70 0.60

No Scheffé comparisons significant

1.81 2.53 2.26
men more internal than white women, p= .0l
men more Jaternal than black men, p~ 0001
men more intermal than black women, p= .0001

women wore internal than black men, p= .0008 -
women mOTC 1nCerqa1 than blagk women, p~ .005

8.36 ) 10.04 9.60
men more internal than white women, p= .06
men more internal than black men, p=.0004
men more internal than black women, p = .0002

vomen wore internal than black men, - p=.004
women more internal than black women, p = .004

Three of the original 23 Rotter Internal-External Control items were not asked in the national study because

they referred to classroom situations that, did not seem to apply to an adult sample. 7wo items on the
Control Tdeology Factor came from items traditionally used ac the Institute for Social Reseavch instead
of from the Rotter I~E itemy. This means that 18 of the twenty items represenced on the five factors
presented above were frum the Rotter items and are {ncluded in the total I-E Control scores.
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personal expectancies and values., One analysis of responses to
different factors of the Internal-External Control Scale shows that
blacks (both men and women) differed from whites (both men and
women although particularly from white men) in their own sense of internal
control but not in their values or ideology about control. The four
tace and sex groups held very similar views about what should provide
success in American soclety. This 1s seen in their scores to two
factors that were generated by analyzing the individual iteﬁs comprising -
the Internal-External Control Scale. One, General Control Ideology,
asks respondents to explain whypeople sucéeed or fail Iin life. The"
other, Success Mobility Ideology, asks specifically.for explanations
for success in the job m;rket. All four grOUps'attributed success

v more to internal Protestant Ethic virtues than to external forces. By
céntrast, the factor that refers most clearly to réspondents* personal
expectancies, the Sense-of Personal Control, showed definite race and
sex differences. The questions comprising this factor asked résondents
to tell whether they can control what happens in their own lives or
whether éxternal forces control thelr personal outcomes. White wen
expressed a highef sense of personal control tham all other groups (see
Table 8). White women, while less efficacious than white men, felt more

personal control than either black women or black men. Thus, while

black women (and men) adhere to much the same work ethic values,

their expectancies about being able to control their own lives were

less optimistic.

4
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The pattern of responses to the'individual items in the personal
efficacy index previously reported also shows that it was only on the
three queétions that asked whether respondents felt they could make
things work out that black women (and black men) felt less efficacious
(see Table 9). There were no race Ar sex differencés on the one
question that was cast normatively as a value: '"Do yow think it is
better to plan your life a good way ahead §r~would you think life is
too much a matter of luck to plan ahead very far?" Black women and men
valued planning ahead as much as white men. They also valued the work-
ethiqivirtues referred tO'in the Internal-External Control scale as much.

i

Theiﬁ expectancies of being able to realize those values in their own
1i;é£ were just lower.

The significance of this distinction between values and personal
expectancies is also supported from data provided by a much larger national
sample of black and white men and women heads of households collected
by Morgan and his asséciaﬁeé at the Sﬁrvey Researcﬁ Cenﬁer?7 .Méasures
qf achievement values and personal expectancies wére not drawn from the
Internal-External Control Scale but they illustrate the signifiance of
aexpectancies. Seven'questions factored togethar to comprise an index
of ambition; five factored together to comprise an index of personal
efficacy. .Item analysis of the ambition questions showed no race
differences on four questions. On two items -~ preference for a job
with chances éf making more money even if the respondeut disliked the

job, and, spending time figuring[out_hoﬁ-tb get more money ~-

black heads of households (both men and women) showed greater ambition
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Table 9
Sense of Pcraonal Efficacy by Rex and Race Covarying Education

(1972 Narlonal Eleccion Study, Survey Research Center)

Irem R«-.e;gg,h.-s thite ﬁcn White Women Black Men ~ Black Homen
(Range 1-5, 1 = efficacy) . (850) . (342) ) 719 o . {100)
Do you think {t's better to plan your life
a good way ahead, or would you say life ia
too much a matter of luck to plan al\ead
very -far? 2.06

When you do make plans ahead, do vou usually
get to carry things out the wav you expected
or do things usually come up to make you
change your plana?

. Have you usually felt pretty sure your life

would wvork out the way you want it to, or
have thare been tlnes vhen you
haven't been gure about it?

Some people feel they can run their lives
pretty nmuch the way they wank to; others
feel the prodlens of life are r.oo biy for ~

‘them. Which one are you like?

No Schétfé comparisons significant .

4,00
White
Whice
White
White

3.28

White
Whice
White
Whice

1.69

White
White
Whice
White
White

2.26 2.1 2.34

2.86 . 3.42 S N A

men feel more efficacious than black wen,
men feel more efficacious than black vomen,

women feel tiore efficacious than black men,

vomen feel more efficacious tham black vozen,

340 "4.08 . b4

men feel more efficacious t‘mn black men,

men feel more efficacious’ than black women, .
women feel more efffcacious than black men,
women feel more et‘ficaclous than black woven,

197 . 2.62 2.60

men feel more efficacfous than white woren,
men feel more efficacious than black men,
men feel more efficacious than black wohen,
wonen feel more efficacious than black men,
wonen feel more efficacious rhan black woxen,

p=.08

. pm.O7 .
. pw.03

pw.0l

- pw.02

P = .0001
pw.01
p =.0003

p=.,0001
“p=.0001
p = 0001
p=.002
p=.0002
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Table 10

Anbition and Personal Efficacy, by Sex and Race
(1972 Study ‘of Income Dynamics, Survey Research Center)

* Heads of Households |

White Men - Hhite Vomen - Back Men -~ Black Women -

) (1013 ) | ( 672) - (7136)
Ainbition index ‘ o O -
(Range 0-9:,9 = high) 2,91 2,71 AT 3,14

i’érsonal efficacy index

(Range 0-7, 7 = high)

fihite men higher ambition scores than white women, =.006
Black men higher ambition scores than white men,  p=.0002

Black men higher ambition scores than white women, p*# 0001
Black women higher awbition scores than white men, p=.0009-

Black wouen higher aubition scores. than white women, p=.0001

38 LT 29 .

White men feel greater efficacy than white women, p= 0001
~ White men feel greater efficacy than black men, ~ p=,0001

White men feel greater efficacy than black women,” p=.000}

White vomen feel greater efficacy than black women, p=.0001

Black men feel greater efficacy than black women; p= .0001

———
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than white heads of households; Only on one item -- attitude toward
quitting a job fhat was not éhallenging enough -- did white heads

(both men and women) show greater ambition. On the summary index blacks
showed greater ambition (see Table 10). By contrast, whites expressed

a higher sense of effiéacy on all five questions éomprising the personal
efficacy index. White men particularly expressed higher efficacy and -
black women felt significantly less efficacioﬁé than all other groups.
Thus, we see that black women, despite as high or higher ambition
(particularly as rgflected by the #mpoYtance of financial‘inégﬁtives),
did not feel as efficacious as any other éroup of household heads about

~

being able to realize their ambitions in their own lives.

Current QOccupational Status and Market Behaviors

Current market positionand job search behaviors-provide the final
..8tage variables for our model of expectancy effects. Unfortunately,

we did not ask as many ﬁuestions as we should have to develop
multiple:cfiE;;}a of current market position or to detail current, rather
than past, efforts to_imprové one's position in the market. Moreovér,
the national election study asks only about family income;rather‘thap
separately for the ;ncome earned by the respondent or for the respon-
dent's current wage rate. We had to depend, fherefore, on just two
current market variables for employéd respon%gntsf One is the Duncan -
SES score for éhe respondent's current job; the othér derives from a
probe asked of people interested in shifting jobs about whethexr they
haQe been doing any;hing in particular about it. The former suffers.
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Table 11

Current Job Status and Narket Behavior, by Sex and Race

White Men = White Women Elépk Men  Black Women

(191) (466) ) (8)
Respondent's current or former
‘occupation coded according to
the Duncan Decile _ ]
X 601 5,99 L6 kL
$ 257 2.59. 2.66 313

Curvent market behavior of respondents
Interested in a job change

" "Have you been doing anything in-
particular about 1f (Finding a nmew job!"

1 = Yes;
5= No

Overall F=24,26, p=,0001 (3,1414 df)

Equality variances, F(NS)

Scheffé contrasts, race effect F=71.6, p=,0001
Scheffé contrasts, sex effect F(NS)

. —€S—

Overall F=4,87, p=,002, (3,22 df)

Equality varfances, P(NS) |

Scheffé contrasts, race effect #2900, p=.00
Scheffé contrasts, sex effect F(NS)

Scheffé contrasts, white male effect Fl4,3, p=,0002

Scheffé contrasts, white men more active than white
women,  p=, 04; black men, p=, 001 and black wonen,
p=. 03 : o |
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because it is not sensitive to sex differences, despite the fact that
women and men do differ in a more differentiated job code,.in

industry sites, and in_wages. The second is limited by depending on
interest in job shift rather than assessing some form of curent market
activity of all workers. This has particularly serivus consequences |
for the black sample since the number, small 1nitiaily, is reduced to
a very small gfbup when interest in job shift is controlled.

Our results support previous literature that shows that women
and men do not differ on the Duncan SES measure. However, whites Qere
in Jobs wigh congiderably higher status séores.than placks (see Table
11). |

The significant race effect in current job search behavior noted
in Table.ll is accounted for by the greater activity of white men.
White men were more active than all other groups of workers interested
in a job shift in actuaily trying to find a new.job. The number of
blacks is so small that we would not want to make much of the race
results. White men also stood out from white women and it is that
difference that will be‘addressed in a causél model of job search

activity among whites in Chapter V.
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CHAPTER IV
INTERRELATIONSHIPS OF MARKET EXPERIENCES,

CAUSAL ATTRIBUTIONS, AND CURRENT EXPECTANCIES

This chapter examines the interrelationships of the four groups ‘

of workers' past experiences, causal attributions for the outcomes of
their experiences, and current expectancies. Since the questibns about -
market change efforts were phfased to respondents in the past tense_

(Was there ever a time when you tried . . .), while the expectancy

questions referred either>to present feelings or to estimates about
- the future, the relationships between the two shoqld imply something
about temporal causation. Since the causal attribution measures
were coded from probes to questions cast in the past tense, they

Q%e treatéd as reflécting a past period and having the same position

in a causal chain as the questions about previous change efforts. We,

therefore, discuss the intercorrelations preéented in this cﬁapter iﬁ
two ways: the:interrelétionships of change efforts and caﬁsal
attributionsbat a previous time in the respondénté' lives without
implying directionaliﬁy, and, the relationships of both these sets of

variables to current expectancies and present feelings of efficacy with

causal implications. We also carry out regression‘analyses only with
the expectancy measures treated as dependent variables. We would, of™

course, have much preferred longitudinal information in which the chain

~55~
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depicted here could-be tested without assuming temporal differences
from the phraseology of questions. Tﬁé results should there%ore be
viewed primarily as 5uggesﬁive fof future research.

The interrelationships among the experience,‘pausaiméftribution,
and expectancy measures are presented sepafately for phe four raée
and sex groups in Tables 12 tprough 15; We wanted to expldre whether -
the patterniné of market-experienées and éausal;attributibps woui&
vary depending on‘the race and sex of the‘worker; Ve aisd“sqspectedz
that the current expectancies of ﬁpth groups of wbmen and of biaék mén SN
would show strongex experience effeqts;wﬂile qhgvexpeétanciégldf‘
white men would depend less on tﬁeir‘previous exPerieﬁées in‘tﬁe
market. This should be true if white men ére éctualiy aware'of'theif
market advantage and the likelihood that. they wili be reiativeli
successful compared to other groups, ‘even if they expe;ience some
difficulties along the.way. Other workers may be more discouraged
by negative experiences. (The table that presents all vhe tests of
differences between the correlations for the four groups 6f”wdrkers‘is
appended at the end of this report. We discﬁss differenées in
Eorrelations in the text only when they afe_statistiéally

significant.)

Previous Change Efforts

We have already seen that black and white men and women differed
primarily in what changes they had tried, not in whether théy had tried

something to improve their market position. Women, particularly black

women, tried educational éﬁanges more and work changes less than men.
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Table 12

Interrelationships of Past Market Experiences and Current Expectaucvlea: 'White Ken (§ @ B12)

Years of schooling attained 1,00

Teled 8 aarket change (20 1,00
Tried job chanpe -,08 - 1.00 ' ' y

Teled education change 08 N LR :

Held back tn 1ife B 0] w00 L0

Held back on job by
eduentional Unieations 1260 120 w08 06 13t 1,00

Hgh mention of market : ‘ ‘ ‘ TR

consttaints I N 1 L BN ) R | L LN S O ‘
Rightment lon of educational

dﬁ“cit‘ntics "cM“* ".-"Jl "an ".M - 135*** 030“*‘ 006 1000
Bizh mention of fandly ‘

-~ obligatfons - 004 02 08 -,06 JQ0me 01 w04 02 L0
High mention of {inneial - o

d““cul“es .01 "106 l13*" '116*“ oll‘*" 108* -.07' v09'* |2]“* 1100 l A

. , ‘ 0

Systen blava Ldeology , ‘ T,

ropaeding race tneqoities 1544 ,00 w07 D8 w05 403 00 0] w00 Jdawee 1,00

Synten blane 1deology .
reparding sex fnequitien 27k LA 2 0] 8] 00 -0 00 e 03 N, LU LU}

§ 06 -0l 03 =00 07 - el 0] 00 0300 LD

=

fitgh employoent expectancy

Iiigh job perfornance ‘
L'XPDCNDC)' .20*"* 006 103 002 lO& "|03 .00 502 'vll" -.06 003 ool .12“" 1.00

High personal effleary - 2} (1 05 00 2lMh 05w 00M o020 005 402 S0 v 02 LMW I0M 1.00

o v 05
. i‘Pl .01 .
Hip x ‘001
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v ' Table 1)

Interrelationships of Past Harket Experiences and Current Expectancies: White Women (N » 336)

Years of schooling sttained 1.00

‘  Tried a matket change B 1,00
S Tried job change O - 100
Tried education change O . = 5%k 1,00
Held back tn Life =200 00 o1 03 100
fleld back by educational
Linitatlong T AL N 4 L L L N
High mention of matket
_constraints 01 =08 06 000 Q5M 01 1,00
High ventfon of 2ducationl ' , .
deflclencles YU LU /R UL bR e 03 1,00
Righ mentlon of fanjly ‘
obl{pations - 20002 FYLLEEEN Q00 .06 <00 100
Rgh rentlon of financlal ' ‘
difficulties JIE .0 L0 N Q6 -0 M R kLR TR L

* System blane {ceolegy '
tepardlng vace Inequities JO0S* .06 .05 050 =01 02 D6 02«00 -06 0 1,00

System blame {deology o ‘ .
regarding sox dnequitles  (28M 13wk .02 02 07 .07 .08 W03 =20 .06 38w 1,00

Righ ezployment expectancy .06 03 ogh L0 - « 20kt L LGt 03 .08 04 05 100

Hgh Job perfornance . —— |
expectancy A B L X N R AT LA L SR | LSV )

High personal efficacy SN N R T LN L Y R L R ¢ S O L N S
tps 05 R
*.P s .01

i.ﬁp L} .001

itk bt P 08 A S ATL W gy oy e o 1 10 SO LA ARNORS e g 0 g b e B 0 R S A U PR S e




Inkerralationshipa uf Past Matket Bxperiences and Gurrenf‘zxpectancies: Black Hen (N'- 76)

Table 14

Yoars of schoaling attined
T{iod a market change
Trivd Job change

Teded education change
Keld back n Life

Hefd back by race/
~ matlonalizy/religlon

~ . Held back by edwat lenal

- Hnitations

“‘ngh went lon of narket
tonstralnts

Migh mentdon of educationsl
defleiencles

High eeatton of fabdly
ohligations

 Bigh mention of financial
”difflculzios

o Systém blame 1deoiogy
rezarding race Inequitdes

Systen blase {dedlogy
rogatding sex Inequities,

High employnent expectancy

fgh Job performnce
| expactancy

High personal ef(icacy

L0
1% 1,00
'02 ~ 1!00

S05 . e 4B 1,00
oY SLENEN 1R LU L

TR B VRN

"-JO** '02 ! '19 ‘006

4 .
.07 "03 .03 ‘.135,
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0500 -0 2
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0L 06 e 28

SER LG e - 08
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3
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L
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-
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0

M
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08
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05
i
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© Table 15

ntervelationships of Past Market Experdenced and Current Eipectnnci‘e‘s; Black Wonea (N »100) | N

_¢ - Years of schoollng actagned 1,00

Tried a market change A1 L0
Tried job change WJ20M - L0
Tried educat{on change A . R L0

Held dack 1n Lifé 00 06 03 S8 L0

- Hald back by race/ |
mtionalicy/veligle, =08 08 -0 M8 06 OO

Held back by edustional

Lpitations S0 a2 608 00 L0 |

 high neation of market ! : Co ' : o .
constrajnts 4.00 0 a0 03 0k G002 100

IHgh meat lon-of educat lonal o S S
vde“Cienl‘.il’.! 'lls '112 ‘-12 |16 114 ' ‘ 10] N 131**' "21‘5 1000 o

igh mentlon of famlly . e e
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- and sex status of respondents. Black men particularly stood out from

' position were associated with more difficulties. If black men had

.change was negatively related to feeling held back (-.25) and withlless_

-61-

The intercorrelations of these previous change efforts with attributions

about the causes of their market experiences also depend on the‘racebi
other workers because their previous efforts to improve their market
tried to make job changes or seek on the job training, they also

reported several negative‘experiences. Trying‘a job change was

associated with feeling held back in 1life (+.35) and with more frequent

mention of educational deficiencies (+.23) and financlal problems (+ 29)ﬂ
as reasons for market difficulties. Black men who had tried educational

changes did nct express these reactions. In fact, trying'an educationap‘

frequent mention of financial difficulties (-.29) and family
obligations (-.23) as sources of market problems. Since work and.
educational efforts.were generally alternatives to each other'(not

only for black men but all three other groups as well), these nearly

- of personal efficacy and somewhat lower expectancies of being able to'“'

" black and white women, although different from both groups of men.

opposite relationships would naturally be expected. The important

result is that among black men work, rather than<educational;inveStnent“

is associated with negatlve eXperiences ‘as well as with a lower sense-7

get another job at least as good as their present one. White men who

had tried job changes did not report this pattern of negative
experiences nor were their current expec*ancies and-sense of efficacy
tied to thelr previous change efforts.

