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Abstract

This paper examines how socio-demographic, educational, work attitude, and
labour market characteristics contribute to gender differences in the earnings
and promotion opportunities of 1985 university graduates employed full-time
one year after graduating. Even after accounting for the effects of faculty of
enrolment, gender differences in initial employment outcomes are attributable
to gender-segregated labour market structures, union and professional associa-
tion membership, and specific job conditions.Thus, men and women graduating
JSfrom the same faculty and university translate credentials into different kinds of
employment futures. Interestingly, wanting a job with good promotion opportu-
nities at the time of graduation increased the chance of finding such a job,
regardless of sex. This paper concludes by exploring the theoretical and policy
implications of these findings.

Résumé

Cet article ¢tudie l'impact selon le sexe des caractéristiques socio-
démographiques, de l'éducation, des attitudes face au travail, et du marché de
l'emploi en regard des différences de revenus et des perspectives de promotion
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des diplémés universitaires de 1985, un an apres leur diplomation. Méme en
tenant compte des différences disciplinaires, on observe que les écarts de
revenus sont attribuables aux structures du marché de l'emploi qui s'avérent
différentes selon le sexe, a l'appartenance ou non d des associations syndicales
et professionnelles, et enfin, aux conditions spécifiques d l'emploi. En
conséquence, les hommes et les femmes qui diplément d'un méme programme et
d'une méme université ne disposent pas des mémes perspectives d'emploi
Sfutures méme s'ils possédent le méme diplome. Il est aussi intéressant de noter
que les diplémés d la recherche d'un emploi qui offre des possibilités
d'avancement dans la carriére au moment de l'obtention du dipléme,
augmentent leur chance d'obtenir un tel emploi, indépendamment du sexe du
candidat. L'article conclut en explorant les implications théoriques et pratiques
de cette étude.

Introduction

The 1980s were a decade of socioeconomic paradoxes for Canadian women.
More females than males enrolled in postsecondary educational programs; and
since 1982, women have received the majority of undergraduate degrees
(Gilbert & Guppy, 1988, p. 165). Yet gender segregation persists in universities:
male undergraduates are concentrated in engineering and applied sciences;
female undergraduates are clustered in nursing, household sciences, and ele-
mentary-primary education (Mori & Burke, 1989). True, some male-dominated
fields such as pharmacy (and, increasingly, medicine) are undergoing feminiza-
tion (Marshall 1989); but this is overshadowed by women’s growing concentra-
tion in education, arts disciplines, and other female dominated fields of study
(Gilbert & Guppy, 1988).

Within the labour force, the male-female wage gap is less among university
graduates than among non-university educated workers (Gunderson, 1989,
p. 52). Nonetheless, women who entered the labour market with university
degrees in the 1980s earned less than males with similar credentials in virtually
all occupations (Wannell, 1990). Despite employment equity policies and rapid
increases in the number of women entering management occupations, relatively
few have moved up into upper-middle and senior management positions in
either the public or private sector (Pettchinis, 1989).

Against the backdrop of these trends, this paper examines sources of gender
inequality in two key labour market outcomes — income and promotion oppor-
tunities — in a sample of 1985 university graduates employed full-time one
year after graduation. Our analysis of the linkages between postsecondary
educational credentials and the labour market addresses the following questions:
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1) How is human capital incorporated into the labour market differently for men
and women upon graduation from university? 2) How are prior gender differ-
ences in education, particularly faculty of study, incorporated into gender-segre-
gated occupational structures? 3) Are there gender differences in occupational
aspirations and work orientations which may influence initial entry-level
employment?

Theoretical Issues

Sociological research has only partially illuminated these question. The com-
plexity of gender stratification — based on mutually reinforcing roles played by
the family, educational institutions, work organizations, and societal values —
encourages competing paradigms (Brinton, 1988, p. 300). Indeed, the lack of
consensus about the causes and consequences of occupational gender segrega-
tion reflects the difficulty of bridging individualistic (micro) and structural
(macro) levels of analysis.

