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ABSTRACT 

This research pmject  replicates a study carried out by 

Fraser Isbester &d W i l l i a m  Wder of the School of Business at  

*Master University. ?heir research w a s  conducted on the basis 

of a similar study by John %an and Richard H i s e  a t  the University 

of Maryland. 

This survey is designed to examine whether o r  not the four 

most important c r i t e r i a  i n  job selection (as established by the 

Maryland and m s t e r  studies) are equally applicable to FI.B .A. 

students a t  S h n  Fraser University. The four major c r i t e r i a  

which ranked identically i n  both of the previous studies w e r e ,  

in order of rank: Nat1x-e of Work; ~pportmities for Advan-t; 

Starting Salary and Working Conditions. 

An analysis of the responses in th i s  study indicates an 

out- similar to both the Ewland and McMaster studies (i .e, with 

respect to the four major c r i t e r i a  anplayed by advanced M.B .A. students 

i n  weighing the =its of job opportunities). Ihe mst siqnificant 

aonclusion derived f m  a comparison of the Maryland, McFlaster and 

S h n  E'raser University's studies is that ,  although it is dangerous to 

stereotype advanced M.B.A. students, it is clear tha t  Nature of Wrk; 

Opportunities for  A d v a n m t ;  Starting Salary and Parking Qnditions , 
constitute the mt important criteria i n  job selection. 



Both the recruiting literam and the cxmclusions of the 

three studies indicate that the ranking of similar criteria by 

cmpany recruiters varies considerably frarm the M.B.A. student 

ranking. This indicates that ompany recruiters are not mare of 

the major considerations in which to concentrate their efforts. 

I7iecruiters are basing their appeals on amsiderations h i c h  are 

inappropriate. 
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M.B.A. graduaes are in great demand by ampmies in  both the 

lxn i t ed  States and Canada. Qnsequently, ormpanies are constantly in 

search of the ways and mans to prwvi.de challenging and interest in'^ 

work to prospective M.B.A. enployees. 

In a slnvey conducted by Clarke1* it was established that  

organizations agreed that background, sk i l l ,  aspirations and mtiva- 

tion of a prospective M.B.A. 

&=is and @ a t s w & + b e  

,p*up, It was understood, hcwever, that, since in practise it is 

the M.B.A- ' j r ~ ~ ~ ~  W!E is h t e ~ . i e w i q  tke eq&yer a ~ d  x t  thz cLhcr 

way around, it is the students' cr i ter ia  of evaluation anll omprison 

of the career opportunities available that  needs to be clearly uderstood. 

1 In his survey, Clarke asked M.B.A. graduates, who w e r e  presently 

employed, *at they had been looking for when job hunting. 'heir  response 

was: "a m i n g f u l ,  challenging job w i t h  opportunities for personal and 

a professional qrowth". Interestingly, Clarke's respondents reflected the 

sane M.B.A. student a t t i hdes  borne out by the l i terature in general and 

the Ekuyland, M34aster and Sinrm F'raser studies 8-@ be described in this 

research project. 

*Fbotnotes appear i n  the R e f e r n e  section (page 30 ) 



11. PIJRPCSE OF S!iUDY 

Studies similar to this one have k e n  conducted by Fraser 
2 

Isbester and William FWer of the Sctnool of Business a t  !%%aster 

miwsity, by ~ohn ~ y a n  and ~icharci 11is2 at the University 
of Maryland. 

Ihe purpose of this research project is to test  the 

applicability of the aixlive studies by a mp1icatc3d survey a d m i n i s t e ~  

to advand M.B.A. stdents a t  Simon Fraser University. Since two 

surveys of various j& cribria have beeJl previously undertaken, 

(EWyland and m t e r  studies) , the S h n  F'raser research will p m i d e  

additional data for wnprison and aontrast. This study will amtribute 

to a mre armplete aadtexsahg of matters relevant tm job se%ectiom 

criteria for Uae pmspckj_= e n ~ p l o y e e  slrmd emplayer, 



III. RESEAIMI STRATEGY 

Ihe Maryland st* w a s  based on a responding group of sixty-three 

full-time M.B.A. students, which amstituted 92% of the total nmber of 

students polled and inmrporated eleven criteria,  one of which was 

Oppxtunities for Graduate Study. This criterion was not tested by 

either the McMaster o r  this S b n  F'raser study. ?he Mayland study 

also included Prestige of Industry, vhich was replaced by Size of 

Cana?_any in both the W t e r  and the S h n  F'raser researeh. 

