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Abstract: This paper considers the relationship between gender and employment. Using graduates, who had
just completed their studies in the field of Information Technology, the paper considers how gender determines
time taken to secure employment, salary, job tenure and job matching. The findings suggest it takes time for
graduates to secure a job and gender’s role is insignificant. Similar findings i.e insignificance of gender, was
found between gender and job tenure too. Most of the graduates were able to secure a permanent job upon
completing their studies. On the contrary, gender was found to be significant in determining salary and job
matching. Besides drawing a higher salary, male graduates had job matching their academic qualification. 
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INTRODUCTION graduates face more hurdles than male in seeking

Many studies on the relationship between gender graduates’  experiences  in  the  job   market   would
and hiring, promotion and career  advancement  have enable universities in assessing their institutional
been conducted over the years [1-4]. The current study excellence.
contributes to our understanding on gender and job In 2005, 60,000 graduates were unemployed, of which
search success among graduates who had just completed 70% graduated from local universities [9]. This study
their studies. By using graduates, a comparison between elaborates on workplace experiences gathered from
gender is possible, because the sample used for this University of Malaya graduates namely in IT. Specifically,
study shares a common education level and similar the purpose was to compare the status of males and
economic circumstances. Specifically, graduates from the females in areas such as time taken to obtain employment,
field of Information Technology (IT) is explored. salaries and job status.

A university’s primary focus is to produce graduates
who are well informed and able to meet the needs of a The research questions of this study were:
country and this is reflected through the employment of
their graduates [5]. This task i.e producing graduates who How much time do graduates need in obtaining
are employable becomes more difficult when the employment after completing their studies?
knowledge and skill required are constantly changing; Is there a significant difference between males and
which is common in the field of IT. Therefore faculties females in obtaining employment?
offering IT courses have an uphill task of producing Is there a salary difference between males and
graduates who can meet the expectation of the employee. females of IT graduates?
Failing to do so causes employers perceiving job seekers Is there a job tenure difference between males and
as not having the necessary skills [6]; and jeopardizes a females of IT graduates?
person’s (graduate) chance of getting a job [7,8]. Is there a job matching difference between males and
Compounded with gender favouritism, female IT females of IT graduates?

employment.  Valuable  feedback gathered from
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Review of Literature [30]. Though a number of papers had explained wage
Salary: An imperative prediction of human capital theory difference [31] through job matching, inclusion of gender
is, an individual is willing to accept lower salary when is rare.
seeking employment [10]. Determining the level of wages Job-matching literature stresses that suitability to a
offered to an employer is often at the discretion of an job varies from one person to another. Thus, the
employer; when workers and firms are heterogeneous difference in the productivity of a worker could contribute
[11]; and if unemployment is rampant in a country, to heterogeneity of talent among potential job seekers
employers’ clout on salary issues increases. [32]. Education credentials play an important role in

By offering a lower starting salary, employers feel signalling by workers and screening by employers [25].
this would reduce the cost involved in training a potential Thus, matching a job with academic qualification of
worker. Such arguments are not applicable, when the job person depends on the number of vacancies in the labour
seekers are already trained. As such helping the new market and the education level of the individual. Job
employee assimilating into the organizations should be matching models stress the flow of job offers, contingent
among the concern of employers. on the current position of the job searcher [33]; where

Studies investigating on the starting salary, found gender should not influence on individual’s job matching.
gender play a role too [12, 13]. The study by Daymont and
Andrisani (1984) [14] showed the extent of gender salary MATERIALS AND METHODS
gap depended on the field of study. Gender pay difference
could be studied by controlling factors which causes Sample and Data Source: The data for this study comes
productivity variations, such as education, training and from the Tracer Study 2006, an annual national survey,
experience [12]. carried out by Ministry of Higher Education Malaysia