The major individualistic explanations of variations in employment out-
comes are human capital theory, derived from neoclassical economics, and soci-
ological models of status attainment. These perspectives emphasize the
importance of individuals’ ascribed and achieved characteristics in occupational
attainment and rewards (Coverman, 1988). Human capital and status attainment
theories would thus view these occupational trends as evidence of women reap-
ing greater labour market returns as a result of their increased investments in
human capital (Jacobs, 1989, p. 171).

Wannell’s (1990) study of the impact of a variety of human capital charac-
teristics on the earnings of 1982 Canadian male and female university graduates
exemplifies the individualistic approach. Using the 1982 National Graduate
Survey and the Follow-up of 1982 Graduates Survey, he finds that, despite hav-
ing the same educational credentials, female university graduates earned an
average of 88% of males graduates’ earnings in 1984, with this ratio falling to
82% by 1987. Gender differences in the field of study exerted the strongest
influence on the earnings gap. ,

Wannell’s (1990) human capital perspective limits his research focus in
several ways. He emphasizes graduates’ characteristics (e.g., age, language,
marital and family status, prior work experience, degree level, field of study,
etc.) because they influence labour supply; but he does not consider labour mar-
ket factors affecting the demand for female and male graduates. Another
limitation is that Wannell’s only dependent variable is earnings, despite the
importance of other job rewards in the overall pattern of labour market inequity.
Certainly human capital influences one’s life chances. To this extent,
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Wannell’s (1990) multivariate analysis does account for 33% of the earnings
gap in both study years. But also important to consider are structural factors
which shape the demand for labour. Structural models of segmented labour
markets or economic dualism (Baron & Bielby, 1980) highlight the role of
labour market and industry structures in the distribution of life chances
(Kalleberg & Berg, 1987, pp. 26-28). In contrast to the individualistic theories
above, structural theories argue that long-term trends in the wage gap and occu-
pational gender segregation indicate entrenched barriers (Jacobs, 1989, p.
1971). For example, a structural analysis of graduates’ initial labour market out-
comes would include measures such as the gender-segregated occupational
structure being entered, union and professional association membership, and
intrinsic and extrinsic job rewards which reflect the organization of work within
firms.

To achieve a better understanding of how a university degree confers
advantages differently for men and women in the early stage of their careers, we
must look beyond any single theoretical perspective. Not surprisingly, there is
growing recognition of the need to combine structural and individual factors in
explanations of labour market inequalities. Baron and Bielby (1980) argue that
structural models reject status attainment theory; yet they fail to explain how
structures actually influence occupational attainment. Similarly, status attain-
ment researchers acknowledge the need to pay greater attention to the relative
roles of both individual and structural factors, including labour market factors
such as unemployment, rising job competition, and the declining value of post-
secondary education (Knottnerus, 1987; Harvey & Kalwa, 1983).

But combining elements from human capital theory and segmentation mod-
els still produces an incomplete picture. Discussions of gender inequality in
employment must also be informed by research on gender role socialization
(MacKie, 1987; Ireson & Gill, 1988), and by feminist critiques of both structur-
al and individualistic models (Beechey, 1988; Dex, 1985, ch. 5; Gaskell, 1987).
Furthermore, neither model adequately accounts for the effects of work-related
attitudes, even though it is widely assumed that gender socialization influences
work behaviour. Human capital theorists (Becker, 1985) claim that women have
lower employment commitment than men, while sociologists argue that such
differences are diminishing (Lorence, 1987; Moen & Smith, 1986; Dex, 1988).
Women'’s lower occupational attainment and rewards often are attributed to
their lower educational and occupational aspirations, which in turn stem from
socialization for femininity (Ireson & Gill, 1988, p. 132; also see Porter et al.,
1982; Turrittin et al., 1983; Gaskell, 1987). Generally, we know little about the
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relationship between women’s work attitudes and their employment situations
(Purcell, 1989, p. 158).

