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Abstract: This paper explores the 
nature and origins of wage differences 
between men and women in the con-
text of a single large financial services 
organization. Data collected on 800 
women and 1,831 men showed that 
modest wage differences do exist and 
that they tend to be concentrated 
primarily in managerial levels. 

T h e paper assessed two possible 
sources of bias in evaluation: perfor-
mance appraisal ratings and the transla-
tion of performance appraisal ratings in-
to salary. T h e analyses showed that 
performance appraisal ratings, on 
average, do not differ between men and 
women at the same level; however, the 
relationship between performance ap-
praisal ratings and salary was stronger 
for men than women, particularly at 
higher levels. This suggests that wage 
differences between men and women 
do not originate in performance ratings 
themselves, but in the salary allocation 
process. This process includes not only 
performance ratings, but supply-
demand data, type of task performed, 
market surveys, and so on. 

1 he results of this study suggest that 
human resource departments might 
want to focus their limited resources on 
exploring the effectiveness of the salary 
allocation process, rather than Further 
rationalization of the performance ap-
praisal process. Suggested action could 
include 

• the use of multiple salary evaluators; 
• the statistical analysis of salary deci-
sions for bias; 
9 the development of procedures and 
criteria that adequately link perfor-
mance appraisal ratings to salary 
increase; 
• training and management develop-
ment to help managers become aware 
of how certain actions and decisions 
may result in sex bias in the salary 
allocation process. 
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Abstract: In late fall of 1985, the 
Center for Career Research and 
Human Resource Management at Col-
umbia University's Craduate School of 
Business surveyed 250 Fortune-500 
companies to learn about the ways 
these organizations meet their training 
and education objectives for their 
managerial and professional employees. 
Famine magazine classified the com-
panies surveyed as "America's Most Ad-
mired Corporations" in its 1983 and 
1984 surveys. 

T h e questionnaire, designed primar-
ily with a forced-choice format, asked 
respondents a variety of questions 
about their organization's managerial 
philosophy and practices affecting train-
ing and education decisions. It also 
asked companies about their current 
utilization of three broad categories of 
education programs: internal programs, 
external programs, and corporate-
sponsored university programs. 

T h e data reported by 112 companies 
highlight both the uniformities and the 
anomalies in approaches highly ranked 
companies take to train and educate 
formally different groups of employees. 
In most cases company approaches to 
internal, external, and corporate-
sponsored university programs don't ap-
pear to be primarily a function of 
variables such as reputational ranking, 
industry, or company size. 

Virtually every company participating 
in the study offers internal programs for 
their first-line supervisors, middle 
managers, and professional-technical 
exempt employees, and three quarters 
of them conduct internal programs for 
executives. Corporate departments and 
business groups generally divide design, 
delivery, and budget responsibilities 
depending on the program audience. 
Almost three-quarters of the companies 
have one or more dedicated on-site 
training and education facilities, 

although only 17 percent operate one 
or more separate residential ones. 

Participating companies generally 
prefer to educate formally first-line 
supervisors in internal programs. For 
executive education they gravitate 
toward external programs or a balance 
between internal and external ones, 
while in the case of middle manage-
ment and professional-technical educa-
tion they prefer internal programs or an 
internal-external program balance. For-
mal educational requirements for 
employees, however, are extremely un-
common, with only 5 to 6 percent 
reporting such rules for various 
employee groups. 

As expected, companies rely primar-
ily on conventional methods of program 
evaluation—rating sheets and informal 
follow-up interviews—and haven't ven-
tured into more creative approaches. 
Nevertheless they are working currently 
on new program themes for internal ex-
ecutive and middle management pro-
grams that address important human 
resource topics such as strategic plan-
ning, leadership, corporate culture, 
global economic strategies, en-
trepreneurship, and innovation. 

Companies reported wide use of ex-
ternal university-offered programs for 
executives and commercial programs 
developed for middle managers and 
professional-technical employees. But 
only one-third of the companies have 
ventured into collaborative arrange-
ments with educational institutions to 
educate executive, middle manage-
ment, and professional-technical ex-
empt employees. Companies over-
whelmingly viewed the educational in-
stitutions' reputation, the faculty's 
reputation, and social aspects—such as 
the opportunity to interact with 
employees from other companies—as 
very attractive features of external 
residential programs. In addition, par-
ticipating companies consistently 
voiced a preference for five-day residen-
tial programs for executives and middle 
managers. 
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Abstrac t ; This research examined 
three hypotheses concerning the in-
dividual effects of college internship 
experience: 
• greater crystallization of vocational 
self-concept and of values regarding 
work-related outcomes, resulting in 
higher job satisfaction and intention to 
remain with the organization; 
M less reality shock; for example, in-
terns have fewer value conflicts, more 
confidence in work preparation, less 
anxiety, and higher performance; 
• better employment opportunities; for 
example, interns utilize informal 
sources more often, receive more job 
offers and higher starting salaries, and 
express greater satisfaction with ac-
cepted positions. 