Job Tenure: A valuable attribute of a job is tenure. Job graduates respond to an online questionnaire through
tenure is positively correlated to job satisfaction [15-17]; their respective university’s websites; and it is a pre-
and the feelings of the employers [18]. In deciding tenure, requisite to attend their graduation ceremony. The
employers take into consideration the gender of the following criteria are applied in selecting the respondents
employee [19]. In many organization firms like to employ of the study. 
on temporary basis or contract-based [20]. First, only the graduates from the field of IT and

Relationship between job tenure and gender is whose age is less than 26 years old and seeking
influenced by a number of other factors too. Naswall, employment were chosen as the potential sample
Sverke and Hellgren [21] found reaction to the question of respondents. Likewise, this research also excluded the
job tenure depends on their level of education and skills. self-employed graduates and those working with family
However when the levels of education and skills are owned businesses. 
controlled, then gender plays a prominent role. Currently there are about 20 public universities in

Some studies found that male is more concern about Malaysia. To eliminate the influence of a university only
job tenure than female. It is linked to the amount of those graduated from University of Malaya (UM) were
responsibility a male shoulders. Particularly when males selected. To represent the total population in UM, all
are the sole ‘breadwinner’ of their families [22]. As such, three major races (Malay, Chinese and Indian) were
insecurity of a job is more distressing to men than women. considered. The detailed sample by race and gender are
An opposing view is, since men have higher occupational reported in Table 1. 
mobility, they are less concern about job tenure [23,24]. 

Job Matching: Job matching is defined as the process of employment can be viewed from both institutional and
employment  equilibration  between  heterogeneous individual  perspective,  only the individual dimensions
workers and heterogeneous firms [25]. It has received are examined. Employment is determined by the status of
attention in research on unemployment [26,27]; labour a job. Morisi’s (2008) [34] definition of employment is
turnover and wage growth [26,27]; occupational choice used; when a person does any work for pay or profit
[28]; internal labour markets [29]; and worker productivity during  the  reference  period.  The  “reference  period”  is

(MOHE). The survey is a self-reported survey where

Measurement and Data Procedure: Although
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Table 1: Sample Profile by Race and Gender
Gender
-----------------------------------

Race Male Female Total
Malay 512 1168 1680
Chinese 523 1040 1563
Indian 48 124 172
Others 51 76 127
Total 1134 2408 3542
Source: MOHE, 2007

Table 2: Time Taken to obtain First Job Upon Completion of studies
Male Female Total
-------------- -------------- ---------------

Time Taken (months) n % n % n %
Offer upon completion
of studies 22 2.7 43 2.7 65 2.7
1 month 8 1.0 15 0.9 23 1.0
2 months 5 0.6 6 0.4 11 0.5
3 months 2 0.2 4 0.3 6 0.2
4 months 113 13.8 241 15.1 354 14.7
5 months 172 21.1 428 26.8 600 24.8
6 months 253 31.0 429 26.8 682 28.2
7 months 120 14.7 259 16.2 379 15.7
8 months 43 5.3 73 4.6 116 4.8
9 months 30 3.7 34 2.1 64 2.6
10 months 25 3.1 39 2.4 64 2.6
11 months 23 2.8 29 1.8 52 2.2
Total 816 100.0 1600 100.0 2416 100.0

Table 3: Salary Range of IT students (upon completing their studies)
Male Female Total

Salary Range -------------- -------------- ---------------
(per month) n % n % n %
Less than RM500 17 2.1 46 2.9 63 2.6
RM501 - RM1 000 63 7.7 222 13.9 285 11.8
RM1 001 - RM1 500 107 13.1 310 19.4 417 17.3
RM1 501 - RM2 000 232 28.4 500 31.3 732 30.3
RM2 001 - RM2 500 237 29.0 260 16.3 497 20.6
RM2 501 - RM3 000 102 12.5 172 10.8 274 11.3
RM3 001 - RM5 000 50 6.1 86 5.4 136 5.6
RM5 001 or over 8 1.0 4 0.3 12 0.5
Total 816 100.0 1600 100.0 2416 100.0

Table 4: Job Tenure of IT students (upon completing their studies)
Male Female Total
---------------- ---------------- ----------------