Finally, both individualistic and structural perspectives can be faulted for
not conceptualizing the life cycle into their analysis. Major life transitions, such
as the transition of young people from university into the labour force, are cen-
tral to any thorough explanation of how gender inequalities are perpetrated
within and across generations. We need more insights about how gender-specif-
ic employment patterns develop over the life course (Blossfeld, 1987, p. 90).

In sum, the complex patterns of continuity and change in women’s employ-
ment demand that we integrate elements from human capital, status attainment,
structural, and gender socialization traditions. In this paper we examine socio-
demographic, education, work attitude, and fabour market characteristics which
may differentially affect earnings and promotion opportunities of male and
female university graduates. Far from attempting to propose a new theoretical
synthesis, we take a modest first step in this direction by integrating both micro
and macro factors into a single explanatory framework in order to address our
research questions.

Data and Methods

Our data come from a panel study of 1985 high school and university graduates
in three Canadian cities, Edmonton, Toronto, and Sudbury (for details, see
Krahn, 1988). We examine the university sub-sample, which consists of a one
in three systematic sample of all graduates from five faculties (Arts, Science,
Business, Education , and Engineering) at three universities (Alberta, Toronto,
Laurentian) in the spring of 1985. Respondents were mailed a questionnaire in
May 1985 (T1), then followed up with another questionnaire in 1986 (T2). Our
focus in this paper is on labour market outcomes during the first twelve months
after graduation. Attrition bias was minimal, given that 82% of those who pro-
vided contact information at T1 also responded at T2. We examine only those
university graduates who reported holding a full-time job at T2 and who had left
the educational system. The total sub-sample size is 529, of which 301 or 57%
are female.

Socio-Demographic and Educational Characteristics

Male and female respondents are similar socio-demographically. The mean age
at the time of graduation (T1) was 23 years for both sexes. A slightly higher
proportion of females were married at T1 (about 17% compared with 12% of
the males); however, only about 3% of females and males reported raising
children at T1. About 15% and 28% of all respondents’ mothers and fathers,
respectively have a university degree.
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Table 1
Faculty of Study, University Graduates Employed Full-Time One Year After

Graduation, by Gender !

Female Male
Arts 30.9% 17.5%
Business 16.9 23.7
Education 37.2 9.6
Engineering 23 30.7
Science 12.6 18.4

'100.0% 100.0%
(n) 3o1) (228)

! Includes only those respondents who reported holding a full-time job at the time of the
1985 followup survey (n=529).

In terms of educational characteristics, males and females had almost iden-
tical final year grades (71% and 70%, respectively); however, Table 1 docu-
ments major gender differences in faculty of study consistent with national
trends (Mori & Burke, 1989). Females are highly concentrated in Arts and
Education faculties. Males are more likely to graduate with degrees in
Engineering, Business, or Science.

Work Attitudes

It is also important to consider respondents’ occupational aspirations and work
orientations at the time of graduation, for these could reflect gender differences
in socialization which influence early career choices (see Table 2). As measured
by the revised Blishen Scale! of occupational status (Blishen et al., 1987),
women had significantly lower occupational aspirations than their male counter-
parts at the time of graduation, although the scale difference is not great
(Blishen scores of 63.5 and 67.7).

Table 2 also reports four measures of work orientations (mean scores on
five-point Likert scales). There are not statistically significant female-male dif-
ferences on two work values: the importance of finding work that “pays well”
after leaving university and the belief that “having a job makes me feel I'm
doing something useful with my life;” however, women were significantly less
likely than men to believe that it was important for them to find a job “with
good chances for promotion and advancement” upon graduating, although the
actual difference in small. In contrast, male graduates were significantly more
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Table 2

Occupational Aspirations and Work Orientations at Time of Graduation,

University Graduates Employed Full-time One Year After Graduation, by
Gender!