The McMaster survey was based on a p u p  of f i f t y f i v e  full-time 

M.B.A. students, which constituted 68% of the total n m k r  of students 

polled. 

?he Simon Fraser study is based on the 'xesponsesq from forty 

part-time M.B.A. students, which mnstitute 40% of the total n w k r  of 

students polled. The questionnaire was only distributed to candidates 

for the degree of Master of Business Administration who presently 

enrolled in the third and final year of their proqram a t  Simon maser 

University. As indicated by the demqraphic data of the st*, &e 

group represents business, industry and the professions and varies in agep 

professional qualifications, working w i m c e ,  salary,  and ec3.ucational 

levels . 



The questionnaire was distributed in class during the final 

session of the spring term (1975) and most f o m  were ampleted at 

that time. Same re.spndents requestsd additiondl tim to cxmple* 

the q u e s ~ ~  and returned their responses by d l  at a later 

date. m e  questionnaire was distributxd tm f i f ty  M.B.A. students and 

forty were returned, establishing a response ra te  of 80%. 

As a preliminary step toward the cmpletion of the questionnaire, 

data of a chmgrap~c nature was requested. Respondents were asked tQ 

indicate: age, marital status, undergraduate decyree, professional 

qualifications, working experience, job title, present salary, rand what 

- c+~rf.Ltlr; s z k r  +!q w d d  expe& in m-nsiderirq 3 x w  psiem.. %e 

ts were asked to rank in  oder of h p x t m c e  thc criteria that 

they believed ta be irqmrtant in selecting an enplayer. The jab 

opporhanity selection c r i t e r i a  that they were asked tr, rank were: 

Subsequently the answers to the questionnaire were tabuhated 4 

the results cxqard to those obta4ned in the Pilc-hlaster and Maryland 



studies. In contrasting and comparing the results from all three 

studies, a rank and percentage basis was employed. A copy of the 

questionnaire is attached as Appenaiac C, pages 27 - 2'3. 



V. ANALYSIS OF FJESULTS 

Ihe cxcnclusions of the S M  F'raser study w e r e  derived from 

a statistical analysis of the aoquired data (see Appendix A paqes 16-21) 

?he results have been ampared as a function of rank w i t h  the data 

of the two previous studies and are as follaws: 

Rank - 
1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

S b n  maser  

Nature of Work 

qrportunities f o r  

Mvan-t 

Star t ing Salary 

Working Qnditions 

Ir>cation 

Fringe Benefits 

Jcb Security 

Ccanpany %putation 

Training Program 

Size of Company 

Not Tested 

MSaster 

Nature of Work 

@portunities .for 

RilvaIl-t 

Starting Salary 

Wrking Conditions 

Ir>cation 

Training Program 

Job Security 

F'ringe Benefits 

Size of any 

Not  Wsted 

N a h r r e  of Fbrk 

Opportunities for  

MvanQE?rncnt 

Starting Salary 

Working Clmditiom 

3& Security 

Ccarrpany XBeputation 

Training Drogram 

Fringe Benefits 

Location 
* 

Prestige of 

C)pporttmities f o r  
Wan-nt (GS) 

It is very significant to note that the f i r s t  four rankings fo r  dl three 

of the groups tested ase identical. Interestingly, 65% of the Simon 

*See page 3 fo r  explanation of the difference between the Maryland cr i te r ion  

and the cri ter ion in the other Ism studies. 