Job Tenure n % n % n %
Contract 292 35.8 638 39.9 930 38.5
Permanent 524 64.2 962 60.1 1486 61.5
Total 816 100 1600 100 2416 100

Table 5: Job Matching of IT students (upon completing their studies)
Male Female Total
---------------- ---------------- ----------------

Job Matching n % n % n %
Related 563 69.0 934 58.4 1497 62.0
Unrelated 253 31.0 666 41.6 919 38.0
Total 816 100.0 1600 100.0 2416 100.0

from the time the graduate had completed his/her study to
the time he/she responded to the questionnaire i.e Tracer
Study.

The procedures followed for the study were as follows:

Permission was obtained from the MOHE to use the
data.
To answer the research questions of this study, the
data was summarized based on the responses and
analyzed by comparing males and females responses.
Analyzes were done using non-parametric methods.
Non-parametric methods have the ability to provide
estimation in quantifying the trends of within and
between groups, minus the peril of misspecification
danger [35]; and assumptions required for parametric
test, such as normality of data, are not necessarily
fulfilled [36] and [37]. 

Findings
Time Taken to Obtain Employment: Of the 3542
graduates, 68.2% indicated they were employed prior to
graduation, only 2.7% indicated they secured a job upon
completing their studies. Majority of those who obtained
a job took more than 3 months, as shown in Table 2.

To answer the strength of the association between
gender and the time taken for the graduates to obtain
employment i.e the second Research Question, Somers’d
was used. A significant Somers’d, 0.037, indicates there is
a difference between males and females. The small value
i.e 0.037 points out that gender does not influence
graduates chances of getting employed. 

Salary: Of the 2416 respondents, the largest number of
graduates  (30%),  indicated  their  salary  range  as  RM1
501-RM2 000. Almost 62% of the sample indicated they
earned RM 2 000 or less. However, only 51% of males
earned less than RM2 001, compared to females 62%, as
shown in Table 3.

To answer the third Research Question, a Mann-
Whitney U test was carried out. The result showed a
significant difference in the salary levels of males and
females, U=535983, z=-7.37, p=0.00, r=0.14. Perloff (1981)
[38] implied salary difference is associated with skill and
knowledge. Since the sample used in this study is from
the same university, the quality of education (knowledge
and skill of the graduates) does not arise. Under such
circumstances, higher salary drawn by male graduates
implies female graduates are at more disadvantaged
position than their male counterparts. 
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Job Tenure: Table 4 shows the composition on the job existence of discrimination in job market will deter female
tenure. Majority of IT graduates, 62%, are employed on a from pursuing IT courses. This is would be a great loss to
permanent basis. Male graduates are hired more on a the nation. It could dampen the efforts of nation building
permanent basis than their female counterpart. To answer undertaken by the government. 
the fourth Research Question, a Chi-square test for Therefore, government organizations and universities
independence (with Yates Continuity Correction) should embark on educating employers that female
indicated an insignificant association between gender and graduates are at par with their male counterpart. Gender
job status,  (1, n=2416) =3.65, p=0.06, phi= -0.04. should not be an issue when paying or assigning a job.2

This finding i.e insignificant of job tenure among Though human capital theory posits that difference in
gender, contradicts to Burmaster’s (2000) [39] observation employment opportunities are attributable to differences
in the American labour market back in the 1990s. It also in productivity, discrimination will only lead to
defies Bender and Heywood’s (2006) [16] opinion; female minimization of human capital. In other words, using
workers’ concern on job tenure is less than male. However efficiency imperatives, will be costly for employers to
whether emphasis on job tenure occurs during the first maintain a preference for a particular gender.
job, as in this study is inconclusive. For questions
examining these were not covered in the Tracer Study. REFERENCE