Female Male

1) Occupational aspirations (Blishen score)- 63.5 * 67.7
2) Work Orientations:

Importance of work that pays well when

looking for a full-time job after leaving

university 3.53 344

Importance of work with good chances for
promotion and advancement when looking for

a full-time job after leaving university? 3.97 : 4.14
I am not ready for a long-term commitment

to a job* 1.90 ’ 2.12
Having a job makes me feel I'm doing

something useful with my life? 4.23 4.12
(n) 301 (228)

Includes only those respondents who reported holding a full-time job at the time of the
1985 followup survey (n=529).

Occupational status scores from Blishen et al. (1987) measured at time of graduation,
Spring 1985.
Mean scores on a tive-point scale where 1 is "not important at all” and § is "very

important." Actual statcment wordings arc as shown.

4 Mean scores on a five-point scale where 1 is "strongly disagree” and S is "strongly

agree.” Actual statement wordings arc as shown.
* Difference between females and males is significant at p<.05
**Diffcrence between females and males is significant at p<.0l1

likely to agree that “I am not ready for a long-term commitment to a job.”
Again, the actual difference is small yet significant.

Labour Market Outcomes One Year After Graduation: Descriptive Results

Graduates’ labour market experiences prior to and immediately following grad-
uation deserve brief comment. Some 65% of females and 57% of males were
employed during the last year of university, although this difference is not
statistically significant. In the year after graduation, the typical graduate of
either sex was employed full-time for an average of 8 months; however, 19% of
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Table 3

Labour Market Qutcomes, University Graduates Employed Full-time One Year
After Graduation, by Gender!

Female Male
a) Occupation one year after graduation:
Managerial 14.8% 20.7%
Science/Engineering 7.0 414
Social Sciences 8.1 1.8
Teaching 36.2 9.3
Medicine 4.7 --
Artistic/Recreation 34 1.8
Clerical 15.8 7.0
Sales 7.7 7.9
Service 23 35
Blue-collar -- 6.6
Total 100.0% 100.0%
b) Current job conditions:
Mean hours worked per week 40.3 42.9
Mean weekly take-home pay $332.52 ™ $400.86
Percent union member? 247 " 132
Percent professional association member? 35.7 44.1
c¢) Respondent's description of job3:
The work is interesting 3.97 3.84
I have freedom to decide what I do in my job 3.30 3.27
The job gives me a feeling of accomplishment  3.90 3.83
The job lets me use my skills and abilities 3.90 3.73
The fringe benefits are good 3.51 3.60
The chances for promotion are good 3.08 ' 341
The job security is good 3.38 3.54
(n) (301 (228)

1 Includes only those respondents who reported holding a full-time job at the time of the
1985 followup survey (n=529).

2 Fifteen repondents (2.8%) who reported belonging to both a union and a professional
association are recorded as members of both.

3" Actual statcment wordings are as shown. Agreement is measured on a five-point scale
where 1 is "strongly disagree” and 5 is "strongly agree.”

*  Difference between females and malcs is significant at p<.05

** Difference between females and males is significant at p<.01

*** Difference between females and males is significant at p<.001
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women compared with 11% of men (p<.05) participated in government-spon-
sored job creation programs in the year following graduation. This difference
reflects the high proportion of females among Education graduates and the fact
that the Alberta government had a teaching intern program during 1985-86.

Table 3 documents the occupations of graduates, as well as basic working
conditions, after one year in the labour force. Females were concentrated in
teaching, clerical work, and management. By comparison, men were over-repre-
sented in science and engineering occupations and in management. Almost no
women were in blue-collar occupations, whereas about 7% of males held such
jobs.

These gender-segregated employment patterns mirror those found in the
Canadian labour force (Krahn & Lowe, 1993, pp. 73-75). At the same time, we
must recognize the effect of faculty of study on occupational attainment.
Among the five faculties we sampled, women were over-represented in Arts
and Education faculties (Table 1); hence the high proportion of female gradu-
ates who had entered teaching occupations and clerical work (still an occupa-
tional destination for female Arts graduates)(cf. Devereaux & Rechnitzer, 1978;
Krahn & Lowe, 1990). In short, occupational gender segregation within our
sample of university graduates resulted partly from prior gender differences in
choice of faculty.