“

Relationships amoug these variables were fairly similar for
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' (+.30); higher performance confidence (+.20), and stronger sense of bﬁgx‘

cations, did stress family obligations, and were more self confident ™
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" more often. Having tried a work change was moreover assoc1ated with

" who felt held back by their famlly obligatlons, rather than by the1r

-62-

Let us look first at black women since their correlations are larger.
The more highly educated black women more often had tried. something to

improve.their situation; they alse reported having tried work changes

not feeling restricted by their own educational limitations (— 26), w1thp
a strong stress on family obligations (+ 46) as deterrents ro their

previous market success, and with higher current‘Job expectancies

personal efficacy (+ . 27) 'Job—related changes'weré thus'not'only

rare among black women but were the responses of better educated women"

own educational'qualifications.v This same pattern characterizes the
relationéhipsAfor white women as well, although educationaljattainmentfb-
was not a significant.correiate of work changes for them. Otherwise;
the white women, like the black women, who reported havingmtried to

¢

make job changes did not feel restricted by their educational qualifi- :

about their job performance abilities. By contraSt, women who had |
tried educational changes did stress their own‘edncationalydeficiencies
and also expressed. lower performance confidence; among.hlacks they
'were alss the least educated.

Ve have thus seen that white and black men tried work changes
more often than women; that objective education did not»distingﬁish ’
which men of either group had done so; that the investment in work
changes was not associated with cither positive or negative

experiences or with current expectancies for white men but tied to
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heightened feelings of their own educational deficiencies, financia1f ,;
problems, and somewhat lower job expgctancies and sense of aféicécy
among'biack men. Having tried work‘changes was associlated wiph.lgggTv 
stress on their own educational limitations and with highegreXpeétancies
among both groups of women. Thg one constraint that sﬁch wémen‘:. |
mentioned more thun other women was the sense that their familj

obligations had held them back.

Perception of Obstacles and Causal Attributions

Blacks more than whites, and white women sqmewhatvmore'tﬁan;,]f
whité men, said they‘had.been held béck in life. This‘geﬁéréi“gé#;q
of restriction is expressed more frequently byvthe_léﬁétfeduc;téd‘ E 

:f“ ‘ o - of all éroups except black women Eof whom,educationuﬁas éiﬁply :
irreievant to feeling held back. .Given these educational effécts; it
'is not surprising that feeling held b;ck was also assoclated f&r‘éli :

.7 groups but black women, with attributing market problems to their -

W“mownueducationalmlimitéfioﬁsmﬂABothmthe#structuredwquestionmgn;ﬁhem%“”;;,
eitent to which.they had been limited in joB successvby their’i o
education and the. summary attribution to educational‘defiéiéﬁciésigéé;d
from open-ended quéstidns were significantly associatédeitﬁ;génefall,
feelings of being held back. In addition, feeling héld_back wés_ k
éssociated for ail groups’(althougﬁ siénificahtly less sﬁrongly fér .
white women) with stregsing market obstacles (léck of jobs, discfim;ﬁ;z
ation, etc.) as reasons for previous ﬁarket difficﬁlties. |

e ~ One striking distinction between the groups is the broader

generalization of feelings of being held back to more causes among

O
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whites than among blacks. Feeling held back was associated among
‘whites not only with stressiﬁg their own educational deficiencies and
market ohbstacles but also with a strong stress on family obligations
and, among white men, with frequent mention of financial difficulties.
By contrast, the sense of being restricted ih life was attribpted more-
exclusively just to edu;ational deficiencies and to market constraints
among black men and nearly uniquely to market constraints among
black women.

The interrelationships of the causal attributions show that
market obstacles and educatiqnal issues form fwo distinct clusters
fér all groups. Frequént mention of market constraints was independent
of educational attéinment and of stressing educational deficiencies
among all groups, and independent of all other aftributionémas well
among whites. The discrimination theme in thévmarket constraint
attribution is also reflected in its positive éorrelations for blacks
with feeling that race had specifically held them back in getting
a good job (.30 for black WOmen,M132 for.black men). The distinctive—
ness of market constraint attributions is further demonstraied by.
negative correlations for black workers with financial difficulties
and family obligations ~S reasons offered for market difficulties.

The other distinct cluster involved the signifiance of education
aﬁd was common for all groups. The least educated more frequently said
that.-theitr educations had specifically limited their job‘success and

‘ they also stressed educational ,deficienciles as reasons given in
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open-ended questions. Both measures of educational attributiogs
= were also positively related to each other and nearly independent
' of all other attributions among all four groups.

Family obligations were_mentionéd much more frequently by both
groups of women than‘by either group of men. Stressing family
obligations also carried different meah¥ng for women and men. Men
who stressed family obligations also stressed financial difficultiesy
whité men ‘who stressed both of these also felt held back in life.‘
This focus on family obligations was just as frequent amoﬁg the better
and less well educated men. By contrasé, women who stressed family
obligations were the least educatgd._ Moreover, frequent mention of
family obligations was negatively rélated ;o stress on financial
difficulties among women and Qas also negatively related to market
constraint attributions among black women. Tﬁus, ﬁamiiy}obligations
seem to be reasons qffered by less well educated women who do ﬁot‘
focus on external constraints that require greéter éwareness of
how the market operates. This interpretation is'fur;per suﬁported
by the fact that such women also blame other women insfgéa of systemic
forces for sex differences in market statusy black wémen who stress
famiiy obligations likewise blame other blacks instead of race
discrimination for racée inequities in market status.

Generally,athese results show coﬁside:able similarity in the
attributions of the four groups of workeré, Ail four groups show the
two separaﬁe ciusters of attributions, one that is str@ﬁgly related

to education and results in stressing personal educational deficiencies;’
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the other that is independent of education and represents awareness

of market constraints. Both of these sets of attributions are correlated
_with the general feeling of being held back for all groups but black
women; feeling held back in life among black‘women is primarily related
to the sense that market constraints have influenced what happened
to‘them. Group differences are most striking regarding the meaning of
family obligations as an attribution for market difficulties and in

the greater generalization of feelings of restriction to more causes
among whites than among blacks.

To what extent have the personal attribgtions reflected in these
méésures generalized to a system blame ideology for réce and sex
differences in wages androther market attainments? Do w0rkefs who
stress market constraints in their own lives also express a_generé;
system blame ideology? The answer depenas on the race of the worker.
The personal market experiences of white workers were almost_eﬁtirely
irrelévant to their beliefs about the causes of market differentials by
sey and race. It is true that the more educated white workers more
often blamed systemic forces for race differences and even more clearly
for sex differences. But apart from this significant effect of
educational attainment, few other market characteristics or
experiences correlated with either system blame measure for whites.

The two exceptions shoygthat white men who say they have experienced
financial difficulgies were more aware of the impact of race discrimin-

ation on black workers‘ And bec.h white men'éﬁa women who have tried

E to improve their own market situation more frequently stressed sy;temic

causes for sex differentials; The one personal experlenca that
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Tt

correlated with blaming individuals rather than sySﬁemic forces

was the stress among white women that their own probléms gtemmed

from their family obligations. Otherwise, the few significant

correlations for whites reflected greéter awareness of discrimination

in the lives of other people among the more highly educated ana those

who had.previOusly tried to alter their own market situation. o
Many more correlations were significant for black workers.

Their ideologies about the causes of race inequities particularly

reflectea their own personal experiences and explanations for what

had happened to them. Black men who had previously tried vjob

changes>and who . felt they had been heid back in 1life more

often blamed race discrimination-fo; race differenceé in ﬁarket‘sta#us; :

both men and women whd specificaliy felﬁ,tﬁey.had been held Sack by.l   

race discrimination and who étressed ma?keﬁ cdnstraintél;n their.own 7

lives also bi;med race discrimination as thé cause:ofvthe'marke; |

problems‘of black peéple in genergl; The ihferrelated‘set of

education and edﬁdational attributions wés, by_cohtrést, Egg‘related=:ﬂ 

to tﬁe race system blamg'ideology of black wofkers. ‘Less well educatédi

black workers Qﬁo were more likely tovgttribgte-their own probleﬁénaf ~;

personal educational deficiencies were no ﬁorerlikely than the hore

highly educated to stresé syétemic explanations'féf race di fferences

in the markét. Thus, we see clear evidence of a genéfélized focus on

race diccriminatioﬁain both théir ideolégieé abdﬁt inequities andl'

causal attributions for what has happened to'them but no evidence |

* that other negative}petsonal experiences and attributiohé p1ay a péft:“d
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in the system blame ldeologies of black workers. It is a
differentiated fécus oﬁ race discrimination that ﬁies their personal
experiences to their broader beliefs about race inequities. Their
beliefs about sex inequities, however, follow the pattern of whités
in which high edﬁcational attainment is the most striking gorrelate
.og a system blame ideology. The most highly educated black workers,
like the most highly educated white workers, 1. .. .4&’discrimination
responsible for the cause of seﬁ differentials in the markét.' In
addition, men who had tried work changes and felt generally held back
in 1life also blamed sex discriminétion rather than tﬁe personai
deficiencies of women; womeﬁ who had tried something to improve their -
own situations and had not tried educational changes noxr attributed
' their own difficulties to family obligations also did so. Otherwise,’
their own personal experiences, particularly their race-related
experiences -- whether they specifically a;Fribﬁted their own job problems
to race discrimination‘and whether they“spressea market constraints
as a cause of their m;rket difficulties -—'were-gimply unrelated ﬁé
their ideologies about the causes of sex inequities. This was as true
of black women as black men. Black women thought about their own
. personal ;experiences and the genefal market problems of black people
ig much the same way; they did not tie their ownm per$onal experiences
to the general market problems of women. Their pattern was almost
exactly the éame as the pattern of black men.

One other difference in the correlations of the system blame

ideology measures for black and white workers should be noted.
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The current expectancies of white workers were unrelated to their
broader beliefs about inequities in the market, while those
of bliock workers were significantly tied in a complex way to their

s

ideologies. Black workers with the highest performance expectancies -~

those who felt most self-confident about their own job abilities --

expressed the strongest blame of discriminafion for both race and sex
differentials in wages and job status. (This is not simply the effect
of educational attainment because it was irrelevant to their system
blame ideologies about race differentials and was not significantly
related to the performance expectancies of biack women., ) diébéi‘éﬁﬁiayméh
expectancies, by contrast, were‘nééaﬁively, not positiv..y, related to
system blame ideology measures, signifi~antly so for black‘womén with
ﬁhe'race system blame measure. This means that black workérs-who

were particularly aware of discfimination as a causé of'markgt_
differentials were less optimistic about their own chénCES-éf,finding
anotﬁer job as géod as their present job, despite also feeling

more confident of their own job performance and abilities.

Market Experiences and Current Expectancies

The three expectancies t.at we measured vary in tﬁeir level of
generality. Personal efficacy was the most geﬁeral because the items -
comprising it'referred to life in general instead of to specific arenas
of 1life. The overall employment expectancy measure was cbnsiderabiy'l;ss
generai in that it referred specifically to the job arena but still

more general than the performance expectancy measure which

focused on confidence about being able to perform well on the job. .
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The experience measures also vary in level of generality, from feelings
of being held back generally in life to feelings of being held back
oﬁlthe job  and fpr specific reasons. The strength of the relationships
between expectancies and experiences also depend 6n the.generality

of the measures. The most global experience measure, the sense of

being restricted generdlly in life, related better to the sense of
equally good job in the future. (This is not as true for black men
since their general sense of restriction correlated with both their
sense of personal efficacy and their overall émplovment expectancies.) By
contrast, specific sources of neéative experiences correlated better

to the more specific job expectancies. Attribution of difficulties

‘to market constraints, for example, correlated much better for all

groups of workers to,their probabilities of ﬁeing ab1e to get an
equally gnod job in éhe fhture than to their feelings of personal
efficacy. Table 16 highliéﬁts the correlations in'Tables
12—15_that_show the significance of the generality-specificty
issue in the relationships between experiences and expecﬁancies.

Let us look more closely at the cérrelates of the four groups
of workers' current job expectancies. Previous experiences with mgr%et_
obstacles were not the only significant correlates of lower job
expectancies. Workers who stressed their own educational deficiencies
as reasons for previous market difficulties also expressed lower job

expectancies. Thus, the two independent sets of gttributions, one

stressing obstacles in the market itself and one stressing educational
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Table 16

Relationships of a General and Specific Experience
Measure with a General and Specific Expectancy

Experience Measutes

Expectancy Measures

Sense of Personal Efficacy - Overall Job Expectancy

White. White . Black  Black White  White  Black  Black

Mer Women Men Women Men Women Men . Women

General feeling of belng
held back {n life

Specific attribution of

difficulties to
market constraints

20 VR Y S| R SN SR R R .

BT IR R R B B/ B 1
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problems they had broughg to the market, both correlated with current
job expectancies. These were the two highest correlations for all but
black women whose current job expectanciiss were influenced more
exclusively just by having experienced magket constraints. (The whole
complex of educational attainment and attributions to educational
deficiencies was just nct as critical either for black women's general
sense of being held back ar for their current expectancies.)  This
pattern of total correlations 5uégested garrying out a ﬁﬁlﬁivariate
analysis involving three predictors of ove?all job expectancies --
actual educationalyattainment, high stress on market constraints, and
high stréss on personal educational deficiencies. These three variables
explained 29% of the variance in current job ekpectancies for white
men, 26% for white women, 367 for black men, and 28% for black women
(see Table 17). Having experienced market constraints was critica’ for
all groui:s, although its effect was gerater among vwhites. lWhitel
workers did éot experienced market constraints as often as black
workers but when they did, the impact on job expectancies was greater.
Stress on educational deficiencies significantly affected the current
p

expectahcies of all but black women; its impact for black men was
especially pronounced, over twice as large as its effect on white men
or women and eight times larger than its effect on black‘women.. Black
men, therefore, not ounly stressed educational deficiencies more than
any other group of workers but’'its negative effects on current job
expectancies were also greater for them than for other workers.‘

Thé impact of these t&o separate sources of market difficultiés

Jon black men's current expectancies is supported by two additional
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Table 17
Net Effects of Education and Two Causal Attributions
(Market Obstacles and Educational Deficilencies)

in Explaining Employment Expectancies

(Metric form regression coefficlents, standard errors in pérentheses)

White Men White Women Black Men Black Wor=n -

(606) (420) - (69) ' (84)
Education ‘ .027 .038 .091 .038
(.149) (.040) (~.083) (.083)
lligh stress on ' .
market constraints -1.198%%* -1.184%%% -, 418% ~.434%%%
(.026) (.102) - (.193) (.109) ,
High stress on own
educational
deficiencies -, 482%%% -.348%% _ ~.859%%% -.024
(.083) {.121) (.197) (.267)
r% .287. .258 .362 228
*,05
*%,01
*%%_ 001 -
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multivariate analyses. The first tests the reliability of the

e e

results by examining the effects on overall emplovment exoectancieq of twn

types of measures of their attributions to personal educational
.deflcienc1es and to market constralnts. It compares the effects of
measufes derived ftom the responses of black men to open-ended
questions about their difficulties in the market v h the measures
from structured interview questions. %eble 18*‘shows that the effects
of the two distinct sets ¢~ causal attribetions are highly reliable
~egardless of which type of measure was wused. The ﬁroportion of the
variance in current job expectancies that was explained'by the two
sets of'eausal attributions was approximately the same Qhen measures
from the unstructured and structured questions were used. The beta
weights in both analyses also show that black men's stress on their
own educational deficiencies was considerably more_important than their
stress on previous market coastraints. Finally, both analyses show
that reactions to their educations were far more important than their
actual educational attainments. Personal reactions to their educatiens
. significantly influenced their current job expectancies even after
adjusting for the fact that the least educated stressed their own -
educational limitations more. Their experiences apparently have

encouraged them to emphasize educationallimitationsnwre than

Y

*The first set of results depicted in Table 18 is the same, although
in standardized form, as those p presented in metric form for black men
5 in Table 17. Metric form makes it possible to compare across groupC
as was done in Table 17; standardized form makes it possible tn asses
the relative importance of different variables for one group.
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Table 18

Comparison of Total Correlations and Net Effects of Eduéation,
Stress on Educational Deficiencies and Market Counstraints
on Black Men's Employment Expectancies (N = 69)

Bivariate Regression Standardized Regression
Coefficients Coefficients from
(Total Correlation) Multivariate Analysis

p- 17sis predicting employment expectancies from education
and stress on market constraints and educational
deficiencies coded from open-ended questions

Education , <197 .126
High stress on market .

constraints -.270% -.242%
High stress ou 4

educational _ i

deficiencies , —~.531*%% T =, 498%%%
r? ' | . 362

Analysis predicting employment expgctancies from éducation
and structured questions on market
constraints and educational deficiencies
Education - 197 : .074
“Held back in life ' - 435%%% ~.359%%

Held back in market
by educational

 limitations . -.261% -.242%
Held back in market | -
by race discrimination -.214% * Ta-.107
- R? 4 . 307
*.05
*%,01.

