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Abstract 

 
 Organizations will need to meet the challenge of understanding the different cultural 
factors presented by a diverse workforce and the values each ethnic group may place on job 
characteristics in order to attract the professional applicant in the 21st

 Qualitative data collected from Hispanic females (Latinas) nearing college graduation 
and recruiters shows that relocation is the greatest challenge for both the Latinas and 
organizations trying to recruit them or others like them.  Cultural and social gender role expected 
behaviors are the factors most cited as the reason relocation requirements hinder the attraction to 
the organization.  Analysis shows that, for the majority of the 20-24 year old Latinas, gender role 
expectations do not hinder the attraction to an organization.  However, a portion of this group 
and the majority of the other age groups cite relocation as a significant challenge.   The 
Collectivist Female-Organization Reciprocal Attraction Model, which evolved from the study, 
illustrates that attraction may occur when either or both the organization and the Latinas utilize 
social-cultural coping mechanisms.  

 century (Breaugh & Starke, 
2000; Rynes & Barber, 1990). We expand the person-job fit concept (knowledge, skills and 
abilities) to include job requirements that may go against gender role expected behaviors for 
females from a collectivist society (Edwards, 1991). According to psychological and sociological 
literature, the collectivist female will behave in a manner that fulfills her prescribed gender roles 
as wife, mother and caretaker or risk social sanctions (Burke & Tully, 1997; Erchak, 1992; Hogg 
et al., 2005; Triandis, 1989; Turner, 1985). Further, close social networks are fundamental in the 
collectivist family, which makes separation difficult (Burke & Tully, 1997; Triandis, 1989; 
Turner, 1985).  Thus, the literature suggests that job requirements such as relocation may hinder 
the attraction to an organization.   

 
 
 

Introduction 
 Shifting demographics in the United States (U.S.) due to an aging professional population 
require that organizations develop recruitment strategies that will effectively attract professional 
applicants from areas with a labor surplus (American Community Survey, 2005; Hilton, 2008).  
Demographic shifts also means that certain ethnic groups either increase or decrease in size.  The 

mailto:chapao@uhv.edu�
mailto:hkaynak@utpa.edu�


2 
 

U.S. Census Bureau reports that the largest portion of the working population, Anglo-Americans, 
is the majority of the aging cohort (born 1949-1964).  Conversely, the largest and fastest growing 
minority (47 million), Hispanics, are projected to become a quarter of the population by 2050 
(Kleisen, 2007; Pew Hispanic Center, 2006).  Relatively younger as 46% of the group is under 
24 years of age, the Hispanic represents an increasing labor pool from which organizations can 
draw (Blancero et al., 2007). In the U.S., Hispanic females, Latinas, outpace their male 
counterparts in earning college degrees (Naver & Ekstein, 2007).  They increase an 
organization’s diversity (Triandis et al., 1994), with all the positive attributes that accompany 
diversity (Adler 1986). Moreover, Latinas bring a cultural intelligence to the organization that 
helps attract some of the $1 trillion Hispanic buying power in the U.S. (Rodriguez, 2008). The 
importance of discovering methods to attract Latinas increases with time as projections of their 
labor force numbers reach 12 million in 2010 (Pew Hispanic Center, 2006).  
 As part of a collectivist society, Latinas tend to subordinate their interests to those of others 
within their close social network (Rodriguez, 2008). Theories and perspectives, summarized in 
Table 1, identify factors such as gender-role expectations, social and cultural network norms, 
values and beliefs (GSC) within the Hispanic group suggest that Latinas are influenced at higher 
rates by cultural gender role expectations than their male counterparts. Latinas are more 
susceptible to gender role conflict due to the division of labor among the genders such that the 
male’s primary role is that of provider and the Latina’s primarily role is to assume responsibility 
for the family (Biggs & Brough, 2005; Hill et al., 2004; Koberg & Chusmir, 1989).  The 
uniqueness of the Latinas’ ethnic identity and associated factors within the Hispanic population 
found in the sociological and psychological literature lead us to believe that it is plausible that a 
person-job fit hinges on more than qualifications such as skills, knowledge and abilities to meet 
the demands of the job (Edwards, 1991; Weber).  Extending these theories into the work 
environment, the purpose of this study is to ascertain whether any social and cultural factors 
influence the Latinas’ attraction to an organization when relocation impedes their ability to fulfill 
gender-role expectations.  The second purpose of this study is to investigate whether recruiters 
are facing relocation challenges when recruiting Latinas.   Finally, we investigate whether any 
particular recruitment strategies are more effective when trying to attract the collectivist Latina.   

Table 1 
Data Collection 

 We attempt to uncover an explanation of employment decision behavior based on the 
attraction to an organization with relocation requirements, using a grounded theory approach. 
Requirements such as relocation are crucial to the sustainability of a competitive edge during a 
tightening professional labor market.  “The goal of grounded theory is to generate a theory that 
accounts for a pattern of behavior which is relevant and problematic for those involved” (Glaser 
1978: p. 93). Table 2 includes a summary of validity issues concerning a grounded theory 
qualitative method. The interview is a well utilized and “favorite” methodological tool in 
qualitative research and cited as one of the three most used data gathering techniques in 
qualitative management studies (Denzin & Lincoln, 1994; Marshall & Rossman, 1999; Shah & 
Corely, 2006).   
 Twenty seven Latinas within a year of graduation with GPAs of 3.00 from various 
disciplines from the 2nd largest Hispanic Serving Institute in the U.S. and seventeen recruiters 
from local, government and national organizations were interviewed.  Each Latina was given a 
self selected codename and all policies and procedures as set by the Institutional Review Board 
were followed. The interview method was deemed the most appropriate given that the goal of 



3 
 

this study was to understand what Latinas and recruiters were experiencing through their own 
words and meanings expressed in their statements.   