Examining specific job conditions, we find that female graduates, in com-
parison with males, worked fewer hours on average each week. Although statis-
tically significant, this difference amounts to less than 3 hours weekly. Of far
greater importance is the $68 difference in weekly take-home pay (after taxes
and deductions). In other words, women earned 83% of the net weekly salary of
their male counterparts after one year in the labour market. The gender wage
gap in our sample is fairly consistent with Wannell’s (1990) finding of an 87%
gap in gross annual salaries received by 1982 university graduates who were
employed full-time in 1984.

One in four female graduates, in contrast to fewer than one in eight males,
belonged to a union. The large number of female Education faculty graduates
accounts for the higher female union membership. The impact of union
membership on female earnings probably is less substantial than for male engi-
neering and business graduates who belong to professional associations.

Table 3 also reports respondents’ descriptions of specific intrinsic and
extrinsic job characteristics, indicating the overall quality of employment. Only
one of the five — chances for promotion — shows a statistically significant
gender difference, with males reporting greater opportunities in this respect.
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The mean scores for the other four measures indicate that the jobs males had
obtained one year after graduation offered only minimal advantages in terms of
decision-making freedom, use of skills and abilities, fringe benefits, and job
security.

Explaining Gender Differences in Earnings and Promotion Opportunities:
Regression Results

In many respects, the male and female university graduates in our study have
similar socio-demographic characteristics, educational attainment, and final
year grades. We have identified, however, small yet statistically significant dif-
ferences in occupational aspirations and, to some extent, work orientations.
Even more central are the distinct gender patterns regarding faculty of study,
which we have suggested are reflected in the occupations obtained one year
after graduation. As in the Canadian labour force, occupational gender segrega-
tion is clearly evident. Moreover, men and women have disparate work hours
and rates of participation in key labour market institutions (e.g., unions, govern-
ment job programs). But most crucially, within one year of graduating, men
have net earnings 17% greater than women and have better self-assessed
prospects for promotion.

These bivariate results raise questions about the relative impact of key
socio-demographic, educational, work attitude, and labour market factors on
employment outcomes one year after graduation. The multivariate results
reported in Tables 4 and 5 address these questions by examining the determi-
nants of earnings and promotion opportunities. Within one year of graduating
from university, men do better than women in both these respects. This is not
surprising. Indeed, recent pay and employment equity policies are aimed at the
barriers women historically have encountered to many jobs with good pay and
advancement opportunities.

As in the previous tables, the multivariate analyses include only respon-
dents with full-time jobs at T2. The equations presented in Tables 4 and 5 are
reduced-form. That is, stepwise regression using all independent variables iden-
tified those with significant net effects at the .05 level for males and females
separately.? In order to determine how the same variables affect men and
women, equations were re-estimated with all variables which had shown signifi-
cant effects for either sex. Both tables include separate equations for men and
women.

The foilowing independent variables — which are loosely categorized as
individualistic and structural in light of our earlier theoretical discussion —
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were included in the full regression equations predicting income and promotion
opportunities:

Individualistic:

Socio-demographic characteristics: Respondent’s age at time of
graduation (in years); sex (1=male); marital status at T1
(O=single, separated, divorced; 1=married); raising own or
partner/spouse’s children at T2 (1=yes).

Education : Dummy variables for the five faculties in our sam-
ple with Arts as the reference category; final year grades (per-
cent).

City: Dummy variables for the cities in the sample with
Edmonton as the reference category.

Occupational aspirations: Blishen score of occupation aspired
to at T1 (Blishen et al., 1987) ‘

Work orientations: T1 responses on a five-point Likert scale
(1=not at all important, S=very important) to two standard
work value items (source: Quinn & Stains, 1979; Burstein et
al., 1975) regarding the importance of finding “work that pays
well” after leaving school, and finding “work with good
chances for promotion and advancement” after leaving
school; T1 responses on a five-point Likert scale (1=strongly
disagree, 5=strongly agree) to statements tapping work com-
mitment: “I am ready for a long-term job commitment”
(source: Burstein et al., 1975) and “Having a job makes me
feel I'm doing something useful with my life” (source:
Jackson et al., 1983). The four work value and commitment
items are used separately because of their low inter-correla-
tion (alpha=.07).