T h e researcher used a quasi-
experimental design to compare interns 
and matched peers from four academic 
programs at preinternship, postintern-
ship, college graduation, and 
postemployment measurement periods. 
The researcher also conducted an ex-
perimental study to examine the effect 
of internship experience on recruiters' 
evaluations of applicants' qualifications 
and their probability of hire. 

Findings from the quasi-experimental 
study supported the greater crystalliza-
tion of vocational self concept, but not 
greater job satisfaction or intention to 
remain. With regard to employment op-
portunities. interns reported utilizing in-
formal sources significantly more fre-
quently than did the noninterns. In ad-
dition, interns received significantly 
higher starting salaries and expressed 
greater satisfaction with the extrinsic 
rewards associated with the accepted 
position. T h e two groups were not 
significantly different concerning 
number of offers received or in their 
satisfaction with accepted positions. 

When assignment autonomy was 
used as a moderator, however, the 
researcher found weak but consistent 
support for parts of both crystallization 
and reality shock hypotheses. Concern-
ing the former hypotheses, interns 
tended to display greater crystallization 
of their vocational self-concept and 
reported a stronger intention to remain 
on the job than did the noninterns. No 
differences, however, were found be-
tween the groups on work values or 
overall job satisfaction. Concerning the 
reality shock hypotheses, interns tend-
ed to report fewer conflicts with the 
organization's work procedures, higher 
job performance, and a greater inten-

tion to remain on the job. T h e re-
searcher found no differences concern-
ing conflicts in work methods and stan-
dards, confidence in work preparation, 
anxiety, or job satisfaction. 

Relatively strong support for the 
employment opportunity hypothesis 
emerged from both the full internship 
sample and a second laboratory study 
examining recruiters' evaluation of job 
applicants. Interns used informal job 
sources significantly more, received 
more positive evaluations from 
organizational recruiters, accepted 
higher salaried positions, and expressed 
greater satisfaction with the extrinsic 
rewards of the accepted position. Each 
of these findings indicates that interns 
have a distinct advantage over their 
peers in the labor market. 

"Research Capsules' is a quarterly col-
umn compiled and edited by Audre 
IVenzler. Topics of interest include studies 
of attitudes or trends in training and 
development, HRD techniques and 
methods, and research findings that 
have clear HRD implications. 
Send your suggestions for topics, com-
ments, and submissions to Audre 
IVenzler, Director; Human Resource 
Planning, Coopers & Lybrand, 1251 
Avenue of the Americas, New York, NY 
10020, or contact her at 2121536-2743. 
Contributors must include their name, 
address, and phone number and be 
willing to respond to reader inquiries 
regarding their research. 
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Developing Your 
Career in HRD 

and Can't Afford 
to Leave Your Job? 

Weekend Master's Program 
offered jointly by 

AMERICAN and ftf|| 
UNIVERSITY 1 ^ 8 I h ® 

WASHINGTON PC INSTITUTE 

In January and June 1988, The 
American University and NTL Institute 
will begin the 17th and 18th Classes of 
a Master of Science in Human Resource 
Development. 

The program brings together 
university-based management educa-
tion and experiential learning in the 
fields of Organization Development and 
Training. Most of the multidisciplinary 
courses are held on three-day weekends 
in Washington, DC. 

This Masters program is designed 
for an intact group of professionals from 
both the public and private sectors who 
will study together over a two-year 
period. 

Application deadline for Jan. Class: 
November 2 ,1987 

For brochure and details, call: 
Laura McMarlin, 202/885-6206 
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materials package that in-
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PHAR personal history and 
record. Call in scores, get 
feedback same day. Screen 
out poor new hire can-
didates, assure quality of new 
trainees. Get free brochure 
today (214) 437-3535 

TRAINING 
A S S O C I A T E S & T. A. P R E S S 

CALL (214) 437-3535 
OR WRITE FOR OUR 
MASTER BROCHURE 

1177 Rockingham, Richardson, TX 75080 
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