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CHAPTER I 

INTRODUCTION 

Over the last two decades, the American workplace has 

undergone significant changes which impact the skills needed 

by each member of the workforce in order to succeed in the 

workplace (SCANS, 1991; Drucker, 1989). These changes 

included the globalization of the world market and the 

explosive growth of technology on the job. Another change 

pointed out by Drucker (1989) is that American society has 

moved to become an information-based society; a society 

whose members are what he called "knowledge workers." In 

this new knowledge society, it is knowledge that provides 

the best foundation for an economically competitive society. 

Explosive growth in technology has resulted in the need 

for higher levels of training. According to the Bureau of 

Labor Statistics (1992), new jobs "will not be evenly 

distributed across major industrial and occupational groups 

--causing some restructuring of employment" (p. 10). The 

majority of jobs will require employees to have received 

relatively high levels of education or training. Twenty-

three million of 24.6 million new jobs expected to be 

created by the year 2005 will be created in service-

producing industries. Numerous positions will be developed 

"for financial managers, engineers, nurses, electrical and 

electronics technicians, and many other managerial. 



professional, and technical workers" (Bureau of Labor 

Statistics, 1992, p. 12). The remainder of jobs will be 

found in goods-producing industries. Thus, occupations 

requiring the most formal education and training will be the 

fastest growing occupations in the American workplace. 

Employers have voiced this need for better educated and 

trained workers. In addition, they are looking for personal 

qualities in potential workers (SCANS, 1991) such as 

integrity and honesty (Pierce & Newstrom, 1990), social 

ability (Gill & Butler, 1993), or competitive spirit, 

initiative and drive (Dahlberg, 1989; Long & Candill, 1991; 

Pryor & Shays, 1993). 

Research has shown that employees' personality, values, 

and gender-role orientation have great impact on their 

behavior on the job. Personality-related variables, for 

example, have been thought to be a major influence on job 

performance (Schermerhorn, Hunt, & Osborn, 1982) and that an 

individual's behavior will be consistent in accordance with 

these variables (Wilkie, 1990). Personality concepts such 

as authoritarian personality, bureaucratic personality or 

Machiavellianism have been applied to management to explain 

organizational behavior (Tosi, Rizzo, & Carroll, 1990). 

Values are also believed to impact individuals' 

behavior in the workplace. Scholars of organizational 

behavior are interested in how values not only influence 

organizational decision making, but also cause conflict 



among organizational members, separate managers from 

nonmanagers, and lead to managerial success (Munson, 1984). 

Thus, a better understanding of individuals' values helps in 

the prediction of their performance (Kahle, 1990) . 

As the participation of women in the labor force has 

increased since the 1950s (Astin, 1984) and is predicted to 

continue to increase (Bureau of Labor Statistics, 1992), 

numerous studies have attempted to explain why the majority 

of upper-level management positions continue to be occupied 

by men (Sachs, Chrisler, & Devlin, 1992). The belief that 

organizational success is based on an individual's gender-

role orientation rather than on biological sex has emerged 

(Bem, 1975; Havighurst, 1983; Keys, 1985; Sachs et al., 

1992) and originates in the concept of androgyny. According 

to Bem (1975), an androgynous individual is "both 

instrumental and expressive, both assertive and yielding, 

both masculine and feminine-depending upon the situational 

appropriateness of these behaviors" (p. 634). An 

androgynous individual is believed to be more successful in 

the workplace than a masculine or feminine individual since 

success of an androgynous individual "should be a function 

of both masculinity and feminity" (Keys, 1985, p. 34). 

As one of the socialization agents in society, the 

educational system plays an important role in preparing 

students for their future (McCoy, 1990). Students are being 

prepared to become economically productive members of 



society, and to become socially responsible individuals who 

are willing to perform based on the norms set by society. 

A national self-examination study of the educational 

system in the United States was conducted by the United 

States Secretary of Labor (SCANS, 1991). The study found 

that more than half of American high school graduates do not 

have the knowledge or foundation required to find and hold a 

good job. The study further revealed that high school 

graduates do not have the know-how to perform effectively on 

the job because they do not possess the necessairy 

competencies or the foundations of basic skills, thinking 

skills, and personal qualities (1991). It seems apparent 

that the educational system has not kept up with the 

continuous changes and new demands in the workplace 

(Feldman, 1991; B-Schools Under Fire, 1993). 

These findings suggest that students vary not only as 

members of different cultural, racial, and ethnic 

backgrounds, but also as individuals themselves. Thus, it 

is important to investigate students' personalities, values, 

and psychological gender which have developed and are 

continuously influenced as a result of socialization within 

each individual's cultural and societal background (Tosi et 

al., 1990; Ronen, 1986). 



Statement of the Problem 

Students seem to be less than adequately prepared to 

compete in the workplace (SCANS, 1992; Locke & Latham, 

1990). This has significant impact in regard to entry into 

the work force, job retention, and promotion (SCANS, 1991). 

If this trend continues, American companies will be at a 

severe disadvantage in competing in the world market (Locke 

& Latham, 1990), thus diminishing the general well-being of 

society. 

The majority of research on preparing students for the 

workplace has been at the high school level. Research in 

regard to students' preparedness for the workplace is needed 

to be conducted on the college level. This is important 

because it has also been concluded that a bachelor's degree 

has taken the place of a high school diploma. In fact, "a 

high school diploma is little more than a certificate of 

attendance" (SCANS, 1992, p. 7). Thus, employers have begun 

to look for the necessary competencies and foundation skills 

needed for the workplace in college graduates rather than in 

high school graduates (SCANS, 1992). Research which focuses 

on an individual's personality, values and psychological 

gender provides further insight for more adequate 

preparation of the college graduate. 



Purpose of the Study 

The purpose of the study was to analyze senior 

undergraduate students' preparedness to perform in the 

workplace based on personality, values, and psychological 

gender. The objectives of the study were to assess whether 

senior undergraduate students differ in regard to the skills 

needed to compete in the workplace based on: 

(a) personality type, (b) value system, and 

(c) psychological gender. This assessment will help to 

focus on areas for change and improvement. 

Hypotheses 

Based on the review of literature and the objectives of 

the study, the following hypotheses were proposed: 

1. There is a significant difference between senior 

undergraduate students when characterized by personality 

types (Schermerhorn et al., 1982; Tosi et al., 1990; Wilkie, 

1990) in regard to preparedness to perform in the workplace 

as measured by the following scales: 

a. Candor, 

b. Achievement History, 

c. Social Ability, 

d. Winner's Image, 

e. Initiative, and 

f. Success Quotient. 



2. There is a significant difference between senior 

undergraduate students when characterized by value systems 

(Rokeach, 1973; Jensen, White, & Singh, 1990; Wilkie, 1990; 

Ronen, 1986) in regard to preparedness to perform in the 

workplace as measured by the following scales: 

a. Candor, 

b. Achievement History, 

c. Social Ability, 

d. Winner's Image, 

e. Initiative, and 

f. Success Quotient. 

3. There is a significant difference between senior 

undergraduate students when characterized by psychological 

gender (Bem, 1977; Korabik & Ayman, 1987; Sachs et al., 

1992; Basow & Medcalf, 1988) in regard to preparedness to 

perform in the workplace as measured by the following 

scales: 

a. Candor, 

b. Achievement History, 

c. Social Ability, 

d. Winner's Image, 

e. Initiative, and 

f. Success Quotient. 



Definitions of Terms 

The following terms were defined for the purposes of 

the study: 

Competencies--The skills necessary for success in the 

workplace; attributes that today's high-performance employer 

seeks in tomorrow's employee (SCANS, 1991). 

Five Competencies--Descriptors of five competencies 

determined by SCANS: 

(a) information--The ability to acquire and evaluate 

information, to organize and maintain information, to 

interpret and communicate information, and to use computers 

to process information. 

(b) interpersonal--The ability to participate as a 

member of a team, to teach others new skills, to serve 

clients/customers, to exercise leadership, to negotiate, and 

to work with diversity. 

(c) resources--The ability to identify, organize, plan 

and allocate resources, i.e., time, money, material and 

facilities, and human resources. 

(d) systems--The ability to understand systems, to 

monitor and correct performance, and to improve or design 

systems. 

(e) technology--The ability to select technology, to 

apply technology to task, and to maintain and troubleshoot 

equipment (SCANS, 1991). 



Foundations--The skills and qualities that underlie the 

competencies (SCANS, 1991). 

Measures of Success--Six measures of success as 

determined by the research instrument: 

(a) achievement history--A measure of past 

accomplishments in previous jobs and/or school. 

(b) candor--A measure of defensive responding, 

integrity, and honesty. 

(c) initiative--A skill that indicates staying power 

and the ability to plan and follow-up on projects, and to be 

goal-driven. 

(d) social ability--A skill indicating level of 

sociability, social sensitivity, extroversion, and 

popularity. 

(e) "winner's" image--A measure of self-confidence and 

competitive spirit. 

(f) success quotient--A measure of overall potential 

for success in the workplace (Inwald & Brobst, 1988). 

Personality--The relatively stable organization of all 

a person's characteristics, and the enduring pattern of 

attributes that define the uniqueness of a person and 

implies predispositions as well as patterns of overt 

behaviors (Tosi et al., 1990). 

Personality Types--Descriptors of the four personality 

types determined by the research instrument: 



(a) cautious type--A personality that is serious and 

time-disciplined, seeks facts and data, asks specific 

questions about specific details, uses cautious actions and 

decisions, and works at a slow, cautious pace. 

(b) dominance type--A personality that is independent, 

strong-willed, decisive and goal-oriented, and likes and 

seeks control. 

(c) influencing type--A personality that uses 

spontaneous actions and decisions, is gregarious and 

undisciplined about time, possesses dramatic opinions, 

operates on intuition, and is a risk-taker. 

(d) steadiness type--A personality that accepts change 

slowly and reluctantly, approaches risk cautiously, is slow 

to take action and make decisions, is loyal and dependable, 

and asks many questions (Cathcart & Alessandra, 1984). 

Success--Effective work performance through the 

application of competencies and foundations to the workplace 

(SCANS, 1991.) 

Three Foundations--The skills and qualities underlying 

the competencies as determined by SCANS: 

(a) basic skills--The ability to read, to write, to 

perform arithmetic and mathematical operations, to listen, 

and to speak. 

(b) personal qualities--The ability to display 

responsibility, self-esteem, sociability, self-management, 

and integrity. 
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(c) thinking skills--The ability to think creatively, 

to make decisions, to solve problems, to visualize, to know 

how to learn and to reason (SCANS, 1991). 

Values--Centrally held, abstract, enduring beliefs 

about modes of conduct and end-states of existence which 

guide actions and judgments across specific objects and 

situations (Rokeach, 1968). 

Value Systems--Descriptors of the four value systems 

determined by the research instrument: 

(a) challenger system--A system whose goal is self-

preservation and satisfaction, fears a loss of personal 

well-being, faces life through doubt and disenchantment, and 

lives a lifestyle of self-expressed individuality. 

(b) in-betweener system--A system whose goal is self-

assertion and happiness, fears inner conflict, faces life 

through optimism and exploration, and lives a lifestyle of 

socially acceptable individuality. 

(c) synthesizer system--A system whose goal is the 

integration of the self with others, fears a lack of 

personal congruence, faces life through pragmatic idealism 

and moderation, and lives a lifestyle of personal activism. 

(d) traditionalist system--A system whose goal is 

responsible living, fears a loss of social respect, faces 

life through commitment and protection, and lives a 

lifestyle of meaningful involvement ("The Values," 1981). 

11 



Limitations of the Study 

The following limitations were recognized in regard to 

the interpretation of the results of the study: 

1. Generalizability of the study is limited to the 

student body at Texas Tech University and may not be 

representative of the American student body of college 

seniors. 

2. The sample is not selected through a random sampling 

process. Instead, it represents a convenience sample 

obtained through cluster sampling. 

3. There are additional skills necessary to perform in 

the workplace as defined by SCANS which are not measured by 

the instrument. Examples of such skills are an individual's 

ability to acquire and evaluate information, to organize and 

maintain information, to interpret and communicate 

information, and to use computers to process information. 

Basic Assumptions 

The following assumptions underlie the study and the 

interpretation of its results. 

1. Respondents thoughtfully and accurately report on 

the measures of personality types, value systems, 

psychological gender, and potential for success. 

2. Respondents understand the terminology used to 

assess their personality types, value systems, psychological 

gender, and potential for success. 
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3. Personality types, value systems, and psychological 

gender contribute to the learning and development of the 

skills necessary to perform effectively in the workplace. 

4. Personality types, value systems, and psychological 

gender influence individuals' behavior in the workplace. 

5. There is a shortage of individuals who have the 

necessary skills to perform adequately in the workplace. 

6. University students obtain higher education in order 

to be better prepared for the workplace. 

13 



CHAPTER II 

REVIEW OF RELATED RESEARCH 

AND LITERATURE 

Because the American workplace has experienced 

significant changes over the last two decades (SCANS, 1991; 

Drucker, 1989), employers are looking for highly educated 

and trained individuals (Bureau of Labor Statistics, 1992) 

who are capable of meeting the new challenges set forth by 

an ever changing workplace (Locke & Latham, 1990). The 

educational system plays a significant part in preparing 

students to develop into individuals who possess the 

necessary skills to be successful in the workplace and a 

global economy (SCANS, 1991; Drucker, 1989; Tinto, 1987). 

In addition to the role carried out by the educational 

system, it needs to be considered that individuals vary in 
L 

regard to their personalities, values, and psychological 

gender. These are variables believed to influence 

individuals' behavior on the job (Tosi et al., 1990; Wilkie, 

1990; Bem, 1977) and therefore their performance 

(Schermerhorn et al., 1980). 

The review of literature, therefore, focuses on what 

has been learned about the concepts of personality, values, 

and gender-role orientation, and attempts to identify 

theories applied in organizational behavior which have 

implications for work preparedness through the educational 
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system. The review of literature is divided into six 

sections as follows: (1) the role of the educational system, 

(2) the work environment and the skills needed for the 

workplace, (3) personality definitions, conceptualization 

and application to the workplace, (4) definitions of values, 

conceptualization and application to the workplace, 

(5) gender-role orientation, conceptualization and 

application to the workplace, and (6) a business solution to 

an educational problem. 

The Role of the Educational System 

Education has been said to hold the key to the future. 

This seems to be the case for the individual as well as 

society as a whole (SCANS, 1991). Drucker (1989) pointed 

out that as our society has moved to become an information-

based society it is knowledge that provides the best 

foundation for an economically competitive society. 

However, Drucker (1989) also stated that "the American 

school has become untrue to its educational 

responsibilities" (p. 234). In order for American society 

to remain competitive, he emphasized the importance of the 

role of education. Locke and Latham (1990) also made the 

point that in order to remain competitive in the world 
/ 

market, teachers need to be more challenging of their 

students in the classroom in order to better prepare them 

for the workplace. This view is also shared by Tinto (1987) 

15 



who stated that institutions of higher education have a 

social obligation to "serve the welfare and preservation of 

society by educating its members" (p. 182). 

In addition to family and other social institutions, 

the educational system acts as an important socialization 

agent in the development of individuals. As McCoy (1990) 

stated, one of the major functions of schools is to transmit 

"dominant cultural goals and values, making clear their 

meaning and relevance" (p. 8). Schools also function to 

teach students to relate to people in role-specific ways. 

For example, one message sent in educational settings is 

that "power is often unequally held by men and women" 

(McCoy, 1990, p. 9). The influential role of gender 

socialization in schools is also discussed by Gale (1988) 

who pointed out that "sex-roles are learned early in a 

person's life and that they are difficult to neutralize" 

(p. 23) once they have been embedded. Thus, the role of the 

educational system is to strengthen the values of a society 

within its members, to deepen role-specific behavior of 

members of a society, as well as to reinforce students' 

personalities which are reflected in their behavior. 

The Work Environment 

Since the early 1970s, the American workplace has 

undergone significant changes impacting the skills needed by 

each individual in order to succeed in the workplace. These 

16 



changes included the globalization of the world market, the 

emerging realization of how interdependent all industrial 

nations are, as well as the explosive growth of technology 

on the job (SCANS, 1991; Drucker, 1989). 

The impact of globalization and technology on the 

workplace can be summarized in terms of the following three 

economic implications for American businesses and the 

American work force. In the United States productivity 

growth slowed down after 1973, and actually declined in 1989 

and 1990. As productivity stagnated, American workers 

experienced a minimal increase in family income compared to 

a steady increase of three percent per year between 1947 and 

1973. Finally, job opportunities have changed. A shift 

from jobs in the manufacturing industry to the service 

industry and retail trade has occurred. In the early 1970s, 

jobs in the manufacturing industry accounted for 27 percent 

of all nonagricultural employment in the United States. The 

service industry and retail trade accounted for 32 percent. 

By 1990, jobs in manufacturing decreased by ten percent 

while jobs in the service industry and retail trade 

increased by twelve percent (SCANS, 1991). 

Because of these economic changes the Secretary's 

Commission on Achieving Necessary Skills was established in 

February 1990. This commission reports to the Secretary of 

Labor. Its purpose is to investigate "the demands of the 

work place and to determine whether the current and future 
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workforce is capable of meeting those demands" (SCANS, 1992, 

pp. 1-3). The commission consists of 31 members 

representing the nation's schools, businesses, unions and 

government. 

The information for this self-examination study was 

collected similar to a Delphi-like method of collecting 

data. A panel of experts consisting of business owners, 

public employers, managers, union officials, and workers was 

asked to identify those types of skills that are needed to 

enter employment. The panel of experts was asked to come to 

a consensus on grouping these skills and on writing 

definitions for these skills. 

Once the panel had come to a consensus, the skills were 

presented to supervisors of 50 different jobs. The 

supervisors were asked to "evaluate the adequacy of the 

skill definitions, to demonstrate the level of importance of 

the skills, . . ., [and] to identify specific job tasks that 

illustrate the use of the skills" in relation to their 

specific jobs which were organized in five major sectors 

(SCANS, 1992, pp. 1-10). The sectors included (1) health 

and human services; (2) office, financial services, and 

government; (3) accommodations and personal services; 

(4) manufacturing, agri-business, mining, and construction; 

and (5) trade, transportation, and communication. The 

process of collecting this information allowed for 

refinement and continuous improvement of the necessary 
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skills. A note of caution is presented by SCANS (1992) 

explaining that although this study produced reliable 

results, these results should not be automatically applied 

to particular jobs in specific organizations, but should be 

adapted to the situation of the job. 

As changes in the workplace have had a negative effect 

on productivity growth, income, and job opportunities, these 

same changes can also provide for new opportunities and 

increase the standard of living for all if students possess 

the skills needed to succeed in the workplace. It is 

apparent that it is not good enough to have "a strong back, 

the willingness to work, and a high school diploma" (SCANS, 

1991, p. 1) in order to succeed and to make a comfortable 

living. Instead, the workplace has developed into an 

environment that requires individuals to put knowledge to 

work (SCANS, 1991; Drucker, 1989). As the SCANS report 

concludes, "a well-developed mind, a passion to learn, and 

î the ability to put knowledge to work are the new keys to the 

future of our young people, the success of businesses, and 

the economic well-being of the nation" (1991, p.l). 

Skills for the Workplace 

In order to compete and to be successful in the 

workplace, employees need to possess a balance of skills 

(Gill & Butler, 1993; SCANS, 1991; Inwald & Brobst, 1988; 

Myers, 1993) . Certain skills seem to be necessary in a 
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variety of jobs and careers, and are not limited to one 

particular job. "Although jobs may be different, they all 

require a special blend of talent, social skills, and 

commitment to hard work" (Inwald & Brobst, 1988, p. 1) . 

A number of vital skills have been identified in the 

literature. In the investigation by SCANS (1991), the 

commission found the following skills to be the necessary 

skills for employees' high and improved performance in the 

workplace. These skills have two elements: competencies and 

foundations. Competencies include: 

1. identification, organization, planning, and 

allocation of resources; 

2. interpersonal competence of working with others; 

3. acquisition and proper use of information; 

4. understanding of the complex inter-relationships of 

systems; and 

5. competence to work with a variety of technologies. 

Foundations include: 

1. knowledge of basic skills such as reading, writing, 

performing of arithmetic and mathematical operations, 

listening, and speaking; 

2. possession of thinking skills, such as creative 

thinking, decision making, problem solving, visualizing, and 

learning and reasoning skills; and 

3. possession of personal qualities such as 

responsibility, self-esteem, sociability, self-management, 
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integrity, and honesty (SCANS, 1991). 

Some jobs may require the application of the five 

competencies and three foundations to varying degrees; 

however, each one of the competencies and foundations is 

necessary for high performance in the workplace in every job 

as the workplace involves a complex interplay among these 

competencies and foundations. 

Other research and literature have identified skills 

which relate in varying degrees to those identified by SCANS 

(1991). SCANS (1991) noted integrity and honesty^ as one of 

the personal qualities employers look for in potential 

employees. The'importance of an employee's ability to 

choose ethical courses of action is apparent as seen in an 

increasing number of reports documenting unethical behavior 

in organizations.^'In response, an increasing number of 

business schools are incorporating ethics courses in their 

curricula.^ In addition, "a large number of organizations 

are discussing ethical behavior, developing codes of conduct 

or codes of ethics, and making statements about the values 

of their organizations" (Pierce & Newstrom, 1990, p. 135). 

Past academic achievement has often been found to 

predict future behavior (Inwald & Brobst, 1988)., Bishop 

(1989) found that academic achievement affects productivity. 

Between 1967 and 1980, test scores in the United States had 

declined by about 1.25 grade-point level equivalents 

correlating with a decline of labor quality and lower GNP. 
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This is supported by Feldman (1991) who stated that the 

educational system has not been able to keep pace with the 

growing complexity of today's workplace. 

In order to improve students' academic achievement, 

motivation, and career awareness, business has taken the 

initiative by creating partnerships with local schools to 

improve the educational system from within (Feldman, 1991; 

SCANS, 1991). Achievement of the five competencies and the 

three foundations is in itself an indication of future 

behavior in the workplace, i.e., high performance (SCANS, 

1991) . 

Social ability is another skill which has been related 

to success. Gill and Butler (1993) noted that although 

information systems managers score high on need for 

achievement, they lack social skills when dealing with co

workers. In order to improve their social skills, 

information systems managers need to learn how to recognize 

and reward individual and team excellence and how to 

identify warning signs of mismanagement. Thus, preparing 

these managers for their responsibilities includes training 

in both technical and social skills (Gill & Butler, 1993). 

Social ability correlates with SCANS (1991) which 

identified the ability to work with others as one of the 

five competencies. According to SCANS (1991), to have 

interpersonal competency includes contributing to group 

effort and exercising leadership. The ability to "manage" 
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human resources, i.e., to assess skills and distribute work 

accordingly, to evaluate performance and to provide 

feedback, is a competency identified by SCANS (1991) that 

correlates with the need for social ability as stated by 

Gill and Butler (1993). Finally, an employee's ability to 

understand how the social and organizational systems work 

and to operate effectively within them (SCANS, 1991) 

correlates with an employee's social ability as defined 

by Inwald and Brobst (1988). 