*%%,001
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other groups and more than their actual educational attainment would

-

sugrest it should.

One mizht be tempted to suggest from these(results that black men
have uufealistically overreacted to their educations in assessing
their chances for employment. We think this is not the case. Thg
same dynamic does not appear in the multivariate analysis of their -
performance expectancies (see Table 19). 'Educational attainment was
far more important than their attributions about their educational /
limitations in accounting for their expectations about their job-related A
abiligies. Those me: who felt most self-confident about their performarce
on their jols were those with the most years of schooling. -Moreover,
the significant impact gn_performance expecténciés of their reactions
to their educations(was no longer significant when actual schdoling
was controlled. The net effects of their attributions about.theif'
educational deficiencies were much’sﬁaller’than their totéi-effecﬁé»’
and far smalle; than the direct efféctAof educational attainmenta. More~
over, the total effect of educational attainment (.452) on performance
expectancies was Eomposed primarily of its direct -impact (.362) andkmuch'
less of indirect effects through-attributions about educafi&nal |
limitations and deficiencies k.lBO). Thus, when the expectancy measure: 

asks specifically about performance, and not about employment chances,

4

actual education is a powerful predictor of expectancy. When the
expectancy measure foCuées on chances for employment and thus of

employers' reactions, actual attainment is not a powerful predictor,

‘while attributions about educational deficiencies are. The message black:

men seem to have learned from their market experiences is that
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Table 19

Comparison of Simple Correlations and Net Effects of Education
and Stress on Educational Deficiencies in Explaining
Black Men's Job Performance Expectancies

Bivariate Regression Stanaardized'Regression
Coefficient Coefficients from
..... ... (Simple Correlation). . Multivariate. Analyses

Education LG9 2%k .362%% .

High stress on educational ,
deficiencies (open-ended) ~.298%% -.159

Held back in narket by
educational limitations

(structured questions) —~.256% , . =.134
R2 _ ' .233
%.05 :
*%,01
*%%,001
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employers have considered their educational qualifications an
obstacle to their employment, and their current employment
expeétancies reflect this message. Fortunately, this market experience

has not seriously affected their assessments of their own performance

job abilities. TIs this because they have also learned that discrimin-

ation heavily influences what happens to blacks and women in the labor
market? Some support for this is suggested by the significant
correlatiqus between high perfcrmance expectancies and the expression
of a system blame rather than individugl blame ideology about market
inequities. The performance expectancies of black men with a strong
system blame ideology for race and sex inequities were much higher than
for those who blamed blacks and women ;heﬁselves.‘ These relationships
are not entirely explained by educational attaihment itself since years
of schoocling did not influence the system blame ideology about face

inequities and because the net effect of the sex system blame ideology

that the better educated black men more often-held sex disérimination
responsible for woﬁen's ﬁarket problems.‘

What explains ;he performanée expectancies of the other groups
of workers? The resul;s showed far greater similarity across groups
in explaining their overall employment expectancies than in accounting
for their judgments of their performance on their jobs. Tables 12-15
showing the total correlation results indicate that actual educational
attainment was a significant correlate of performance expectancies po;

v

only for black men but for white men as well. However, the effects of
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;pecifically work-related experience is further buttressed by the’
significant corrélations for both groups of women between high
performance expectancies and attributing.women's market problems to
sex discrimination rather than to women's pergonal deficiencies (and .
for black womern between high performance expectancies and attributing
blacks' status to race discrimination). The women with greatest
performance self-confidence have had greater job search

experience; they also seem to have learnedAthat discrimimation hés‘j
been a reality in determiniqg the wages and occupational status of
women and Llacks. Have they thus learned not to blame themselves and‘
to use their experience to trust their own performance abilities?

We are clearly arguing a causal chain that treats job chénges vs.
educational investments as the determinant of women's cﬁrrent‘performanCe
expectancies. With these cross-sectional data we cannot be sure of
this direction of effects, even with the differences in time that
were implied in the working of the experience andAexpecﬁancy questions.

Future research very much needs to tease out the direction of these

. éffects because the chain we have argued suggests that women's feelings

fof confidence about their job performance would be increased more by

gaining additional experience in the job search and by being helped to
make job changes than by depending entirely on education as the
primary route to mgrket improvement .

This same pattern also describes the correlations of black
women's sense of personal efficacy, although actuaiveducation aisocq

¢ s -

significantly influenced these feelingslof efficacy. The best
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educated black women, those who more often tried job changes, who
feltvless held back in life, and those who attributed women's

market problems to sex discrimination felt most personally efficacious.
The net effects of job experignce and of a system blame idéology,
however; were less impressive'in accounting for the personal efficacy .
of black women than in accpunting for their performance expectancies
since aétual educational attainment influenced ali these variables.
~Thus, the net effects of job experience and a system blame ideélogy
were considerably smaller after adjustiné-fbr years 6f schooling.-

For white women personal efficacy was determined primarily by actual
educational attainment; even the total effects of fheir job experiences
were far smaller than in ac;ounting for their performépceVexpectancieé;:

Actual schooling was in fact the most important.predictor of

sense of efficacy for all groups but black men. All the other correla:é
of efficacy for whité men and women and for black women were themsel&és
influenced by schooling. Their direct effects were thus considerably
less impressive than either théir tpgal effects or the direct effect
of education. Black mén's sense of efficacy, b& contrast,‘was.simply-; 
- not correlated with educational attainment. Instead, a high sensé

of personal efficacy was correlated for %lack men with much the same:
variables that iﬁfluenced their performance expectancies and their
overall employment expectancies.. Although ihe correlations shown

in Table 14 for personal efficacy were far smaller than .for the other

two expectancies, they show the negative impact of previous experience -

as attributed to the two separate clusters of problems; to market
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educated black women, those who more often tried job changes, who
felt less held back in 1ife, and those who attributed women's
market problems to sex discrimination felt most personally efficacious. -
The net effects of job experience and of a system blame ideology,
however, were less impressive in accounting for the personal efficécy
of black women than in accounting for their. performance expectancies
since actual educational attainment influenced all these variables.
~Thus, the net effects of job e#perience and a system blame ideology
were considerably smaller after adjusting. for years of schooling.
For white women personal efficacy was determined primarily by actual
educational attainment; eveh the total effects of fheir job ekperiences
were far smaller than in accounting for their performance expectauncies.
Actual schooling was in fact the most important predictor of
sense of efficacy for all groups'but black men. All the other correlate
of efficacy fqr white men and women and for black women were themselves
influenced by schooling. Their direct effects were thus conside:ably
less impressive than either their total effects or the direc?Acﬁfect
of education. Black men's sense of efficacy, by contrast, was simply
not correlated Qith edﬁcational attainment. Instead, a high sense
of pgrsonal efficaéy was correlated for black men with much the same
variables thét influenced their performance expectancies and their
overall employment expectancies. Although the correlations shown
in Table.lﬁ for personal efficacy were far smaller than for the otber
two expectancies, they show thg negativé impéct of previous exberience

as attributed to the two separate clusters of problems, to market
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women, particularly black women, they were attempted by the better
educated black women and iiere associated for both groups of women

with pdéitive outcomeé;”ﬁdt negative outcomes aé.thewaefe.fof'Blécgiw‘w
men. Women whe had tried work changes less often stressed their own
educational deficiencies. They also expressed higher expectancies, .
especially higher confidence about their job related abilities.

The causal attributions offered for their experiences'in tﬁe
merket formed twe distinct clusters for all four groups. One cluster
focussed on their own educational limitations that they brought to
.the market; the othef, clearly independent of both vears of schooling
and stress on educational deficiencies, emphaeized constraiunts in
the market itself. Both sets of attributions weré assocdated with
general feelings of being held back in life and with lower expectanciesv
about being able to find a job aﬁvleast‘as good as their present ones,
at least for all groups but black women. The whole issue of educational

e deficiencies was less critical to the experienceé and expeetancies of'ef

black women.

| The effects of educational attainment and of'their-réactions toi"*
their educational,qualificacions were more eritical for black men‘fhad"ﬂ
for any other group. Black men not only emphasized“tﬁeir owﬁupersonaie«’
educational deficiencies as reasons for prevdoﬁS'market;difficulties
ﬁore than other workers, but these reactions alsgwinfluedced their
current expectancies more. The expectency‘effects,of'acﬁuel schooling
and reactions to thelr education depended however, on whether job

)

_expectancies askei about future employment pOSSlbllltIES -or ‘about

perfornnf?e confldence. Expectanc1es about belng ablv to get a JOb
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as good aﬁﬂcheir‘present ones were influenced greatly by their reactions
to their educational qualifications and not by their years of schooling.
Moreover, stress on their own educational‘deficiencies was the most
importaﬁt'predictor of their employment expectancies. Their job
performanée-expectancies, by contrast, were powarfully influenced by
theiz actualleducational attainment and only minimally by their

stress on their own educational limitations. Market experiences
therefore seém to have taught black men that employers treat their
educational qualifications as a market'liﬁitation.

Sex differences were.especially pronounced in the results on
performance expectancies. Comparéd ﬁo men, both groups of women wefe
less self-confident about their job-related abilitiés. In addition,
their judgments QE their job perfofmance abilities did not reflect
years of schooling, as fhe judgments men made did. Instead, the
performance expectancies of both groups of women were influenced most
by a specific type of market experience -~ attempting job-related

changes and not depending on acquiring additional education as a way

'to improve their market positions. Women did not as often as men try

to change jpbs or make other work changes. But those who did were

more self-confident of their performan;;wﬁgilities. Women more often
than men tried to improve their situations by returning for mére
aducation. Those whr did held significantly lower performance
expectancies. Actual schooling was irrelevant for their performance
confidence; efforts to acquire more schooling negatively influenced it.
Just the opposite is true for men. Schooling increased their performance

confidence; neither job nor educational changes affected it.
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Black workers were far more aware than white workers of the
systemic causes of market differentials. They more often attributed
race and sex inequities in wages and occupational status to market
discrimination. Whites, by contrast, more often offered individualistic
theories which stressed personal deficiencies rather than market
factors. White men and women both blamed individual blacks for .their
market difficulties more than blaék workers did. White men particularly
stood out inlstreésing individual explanations for sex differentiais.
The relationships between their gﬁg_market experiences and their
ideologies about the causes of market aifferentials also'shéwed
strong influences of race. Tﬁe personal market experiences of white
workers were 'almost entirely irrelevant to their belijefs about tﬁe
causes of ;ex and race market differentials. .The one exception is
that the more educated white workers more often blamed systemic
forces for race diffgrences and even more clearly for sex differences.
Otherwise, neither the efforts white workers had made to alter their
market positions nor their explanations for their own experiences
seemed to influence their beliefs about ﬁarket inequities. By contrast,
black workers' beiiefs about the causes of race differentials in wages
and 6ccupationa1 status very much reflectéd their own personal exper;
iences. Black men who had previously tried jobbchanges and who felt
they had been held back in life more often biamed race discrimination
for race. inequities in the market. Both black men-and Black women Qho

felt they had been held back by race discrimination and who stressed’

market constraints in their own lives also blamed race discrimination

¢

a as the cause of market problems of bléck'people in general. 'Education.
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was, by contrast, not related to black workers' ideologies about
race inegyities. Less well educared black workers were no more or
less 1ikely than better educated workers to stress systemic
explanatiqﬂs for race differences in tﬁe market. ﬁdueation did
fécilicete‘black workers' understending of market and institutional
determingpts of sex inequities but personal experienee with discrimin-
;-ation, itgelf independent of education, proved to be the critical
. correlate of their explanations for race inequities.

The ekpectancf effects of blaming the syétem rather than
individugls themselves for race and sex differenfials iﬁ ehe ﬁarket
depended gn which job e#pectancy was assessed. The future employment

.expeccancies of black workers ;ere iower among those who held race
discrimipgtion respbnsible for race differentials in the market. - But
the perfoymance expectancies of black workers with a strong system
eiame.ideology were higher, ﬁeﬁmiewer, than “those who fecuseed on
personal deficicncies instead-of‘race discrimination. This is not
explainablelby_yeg;s of schooling since educatiohal atteinﬁent was not
relatea to black workers' ideologies about market inequities. Instead,
it seems'go be a genulne effect of p;esenving a positive view of one's
own perfprmance abilities, despite a realistically lewer expectation
of finding employment, among black workers who are unusually aware-of
race discyimination in the labor market. The same'phepemenee is also
revealed py results showing higher, not lowee, pefformance ekpectaneies

among botn groups of women with stronger system blame ideolqgies

about Sey inequities in the market. ‘Again,. educational attainment
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cannot explain these restlts, in this case because educational
attainment was not related to women's performance expectancies.
White men were the only group whose performanéé!éfgécﬁanéies were
unrelated to their ideologies about market differentials. They»are‘
the only group who have not needed to understand the role of

discrimination in order to preserve their own sense of confidénce

in their job abilities.

4




CHAPTER V
EDUCATION, MARKET EXPERIENCES, AND EXPECTANCY

EFFECTS ON CURRENT MARKET BEHAVIORS

This chapter presents a ggneral causal model‘in whicﬁ expectancies,
are viewed as intervening variables influencing three current market
outcomas or behaviors: ll) the status of the jobs held by black and
white workers, 2) the job searcﬁ behavior of currently employed white
men and women who were interested in chaﬁging jobs, and 3) the future
work intentions of white housewives who were employed, if ét'éll, less
than half time ﬁhe previous year.

The basic model which will Eemgggmined is displayed in Figure 1.
Current market behavior is taken to be the result of tlree sets of
influgnces: ‘1) the wquer's characteristics originally brought to the
market, 2) the worker's subsequent market éxgeyiences and attribu-~
tions about the causes of those experienceg, and 3) Eurren; expec-
tancies. We focus on four worker charactéris;ics that previous
empirical work has indicated are strongly related either to occupational
position or to wages -~ years of séhooling, race-épd sex of worker, and
age as é prdxy for years of work expefience. These four chéracteristics
have both a direct effeét on current market behavior in this mo&el, and
an indirect effect through the intervening variables of market

experiences at stage two and current expectancies at stage three....The

experiences workers have after entering the market also have both a
-88~
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Figure 1

Schematic Diagram of Four Stage Model of Current Market Behavior

Stage 1 Stage 2 Stage 3 ' Stage 4
Past
Market
Experiené;§§§§§§;
4 S
L\\<:::::?s; " Current
xpectancies
Education Current
Behavior
Race or
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Age
(Years of
Market
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‘aifecfvefféét”on éurrent market behaviorv(nét gftéf qonf;oliing‘fgr
original supply characteristics and expectancies)‘and an indirect .
effect through currenc expectahcies at stage three., Expectancies
are viewed as directly influencing current behavior.

The relationships depicted ir : . represented by
fhe foilowing three gquations:

B) Education + B, Race + B3Sex + ByAge + U

i}

Market Experiences 1

BsMarket Experiences + B¢Education + ByRace +
BsSex + BsAge + v,

Current Behavior = BioCurrent Expectancies + BjjMarket Experiences +
: Bi2Education + BisRace + fiy Sex + BisAge + Uy

Current Expectancies

1

The validity of the estimation of these effects depends upon the

.assumption of the absence of omitted wvariables that are correlated

with included variables in each equation'and with the aSsumption of
independent error ter@s in each equation. Since the presént research
is among the first to meaéure and examine the effects of
sclf-rcportcd'market experiences and of current expectancies, we
may have omitted causal variégics that would have been correlated
with included variables at stages two and three. However,
serious bias in the estimates is introduced only if anyomitted
variable at a particular stage is highly correlated Both with included
;ariables at that stage and with the dependent variable as weil.
Future research will need to tackle estimation problems more directly
than we feel can be done at the present stage of knowledge about the
issues raised‘iﬁ this research.