Structural ‘

Occupational gender segregation index: To capture the influ-
ence of the gender-segregated structure of the labour market
that graduates entered on their initial employment outcomes,
we created an occupational gender segregation index. This
measures the percentage of women in a respondent’s T2 occu-
pation in the Canadian labour force in 1986, using a 21 cate-
gory occupational classification scheme (Statistics Canada,
1986, p. 105).

Labour market experience: Employed at any time during last
year of university (1=yes); participated in a government job
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creation program during the year after graduation (I=yes);
number of weeks in current job; actual hours usually worked
per week.

Job characteristics: Three independent variables tap respon-
dents’ descriptions of the extrinsic characteristics of their cur-
rent job (good promotion opportunities [included only in
equation predicting income], good fringe benefits, good job
security). We also constructed a scale (alpha=.85) incorporat-
ing four intrinsic job characteristics (interesting work, free-
dom to make decisions, job gives a feeling of accomplish-
ment, job allows use of respondent’s skills and abilities).
Individual items were rated on a five-point Likert scale
(1=strongly agree, 5=strongly disagree) and the intrinsic scale
score is the sum of the four component items, to a maximum
of 20. (Source for all extrinsic and intrinsic items: Quinn &
Staines, 1979.) Union membership and professional associa-
tion membership were also measured (for both 1=yes).

The two dependent variables are:
a) The natural log of net weekly take-home pay.
b) Respondent’s description of her or his current job as offering
good chances for promotion (rated on a five-point Likert scale
with 1=strongly agree and S=strongly disagree).

We should note that the equation for income included the promotion oppor-
tunities measure as a predictor, on the assumption that promotion opportunities
are a basic feature of internal labour markets. As such, advancement opportuni-
ties may be part of a larger package of desirable job conditions which affect the
income of men and women differently.

Table 4 examines the net effects of the above independent variables on
average weekly take-home pay one year after graduation. Looking at females
first, we can account for 25% of the variation in net earnings. Females who
belonged to a union or professional association, graduated from an Education
faculty, had a job with good fringe benefits, and had employment experience
before graduating had significantly higher net pay. Conversely, participation in
a government-sponsored job creation program during the year following gradu-
ation, and living in Toronto, are weakly associated with lower earnings.

In contrast, none of these factors has a significant net impact on male earn-
ings. Clearly, males benefit from occupational gender segregation, given that
this is the only significant predictor of earnings, alone accounting for 13% of
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Table 4

Reduced-form Regression Equations Predicting Income,! for Males and

Females Employed Full-time One Year After Graduation?

Dependent Variable

Log of average weekly take-home pay in job held

one year after graduation

Independent Variables

Toronto sub-sample
(dummy variable: Toronto=1)

Education faculty
(dummy variable: Education faculty=1)

Percent female in occupation, 1986
Canadian labour force

Work experience before graduation (yes=1)

Employed in government job program
in year after graduation (yes=1)
Number of weeks in job

Job has good fringe benefits
(five-point Likert scale, S=strongly agree)
Union member (yes=1)

Professional association member (yes=1)

Constant
Adjusted R Square

(n)

Female

-125°
(031)
.149°
(.035)
-.055
(.000)
156"
(.030)
=227
(.037)
071
(.000)
.126°
(.012)
.266™"
(.035)
212
(.035)
5.589
.246

(287)

Male

-015
(051)
125
(.092)
-.441+
(.001)

105
(.049)
-.033
(.079)

103
(.000)

.102
(.019)

.063
077)

031
(051)

5.975
A75
217)

*p<05  **p<0]  ***p<.001

' Reduced-form regression equations include only those independent variables which
had significant (p<.05) net effects in stepwise regression equations using all indepen-
dent variables. Pairwise deletion of missing data. Standardized regression cocfficients

are reported (standard errors shown in parcatheses).