To have a "winner's" image is another work-skill 

identified in the literature. A "winner's" image is 

characterized by an individual's competitive spirit, self-

worth, and past family achievement expectations (Inwald & 

Brobst, 1988) . Dahlberg (1989) stated that a competitive 

spirit drives managers to do their best and that in order to 

motivate their employees, managers need to help people to 

believe in their individual worth. An example in which a 

"winner's" image can be developed and reinforced is seen in 

athletic participation. Long and Candill (1991) found that 

athletic participation enhances the development of 

discipline, confidence, motivation, and competitive spirit 

which in turn encourages success. "Winner's" image relates 

with what SCANS (1991) identified as one of the personal 

qualities in an individual, i.e., self-esteem. 

Finally, initiative appears to be an essential 

component of being successful (Pryor & Shays, 1993; Osgood, 
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1992; Myers, 1993). To provide the highest level of 

service, employees need to be given freedom to make 

decisions and they need to have the willingness to take 

responsibility and to take initiative (Osgood, 1992) . 

Especially intrapreneurs need to be allowed to be semi-

autonomous, to take initiative, and to be entrepreneurial 

within an organization (Pryor & Shays, 1993). 

Initiative is also characterized by an individual's 

drive, preparation style, and goal orientation. According 

to Tolstoy (1992), the key to success in the workplace is 

the employee's willingness and commitment to have the drive 

to go the extra mile. Weingart (1992) found that group 

performance is influenced by the quality of the group's 

planning process and the amount of planning. To set goals 

is necessary to help employees excel. Karrass (1993) stated 

that people who set higher targets and commit themselves to 

them will do better than those willing to settle for less. 

Levy and Baumgardner (1991) found that self-esteem and 

gender seem to account for a significant proportion of 

variance in goal choice. Male employees with high self-

esteem seem to set higher goals than females with low self-

esteem. Therefore, it appears that goal choice, and thus 

success in the workplace, is affected by gender differences 

in regard to their perception of success (Levy & 

Baumgardner, 1991). 
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SCANS (1991) defined initiative as one of the personal 

qualities, i.e., self-management. Individuals need to be 

able to assess themselves accurately, set personal goals, 

monitor their own progress, and exhibit self-control. They 

also need to demonstrate a sense of responsibility and exert 

a high level of effort and perseverance towards goal 

attainment. 

Currently, there is no instrument available that 

assesses an individual's possession of all these necessary 

skills as they were identified in the SCANS report (1991). 

However, the Hilson Personnel Profile/Success Quotient 

(HPP/SQ) developed by Hilson Research, Inc., measures some 

of the skills identified. It was designed to provide 

personnel administrators and other individuals who make 

hiring and promotional decisions with information about 

their job candidates. The HPP/SQ has been used as a 

screening tool in the selection process by a number of 

organizations. Job categories include "CEO's, 

Sales/Marketing Professionals, Psychiatrists, Private 

Industry Personnel Administrators, Ivy League Business 

Students, Government Agency Personnel Administrators" 

(Inwald & Brobst, 1988, p. 14) and others. The skills 

measured by the HPP/SQ include candor, achievement history, 

social ability, "winner's" image, initiative, and an overall 

success quotient. 
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Candor measures the degree of defensive responding on 

this survey. Low scores on this scale suggest a desire to 

appear unusually virtuous and without fault. Low scores 

also indicate that the other test scores may be inflated due 

to socially desirable responses. Achievement history 

measures past achievement in jobs and school. High scores 

suggest excellence in academic and work history as well as 

past recognition for special skills and/or talents. Social 

ability measures level of sociability, social sensitivity, 

extroversion, and popularity. High scores suggest an 

outgoing, "sales-type" personality, and a "people-oriented" 

individual who may be very socially active and will be 

concerned about gaining others' approval. "Winner's" image 

measures both self-confidence and competitive spirit. High 

scores suggest a person who feels like a "winner" most of 

the time and admits that he or she thrives on competition 

and challenge. Initiative measures "staying power" and 

ability to plan and follow-up on projects. High scores 

suggest a hard worker who is "goal-driven" and enjoys 

completing assigned tasks. Very high scores may also 

indicate "workaholic" tendencies. The success quotient 

measures overall potential for high performance in the 

workplace (Inwald & Brobst, 1988). 
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Personality 

Among other variables, personality-related variables 

have been thought to be a major influence on job performance 

(Schermerhorn et al., 1982) and that an individual's 

behavior will be consistent in accordance with these 

variables (Wilkie, 1990). The concept of personality 

appears to be difficult to explain as researchers have not 

come to an agreement as to the exact components of an 

individual's personality. This can be seen in the number of 

theories attempting to conceptualize the construct of 

personality. However, researchers are in agreement that 

--no matter how personality is conceptualized--personality 

is an important factor influencing individuals' behavior and 

learning. Thus, personality can be used as an indicator of 

employees' behavior and performance in an organizational 

setting (Tosi et al., 1990) as well as an indicator of 

students' attainment of the necessary skills needed for the 

workplace. Managers are especially interested in 

personality theory because personality affects individuals' 

behavior and thus their understanding of personality is 

important for effective management (Tosi et al., 1990). 

Definitions of Personality 

Two general approaches to defining personality can be 

identified in the literature. The first approach considers 

personality to be the sum total of an individual; i.e., an 
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individual's overall profile of basic attributes 

(Schermerhorn et al., 1982). This approach allows 

researchers to study and to begin to understand an 

individual. As no individual is exactly alike (Mescon, 

Albert, & Khedouri, 1988), the second approach to defining 

personality focuses not on the individual itself, but on the 

differences among individuals (Walters, 1978). This 

approach attempts to study and compare people based on their 

individual differences, thus helping researchers understand 

the differences among people as well as their different 

behavior. 

The most common definitions of personality refer "to 

the characteristics which determine general patterns of 

behavior, especially those attributes that make the 

individual distinctive in relationships with others" 

(p. 61). Thus, personality encompasses both motives and 

response traits (Engel, Kollat, & Blackwell, 1969) . 

A motive is a concept used by researchers to explain 

the reasons for an individual's behavior. As researchers 

can only observe actual behavior and not motives, they 

attempt to infer the exact motives that caused an 

individual's behavior (Wilkie, 1990). Also, motives are 

believed to be highly resistant to change as they are stable 

predispositions to behave in a certain way in order to meet 

an individual's goals (Engel et al., 1969). 
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Response traits are characteristic modes of reacting 

and behaving by an individual as a result of satisfying 

their needs. Thus, response traits direct an individual to 

select particular types of behavior and to avoid other types 

of behavior in order to satisfy their needs (Tosi et al., 

1990; Engel et al., 1969). 

Additional methods to defining personality have been 

proposed by researchers. For example, Lamberth, Rappaport, 

and Rappaport (1978) stated that "personality is made up of 

those characteristics each person possesses that determine 

the person's cognitive, emotional, and overt behavior" 

(p. 6). Myers and Reynolds' (1967) definition focused on 

the differences among individuals and described personality 

as "all characteristics which make one individual different 

from another" (p. 122). Donelson (1973) summarized the two 

general approaches to personality in the following 

definition. "Personality is the summation of the 

characteristics that make the person what he or she is and 

distinguish each individual from every other individual" 

(p. 3). 

Finally, Mescon et al. (1988) recognized that 

personality should not only be explained from the individual 

point of view or from that of how individuals differ. 

Instead, personality is also influenced by an individual's 

environment, and thus needs to be considered within each 

particular context. Therefore, Mescon et al. (1988) defined 
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personality to be "an individual's characteristics and ways 

of behaving which are organized in a way that they reflect 

the unique adjustments he makes to his environment" (p. 83). 

Conceptualization and Development 
of the Personality Concept 

Several theories exist that conceptualize personality. 

These theories include (a) psychoanalytical theory (Assael, 

1992; Freud, 1971; Tosi et al., 1990; Walters, 1978); 

(b) self-concept theoiry (Assael, 1992; Tosi et al., 1990); 

(c) social theory (Assael, 1992; Mescon et al., 1988; 

Drenan, 1983; Walters, 1978); (d) learning theory (Tosi et 

al., 1990); and (e) trait theory (Allport, 1937; Tosi et 

al., 1990; Assael, 1992). 

Psychoanalytical Theory. This theory, developed by 

Freud (1971), stresses the unconscious nature of personality 

as a result of childhood conflicts. An individual's 

personality is developed "by circumstances and conflicts 

that go on inside a person" (Tosi et al., 1990, p. 176) and 

is derived from the following three parts. The first 

component is the id (or libido) which is a set of basic 

unconscious impulses controlling the individual's most basic 

needs and urges, seeking pleasure, and avoiding pain. The 

second component is the ego. The ego acts as a mechanism to 

relate impulses to the outside world. It represents the 

"individual's self-concept and is the manifestation of 

objective reality, as it develops in interaction with the 
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external world" (Assael, 1992, p. 287). The third component 

is the superego. The superego is the individual's moral 

conscience that attempts to control behavior toward socially 

acceptable acts by punishing socially unacceptable behavior. 

Basically, the superego motivates the individual to act in a 

moral way. 

According to Freud (1971), the ego acts as a middle man 

between the id and the superego assisting the individual to 

manage conflict. Thus, an individual's personality and 

behavior will be determined by the way the individual 

resolved conflict during childhood. Therefore, 

psychoanalytical theory has provided researchers with the 

foundation of explaining individuals' personality (Walters, 

1978) . 

Self-Concept Theory. In this theory, an individual's 

personality is composed of two parts: the actual self and 

the ideal self. The actual self is a concept based on who 

individuals think they are, and the ideal self is a concept 

based on who individuals think they would like to be 

(Assael, 1992). Thus, the self-concept theory relates to 

the psychoanalytical theory in that the actual self is 

similar to the ego and the ideal self is similar to the 

superego. 

Because individuals' behavior is influenced by the 

concept that they have of themselves they attempt to attain 

self-consistency. This is done by behaving in ways that are 
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consistent with the individual's actual self. The concept 

of the ideal self relates to one's self-esteem; i.e., as 

the gap between one's ideal self and actual self decreases, 

one's self-esteem increases (Assael, 1992) because the 

individual comes closer to the way he or she would like to 

be. 

Because individuals' self-concept is developed as they 

interact with the environment, they react to the world as it 

is perceived and experienced by them (Tosi et al., 1990). 

Thus, as they receive positive reactions for their actual 

behavior as this is directed by their actual self, they 

develop a more positive actual self which in turn brings 

them close to their ideal self. However, if individuals 

receive negative feedback from others to their actual 

behavior, they develop a negative feeling about their actual 

self which increases the gap between their actual self and 

ideal self (Tosi et al., 1990). Thus, their level of self-

esteem decreases (Assael, 1992). 

Social-Personality Theory. Another personality theory 

that considers the interaction between the environment and 

the individual is known as the social-personality theory 

(Drenan, 1983; Mescon et al., 1988). In this theory, 

"social variables rather than biological drives are more 

important in personality development" (Assael, 1992, p. 

290). The social personality-theory implies interaction 

between the individual and the environment, and thus a 
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process rather than the possession of a static trait as 

explained by trait theories. As Walters (1978) explained, 

the manner in which an individual thinks, feels, acts, and 

talks results from that individual's experiences with 

events, objects, and other individuals throughout life. 

Accordingly, within the concept of the social personality-

theory, personality is defined as "a set of principles by 

which an individual interacts with the environment" (Drenan, 

1983, p. 282). 

Learning Theory. This theory explains personality 

development in similar ways. In learning theory, 

"personality is approached as the sum total of all that a 

person has learned" (Tosi et al., 1990). The social 

learning theory and vicarious learning are two examples of 

this approach in which individuals are looked at as persons 

who have specific intentions and goals in mind, and who are 

capable to reason, to think through a problem, and to make 

decisions as they are going through the learning process in 

achieving their goals. In addition, as individuals go 

through this learning process, their personality is modeled 

and reinforced as they observe, evaluate, and interact with 

the environment (Tosi et al., 1990). 

Trait Theory. This theory states that "personality is 

composed of a set of traits that describe general response 

predispositions" (Assael, 1992, p. 293). Trait theory is 

based on the idea that people have internal tendencies to 
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behave in predictable ways across a wide variety of 

situations (Tosi et al., 1990) and that these internal 

tendencies are located in the mind and direct behavior 

(Walters, 1978). Allport (1961) believed that traits are 

the basic elements of personality and could be used to 

generalize about people or to predict their behavior. An 

individual's personality traits are attributes that make an 

individual whole and functional. Personality traits are 

human characteristics such as being aggressive, loyal, 

pleasant, flexible, humorous, possessive, or sentimental 

(Tosi et al., 1990) that can be distinguished from other 

characteristics, that are consistent in effect, and that 

distinguish the behavior of one individual from another. 

Thus, individuals with similar traits are believed to behave 

in a similar manner (Allport, 1937) . 

Perhaps the most often seen application of trait theory 

in organizational behavior is its application to the concept 

of leadership. In this application researchers attempted to 

identify what set of characteristics successful leaders had 

in common. Based on this analysis, it was assumed that one 

could predict who would be a good leader and who would be a 

bad leader (Mescon et al., 1988). 

A number of trait-theory personality inventories are 

available to researchers. In these inventories, respondents 

are asked many items that are factor analyzed in order to 

reduce the number of trait characteristics to a manageable 
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number of personality dimensions. Some of the trait theory 

inventories include the Edwards Personal Preference 

Schedule, the Gordon Personal Profile, and the Thurnstone 

Temperament Schedule. Inventories that measure personality 

in regard to the trait theory result in profiles that are 

not as abstract as the personality characteristics measured 

in other ways and thus can be more easily related to 

individual behavior (Assael, 1992). 

Years of personality-related research have led to the 

identification and classification of numerous personality 

traits. Researchers interested in personality have 

converged traits through the use of empirical, conceptual, 

and mixed conceptual-empirical approaches in order to form 

classifications of personality traits. Thus, researchers 

have been successful in reducing the number of identifiable 

individual traits into smaller groups of higher-order traits 

or dimensions. These approaches also allowed researchers to 

organize traits in such a way that they have a "useful 

schema for comparing traits from different lists or 

different operational definitions of the same trait" (Buss & 

Finn, 1987, p. 434). In addition, because empirical 

classifications are based on demonstrated relationships, 

theoretical conceptions can be generated from these 

classifications. Finally, empirically related groupings 

usually provide concrete and highly objective profiles (Buss 

& Finn, 1987) . 

35 



In measuring the personalities of large groups, i.e., a 

nation or subculture of a nation, Clark (1990) proposed the 

application of a personality-centered approach. Such an 

approach begins with "the observation and measurement of 

representative samples of individuals, and goes on to 

generate evaluations of group character" (Clark, 1990, 

p. 68). The personality-centered approach includes the 

concept of "modal" personality. Inkeles and Levinson (1969) 

explained modal personality to be the commonalities in adult 

personality that are the aggregates of observed individual 

personality attributes. The modal personality of a group 

refers to the degree of homogeneity and strength of the 

dominant personality orientations in the particular culture 

(Tosi et al., 1990). Because in this approach "individual 

traits are simply observed, enumerated, tabulated, and 

aggregated" (Clark, 1990, p. 69) , modal personality is 

considered to be a more statistical than a theoretical 

concept. Thus, it is believed to develop a more realistic 

definition of the personality types of groups of people than 

a theoretical concept would (Clark, 1990). 

Applying the concept of personality trait grouping, 

Performax Systems International has developed the Personal 

Style Survey (PSS) to measure personality dynamics, 

preferences, and four personality types and thus, modal 

personalities. The four personality types measured include 

the dominance, influencing, steadiness, and cautious 
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dimensions of behavior. Available literature about the PSS 

provides information about each personality type's 

tendencies, desires, emotions, fears, needs, and actions. 

Although all individuals may exhibit each personality type 

to varying degrees on some occasions, most of the time 

individuals behave in accordance to one innate behavioral 

style (Cathcart & Alessandra, 1984; Kaplan & Kaplan, 1983). 

The dominance personality type is independent, strong-

willed, decisive, goal-oriented, and likes and seeks 

control. The influencing personality type utilizes 

spontaneous actions and decisions, is gregarious and 

undisciplined about time, possesses dramatic opinions, 

operates on intuition, and is a risk-taker. The steadiness 

personality type accepts change slowly and reluctantly, 

approaches risk cautiously, takes action and makes decisions 

slowly, is loyal and dependable, and asks many questions. 

The cautious personality type is serious and time-

disciplined, seeks facts and data, asks specific questions 

about specific details, uses cautious actions and decisions, 

and works at a slow, cautious pace (Cathcart & Alessandra, 

1984; Kaplan & Kaplan, 1983). 

Application of Personality 
to the Workplace 

An individual's performance at work is a function of 

the individual's attributes, work effort, and organizational 

support (Schermerhorn et al., 1982). As the individual's 
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personality represents the individual's overall profile of 

attributes, it is important to understand how personality 

affects behavior in order to effectively manage at the 

workplace. A number of personality concepts have been 

applied to management. Among these are (a) authoritarian 

personality, (b) bureaucratic personality, 

(c) Machiavellianism, and (d) locus of control (Tosi et al., 

1990) . 

An individual with an authoritarian personality refers 

to someone who believes the strong should lead the weak, who 

believes in obedience and in hierarchical order, and who 

respects authority. If authoritarians respect and accept a 

superior, they make good followers. This personality style 

can cause problems in an organization that is trying to use 

a more democratic or participative approach to management 

(Tosi et al., 1990). 

A bureaucratic personality prefers rules, regulations, 

and a hierarchical order within an organization. However, a 

bureaucratic personality does not base this preference on 

prejudice as an authoritarian personality would. Instead, 

it is based on their preference for order. These 

personalities fare well in highly structured organizations 

such as the military (Tosi et al., 1990). 

Machiavellianism is a type of personality that 

characterizes individuals as cool and calculating. They 

score high on self-esteem and self-confidence, and behave in 
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their self-interest, not being afraid to manipulate others, 

to compromise morality, and not experience guilt for their 

actions (Tosi et al., 1990). 

People can also be categorized by their locus of 

control; i.e., whether they believe that what happens to 

them is externally controlled or internally by their own 

effort. Individuals who believe that they have control over 

what happens to them are believed to have higher self-

esteem, greater job satisfaction, and job involvement (Tosi 

et al., 1990) . 

In addition, an individual's personality relates to 

their work-style preference. These preferences can be 

assessed by the four Myers-Briggs dimensions. Each 

dimension foinns on a continuum along which individuals fall. 

The four dimensions are (a) sensation-intuition, 

(b) thinking-feeling, (c) introversion-extroversion, and 

(d) perceptive-judgment. Any one of these dimensions can be 

combined allowing workers to work together by building on 

each other's strength. For example, "the sensing type needs 

an intuitive [type] to generate possibilities, supply 

ingenuity, deal with complexity, and furnish new ideas. 

Intuitives add a long range perspective and spark things 

that seem impossible" (Tosi et al., 1990, p. 181). Thus, by 

understanding the personality types of individuals one can 

identify their potential strengths and weaknesses, and find 

ways to improve performance. 
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Values 

Scholars of consumer and business psychology seem to 

have acknowledged the significant impact values have in 

"understanding and predicting consumers, employees, and 

other people of interest to business" (Kahle, 1990, p. 81). 

The concept is of continuing interest to business scholars 

and social scientists (Crosby, Bitner, & Gill, 1990). 

The term value can be interpreted in two different 

ways. First, it can refer to an attribute of an object or 

person (Ronen, 1986) . In other words, values can be 

described as a relationship between a cognizing individual 

and an object, either material or abstract, of that 

individual's apprehension (Alicke, 1983). Second, it can be 

interpreted in terms of the values that an individual holds 

(Ronen, 1986). In this context, values are considered to be 

abstract beliefs, not directed toward any specific object or 

situation, but utilized to provide standards relative to 

conduct, goals, and values. In this sense, values function 

as a stabilizer of an individual's attitudes and beliefs 

(Lessig, 1975) . 

Values are assumed to be shared by the members of a 

culture as they are believed to be learned through the 

process of socialization (Tosi et al., 1990; Ronen, 1986). 

They can be used to classify cultures based on their 

particular value systems (Ronen, 1986). Values can also be 
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used to specify psychological similarities and differences 

among cultures (Grunert, Grunert, & Beatty, 1989) . 

The term "values" has often been used interchangeably 

with terms such as attitude, interest, motive, or need. It 

also has been used to refer to some aspect of human values 

(Dukes, 1955) . Recently, however, researchers have made an 

effort to distinguish between values and the above mentioned 

terms. For example, according to Rokeach (1973) "Whereas a 

value is a single belief, an attitude refers to an 

organization of several beliefs that are all focused on a 

given object or situation" (p. 18). 

Scholars of organizational behavior are particularly 

interested in how an individual's values affect work 

performance because they are considered part of an 

individual's attributes (Tosi et al., 1990; Schermerhorn et 

al., 1982) . Values are believed to demonstrate a 

relationship with individuals and societies' behavior 

patterns (Henry, 1976). 

Definitions of Values 

In the field of social science, an individual's value 

system is considered to be the central concept. This point 

of view has first been recognized by Milton Rokeach (Kahle, 

1990). Thus, it is not surprising to learn that Rokeach is 

one of the most often referenced and quoted sources on value 

systems and value structures as well as the measures of 
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values. His conceptualization and definition of the values 

concept are very developed and comprehensive. According to 

Rokeach (1968), the values concept "has a strong 

motivational component as well as cognitive, affective, and 

behavioral components" and "value is a determinant of 

attitude as well as of behavior" (p. 157). Rokeach (1968) 

thought that a value provides the individual with a 

internalized standard by which the individual knows how to 

act. Also, based on this internalized standard, the 

individual develops attitudes toward relevant objects and 

situations. More specifically, Rokeach (1968) stated that a 

value is "a centrally held, enduring belief which guides 

actions and judgments across specific situations and beyond 

immediate goals to more ultimate end-states of existence" 

(p. 160) . 

In addition, Rokeach (1968) described values as 

"abstract ideals, positive or negative, not tied to any 

specific object or situation, representing a person's 

beliefs about modes of conduct and ideal terminal modes" 

(p. 160). In this context, values are thought to 

"transcendentally guide actions and judgments across 

specific objects and situations" (p. 160). In later 

literature, Rokeach (1979) distinguished between two main 

types of individual values; i.e., terminal or ends values 

and instrumental values. He defined terminal values to be 

"beliefs or conceptions about ultimate goals or desirable 
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end-states of existence that are worth striving for (such as 

happiness or wisdom)," and instrumental values as "beliefs 

or conceptions about desirable modes of behavior that are 

instrumental to the attainment of desirable end-states (such 

as behaving honestly or responsibly)" (Rokeach, 1979, p. 

48). In summary, Assael (1981) described Rokeach's 

definitions as "beliefs that some general state of existence 

is personally and socially worth striving for" (p. 263) . 

Additional definitions of values have been provided; 

all of which seem to find their foundation in Rokeach's 

work. For example, Grunert et al. (1989) defined values as 

"psychological variables that are used to characterize 

people in a certain group with regard to similarities in 

their psychological make-up" (p. 31). Dubrin, Ireland, and 

Williams (1989) stated that personal values are "considered 

to be the relatively stable beliefs and ideals that 

determine how an individual perceives and judges the worth 

of people, behaviors, objects, ideas, and so forth" (p. 74). 