Past researcﬁ on some of the causal links depicted in Figure 1

has been both extensive and consistent enough to feel fairly sure of
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the predictions we are making. Years of schooling, for example, has
consistently been demoustrated as a signirficant determinant of both
eventual occupational position and earnings, although the rate of
return to education does not turn out to be equal for all groups of
workers. O. D. Duncan:n'notedAseveral years ago that most std&ies
show that the regression coefficients for both .amily background and .
the person's own educational qualifications in explaining eventual
occupational status and earnings are typically lower for black than
for white men. More receﬁt work by Welch, Blinder, Hawqrth,et al

(reivewed in Hoffman32) all continue to show much thé”same pattern.33.‘

The current controversy about different rates of return to education

centers on whethar the relative.returﬁ'figures are even &orse'for olde:;
more experienced black male Qorkers.’.Some people suggest that the typiéél
cross—sectional effects on the size of black-white”income aiffgrence§"
simply reflect the effects of "vintage," particularly the

correlation between an individual;s age and the quality ox his 6r her
schooling (see Hoffman?éfbrzareview of this controversy). it would
be misleading, however, if emphasizing different rethrﬁ ratég

were to imply that education does not pay off at all for blacks.
Education significantlf influen~es the market successlof blacks, jus;ﬁ :
not at the same rate as for whites. Years of schooiing also influences.
the occupational positionvand earnings of both men and wémen, although i
previous research is not as clear whether the rate of return différsn
as much by sex as by race of workér. The regressionkcoefficienﬁs

for years of schooling in explaining job status seew to be quite
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similar for men and women..35 Analyses of the mone;ary'returns are thus
far less clear cut. Corcoran36mshows tﬁat the rate of return to
schooling depends not only on the sex of worker but also on the sex-
typing of job, and that the interactions awmong these variables are
fairly complicateq. Very little is known about the effects of education,
or the relative fgturn rates of education, for black women since
practically no research on ¢ issues has included black female
workers. Most of the ¥ 2arci + race discrimination in which these

questions have received the must attention has been restricted to

male workers; most of the research on sex discrimination has included_ . . _.

just white workers. Oaxaca's37

analysis of the earnings of all foun
groups of workers is a major exception in that separate regressions are.
presented for each of the groups, including black women. It shows that
\
years of schooling significantly influenced black women's earnihgs, al-
though less so than other Gariaﬁles and in no way ekplainéd-sex
differentials in the wages of black workers since black women are not
less well educated than black men. In any case, previous researchlwpuld
argue that educa;ion should be included as a potentially ihportanf
supply characteristic in explaining the market position or earnings of
all the éex and race groups. Very little research on its effects on !
other market outcomes, particularly on job search behavior or level of

activity in acquiring additional skills, has been carried out. Its

effects on labor market participation of women, particularly of married

-

women, seemed to be stronger in earlier periods of time, although a

recent analysis by Waited8 of the major predictors of whether women
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worked in the years 1940 through 1960 shows that the coefficienté for
years of schooling were not significant at any period time; except in thé
late fifties for women in the third to fourth birth interval.

Likewise, education does not strongly influence plans for

labor force participation at age 35 among 5,000 young women ages . , ¥

14-24 in the National Longtiduinal Study of Labor Market Experiences

carried out by the U.S. Department of Labor and Ohic State UniVersity.39ﬁ ;

Neverthel« w +  schooling might influenci: the employment

intentions of current housewives and we used it accordingly as”a stage

" one variable in that analysis as well.
The effects of being black and/or a woman on occupational
position and earnings are by‘now so clearly demonstrated that most

serious research attention 1s given to explanations of why the

effects continue to be‘so powerful. Some of the papytinent empirical.and lf

theoretical rreatments of this question were already ciﬁed;infthapter i.
Year- af work éxperience (or age as a proxy % - .experiencs) £$~

viewed by human cépital theorists as the major detre.: .nant of ivcemne

and income changes over the individual's 1ife cycle  Empirical studies

on its effects provide conflicting evidence, with some éhoﬁing that

the inclusion of years of work experience raises.the fraction of the

variance in income from approximately 7% by educationzalﬁne,to closer

to 30%. 41 Others show that the effect of experience is far weaker. An»-?

estimated work experience variable, while a significantwdetermiﬂant"ofn |

income f&F :11 four race and mex groups, was not nearly as important as

other chaacteristics, primarily those pertaining to site and type of
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4job, in explaining sex differentials in wages for either black or

white workers in Oaxaca’sﬁzanalySIg of the 1967 Survey of Economic
Opportunity. G. J. Duhcan'sABrecent analyses of the 1970-71 wage rages
of black and white men from the Stud§ of Income Dynamics shows that
wdfk experience has a powerful positive'éffect oh the earnings of

of whites but was nonsignificant for black men. ' Thus, while the evidence -
does not seem as conclusive as human capitalists argue it is, ptéVidué”“‘f“”f
igééﬁe research certainly does indicape that years of work experience
should be included as a significant stage one vgriable. Since
fespéndenﬁs wére not aéked.dirécﬁlywﬁow’méhy ye;ré the§ hadhﬁéén”
employed, we used age as a proxy for work experience.

Most of the other causal links depicted in Figﬁre 1 havé not ‘ V;
received much prsssfexss research ’artentioﬁ. Indeed, the whole point of
this fésearch was. Fo TSt Qhether race, sex, and education of worker
distinguished the %imndis of market experiences workers‘reported and
we have seen strong, support in Chapter ITI that they did. The effects
of market experiemcis »n expectancies wére also impressively supported
in Chapter IV, a7whough the particular experience variables that
influenced current expectanciles depended 6n race and sex of worker.

Tﬁe other addairiomal link to which there-has been at least soue
previous empiric:i wogi is the relationship betwesst expectancies ang
behavior. Most if the iimited work dome to date 3was been carried our
by psychoiogists anz typically reséricted to laboratory settings and to
behavior on some kind o f experiment;i task. The major exception is

the work of organi»aticmal psychoiagists who have tried to assess
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findings which demonstrated a relationship between internal-external
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the impact of workers' performance expectancies (that effort will resultt
in successful performance) and instrumentalities (tﬁat performance will
result in desired outcomes) on both effort erpended and job performance.
Typicaliy the studies from this research tradition have depended on
supervisory ratings of the worker;s effért and performance. A recent

4
review by Mitchell4 of 24 studies from this expectancy-value framework

provides only limited support for the behavior impact of expectancies. =7
Only four of the studies explicifly-separated expectancy fromivalence
measures since the theory guiding these studies suggests that it is
the multiplicative function of the two that -influences effort-and . ..
performance. Two of these four related performance expectancies to
job effort, one with positive and one with‘negative results; tﬁree o£_  .
the four examined theperformance implications of pérformance expectancies,.
two with positive and one with pegativevrésultsf

Very recently some studies on job éuccass and income determination
have also begun to i;clude measures of worker expectancies. ‘The two
major national longitudinal studies of income, the Incbme‘Dynamics
Study and the National Longitudinal Study of Labor Market Experiences,
have used a measure of pefsonal efficacy and found it significantly
relatéd to economic outcomes, even after controlling for edﬁcation,

years of market experience, and other pertinent productivity proxies.

Andrisani and Abeles_l*5 have reanalyzedsome previously reported

' 46
control and later earnings of black and white men  and report that
this relationship is due mainly to the personal efficacy component.

of the.I—E scale. They further suggest that because the effects of
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personal efficacy pertain more to improvement iy annual earnings
than to improvement in occupational status or to unemployment or even
to hourly wage, the more personally efficacious men are able to improve
their annual earnings by working more (more jobs and more hours).
The efficacy effect thus seems to result from effortp G; J. Duncar{‘7
also finds that personal efficacy (in fact the same measure employed
, S A

in our analyses), has a significant net effect on earnings, but only _
for white, not black men. The effect is mot explainable by effort,
however, since efficacy affected wage rate itself. Two studies of
‘workers who had undergone job training likewise indicate that feelings
of personal efficacy as trainees predicted job success in the six

. *
months following trainingfg The relationship found in both studies
again seemed primarily to reflect effort since in one total earnings
provided the criterion of job 5ucce§s49 and in the other the efficacy

effect was significant both for toral income and number of weeks

employed but not for average weekly wage.

Job Statusﬁgﬁ Black and White Workers

The analysis of job status is carried out with just three stage
‘one variables, race, years of schooling, and age as a proxy for work
ecxperience. Sex was deleted because it was not significantly-related
to job status elther in the total sample or for eilther race group.
(The total sample correlation was only .02.) This requires some comment
since women and men, both black and white, do show comSideraﬁly different

occupational distributions. Women of both groups worx disproportionately
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in the less well paying and iess prestigious jobs of the professions,
in clerical jobs, and in less well paying service jobs as well. The |
job status measures available do not captufe these differences for
several reasons. Variation in the status scores from higher to

lower occupations within the professions is not great gnouéh to capture

the méaningful differences by sex. Moreover, since 7zl ' iabs are ;hA
accordad higher status thap some distinctly male occupations below
the"managerial—proféssional.levels, status scores again do not ﬁupture
meaningful sex differences in occupational position. Wage rates of jobs
would be a better meaé;;e of:the sex differencesbgg occﬁfétié&éiifﬁﬁj
distributions. Despite this some sociologists are giving serioﬁs

attention: to possible differences in the socioeconomic attainment

processes-of women -and men, using job status as the major outcome to

be explaimed. It is understandable that they find few differences

outcome that is itself not seumsitive to either sex segregation in
occupations or to sex differentials in wages. -As we have seen in
Chapter III, job status measures are sensitivelto occupational
differences between blacks and:whites. In both sex groups whites hold}Af,if
jobs with sdignificantly higher prestige as measured by the Duncan
Scale (see Tablell, Chapter III.)

The two clusters 6f experience measures that were shown inv
Chapter IV to be:independent of each other in tﬁe analyses of all f0uf'

race and sex groups were the most probable experience variables to

be included in mhe job status analysis. One cluster was comprised of
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three measures; a strong stress on market conSer?nts as reasons
for previous difficulties, feeling geﬁerally held back in life, and
(for blacks only for obvious reasons) feeling held back specifically in

the job arena by race discrimination. A simple summed ixc.:x was foraed

to represent this cluster and will be labelad stress on consiraints in

the markét. 7ero order correlations between this index and other

variables potentially relevant for the job status;analyéis are presented

in Table 20. Only one of this set of interrelat=d measures (feeling
held back in life) was shown in Chapter IV to be significantly related
to yéars“of schdoiiﬁg for any of thé fC 1.0 groups; however, ‘the summar§m'm”
index was significantly related to education for the totél sample,;*.203}'
Thus, the summary index may opérate as an dintervening 1nf1uence between .

initial education, later expectanc1es and eventual job status, while the:

purer measures of market constraints and focus on race discrimination

would not have. It is the general feeling of being held back in
1ife that accounts for whatever indirect effect education has through

stress on constraints in the market. By contrast, all three of the

jtems comprising this index showed race effects, and the summary index

was correlated .321 with race. It also correlated significantly with
the outcome job status variable, -.183 (see Table 20‘.
The other cluster involved two positivaly related measures, one

from a structured questinn and one from an open-ended question, of

stress on own educational-deficiencies. Both measures were also
significantly related to years of schooling in all four groups: and

the summary index was cotrelated —.294 with education. ‘However,
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Intercorrelations of Race, Educat.on,Summary Score on Mar

Table 20
ket Constraints and Restrictica by Race Discrimination,

wnmary Score on Stress Given to Personal Education Deficisncies, Sense of Personal Efficacy and Current Job Status (N=1392) f’f

ce (Black) ‘ 1.00

gh educational

attainment 0oLk

ress on constraints
in .the  market YL LL

e (old) .005

ress on own
educational
deficiencles L078%%

}

[gh employment
expectancy

L 119%#%

(gh job performance

expectancy 046

1

igh sense of -
personal
efflcacy ~ J198¥kk%

igh.status of
current job ~ J208kk%

1,00

-

-

. 20 3Hik
43Rk

(294 kHAK

- 077k

L 231 Kok

254 %k

,527kkkk

1.00
L 065%%

.010
- ,258kkkx

.012

- L 256kkkR

-, 18%kkki

1.00

013

239wkt

028

042

L 128%kkk

4

1.00

'198****.. iiaahwu,whww“ﬂﬁm

034 J127%%% . 1,00 .

o L3R 13k 123 100

- 098Kk -T.062 - 0874 - L308™

*p = 05
*kp = 01
*ﬁ*p n 001
thAp =, 0001




-100-

despite this relatiénship and the s;roﬁg correlatioﬁ between years
of schooling and job status (.527), workers' stress on their own
educational deficiencies was only weékly tied (-.098) to job status.
This small zero order correlation meant that any relationship net
~after controlling for years of schooling would be verylsmall indeed.

We, therefore, decided mot to include this experience index in the final

ngdbuéﬁéiﬁéwéﬁéi§§i§:w"wIWHMMWUW'
As expected from the as yet limited research on economic effects
of expectancies, the general sense of efficacy proved more uﬁgful than
-either of the two more specific job expectancies. -Sense-of -efficacy - -
was correlated .308 with job status, while fhe'specific,employmant
expectancy related to current job status only .d42;vthe specific job
performarice expectancy only .087. Moreover, of the three EXpectangies‘_"
personal efficacy was mostbhighly related to réce of workéf and was tﬁé.k
only expectancy measure that likewise was related to both years of
schooling and the experience measures we had decided to use in the
analysis (see Table 20.)
Table 21 presents the standardized’regression coefficie;ts (beta
weights) fér all the dependent variables.in the four stage model.
State one variablés of race and years of schooling each had significant .
neg effects on the variables at each of the three later stages. Age
had a signifiﬁant net effect on job status'and senée of efficacy
but not on WOfkers' reports of past market constraints. The stageAtwo'
experience of having encountered constraints:in the markgt.had a |

significaht negative net effect on feelings of efficacy, even after
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Table 21

Standardized Regression Coefficiente+(and Standard Errors) for
Ixplanatory Variables in Model of Current Job‘Status (N =.1392)

Dependent Variables | .

Stress on Constraints in

Predictors  (Current Job Status - Sense of‘Efficeey_ | the Market |
Race BT SO /i Q6 Tikkk
(.028) - | (.030) (,024)
Rducation  500*AkA B TA Y LAt - 1 7]tk
(,030) (,032) (.027) .
Chge o B ,065%% 072 o 000 - Ry
Stress on constraints | o |
in the market - .02 - 15hkk : -
(.,028) - (.030)
Sense of personal | - |
efficacy J0ewk - -
| (o) | |
R2 ' .
' ‘ ‘" 310 ) 1116 ¢112
*p = (5 ‘
khp =, 01
wkip =, (01

iy < 0001

. The nunbers which appear in the table are "beta weights“ or standardized regression coefficients. hey j&
indicate the relative size of the relationship between the dependent variables and each independent
variable, when all other independent variables are taken into account. -
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Figure 2

Estimated Four Stage Model of Current Job Status (Direct Effects)+

Stage 1 Stage 2 Stage 3 Stage 4

Current Market
Past Market Experience Current Expectancy Position
| 942
Stress on Constraints .941

Sense of
Personal Efficacy

Education

~ Race ~e123kAx %

»High Job Status

Age
.830
*p = .05
*%p = ,01
*k%p = ,001
kkk%p = .0001

+Coefficieﬁts on arrows to each of the three dependent variables which do not
come from the other variablesin—theé system measure~the~effects~of residual—
factors not in the system. This number is the square root of the proportion
of variance in the dependent variable not accounted for by the antecedent
variables in the system.
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controlling for race and years of schooling, but not a significant
direct effect on job status after controlling for other variables.
And the stage three expectancy was significantly related to job status,
even after controlling for the influences at both stages one and two.
That feelings of efficacy showed a significant direct effect (and aboﬁt
the size reported by Andrisani and Abeles)Sl'is strong support that
expectanéies do matter, independently of stfonger demographic influences.
Much of the psychological literatue on efficacy, internal-external
control, and powerlessness has been based on relationships with outcome
measures without adjusting for social structural .and demographic
determinants (see Seamn?z for a crigical réview of this problem in the
psychological studies of efficacy-powerlessness). However, it is also
true that the contrast between the zero order and net effects of
efficacy, is striking (see Table 22). The original correlation of
befficacy with job étatusvfalls érom ;30é‘to .106'<§;1;“éb;;t i/3 aé
large) when race, education, age and stress on market constraints are
all controlled. fhis means that most of the expectancy‘effects on.
i oo § OD - L@ tus--resul t—-from-the - far-more—-powerful-effects—of-race;—education;—
age and market constraints, that influenced job status as well as
feelings of effiéééy. Workers. who have strong feelings of efficacy hold
jobs with higher status but largély because they have experiencéd
fewer market constraints, entered the market with more‘YEars of
schooliqg, and were more likely to be white. |
One othérpointshould be highlighted about the influence of

negative experiences in the market. "The total effect of having

124




Table 22

Comparison of Sinple Correlations and Total Effects of Explanatory Variables in Model of Curre=: Job
Status; Decomposition of Total Effects into Direct and Indirect Effects

Stress on Constralnts

o

Sense of Efficacy in the Market Race - Education | B
Simple correlation o | 3
with job status J0Bkkk «, 183kkkk -, 08kkkk 5Tk L gk
Total effect 10Hkx - 050 - Lhgeke SI3RREE
Spurious effect | 107 -.133 062 066 -8
Total Effect 106% %k - =, 050% - Jh6Rakk - 53kkkk ydas
Direct effect 106Kk -0 L 03kkKE 500K ppk
Indirect effect via: | . 'i
- | - CF
Sense of efficacy ., =016 013 026 -008
© Stress on constraints - B o o "
in the market =006 004 =000
Efficacy and market - L
constraints \'-.004“ 0030 -000

g i bt rymen
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experience:d corasorzitzs in the market, while smzll is nearly twice
as large z=s i giirect effect (see Table 22). This happens because
about 44% ¢ tire wgrEl ufféct of market constr. uts on current job
status oper W tiirmus- its indirect effect on =ense of efficacy.
People who hazuwe wXper~rmrzced market constraints hk=ve lower.efficacy,
which also siguni“lican«ily influences current job status.

How did -y- :r~ '~ schoolimg imfluence current job status?
Nearly all of ¥: ‘wtal effect of education was direct (94%), rather
than indirect  ~+ ‘uzth ‘market experiences and sensevof efficacy. This
implies that si. "5 .and educational credentials are far more important
than what scho. g #ess to prevent negative market experiénce5~or
to pronnﬁe feel ags m,'efficacy and thereby result in greater effort
and activity on :h& .part of workers, at least in accounting for job N
status. While this is not surpriéing in our highly credentialized

job world, the: fzct that only 6% of the total effect of education was

indirect was surprising to us. Most of the indirect effect

operated through'gersonal-efficacy (see Table 22).