2 Includes only those respondents who reported holding a full-time job at the time of the

1985 followup survey (n=529).
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Table 5

Reduced-form Regression Equations Predicting Promotion,! for Males and
Females Employed Full-time One Year After Graduation Opportunities?

Female Male
Dependent Variable
Promotion opportunities in job held one year
after graduation
Independent Variables
Engineering faculty .039 As51
(dummy variable: Engineering faculty=1) (.441) (.160)
Business faculty : 192 231
(dummy variable: Business faculty=1) (.182) 177
Mean hours usually worked per week -.063 133
(.007) (.007)

Job security is good 235 249
(five-point Likert scale, S=strongly agree) (.050) (.056)
Intrinsic job content 292 443
(four item scale, maximum score=20) (.019) .019)
Not ready for a long-term job commitment -.062 155
(five-point Likert scale, 5=strongly agree) (.059) (.059)
Important to find a job with good promotion .126° 211
chances when graduate 071) (.078)
(five-point Likert scale, 5=strongly agree)

Constant . .546 -2.47

Adjusted R Square .200 385

(n) (297) (223)

*p<05  **p<Ol  ***p<001

1 Reduced-form regression equations include only those independent variables which
had significant (p<.05) net elfccts in stepwise regression cquations using all indepen-
dent variables. Pairwise deletion of missing data. Standardized regression coefficients
arc reported (standard crrors shown in parentheses).

Includes only those respondents who reported holding a full-time job at the time of the
1985 followup survey (n=529).

The dependent variable is measured on a five-point Likert scale where 1="strongly
disagree” and S5="strongly agree.” Respondents were asked o agree or disagree with
the following description of their present job: "The chances for promotion are good.”
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the total variation. In other words, entering male-dominated occupations is
strongly associated (beta of -.44) with higher earnings among male graduates,
regardless of their faculty or membership in a union or professional association.

In Table 5 we also discover divergent patterns when promotion opportuni-
ties at T2 are regressed on the same set of independent variables. Females who
graduated from a Business faculty, placed an importance on finding a job with
good chances for promotion after graduating, had a secure job, and reported
good intrinsic job content tended also to have significantly better promotion
opportunities. These four variables account for 20% of the variation in promo-
tion opportunities among females.

Among males, 38% of the variation in promotion opportunities is account-
ed for by seven variables. The four variables, just noted, that influence female
promotion opportunities also had significant net effects for males. In addition,
feeling ready for a long-term job commitment, graduating from an Engineering
faculty, and working longer than average hours weekly were positively associat-
ed with good promotion opportunities.

Discussion

To recap, we have documented that male and female university graduates have
comparable socio-demographic characteristics, final year grades, student work
experiences, and basic work attitudes; however, women are concentrated in tra-
ditional areas of study (Education and Arts faculties), have lower occupational
aspirations, and place less importance on obtaining a job with good opportuni-
ties for promotions and advancement.

While our focus on three universities is appropriate for addressing ques-
tions about gender differences in the transition to full-time employment, some
caution must be exercised in generalizing these findings. Although we found no
city effect (a proxy for university attended), Anisef’s (1982) study of graduates
from Ontario universities in 1977-1979 showed that type of university attended
directly influenced initial occupational attainment, especially for women. A
more systematic exploration of specific micro and macro factors which create
“gendered” transitions to employment for graduates from different types of
universities is not possible, however, using existing large-scale data sets (e.g.,
the National Graduates Survey), because of their narrower human capital focus.

We have shown that the transition from university to full-time employment
reinforces existing patterns of gender inequality. This partly is due to
gender-specific patterns regarding field of study, as other researchers have also
documented (Wannell, 1990). Yet similar human capital endowments, such as a
specific degree, are developed differently for men and women early in their



52 Karen D, Hughes & Graham S. Lowe

careers. Even after faculty effects are controlled for, there remain variations in
earnings and promotion opportunities due to gender-segregated occupational
structures, union and professional association membership, and other specific
job conditions. In short, men and women graduating from the same faculty and
university translate credentials into different kinds of employment futures.