Two more general definitions of values are given by Kahle 

and Timmer (1983) and Tosi et al. (1990). Values represent 

"a principle, standard, course of action, or quality 

considered useful or worthwhile" (Kahle & Timmer, 1983, 

p. 43); and Tosi et al. (1990) wrote that values are 

"general reflections of people's sense of what they consider 

right and wrong. They define the good life and that which 

is worthy of our aspiration" (p. 750). Finally, Scott and 
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Lamont (1974) wrote that values "involve the interrelations 

of personal desires, morals, aspirations, and expectancies" 

(p. 284). 

In addition to values, the term value system needs to 

be defined. Dubrin et al. (1989) stated that "a person's 

values tend to form what is commonly called a values system 

--a more or less homogenous cluster of the individual's 

values" (p. 64). This is important because a person's value 

system provides the foundation for his or her attitude 

toward a situation, object or another person which in turn 

is reflected in the individual's behavior. It should be 

noted that values are more general and enduring than 

attitude, and that they are a major emotional component of 

attitude (Tosi et al., 1990; Schermerhorn et al., 1982). 

Conceptualization and Development 
of the Values Concept 

While the concept of values is discussed by scholars 

and researchers in a number of fields, values have been 

studied most extensively in the disciplines of anthropology, 

sociology, and psychology. Anthropology approaches the 

concept of values from the discussion of how values relate 

to life styles and cultures; sociology, however, focuses on 

how values relate to ideologies and customs (Vinson, Scott, 

& Lamont, 1977). An individual's cultural background and 

accompanying customs have generally been recognized by 

organizational behaviorists to influence the individual's 
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behavior as it is believed that the individual learns what 

is considered proper cultural behavior through socialization 

(Tosi et al., 1990). Culture is often operationally defined 

as learned beliefs or patterns of behavior, shared by whole 

groups of society, for dealing with and handling events 

(Henry, 1976). 

From a psychological perspective, values are studied in 

relation to individuals and societies' attitudes and 

personal motives (Vinson et al., 1977). Dukes (1955) 

addressed the issue of how and when values develop. 

According to Dukes (1955), individuals are born into a 

society which has already established norms and values. 

However, it is unclear as to the point in time at which the 

actual interiorizing of values occurs in the individual. 

This is especially important to note as these norms and 

values undergo a slow, but continuous process of change 

(Ronen, 1986) which is also apparent in the fact that young 

children until they enter adulthood seem to have a flexible 

scale of values (Dukes, 1955). 

Research holds that at a relatively early point in time 

of mental and emotional development, an individual seems to 

accept belonginess to a group of people and a society. 

Thus, individual group members conform to the norms of the 

group by accepting the value system and beliefs of that 

particular group. Therefore, according to Dukes (1955): 

The extent to which an individual identifies 
with a group would undoubtedly determine in part 
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how much his own value structure would be 
influenced, and conversely, his degree of 
acceptance would partly determine how much the 
group norm would be modified in his direction, 
(p. 38) 

According to Rokeach (1968), as soon as the value is 

internalized, that value provides the individual with the 

standard for guiding action, developing and subsequently 

maintaining attitudes toward objects and situations, 

justifying actions and attitudes, and making moral judgments 

and comparisons. Individuals hold values within an 

interconnected, hierarchical structure (Vinson et al., 

1977). An individual's hierarchical organization of values 

represents that individual's personal value system (Howard & 

Woodside, 1984) . Because individuals internally organize 

values in a hierarchical manner, they can choose more easily 

between alternative goals and actions as well as resolve 

conflict (Rokeach, 1979). According to Baier (1969), in 

their mind-set individuals organize and group values in such 

a way that creates values profiles. These profiles enable 

individuals to react to occurring situations in their life. 

In summary, Scheibe (1970) pointed out that "any 

statement about values points in two directions--toward a 

person and toward a valued event, object, or state of being" 

(p. 47). Thus, values can be either contextual or 

relational. In the sense of being contextual, values depend 

on a number of internal conditions, external stimuli, and 

response options. In the sense of being relational, values 
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illustrate the relationship between the individual and the 

valued object. Thus, values do not inhere in the individual 

or the object. Instead, they evolve "from the interaction 

or commerce between the person and his psychological 

ecology" (Scheibe, 1970, p. 47). 

Vinson et al. (1977) suggested that values could be 

studied as three mutually dependent and partially consistent 

concepts. These concepts include global values, domain-

specific values, and expectancy values. 

Global values, sometimes also referred to as cultural 

values, are an individual's most centrally held and enduring 

beliefs representing one of the deepest elements that make 

up the individual's value system (Rousseau, 1988). Global 

values provide the foundation for the individual's 

behavioral norms and are reflected in the individual's 

patterns of behavior; for example, in the way he or she 

communicates with others or makes decisions. These values 

are more abstract and generalizable than less centrally held 

beliefs. Because they are the most centrally held, global 

values are difficult to assess as they are not as tangible 

as the actions and behavior they cause in individuals 

(Rousseau, 1988) . Global values help individuals set 

priorities (Rousseau, 1988), thus aiding them in making 

important choices and evaluations (Vinson et al., 1977). 

They establish dominant or overall need orientations for the 

individual (Scott & Lamont, 1974); thus, these values are 
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highly significant to the individual's behavioral outcome. 

Global, or cultural values, (a) are learned through the 

processes of socialization and acculturation, (b) guide and 

direct an individual's behavior, (c) are permanent and 

dynamic, and (d) are widely held by each member of a culture 

(Assael, 1992). 

According to Vinson et al. (1977), global values 

consist of terminal and instrumental values. Terminal 

values, also referred to as end-states of existence, are 

divided into two dimensions: societal and personal. The 

societal dimension refers to whether the chosen behavior 

will lead to an outcome beneficial to society as a whole. 

The personal dimension refers to whether the chosen behavior 

will lead to an outcome beneficial to the individual (Crosby 

et al., 1990). Thus, terminal values lead to the holding of 

particular instrumental values. 

Instrumental values, also referred to as specific modes 

of conduct, are either internally or externally organized. 

Instrumental values that are internally organized are based 

on self-direction values. In contrast, instrumental values 

that are externally organized are either based on the 

individual's concern for others or on the individual's need 

to conform (Crosby et al., 1990). Instrumental values are 

the stimuli for individuals' assumed roles and interests, 

and therefore, they induce the incentive for involvement in 

activities (Carmen, 1978). 
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Domain-specific values, sometimes referred to as 

market-specific or consumption specific values, are values 

the individual obtains while experiencing a particular 

situation or activity. Behavior that is based on these 

situation-related experiences can only be explained or 

predicted within the context of the particular situation or 

activity (Vinson et al., 1977; Scott & Lamont, 1974). 

However, domain-specific values provide the link between 

global values and expectancy values (Vinson et al., 1977). 

Expectancy values, or product specific values, are the 

least centrally held values of an individual's value system. 

They are less abstract, are more tangible, and are comprised 

of descriptive and evaluative beliefs. In general, 

individuals hold thousands of expectancy values, hundreds of 

domain-specific values, but only dozens of global or 

cultural values (Vinson et al., 1977). 

The Values System Survey (VSS) developed by Performax 

Systems International identifies the dominating types of 

value systems. These value types are classified based on 

individuals' value-motivated behavior. Available literature 

about the VSS describes each dimension based on each 

system's goals, fears, perspectives, and lifestyle. The 

four value systems include the traditionalist, in-betweener, 

challenger, and synthesizer ("Values Analysis Profile 

Trainer," 1985) . 
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Members of the challenger value system are oriented 

toward self-preservation and satisfaction, fear a loss of 

personal well-being, face life through doubt and 

disenchantment, and live a lifestyle of self-expressed 

individuality. Members of the in-betweener value system are 

oriented toward self-assertion and happiness, fear inner 

conflict, face life through optimism and exploration, and 

live a lifestyle of socially acceptable individuality. 

Members of the traditionalist value system are oriented 

toward responsible living, fear a loss of social respect, 

face life through commitment and protection, and live a 

lifestyle of meaningful involvement. Members of the 

synthesizer value system are oriented toward the integration 

of the self with others, fear a lack of personal congruence, 

face life through pragmatic idealism and moderation, and 

live a lifestyle of personal activism ("Values Analysis 

Profile Research," 1985). 

Application of Values 
to the Workplace 

The view that values have a significant affect on 

individuals' behavior seems to be widely accepted as can be 

seen in the literature representative of research areas in 

psychology, sociology, marketing and consumer behaviors, and 

organizational behavior. In the field of organizational 

behavior, research on the concept of values has shown that 

values: 
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influence corporate decisions on strategy; cause many 
of the "people problems" within organizations; 
differentiate between organizations and between 
managers and nonmanagers; are directly related to 
indices of managerial success; and affect satisfaction 
with a group. (Munson, 1984, p. 14) 

Because values are transferred through cultures, most 

members of every culture hold very similar cultural values. 

However, each value will differ in regard to its importance 

to daily life and performance at work for every member of 

that society (Wilkie, 1990). For example, men rank values 

such as ambition, a sense of accomplishment, freedom and 

social recognition higher than women do. In contrast, women 

seem to value world peace, happiness, or self-respect more 

than man (Rokeach, 1973). 

Also, individuals' values influence how employees 

evaluate co-workers or supervisors. Co-workers and 

supervisors who are closer to the individual's value system 

are evaluated in a more positive light than those who are 

not as similar to the individual's value system (Jensen et 

al., 1990). According to Ronen (1986): 

Values help to shape an individual's 
perception of a situation, influence decisions and 
solutions to problems, affect interpersonal 
relationships, define what may or may not be 
ethical behavior, and help determine how well an 
individual will accept or resist various 
organizational pressures. (p. 198) 

Therefore, each individual's values and value system will 

influence his or her behavior at work in regard to 

performance and ability to work with others. 
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According to Ronen (1986), individuals' behavior will 

be influenced by certain kinds of values. Potential work 

related values can be divided into two categories: weak or 

nonrelevant values and conceived values. Nonrelevant or 

weak values have no impact on individuals' behavior in the 

workplace. Conceived values, however, have at least the 

potential of influencing individuals' behavior based on the 

individual's needs. Thus, conceived values "can be viewed 

as the link between needs and action" (Locke, 1991, p. 291) 

because they allow individuals to satisfy their needs. 

Gender-Role Orientation 

Over the past three decades the American labor force 

has experienced a continuous increase of participation by 

women. This development has been paralleled by an increase 

of research studies concerning "differences between the 

sexes" (Havighurst, 1983, p. 60). Studies have attempted to 

answer questions in regard to "the kinds of jobs that are 

appropriate for women" (Havighurst, 1983, p. 60). In 

addition, research studies have specifically focused on sex 

differences in leadership (Gurman & Long, 1992; Korabik, 

1982), trait argumentativeness (Rancer & Dierks-Stewart, 

1984), locus of control and occupational status (Kapalka & 

Lachenmeyer, 1988), and career choice (Baker, 1987; Astin, 

1984) . 
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Early research studies which focused on the differences 

between men and women based on biological sex assumed that 

masculinity and feminity is a unidimensional, bipolar 

construct. However, since the 1970s the approach to 

studying differences among the sexes based on biological sex 

has shifted to studying differences among the sexes based on 

individuals' gender-role orientation. The common belief 

that individuals are effective in the workplace because of 

their gender-role orientation rather than their biological 

sex has emerged with the conceptualization of androgyny 

(Marsh & Myers, 1984) . According to Bem (1974), an 

individual might not be oriented to either masculine or 

feminine gender-roles, but might be androgynous, i.e., have 

both masculine and feminine approaches, and thus be able to 

adapt to the appropriateness of a particular situation, 

behave accordingly, and be more effective. Individuals who 

are either strongly masculine or feminine sex-typed might be 

impaired in their effectiveness on the job as they are not 

able to adjust their behavior to the situation (Bem, 1974). 

No clear definitions of what constitutes 

characteristics of masculinity or femininity seem to exist. 

However, American culture has ideas "about what comprises 

masculinity and femininity, including the belief that men 

should act as leaders and women should not" (Gurman & Long, 

1992, pp. 391-392) . Kapalka and Lachenmeyer (1988) 

described masculinity as "embodying a cluster of 
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instrumental abilities (including assertiveness, dominance, 

independence, competitiveness)" and femininity as being 

characterized by "expressiveness (including affection, 

compassion, tenderness, warmth)" (p. 417). Although 

disagreement continues on the definition and measurement of 

the construct of androgyny, even traditional personality 

theorists seem to agree that masculinity and femininity 

should not be considered to be traits on a bipolar continuum 

(Marsh & Myers, 1984). 

Conceptualization and Development 
of Gender-Role Orientation 

Before 1973 masculinity and femininity were considered 

to be a unidimensional, bipolar construct. This assumption 

implied that individuals were either feminine or masculine 

and that "to be more feminine (masculine) a person must 

necessarily be less masculine (feminine)" (Marsh & Myers, 

1984, p . l ) . It was also believed that this bipolar 

construct of masculinity and femininity is correlated to 

individuals' biological sex. "An individual's behavior and 

his occupation are influenced by a variety of roles . . . , 

but perhaps no role plays so important a part as the role 

defined by the person's sex" (Berdie, 1959, p. 327). 

Individuals' behavior was believed to be influenced by their 

perception of how members of the same sex acted (Berdie, 

1959). Thus, in order to comply with the norms of society 

against which individuals were to be evaluated and which had 
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been learned through early socialization during childhood 

and reinforced by the educational system (Havighurst, 1983), 

individuals were believed to behave in accordance to 

"cultural definitions of sex-appropriate behavior" (Bem, 

1981, p. 4). 

However, Constantinople (1973) challenged the 

unidimensional, bipolar construct and, instead, proposed 

that masculinity and femininity are two independent 

constructs. This new theoretical development of masculinity 

and femininity brought into place the concept of androgyny 

(Bem, 1974) . Androgyny implies that individuals have 

characteristics of both: masculinity and femininity, i.e., 

they can "be both compassionate and assertive, both 

expressive and instrumental, both feminine and masculine, 

depending upon the situational appropriateness of these 

various modalities" (Bem, 1981, p.4). As assumptions of a 

unidimensional, bipolar construct "might have been socially 

acceptable in the 1960's, it is not acceptable in the 1980's 

[due to] the social Zeitgeist of the Womens Movement" (Marsh 

& Myers, 1984, p. 1) and continuous participation of women 

in the labor force. 

Currently, researchers seem to agree that masculinity 

and femininity are not a bipolar, unidimensional construct. 

However, disagreement about the definition and measurement 

of the androgyny construct seems to continue among 

researchers (Marsh & Myers, 1984). Interest in the concept 
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of androgyny exists as researchers continue to use the Bem 

Sex-Role Inventory (BSRI), one of the most popular measures 

of androgyny. The continuous application of the BSRI is 

paralleled by further assessments of its validity and 

reliability, as well as the concept of androgyny itself 

(Ballard-Reisch & Elton, 1992; Wong, McCreary, & Duffy, 

1990; Archer, 1989; Schmitt & Millard, 1988; Marsh & Myers, 

1984) . 

Marsh and Myers (1984) proposed that androgyny is a 

much more complex concept than described by Bem (1974). 

They pointed out that masculinity and femininity should be 

looked at as "two higher-order factors reflecting a complex 

of more specific facets" (p. 25). Thus, androgyny would not 

represent a single construct, but rather "a theoretical 

hypothesis about the relationship between global masculinity 

and global femininity, and their relationship to other 

constructs such as self-concept and social competency" 

(Marsh & Myers, 1984, p. 25). Archer (1989) also supported 

the notion that masculinity and femininity should be viewed 

as a multidimensional rather than a unidimensional construct 

as it has been associated with Bem (1974). However, Schmitt 

and Millard (1988) have found the BSRI to have internal 

consistency, and Yanico (1985) and Wong et al. (1990) have 

found the BSRI to have moderate long-term reliability and to 

be a reliable instrument respectively if employed within the 

construct as described by Bem (1974) . 
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Applying the concept of gender-role orientation as a 

unidimensional construct, Sandra L. Bem developed the Bem 

Sex-Role Inventory (BSRI) to measure the following four 

gender-role orientations: (a) masculine, (b) feminine, 

(c) androgynous, and (d) undifferentiated. Individuals with 

a masculine gender-role orientation are characterized as 

stereotypical masculine (e.g., ambitious, self-reliant, 

independent, assertive). Individuals with a feminine 

gender-role orientation are characterized as stereotypical 

feminine (e.g., affectionate, gentle, understanding, 

sensitive to the needs of others). Androgynous individuals 

are characterized as having both characteristics; i.e., 

being masculine and feminine and being capable of adapting 

their behavior in accordance to a particular situation. 

Undifferentiated individuals are characterized as exhibiting 

neither feminine nor masculine sex stereotypes (Bem, 1981). 

The original form of the BSRI was published in 1974 and 

consisted of 60 items of which 20 items represent 

personality characteristics socially desirable for men, 20 

items represent personality characteristics socially 

desirable for women, and the remaining 20 representing 

filler items which are considered neutral with respect to 

sex stereotypes (Bem, 1981). The short form of the BSRI 

which is employed in this study consists of 30 items and is 

a refinement of the original BSRI. Researchers will 
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continue to use the BSRI until there is a more appropriate 

inventory available that has been accepted. 

Application of Gender-Role Orientation 
to the Workplace 

The view that gender-role orientation rather than 

biological sex has a significant influence on individuals' 

behavior in the workplace seems to be widely accepted (Bem, 

1974; Marsh & Myers, 1984; Korabik & Ayman, 1987; Basow & 

Medcalf, 1988; Gurman & Long, 1992; Sachs et al., 1992). 

Studies of gender-role orientation have focused, for 

example, on areas of leadership, self-esteem, locus of 

control, career decision making, trait argumentativeness, 

and occupational status. Although more women continue to 

participate in the work force (Bureau of Labor Statistics, 

1992; Sachs et al., 1992) and opportunities for women seem 

to become more equal (Astin, 1984; Havighurst, 1983), the 

workplace is still described as a "male culture" (Sachs et 

al., 1992, p. 90). Thus, individuals who are masculine or 

androgynous in their gender-role orientation seem to be more 

effective and successful on the job (Keys, 1985; Williams & 

Miller, 1983). 

The importance of leadership to organizational success 

has been well documented (Gurman & Long, 1992). Results of 

leadership studies demonstrate that biological sex is not an 

important variable in determining leadership style and 

leader effectiveness (Gurman & Long, 1992; Korabik & Ayman, 
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1987). In their study, Korabik and Ayman (1987) found that 

individuals with a masculine gender-role orientation relate 

to a leadership style "high in initiating structure and to a 

competitive conflict resolution style" (p. 11). Individuals 

with a feminine gender-role orientation related to conflict 

resolution styles of consideration and accommodation. 

Androgynous individuals were found to be more effective 

managers as they expressed "higher job satisfaction, lower 

job stress, and higher self ratings of performance" (p. 13). 

Masculinity has also been related to Type A managers. 

Individuals high on masculinity score significantly higher 

on Type A behavior (Stevens, Pfost, & Ackerman, 1984; Auten, 

Hull, & Hull, 1985; Korabik & Ayman, 1987). Type A behavior 

in managers has been associated with more aggressive 

behavior, greater likelihood of coronary heart disease 

(Auten et al., 1985) and lower job satisfaction as they are 

often not promoted into upper-level management positions 

(Korabik & Ayman, 1987) . Although masculine behaviors are 

believed to lead to positive social consequences more often 

and to be more effective than feminine behaviors, 

androgynous individuals seem to be better adjusted 

psychologically and thus to be more effective managers and 

leaders (Stevens et al., 1984; Auten et al., 1985). As 

androgynous individuals "possess equally well-developed 

masculine and feminine repertoires, their masculine 
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repertoire might account for their higher level of 

functioning" (Stevens et al., 1984, p. 1338). 

Communication represents the link between all 

management functions (Tosi et al., 1990; Ronen, 1986). 

Argumentative communication, especially, is a widespread 

form of human communication. It takes place in 

"interpersonal and small-group decision-making, conflict 

resolution, and in social contexts in general" (Rancer & 

Dierks-Stewart, 1984, p . l ) . To be less argumentative can 

lead to detrimental consequences in the workplace. 

Individuals who rate low on argumentativeness are less 

likely to be selected as leaders, less influential on group 

decisions, and more passive. Individuals who rate high on 

argumentativeness are more likely to enhance problem-solving 

and decision-making skills, to reduce ego-centric thinking, 

and to improve "accuracy in social perspective-taking which 

facilitates self-concept development and social 

intelligence" (Rancer & Dierks-Stewart, 1984, p. 4). 

Rancer and Dierks-Stewart (1984) found that individuals 

with a masculinity gender-role orientation were 

significantly higher in trait argumentativeness than 

individuals who were classified as androgynous, feminine, or 

undifferentiated. They further determined that masculine 

individuals tend not to avoid arguments, whereas feminine 

and undifferentiated individuals do. Androgynous 

individuals, however, did not emerge with high or low 
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avoidance tendencies. This finding supports the common 

belief that androgynous individuals are characterized by 

"behavioral flexibility and sensitivity to situational 

conditions" (Rancer & Dierks-Stewart, 1984, p. 16). 

As communication is a vital part in the interaction 

among individuals and as careers become more focused on 

communication and information dissemination, androgynous 

individuals seem to benefit from their ability to engage in 

whatever communication behavior seems appropriate in a 

particular situation. Thus, due to their better 

communication skills, androgynous individuals are considered 

more effective in the workplace. 

A Business Solution to an 
Educational Problem 

Locke and Latham (1990) promoted the following model 

(Figure 1) to be applied to the educational system in order 

to develop more competitive and better educated students. 

According to Locke and Latham (1990), "The High Performance 

Cycle," originally developed to improve work motivation and 

satisfaction in the workplace, draws on theories such as 

goal setting, expectancy, social-cognitive, attribution, job 

characteristics, equity, and turnover-commitment. In order 

for the model to be implemented successfully, the employee, 

at first, is faced with a high challenge or difficult goals. 

High performance will result if the employee had a high 

level of self-efficacy or a high level of expectancy of 
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ĝ  
W 0) 

CO 

o 
CTi 
CTi 

4-) 
CO 
h^ 

•o 
c 
CO 

0) 
>: 
u 
o 

0) 

o 
>1 o 
<D 
O 
C 
CO 

O 
«4-i 
>-i 
Q) 

a, 
en 

.c 
EH 

0) 

- H 

62 



success. Also, commitment to the goals, feedback, adequate 

ability, and low situational constraints are necessary in 

order for high performance to occur. Locke and Latham 

(1990) explained why "The High Performance Cycle" model can 

contribute to high performance in the following way. Goal-

setting theory asserts that "task performance is regulated 

directly by the conscious goals that individuals are trying 

for on the task" (p. 240). Thus, as shown by numerous 

studies, specific and more difficult and challenging goals 

will lead to better performance than specific and easy 

goals. 

In addition, commitment to the goals is essential, 

i.e., individuals truly must attempt to attain them. Lack 

of commitment will lead to lower performance. Feedback, 

ability and situational constraints are three additional 

moderating factors which will lead to better performance. 

For example, feedback will only be effective in meeting 

goals if it "allows performance to be tracked in relation to 

one's goals" (Locke & Latham, 1990, p. 241). Also, 

individuals must have the ability to meet their goals. If 

they are unable to carry out the task, it is unlikely that 

they will achieve their goals (Locke, 1982). In addition, 

situational constraints must not inhibit goal attainment 

(Locke & Latham, 1990) . 

In regard to high expectancy and self-efficacy, Locke 

and Latham (1990) explain that high expectancy and 
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self-efficacy are positively related to high performance. 