Job Matching: Upon completing their studies, many 1. Acker, J., 1990. Hierarchies, jobs, bodies: a theory of
graduates of UM were able to secure employment. gendered  organizations.   Gender   and    Society,
Whether the job specification matched their academic 4(2): 139-158.
qualifications is doubtful. Males were able to gain 2. Britton, D., 2004. At Work in the Iron Cage: the Prison
employment   matching   their  academic  qualifications. As Gendered Organization. New York: New York
As shown in Table 5, i.e. 69% and 58.4%, more males University Press.
compared to females’ job matches their qualification. 3. Valian, V., 1999. Why So Slow? The Advancement of

To discover whether there is a difference in job Women. MIT, Cambridge.
matching, a chi-square test was used. A Chi-square test 4. Williams, C., 1995. Still a Man’s World: Men Who Do
for independence (with Yates Continuity Correction) ‘Women’s’ Work. Berkeley: University of California
indicated  a  significant  association   between   gender Press.
and job  specification,    (1,   n=2416) =25.41,   p=0.00, 5. Smith,  J.,  A. McKnight and R. Naylor, 2000.2

phi= -0.103. This answered the fifth Research Question; Graduate   Employability: Policy  And  Performance
female graduates hold jobs which are mismatched with In Higher Education In The UK. Economic J.,
their academic qualification. 110(464): 382-411.

Conclusion and Policy Implications: Besides and unemployment in OECD Countries. Economica,
academicians, policy makers and labour unions can use 66(262): 181-207.
the results of this study to make their stand in regulating 7. Holzer, H.J., 1991. The spatial mismatch hypothesis:
and improving job prospects of IT graduates. In many what   has   the  evidence  shown.  Urban   Studies,
countries, female students in university are increasing 28: 105-122.
over the years. Depriving them of an equal opportunity, 8. Brueckner, J.K. and R.W. Martin, 1997. Spatial
could lead to many unwanted scenarios. mismatch: an equilibrium analysis. Regional Science

For example, it could cause a brain drain in a country. Urban Economics, 27: 693-714.
Although at the moment, the findings of study shows the 9. Juhdi, N., A. Jauhariah and S. Yunus, 2007. A Study
disparity is not large, ignoring the disparity could On  Employability Skills Of University  Graduates.
encourage many female students to seek better The Business Wallpaper, 2(1): 1-6.
opportunities outside the country. As globalization 10. Barron, J.M., D.A. Black and M.A. Loewenstein, 1989.
becomes more widespread [40], female graduates will be Job Matching and On-the-Job Training. J. Labor
tempted to try their luck out of this country Economics, 7(1): 1-19.

At the same time, it could discourage females from 11. Brueckner, J.K., J.F. Thisse and Y. Zenou,  2002. Local
pursuing IT courses. Though gender discrimination in Labor Markets, Job Matching and Urban Location.
terms of education opportunities is rare in Malaysia, International Economic Review, 43(1): 155-171.

6. Manacorda, M. and B. Petrongolo, 1999. Mismatch



World Appl. Sci. J., 17 (2): 184-188, 2012

188

12. Gunderson, M., 2006. Viewpoint: Male-female wage 26. Jovanovic, B., 1984. Matching, Turnover and
differentials: how can that be? Canadian J. Unemployment. J. Political Economy, 92(1): 108.
Economics, 39(1): 1-21. 27. Gottschalk, P. and T. Maloney, 1985. Involuntary

13. McDevitt, C.L., J.R. Irwin and K. Inwood, 2009. Terminations, Unemployment and Job Matching: A
Gender Pay Gap, Productivity Gap and Discrimination Test of Job Search Theory.  J.  Labor  Economics,
in  Canadian  Clothing Manufacturing in 1870. 3(2): 109.
Eastern Economic J., 35(1): 24-36. 28. Miller, R.A., 1984. Job Matching and Occupational

14. Daymont, T.N. and P.J. Andrisani, 1984. Job Choice. The J. Political Economy, 92(6): 1086-1120.
Preferences, College Major and The Gender Gap In 29. Barron, J.M. and M.A. Loewenstein, 1985. On
Earnings. J. Human Reso., 19(3): 408-428. Employer-Specific Information and Internal Labor