Our goal has been to show that different combinations of socio-demograph-
ic, educational, work attitude, and labour market factors affect the initial careers
of men and women in the same cohort of university graduates. We can now
conclude that the conversion of human capital into pay or promotion opportuni-
ties occurs differently for men and women. In terms of earnings, what seems to
matter for women, but not men, is having chosen a faculty, such as Education,
with a direct channel into a specific professional labour market. As is clear from
the case of female Education graduates, entering an occupation where a union
or professional association has bargained for higher wages is also important.
This effect of labour market bargaining power is net of any faculty effects, sug-
gesting that one obvious way for women, regardless of their education, to
improve their earnings is by joining such organizations. Similarly, work experi-
ence while in university appears to confer later labour market advantages for
women. To what extent employers place more emphasis on this trait when
recruiting female (but not male) graduates is an issue that will have to await fur-
ther research.

Perhaps the most striking result from our multivariate analysis of earnings
determinants concerns occupational gender-segregation. This structural factor is
widely acknowledged as a major impediment to gender equality in employment
opportunities and rewards. While entering occupations with low proportions of
women seems to have little impact on female earnings, the sex ratio of entry-
level jobs is the single most important determinant of male earnings. There are
obvious policy implications flowing from this finding. Men will continue to
benefit economically from the present gender structure of occupations until pay
equity and employment equity policies succeed in dismantling it. So far, legisla-
tion has had limited success moving in this direction (see Canada, 1992).

In terms of promotion opportunities, we found greater similarities between
men and women. Our finding that men are more concerned with “getting ahead”
in a job is consistent with other studies (Purcell, 1989, p. 159; Dex, 1988,
p. 54); however, multivariate analysis found it to be a significant factor in the
career choices of both sexes. Wanting a job with good chances for advancement
at the time of graduation increased the probability of getting such a job within a
year of graduating, regardless of sex.
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More broadly, labour market structure — measured by the degree of
male/female segregation within occupations nationally — accentuates the
impact of prior gender socialization on work orientations. Thus, women with
what traditionally have been labelled “male” orientations are, in comparison
with their peers, more likely to enter career paths with greater chances for
mobility. Future studies could usefully address how much of this orientation to
career mobility is due to the effects of specific programs of study. But we do
know, given our longitudinal design, that these attitudinal differences are not a
product of initial employment experiences.

The sorting of individuals into entry-level jobs contributes to the perpetua-
tion of gender-segregated labour markets and the resulting inequalities in job
rewards (Blossfeld, 1987). In broader theoretical terms, this process requires
researchers to revise structural models of employment to incorporate individual
characteristics. Beyond this, it is important to focus on major life transitions,
such as from university into the labour market, to document how individuals
move through social institutions into adult life. A creative integration of micro
and macro perspectives thus promises to enhance our understanding of gender
inequalities in education and employment.

Notes

1 This revised scalc is a composite index, based on average income and cducation
levels in over 500 occupations, using 1981 Census data. We acknowledge that the
Blishen Scale is unable 1o capture fully the underlying structure of gender-based occupa-
tional incqualitics (Fox & Suschnigg, 1989). The scalc is useful, however, for our limited
purpose of measuring gender differcnces in occupational aspirations. If anything, the
scalc probably understates these discrepancics.

2 By comparison, examples of occupations at the opposite ends of the scale are
newspaper carricrs and vendors (score of 18) and physicians and surgeons (score of 101).
To make the scores in Table 2 more concrete, we should note that clementary tcachers
score 63 and mechanical engincers score 68.

3 We did not use a forced catry procedure. Rather, letting the SPSSX program
enter the independent variables in the order of their impact on the dependent variable
allows us to identify preciscly which variables are important for cach gender. This
approach is justificd, given that we are not attempting to “test” a theory, strictly spcak-
ing. Instead, we want to explore the heuristic value of combing structural and individual
factors into a fuller explanation.
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