For example, if an individual has higher expectations of him 

or herself, performance will be positively influenced, i.e., 

within a given goal difficulty level, the relationship 

between expectancy and performance is positive. Self-

efficacy "includes not only one's estimate of the degree to 

which effort will pay off but also of one's ability, 

adaptability, creativity and capacity to perform in the 

situational context one is in" (Locke & Latham, 1990, 

p. 241). Thus, if an individual believes that he or she has 

the ability to achieve a goal, performance of this 

individual is believed to be higher. 

Finally, Locke and Latham (1990) explained how the 

mediating mechanisms of effort, persistence, direction, and 

task strategies affect performance. If individuals have 

high goals and high self-efficacy, they are more persistent 

in obtaining their goals. Thus, they also exert more effort 

(work harder) on carrying out their tasks. Because 

individuals have set goals, they have given direct attention 

toward the specific actions they have to take in order to 

meet their goals. Finally, individuals develop plans and 

strategies to aid them in achieving their goals. 

According to Locke and Latham (1990), "The High 

Performance Cycle" could be implemented in the field of 

education in the following way: 

The first step in introducing the cycle would 
be to demand more of our students, starting in 
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elementary school. Teachers also need to persuade 
students that they are capable of accomplishing 
more than they are now accomplishing (Collins & 
Tamarkin, 1982) and to train students to use 
effective learning strategies. Constructive 
feedback needs to be provided showing progress in 
relation to goals and regarding the effectiveness 
of learning strategies used. Increasing success 
in learning will enable students to feel more 
efficacious and to take greater pride in their 
performance. (p. 245) 

The application of Locke and Latham's (1990) "High 

Performance Cycle" to the study at hand can be seen in 

Figure 2. The "Modified High Performance Cycle" provides 

the theoretical foundation for the study at hand. High 

performance is replaced by students' preparedness to compete 

in the workplace. However, the focus of this study is not 

on academic achievement which can be measured by GPA, GRE or 

GMAT scores. Instead, the focus of this study measures 

students' performance in regard to candor, achievement 

history, social ability, "winner's" image, initiative and an 

overall success quotient. These measures have been shown to 

relate to the five competencies and three foundations 

identified by SCANS (1991) and are believed to be 

representative of some of the necessary attributes of an 

individual leading to high performance in a variety of work 

settings. 

High expectancy and self-efficacy in "The High 

Performance Cycle" are replaced by students' gender-role 

orientation, personality type, and value system. "Self-

efficacy (expectancy) are considered to be the most direct 
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and immediate motivational determinants of performance" 

(Locke, 1991, p. 293). 

Research has shown that individuals with a feminine 

gender-role orientation seem to have lower expectations or 

self-efficacy than individuals with an androgynous or 

masculine gender-role orientation in regard to achievement, 

self-esteem, and performance in the workplace. Instead of 

crediting themselves for their performance, they attribute 

their success to external factors (Levy & Baumgardner, 1991; 

Beyer, 1990; Sleeper & Nigro, 1987; Hennig & Jardim, 1977). 

Thus, feminine gender-oriented individuals are expected to 

set less difficult goals for themselves although they would 

be capable of achieving higher goals. This in turn would 

increase their level of self-efficacy (Levy & Baumgardner, 

1991). 

Because not every individual is alike, personality is 

another variable to be considered in relation to self-

efficacy and expectations (Gist & Mitchell, 1992; Levy & 

Baumgardner, 1991). Not all people think they can achieve 

high goals; thus, self-efficacy affects their performance 

"both directly and indirectly through its effects on goal 

choice and commitment" (Mento, Locke, & Klein, 1992, 

p. 404). Individual personality differences such as locus 

of control, self-esteem, or higher order need strength 

affect individuals' performance. 
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Weiss and Adler (1984) pointed out that in the past 

researchers only seem to have considered the role of 

personality variables in organizational behavior on a 

superficial level. Also, the methodologies used in studying 

personality variables seem to have been limited. Thus, 

Weiss and Adler (1984) proposed that researchers need to 

begin to think about how an individual's personality relates 

to theories of organizational behavior. 

Gist and Mitchell (1992) explained that the construct 

of individuals' self-efficacy is a combination of three 

variables. These variables include an analysis of task 

requirements, an attributional analysis of past experience, 

and an assessment of personal and situational resources and 

constraints. Individuals' assessment of self includes 

"consideration of personal factors (e.g., skill level, 

anxiety, desire, available effort), as well as situational 

factors (e.g., competing demands, distractions) that impinge 

on future performance" (Gist & Mitchell, 1992, p. 190). 

Finally, as values are believed to guide individuals' 

actions and judgments (Rokeach, 1968), they also lead 

individuals' decisions in regard to their own belief of 

being capable to perform a specific task; that is, assessing 

their own self-efficacy. Theories in the field of 

psychology propose that "an integrated and cohesive self 

facilitates the internalization of coherent goals and 

values" (Blustein, 1989, p. 195). Those who have 
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internalized coherent goals and values have exhibited their 

capability of engaging in self-initiated activities in a 

number of different situations (Blustein, 1989). 

Self-efficacy affects performance through behavioral 

choices such as goal level, effort, priorities, and 

persistence (Gist & Mitchell, 1992). Thus, if individuals 

apply their value system in order to determine whether "some 

general state of existence is personally and socially worth 

striving for" (Assael, 1981, p. 263), they will evaluate 

their own priorities, the effort it will take to perform, 

and their capability of performing in order to come to a 

decision. 

Besides an individual's gender-role orientation, 

personality type, and value system, the researcher 

recognizes the importance of other variables such as a 

teacher's attributes and attitudes, teaching methods and 

techniques, or student's birth order to possibly affect the 

acquisition of these necessary skills. However, due to the 

complexity of Locke and Latham's model, the variables 

investigated in this study are limited to student's gender-

role orientation, personality type, and value system. 

In addition, the researcher acknowledges that every 

individual is a composite of one's personality, values, and 

gender-role orientation. All three constructs are believed 

to influence an individual's behavior on the job. However, 

the review of research and literature related to this study 
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did not lead the researcher to believe that there are 

interactions among the three variables. The instruments 

used in assessing respondents' personality type, value 

system, and psychological gender treat these variables as 

separate constructs. Statistical support can be found in 

Appendix F which shows correlation matrices for the three 

variables. Therefore, for the purposes of the study, each 

variable is assumed to be independent of each other. 

Summary 

Education seems to play an important role in preparing 

students for their future (Drucker, 1989; Tinto, 1987). 

This future includes students' participation in their 

communities, their ability to raise a family, and their 

opportunities "to enjoy the leisure that is the fruit of 

their labor" (SCANS, 1991, p. 1). In addition, as one of 

the socialization agents, the educational system seems to 

strengthen the values of a society within its members, to 

deepen role-specific behavior of members of a society, as 

well as to reinforce students' personalities which are 

reflected in their behavior (McCoy, 1990). 

Unfortunately, American students--who are among the 

worst-educated students of the western industrial nations 

(Locke & Latham, 1990)--are not able to fulfill the 

"American Dream" (Drucker, 1989), nor are they able to 

support American organizations in their effort to compete in 
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a global world market (SCANS, 1991; Locke & Latham, 1990). 

Thus, Locke and Latham (1990) proposed a business solution 

to an educational problem; i.e., the application of "The 

High Performance Cycle"--traditionally used in 

organizational behavior context--to the educational setting. 

In this model, the authors proposed that if students have 

specific high goals, high expectancy, and self-efficacy, 

they will perform higher than if they have lower goals, low 

expectancy, and no belief in their own capabilities. Thus, 

educators need to be more challenging of their students in 

the classroom and they need to help students to develop the 

skills that are necessary for high performance at work. 

These skills include the following: five competencies 

and a three-part foundation. Competencies include: 

(1) identification, organization, planning, and allocation 

of resources; (2) interpersonal competence of working with 

others; (3) acquisition and proper use of information; 

(4) understanding of the complex inter-relationships of 

systems; and (5) competence to work with a variety of 

technologies. Foundations include: (1) knowledge of basic 

skills such as reading, writing, performing of arithmetic 

and mathematical operations, listening, and speaking; 

(2) possession of thinking skills, such as creative 

thinking, decision making, problem solving, visualizing, and 

learning and reasoning skills; and (3) possession of 

personal qualities such as responsibility, self-esteem, 
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sociability, self-management, integrity, and honesty (SCANS, 

1991). 

As there are no measurement instruments currently known 

to be available to measure all of these skills, the HPP/SQ 

appears to be the most adequate instrument to measure some 

of the skills identified by SCANS (1991). The skills 

measured by the HPP/SQ include candor, achievement history, 

social ability, "winner's" image, initiative, and an overall 

success quotient. 

An individual's gender-role orientation, personality 

type, and value system are believed to influence the 

individual's behavior in the workplace, and thus his or her 

performance. For example, research has shown that 

androgynous individuals seem to be more balanced and more 

effective managers, and to respond more effectivley to a 

variety of situations (Korabik & Ayman, 1987; Williams & 

Miller, 1983) . In addition, women who are androgynous or 

masculine in their gender-role orientation seem to have a 

higher level of self-esteem and self-worth (Mullis & 

McKinley, 1987) and seem to have greater confidence in 

attaining career goals than women who have a feminine or 

undifferentiated gender-role orientation (Bennett, 1982). 

Thus, it appears that individuals who have a masculine or 

androgyous gender-role orientation will be better prepared 

for and more successful in the workplace. 
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In organizational behavior theories, individuals' 

personalities are thought to relate to their actions and 

behaviors, and thus their performance on the job. Thus, it 

is assumed that based on their personality type individuals 

will differ in regard to their acquisition of the skills 

needed to perform on the job. A number of personality 

theories such as (a) the psychoanalytical theory (Freud, 

1971), (b) the self-concept theory (Assael, 1992; Tosi et 

al., 1990), (c) the social theory (Drenan, 1983; Walters, 

1978), (d) the learning theory (Tosi et al., 1990), and 

(e) the trait theory (Allport, 1937) have been developed to 

explain the construct of personality and how it influences 

individuals' performance. 

Although personality variables are believed to affect 

individuals' performance, past research of instruments that 

assess individuals' personalities has shown only weak 

predictability of these variables in relation to performance 

on the job. However, research studies have emerged 

demonstrating that personality instruments have been 

developed which predict an improved relationship between 

personality variables and performance. 

An individual's values and value system have also been 

acknowledged to have a significant impact on the 

individual's performance. Values are deeply rooted within 

the individual and are believed to be expressed in his or 

her attitude toward work or a task at hand. They are also 
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believed to act as motivators to perform. Thus, it is 

thought that students who differ in regard to their values 

will also differ in regard to their preparedness to perform 

in the workplace. 
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CHAPTER III 

METHODOLOGY 

The methodology which was followed in this study is 

explained in the following sections: (a) research design, 

(b) population and sample, (c) instrumentation, (d) pilot 

study, (e) data collection, (f) data analysis, and 

(g) hypotheses. 

Research Design 

A descriptive research design was used to answer the 

hypotheses of the study. A descriptive research design is 

appropriate in order "to test hypotheses or answer questions 

concerning the current status of the subject of the study" 

(Gay, 1987, p. 10). Descriptive data were collected to 

describe the sample in regard to respondents' gender, major, 

age, college classification, ethnic background, birth order, 

parents' level of education, and number of years of work 

experience during college and high school. 

Inferential statistics were collected to answer the 

hypotheses of the study; i.e., to investigate whether there 

are differences in regard to students' preparedness for the 

workplace based on respondents' personality type, value 

system, and psycholgocial gender. The variables selected 

for the study reflect variables that have been identified 
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through the review of relevant related research and 

literature. 

External validity refers to the researcher's ability to 

generalize the results of the study from the sample to the 

population from which the sample was drawn (Gay, 1987) . One 

of the threats to external validity occurs if the sample is 

not representative of the population. The best protection 

for equal representation occurs when a sample has been 

randomly selected. However, as this study was descriptive 

in nature, a convenience sample has been used which was 

selected through cluster sampling. 

Cluster sampling is a sampling process in which groups, 

not individuals, are randomly selected from the population. 

This process is used when a population is very large or 

extends over a large geographic area, or when researchers 

may not have the control over the subjects he or she would 

like (Gay, 1987) . A disadvantage to cluster sampling is 

that the sample might not be truly representative of the 

population. However, cluster sampling was the most 

appropriate sampling method to be applied in this study 

because of the administration of the instrument. 

Sampling error refers to "chance variation among the 

means" (Gay, 1987, p. 379) due to influences not under the 

control of the researcher. Sampling errors are normally 

distributed and can be controlled if a sufficiently large 

number of samples are selected from the population. Thus, 
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sampling error for this study was controlled through the 

selection of a sample large enough to be representative of 

the population. 

Finally, measurement error refers to inconsistencies in 

measurements. Thus, measurement error was controlled by 

employing instruments which have been shown to be reliable 

and valid. 

Population and Sample 

The population of the study consisted of all senior 

undergraduate students at Texas Tech University enrolled in 

the spring semester 1994. The sample for the study was 

selected through cluster sampling. Courses selected for the 

study were senior level courses offered in the spring 

semester 1994. 

Based on enrollment figures for the fall of 1993 (5,448 

senior undergraduates) provided by the Office of 

Insititutional Research at Texas Tech University, the 

percentage of student enrollment per college was determined. 

Following the procedures of cluster sampling, the respective 

percentage for each college was multiplied by the 

appropriate size of the sample which had been determined 

through the pilot study. The sample was determined to 

consist of 84 students from the College of Agricultural 

Sciences, 36 students from the College of Architecture, 528 

students from the College of Arts and Sciences, 180 students 
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from the College of Business Administration, 60 students 

from the College of Education, 144 students from the College 

of Engineering, and 168 students from the College of Human 

Sciences for a total of 1,200 students. 

Instrumentation 

The instrument used to collect the data was a self-

report questionnaire administered to the sample in the 

classroom (see Appendix A). The format of the questionnaire 

was designed using Dillman's (1978) Total Design Method 

(TDM) as a guideline. The questionnaire was designed to 

elicit information from senior undergraduate students and 

consisted of five parts with each part designed to elicit 

information in regard to the independent (classification 

variable) and dependent (outcome variable) variables. The 

questionnaire was constructed to assess information in 

regard to respondents' (a) personality types, (b) value 

systems, (c) psychological gender, (d) preparedness for the 

workplace, and (e) demographic profile. 

The first section of the questionnaire collected 

information regarding respondents' personality type. This 

section required respondents to choose those behaviors which 

are most-to-least characteristic of themselves in a 

particular situation. Respondents chose from four behaviors 

within ten groups. The sets of words were concerned with 

the specific ways of how people think, feel, and act in 
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certain situations. Based on the respondents' responses, 

one of four possible personality types emerged which 

determined each respondent's specific personality type. 

This instrument describes the four behavioral styles or 

needs-motivated behavior as either the (a) dominance type, 

(b) influencing type, (c) steadiness type, or (d) cautious 

type. The Personal Style Survey (PSS), copyrighted and 

marketed by Performax Systems International, Inc. ("Personal 

Profile System," 1986), has been used by researchers and 

practitioners for 30 years. The instrument has been tested 

by researchers and is considered a reliable and valid 

personality assessment instrument. The PSS has been 

compared to the following personality assessment tests and 

has been found to correlate highly with each of the tests: 

(a) the Wechsler Adult Intelligence Scale, (b) the Myers-

Briggs Type Indicator, (c) the Cattell 16 Personality Factor 

Questionnaire, (d) the Minnesota Multiphasic Personality 

Inventory, and (e) the Strong-Campbell Interest Inventory 

(Kaplan & Kaplan, 1983) . The advantages of the PSS include 

"economy of time, simplicity of concepts about one's 

personality, . . ., [and] ease of administration to large 

numbers of people" (Kaplan & Kaplan, 1983, p. 36). 

The second section of the questionnaire collected 

information regarding respondents' value systems. This 

section required respondents to choose those values which 

are most-to-least characteristic of themselves in a 
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particular situation. Respondents chose from four behaviors 

within ten groups. The sets of words are concerned with the 

personal values which provide the foundation for 

individuals' choices and actions. Based on the respondent's 

responses, one of four possible value systems emerged which 

determined each subject's specific value system. This 

instrument describes the four behavioral styles or value-

motivated behavior as either the (a) traditionalist style, 

(b) in-betweener style, (c) challenger style, or 

(d) synthesizer style. The Values System Survey (VSS), 

copyrighted and marketed by Performax Systems International, 

Inc. ("The Values Analysis," 1981), has been analyzed for 

content validity, construct validity, criterion validity, 

inter-rater reliability, internal-consistency reliability, 

and test-retest reliability. Results indicate that the VSS 

is a valid and reliable instrument ("Values Analysis Profile 

Research," 1988; "Values Analysis Profile Trainer," 1985). 

The advantages of the VSS include that it collects 

information in a rapid and economical manner. 

The third section of the questionnaire collected 

information in regard to respondents' psychological gender. 

The instrument used to collect this data is the short 

version of the Bem Sex Role Inventory (BSRI). The BSRI 

consists of ten adjectives describing masculine personality 

characteristics, ten adjectives describing feminine 

personality characteristics, and ten adjectives describing 
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neutral characteristics. Respondents were required to 

indicate on a Likert-type scale from one (never tmie) to 

seven (always true) how well each characteristic describes 

themselves. The BSRI renders the following four sex role 

orientations: (a) feminine, (b) masculine, (c) androgynous, 

and (d) undifferentiated. The short version of the BSRI, 

developed by Sandra Lipsitz Bem and published by Consulting 

Psychologists Press, Inc. (Bieger, 1985), has been used by 

researchers since 1981. Findings from several studies have 

shown the BSRI to have construct validity and reliability. 

Construct validity has been established through the design 

of empirical research. Reliability has been established 

through test-retest and internal consistency methods. Using 

the test-retest method, correlation coefficients have been 

reported to range from .76 (male scores on the masculinity 

scale on both BSRI forms) to .94 (female scores on the 

original masculinity scale). Internal consistency 

coefficients of reliability ranged from .75 for females on 

the femininity scale of the original form to .90 for males 

on the undifferentiated scale of the short form (Bieger, 

1985) . 

The fourth section of the questionnaire collected 

information in regard to respondents' preparedness for the 

workplace. It consisted of 150 true-false items grouped 

into the following five scales: (a) Achievement History (33 

items), (b) Candor (16 items), (c) Initiative (33 items), 
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(d) Social Ability (40 items), and (e) "Winner's" Image (28 

items). The total score referred to as the Success Quotient 

measures overall potential for "success" in the workplace 

(Inwald & Brobst, 1988). 

The Hilson Personnel Profile/Success Quotient (HPP/SQ), 

marketed and copyrighted by Hilson Research, Inc. (Inwald & 

Brobst, 1988), has been analyzed for reliability by testing 

for internal consistency and test-retest reliability, and 

for construct and concurrent validity by comparing the 

instrument to the MMPI, the Inwald Personality Inventory 

(IPI), and the California Psychological Inventory (CPI). 

The HPP/SQ has not been tested for predictive validity as it 

only has been used since the late 1980s. The HPP/SQ has 

been shown to be a reliable and valid instrument. In regard 

to reliability, Cronbach's alpha coefficient has been 

reported for each of the scales ranging from .76 (social 

ability) to .80 (candor), with a mean of .78. Test-retest 

reliability studies have yielded a mean correlation 

coefficient of .78 for the five scales, ranging from .74 

("winner's" image) to .84 (social ability) (Law, 1992). 

Concurrent validity studies comparing the MMPI, the 

IPI, and the CPI with the HPP/SQ demonstrate the validity of 

the HPP/SQ. Construct validity has also been tested using 

factor analysis. The findings suggest "that the HPP/SQ 

scales comprise a single factor that accounts for 47% of the 

variance" (Inwald & Brobst, 1988, p. 61). The advantages 
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of the HPP/SQ include the relatively short examination time, 

the nonthreatening nature of item content, and the 

flexibility of its administration (Law, 1992) . 

The fifth section of the questionnaire collected 

information regarding the respondents' demographic profile. 

Questions one through ten included the following items: 

(a) social security number, (b) gender, (c) major, (d) age, 

(e) classification, (f) ethnic group, (g) birth order, 

(h) parents' educational level, (i) number of years of work 

experience during college, and (j) number of years of work 

experience during high school. 

Pilot Study 

The instrument was pilot tested by use of a convenience 

sample in the College of Human Sciences in the fall of 1993. 

The sample consisted of the senior undergraduate students 

enrolled in HUSC 4214 - Human Sciences Seminar. This course 

was believed to be representative of the senior 

undergraduate students enrolled in the College of Human 

Sciences as seniors from every major within the college are 

required to take this course during their senior year. 

The pilot group consisted of 186 students. Since not 

every student attended class, only 140 responses were 

collected. As the results of the pilot study indicated the 

pilot group to have homogenous variances, the appropriate 

sample size for the study could be determined. Another 
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purpose of the pilot study was to determine whether students 

needed to be supplied with a definition sheet for the 

Personality and Values System part of the questionnaire. 

Although a significant difference was only found for in-

betweeners, a decision was made to include definition sheets 

for the study. Also, the pilot study assisted in the 

development of instructions about how to fill out the 

questionnaire. Finally, it was determined that a 50-minute 

class period was sufficient for students to respond to the 

questionnaire. Only minor changes in the demographics 

section were made. 

Data Collection 

To collect the research data, the self-report 

questionnaire was administered to a cluster sample of the 

senior undergraduate student population at Texas Tech 

University. Once a total of 51 senior level courses had 

been selected for the study, the respective instructors were 

contacted during the first two weeks of February, 1994 and 

asked for their participation in the study. A sample of the 

contact letter can be found in Appendix B. A follow-up call 

was made one week after the contact letter had been sent. 

At that time a date for the administration of the instrument 

was arranged. If the instructor was not reached, two more 

follow-up calls were conducted. If, after these two follow-

up calls, instructors did not respond, it was determined 
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that they had chosen not to participate and their responses 

were considered a non-response. 

Data were collected from mid-March until mid-April, 

1994. The researcher administered the questionnaire to 

students for whom the instructors had agreed to participate. 

Once all the classes had been visited, the questionnaires 

were processed, and the data were tabulated and subjected to 

statistical analysis. 

Data Analysis 

Descriptive statistics were used to describe the sample 

in regard to its demographic profile. With the use of 

frequencies and percentages, the sample was described in 

regard to its distribution of (a) gender, (b) major, 

(c) classification, (d) ethnic background, (e) birth order, 

(f) age, (g) parents' educational level, (h) number of years 

of work experience during college, and (i) number of years 

of work experience during high school. Frequencies and 

percentages were also used in order to describe the sample 

in regard to respondents' personality type, value systems, 

and psychological gender. 