The effect «f zge on job status reverses from a negative zero

--order-correlation {—128).,-that. shows_that,younger;workers”hold.highenwwh

status jobs, to .a st=li but significant positive direct effect ( 072),_‘;
that shows that older workers are in more prestlglcus jobs, (see Tables
20 and 21). The reversal occurs primarily becausé of the large but' ft
obposite relatiomships of education'to boﬁh age and job.status. Older

workers have amgulneﬂuﬁeder years of schooling (— 433). Slnce better'" 

- educated workers have achieved higher JOb status (. 527), the original

correlation berweem age and job status results largely because.younger

—— 1.9
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workers are better educated. When eduéation is contro. =2, the
expected experience advantzge of age emerges. At any ;.w0 level of
education, older workers do hold jobs with higher statu: Table 21

also shows, however, that the positiye net effect on jo's wzatus of
being ‘an cilder worker (.065) is far less important thar ‘Ti= positive
net influemce of years of schooling and even somewhét le := Zmportamt than
the positive net effect of a high generalized sense of par=onal
efficacy. .If age is to be viewed as a good proxy for exms—ience, at
least these results would ind%Eare_that the wage return ts~expe;iénte
is not attributable primarily to getting into higher stzmtus jobs witth
increasing experience. The job status effect of experience is just

too small for that to be a meaningful mediator of the wage advantage

of years of experience. One other point should be noted about the

effect of age as a proxy for experience in the market. The same

dynamic in which years of schooling so largely accounts for the

apparent job status edée for younger workers also accounts for seemingly
somewhat higher efficacy among younger workers.. Better eduéatéd workers

feel more efficacious, and, at any given education level, older rather

than younger workers expressed the highest sense of efficacy (see
Tables 20 and 21).

The negative market effect of being a black worker, while
reduced from —.208 to -.123 by_gontfolling for years of exp=rience,
vears of schooling, market constraints, and current expectancies,
'is still significant. Moreover, most (84%) of the total effeet of

race (-.146) operated directly, rather than indirectly (see’IﬁblezZQ);
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The 16% attributed to indire : effects fairly equally operatad

thromgh the greater market —umstraimers azperience& by blasz. workers,
.thetr'rednred feelings of bzing ablz to vz=ke things work we-. and the
comb:mad £5Fects of megative market.ampsrienceé aud lowe~ fa<lings of
efficary. Parity in job starus of %lacks and whites would thus be
somewnat influenced if black workers .did mot experience greater market
constraints 'and reduced feelings of .efficacy, but most of the job status
differential would still exist. What might this mean about the way

race discrimination operates? Let us use the total effect of race,

net after adjusting for years of schooling and age, as the x=g

tdual ip
job status differ=ntials that could be attributable tao rare discrimin-
atiom. This is at least plausible since it ié the ‘residugl th=it
remains after“controlling for education, which most previoms work
indicates is the most powerful deté:mggant of jdbiétatuém Table 22
shows “that this totai eff;ct of race: is not primarily attributdble fo

the cumulative indirect effects of past discrimination, as indicated

at least by the constraints black workers talk about in reporting

theif past expmeriences In trying to immrove their situations'in the
market. It is possible, of course, that past discrimination
represemted by indirecx :effects through workers' past marker:experiencesf
and :adjustments in expectanciies is actwmally greater ‘than our results
inﬂiqa:e~because it is greater than black workers beli=ve “#t is.

All oFf ‘the #ndirect effects =stimated there depend on workers® .self-
reportszof.@ast experiences. ‘Indepem@=t measures of ppast -market

constraints would thus perhaps increase the impact of previous
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Interrelatfonships off Fagt Market Experiences, Curceat Expectancies, and Current Market Behavier
(Mhite Women Interested in Changlng Joba, He73)
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experiences as a mediator of previous discrimination. We will
return to this issue in the last chapter where we suggest a model that-

gives greater attention than the model estimated here does to present

market discrimination.

Looking for Work: White Men and

_Women Interested in a Job Shift

The analysis of the search behavior of employed people interasted
in changing jobs is restricted to whites since the.already small black
sample resulted in very few black men andwomehjinterested in changing
jobs. We learmned in Chaptef III that fewer white women interested
in changing jobs were actually trying to find a new job. We intended
to apply our education~experience—expectﬁncy model to test whether
the net effect of sex on search behavior would be considerably smaller
when sex differences in experiences and expecéancies were controlled.
However, when we examined zefo order correlations between.education,
experiences, expectancies, and search behavior for the total white
subsample interested in changing jobs and separately for meﬁ and women,
we discovered a different pattern of effects for men and for women (see

Tables 23 and 24). Education was more important forlwbmen (.431) thén

for men (.152). "Different experiences were correlatéﬂ“ﬁifﬁ‘lﬁBﬁiﬁ@““
for a job. Men who had experienced previous market constraints vere
less 1iiéiy to look (;.242), while this experience was irrelevanp for
women's search behavior (.042). Women wio stressed-previous family

obligations were now more active in actually trying to change jobs
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(.235), while previous family obligations were imwaterial for men
(.069). Moreovef, previous attempts to improve one's market position
by making work related changes affected men's and women's current search
behavior in opposite ways, positive for men (.213) and negative for
women (-.293). Finally, different current‘éxpectancies were signifi~
cantly tiea-to current search behavior for men and women. Men with the,
highest job performaﬁce expectancies wére most active (.281), while
pe%formance expectancies were only‘#eakly related (.080) to the search
behavior of women. Womea who felt generally most efficacious were
most likely to look (.254). We therefore ran separate regressions
of the search behaviér of men and women.

Let us consider white women first. The intercorrelations'in‘-
Table 23‘suggest that vears of schooling, persoﬁél efficacy, and
search behavior interrelationshipsbdo fit the type of‘moﬂellwe have
laid out. Betterveducétéd women in‘tﬁié subégﬁpie intéf;s£éd“in:éljé£i
change felt more efficacious (.352) aﬁd‘wereﬁaléq‘ﬁqre likéiy ;ojﬁgf;]”;

looking for a mew job (.431); in addition, more~efficacipus women were N

motr e active (TZSﬁ)T““Efficacy seemned EE~fif“fH€“Iﬁférveﬁing role we -
have depicted for expectancies; education should have both a direct
effect on search behavior and an indirect effect through‘efficacy.
HoweQer, the interrelétionships of education, the two pertinent exper~—..
iences (stress on family obligations and preyiousﬂéfforts tq improve
£heir market position through job changes5 and current‘searCh behaviéf,f
indicate that eduation prﬁbably sdppresées the pdwér éf;ﬁhe éérliér':"'

experiences. How does. Table 23 show this? 'Although better educated

U e e e P e g PP i A it 12 b e ey e et oA A g R e 1
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women were somewhat less likely to stress family obiigations (-.iOZ)
and more likely to be lookimgz for é job at the present time (.431),
previous stress on family obligatioﬁs was positively (.235), not
negat ively related to current search behavior. The same dynamié
appezrs likely in whe effect of previous job chaﬁge efforts. Women
who had tried previously tommake job~related changes were now. less
(~.293), not more likely to he looking, despite the fact thét betteru
educated women had sem=what more‘often tried.work changes (,174):and 
vere ‘more active pr=semtly (L431). In one instance educapidn'seemed
‘to be suppressing the positive effect of attributing previous
difficulties to family obligations; in the other education seemea
to be suppressing the megative effect of previous egggriéhce'witﬁ,ﬁéb
change effor;s.

What does the mmltiwvariate analysis reveal about thése:ef?ggts?]j k
Table 25 shows the stamdatdized regressipg_qoeffigiepts (beta'_ -
welghrs) for these four variables that were originaliy Sighificaﬁtly
related to the current job search behavior of whi;e wdﬁen;* The '_ N

net effect of personal efficacy was mo longer statistically significant

and considerably smziler than its zero order effect. Much of the e
influence of the generaliz=d expecrancy, the sense of efficacy,'

can be explained because better educated women feel more efficacious.

*
It is dinteresting to note that neither age as a proxy for

work experience morT marital status was significantly related to. 1ooking
(see Table 23). In fact, the originally small effect of age (-. 06) . _
would have showed an even smaller net effect after. controlllng for yéars L
of schooling since younger-women were.significantly better.educated.(-. 340)
We did not use either age or marital. status in the flnal regre331on T .
ana1y31s presented in Table..25.
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Table 25

Regression Coefficients (and Standard Errors) of: Best Predictors for
White Women of Looking for Work If Interested in a Job Shift

White Women White Women White Men

e« et e e e 5 et et e 1 O P e standardizeé[ IyletricFom_»}ietrichormﬁm
g o o a7gkRR LSSk o g
(.108) (.156) (.109)
Sense of efficacy , .152 .203 .201

(.105) - (.139) (.131)

Tried job change
in the past - ,357%%%x - .}, B8B8kk%k 1.02%*
(.101) (.531) (.374)

High stféés on family
obligations as

previous market o :
problem . 291%% 1.07%* .830
- (.099) (.363) - (.830)
RZ o .329 329 .092
*p = .05
*%p = .01
kikp = 001
*kfkp = 0001
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Table 25 also shows that the effect of previous attempts to make wWork-
related changes and previous stress on family obligations are indeed larger

once the suppressor effect of years of schoolihg was controlled.

This implies that the group of employed women who are both interested

.and_active in trying to change jobs at the present time are a particular

group of educated women, those who had been housewives with family

" obligations théf'p%éﬁibhély héld“tﬁbm“back"andmwho"had“nbt“tried“job“*”“wm;wg

shifts before. These women are now invol&ed in work, do not feel held
back by the family, and are active in thv?r_own behalf. Tﬁe educated
women who had previously tried job changes and did not styress fémily
obligations as reasons for their past difficﬁlties are not'so actively |
involved in trying to change jobs.

Table 25 also highlights the différences in the dynamics of

men and women who were interested in changing jobs. These four
variables explain 33% of the variance in the search'behaviot of women
but only 9% of the variaﬁée for men. 'Moreover, the only variéble that
was statistically significant for men is previous job efforts, and it
was positively, not negatively related to their current seafch behavior5
The metric form (nonstandardized) regression coefficients aiso shdw

that education was far more importaﬁt for women than for men,

Fven the best predictors for men do not explain as much of the
variance in their search behavior as women's best predictors do for them
(see Table26). Ohly 13% of the variance in men's search behaviors
explained by four expalnatory variables, years of;schooling, previous

job change efforts, stress on market constraints in previous market
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Table 26

Regression Coefficients (and Standard Errors) of Best Predictors
for White Men of Looking for Work if Interested in a Job Shift

White Men White Men White Women

e e T, o . L e e S tanda rdized.. R }\[e tric e ‘bIe tric,,...“_.w....—.‘j;%
Form Form Form :
- Educat ion L 108 v i128” H.u”,_UIGOI**ywﬂwg
(.092) (.109) (.161)
High job performance ’
expectancy. .121 .293 .254
(.091) (.221) (.257)
Tried job change :
in the past ' $ 217%% + 918%% ~1.91%%*
(.087) , (.367) (.646)

High stress on
market constraints
in previous market

experience - 207%% - .709%* .179
(.086) (.294) (.357)
R? o .128 128 .220
*p = ,05
**p = .01 a3
**?’:p = _001

139




ERIC

Aruitoxt provided by Eic:

"Moreover, these two experiences dao not influence the one relevant '

el

~116-

experlence, and job performance expectancies. The model we have laid
out is not very useful in explaining men's search behavior in amother
sense as well. The two significant experience affects (stress on

market constraints and previous job change efforts) are mot the

intervening states through which education influences search behavior. .. -

(OO p—

current expectancy, being confident of performing well on the job.

The éxperience of having tried a job,chaﬁge in the past posiﬁivély‘
influences current market activity; its net effect is almost aé large

as itsunadjusted effect. .Having experienced previous mafkét gonsﬁféints
negatively but independently influenées which men,acﬁuéliy look for‘a‘ |
new job; its net effect iikewiée is éppfoximatelynits unadjusted‘éffect;kf
These two experience effects are important‘in contfibuting to

the explanation of search behaviors but they are not very uséful in .
understanding how the other variables in the mbdel operate. The

one set of variables tgat fits the type of model depicted here, but
with very small effects, is yeérs of échooliqg, job performance
expectaﬁcies, and current search activity. Years of schooling
directly but weakly influences looking; it also indirectly but weakly
operates through job performance expectancies. The net effect:bf‘

the performance expectancy is much smaller and no ldnger significant
after controlling for previous education. The more self—confident

men are more active primarily because they are better educated.
Altogether, however, these direct and indirect effects of education,

and the direct effects of expectancy, are not nearly as important
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determinants of whether white men who are interested in a job shift

“First, the dynamics of the job search depend greatly on the sex of the
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as the direct influences of previous experiences. The primary -

actually look for a new job are whetber they had looked before

and whether they report previous difficulty in finding jobs before.

Several points should be highlighted in these twodanalyses.

worker, Second; even the best predictors,for men explain only’oneW
third as much variance in search'behauior as the best predictorspdo
for women. Third, the intervening influences depicted in‘our’nodeipere”
best supported by the interrelationships of education,ienpectenc&;dandi;
current behavior for both groups. Among women, years of.scbooiing [;i
influences current search activity,both directly and‘indirectly‘throuébui
the generalized expectancy, sense of.personal efficacy; The more‘fiu
personally efficacijious women are more active but primarily because theyh
are better educated. Among men, years of schooling 1nf1uences 1oo#1ng t
directly (but much more weakly than is true for women) and indirectly
through the specif1c expectancy of job performance confidence. Thev.
intervening role attributed in the model to experiences and expectancles'
is 1east well supported for both groups by the results with the previousf
experience measures. Previous experienres directly influence current%
search activity but they do not seem to mediate, the ef fects of education
nor do they indirectly influence looking througb‘job_expectancies._.;E
Fourth, the most important influences for both.men and wonenvnre |
provided by their preyious experiences. Expectancies are not very'
important for either group; the net effect of persona1 efficacy is.not>;

significant for women; the net effect of job performance expectancy .
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is not signifiéahtvfor men. Instead it is a particular group of better

educated women who are most active at the present time -- those women

whose education did not influence them to make job change efforts

earlier and who felt held back by family obligations at an earlier

point in their lives despite the fact that education normally decreases
that particulér type of attribution for previous market difficulties.,
The men who are most apt fé look are those who 199€¢d“previously and
who do not believe that the market had.previously held them back. We
conclude that search behévior as measdred'here;"contingent as it is omn -
the interest in a job'shift-amqng employed,people, is bes£ expléihed for,;
women by years of échoolingl(and the pérticular meaning education has
fo? womén previiously involved in the family) and for:men by previoas

market experiences alone.

Future Work Intentions of White Housewives

All of the results presnted in Chapters III, IV, énd V pertain
just to respondents who were not housewives in 1972, We were glso
interested in applying our generalreducation; experience, expectancy
model to the future employment intentions of h0uséwives who were not
working at all, or at most less than half time in the preceding year.
These analyses were resfricted just to white women because the already
small sample of black women (146) proviged‘only 46 housewiﬁes. A
series of questions were asked of housewives with ho more than half
time eﬁployment the preceding year to detail their attitﬁdes about
work outside the home and aBout taking care of the home and raising

children. The final two questions in this series attempted to
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measure employment desires and intentions: "If you .could have someone
to take care of things here at home, would yOU'liké»to»take an outside

job right now, or are you happy enough to be at home’V and Do youi”ﬁ

think you are likely to take an outs1de job in the future’"_

Q-

EMCM

Aruitoxt provided by Eic:
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Employment 1ntentlons, with three degrees of 1ntention_(def1nitely
yes, maybe, definitely no), are provided by the second of these
questions.