Fraser respondents chose Nature of Flbrk as  nmber one, (see 

Appendix A page 21) while 60% of the Maryland qmup and 57% of the 

w t e r  students amsidered Nature of Fbrk to be the mst hpor tant  

2 criterion. Iskster and FJkxler concluded that it is reasonable ts 

wt that Nature of Wxk and wrtunities for  ~ v a n ~ t ,  w i l l  be 

regarded as mt irnpsr+z.int to the respondents, since M.D.A. studen& 

are already ccsranitted to a business career. They attribute Startinu 

Salary to be of concern to mt students because salary is a function s f  

the financial sacrifices which they have W e  to extend their educations. 

The l i tera ture  discusses the question of Starting S ' d q  

4 e p c t a t i o n s  quite extensively. In a recent study Muir says that: 

"anticipated as  w e l l  as  M a t e  salary plays an iqmrtant  role i n  

their (students) decisions". Qarke'sl m _ r  of M.B.A. att i tudes 

pointed out that salary was mentioned only indirectly. Although Clarke's 1 

findings w e r e  inconsistent w i t h  those of k r 4 ,  they do re f lec t  at t i tudes 

expressed by respondents to the Simon F'raser study. 

The results  of this sumey indicate that Starting S a l a r y  is a 

significant cr i ter ion used by M.B.A. students i n  evaluating a firm a s  a 

4 potential emplayer. It is, hmwer, important to no& f z b t  tluiar repo 

i n  h i s  study that university recruiters tend to rank Startin9 S a l a r y  much 

higher than either  the WMastex, Maryland or S h n  Fraser studies"icat@d 



t0 be necessary. 

Working Cbnditions was ranked fourth by a l l  three studies. 

Ihe M c N s t e r  study indicated that 70% of the respndents ranked 

kJbrkinq Conditions fifth o r  better  while, in the Simon Fraser study, 

the percentage was 77.5%. (See Appendh A page 17-ii ) . It is evident 

that Wbrking Conditions are an important c r i e r i o n  to M.B.A. students in 

seeking -1-t. It is also of interest to note that 14ui.r'~ 4 

survey found that  university recruiters tend tm rank Fbrking Condit ions 

higher than the students in the three studies. 

2 Isbester and Mer (in oontrasting thei r  study w i t h  the 

the f i r s t  four cr i ter ia ,  it is equally renarkable that  the kFx, groups 

showed considerable variation in thei r  ranking of the mmahing ocwwT,n 

criteria". It is germane to note that the S k n  k a s e r  results are also 

at varianae with bsth the Maryland and m t e r  studies in the ranking of 

the remining criteria. 

At McMaster and S h n  Fraser, Location was marked f i f t h  while 

a t  Maryland it was ranked ninth. The lm rank obtained at Flxyland was 

3 attributed by wan and Hise to the fact  that over 50% of the respondbent 

5 gmup a t  lkqland was married. With respect to bcat ion,  Cooney xx?prtS, 

-based on the result of h i s  study, that: "if  your ampany gives f u l l  



i-nformtion about locale, you have an excellent chance of being 

first choicen. Since Canadian university M.B.A. students have 

ranked Imation fifth, it is reasonable to assume that Canadians 

are nme concerned with th i s  criterion than are -rim students, 

who, by contrast, have ranked -tion ninth. 

?he Simon Fraser study ranked Fringe Benefits sixth while 

Maryland ranked it eighth and McMaser  ninth. The l i terature oonsiders 

the question of Fringe Benefits from the p in t  of view of security, 

and security, it is suggested, m y  be of mre m n m  to married erplayees. 

was ranked seventh a t  Simon Fraser it was 

ranked eighth a t  McMmter and f i f t h  a t  Maryland. The reslil ts clhts ind 

frcsn all three studies with respect to ranking, s u m s t  that, in qmeral, 

those students who had Bachelor of Omrerce o r  Bachelor of Rrtr; under- 

graduate degrees ranked Job Security highest. 

The 0Canpan.y c r i e r i o n  was ranked eighth at  Simoln Fraser, seventh 

a t  m t e r  and sixUl a t  Maryland. At S b n  &asear 22.5% of those 

reporting ranked this criterion seventh and 30% ranked it eiqhth* thereby 

indicating a degree of similarity when ampared to the IWCaster s 

This distribution does sugqest that  th i s  particular criterion enjoys a 

relatively similar weight as a job evaluation cgieerion fm the perspective 

9f graduate M.B.A. students i n  a l l  t-hree studies. 