Inferential statistics were used to answer the 

hypotheses of the study. One-Way Multivariate Analysis of 

Variance (MANOVA) was chosen for several reasons. First, as 

a paramatric test, MANOVA is considered to be more powerful; 

that is, it is more likely to reject a null hypothesis that 
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is false. Second, MANOVA is also more robust; that is, some 

of the assumptions underlying parametric tests can be 

violated and the "same decision is made concerning the 

statistical significance of the results" (Gay, 1987, 

p. 417). Assumptions underlying MANOVA include that 

(1) respondents are selected independently, (2) the variable 

measured is normally distributed, and (3) there is 

homogeneity of variance among the comparison groups. Equal 

cell sizes are also important in order to interpret the 

findings of MANOVA without limitations. However, 

statistical procedures exist which take unequal cell sizes 

into consideration. General Linear Models procedure which 

was used in this study is one of those procedures. Third, 

MANOVA is appropriate because testing of the hypotheses 

involves more than two dependent variables and three 

independent variables each with four levels. However, 

because it is assumed that the three independent variables 

are independent of each other, a One-Way MANOVA will be 

applied for each hypothesis and therefore no interaction 

effects among the three independent variables will be 

examined. 

If there are more than two levels of an independent 

variable and a significant difference has been detected, 

MANOVA does not indicate among which of the different levels 

the significant difference exists. Thus, a One-Way Analysis 

of Variance with Multiple Comparisons was employed for each 
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level of the independent variables for which a significant 

difference was detected in order to determine between which 

dependent variables significant differences exist. The post 

hoc multiple comparison tests used in the study were the 

Student-Newman-Keuls test and the Duncan's Multiple Range 

test. Initially, for all statistical tests, the probability 

level was set at .05 as this figure was considered standard 

in the behavioral sciences. However, in order to strengthen 

the results of the study, the probability level was set at 

.0167 after the data had been subjected to the statistical 

analysis. 

Hypotheses 

Based on the problem and the purpose of the study, the 

following three hypotheses were formulated. 

Hypothesis 1. There is a significant difference 

between senior undergraduate students when characterized by 

personality types in regard to preparedness to perform in 

the workplace as measured by the following scales: 

a. Candor, 

b. Achievement History, 

c. Social Ability, 

d. "Winner's" Image, 

e. Initiative, and 

f. Success Quotient. 
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Data utilized to test this hypothesis was taken from 

the first part of the questionnaire which assessed 

respondents' personality type and from the fourth part of 

the questionnaire which assessed respondents' preparedness 

for the workplace. The parametric test used to analyze the 

data was a MANOVA. 

Hypothesis 2. There is a significant difference 

between senior undergraduate students when characterized by 

value systems in regard to preparedness to perform in the 

workplace as measured by the following scales: 

a. Candor, 

b. Achievement History, 

c. Social Ability, 

d. "Winner's" Image, 

e. Initiative, and 

f. Success Quotient. 

Data utilized to test this hypothesis was taken from 

the second part of the questionnaire which assessed 

respondents' value systems and from the fourth part of the 

questionnaire which assessed respondents' preparedness for 

the workplace. The parametric test used to analyze the data 

was a MANOVA. 

Hypothesis 3. There is a significant difference 

between senior undergraduate students when characterized by 

psychological gender in regard to preparedness to perform in 

the workplace as measured by the following scales: 
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a. Candor, 

b. Achievement History, 

c. Social Ability, 

d. "Winner's" Image, 

e. Initiative, and 

f. Success Quotient. 

Data utilized to test this hypothesis was taken from 

the third part of the questionnaire which assessed 

respondents' psychological gender and from the fourth part 

of the questionnaire which assessed respondents' 

preparedness for the workplace. The parametric test used to 

analyze the data was a MANOVA. 

Summary 

Presented in this chapter was the overall design of the 

study. The population, sample and sample selection were 

described. The design, reliability, and validity of the 

instrument were outlined. The purpose of the pilot study 

and decisions based on its results were also explained. 

Finally, how the data were collected and analyzed was 

described. For each hypothesis, the appropriate statistical 

analysis was described as well as from which sections of the 

instrument the appropriate data were drawn in order to 

answer each hypothesis. In the following chapter, the 

results of the study will be presented. In the final 

chapter, the results of the study will be discussed, within 
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what context these results should be interpreted, and 

recommendations for further research will be outlined. 
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CHAPTER IV 

RESULTS 

The purpose of the study was to assess senior 

undergraduate students' preparedness to perform in the 

workplace based on personality, values, and psychological 

gender. A description of the sample suirveyed and the 

results from the analysis of the data are presented in this 

chapter. 

The demographic data of the sample are described first. 

This descriptive information includes (a) gender, (b) ethnic 

background, (c) birth order, (d) age, (e) parents' 

educational level, (f) number of years of work experience 

during college and (g) high school, and (h) college. Also 

described is the sample's distribution in regard to 

respondents' personality type, value system, and 

psychological gender. 

The results of the study are presented next. This 

includes the findings of the multivariate analyses of 

variance and the post hoc multiple comparison tests 

illustrating for which independent variables a significant 

difference was found in regard to the dependent variables. 

Findings are presented for each hypothesis. It should be 

noted that the presentation of the results is based on the 

actual usable number of responses. 
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The independent variables were: (a) personality type 

(cautious, dominance, influencing, steady), (b) value 

systems (challenger, in-betweener, synthesizer, 

traditionalist), and (c) psychological gender (masculine, 

feminine, androgynous, undifferentiated). The dependent 

variable was preparedness for the workplace with the 

following six levels: (a) Candor, (b) Achievement History, 

(c) Social Ability, (d) "Winner's" Image, (e) Initiative, 

and (e) Success Quotient. 

Description of the Sample 

Of the 857 students enrolled in the 30 courses for 

which the instructors agreed to participate, 600 responses 

were usable for analysis of the data yielding a response 

rate of 70%. The difference in response was due to the fact 

that some students did not attend class the day of the 

administration of the questionnaire. Some respondents did 

not qualify as seniors, or chose not to participate in the 

study. 

Demographic data were collected using the demographic 

section of the questionnaire. Frequency and percentage 

distributions are shown in Table 1. The respondents were 

fairly evenly distributed with 323 males (54.1%) and 275 

females (45.9%). In regard to ethnic background, the 

majority of the respondents (508) described themselves as 

White Non-Hispanic. Other ethnic backgrounds which were 
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TABLE 1 

Demographic Profile of Sample 

Frequency Percent 

Gender 
Male 
Female 

323 
274 

54.1 
45.9 

Frequency missing = 3 

Ethnic Background 
Black/Non Hispanic 
Asian/Pacific Islander 
White/Non Hispanic 
American Indian 
Hispanic 
Other 

14 
16 

508 
3 

43 
11 

2.4 
2.7 
85.4 
0.5 
7.2 
1.8 

Frequency missing = 5 

Age 
18 - 25 years 
26 - 45 years 
45 and older 

534 
59 
5 

89.3 
9.8 
0.9 

Frequency missing = 2 

Birth Order 
Only Child 
First-Born 
Middle Child 
Youngest Child 

40 
228 
107 
223 

6.7 
38.1 
17.9 
37.3 

Frequency missing = 2 
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TABLE 1 (Continued) 

Frequency Percent 

Parents' Educational Level 
Less than High School 
High School Degree 
Associate Degree 
Bachelor's Degree 
Master's Degree 
Doctoral Degree 
Post Doctoral 

14 
172 
57 
192 
118 
25 
5 

2 
29 
9 

32 
20 
4 
0 

4 
5 
8 
9 
2 
3 
9 

Frequency missing = 17 

Work Experience during 
College 

Less than 1 Year 
1 Year - 2 Years 
2 Years - 3 Years 
More than 3 Years 

64 
160 
119 
244 

10 
27 
20 
41 

9 
3 
3 
6 

Frequency missing = 13 

Work Experience during 
High School 

Less than 1 Year 
1 Year - 2 Years 
2 Years - 3 Years 
More than 3 Years 

153 
196 
118 
120 

26 
33 
20 
20 

1 
4 
1 
4 

Frequency missing = 13 

College 
Agricultural Sciences 
Architecture 
Arts and Sciences 
Business Administration 
Education 
Engineering 
Human Sciences 

98 
25 
222 
48 
5 
64 

134 

16 
4 
37 
8 
1 

10 
22 

4 
2 
2 
1 
0 
7 
4 

Frequency missing = 4 
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represented included 43 Hispanic, 16 Asian Pacific-Islander, 

14 Black Non-Hispanic, 3 American Indian, and 11 other 

respondents. 

The majority of students (534) were between 18 and 25 

years of age. Fifty-nine students were between 26 and 45 

years of age and only five students were over 45 years of 

age. Thus, almost 90% of the senior undergraduate students 

surveyed are considered traditional university students. 

Two hundred twenty-eight respondents indicated they 

were a first-born child and a similar number (223) indicated 

they were the youngest child. The remaining respondents 

indicated they were either a middle-born child (107) or an 

only child (40) . 

The parental educational background of the respondents 

was fairly strong. Nearly two-thirds of the respondents' 

parents had a bachelor's degree or a higher level of 

education. The other third of the parents had earned a high 

school degree. 

Work experience was fairly common and extensive among 

the senior students. Two hundred forty-four (41.6%) 

respondents had more than three years of work experience 

during college, 160 (27.3%) had one to two years of work 

experience during college, 119 (20.3%) had two to three 

years of work experience during college, while 64 (10.9%) 

had less than one year of work experience during college. 

Work experience during high school was also not uncommon. 
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One hundred ninety-six (33.4%) respondents had one to two 

years of experience, 153 (26.1%) had less than one year of 

experience, 120 (20.4%) had more than three years of 

experience and 118 (20.1%) had two to three years of 

experience. 

The largest number of respondents was enrolled in the 

College of Arts and Sciences (37.2%) and College of Human 

Sciences (22.4%). This was followed by respondents in the 

College of Agricultural Sciences (16.4%) and College of 

Engineering (10.7%). The remaining respondents were 

enrolled in the College of Business Administration (8.1%), 

College of Architecture (4.2%), and College of Education 

(1.0%) . 

As can be seen in Table l, frequencies for gender, 

ethnic background, age, birth order, parents' educational 

level, work experience during college and high school, and 

college classification are missing. It is assumed that 

these frequencies are missing because respondents simply 

chose not to answer this part of the questionnaire or 

because they did not know or remember the correct answer. 

The sample was representative of the senior 

undergraduate population at Texas Tech University as can be 

seen in Table 2; especially in regard to gender and ethnic 

background. In regard to age distribution, the sample 

consisted of more respondents between 18 and 25 years of age 

(10%) and fewer respondents between 26 and 45 years of age. 

96 



TABLE 2 

Representativeness of Sample 
by Gender, Ethnic Background 

and Age 

Population 

Percentage 

Sample 

Percentage 

Gender 
Male 
Female 

56.0 
44.0 

54.1 
45.9 

Ethnic Background 
Black/Non-Hispanic 
Asian/Pacific Islander 
White/Non-Hispanic 
American/Indian 
Hispanic 
Other 

3 
1 

85 
1 
9 
1 

0 
0 
0 
0 
0 
0 

2 
2 
85 
0 
7 
1 

4 
7 
4 
5 
2 
8 

Age 
18 - 25 
26 - 45 
over 46 

79.0 
20.0 
1.0 

89.3 
9.8 
0.9 
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However, the sample is believed to be representative of the 

senior undergraduate population because the majority of the 

sample respondents, like the population, was between 18 and 

25 years of age. 

Frequency and percentage distributions in regard to the 

respondents' independent variables are shown in Table 3. 

The least frequent personality type was the cautious type 

(16.9%), while the other three personality types were fairly 

evenly represented (dominance type = 24.2%, influencing type 

= 32.2%, steadiness type = 26.6%). 

In regard to respondents' value systems, the 

traditionalist values system was most frequent (48%). The 

other three value systems seemed fairly evenly distributed 

(challenger system = 14.1%, in-betweener system = 20.9%, 

synthesizer system = 17%). 

As can be seen in Table 3, data for respondents' 

personality type and value system are missing. It is 

assumed that data are missing for the following two reasons. 

First, respondents chose to either not fill out that part of 

the questionnaire or to fill it out only partially. Thus, 

their responses were dropped from the data. Second, if 

respondents scored equal on two personality types or two 

value systems, their responses were dropped from the data. 

If an individual, for example, scored equal on two 

personality types, it suggests that such an individual has 

not fully developed one particular personality type and, 
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TABLE 3 

Distribution of the Sample's 
Independent Variables 

Frequency Percent 

Personality Type 
Cautious 
Dominance 
Influencing 
Steadiness 

93 
133 
177 
146 

16.9 
24.2 
32.2 
26.6 

Frequency missing = 51 

Value Systems 
Challenger 
In-Betweener 
Synthesizer 
Traditionalist 

65 
96 
78 

221 

14.1 
20.9 
17.0 
48.0 

Frequency missing = 140 

Psychological Gender 
Masculine 
Feminine 
Androgynous 
Undifferentiated 

137 
149 
127 
134 

25.1 
27.2 
23.2 
24.5 

Frequency missing = 50 

Psychological Gender -
Masculine 
Feminine 
Androgynous 
Undifferentiated 

Males 
94 
43 
65 
92 

32.0 
14.6 
22.1 
31.3 

Frequency missing =29 
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TABLE 3 (Continued) 

Frequency Percent 

Psychological Gender -
Masculine 
Feminine 
Androgynous 
Undifferentiated 

females 
43 
106 
62 
42 

17.0 
41.9 
24.5 
16.6 

Frequency missing = 21 
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therefore, is in a situation of further clarification of his 

or her self. 

For psychological gender, the sample seemed fairly 

evenly distributed. One-hundred-thirty-seven (25.1%) 

respondents described themselves as masculine, 149 (27.2%) 

as feminine, 127 (23.2%) as androgynous, and 134 (24.5%) as 

undifferentiated. However, when the sample was divided by 

biological gender, slightly different results were observed. 

Two-thirds of the male respondents had either a masculine 

(32%) or undifferentiated (31.3%) gender-role orientation, 

while among female respondents a feminine gender-role 

orientation was more strongly represented (41.9%). 

Androgynous gender-role orientation was fairly evenly 

distributed among both male and female respondents; 22.1% 

and 24.5%, respectively. 

Questionnaire Reliability 

Reliabilities for the four instruments used in the 

questionnaire were determined using a Cronbach's alpha 

statistic. For the Personality Style Survey (PSS) and the 

Value System Survey (VSS), alpha levels were calculated for 

each level. In regard to personality types, an alpha of .58 

was determined for the cautious type, an alpha of .53 for 

the steadiness type, an alpha of .59 for the influencing 

type, and an alpha of .68 for the dominance type. In regard 

to value systems, an alpha of .23 was determined for the 
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challenger system, an alpha of .37 for the in-betweener 

system, an alpha of .44 for the synthesizer system, and an 

alpha of .45 for the traditionalist system. 

The reliability test used for the study failed to 

replicate the reliability numbers found by the authors of 

the two scales; especially for the VSS for which studies 

conducted by the authors of the instruments had obtained 

alpha levels of .60 for internal consistency reliability. 

It is suggested that the low reliability statistics found in 

the study could be the result of the following: (a) despite 

the use of definitions, some respondents were uncertain as 

to the meaning of each word and interpreted each word within 

different situational settings; (b) some respondents did not 

follow instructions properly in that they did not rank each 

word within a group or they did not assign the proper value 

to what they considered the most or least important or 

characteristic word; (c) because the VSS was similiar in 

form to the PSS which it followed, respondents became more 

fatigued in decision making and chose to move to the next 

part of the questionnaire which was easier to respond to; 

and (d) respondents were not motivated to fill out the 

questionnaire as they did not have the incentive of feedback 

on their personality style or value system. 

For the Bem Sex Role Inventory (BSRI) and the Hilson 

Personnel Profile Success Quotient (HPP/SQ) the following 

alpha levels were calculated. The BSRI had an overall alpha 
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of .89, an alpha of .90 for the femininity scale, and an 

alpha of .86 for the masculinity scale. The HPP/SQ had an 

overall alpha of .75. Alpha levels for the subscales on the 

HPP/SQ ranged from .62 (candor) to .77 (achievement 

history). Social ability had an alpha of .75, "winner's" 

imange an alpha of .75, and initiative an alpha of .76. 

These reliabilities are consistent with previous studies. 

The difference in reliability among the four instruments 

could be due to the fact that it was easier to follow the 

instructions for the BSRI and HPP/SQ. 

TestincT of Hypotheses 

Three hypotheses were tested in the study. Hypothesis 

1 was tested using a MANOVA to determine if there was a 

significant difference between the four levels of students' 

personality types with respect to the six levels indicating 

their preparedness for the workplace. Hypothesis 2 was 

tested using a MANOVA to determine if there was a 

significant difference between the four levels of students' 

value systems with respect to the six levels indicating 

their preparedness for the workplace. Hypothesis 3 was 

tested using a MANOVA to determine if there was a 

significant difference between the four levels of students' 

psychological gender with respect to the six levels 

indicating their preparedness for the workplace. For all 

statistical tests, differences were considered 
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representative of significant results at the .0167 

probability level. Table 4 shows that significant 

differences were determined for all three independent 

variables. 

A One-Way ANOVA was conducted for all dependent 

variables for which a significant difference was found. 

Post hoc multiple comparison tests using Student-Newman-

Keuls and Duncan's Multiple Range were conducted in order to 

determine among which of the levels of the independent 

variables the differences occurred. 

Hypothesis 1 

MANOVA was utilized to determine whether students with 

different personality types differed significantly in regard 

to their preparedness for the workplace. The first 

hypothesis reads as follows: there is a significant 

difference between senior undergraduate students when 

characterized by personality types in regard to preparedness 

to perform in the workplace as measured by the following 

scales: (a) candor, (b) achievement history, (c) social 

ability, (d) "winner's" image, (e) initiative, and 

(f) success quotient. Using a MANOVA, significant 

differences were identified in regard to respondents' social 

ability, "winner's" image, initiative, and success quotient. 

Thus, hypothesis 1 is allowed to partially stand. These 

findings are shown in Table 5. 
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TABLE 4 

Results of the Multivariate Analyses 
of Variance 

Independent Wilks' 
Variable Lambda 

MANOVA 
F 

N Probability 

Personality 
Type 0.81224 6.2947 445 0.0001 * 

Value 
System 0.88497 3.0081 369 0.0001 * 

Psychological 
Gender 0.71619 10.1513 437 0.0001 * 

significant p < .0167 
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TABLE 5 

Personality Type 
MANOVA 

Dependent Variable F Value Pr > F 

Candor 

Achievement History 

Social Ability 

"Winner's" Image 

Initiative 

Success Quotient 

2.16 

0.64 

21.39 

6.86 

3.47 

7.12 

0.0925 

0.5909 

0.0001 * 

0.0002 * 

0.0161 * 

0.0001 * 

* significant p < .0167 
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In order to determine which of the four personality 

types were responsible for significant differences. Student-

Newman-Keuls multiple comparison test was utilized. Tables 

with results of the test for each personality type are in 

Appendix C. 

Social Ability. Significant differences were 

determined to be among the following personality types: 

(a) influencing and dominance, (b) influencing and cautious, 

(c) influencing and steadiness, (d) dominance and cautious, 

and (e) dominance and steadiness. No significant difference 

was found between a cautious and a steadiness personality 

type. 

Group mean values for the personality types indicating 

scores on social ability are as follows: influencing 

personality type, mean = 25.39; dominance personality type, 

mean = 23.60; cautious personality type, mean = 21.76; and 

steadiness personality type, mean = 20.42. Findings are 

based on 506 observations. 

This finding is consistent with the definitions of the 

personality types and social ability. An influencing 

personality type is one who prefers a favorable and friendly 

environment, and who looks for participative relationships. 

Social ability is a skill indication level of sociability, 

social sensitivity, extroversion, and popularity. Thus, in 

consistency with the definitions of the variables measured, 

an influencing personality type could be expected to exhibit 
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a higher level of social ability than the other three 

personality types. 

"Winner's" Image. Significant differences were 

determined to be among the following personality types: 

(a) dominance and influencing, (b) dominance and cautious, 

(c) dominance and steadiness, (d) influencing and 

steadiness, and (e) cautious and steadiness. No significant 

difference was found between a cautious and an influencing 

personality type. 

Group mean values indicating scores on "winner's image" 

for the personality types are as follows: dominance 

personality type, mean = 19.02; influencing personality 

type, mean = 17.68; cautious personality type, mean = 17.34; 

and steadiness personality type, mean = 15.90. Findings are 

based on 518 observations. 

This finding is also consistent with the definitions of 

the personality types and "winner's" image. A dominance 

personality type is one who is brief and to the point, 

sticks to business and looks for results, stresses logical 

benefits, and agrees with facts and ideas rather than people 

and companies. "Winner's" image is a measure of self-

confidence and competitive spirit. Thus, in congruence with 

the definitions of the variables measured, one would expect 

an individual who is characterized by a dominance 

personality style to exhibit higher levels of self-

confidence and competitive spirit. 
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Initiative. Significant differences were determined to 

be among the following personality types: (a) cautious and 

steadiness, and (b) cautious and influencing. No 

significant differences were found between (a) cautious and 

dominant personality types, (b) dominant and steadiness 

personality types, (c) dominant and influencing personality 

types, and (d) steadiness and influencing personality types. 

Group mean values indicating scores on initiative for 

the personality types are as follows: cautious personality 

type, mean = 20.03; dominance personality type, mean = 

18.96; steadiness personality type, mean = 18.26; and 

influencing personality type, mean = 17.93. Findings are 

based on 532 observations. 

This finding is also consistent with the definitions of 

the personality types and initiative. A cautious 

personality type is one who needs advance information and 

pros and cons of ideas, reassurance that no surprises will 

occur, and information provided in a systematic and 

comprehensive manner. Initiative is a skill indicating 

staying power and the ability to plan and follow-up on 

projects, and to be goal-driven. Thus, in congruence with 

the definitions of the variables measured, one would expect 

an individual who is characterized by a cautious personality 

style to exhibit higher levels of initiative. Both 

variables describe an individual who is systematic, plans. 
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and has the staying power to carry out tasks and to follow-

up on projects. 

Success Quotient. Significant differences were 

determined to be among the following personality types: 

(a) dominance and steadiness, (b) influencing and 

steadiness, (c) cautious and steadiness. No significant 

differences were determined between dominance, influencing, 

and cautious personality types. 

Group mean values indicating scores on success quotient 

for the personality types are as follows: dominance 

personality type, mean = 86.99; influencing personality 

type, mean = 86.00; cautious personality type, mean = 83.53; 

and steadiness personality type, mean = 79.29. Findings are 

based on 445 observations. 

Because success quotient is a measure of overall 

success potential, one would expect the dominance, 

influencing, and cautious personality types to score 

highest. A steadiness personality type does not seem to 

possess enough of the necessary skills, i.e., social 

ability, "winner's" image and initiative, to succeed in the 

workplace. The description of a steadiness personality type 

supports this statement as a steadiness personality type is 

described as one who prefers a sincere, personal, and 

agreeable environment, has difficulty adjusting to change, 

needs precise instructions and follow-up, and wants a 

minimal amount of risk. 
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Hypothesis 2 

MANOVA was utilized to determine whether students with 

different value systems differed significantly in regard to 

their preparedness for the workplace. The second hypothesis 

reads as follows: there is a significant difference between 

senior undergraduate students when characterized by value 

systems in regard to preparedness to perform in the 

workplace as measured by the following scales: (a) candor, 

(b) achievement history, (c) social ability, (d) "winner's" 

image, (e) initiative, and (f) success quotient. Using a 

MANOVA, significant differences were identified in regard to 

respondents' "winner's" image and initiative. Thus, 

hypothesis 2 is allowed to partially stand. These findings 

are shown in Table 6. 