15. Oshagbemi, T., 2000. Is length of service related to Markets. Southern Economic J., 52(2): 431.
the level of job satisfaction? International J. Social 30. Dagsvik,  J.,  B.  Jovanovic  and  A.  Shepard,  1985.
Economics, 27: 213-226. A Foundation for Three Popular Assumptions in Job-

16. Bender, K.A. and J.S. Heywood, 2006. Job matching Models. J. Labor Economics, 3(4): 403.
Satisfaction  Of  The  Highly  Educated:   The   Role 31. Sicilian, P., 1995. Employer search and worker-firm
Of  Gender,  Academic  Tenure and Earnings. Scottish match quality. Quarterly Review of Economics and
J. Political Economy, 53(1): 253-279. Finance, 35: 515-532.

17. Hill, N.R., 2009. An Empirical Exploration of the 32. Topel, R.H. and F. Welch, 1986. Efficient labor
Occupational Satisfaction of Counselor Educators: contracts with employment risk. RAND J. Economics,
The Influence of Gender, Tenure Status and Minority 17(4): 490-507.
Status. J. Counseling and Develop., 87(1): 55-61. 33. Jovanovic, B., 1979. Job Matching and the Theory of

18. Hartley,   J.,    D.   Jacobson, B.   Klandermans  and Turnover. J. Political Economy, 87(5): 972.
T. VanVuuren, 1991. Job insecurity: Coping with jobs 34. Morisi, T.L., 2008. Youth enrollment and employment
at risk. London: Sage. during the school year. Monthly Labor Review,

19. Blau, F.D. and L.M. Kalin, 1981. Causes and 131(2): 51-63.
Consequences  of   Layoffs.  Economic  Inquiry, 35. Dacuycuy, L., 2006. Explaining male wage inequality
19(2): 270-296. in the Philippines: non-parametric and semiparametric

20. Sparks,  K.,  B.  Faragher  and  C.L.  Cooper,  2001. approaches. Applied Economics, 38(21): 2497-2511.
Well-being and occupational health in the 21 36. Alvo, M. and J. Park, 2002. Multivariate non-st

century workplace. J. Occupational and parametric tests of trend when the data are
Organizational Psychol., 74(4): 489. incomplete.  Statistics   and   Probability   Letters,

21. Naswall,  K.,  M.   Sverke  and  J.  Hellgren,  2005. The 57(3): 281-290.
moderating role of personality characteristics on the 37. Mumby, P.J., 2002. Statistical power of non-
relationship between job insecurity and strain. Work parametric tests: A quick guide for designing
and Stress, 19(1): 37-49. sampling  strategies.  Marine  Pollution  Bulletin,

22. Bernard, J.M., 1981. The Divorce Myth. Personnel 44(1): 85-87.
and Guidance J., 60(2): 67. 38. Perloff, J.M., 1981. Labor Market Adjustments in the

23. Greenhalgh,  L. and Z. Rosenblatt, 1984. Job Unionized Contract Construction Industry. J. Labor
Insecurity: Toward Conceptual Clarity. Academy of Res., 2(2): 337-353.
Management Review, 9(3): 438-448. 39. Burmaster, D.E., 2000. Distributions of Total Job

24. Cheng, G.H.L. and D.K.S. Chan, 2008. Who Suffers Tenure for Men and Women in Selected Industries
More from Job Insecurity? A Meta-Analytic Review. and Occupations in the United States, February 1996.
Applied Psychology:  An  International  Review, Risk Analysis: An International J., 20(2): 205-224.
57(2): 272-303. 40. Dawes, G. and V. Bozkurt, 2010. The Changing World

25. Belfield, C.R. and R.D.F. Harris, 2002. How well do of Work and Youth: A Comparative Research of
theories of job matching explain variations in job Australian and Turkish University Students’
satisfaction across education levels? Evidence for Perceptions about the Changing World of Work. 
UK graduates. Applied Economics, 34(5): 535-548.