Figure 3 shows the schematic diagram of a model of

employment intentinns:of'housewives. Five ratherpthanffmmrfstages{L
are imcluded in the mozel. Current:wnrk 1ntentlons =t stage flve arev
wiewed. as the result o#:: 1) years .of schoollng at stage_one, hZ)z’
dle=ter-cefforts to impromertheir market valne'(iuﬁthisiinstancehﬂ |

pcimarily throUgh acquiring additionaiAschooiing‘since}few“honseines:
reported Work-related change efforts), 3)- 1mmediate1y past market
ey-nerience, spec1f1ca11y whether they had worked at all for pay during:
the preceding year, and 4) current'expectanc1es; Tw0 expectancies
are included in the model.; We pred1cted Lhat the actual employment“

intentions of housewives would be stronger 1f they felt generallz

eff1cac1ous in 11fe and if they spec1flca11y felt they could find a job

easily if they tried. Both. the general and specific expectancies are
depicted as 1nf1uencedwby the same sets of preceding experiences. ”
We also app11ed the same model to‘a second fifth stage
dependent var1ab1e, desire for employment outside the home.
Answers to the desire question were'dichotomous:. respondents‘chose‘?:
either they "would like to take an outside joh‘" or hi-am happy

enough to be at home." Ve hypothesized that desire for employment
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' some women_may develop the desire-to work outside the home if they
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would not be as influenced as actual intentions would be by'expectanciesg‘_

of being able to find a job or by previous market experiences. _Althoughhjf

somehow have Lhe experience of working at a job, des1re probably has™ —

much more to do w1th sex. role attitudes and earlier sex&role socialization

experiences than with preVious job experience or market expectancies.:
We have not attempted to .rest this part of the differential prediction %
aboutzdesires and intentibns, although it should be followed through in
a srudy with good measur=s of two kinds of experiences -~ sex role
msocialization experiences.and labor market experiences ;- and w1th two
kinds of current psycholngical dispositions —— sex:role‘attitudes and
expectancies of market .success. The results coVered.herespeak only |
to the hypothesized greaternelevanceof market experiences and expec~?
tancies to intentions than to -desires. We predicted that the educatiqnj
market experience-market expectancy variables included in our model
would explain much less variance in the desires than' in the actual
employment intentions of housewives. |

| The zero order correlations oresented in Table 27 substantiate that
desire to work outside the home is not influenced by previous market ”
experience or by current expectancies of being able to find a Job

The only variables that were sigrificantly and pos1tively correlated
with employment desires are years of schooling, the sense of‘having
been held back'generally in life,. and attributing previous difficulties

to family obligations. In addition, sense of efficacy was negatively

- related to desire for employment. Better educated housew1ves who felt held

back, particularly by family obligations, and who did not feel very effica.
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Table 27

Zero Order Correlations of Education, Previous Market Experiences,
Current Expectancies with the Employment Desire and Intentions
of White Housewives (N = 55%)

- e . Desire to Take Jbb Iptention of Getting:
i Outside the Home  Job Outside the Home

e — duc At oI " e e = e 1] Qe SRS 23*:‘: KR

| Tried something to improve . B
market position in-past .030 . 282%%%%

Worked for pay immediately :
previous year : 055 . 298%%%%

Felt hel: vack in life ' 181k, - ,073

‘Held back in job arena:by
educational limitatiams .078 . " ,067

High mention of market
constraints as previous » ’ :
market problem : -.020 : ~.143%%%

_High mention of educational
deficiencies as previous : . ‘
market problem 067 .001

High mention of family
obligations as previous
market problem o © JL4T7R%% .039
High mention of financial
difficulties as previous . .
market problem _ ) -.083% ~.148%%x

Sense of personal effiCacy -, 116%*% ~.001

High expectancy of being able

to find job easily, if tried .039 : J:.247****
*p = .05
**p = ,01
*x%p = ,001
*k%kp = ,0001
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(despite the positive impact of education on efficacy) were somewhat
more interested in working outside the home. This is a picture of

a frustrated housewife, not a picture of a housewife now eager for

employnent due to prev10us work experlence or p051L1ve expectations of

[P

success.

'“Emp10yment"intentions,"however;hdo~seem-to.reflectmtheuinterrelatedmm

e s oot

influences of education, market experience, and optimistic-expectancies

at the present time. All of ehese Qefiables that we predicted woeld
facilitate actual intentions were significantly correlated with intentions
to f;nd a job in the future (see Table 27). The centrast of the

effectiveness of these predictor variables for intentions ‘and desires

is even sharper in the multiyariete ;esqlts presented in Table 29. The .
combined education, experience, and expectancy variables explained'only
5% of the variance in housewives' employment desires but 24% of the.
variance in their actual employment intentions.

Table 29 also shows that all of the variables included in our
model had significant direct effects, and all but personal efficacy,
nearly equally important positive effects on employment intentions.
Particularly impressive is the fact that positive expectancies of being
able to find a job directly -influences future intentions to take a job,
even after controlling for years of schiooling and previous work e(perlence.;i

Moreover, its importance is nearly as great as the importance of peev10us

experiences and education. Housewives who intend to take a job in the'
future are better educated, have tried to improve their market value

(primarily by acquiring more education), have more often worked in the
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Table 29

. grandardized Regression Coefficients for Explanatory Variables in Yodel of Emplofment
Desires and Intentions of White Housewives (N = 534)

Lk e AR e AR 70 o s i

;Dependent Varfables —

. Desire to Intention of Expectancy of ~ Vorked for Tried in'PaSt :
'hhhb%m%km]Mw%thmmd~¢wme~&mm%ma;
Outside Outside Pind Job  Personal Immediately Improve Market -

- Predictors Home ~ Home fasily ~~ Efficacy Past Year ‘Positipn o

Years of schooling L 104 %% ,223¥*** 3229**** ;zogﬁik* 169%kEx .225***% )

Tried soncthing in past

S eTI— R

to improve narket position ,13l¥%¥ J207Hkkx -, 014 ‘,127*** | ‘,145*** -
~ Vorked for pay the - |
 immediately past year 009 J97kkkx 076 -0 - -
Senée\of personal efficacy - J60Kkek < 12]HER - - - .

High expectancy of being
able to find job easily,

if tried 09  18lki - . - -

R | 050 .25 06k 065 6L 00
hp =03

| **p ) .01

kg =, 001

kickkg =, (001
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immediate past, but are alsc more confident of being succgssful
in the job search, beyond even the incfeased confidence that comes
from greater educational attainment. Sense of eificacy operates very
differently, however. Although batter educated women and those who have
tried something to change thier life situations feel generally more
efficacious (see Table 29 and Figure 4), the more efficacious
housewives less often intended to get a job outside the.home. Since mdst
of the efforts hosuewives reported hav;ng‘made to alter their life
situations (or improve‘thei; market valué)linvolved acduiring more
education, both of the significant direct effects on sense of efficacy
came from education. Previous wérk for pay did not significantly
influence”sensé of efficacy. It éeems plausible, thereforé, that the
educational effect on efficacy is different from the educational impact
that encourages housewives éo work outside the home and increases their
confidence that they can find work if they want to. Educated house—"
wives have come to feel more effiﬁaciOUS than housewives with less‘
education, but it is expressed in other sectors of 1ife and does not
resultiilstroﬁger employment intentioﬁs. (This'negative effect of
e¢fficacy was masked in the zero order correla£ionspresentedin Table 27
because o% the suppressor effects of education).

These results, lend substantial support for the apéliéability
of our modei for the work intentions of white.houseﬁiﬁes. Expectancy
of being able to find a job had a clear direct eﬁfect on intentions,
nearly as large as the direct effect of education or previous

experience. This contrasts markedly with the role of expectancy in

153



-128- '

Table 30

Conparison of Simple Correlustions and Total Effects of E4planatory Varlables in Model of Housewives'
Enployment [ntenrionnt Decomposiition of Total Effeces Iinto Direct and Indirect Effects

Expectuncy of Tried Something
Sensac of  Buelng Able to Worked for in Past-to
Pursonal Find Jon Eusily, Pay lmmediately Improve Market
Efficacy 1f Tried Past Year . Position Education
Simple correlations wicth
employment intentions -.000 , iy . 299 .282 .323
Tetal effect ~-.127 . 184 .216 ) .220 .323
Spurious cffect =-.127 .063 .083 062 ~
Total effect =127 .184 216 .220 .323
Direct Effect -.127 .184 .197 207 .223
Indirect effects via: R
Sense of personal efflcacy .005 . -.016 -.026
Expectancy of being able co ! .
find job eusily, If tried - . .014 -.003 «042
' “worked for pay irmediately '
past yeav .029 .013
Tried something in past to L
faprove market position ’ - 047
Worked last year and :
expectaucy of being able
to f4nd job .002 .002
Worked last Year and | ' '
sansa of cefficacy ; .001 .001
Worked last yaar and tried -
1 something to improve '
! market position _ . - .007
Tried somathing to Ilmprove ) . )
market position and
expactancy of being able :
to find job - i ~.001
Tried something to improve '
market posicion and sense of |
efficacy ~.004 .
Tried something to improve
market posittion, worked last ; !
year, and sense of efficacy : | .000?2
Tried somathing to (mprove ' t
market position, worked last !
year, expectancy of belag i l
able to find job | | . 0005 )
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explaining job status or in explaining the search behavior of respoun-

dents interested in changing jobs. The expectancy most relevant to

r~.~ -

job status, s?nse of efflcacy, affected current status primarily because
better educated worﬁegg ;elt more efflca01ous and also held jobs with
‘higher prestige. Efficacy had only a small, though Stlll significant,
direct effect on.the outcome magket variable. Expectancies were even,_:“ ;
less impressively tied to search behavior among white men and women

: —
who .were interested in shifting jobs.

There is yet aﬁother way in which the model we have delineated
is better suppofted by the results on the work inéeﬁtiaﬁs of ﬁéusewivgs; >}
The experience.and expectancy variables we view as meaiaﬁors of educatiéﬂff
do seem to perform that role much better with employment intentions‘ghanzw
with other criteria. Almost all of the eff?ct of education on job
status was direct, -and the model was so inappropriéte to sea;ch behavior
that Qe did not estimate the indirect gffect of éducation through later -
experiences and expectancies. By contrast, néa;ly a third of the total
effect of education on housewives' employment intentions was mediatéd'byv,
later expericnces and expectancies (see Table 30). Educétion direétly
promotes.the probability of taking an outside job but also indirectiy
encdurages it, through these housewives' past efforts to improve their
market value and by increasing their confidencé of being able to find
a job if they try. Education also OPEfated indiréctly; althqugh sdmewhéﬁ;
less strongly, through greater work éxperience'(see Table 3Q). Theseb

results therefore indicate that original échoqling_may eventually "’

influence the employment intentions of housewives who haven't been
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continuously committed to the 1abof market at least partly through
its impact on whether housewives have any market related experiences
and gain confidence in sﬁccessfully finding employment. This is all
the more striking since desire to work outside the homg‘is not affected
1

by these educationally-related experiences and expectancies.

The role of experience itself should be noted since past
improvement efforts and immediately previous wo:k experience both
continued to promote work inentions, even after controlling for years
of schooling. These direct experlence effecﬁs, moreover, approximate the
direct effect of years ofvschooiing. This indicates that later
experiences -~ those that have come to be known as the continuing
education and mid~life work experiences of housewlves ~- can be critical
in themselves. Moreover, almost all of the effect of these subsequent
experiences are direct; very little of their impact operates indirectlf
through producing more optimistic jobinterventions (see Table 30). Taken
together, the results suggest that work with housewives who are intérested
in finding a job can be effective through sevéral routes —— through ’

providing additional education which will both direﬁtly and indirectly

influence work intentions, through helping housewives get out in the

market for some form of paid employment, if-evenvefyparﬁ—time, which

then directly influences future work intentions, and through providing
informacrion and counseling about ways to find a job so as to promote

their expectancies of being successful in the job search.
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CHAPTER VI

‘DISCUSSION AND TMPLICATIONS FOR COUNSELING AND FUTURE RESEARCH

Investment Strategies

One of the major econmomic theories of income determimation suggests:

that workers' decisions about investing in»their-own»humanicapital:'~~5
largely determine the amount of -income they eventually earn. Workers

who show the optimal pattern of investment by sacrificing current

income for training invastment early in their careers should show the - =

highest eventual rate of return. In fact;'very little research has hi;hmi
investigated the actual dec151ons workers make about investing in:
their futures. What did our results show about these fOur groups of
workers' past investments? |

Black and_white men'and women differed very'little in how
frequently they had ‘tried to do something‘to improve their matkét‘"‘<~~~%
value. Past.discrimination seems not to have convinced women and
black men that it is unwise to invest in their human capital since,
approximately the same proportion of all groups-(white women siightlv:
less) reported having tried something. Moreover, the number of.
investments or improvement efforts of those who had trieo something B g
was comparable in the four groups. Group differences were significant,b

however, in what type of investments the workers reported. More men

had invested in Job tralning and JOb shifts to 1mprove their situations'ﬂﬁ

‘more women, partlcularly black women, had invested in acquiring
additional schooling. o
~131-
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Is this imbalanced effort in education a reasonable investment

strategy for women? Is increased education as important as job

changes, job training, or attempts to get into apprenticeship
programs in producing a better economic situtation for women? Is
education more important for women than for men? What does previous

research tell us about the returns to education, job training, and

" work experience in accounting for the earnings of black and white men

and women? Human capital research by economistsvgnd fhe new.socio-
logical research eméhasis on processes of socioeconomic attéinmeht do
not provide as many clues to these questions as we had hoped. Most
of the work that decbmpou&s earnings into ascribéd status effects,
the respoundent's own supply characteristics; demaﬁd charactefistics;
and race discriﬁiﬁation,has been carried out'with:men. Most of
the work that has followed thg same mOdgl to tease out the importance
1

of supply characteristics and sex discrimination has been carried out”

on whites. Only a few studies have performed. regressions for all four

groups. .What does the limited evidence show?

Oaxaca's53 analysis of the earnings of the four race and sex
groups from the 1967 Survey of Economic Opportunity data shows fhat
wage returns to schooling were lower for white menvtﬁan for the other
groups,.while work experience (estimated from age and schqoling)~had
Higher regression éoefficients for white men than for black men and
both groups of women. The work exberience coefficient for black
women was much lower than for all other groups. (These'reéuits

cannot ﬁéil;us, however, whether the heightened significance of
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experience/training for white men was because of higher returns or
greater.investment.) Neither education nor work experience were as
important, moreover, as industry site, class of worker, and occupational
position in explaining the wage différences between white men and

women and between black men ané¢ women. Thus, eveﬁ if education

carried similar wage returns to men and women, a sizeable investment in--

educatién might not do much to reduce the wage differentials

between the sexes. Corcoran's54 analysis of sex differences -

in the wages of white workers from the 1971 Census Employment

Survey shows that returns to various worker qualificatioms‘is a highly‘>;
complicated matter. The results show that men and women do not ha&e’ﬁtff
the same wage equations but they do not unambiguously‘support.that.

all types of worker qualifications pfovide-lower returﬁs for women

or that returns in.feﬁale jobs are always lower. ﬁoéeﬁ, comﬁared to

men, had significantly highervraturns ﬁo-post higﬁnschgpl education

and significantly lower returns to workbexperience.ana training

(estimated from age, education, number of children, marital'status, and

famiiy income) in both male and female jobs. Both men and women —

e

received higher returns.to vocational education and lower returns to
geographical mobility in female than in male jobs. Still other of
Corcoraﬁ{s'results indicate that wage determination rules depend on
both sex of worker and sex typing of job. |

Counselors who work- with women who are returning to the labor

market or with young women who have not even left it and are trying

159




~134-

to plan their economic futures wisely should be able to offer
information about prdbable returns to various educational and
job-related investment strategies. Unfortunately, most previous

research, guided by human capital theory, has assumed that

different types of work experience~training investment should have

the same wage consequences“aﬁd thus need not be distingqiéhed. Most.

of the research has also estimated rather than directly meagpf?&.work
experience and training. Practically no previous research hiéiétudied
the impact of job shifts that would be provided by a detailed job history
as a form of human capital investment. Very little previOQS'WOrk:haé
included black as well as white, male a; Qéll as‘fémale worke:s in the -
samelanalysis. We knoﬁ practically hothing about these issués for

black women. Far too 1i£tle has had Corcoran’s éophisticéted effort

to tease out the effects of séx of workef and sex~typiné of job.

Thus, iﬁ is much too premature to use prior,research,to_adyiggnwhether“v_
black and white women's disproportionate effdrt at iﬁproviﬁg4fhéir
educations is actually functional,for their market succéss. If most
women end up in female jobs (eithgr because they prefer them or seﬁtle‘j,v‘)
for them), and if employers in such jobs k_st'r_es‘s midd’le',lével educatioﬁ#i
skills as Oppenheimer55 suggests they do, educational improveﬁent-

may be the oniy realistic péth for large numbers of woﬁen workers to

follow to improve their earnings. If male jobs are incfeééingly

opened to women, the investment strategies that the women from this

sample wefe focllowing may not be as advisable.,‘The marked difference '

in types of investments reported by both groups of women and both

............ -160
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groups of men, particularly the almost exclusive emphasis of black

women on improving their market value by acquiring additional

schooling, should at least raise questions for counselors, educators, .
and the exponents of wage determination theories that emphasize
workers' own training investments. Black women have been no less

active than black or white men in investing in their own human

women have invested in different ways. Have women been convinced that
educatlon is the only, or at 1east the best, avenue for 1nve5t1ng in

their economic futures, when the evidence is far~from conclusiVevthat

they should? Future research must tackle the questlon of the relat1Ve ,:g

return to different kinds of investments for dlfferent klnds of workers ...
. “ .

if counseling information is to be maximallyAuseful to workers who

are trying to maximize their economic returns. We do not mean to. impiybhf
that wage return information shouid take precedence over‘other
1nformatlon about spec1f1c JObS and probable 'gretifieatiehe;“.hut
workers who do want maximal wage returns should be ablehto find out
more than is presently available about returns to different types

of investments. If only the amount, rather than type, of investhent

truly affects‘life~time earnings, empirical evidence.should be
marshalled to support what is now. just assumed.