In order to determine among which of the four value 

systems significant differences occurred. Student-Newman-

Keuls test was utilized to determine significant differences 

for "winner's" image. Because Student-Newman-Keuls test did 

not determine significant differences for initiative, 

Duncan's Multiple Range test was utilized instead in order 

to determine significant differences among the four value 

systems. Results show differences among the following value 

systems and are reported in Appendix D. 

"Winner's" Image. Significant differences were 

determined to be among the following value systems: 

(a) challenger and in-betweener, (b) challenger 
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TABLE 6 

Value Systems 
MANOVA 

Dependent Variable F Value Pr > F 

Candor 

Achievement History 

Social Ability 

"Winner's" Image 

Initiative 

Success Quotient 

2.21 

1.94 

2.15 

5.70 

4.77 

3.00 

0.0865 

0.1227 

0.0941 

0.0008 * 

0.0028 * 

0.0306 

* significant p < .0167 
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and synthesizer, (c) traditionalist and in-betweener, and 

(d) traditionalist and synthesizer. No significant 

differences were found between respondents with a challenger 

and a traditional system, and respondents with an in-

betweener and synthesizer system. 

Group mean values indicating scores on "winner's image" 

for the value systems are as follows: challenger system, 

mean = 18.47; traditionalist system, mean = 18.37; in-

betweener system, mean = 16.70; and synthesizer system, mean 

= 16.43. Findings are based on 435 observations. 

Respondents characterized by the challenger and 

traditionalist value systems exhibited significantly higher 

levels of "winner's" image than respondents characterized by 

the in-betweener and synthesizer value systems. An 

individual characterized by the challenger value systems is 

one who is most concerned with self-preservation and 

satisfaction, fears loss of personal well-being, seeks self-

indulging life experiences, tends to be pessimistic about 

their personal world and society, and lives a lifestyle of 

self-expressed individuality. Perhaps such an individual 

exhibits self-confidence and competitive spirit because he 

or she values self-preservation, personal satisfaction and 

well-being, and individuality. These motivators may force 

an individual with a challenger value system to compete with 

others. 
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An individual characterized by the traditionalist value 

system is one who lives responsibly, is committed to working 

hard for a better life, fears the loss of social respect, 

and is likely to be identified by a sense of devotion, 

loyalty, commitment to duty, and meaningful involvement. 

Perhaps such an individual has developed self-confidence 

throughout his or her work experience and has recognized 

with a competitive spirit he or she expresses devotion, 

loyalty, commitment, and meaningful involvement in the 

workplace. 

Initiative. Using the Duncan's Multiple Range test, 

significant differences were determined to be among the 

following value systems: (a) traditionalist and in-

betweener, (b) traditionalist and challenger, and 

(c) traditionalist and synthesizer. No significant 

differences were found between (a) in-betweener and 

synthesizer systems, (b) in-betweener and challenger 

systems, and (c) challenger and synthesizer systems. 

Group mean values indicating scores on initiative for 

the value systems are as follows: traditionalist system, 

mean = 19.91; in-betweener system, mean = 18.19; challenger 

system, mean = 17.98; and synthesizer system, mean = 17.97. 

Findings are based on 445 observations. Perhaps individuals 

characterized by the traditionalist value system possess the 

highest level of initiative because they are characterized 
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as having a sense of devotion, loyalty, commitment to duty, 

and meaningful involvement. 

Hypothesis 3 

MANOVA was utilized to determine whether students with 

different psychological gender differed significantly in 

regard to their preparedness for the workplace. The third 

hypothesis reads as follows: there is a significant 

difference between senior undergraduate students when 

characterized by psychological gender in regard to 

preparedness to perform in the workplace as measured by the 

following scales: (a) candor, (b) achievement history, 

(c) social ability, (d) "winner's" image, (e) initiative, 

and (f) success quotient. Using a MANOVA, significant 

differences were identified in regard to respondents' 

candor, achievement history, social ability, "winner's" 

image, initiative, and success quotient. Thus, hypothesis 3 

can be accepted. These findings are shown in Table 7. 

In order to determine among which of the four 

psychological genders significant differences occurred. 

Student-Newman-Keuls multiple comparison test was utilized. 

Results show differences among the following psychological 

genders and are reported in Appendix E. 

Candor. Significant differences were determined to be 

among the following psychological genders: 
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TABLE 7 

Psychological Gender 
MANOVA 

Dependent Variable F Value Pr > F 

Candor 

Achievement History 

Social Ability 

"Winner's" Image 

Initiative 

Success Quotient 

3 . 7 8 

8 . 1 2 

2 2 . 4 4 

3 6 . 5 1 

8 . 5 0 

2 9 . 1 9 

0.0107 * 

0.0001 * 

0.0001 * 

0.0001 * 

0.0001 * 

0.0001 * 

* significant p < .0167 
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(a) undifferentiated and masculine and (b) feminine and 

masculine. No significant differences were found between 

(a) feminine, undifferentiated and androgynous psychological 

genders and (b) androgynous and masculine psychological 

genders. 

Group mean values indicating scores on candor for 

psychological gender are as follows: undifferentiated, mean 

= 8.49; feminine, mean = 8.23; androgynous, mean = 8.02; and 

masculine, mean = 7.60. Findings are based on 525 

observations. 

These findings suggest that individuals who are 

characterized as undifferentiated or feminine have a higher 

level of integrity, honesty, and defensive responding than 

those who are characterized as masculine. The finding that 

there is no significant difference between individuals who 

possess an androgynous and the other three gender-role 

orientations suggests that those who are androgynous are 

able to adapt to the situation and express signs of 

integrity, honesty, and defensive responding as they seem 

appropriate. 

Achievement History. Significant differences were 

determined to be among the following psychological genders: 

(a) androgynous and undifferentiated, (b) androgynous and 

feminine, (c) masculine and feminine, (d) masculine and 

undifferentiated, and (e) feminine and undifferentiated. No 
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significant difference was found between androgynous and 

masculine psychological genders. 

Group mean values indicating scores on achievement 

history for psychological gender are as follows: 

androgynous, mean = 18.06; masculine, mean = 17.86; 

feminine, mean = 16.50; and undifferentiated, mean =15.22. 

Findings are based on 504 observations. 

Individuals characterized as androgynous and masculine 

exhibited the highest levels of achievement history, whereas 

individuals characterized as undifferentiated exhibit the 

lowest group mean. This finding suggests that androgynous 

and masculine individuals with higher past accomplishments 

in previous jobs and/or school are more likely to be 

prepared for the workplace than undifferentiated 

individuals. 

Social Ability. Significant differences were 

determined to be among the following psychological genders: 

(a) androgynous and masculine, (b) androgynous and feminine, 

(c) androgynous and undifferentiated, (d) masculine and 

undifferentiated, and (e) feminine and undifferentiated. No 

significant difference was found between masculine and 

feminine psychological genders. 

Group mean values indicating scores on social ability 

for psychological gender are as follows: androgynous, mean = 

25.91; masculine, mean = 22.95; feminine, mean = 22.32; and 
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undifferentiated, mean = 20.36. Findings are based on 505 

observations. 

Androgynous individuals had the highest group mean for 

social ability and were significantly different from those 

who were masculine, feminine, or undifferentiated. This 

suggests that these individuals have higher levels of social 

skills. This is consistent with the literature because 

androgynous individuals are believed to be able to adapt to 

the situation and to be both compassionate and assertive. 

"Winner's" Image. Significant differences were 

determined to be among the following psychological genders: 

(a) androgynous and feminine, (b) androgynous and 

undifferentiated, (c) masculine and feminine, and 

(d) masculine and undifferentiated. No significant 

differences were found between (a) androgynous and masculine 

psychological genders, and (b) feminine and undifferentiated 

psychological genders. 

Group mean values indicating scores on "winner's image" 

for psychological gender are as follows: androgynous, mean = 

19.68; masculine, mean = 19.68; feminine, mean = 15.62; and 

undifferentiated, mean = 15.51. Findings are based on 519 

observations. 

For "winner's" image, androgynous and masculine 

individuals had the highest group means and were not 

significantly difference. This suggests that both groups 

are high on self-confidence and competitive spirit. This is 
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consistent with the literature as androgynous individuals 

are characterized by both feminine and masculine 

characteristics. In the case of "winner's" image, they 

exhibit traits traditionally associated with a masculine 

gender-role orientation. 

Initiative. Significant differences were determined to 

be among the following psychological genders: 

(a) androgynous and feminine, (b) androgynous and 

undifferentiated, (c) masculine and feminine, and 

(d) masculine and undifferentiated. No significant 

differences were found between (a) androgynous and masculine 

psychological genders, and (b) feminine and undifferentiated 

psychological genders. 

Group mean values indicating scores on initiative for 

psychological gender are as follows: masculine, mean = 

20.09; androgynous, mean = 19.32; feminine, mean = 17.80; 

and undifferentiated, mean = 17.55. Findings are based on 

531 observations. 

Masculine and androgynous individuals had the highest 

mean groups for initiative and were not significantly 

different. Similar to "winner's" image, individuals who are 

goal-driven, and who have the staying power and the ability 

to plan and follow-up on projects are believed to be more 

successful in the workplace. These traits have been 

associated with individuals who are characterized by a 

masculine gender-role orientation. As in "winner's" image, 
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androgynous individuals exhibit similar traits as they are 

able to adapt to the situation. 

Success Quotient. Significant differences were 

determined to be among the following psychological genders: 

(a) androgynous and feminine, (b) androgynous and 

undifferentiated, (c) masculine and feminine, (d) masculine 

and undifferentiated, and (e) feminine and undifferentiated. 

No significant difference was found between androgynous and 

masculine psychological genders. 

Group mean values indicating scores on success quotient 

for psychological gender are as follows: androgynous, mean = 

91.45; masculine, mean = 88.82; feminine, mean = 80.90; and 

undifferentiated, mean = 76.58. Findings are based on 437 

observations. 

Androgynous individuals had the highest group mean for 

success quotient. Masculine individuals were second highest 

on the scale. No significant differences were found between 

androgynous and masculine individuals. This suggests that 

individuals characterized by these two gender-role 

orientations are better prepared for the workplace and more 

likely to succeed. This finding is consistent with the 

literature. Although no significant difference was found 

between androgynous and masculine individuals, it should be 

noted that the higher group mean for androgynous individuals 

may indicate their ability to adapt to certain situations 

and to adjust their behavior accordingly. The higher group 
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mean further indicates that they may be better prepared than 

masculine individuals. 

Summary 

The results of the study were reported in this chapter. 

Included in the results were the description of the sample, 

the report of the questionnaire's reliability coefficients, 

the outline of the results of the study for each hypothesis, 

and the statistical analyses employed to test each 

hypothesis. 

Findings showed that hypothesis 1 and hypothesis 2 were 

partially supported. For hypothesis 1, significant 

differences were determined to be among respondents' 

personality type in regard to social ability, "winner's" 

image, initiative, and success quotient. For hypothesis 2, 

significant differences were determined to be among 

respondents' value systems in regard to "winner's" image and 

initiative. To identify among which value systems 

significant differences were for initiative, Duncan's 

Multiple Range test was utilized. Hypothesis 3 has been 

confirmed because significant differences for respondents' 

psychological gender were determined among all six levels of 

the dependent variable. 
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CHAPTER V 

SUMMARY AND CONCLUSIONS 

Over the last two decades, globalization of the world 

market and growth in technology have changed the American 

workplace. These changes have placed new demands on future 

employees and require college graduates entering the labor 

force to be better educated and trained. Not only do they 

need to possess: (a) basic skills, i.e., the ability to read 

or write; (b) personal qualities, i.e., the ability to 

display responsibility, self-esteem, or integrity; and 

(c) thinking skills, i.e., the ability to think creatively, 

to make decisions, or to solve problems. They also need to 

possess the abilities: (a) to work with information, (b) to 

exhibit interpersonal skills, (c) to identify and allocate 

resources, (d) to work within different kinds of systems, 

and (e) to be informed about and able to apply new 

technologies. The educational system plays an important 

role in preparing students to become economically productive 

members of society. However, because individuals' work 

performance is believed to be influenced by variables such 

as their personality, values, and psychological gender, 

students' preparation for the workplace also needs to be 

evaluated within the context of their individual 

differences. 
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This chapter summarizes the study, identifies major 

findings, and reports conclusions based on the statistical 

analyses and interpretation of the data. In addition, 

recommendations for further research are outlined. 

Summary of the Study 

The purpose of the study was to analyze senior 

undergraduate students' preparedness to perform in the 

workplace based on personality, values, and psychological 

gender. An understanding of students' personality, values, 

and psychological gender can help in career counseling and 

job placement. It can also provide opportunity for improved 

classroom instruction to reinforce or strengthen skills 

necessary for the workplace in students. Finally, it aids 

in the evaluation of whether students should attend college 

or a technological school. Assessment of the results will 

help to prepare students better for the workplace and help 

them in their decision of career choice. Ultimately, this 

will allow them to be more successful in the workplace. 

The conceptual framework for the study was based on 

Locke and Latham's (1990) "High Performance Cycle" model. 

In the model, the authors proposed that employees who set 

specific, high goals and who have high expectancy and 

self-efficacy will exhibit high job performance through 

mediating mechanisms such as effort, persistence, direction, 

and task strategies. Although based on theories from the 
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field of organizational behavior, Locke and Latham (1990) 

explained that the model can also be applied to the 

educational setting in that educators should aid students in 

setting specific, high goals and in developing high 

expectancy and self-efficacy characteristics. The authors 

proposed that the application of the model will lead to high 

performance of students in school, prepare them better for 

the workplace, and ultimately aid American companies to stay 

in competition in a global economy. 

Individuals' behavior on the job, however, is also 

influenced by their personality, values, and psychological 

gender. Because individuals' personality, values, and 

psychological gender affect the development of specific, 

high goals, expectancy and self-efficacy in individuals, 

students' personality, values, and psychological gender were 

assessed in the study. High performance was replaced in the 

model with preparedness for the workplace because students' 

preparedness was believed to be an indicator of students' 

performance on the job. 

A questionnaire measuring students' personality, 

values, psychological gender, and preparedness for the 

workplace was developed. It was hypothesized that students' 

preparedness would vary according to their personality, 

values, and psychological gender. The questionnaire 

consisted of the Personal Style Survey (PSS), the Value 
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System Survey (VSS), the Bem Sex Role Inventory (BSRI), and 

the Hilson Personnel Profile/Success Quotient (HPP/SQ). 

The questionnaire was pretested with 140 senior 

undergraduate students enrolled in the College of Human 

Sciences in the fall of 1993. As a result of the pre-test, 

it was decided to include definition sheets for the PSS and 

VSS parts of the questionnaire and the appropriate sample 

size was determined. The administration of the 

questionnaire was also clarified. Finally, it was decided 

that a 50-minute class period was sufficient for students to 

respond to the questionnaire. Only minor changes in the 

demographics section were made. 

The data for the study were collected by utilizing a 

sample of senior undergraduate students enrolled at Texas 

Tech University in all colleges in the spring of 1994. Of 

the 857 students enrolled in the courses for which 

instructors had agreed to participate, 600 responses were 

usable for analysis of the data yielding a response rate of 

70%. 

Data obtained were analyzed using four statistical 

methods. Respondents' demographic information was presented 

with the use of frequencies and percentages. Hypotheses 

were tested using One-Way Multivariate Analyses of Variance, 

One-way Analysis of Variance, and the following two post-hoc 

multiple comparison tests: Student-Newman-Keuls and Duncan's 
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Multiple Range tests. Differences were considered 

statistically significant at the .0167 level. 

Findings of the Study 

Administration of the demographic section of the 

questionnaire resulted in collection of selected biodata 

regarding the sample. The majority of the respondents were 

White Non-Hispanic (85.4%); 54.1% of the respondents were 

male and 45.9% were female; and almost 80% of the 

respondents were between 18 and 25 years of age. As many as 

41% of the respondents had had over three years of work 

experience during their college years. The sample when 

compared to the total population was judged representative 

of the senior undergraduate student population. 

Administration of the personality, values, and 

psychological gender inventories of the questionnaire 

resulted in the collection of data relevant to respondents' 

personality type, value systems, and psychological gender. 

For personality type, 32.2% of the respondents indicated an 

influencing personality type; this was followed by 

steadiness type (26.6%), dominance type (24.2%), and 

cautious type (16.9%). For value systems, almost half of 

the respondents described themselves as having a 

traditionalist value system (48%); this was followed by in-

betweener system (20.9%), synthesizer system (17%), and 

challenger system (14.1%). 
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For psychological gender, respondents appeared to be 

evenly distributed among the four gender-role orientations 

of androgynous, masculine, feminine, and undifferentiated. 

When divided by biological gender, differences between male 

and female respondents became more apparent. The majority 

of male respondents had either a masculine (32%) or an 

undifferentiated (31.3%) gender-role orientation. Only 

22.1% of the male respondents were androgynous and 14.6% had 

a feminine gender-role orientation. In contrast, most of 

the female students (41.9%) had a feminine gender-role 

orientation while 24.5% were androgynous. 

Hypothesis 1 reads as follows: there is a significant 

difference between senior undergraduate students when 

characterized by personality types in regard to preparedness 

to perform in the workplace as measured by the following 

scales: (a) candor, (b) achievement history, (c) social 

ability, (d) "winner's" image, (e) initiative, and 

(f) success quotient. It was expected that respondents 

would differ based on the four personality types on their 

preparedness for the workplace. MANOVA was utilized to 

identify significant differences. These differences 

occurred for (a) social ability, (b) "winner's" image, 

(c) initiative, and (d) success quotient, but not for 

(a) candor and (b) achievement history. Thus, hypothesis 1 

was partially supported. 
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Further tests indicated among which of the four 

personality types significant differences occurred. In 

summary, in regard to success quotient, individuals 

characterized by a dominance or influencing personality type 

are more likely to exhibit skills of preparedness for the 

workplace than individuals characterized by a steadiness 

personality type. 

Hypothesis 2 reads as follows: there is a significant 

difference between senior undergraduate students when 

characterized by value systems in regard to preparedness to 

perform in the workplace as measured by the following 

scales: (a) candor, (b) achievement history, (c) social 

ability, (d) "winner's" image, (e) initiative, and 

(f) success quotient. MANOVA was utilized to identify 

significant differences. These differences occurred for 

(a) "winner's" image and (b) initiative, but not for 

(a) candor, (b) achievement history, (c) social ability, and 

(d) success quotient. Thus, hypothesis 2 was partially 

supported. 

Further tests indicated among which of the four values 

systems significant differences occurred. In summary, it 

appeared that individuals characterized by a traditionalist 

values system are more likely to exhibit skills of 

preparedness for the workplace. 

Hypothesis 3 reads as follows: there is a significant 

difference between senior undergraduate students when 
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characterized by psychological gender in regard to 

preparedness to perform in the workplace as measured by the 

following scales: (a) candor, (b) achievement history, 

(c) social ability, (d) "winner's" image, (e) initiative, 

and (f) success quotient. MANOVA was utilized to identify 

significant differences. These were identified for all six 

levels of the dependent variable. Thus, hypothesis 3 was 

accepted. In summary, in regard to success quotient, 

individuals characterized by an androgynous or masculine 

gender-role orientation are more likely to exhibit skills of 

preparedness for the workplace than individuals 

characterized by a feminine or undifferentiated gender-role 

orientation. 

Discussion of Findings 
and Conclusions 

The purpose of the study was to analyze whether senior 

undergraduate students differed based on personality, 

values, and psychological gender in regard to preparedness 

for the workplace. Based upon the statistical analyses of 

the data, the following interpretations of the findings and 

conclusions are suggested. 

Personality Types 

Individuals' personalities are believed to be a major 

influence on their behavior. Thus, personality can be used 

as an indicator of behavior and performance in an 
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organizational setting (Tosi et al., 1990; Schermerhorn et 

al., 1982). Knowledge of an individual's personality type 

can lead to more effective management (Tosi et al., 1990). 

The findings of the study suggest that students vary not 

only in personality, but more importantly that students with 

different personalities seem to vary in their preparedness 

for the workplace. 

The Personal Profile System divides human behavior into 

the four behavioral dimensions of dominance, influencing, 

steadiness, and cautious. These dimensions can be further 

divided into process or product orientation (Cathcart & 

Alessandra, 1984) . The dominance and influencing 

personality styles characterize process-oriented 

individuals. They are motivated by a more direct style in 

that they "want to shape the environment according to their 

particular view and continually test and push the limits set 

by the group or organization" (Young, 1992, p. 234). The 

steadiness and cautious personality styles characterize 

product-oriented individuals. They are motivated by a more 

indirect style in that they are more task-oriented and 

analytical, and may need encouragement in order to meet 

their goals. 

In the study, significant differences among personality 

types were identified for (a) social ability--a skill 

indicating level of sociability, social sensitivity, 

extroversion, and popularity; (b) "winner's" image--a 
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measure of self-confidence and competitive spirit; 

(c) initiative--a skill indicating staying power and the 

ability to plan and follow-up on projects, and to be goal-

driven; and (d) success quotient--a measure of overall 

potential for success in the workplace. 

Success quotient provides the researcher with a summary 

of all the five scales indicating potential success. For 

personality types, a significant difference was found 

between the three personality types of dominance, 

influencing, and cautious and the steadiness personality 

type. The individual with a steadiness personality type is 

one who accepts change slowly and reluctantly; approaches 

risk cautiously; is slow to take action and make decisions; 

is loyal and dependable; and asks many questions. Success 

as measured by the HPP/SQ is obtained through skills such as 

social ability, initiative, and "winner's" image. These are 

skills which are not descriptive of an individual with a 

steadiness personality type. Instead, they are more 

descriptive of individuals with a dominance or influencing 

personality type. 

Although the statistical analysis of the data did not 

indicate a significant difference between the two 

personality styles of dominance and influencing and the 

cautious personality style, it should be noted that the 

group mean for the cautious personality style was the lowest 

among the three styles, whereas the group means for the 
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dominance and influencing personality styles were very 

close. This suggests that an individual with a cautious 

personality style is closer to an individual with a 

steadiness personality style. This is consistent with the 

division of the four personality styles into process and 

product oriented behaviors. 

These findings suggest that individuals with a 

steadiness personality type seem to be more likely to take 

on roles of followers, whereas individuals with a dominance 

or influencing personality type seem to be more likely to 

take on leadership roles. This has further implications in 

regard to individuals' job placement, professional 

development, career aspirations, and potential for 

advancement. 

Value Systems 

Values consist of individuals' standards and principles 

which motivate and guide their choices and actions (Pitts & 

Woodside, 1991; Rokeach, 1968). Research regarding 

individuals' values has shown that values "influence 

corporate decisions on strategies; cause many of the 

'people' problems within organizations; differentiate 

between organizations and between managers and nonmanagers; 

[and] are directly related to indices of managerial success" 

(Munson, 1984, p.14). Findings of the study support the 
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notion that individuals' value systems relate to success in 

the workplace. 

The Personal Values System divides human behavior into 

the four behavioral dimensions of challenger, in-betweener, 

traditionalist, and synthesizer. The research also proposes 

that values systems follow a hierarchal order in which 

(a) the challenger values system represents the least mature 

system in the hierarchal structure, (b) the in-betweener 

values system the next-to-least mature system, (c) the 

traditionalist values system the next-to-most mature system, 

and (d) the synthesizer values system the most mature system 

(Values Analysis Profile Research, 1985). As individuals 

move through their life stages, their values can undergo 

further clarification and resolution of existing, earlier 

values conflict through added differentiation as well as 

integration of one's point-of-view with their viewing point 

and commitments in their repeated actions (Values Analysis 

Profile Research, 1985) . 