Although Training ranked ninth a t  S k n  E'raser it ranked sixth 
Z 

a t  t&b!aster and seventh a t  Maryland. It appears that although this 

criterion is not relatively important as determined by the S h n  Baser 

study, it is in the other cases, and particularly so a t  W % s t c n  

4 miversity. It is of interest  to note that  Muir reported in his study 

that this criterion (as is also often the case w i t h  Startinq S a l a r y )  

is too frequently o v e ~ h a s i z e d  by university recruiters. 

Size of m a n y  it is clear, does not constitute a job selection 

criterion of any significance fm an M.B.A.'s perspective, This fact 

is abundanw clear in l igh t  of the findings fm a l l  three studies. 



VI. O I I G R N I z m m ? H E O W A S ~ m m s S T U D Y  

me findings of this study (with respect to those c r i t e r ia  

ranked fran one to four inclusive) surpport insights advamd by 

several leading behavioural scientists. 

The Nature of Wrk cri terion which was ranked nmber one 

6 
supprts a position taken by Aqyris . IIe points out that many 

organizations have system wherein mature adults have the capability 

to assure responsibility and make decisions relative to factors which 

determine the nature of their c k ~ n  work. Certainly,  a firm which makes 

such a provision would be regarded by an M.B.A. as a desirable place 

to work. 

The gSportunities for F d v a n m t  criterion, which was ranked 
7 nunher W, sup~,rts a position taken. by Hertzberq . I* explains that 

organizations kith include "mtivatars" i n  their  systens 4sud as 

advertizing that o p r t u n i t i e s  for achieveanent , clear-cut respnsibility , 

and i n t e s t i n g  and &allenginc~ work are integral part.. of their  employ- 

ment opportunities) tend to a t t rac t  motivated people. This is consistent 

w i t h  the findings of this study in  that Cpprtunities for Aclvan-C is 

advanced by M.B.A. graduates as a very imprtcmt job selection criterion. 

The Starting Salary criterion, which w a s  ranked nund.>er three, 

7 supports fkrtzkrg's assertion that, tn Ex mst effccJ;ive, salary plans 

should reflect  a parity within the m a  m d  industry i n  question and should 



also include a mtivational feature (such as a merit increase system) to 

reflect an ein~loyee's opportunity for grrrwth and advancement on the job. 

The findings of this study indicate that M.B.A. graduates support 

7 ~ertZberg's View. 

Ihe Working Conditions criterion is very difficult  to define, 

However, it appears reasonable to assume that working mnditions m 3 d  

8 be u n d e r s W  to be in keeping with McGnqor's ~ I ~ e o r y  of lihvim~nent. 

Certainly M.B.A. graduates attach considerable significance to this 

criterion. It is also interesting to note that the findings of this 

study do not agree with the assumptions of mst university recruiters. 



In conclusion this ac~~parative study clearly points out that 

Nature of Work; Cpprkmitier; for Rdvan~enaent; Starting Salary and 

Wrkinq Conditions, constitute the mt h p x b n t  cri teria used by 

zkdvmced M.B.A. students in weighing the merits of job opportunities. 

?he &nugraphic data (see Pspendix B pages 22-26) cbtdned in 

this  study does not provide a consistently clear indication with respect 

tm the ranking of criteria, 

The data such as mrk experience, professional qual i f ia t ims ,  

jab t i t l e ,  and present salary, does mt contribute a great deal beyond 

establishing a pmfile of the respmdmts who oontribu- to this study, 

but my be of value in regard to future studies of this kind. 