The need for this kind of research is further hrghlighted by eur.“;;

results that show that investment strategies were associated with

different experiences and exPectancy impllcatlons in the four groupg

of workers. Let us review'the~results'briefly. Although black
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men as frequently as white men had tried to improve their market
position and had invested approximately as often in work vs,
educational changes, their efforts to make job training or work
changes were associated with feeling held back in life, with more
frequent mention of educational deficiengies as limiting them in the
markét, with financial problems, and with a lower sense of personai
effiéacf and somewhat 1ower'expectancies of being able to get another
job at least as good as their present ones. White men who héd‘t;ied
job chaﬁges, By.contrast, did not report any distinctive pattérn of
experiences, either positive or negatiﬁe, nor were thgir current
expectancies and sense of efficacy tied.to theif previous. investment
efforts. The one'consequence for white men of having invested in
work~related improvement effqrts in the past was its positive impact
on the search behavior of those white men who were presently interested
in shifting jobs. In that group of white men, previous efférts to
make job-related improvemants were the most imﬁortant positive
predictor of who was actually looking for work at the;preseﬁt time.
Previous search experience encouraged present search experienée.
Moreover, this effect of previous job—reiated experience Was almost
entirely direct; it neither mediated effects of schooling nor
influenced laﬁer expectancies in this group of white men. Taken
together these results indicate fhat the nearly equal investmgnt that
black and white men reported having made.in job-related effort to
improve their market value was largely diséouraging and negative to

black men and either irrelevant or positive to white wen. Our
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sample of black men interested-in a present job shift was much too
small to folloQ’thrbugh the current behavioral implciations of this.
past discouragement from past investment in job-related efforts. ;
Future research should inves}igate this form of discrimination

much more thoroughiy than has been done in the past. Does the lack
of pay-off from past investments eVentually alter black men's
willingness to continue to invest in their own training, as human
capital theory suggests it should? Future research should give.much
more attention to current consequences of the negative pay-offs that
black men report having exﬁerienced when they ﬁreviously tried to
invest in job-related market improvementé.

The experience and expectancy correlates of the previous

investment strategies of women also differed from white men and from black
nen as well. Vhile job-related improvement efforts were rarer
among women, particularly black women, they were attempted.by the bettéfuw

‘educated black women and were associated for both groups of women with

positive psychological outcomes, not negative outcomes as they were

for black men. Women who had tried to improve their market value by
making job—relafed iﬁ?éstménts less often stressed theitr own

educational deficiencies and they expressed higher Job expectancies,
especially higher confidence about their job—related'abilities. o -
Results from the analyses of the future work intentions of white
housewives likewise shows positive implications of previous job-

related experieﬁdes. Better educated women had more often tried to

do something to improve their market situation and had more frequently

worked at least part-time the previous year. Schooling and
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experience then influenced these housewives' employment expectancies;
specifically the feeling that tney could’find‘a job easilybif:tney

tried. And. poeitive employment expectancies directly.influenced

current work intentions, even after adjusting for thi;“earlier schoollng

and experience that also encouraged the intention'to work. While,thef“m

direction of these effects cannot be substantiated in these cross— |

sectional data, tney euggest tnat~future research should egpioéé'thé”"”w“
posqmbility that women's feelings of performance conf1dence, as well

as their expectancles about finding employment‘ Would be 1ncreased

more by gaining additional experience in the job market and‘by belng”

helped to make job changes than by depending so greatly on-acqniring »

additional schooling as a major investment strategy. The results we
have presented show that both black and white employed women felt.more

confident of their job performance abilities when they had tried to . {?

make job-related improvements but less confident when they had triedvto_u'”'

. acquire additional schooling. Their actual schooliug moreover was

irrelevant for their feelings of confidence about job performance.

White housewives' expectancies and work intentions were influenced by IR

both schooling and previous job-experience. The one.set of results

that questions the positive implications of gaining workrreiated

experience is the negative 1mpact that prev1ous Job-related 1mprovement '

efforts had on the current search behav1or of whlte women 1nterosted
in a jOb shift. The most active white women were a particular group 'n;

of better educated women -~ those who had not prev1ously tried to Lo

: make'job—related improvements and had felt held'back by family
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obligattons. Since higher education increased the likelihood of

trying job-related improvements and decreased feelings of restriction

B

i

from family obligations in the total sample of whlte ‘women, and in

the sample of black women as well, this particular negative finding
may reflect something unique about‘the éample of‘white wOmenvwﬁo ﬁe;e'
presently interested in a job shift and:were.thu; asked the search
behavior question. All the other results point to'positive, no#lr
negative, expectancy implications (and to potentialiy positive
behavioral impiications) for women from gaining job—speéific
experience instead of relying so predominanteiy on acquiring'édditiaﬁéi

schooling.

Schooling and Reactions to Schooling

Years of schooling was an important determinant of subsequént
experiences, some of the explanations workers offered for what had

happened to them in the market, the current expectancies of men but

women, and the work intentions of white housewives. ,Lét us review
these major effects of education. The better educaﬁed among'all
groups of workeré had more frequently tried to do sometﬁing té improve
their market value, although schooling generally did not distingumsh
whether they had invested in acquiring additional educatlon or job- 4
related training. It was only among black women that greater
educaqion.pfométad greater investment in work-related-improvement
efforts. Better educated workers also felt less restricted in life

and particularly less often mentioned educational deficiencies as
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major sources of market problem. Education, however, was not related

among any group to workers' ‘stress on market constraints as reasons

. for their market difficulties. It likewise did not distinguish

which black workers said that race discrimination had affected

their market outcomes. Schooling futher had lictle effect on the

job expectancies of women, although better eduéatéd men, both black
and white,.were'mare confident about their future employment éhances‘
and about their jéb—related performance. WOmen's.ij expectancies,

by contrast, were affected more by their marke; experienées than by
schooling per se. The effect qf'schooling on current job gtacUs was
sizeable, neari& all 6f whicﬁ was diréct rather than indirect'througﬁ'v
workers' experiences ahd currentwéxpectahcies. The small indirect
effect operated almogt entirely through the increasedfeeliqgsof
persoﬁal efficacy of better educated workers; The impact of schooling

on current job search behavior depended on the sex of the worker.

Among women intersted in a job shift, education did significantly

facilitate actually looking for a new job. Education was appréximately

as important as their past experiences in accounting for their current

search behavior. However, among men interested in a Job shift,

education was not nearly as importapt aswhéthefthey had previously
tried to improve their market value through work-related investments

and whetﬂer theylhad encountered serious market obstacles in their
previous efforts. Education neither influenced these experiences nor
was it very important in accounting for which men were presently looking

for a new job. Just as employed white women's search behavior was
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experiences, psychological expectancies, and current behaviors or

in very strking ways. It was primarily among black men that reactions .

. these results that black men were overreacting to their schooling in

1

greater with greater education, white housewives' future intentioens of

actually getting a job outside the home wetre also considerably stronger
with greater educaztion, The direct effects of schooling on future

work intentions were approximately as large as the direct effects of

’.
-

previously having tried some market improvement and having

worked at least part~time in the past. Moreover, schooling -

promoted these experiences and current confidence abcut being able ‘to . -

find a job, both of which then directly influenced work intentions as

In all these ways schooling clearly mattered in. the subsequentﬁ:

intentions of both employed workers and housewives, For most workers'
schooling was also clearly more important than were their reactions

and feelings about the schooling they had attained, Stress on

educational deficiencies surfaced much more frequently among the less -

wel1weducatedNbutwthenwdidmnotminfluencemexpectandieéwonwcurrentmbehéviop

to schooling seemed to carry motivational implications. The results.ﬂﬁ
for black men deserve further comment.

Black men emphasized their own personal educational deficiencies
as réasons for previous market difficulties more.than all other groups. -
Their reactions also infiuenced their current expectanciés more than

was true of the other groups. It might betempting to suggest from
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an unrealisticmanner and their reactions are ”jusc psychological problegsﬁ;v
that should be handled by counseling. We think this is not true.
Black men seemed to be reacting quite realistically to their
experiences in the market because actual schooling and reactions to
. schooling had very different implications for their job expectancies,

depending on whether the expectancy measured focussed on their own
performance pocencial or on the markec's likely response to them,
Employment'expectapcies were greatly influenced by black men's
reactions to their educational qualificatione and not by their actual
years of schooling. 1In fact, emphasis.on their own educational
deficiencies was the most important predictor of black men's

~expectancies about being abie to get a job as good as their present
oune. Their‘job performance expectancies, however, were power fully
influenced by their actual years of schooling aad only minimally

by their reactions to their educaticnai qualifications. This is seen

most dramatically in the multivdriate results presented in Chapter

Iv. Their cxperiences in the market therefore seem to have impressed

~ ORI - S e A e e b

-giack ﬁen cﬁet.employers were apt to crcat their educational
qualifications as market limitations and their expectancies about
future eﬁployment reflect this. quever, since black men's job -
perfnrmance expectancies, which tap just their views of themselves
and not tﬁeir assegsments of employers' likely reSponse'to them,
reflected their actual schooling far‘more thén their reactions to
‘their qualifications, black men do not appear to be overreaccing to

the issue of schooling. The impact of their beliefs abouc the role
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"having experienced race dlscrlmlnatlon. More hlghly educated black

“men and women were just as likely as those with less education to strese

e
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of education is hlphly differentiated and realistic. The better
educated bhlack men were more confident of their job-related
abilities but not of their chances for employment; These results. -
suggest that the problem lies in the market's (employers')

responses to black men’s education, not in black men's overreaction.
to their educational qualifications;

One other point should be highlighted aoout the effeot of
schooling op attributions for market difficulties. One mlght e?peet ii
that better eduoaCed workers would report haV1ng met fewer market
constraints —~ fewer problems with dlscrlmination fewer dlfflcultiee

finding jobs in the locales they wanted, fewer layeoffs; etc.

However, schooling was not significantly related to the number of market
constraints mentioned by any of the four groups of workers. In addi~

tion, years of schoolxng did not distlnguish which black workers reported

market constraints in responding to open-ended probes and in asnwering
the direct question about whether race discrimination had ever held,u
them back in.finding jobs, in wages, or in promotioos.b.Acquiring
additional education has not eerved to protect workers from
difficulties they attribute specifically to the way toe market itself
operates and it certainly does not winimize black workers' awareness
of market difficulties that they attribote specifioally to race

discrimination.
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Causal Attributions for Past Difficulties

Very little past research has attempted to measure people's
causal attributions for their own marker difficulties. For example;
the vast literature on internal and external control attributions
depends almost entirely on a measure that is at once both highly -, .
genaeral rather than specificaliy focu;sed on market oucéomes and also
coanservatively Eiased.57 The recent laboratory work of’bsychologists
following Wiener's58 theory rhatJémphasizes boch the locué and '
stability of attributions has.been restricted primarily to samples of
college students aﬁd to juét a few measures of attribufions about
academic-type achievemenrs. What did we learn from our efforts to
extend the measucement of eitérnal.aﬁtrigutions from luck and task
difficulty to systemati; aspects of ﬁarket discriminati&n? What

did we learn about the relative importance of ability and motivation

outside of the laboratory where these attributions mostly have been

studied? The results shcued clearly that adults in a natural setting

siﬁply do not attribute their matrket difficulties to either their
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ability or their moﬁgvational‘deficienciés. When they look téhtheir
own personal deficiencies, they talk about their educational limita~
tions, not their lack of motivatiqn or intelligence. Previous
experimental research has impliedwéaét the patternwoﬁmattributing
failure to motivational deficiencies and success to ability, a pattern
that male subjects sho;.more often thén female subjects in experimental

studies, is pafticuiarly facilitative of achievemant. Our results

indicate that this pattern could not be very critical in market
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achicevement since workers do not use either ability or motivation as

frequent explanations for Whatihapbens to them ih the_marREt;‘ C01lége

' subjects may restrict their explanations'for success and failure‘on
1aboratory tasks or even to school achlevement primarily to abllity
or to motivation but adult workers offer other explanatlons for
their experiences and achievements in the market.y=?'.

I'revious attr1bution research seems 1im1ted by 1ts predom1nant y
use of college samples in yet another way as well ”PreviouSrresults
suggest that most subjects follow a‘"typlcal bias" of attributing -
‘their own. outcomes prlmarily to situational ox- enyironmental ‘
influences and the outcomes,latleast the failure, of other people
to personal causes. Our results suggest that this may ncf be a_"typical'
perceptual'(or judgment) bias. Black men did not show 1t, for example
in explaining why their own group.(blacks) and-another group (women)rh
earnhless and in otheraways achieve 1ess in the,market‘than white ﬁén;;
They attributed women s wage d1fferent1a1s to situational.forces more

e e At S8 0 A S 1 et S e, £ S = SR .

than to personal deficiencles of women, they, in fact blamed discrim—g

‘1nat10n for women's market differentials JUSt astoften as women did.s
Typical bias would have suggested that black men would look to‘ﬁl
environmental causes for the market differentlals of blacks and whites
but not so frequently for the market\status of_womenf; White:women{vtr
by contrast, did show-the tybical bias in their attributions‘aboutw
women and blacks. |

Black workers, both men and women, were generally far more aware-

than whites of the systemic causes of market differentials. They
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" irrelevant to their beliefs about the causes of sex and race differen- .

- of schooling was also the primary iﬁfluéhcekbn black workers"'

back in life more often blamed race discrimination for wage differen»> |
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morve often attributed race and sex differentials in wages and occupa-

‘tional status to market discrimination. Whites, by contrast, more often

offered iﬁdividualistic thebries which stressed ﬁersonal deficiencies
rather than market féctors. White men and women both blamed black
pebple for their market difficulties more than black workers did.
White men parricularly stood out'in streésing individﬁal’e#planatjons:
for sex differéntials in.the market. The relationships between their -
own market experiences and their ideoloéi{g or thééfiéé abgut'the
causes of.market differentials alsénshowea stroﬁg inflhanceé‘qf paée,

The personal market experiences of white workers were almost entirely -

tials in the market. The one ekception‘is that the more educcted
white workers ﬁore often 51amed systemic fofges for race aifference;
and even more clearly for sex differences. Otherwise, neither the
efforts white workers had made to alter their market positions nor
their explanations f°r..,t“}..‘“‘f7 ,‘?T..‘e"‘P,erlie“ces seemed F.‘?.,,.E.‘f:f%‘.‘e“c‘?i.

—— " ot o H it e A3 s e s ea . et o P wrest S s s e ba i g PR ST

their analyses of sex and race differentials in the market. Years

explanations for'sex,differentials. *However,ltheir theories about
the causes of race differentialé very‘hhch reflected‘theit dwn perséhal',
experiences and explanations of what had happened to thém;"Biack'meﬁ‘:*
who had previously tried job éhanges and-who'felt_they had been'heldi . 
tials between bhlacks and whites. Both black men and black women who i

spetifically felt they had been held back by race discrimination and
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Even those white men who had experienced market constraints themselves

who stressed mérket constraints in their own lives blamed race
discrimination as the cause of the market problems of black people

in general. Education was, by contrast, not re}ated to black workers'
beliefs about the causes of race inequities in the market. Personal
experience with discrimination, itself independent of education, was

enough and proved to be the critical correlate of black workers'

causal attributions for the general position of blacks in the market.

These results suggesﬁ that much more attention needs to be éiveﬁ'
to the social experiences that influence people's attributions if;wefaré
to understand how causal attriﬁutions then affect behavior in natur31£ 
settings and also serve to justify exiéting inequities in our sociétyﬁ 
Both groups of wﬁites blamed the personal deficiencies‘of black worig;q
fér their market difficulties. Even those whites who stressed ma:kétv;‘

.

Eo;straiﬁts in their own 1iveé ﬁere no more underétanding of the
ineduities faced by blacks. White men more than all otherwgrdupé blamed
the personal deficiencies of woﬁen workers for their market difficulties
stréssed personal deficiencies of women. The only ‘experience that

clear;y promoted awareness awong whites of discrimination,e;peéially‘
in the market outcomes of women, was education itself. These results
should help us understaﬁd th the need for affirmative action progfams‘
has not been widely understood or acceptedlsince mpfe white workers
than black, particularly ﬁore white men, belieQe.that we live in

a meritocratic society where wage differentials are datermihed more
by the personal deficiencies oi the 1éés well paid workers than by

inequities in the market itself.

173



Psychological Expectancies

The results from the three causal analyses in Chapter V provide
mixed support for the influ;née.of exbectancies on labor market
position and behavior. Strongest support is demonstrated in the
anaiyses of white housewives' future work intentions. THéir
expectancies of being able to find a job easily ﬁad a clear d;fect (HEF)'
effect on intentions, néarly as large as the direct effect of educatioh;}f
and previous work experience. This contrasts markedly with‘the'rble.Of ; 
expectancies in exbiaining current job status or in explainingv |
the search behavioc of respondents intérested in changing jobs. The
expectancy most relevant to job status, sense of.personal.efficacy,-héd:‘

I

only a small, though still significant, direct (net) effect on current .f

status. Expectancies even less impressively affected search behavior. .-
among white men and vumen who were interested in shifting jobs. The.
BN '

net effect of personal efficacy was not significant for women; the net

effect of job performance expectancies was not significant for men. -

ey + e P S R

““A”ﬁddei in &Biéh'expéétéﬁéiééJéfé”ViéGé&féE“intéf@éﬁing states
‘does not argue that expectancies should neceséarily’have siéeable‘airééf;
(net) effects. But'the§ should mediate tha'influenée §f>Eériigr!f
experiences and supply characterispics that workers bring to éhé méfkgg.:
Our causal analyses again provide only limited support\for’this o
mediéting role of expectancies. Very‘little of the effects of educatigﬂ}
race, and age on current job status operated throﬁgh expectancies, |
although it is true'that the smail indirecﬁ effects of educétion wefé‘

mostly mediated by the sense of personal efficacy. The model seemed so
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was primarily-the analysis of white housewives' future work intentions

approximately half of these indirect effects involved the housewives'

-mediators of earlier stage experiences and supply characteristics?

operate as interyenipgnpp_medieting.eonditiopsf And the mediating

~149-

inappropriate to search behavior that we did not estimate the indirect

effect of education tlirough later experiences and expectancies. It )

that supported an intervening role of current expectancies. Nearly a.
third of the total effect of education on housewives' employment

intentions was mediated by later experiences and expectancies, and

expectancies of being able to find a job easily if they tried.