In the study, significant differences among the values 

systems were identified for (a) "winner's" image and 

(b) initiative. For values systems, a significant 

difference was mainly found between the traditionalist and 

the synthesizer values systems. 

The traditionalist values system is found in 

individuals whose goal is responsible living; who resolve 

conflict by choosing principles of strength and integrity; 
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are committed to working hard for a better life; fear a loss 

of social respect; face life through commitment and 

protection; and live a lifestyle of devotion, loyalty, 

commitment to duty, and meaningful involvement. The 

synthesizer values system is found in individuals whose goal 

is the integration of self with others; who fear a lack of 

personal congruence and the consequences from a lack of 

action on personal beliefs; hold a deep belief in themselves 

and their purpose of life; face life through pragmatic 

idealism and moderation; see merit in all values 

perspectives; and live a lifestyle of personal activism. 

Success as measured by the HPP/SQ is obtained through 

skills such as initiative and "winner's" image. Perhaps an 

explanation of these findings can be found in the maturity 

level of the two values systems. Because individuals with a 

synthesizer values systems seem to exhibit extraordinary 

ethical values, they may be guided by their values beyond 

the level of simply following orders and doing what is 

necessary to succeed in an organization. Perhaps, they may 

not be willing to compromise their own personal values in 

order to fulfill requirements on the job and, as a result, 

may be less likely to succeed in the workplace. 

Individuals with traditionalist values systems, on the 

other hand, seem to follow principles of strength and 

integrity in conflict situations. However, they also 

exhibit a sense of devotion, loyalty, commitment to duty, 
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and meaningful involvement which may take precedence over 

potential consequences from lack of action on personal 

beliefs. Therefore, they may be more likely to carry out 

their work in order to remain and succeed in the workplace. 

Implications of these findings suggest that individuals 

with a traditionalist values systems are most likely to 

score higher on the HPP/SQ. Individuals with a synthesizer 

values system are least likely to succeed in the workplace 

because they may not be willing to compromise their own 

values and ideals in situations of conflict with an 

organization. Individuals with a challenger or in-betweener 

values system are likely to succeed in the workplace unless 

they further develop their values onto the level of a 

synthesizer values system. 

Psychological Gender 

With the concept of androgyny, the common belief that 

gender-role orientation rather than biological sex has a 

significant influence on individuals' behavior in the 

workplace has emerged (Bem, 1974; Marsh & Myers, 1984; 

Korabik & Ayman, 1987; Basow & Medcalf, 1988; Gurman & Long, 

1992; Sachs et al., 1992). According to Bem (1974), an 

individual might not be oriented to either masculine or 

feminine gender-roles, but might be androgynous, i.e., 

possess both masculine and feminine approaches, and thus be 

able to adapt to the appropriateness of a particular 
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situation, behave accordingly, and be more effective. 

Individuals who are either strongly masculine or feminine 

sex-typed might be impaired in their effectiveness on the 

job as they are not able to adjust their behavior to the 

situation (Bem, 1974). 

Although more women continue to participate in the 

work force (Bureau of Labor Statistics, 1992; Sachs et al., 

1992) and opportunities for women seem to become more equal 

(Astin, 1984; Havighurst, 1983), the workplace is still 

described as a "male culture" (Sachs et al., 1992, p. 90). 

Thus, individuals who are masculine or androgynous in their 

gender-role orientation seem to be more effective and 

successful on the job (Keys, 1985; Williams & Miller, 1983). 

The findings of the study support the claim that androgynous 

or masculine gender-role oriented individuals are more 

likely to succeed than individuals with a feminine or 

undifferentiated gender-role orientation. 

In the study, significant differences among the four 

gender-role orientations were identified for (a) candor, 

(b) achievement history, (c) social ability, (d) "winner's" 

image, (e) initiative, and (f) success quotient. Success 

quotient provides the researcher with a summary of all the 

five scales indicating potential success. Consistently, 

significant differences were found between the two gender-

role orientations of androgyny and masculinity and the other 

two gender-role orientations of femininity and 
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undifferentiation. These findings are in congruence with 

the literature. 

For success quotient, which is a measure of overall 

potential for success in the workplace as defined by the 

HPP/SQ, individuals with an androgynous or male gender-role 

orientation are more likely to be successful in the 

workplace than individuals with a feminine or 

undifferentiated gender-role orientation. It also should be 

noted that individuals with a feminine gender-role 

orientation are more likely to succeed in the workplace than 

individuals with an undifferentiated gender-role 

orientation. 

These findings are also consistent with the skills 

measured by the HPP/SQ. Skills such as "winner's" image and 

initiative have traditionally been associated with masculine 

gender-role orientations. Social ability--a skill 

indicating level of sociability, social sensitivity, 

extroversion, and popularity--has partially been associated 

with a feminine gender-role orientation. However, it should 

be noted that individuals with an androgynous gender-role 

orientation were significantly different from individuals 

with a masculine or feminine gender-role orientation. In 

fact, no significant difference was found between 

individuals with a masculine or feminine gender-role 

orientation on social ability. This suggests that 

androgynous individuals possess both masculine and feminine 
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characteristics and are better able to adapt to situations 

that require interpersonal skills than individuals with 

masculine or feminine characteristics. 

Overall, findings for the gender-role orientations 

indicate that characteristics of androgynous and masculine 

gender-role orientations in individuals seem to relate to 

success in the workplace as measured and defined by the 

HPP/SQ. With the exception of candor, individuals with an 

undifferentiated gender-role orientation consistently had 

the lowest group means. This suggests that individuals with 

an undifferentiated gender-role orientation are less likely 

to succeed in workplace situations that require the skills 

measured by the HPP/SQ. However, these individuals may 

contribute to the organization in workplace situations which 

require skills other than the ones measured by the HPP/SQ. 

The Educational System 

Education has been said to hold the key to the future. 

As one of the socialization agents, the educational system 

plays an important role in preparing students for their 

future (McCoy, 1990); that is, to become economically 

productive members of society and socially responsible 

individuals who are willing to perform based on the norms 

set by society. The findings of the study indicate that in 

addition to technical knowledge, students also need to 

possess interpersonal skills in preparation for the 
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workplace and, ultimately, for high performance and 

potential success. 

For the educational system, the findings of the study 

suggest that educators need to consider students' 

personality, values, and psychological gender when they 

advise students on fields of study and career decisions. In 

addition, educators are challenged to involve students who 

have an undifferentiated gender-role orientation or a 

steadiness personality type in the learning process in order 

to prepare them better for the workplace. This has 

implications for the implementation of teaching methods for 

those types of students. Results would aid students in the 

development of certain skills such as the development of a 

more competitive spirit or the willingness to take 

initiative. Also, students who have an influencing 

personality type or an androgynous gender-role orientation 

will be provided with the opportunities to reinforce and 

strengthen their ability to be successful in the workplace. 

In regard to students' values, educators need to help 

students to mature on the hierarchy of the values systems. 

They need to stress the importance of values such as loyalty 

and commitment and point out at the same time that personal 

values may conflict with the goals of the organization. In 

such a situation students need to be made aware that they 

may be less successful in the workplace if they are not 

willing to compromise their own values. 
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The "High Performance Cycle" model by Locke and Latham 

(1990) can provide educators with guidance in helping their 

students to increase performance in universities. As 

educators use the model, they can use mediating mechanisms 

(teaching methods), moderating factors (feedback, task 

complexity), and rewards (tangible and non-tangible) to 

assist students in becoming better performers. 

Because students' personality, values, and 

psychological gender have been established by the time they 

enroll in universities, it seems that the role of educators 

consists of providing students with information of how the 

actions of individuals' different personality types, value 

systems, and gender-role orientations lead to different 

outcomes and thus consequences of their behavior. Educators 

need to assist students in developing critical thinking 

skills which will allow students to evaluate the 

relationship between their personality type, value system, 

and gender-role orientation and the behavioral consequences 

of their characteristics. Thus, students will be able to 

decide on their own which course of action they will take 

and whether they can adapt or further develop their 

personality type, value system, or psychological gender. 

Recommendations for Further Research 

The current study, which assessed senior undergraduate 

students' preparedness for the workplace based on 
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personality type, value systems, and psychological gender, 

was a broad approach in assessing the current status of 

senior undergraduate students. Therefore, further research 

is recommended in the following areas. 

1. Replicate the study on a regional and national 

level. Findings would yield more generalizable results. 

2. Conduct a similar study after having revised the PSS 

and VSS to increase reliability. Reliability could be 

increased by improving administration procedures of the 

instruments or by rewriting parts of the instruments to 

better meet the needs of a college population. These 

findings would yield more reliable data. 

3. Conduct a similar study utilizing Locke and Latham's 

(1990) "High Performance Cycle" model for its conceptual 

framework. Other variables such as teaching methods or 

instructors' attributes could be included. Findings would 

add to a better understanding of the complex environment in 

which students learn. 

4. Conduct a similar study for a specific field of 

study. This would include measurement of field specific 

skills and knowledge. This would allow researchers to 

become more specific in their investigation regarding 

particular skills needed in the workplace and regarding the 

effectiveness of field specific educators. It would also 

point to areas of improvement. 
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5. Conduct a similar study including additional 

demographic data such as students' birth order, work 

experience, team sport participation, or extracurricular 

experiences. Findings would add to the understanding of 

what additional factors influence students' preparedness. 

6. Execute longitudinal research beginning during 

students' freshman year until graduation to identify if 

their personality, values, or psychological gender change 

over time. This assessment might aid educators in the 

development and use of teaching methods over the course of 

students' college career. 

7. Execute longitudinal research immediately following 

graduation over a ten year period. Findings would identify 

changes in the individual and career development. 

8. Combine the personality styles, value systems, and 

psychological gender to identify whether certain personality 

styles, value systems, and psychological genders correlate. 

9. Determine how combinations of different levels of 

personality types and value systems affect preparedness for 

the workplace. 

10. Compare students who are involved in social and 

professional organizations with students who are not 

involved in such organizations. This would allow them to 

further develop their self-esteem, initiative, competitive 

spirit and interpersonal skills. 
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11. In cooperation with representatives of the 

workplace, determine what personality types, value systems, 

and gender-role orientations employers look for in potential 

employees. This should be career specific and aid in the 

job placement of graduating seniors. 

12. Conduct a study which assesses students' 

personality types, value systems, and gender-role 

orientation and determine which of these characteristics are 

found in students based on their career aspirations. 

Findings of the study should be interpreted with 

caution. The current study was exploratory in nature and 

represents a broad approach in assessing the current status 

of senior undergraduate students' preparedness for the 

workplace. In the study, students' preparedness for and 

success in the workplace were assessed based on how success 

is measured and defined by the HPP/SQ. However, as pointed 

out by SCANS, to be successful in the workplace, employees 

need to possess a combination of foundation skills and 

competencies. These will vary depending on the job itself. 

Thus, findings of the study need to be interpreted in light 

of how the HPP/SQ measures and defines success and for the 

jobs and careers in the workplace for which such definition 

is applicable. 

In summary, the findings of the study indicate that 

students differ in their personality types, value systems, 

and psychological gender, and therefore in their 
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preparedness for the workplace and potential success. 

Because personalities, values, and gender-role orientations 

are formed at an early stage in the life of an individual, 

the question as to how much universities can prepare their 

graduates for the workplace in regard to those variables 

remains. Perhaps, the role of universities is one of 

exposing students to different points of views and of 

providing guidance in developing students' potential growth 

and individuality. 

145 



REFERENCES 

Alicke, M. (1983). Philosophical investigations of values. 
In L. R. Kahle (Ed.), Social values and social change 
(pp. 3-24). New York: Praeger. 

Allport, G, W. (1937) . Personality: A psychological 
interpretation. New York: Henry Holt & Co. 

Allport, G. W. (1961). Pattern and growth in personality. 
New York: Holt, Rinehart and Winston. 

Archer, J. (1989) . The relationship between gender-role 
measures: A review. British Journal of Social 
Psychology. 28. 173-184. 

Assael, H. (1992) . Consumer behavior & marketing action 
(4th ed.). Boston: PWS-Kent, Publishing Company. 

Assael, H. (1981). Consumer behavior & marketing action. 
Boston: Kent Publishing Company. 

Astin, H. S. (1984) . The meaning of work in women's lives: 
A sociopsychological model of career choice and work 
behavior. The Counseling Psychologist. 11(4), 117-126. 

Auten, P. D., Hull, D. B., & Hull, J. H. (1985). Sex role 
orientation and type a behavior pattern. Psycholoy of 
Women Quarterly. 9, 288-290. 

Baier, K. (1969). What is value? An analysis of the 
concept. In K. Baier & N. Rescher (Eds.), Values and 
the future (pp. 33-67) . New York: The Free Press. 

Baker, D. R. (1987) . The influence of role-specific self-
concept and sex-role identity on career choices in 
science. Journal of Research in Science Teaching. 
24(8), 739-756. 

Ballard-Reisch, D., & Elton, M. (1992). Gender orientation 
and the bem sex role inventory: A psychological 
construct revisited. Sex Roles. 21(5/6), 291-306. 

Basow, S. A., & Medcalf, K. L. (1988). Academic 
achievement and attributions among college students: 
Effects of gender and sex typing. Sex Roles. 19 (9/10). 
555-567. 

Bem, S. L. (1974). The measurement of psychological 
androgyny. Journal of Consulting and Clinical 
Psychology. 42.(2), 155-162. 

146 



Bem, S. L. (1975). Sex role adaptability: One consequence 
of psychological androgyny. Journal of Personality and 
Social Psychology. 11(4), 634-643, 

Bem, S. L. (1977). On the utility of alternative 
procedures for assessing psychological androgony. 
Journal of Consulting and Clinical Psychology. 
41(2)196-205. 

Bem, S. L. (1981). Bem sex-role inventory: Professional 
manual. Palo Alto, CA: Consulting Psychologists 
Press, Inc. 

Bennett, S. M. (1982). Personality and situation in the 
prediction of women's career-related self-efficacy 
expectations and life satisfaction. Annual Meeting of 
the American Psychological Association. (ERIC Document 
Reproduction Service No. ED 249 429) . 

Berdie, R. F. (1959). A femininity adjective check list. 
Journal of Applied Psychology. 43.(5), 327-333. 

Beyer, S. (1990). Gender differences in the accuracy of 
self-evaluations of performance. Journal of 
Personality and Social Psychology. H(5), 960-970. 

Bieger, G. R. (1985) . Bem sex-role inventory. In D. J. 
Keyser and R. C. Sweetland (Ed.), Test critiques (Vol. 
3, pp. 51-57). Kansas City: Test Corporation of 
America. 

Bishop, J. H. (1989). Is the test score decline 
responsible for the productivity growth decline? 
American Economic Review. 29(1), 178-197. 

Blustein, D. L. (1989). The role of goal instability and 
career self-efficacy in the career exploration process. 
Journal of Vocational Behavior, 35, 194-203. 

B-Schools under Fire. (1993, April). Chief Executive, pp. 
50-64. 

Bureau of Labor Statistics. (1992). Occupational outlook 
handbook. Washington, DC: U.S. Government Printing 
Office. 

Buss, A. H., & Finn, S. E. (1987). Classification of 
personality traits. Journal of Personality and Social 
Psychology. 52. 432-444. 

147 



Carmen, J. M. (1978). Values and consumption patterns: A 
closed loop. In H. K. Hunt (Ed.), Advances in consumer 
research (Vol. 5, pp. 403-407). Ann Arbor: Association 
for Consumer Research. 

Cathcart, J., & Alessandra, T. (1984). Relationship 
strategies: How to deal with the differences in people. 
La Jolla, CA: Cathcart, Alessandra and Associates. 

Clark, T. (1990). International marketing and national 
character: A review and proposal for an integrative 
theory. Journal of Marketing. 54.(4), 66-79. 

Constantinople, A. (1973). Masculinity-femininity: An 
exception to a famous dictum? Psychological Bulletin, 
M(5), 389-407. 

Crosby, L. A., Bitner, M. J., & Gill, J. D. (1990). 
Organizational structure of values. Journal of 
Business Research. 20. 123-134. 

Dahlberg, A. W. (1989). Competition and managing 
resources. Journal of Quality and Participation. 9_, 
14-16. 

Dillman, D. A. (1978). Mail and telehpone surveys: The 
total design method. New York: John Wiley & Sons, Inc. 

Donelson, E. (1973). Personality: A scientific approach. 
Pacific Palisades, CA: Goodyear Publishing Co., Inc. 

Drenan, S. (1983). Personality factors. In L. R. Kahle 
(Ed.), Social values and social change (pp. 227-260). 
New York: Praeger. 

Drucker, P. F. (1989). The new realities: In governmentand 
politics, in economics and business, in society and 
world view. New York: Harper & Row. 

Dubrin, A. J., Ireland, R. D., & Williams, J. C. (1989). 
Management & organization. Cincinnati: South-Western 
Publishing Co. 

Dukes, W. F. (1955). Psychological studies of values. 
Psychological Bulletin. 51(1), 24-50. 

Engel, J. F., Kollat, D. T., & Blackwell, R. D. (1969, 
June). Personality measures and market segmentation. 
Business Horizons, pp. 61-70. 

Feldman, S. (1991). School days: Businesses hit the books. 
Personnel. M(8) , 3-4. 

148 



Freud, S. (1971). Collected papers Volume V. London: 
The Hogarth Press Ltd. 

Gale, L. L. (1988). Gender and leadership: The 
implications of small group research. Initiatives. 
54 (4) , 444-462. 

Gay, L. R. (1987). Educational research: Competencies for 
analysis and application (3rd ed.). Columbus, OH: 
Merrill Publishing Company. 

Gill, P. & Butler, J. (1993). Asleep at the switch. Chief 
Information Officer Journal. 5.(4), 34-39. 

Gist, M. E., & Mitchell, T. R. (1992). Self-efficacy: A 
theoretical analysis of its determinants and 
malleability. Academy of Management Review, 17.(2) , 
183-211. 

Grunert, K. G., Grunert, S. C , & Beatty, S. E. (1989). 
Cross-cultural research on consumer values. Marketing 
and Research Today. 12(1), 30-39. 

Gurman, E. B., & Long, K. (1992). Gender orientation and 
emergent leader behavior. Sex Roles. 17(7/8), 391-400. 

Havighurst, R. J. (1983). Sex role development. Journal 
of Research and Development in Education, 16.(2), 60-65. 

Hennig, M., & Jardim, A. (1977). The managerial woman. 
New York: Pocket Books. 

Henry, W. A. (1976). Cultural values do correlate with 
consumer behavior. Journal of Marketing Research, 13. 
121-127. 

Howard, J. A., & Woodside, A. G. (1984). Personal values 
affecting consumer psychology. In R. E. Pitts, Jr. & 
A. G. Woodside (Eds.), Personal values and consumer 
psychology (pp. 3-12). Lexington, MA: Lexington Books. 

Inkeles, A., & Levinson, D. J. (1969). National character: 
The study of modal personality and sociocultural 
systems. In G. Lindzey & E. Aronson (Eds.), The 
handbook of social psychology (2nd ed.). (Vol 4, pp. 
137-152) . Cambridge, MA: Addison-Wesley Publishing 
Company. 

Inwald, R. E., & Brobst, M. A. (1988). Hilson personnel 
profile/success quotient manual. Kew Gardens, NY: 
Hilson Research Inc. 

149 



Jensen, T. D., White, D. D., & Singh, R. (1990). Impact of 
gender, hierarchial position, and leadership styles on 
work-related values. Journal of Business Research. 20. 
145-152. 

Kahle, L. R. (1990) . Contemporary research on consumer and 
business social values. Journal of Business Research, 
1^, 81-82. 

Kahle, L. R., & Timmer, S. G. (1983). A theory and a 
method for studying values. In L. R. Kahle (Ed.), 
Social values and social change (pp. 43-72). New York: 
Praeger. 

Kapalka, G. M., & Lachenmeyer, J. R. (1988). Sex-role 
flexibility, locus of control, and occupational status. 
Sex Roles. ii(7/8), 417-427. 

Kaplan, S. J., & Kaplan, B. E. W. (1983). A study of the 
validity of the personal profile system. Chevy Chase, 
MD: Kaplan Associates. 

Karrass, C. (1993). Raise your expectations. Traffic 
Management. H(3), 15. 

Keys, D. E. (1985). Gender, sex role, and career decision 
making of certified management accountants. Sex Roles, 
11(1/2), 33-46. 

Korabik, K. (1982). Sex-role orientation and leadership 
styles: Further exploration. Annual Convention of the 
American Psychological Association. (ERIC Document 
Reproduction Service No. ED 223 963). 

Korabik, K. & Ayman, R. (1987). Androgyny and leadership 
style: Toward a conceptual synthesis. Annual 
Convention of the American Psychological Association. 
(ERIC Document Reproduction Service No. ED 291 032). 

Lamberth, J., Rappaport, H., & Rappaport, M. (1978). 
Personality: An introduction. New York: Knopf. 

Law, J. G. (1992). [Review of the Hilson Personnel 
Profile/Success Quotient]. In J. J. Kramer & J. C. 
Conoley (Eds.), The Eleventh Mental Measurements 
Yearbook (pp. 383-384) . Lincoln, NE: Burros 
Institution. 

Lessig, P. (1975) . A measurement of dependencies between 
values and other levels of the consumer's belief space. 
Journal of Business Research. 1, 227-240. 

150 



Levy, P. E., & Baumgardner, A. H. (1991). Effects of self-
esteem and gender on goal choice. Journal of 
Organizational Behavior. 11(6), 529-541. 

Locke, E. A. (1982). Relation of goal level to performance 
with a short work period and multiple goal levels. 
Journal of Applied Psychology. 67. 512-514. 

Locke, E. A. (1991). The motivation sequence, the 
motivation hub, and the motivation core. 
Organizational Behavior and Human Decision Processes. 
5^, 228-299. 

Locke, E. A., & Latham, G. P. (1990). Work motivation and 
satisfaction: Light at the end of the tunnel. 
Psychological Science. 1(4), 240-246. 

Long, J. E., & Candill, S. B. (1991). The impact of 
participation in intercollegiate athletics on income 
and graduation. Review of Economics and Statistics, 
21(3), 525-553. 

Marsh, H. W., & Myers, M. (1984). Masculinity, femininity 
and androgyny: A methodological and theoretical 
critique. (ERIC Document Reproduction Service No. ED 
242 758). 

McCoy, D. B. (1990). The impact of socialization on 
personality formation and gender role development. 
Kent, Ohio: Kent State University. (ERIC Document 
Reproduction Service No. ED 340 476). 

Mento, A., J., Locke, E. A., & Klein, H. J. (1992). 
Relationship of goal level to valence and 
instrumentality. Journal of Applied Psychology. 22(4), 
395-405. 

Mescon, M. H., Albert, M., & Khedouri, F. (1988). 
Management (3rd ed.). New York: Harper & Row, 
Publishers. 

Mullis, R. L., Sc McKinley, K. (1987). Relations between 
adolescent gender role orientation, self-esteem and 
social conformity. Annual Conference of the National 
Council on Family Relations. (ERIC Document 
Reproduction Service No. ED 291 051). 