With respect to recruiting p ~ ~ ,  a ampany should be 

prepared to define the job for the candidate. Vague t e r n  about the 

nature of the work to be performed w i l l  not satisfy the M.B.A. graduate, 

since this is his mst h p m t a n t  csiterion for selection. Hm mmy 

s M e n t s  have been told the j& w i l l  involve working in many areas of the 

1 ocanpany, solvbq various problem? Clearly, mm is needed and a sucrcsessful 

j ccanpany must be prepaxed to talk specifics rather than generalities, 

With respect to carer  paths, a ampmy should develop specific 



the jcb applicant to  krmw how he can progress under n o d  circumstanes. 

lkis can be done by shaving him career paths of present executives or 

other possible approaches to senior m a n a m t .  It is recoqnized that  

canpanies' c i r m t a n c e s  change and new opportunities arise, but the 

M.B.A. graduate is vitally 0 3 n m e d  w i t h  h i s  advancamt and any hedging 

by an interviewer in discussing this w i l l  result in a suspicious jab 

applicant. 

Starting Salary may not be as imprtant  to the M.B.A. graduate 

as it was previously thought to be, M greater inpx,rt;unce may be 

information about p t e n t i a l  earnings during the years hmediately 

follming enploymnt. l3xmitexs perhaps should provide full and 

expiici t  detai ls  on the current saiary range of nicjnes Level positions. 

Discussion of Fringe Benefits; Workin? Conditions; compar~y 

Wnincj Progri3ms, and other aspects of q l a p t  my be of lesser 

hpstance to the M.B.A. job seeker a t  the tke of interview than 

currently assun&. Job detai ls  are h p r t a n t ,  but sudn detai ls  muld 

be mre efficiently presented in a 

sufficient t h e  i n  the interview to fully present information on the 

prime cr i te r ia  deve by th is  study which  w i l l  influence the 

candidate's decision. 



i 

i 
will continue both in Canada and the United States. !!herefore, 

I university recruiters will, need lm appreciate that it is they wlao will 

be interviewed and not the students. Given this  anamly,  the matter 
1 

of evaluation and comparison of job selection criteria desemes 

exploration. 





No. bportinq 

2 

5 

14 

10 

3 

2 

2 

0 

2 

0 

No. IBeporting 

3 

5 

8 

7 

8 

2 

3 

2 

0 

2 

Percent 



Jab Security: 

Ms. &p,rtinq 

0 

3 

1 

0 

8 

2 

3 

12 

4 

1 



Percent 

0.8 

0 .o 
0 *0 

5 .O 

7.5 

15,O 

0-0 

20 .o 
25.0 

27 .O 



(vii ) 

No. kpor t ing  

Size ~f Capmy:  

Percent 

ion .o 



Nature of Work: 

Percent 

65 .O 

12.5 

15 .o 
2.5 

2.5 

0.0 

2.5 

a .o 
0 -0 

0 .o 

aoo .o . 



APPENDIX B 

IXBXZWHIC MTA 





Hold Degrees 

Do Nbt Hold Degnees 

No. - Percent 

55 .O 

45 -0 



(v) Professional Qualifications : 



(vii) Present S a l a r y :  

Range (SOOO) N0.m Cat;esoq 

0 2 

12 - 15 4 

16 - 19 7 

(viii) P P e f e d  Starting Salary (New Wsition) : 

Answered 

rn-& 

Percent 

Mean &ported S W g  S a l a r y  With REspct to Seekin? a New Position: 





&ar Colleagues: 

You are being asked to q l e t e  the 

cpestionmxire Ward my cmpletinq, 

in turn, my research project; which 

is that of evaluating j& selection 

cri-ria from the perspective of 

EI.3.A. sixcienb. 

Thank you ;En advance for your an- 

siderartiern. 

17 April 1975 



. mis questio-ire will be used to establish what c r i t ~ r i a  are mst 
important to you the N.B.A. student i n  considering a firm as a 
potential employer: 

AGE: . . . .  

PROFESSIONAL QWILIFICATXONS: 

IJDRKIFJG WERIE2X3E: (Full 'I'hne) ................. .year 

JOB TITLE: 

PRESENT SW: $...................,.........per year 

2 .  Rank i n  order of importance from 1 - 10 the cr i te r ia  that you feel are 
mt important for selecting an caployere ?he mst important should 
rank one, the next rank two, etc. 

1 JOB s m n  I I 

If you are anticipating seeking a new posi.tion, what star t ing  salary 
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