Why were expectancies not stronger influences, particularly as

Numerous possibilities may be offered. Education-itself is a powerfuif;
§eterminant oflmany market.eutcomes; either because education denotes
genuine evidence of worketelated sRills or because it isvused as ah
illegitimate screen by employers. ~Becéuse it typically has.such large-

effects, it must also strongly influence variables that presumably

variables must then strongly influeece the market behaviors of intereSt:
if meaningful indirect.effects of education are te be demonstreted.
We have used education iest es an example‘to-highlight the genere1]issue‘
fhe preduct of twn correletions (stage one relationship with stage two,
7 . ‘

and stage two with stage three) must represent a sizeable proportion
of simple eero order correlation between stage one and stgge three

if a meaningful indirect effect of.stege two ie to be found.-

Psychological expectancies therefore must be heayily inf juenced by

prior experiences and they must in turn heavily influence the market
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oﬁtcome to perform a mcaningful mediating role. Of cdurse, expectan-
cies may function as mediators even with we;ker relationships if

tﬁe earlier experiences (or worker characteristics) also only weakly
,inflﬁence the market outcomesbof'in:erest. The sheer mathematics might
suggest that the search for expectancy mediators is doomed. A
committed demographer probably would'sugéest that social psychologieal
explanations are inevigably of only minimal import becéuse the strength
of ‘demographic variébles in accounting for market outcomes then requires”. 
very powgtful intervening sociai psychological variablés.' Unfprtunatelf;»
ﬁuch‘of the explanatory evidence offered by ésycholqgis£s for social

psychological variables results from simple or zero order effects. Very

’

little evidence hés been narshalled to‘éﬁoﬁ that expecténcieé,.or any
_other motivational states, directly influence .market 6utcomes or even

operate as imvortant medlators in the attainment process. Reséarch'by

demographers, sociologists, and ecbnomiéﬁs on the attéinmenf process

has likewise not advandéd understanding»of possible social psychologicaI 

""mediators because so few analyses have included measures of such’

possible med%ﬁtors.
We viewed this resagréh as a”begiggipg explpratiéﬁvdf;the role‘
of expectancies. We are not yet read;f;o abandon the modéi or the
significance of psychological expectancies. The decisions that‘huﬁanv
capitalists suggest that workers make aﬁsalutelyvrequire wOfkers to
consider future expectations and available alternatives. The evidence '
that we have presented in Chapter .V shpwing that markef experiences
did influedce the expectancies we measured also supports"&ur contention
176 | -
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- system responsiveness distinction particularly needs to be drawn to  ‘
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[l

that discrimination can operate through discouraging the future
expectancies of workers. TFuture research, however, will need to
tackle some of the measurement and design limitations of the present

study to extend this type of interdiscriplinary research on the labﬁr

T
NFEE e

market.
We measured only three psychological expectancies. All of
them were highly general. Future research on WOrkersf expectancies

needs to ask very specific questions about specific market-events.

1n doing so several distinctions.also need to be drawﬁ; 'Wofker's‘6ﬁn; 

performance expectancies need to be distinguished‘frOm,their assessment

of employers' responses to their performéncev(sYStem*réSponsiveﬁessj}pB'.

of these egpectanciesalso should be distinguished from wdfkéré’ljﬁdgﬁéﬁps

of the probable payoffs (instrumentalities) of certain behaviors. Take -
the issue of promotion. Measures need to be taken of workers' judgmentsi
of whether they perform well enough to merit promotion, the likelihood
the probable payoff that current promotion might have on futura.mobilipy

or income or other desired end states. We feel that the ﬁéfformange-: -

investigate the impact of discrimination or markgt conétraints on the
"discouraged worker syndrome."

A particularly serious 1iﬁitation of the preséﬁt'research for
understanding the "diécouraged'worker syndrome" derives from tying
both the job performance and employment expectancy measures to the

worker's current job. Ve learned that black menand both groups:
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of women, felt their chaoees of getting another‘job as good as their
present ones were lower than white men considared tueir chancea.

Both groups of women also felt less selﬁﬂconfident about their job
performance abilities. These expectancy differences must substantially
underestimate true differences since women and black men arefjudging
their employment chances and oerformauee?for'jooa“tﬁatLalready pay

less well than the jobs held by white men. We could have aojusted

for this problem had we measured wage rate by covarying it when we’

examined race and sex differences in expectancies. However,'ue also
feel that future research nee&s to cast some eﬁpectancy‘questions‘about;:
hypothetical market outcomes that could have eomparable mcaniug for ,
all grouus of workers.

Future research also needs to focus on young workers who are.

just hitting the market for the first time. Adjusting for age as we

did in the job status analysis certainly mlnlmlzed the problems that

were provided by having-such a_wide range of marekt experiences. However,

w'Qéwgﬁé}ééi”EHAE“Ehé”&ynamic of experience and expectancy can be

unraveled best if young workers-(new market,recruits)mare,followed:'
in their first search experiences and into their Eirst jobé;aﬁdwﬂ

thereafter once or twice a year for the flrst six or seven years., Some;
national longitudinal studies that originally oversampled late adolescent_
(for example, the National Lonyltudlnal Study of Labor Market Experlences,
Project Talent, Monitoring the Future of Youth) could be useful'for this“
type of rescarch if the subsequent follow-up interviews were to probe‘

sufficiently for -a detailed jeob history, retrospective explanations‘
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for the history, prospective measures of future expectancies, conceptionsff

oi alternatives open to the respondents, cnd future behavioral

intentions.

The Education—Experience-Expectancy Model .

The measures that we used in ¢stimating the education-experience-

expectancy model did explain a meaningful proportion ofsthe‘varianee L

in all three outcomes. Thircy-one percent of the variance was

explained in current job status. thirtv-three Dercent in the search
behavior of employed white women, twenty-four percent in the future
work incentions of white housew1ves, and th1rteen pereent in the:

a ., e N .
search behayior of ;mployed white men. ;The_model we_delineated‘was:'l&
useful, therefore, in.this explanatory sense.lVWe‘were_disappolnted;
nonetheless, that theﬂreéults did not‘show strongerteﬁidenee:for thejl
role of market experlences and current expectanciespin nediatinglthe;l

dmpact of worker's race and sex status. We,in fact, did rot test the =~

mediation of possible sex-discrimination since none of the dependent.

variables we investigated were particularly scnsitive to sex differences..
We clearly needed many more measures of market behaviors and
outcomes that are sensitive to race and sex effects. In addition,

however, future research needs to collect additional measures of

present discrimination and not rely so exclusively as we did on

wvorkers' retrospectiva accounts for their past market experiences.

These measures of present d1scr.m1nat1on should 1nclude both workers

T
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labor market (sex and race waze dif ferentials, unemplovment rates by

" gex aand race, ete.) and on the firm in which the worker is employed.
Serious concern with firm characteristics would require sampling
firms and following the employmenc history and snifts in expectancies
of new, young workers in firms trhac genuinely vary in job distribution-
by race and sex. Even a national sample of individuals can include more
than we did about present discrimination and other characteristics of
the present labor markets that workers face. We view these present
discrimination and other market characteristics as influences at the
same stages as expectancies, operating either as exogenous variables ™’ -

or as mediators of workers' race and sex status.
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Appendix Table A

Difference Between Two Independent 7 Cosfiieients (r)

= A—9 gf[ p—

High personal eff1cacy

art

Mack Ner | Black fonen  Mhiteden|
Black |White | White| |Whdte'|thite | Vhite
Variable Women | Men | Women| | Men | Homen| | Women
Vears of Schooling Attained
Tried a job change! w0 ||| %
Tried an educational change 12,83 | 2,82
[Held back by educational limitations , 11330 132 |
High mention of fanily obligations 2,40 2,96 2,17 1.97
liigh mention of financial difficulty 1.9 1288 | [2.83 [3.85( | 213
System blame ideology re: sex inequities 2,37 | 2.40
Nigh job performance expectancy 330 1278, 1409 3.23
High personal efficacy - 2.16
Tried a Market Change
Held back by educational limitations | ‘ 1 b 08
System blame ideology re: ~sex inequitdes 2,16 |2,54 | 2.08
_ . Tried a Job Change
Tried an educational change - 3 iMf 2‘08 ‘4.81- 5,05
Held back in life. 260 |3.60 425 | R
Held back by educatlonal linitations 2,99 (2.2 |33 1269 -
ltigh mention of educational deficiencies 2,72 11,96 |2.96 - RO I TR P X R R
~ [Hgh mentdon of fanily obligations 130 A 3.9 |57 | 251
" [High mention of financial difficulty | 207 I I 4
System blane ideology re: race inequities 227 (442 417 | | S
Systen blane ideology ret  sex 1nequities | |66 (385 38 L ] -
IHigh employment expegtancy | 12,8601 RN B 21 A VALY O A
High job performance expectancy - SRR R 1 Y Y IR I O




le A (continued)

Appendix Tab

- s
| Black Men _Black Women  White Men
Black |Vhite | White| [White |White[ | White
Varisble Women | Men | Women Men | Women| | Women
Tried an Bducational Change .
Held back in life 231 1 2.3 1,98 1,93
Held back by eduvcational limitations 2,14 | |1.98
fltgh mention of financial difficulty o 2,40 2,91
Systen blame ideology re: race inequities 371 | 19§ |12
System blame ideology re: sex inequities 2,92 13,10 3.58 |
High job performance expectancy 2,01 2,83 2,69 .
o " Beld Back in Life o L
Held back by educational limitations ‘ 2,11 2,33
Kigh mention of market constraints 1289} - 2,69
igh mention of educational deficiencies 2,16 217 1330 2,33
High mention of family-obligations . __ | 2,08 | ‘
System blame ideology re: race inequities 2,70 | 2.08
System blame ideology re: sex inequities 2,621 2.00
High employment expectancy 2,47 (3.9 | 3.85 -
High job performance expectancy | 2.51
Reld Back by Race, Nationality or Religion ]
High mention of financial difficulty 2,01 |
* Held Back by Educational‘Limitations . X
High mention of financial difficulty | 2.36 2.87
igh job performance expectancy 11,96 .
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Append{x Table A (continued)

Black Men Black Women ~ Vhite Men |

-
‘ Black |White | White] |White | White] | Wl
Variable Women | Mem | Women| | Mem | Women | Howia

Hiph Mention of Market Constraints

figh mention of educational deficiencies | 2.5 | 2.2

High mention of family obligations “ 2,64

liigh mention of financial difficulty 2,08 |

System blame ideology re: race inequities 2,31 (YR Y

High employment expectancy . | ‘ 2,02 ;

| S 1 A o SR L Oy Bty i s - e ()

_Righ Mention of Educational Deficiencies

igh mentdon of financial difficulty | 3,94

. —BTIT— o

System blame jdeology re: sex inequities Rl 3,61
High employment expectancy | : 3.27 | 2.64
ltigh job performance expectancy 2,70

High Mention of Family Obliggtions

e "’

{ligh nention of financial difficulty 8,77 50 2 R A R I YA RS
System blame ideology re: race inequities ' ' | B A
System blame ideology re: sex inequities - | 2,26 BERY)
liigh job performance expectancy . | 4 2,64 12,20 -

_High Mention of Financial Difficulty

Systen blame ideolopy re; race inequ1tiee | 1 12,16 , 1138
System blame ideology re: sex inequities 1 IR R T IR R 21 S
High employmen: expectancy o | 1 .08 215

~ [High job performance expectancy T 113 B I R R I

{ig“ peruonal efflcacy , | N ST KR .“fl e
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Appendix Table A (continued)
Black Men Black Women  WhiteMen
Black |White | White |vhite |White| | White
Variable Women | Men | Women Men | Women| | Women
System Blame Ideology re: Race Inequities
~ [High employment expactancy | | 2,20
lligh job performance expectancy L | 1.1 .
Systzn Blane Ideology re: Sex Ineqﬁities |
High job performance expectancy 3,52 | 2.00 2,55 3,23
o | High Employment Expectancy
. L
: ' M
High job performance expectancy 2. 14 A
p |

.05 = 1.96
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12.

13.
14.
15.
16.

17.

18.

19.

—— Footnotes

Mitchell, 1974.

Feather, 1961, 1963.

Gurin, P. and Epps, 1975, Burlew and Gurin, P., 1976.

Mitchell, 1974; Feather, 1966, 1968; Zajonc and Brickman, 1969.
McClelland;—196l. .

Atkinson, 1964.

See Atkinson, J. and Raynor, 1974 for a recent presentation of
the motive-- pectancy interaction theory of motivation.

Gurin, G. and Gurin, P., 1970.
Beu-Porath, 1967.

Rosen, 1972.

Becker, 1964

See Kahne and Kohen, 1975 for a review of both these theorétical
developments and empirical studies on sex discrimination.

Phelps, 1972,

Bergmann, 1974. °

Bluestone, et al., 1973; Sawhili, 1973; F. Weisskoff (Blau), 1972.
Madden, 1973; Gordén and Morton, 1974.

See Rosen, 1972, for the development of these two forms of
discrimination in his model of human capital. - »

Madden, 1973; Oaxaca, 1973; Kahne and Kohen, 1975.

Ashenfelter, 1968; Ashenfelter and Heckman, 1973.
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Footnotes (continued)

20. Hamilton (1973) estimates that 8 to 18% of the male wage is
the discrimination figure iov four occupations she studied.
Suter and Miller (1973) repc . .nat women teachers earn 52800
less tian men, women sales persons $3800 less than men, and women
operatives in nondurable good manufacturiny industries $300 less
than men. Levitin's (1971) research shows that the proportion
of women earning $3500 or more below what they should have been
earning given their productivity characteristics varied by
occupational grouping from only 12% operatives up to 707 among
the professions. Of course, these occupational classifications
are gross. When women and men in exactly the same job in exactly
the same industry site are rompared, earnings differentials nearly
disappear. Malkiel and Malkiel (1973) show, for example, in a
case study of a single employer with 272 professional employees,
that men and women in truly equal job levels with the same job
characteristics do earn equal pay. The problem as they saw it
was the men and women in Ph.D.'s working in a research organizatio
generally were not assigned to the same job levels.

21. Oaxaca, 1973.

22. Dvncan, 0. D., 1968; Blinder, 1973, 1974 Welch, 1973, 1974 1975;
Haworth, Gwartney and Haworth, 1975: Marshall, 1974

-~

23’ Corcoran, 1973; Fordon, 1971

24. Corcoran, 1976; Bergmann, 1974.

2%. Gurin, P. and Epps, E., 1975.

26. Duncan, 0.D., 1961,

27. Morgan, J. N. et al., 1975.

28. Jones and\ﬁgsgéft, 1971.

29. Miller, 1966.

30. Oaxaca, 1973; Freemsan, 1973;

31. Duncan, 0. D., 1968. L

32. Hoffman, 1576.

. 33. G. J. Duﬁcan's recenc-analysis (1976) of the 1970-71 wage rate

of black and white men does not support previous findings,
however, in that an additional year-of education conferred a

similar earnings advantage, approximately a 6% increasegb
for both groups. "
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Footrnotes (cpntinued)

34. Hoffman, 1976.
35. Treiman and Terreil, 1976; McClendon, 1976.
36. Corcoran, 1976.
37. Oaxaca, 1973.
38. Waite, 1976.
39. Waite and Stolzenberg, 1976.
40. Mincer, 1974.
41. Hoffman, 1976; Jencks, 1972.
42. Oaxacr. 1973. 7
43. Duncan, G. J., 1976.
44, Mi?chell, 1974.
45. Andrisani and Abeles,wi976.
46. Andrisani and Nestel, 1976.
47. Duncan, G. J., 1976.
48. Gurin, G., 1970; Veroff, et .al., 1972.
49. Gurin, 5., 1970. | |
50. Veroff, et al., 1972.
51. Andrisani and Abeles,_l976. S -
52. Seeman, 1975.
_53. Oaxaca, 1973.
54. Corcoran, 1976. , .

'55.  Oppenheimer, 1970. | -
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56.

57.

58.
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Footnotes (continued)

This measure of market improvement efforts is admittedly not
what human capital theory means by investments in one's human
capital. They mean any investment that requires time and money,
a current sacrifice for future pay off. They usually estimate
such an investment by years (and continuity) o6f work experience
since all workers are assumed to gair additional training and
skill from working at a job. We did not have a measure of
continuity of work experience, or even number of years workers
had been in ‘the labor force. We do not mean to imply that the
employed women in this sample had been as continuously employed,
or had worked as many ycars, as the men. Previous research is
highly consistent in showing that women have not worked as

long or as continuously as men and that their lower "work commitment”
accounts for a considerable amount of sex differentials in wages.
Previcus vesearch is not definitive, however, about the amount
that work experience reduces wage differentials or why single
women  earn less than men, despite reasonably comparable work' .
commitments. In any case, we feel that our results on efforts

to improve market value does speak to the controversy.about sex.
differences in human capital investment, parhaps even more
directly than data pertaining to estimated work experience.

Our measure is an explicit effort to ask about investment
through additional schooling, training on the job, and job changes.

See Gurin, P., et al, 1976, for a discussion of the comservative
1nd1V1duallst1c theme that runs through the ideologlcal items
in the Internal-External Control scale.

Wiener, 1973.
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