151 



Munson, J. M. (1984). Personal values: Considerations on 
their measurement and application to five areas of 
research inquiry. In R. E. Pitts, Jr. and A. G. 
Woodside (Eds.), Personal values and consumer 
psychology (pp. 13-33). Lexington, MA: D.C. Heath and 
Company. 

Myers, J. (1993) . There's a big problem with today's 
marketing exces-And their bosses. Brandweek, 34 (14), 
12. 

Myers, J. H., & Reynolds, W. H. (1967) 
and marketing management. Boston: 

Consumer behavior 
Houghton Mifflin Co, 

Osgood, D. (1992) . Developing a new kind of motivation. 
Supervisory Management. 12(8), 6-7. 

Personal profile system manual and behavioral patterns 
master guide. (1986). Performax Systems 
International, Inc./Division of Carlson Learning 
Company. (Available from Carlso Learning Company, 
Minneapolis, MN). 

Pierce, J. L., & Newstrom, J. W. (1990). Ethics and 
management. In J. L. Pierce & J. W. Newstrom (2nd 
ed.). The manager's bookshelf: A mosaic of contemporary 
views (pp. 135-150). New York: Harper & Row. 

Pryor, A. K., & Shays, E. M. (1993). Growing the business 
with intrapreneurs. Business Quarterly, .52(3), 42-50. 

Rancer, A. S., & Dierks-Stewart, K. J. (1984). An 
examination of biological and psychological gender 
differences in trait argumentativeness. Annual Meeting 
of the Eastern Communication Association. (ERIC 
Document Reproduction Service No 243 163). 

Rokeach, M. (1968). Beliefs, attitudes, and values. San 
Francisco: Jossey-Bass, Inc. 

Rokeach, M. (1973) . The nature of human values. New York: 
Free Press. 

Rokeach, M. (1979) . Understanding human values. New York: 
Free Press. 

Ronen, S. (1986). Comparative and multinational 
management. New York: John Wiley & Sons. 

152 



Rousseau, D. M. (1988) . The construction of climate in 
organizational research. In C. L. Cooper & I. 
Robertson (Eds.), International review of industrial 
and organizational psychology. (Vol. 3). New York: 
John Wiley & Sons. 

Sachs, R., Chrisler, J. C , & Devlin, A. S. (1992). 
Biographic and personal characteristics of women in 
management. Journal of Vocational Behavior, 41. 89-
100. 

Scheibe, K. L. (1970) . Beliefs and values. New York: 
Holt, Rinehart and Winston, Inc. 

Schermerhorn, J. R., Jr., Hunt, J. G., & Osborn, R. N. 
(1982) . Managing Organizational Behavior. New York: 
John Wiley & Sons, Inc. 

Schmitt, B. H., & Millard, R. T. (1988). Construct 
validity of the bem sex role inventory (BSRI): Does the 
BSRI distinguish between gender-schematic and gender-
aschematic individuals? Sex Roles. 19.(9/10), 581-588. 

Scott, J. E., & Lamont, L. M. (1974). Relating consumer 
values to consumer behavior: A model and method for 
investigation. In T. V. Greer (Ed.), 1973 combined 
proceedings: Increasing marketing productivity and 
conceptual and methodological foundations of marketing 
(pp. 283-288). Chicago: American Marketing 
Association. 

Secretary's Commission on Achieving Necessary Skills. 
(1992) . Learning a living: A blueprint for high 
performance. Washington, DC: U.S. Government Printing 
Office. 

Secretary's Commission on Achieving Necessary Skills. 
(1992) . Skills and tasks for jobs: A SCANS report for 
America 2000. Washington, DC: U.S. Government Printing 
Office. 

Secretary's Commission on Achieving Necessary Skills. 
(1991). What work requires of schools. Washington, 
DC: U.S. Government Printing Office. 

Sleeper, L. A,, & Nigro, G. N. (1987). It's not who you 
are but who you're with: Self-confidence in achievement 
strategies. Sex Roles. 16. 57-69. 

153 



Stevens, M. J., Pfost, K. S., & Ackerman, M. D. (1984). 
The relationship between sex-role orientation and the 
type a behavior pattern: A test of the main effect 
hypothesis. Journal of Clinical Psychology. 40 (6). 
1338-1341. 

Tinto, V. (1987) , Leaving college: Rethinking the causes 
and cures of student attrition. Chicago: The 
University of Chicago Press. 

Tosi, H. L., Rizzo, J. R., & Carroll, S. J. (1990). 
Managing organizational behavior (2nd ed.). New York: 
Harper & Row, Publishers, 

Values analysis profile. (1981). Performax Systems 
International/Division of Carlson Learning Company. 
(Available from Carlson Learning Company, Minneapolis, 
MN) . 

Values analysis profile research report. (1988). Performax 
Systems International, Inc./Division of Carlson 
Learning Company. (Available from Carlson Learning 
Company, Minneapolis, MN). 

Values analysis profile trainer manual. (1985). Performax 
Systems Internatinal, Inc./Division of Carlson Learning 
Company. (Available from Carlson Learning Company, 
Minneapolis, MN). 

Vinson, D. E., Scott, J. E., & Lamont, L. M. (1977). The 
role of personal values in marketing and consumer 
behavior. Journal of Marketing, 41(2), 44-50. 

Walters, C. G. (1978). Consumer behavior: Theory and 
practice (3rd ed.). Homewood, IL: Richard D. Irwin, 
Inc. 

Weingart, L.R. (1992). Impact of group goals, task 
component complexity, effort and planning on group 
performance. Journal of Applied Psychology, 22(5), 
682-693. 

Weiss, H. M., & Adler, S. (1984). Personality and 
organizational behavior. In B. M. Staw and L. L. 
Cummings (Eds.), Research in Organizational Behavior, 
(Vol. 6, pp. 1-50). 

Wilkie, W. L. (1990). Consumer Behavior (2nd ed.). New 
York: John Wiley & Sons, Inc. 

154 



Williams, J. M., & Miller, D. M, (1983), Sex-role 
orientation and athletic administration. Sex Roles, 
£(11), 1137-1148. 

Wong, F, Y., McCreary, D. R., & Duffy, K. G. (1990). A 
further validation of the bem sex role inventory: A 
multi-trait multimethod study. Sex Roles, 11(3/4) 249-
259. 

Yanico, B. J. (1985). BSRI scores: Stability over four 
years of college women. Psychology of Women Quarterly, 
9, 277-283. 

Young, D. D. (1992). An analysis of personality types. 
values systems, and attitudes among selected consumers 
as indicators of purchase behavior: Implications for 
direct marketing. Unpublished doctoral dissertation, 
Texas Tech University, Texas. 

155 



APPENDIX A 

QUESTIONNAIRE 
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Texas Tech Students' Attitude 

Toward the Workplace 

The purpose of the study is to assess Texas Tech 
students' attitude toward the workplace. Please 
be advised that your responses will be kept 
confidential and will only be used for statistical 
analysis. I would like to thank you for your 
participation and cooperation in this research 
study. 
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A copy of the PSS can be obained through: 

Terry Waldren, Ph.D. 
Adjunct Faculty Member 

Department of Merchandising, Environmental 
Design, and Consumer Economics 

Texas Tech University 
Lubbock, Texas 79409 

(806) 742-3050 
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A copy of the VSS can be obained through: 

Terry Waldren, Ph.D. 
Adjunct Faculty Member 

Department of Merchandising, Environmental 
Design, and Consumer Economics 

Texas Tech University 
Lubbock, Texas 79409 

(806) 742-3050 
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A copy of the BSRI can be obtained through: 

Shelley Harp, Ph.D. 
Department of Merchandising, Environmental 

Design, and Consumer Economics 
College of Human Sciences 

Lubbock, Texas 79409 
(806) 742-3050 
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A copy of the BSRI can be obtained through: 

Shelley Harp, Ph.D. 
Department of Merchandising, Environmental 

Design, and Consumer Economics 
College of Human Sciences 

Lubbock, Texas 7 9409 
(806) 742-3050 
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A copy of the HPP/SQ can be obtained through: 

Hilson Research, Inc. 
82-28 Abingdon Road 

P.O. Box 23 9 
Kew Gardens, New York 11415 

(718) 805-0063 
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Demographics 

INSTRUCTIONS: 

For questions one through ten, please mark the bubble that describes you most. 
Fill in each bubble completely. 

1. Social Security Number 

2. Gender: 

'Male 
' Female 

3. Major (please specify): 

4. Age . 

5. Classification: Senior (91 hrs or more) (s_)Yes C_J) No 

6. Ethnjc Group: 

Black/Non Hispanic 
Asian/Pacific Islander 

' White/Non Hispanic 
American Indian/Native American 

' Hispanic 
'other (please specify): 

7. Birth Order: 

'Only child 

' First-born 

'Middle child 

Woungest child 
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8. Highest Educational Level Achieved by Your Primary Caregiver/Caregivers 

I Less than high school 

I High School diploma 

• Associate degree 
' Bachelor's degree 
I Master's degree 
' Doctoral degree 
' Post doctoral degree 

9. Number of years of work experience 

during College 
' less than 1 /2 year 
1 year - 2 years 

12 years - 3 years 
' more than 3 years 

10. Number of years of work experience 
during High School 

' less than 1 /2 year 
1 year - 2 years 

' 2 years - 3 years 

* more than 3 years 
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\M/ TEXAS TECH UNIVERSITY 
Cullei>e of Human Sciences 
Depanment of .Merchandising, 

En\ironmenial Design and 
Consumer Economics 

Box4ll()2 
Lubbock. TX "9409 1162 
(800) "42 3050 
FA.\(806)--i2 1343 

February 9, 1994 

Mark Friedberger, Ph.D. 
Assistant Professor 
History 
Mail Stop 1013 

Dear Dr. Friedberger: 

As a Ph.D. student in Consumer Economics in the College of Human 
Sciences I am writing to you in regards to your participation in 
my dissertation study. The study concerns preparedness for the 
workplace of senior undergraduate students at Texas Tech. I am 
looking for differences based on seniors' major, personalities, 
values, and psychological gender. This topic is of nation-wide 
importance as the United States needs to remain competitive in 
the international market. Would you be willing to assist me by 
allowing me to collect data this semester from your senior class, 
HIST 4398, 002? 

Once I have analyzed the data, I would like to share my findings 
with you. This should be very interesting as my study considers 
all majors on campus. I will contact you next week to determine 
the possibility of your support. If you have any questions, I 
will answer those at that time. 

Thank you for your help. 

Sincerely, 

Birgit Black Carolyn Ater, Ph.D. 
Graduate Student Associate Professor 

Dissertation Chair 

.^'/ EEO, Ajjir-nialiic Acliun Insiiliition 
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APPENDIX C 

ONE-WAY ANOVA SUMMARY TABLES AND 

STUDENT-NEWMAN-KEULS TEST 

FOR HYPOTHESIS 1 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 506 observations can be used in 
this analysis. 

Independent Variable: Personality Type 

Dependent Variable: Social Ability 

Source 

Model 

Error 

Corrected 
Total 

DF 

3 

502 

505 

Sum of 
Squares 

2005.4845 

14400.4443 

16405.9288 

Mean 
Square 

668.4948 

28.6861 

F Value 

23.30 

Pr > F 

0.0001 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
Social Ability 

Means with the same letter are not significantly different 

SNK Grouping Mean N Personality 

A 25.3951 162 Influencing 

B 23.6066 122 Dominance 

C 21.7674 86 Cautious 
C 
C 20.4265 136 Steady 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 518 observations can be used in 
this analysis. 

Independent Variable: Personality Type 

Dependent Variable: "Winner's" Image 

Source 

Model 

Error 

Corrected 
Total 

DF 

3 

514 

517 

Sum of 
Squares 

643.7853 

10877.2204 

11521.0057 

Mean 
Square 

214.5951 

21.1619 

F Value 

10.14 

Pr > F 

0.0001 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
"Winner's" Image 

Means with the same letter are not significantly different 

SNK Grouping Mean N Personality 

A 19.0244 123 Dominance 

B 17.6805 169 Influencing 
B 
B 17.3409 88 Cautious 

C 15.9058 138 Steady 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 532 observations can be used in 
this analysis. 

Independent Variable: Personality Type 

Dependent Variable: Initiative 

Source DF Sum of 
Squares 

Mean 
Square 

F Value Pr > F 

Model 

Error 

3 294.4095 

528 14627.8987 

Corrected 
Total 531 14922.3082 

98.1365 

27.7043 

3.54 0.0146 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
Initiative 

Means with the same letter are not significantly different 

SNK Grouping Mean N Personality 

A 20.0330 91 Cautious 
A 

B A 18.9606 127 Dominance 
B 
B 18.2656 143 Steady 
B 
B 17.9357 171 Influencing 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 445 observations can be used in 
this analysis. 

Independent Variable: Personality Type 

Dependent Variable: Success Quotient 

Source DF Sum of Mean F Value Pr > F 
Squares Square 

Model 3 4079.72436 1359.9081 7.12 0.0001 

Error 441 84268.72508 191.0855 

Corrected 
Total 444 88348.44944 
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APPENDIX D 

ONE-WAY ANOVA SUMMARY TABLES, 

STUDENT-NEWMAN-KEULS TEST AND 

DUNCAN'S MULTIPLE RANGE TEST 

FOR HYPOTHESIS 2 

t 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
G e n e r a l L i n e a r Models Procedure 

Due to m i s s i n g v a l u e s , on ly 435 o b s e r v a t i o n s can be used in 
this a n a l y s i s . 

Independent V a r i a b l e : Value System 

Dependent V a r i a b l e : " W i n n e r ' s " Image 

Source DF 

Model 3 

Error 431 

Corrected 
Total 

Sum of 
Squares 

338.98911 

8993.23157 

434 9332.22069 

Mean F Value Pr > F 
Square 

112.9963 

20.8659 

5.42 0.0012 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
"Winner's" Image 

Means with the same letter are not significantly different. 

SNK Grouping Mean N Value System 

A 18.474 59 Challenger 
A 
A 18.375 213 Traditionalist 

B 16.707 89 In-Betweener 
B 
B 16.432 74 Synthesizer 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 445 observations can be used in 
this analysis. 

Independent Variable: Value System 

Dependent Variable: Initiative 

Source 

Model 

Error 

DF Sum of 
Squares 

381.71229 

441 12000.78208 

C o r r e c t e d 
Tota l 444 1 2 3 8 2 . 4 9 4 3 8 

Mean 
S q u a r e 

F Va lue Pr > F 

127 .2374 

27 .2126 

4 . 6 8 0 .0032 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Duncan's Multiple Range Test 
Initiative 

Means with the same letter are not significantly different. 

Duncan Grouping 

A 

B 
B 
B 
B 
B 

Mean 

19.912 

18.193 

17.983 

17.973 

N 

217 

93 

61 

74 

Value System 

Traditionalist 

In-Betweener 

Challenger 

Synthesizer 

179 



APPENDIX E 

ONE-WAY ANOVA SUMMARY TABLES AND 

STUDENT-NEWMAN-KEULS TESTS 

FOR HYPOTHESIS 3 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 525 observations can be used in 
this analysis. 

Independent Variable: Psychological Gender 

Dependent Variable: Candor 

Source DF Sum of 
Squares 

Mean 
Square 

F Value Pr > F 

Model 

Error 

Cor rec ted 
Total 

3 

5 2 1 

524 

5 5 . 8 6 7 2 3 

2 0 4 6 . 5 5 9 4 2 

2 1 0 2 . 4 2 6 6 6 

18 .6224 

3 . 9 2 8 1 

4 . 7 4 0 .0028 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
Candor 

Means with the same letter are not significantly different 

sm 

B 
B 
B 

: Grouping 

A 
TV 

A 
A 
A 
A 

Mean 

8.4961 

8.2345 

8.0250 

7.6031 

N 

129 

145 

120 

131 

Psychological 
Gender 

Undifferentiated 

Feminine 

Androgynous 

Masculine 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
G e n e r a l L i n e a r Models P r o c e d u r e 

Due t o m i s s i n g v a l u e s , o n l y 504 o b s e r v a t i o n s can be u s e d i n 
t h i s a n a l y s i s . 

Independent V a r i a b l e : P s y c h o l o g i c a l Gender 

Dependent V a r i a b l e : A c h i e v e m e n t H i s t o r y 

Source DF Sum of 
S q u a r e s 

Mean 
S q u a r e 

F Va lue Pr > F 

Model 3 6 4 4 . 4 2 2 9 1 

Error 500 1 3 1 8 3 . 0 0 3 6 6 

Cor rec ted 
Total 503 1 3 8 2 7 . 4 2 6 5 8 

214 .8076 

26 .3660 

8 .15 0 .0001 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
Achievement History 

Means with the same letter are not significantly different. 

SNK Grouping ng 

A 
A 
A 

B 

C 

Mean 

18.060 

17.868 

16.507 

15.225 

N 

115 

129 

136 

124 

Psychological 
Gender 

Androgynous 

Masculine 

Feminine 

Undifferentiated 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
G e n e r a l L i n e a r Models P r o c e d u r e 

Due t o m i s s i n g v a l u e s , o n l y 505 o b s e r v a t i o n s can be used i n 
t h i s a n a l y s i s . 

Independent V a r i a b l e : P s y c h o l o g i c a l Gender 

Dependent V a r i a b l e : S o c i a l A b i l i t y 

Source 

Model 

Error 

DF Sum of 
S q u a r e s 

3 1 8 8 8 . 8 1 7 8 8 

501 1 4 7 3 3 . 1 4 2 5 1 

Correc ted 
Total 504 1 6 6 2 1 . 9 6 0 4 0 

Mean F Value Pr > F 
Square 

629.6059 21.41 0.0001 

29.4074 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
Social Ability 

Means with the same letter are not significantly different. 

SNK Grouping Mean 

A 25.913 

B 22.950 
B 
B 22.324 

C 20.365 

N 

116 

121 

145 

123 

Psychological 
Gender 

Androgynous 

Masculine 

Feminine 

Undifferentiated 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 519 observations can be used in 
this analysis. 

Independent Variable: Psychological Gender 

Dependent Variable: "Winner's" Image 

Source DF Sum of 
S q u a r e s 

Mean F Va lue Pr > F 
S q u a r e 

Model 3 2 1 9 1 . 5 8 4 3 9 

Error 515 9 3 7 6 . 4 8 8 8 3 

Cor rec ted 
Total 518 11568.07322 

730.5281 40.12 0.0001 

18.2067 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
"Winner's" Image 

Means with the same letter are not significantly different 

SNK Grouping ng 

A 
A 
A 

B 
B 
B 

Mean 

19.688 

19.6875 

15.624 

15.515 

N 

122 

128 

143 

126 

Psychological 
Gender 

Androgynous 

Masculine 

Feminine 

Undifferentiated 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 531 observations can be used in 
this analysis. 

Independent Variable: Psychological Gender 

Dependent Variable: Initiative 

Source DF Sum of 
S q u a r e s 

Model 3 5 8 9 . 8 5 0 7 5 

Error 527 1 4 7 8 3 . 4 7 5 0 4 

Correc ted 
Total 530 15373.32580 

Mean F Value Pr > F 
Square 

196.6169 

28.0521 

7.01 0.0001 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
Initiative 

Means with the same letter are not significantly different 

SNK Grouping ng 

A 
A 
A 

B 
B 
B 

Mean 

20.090 

19.328 

17.800 

17.558 

N 

132 

125 

145 

129 

Psychological 
Gender 

Masculine 

Androgynous 

Feminine 

Undifferentiated 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Due to missing values, only 437 observations can be used in 
this analysis. 

Independent Variable: Psychological Gender 

Dependent Variable: Success Quotient 

Source 

Model 

Error 

Correc ted 
Total 

DF 

3 

433 

436 

Sum of 
S q u a r e s 

1 5 1 8 9 . 4 4 6 1 

7 5 0 9 3 . 6 2 9 4 

9 0 2 8 3 . 0 7 5 5 

Mean 
S q u a r e 

5063 .1487 

173 .4264 

F Value 

29 .19 

Pr > F 

0 .0001 
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ONE-WAY ANOVA WITH MULTIPLE COMPARISONS 
General Linear Models Procedure 

Student-Newman-Keuls test for 
Success Quotient 

Means with the same letter are not significantly different. 

SNK Grouping ng 

A 
A 
A 

B 
B 
B 

Mean 

91.450 

88.824 

80.900 

76.587 

N 

100 

108 

120 

109 

Psychological 
Gender 

Androgynous 

Masculine 

Feminine 

Undifferentiated 
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APPENDIX F 

CORRELATION MATRICES FOR 

INDEPENDENT VARIABLES 

193 



Correlation Analysis 

arson Correlation Coefficients / Prob > | R | under Ho; 
^̂ 0=0 / Number of Observations 

P 
E DIR 
R 
S 
0 
N INF 
A 
L 
I 
T STD 
Y 

T 
Y CAU 
P 
E 

TRA 

0.08433 
0.0486 

546 

0.17677 
0.0001 

542 

0.03891 
0.3714 

530 

0.04637 
0.2803 

544 

VALUE SYSTEM 

IN-BE 

-0.21705 
0.0001 

534 

0.33173 
0.0001 

532 

0.16938 
0.0001 

518 

-0.15354 
0.0004 

533 

CHA 

0.40447 
0.0001 

537 

0.02113 
0.6260 

534 

-0.33328 
0.0001 

519 

-0.12734 
0.0032 

535 

SYN 

-0.21999 
0.0001 

542 

-0.09703 
0.0243 

539 

0.12030 
0.0057 

527 

0.25502 
0.0001 

539 
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Correlation Analysis 

Pearson Correlation Coefficients / Prob > ! R j under Ho 
Rho=0 / Number of Observations 

GENDER 

MALE FEMALE 

P 
E DIR 0.59636 -0.19289 
R 0.0001 0.0001 
S 559 552 
0 
N INF 0.12766 0.34595 
A 0.0025 0.0001 
L 557 550 
I 
T STD -0.54699 0.11015 
Y 0.0001 0.0108 

540 535 
T 
Y CAU -0.29863 -0.19244 
P 0.0001 0.0001 
E 556 550 
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Correlation Analysis 

Pearson Correlation Coefficients / Prob > j R j under Ho: 
Rho=0 / Number of Observations 

GENDER 

MALE FEMALE 

TRA 0.07436 -0.12460 
0.0787 0.0033 

560 553 

IN-BE -0.28695 0.31167 
0.0001 0.0001 

548 543 
S 
Y 
S 
T 
E 
M SYN -0.10308 0.07639 

0.0148 0.0737 
558 549 

CHA 0.30133 -0.18071 
0.0001 0.0001 

553 547 

196 



APPENDIX G 

HUMAN SUBJECTS COMMITTEE 

LETTER OF PERMISSION 
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f^ J TEXAS TECH UNIVERSITY 
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December 16, 1993 

Dr. CaroKn Ater 
MEDCE' 
Campus 

Dear Dr. .Ater: 

The Texas Tech Universit> Committee for the Protection of Human Subjects has 
approved your project, "Analysis of Senior Undergraduate Students' Preparedness for the 
Workplace Based on Personality Type." Your approval will extend for one year from 
December 31, 1993. You will be reminded of the pending ejqjiration one month before your 
^proval expires so that you may request an extension if you wish. 

The best of luck on your project. 

Sincerely, 

James L. Smith, Chairman 
Human Subjects Use Committee 
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xc: Birgit Black 
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