Results 
 A conceptual model of the Collectivist Female-Organization Attraction Process (Figure 
1) evolved from the findings of the study.  The left column of the conceptual framework depicts 
the Gender, Social, and Cultural factors (GSC) that underpin the Latinas’ personal and social 
identities.  The existing research and relevant literatures imply that Latinas’ willingness to fulfill 
certain job requirements will be influenced by GSC factors.  Further analysis produced an 
explanation.  There is a possibility that the appeal on both sides can be direct or indirect, i.e., 
commitment to GSC factors may influence the extent to which Latinas are, given the job 
requirements, attracted to an organization; whereas a weak or non-existent commitment GSC 
factors will have little or no effect. If a reciprocal attraction is not direct, the need for Latinas and 
recruiters to adapt to each other’s needs manifests itself in the form of coping mechanisms, 
which are necessary for increasing the chance of an attraction.  
Latinas 
 This study focuses on the collectivist Hispanic female and the requirement is that of 
relocation.  Our analysis shows that relocation presents a strong challenge for recruiters.  Both 
the recruiters and the Latinas interviewed cited gender-role expectations as the main reason for 
an unwillingness to relocate.  Gender roles appear to be deeply embedded among the Latinas. 
Mryna gives us an example when she states, “So, I'm the oldest. I'm the only cousin or the only 
girl in my family that hasn't gotten married at 22…Of course, I'm the only one with a degree that 
makes it different and that's like my excuse.” Family is a recurring reason for their reluctance 
and expectation of something in return for the sacrifice of moving.  Some feel the organization 
would have to offer more for asking them to leave their social network.  Panda said, “It depends.  
If they are really going to pay for…that… empty space because you’re not with your family.”  
Gaby wants to relocate but cannot because, “I am very, very close to my family.” Nancy believes 
you owe it to be there for your family when they need you to be there.” Blondie physically 
cringed when she spoke of leaving her social network and stated, “It's just like…somebody's 
almost pulling your arm off.”  Meredith Bell worries about her daughter’s family social network.  
“My daughter has four second cousins that are within six months of her age.  They always 
play…and they [family] say…if you move, you’re going to just move her and you're going to be 
making her miss out on growing up with the family.”  The married Latinas, with the exception of 
one, were willing to relocate. However, the role behavior of a Hispanic wife did influence some 
of them in that they would need their husbands to agree to move away from his social network.  
Male dominance in such decisions extended to single Latina Goose’s perception of her future 
“role” as a wife, which would entail following him.  She stated, “I’m going to marry him 
eventually, so I feel that would be my role.”   
  The exposure to others experiencing relocation was supported by the self-efficacy 
concept of vicarious learning where the Latinas’ exposure to her social group’s ability to perform 
certain tasks would lead them to believe they could attain the same level of performance 
(Bandura, 1986). Demographic data shows that most of the Latinas in this study who were 
willing to relocate had a mother who was born and raised in Mexico.  Consequently, the Mexican 
mothers were exposed to firm gender-role behavior expectations as literature traces the rigid 
gender-role expectations and social cultural influences in relation to gender to Mexican norms, 
values and beliefs (Hondageu-Sotelo, 1997).  The assumption, therefore, would be that the 
Latinas with Mexican mothers were exposed to the gender role prescribed behaviors more than 
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those with American-born mothers.  Yet, the evidence shows that the assumption is not correct. 
Since the mother herself relocated, relocation may be perceived as an acceptable behavior, 
regardless of present social network pulls.   
 Second, the self-efficacy concept extends to seeing others outside their family social 
network, friends.  March, for example, witnessed such positive outcomes and was influenced by 
them when she stated, “Relocating helped them grow up and see that there’s more out there…I 
think once I graduate…I’d like to try it as well.”   Learning of other’s validating that it was 
difficult, yet worthy, influenced the Latinas.  Emma states, “It was hard, but they said it was 
worth it at the end… it‘s worth it, for the family.” Social support was an important theme in 
statements about relocating, especially from parents. For example, Nancy pointed out that her 
parents have “been very supportive…I’ve always said that one day I would move away.  My 
father is very motivating…he tells me, ‘You go…don’t feel like you’re obligated to stay.’”  Lack 
of parental support was not necessarily detrimental.  For instance, Leader, who does not have her 
family’s support if she were to decide to relocate, is determined to leave gender-role expectations 
behind.   “I’m going to go ahead and live my life and go and live somewhere else too because I 
see the different opportunities with the big corporations …somewhere else …bigger corporations 
where you can grow.”   Others felt the economic opportunities elsewhere were the same, 
relatively speaking, so why contemplate it?  Desiree offers an example.  “To me the way I see it 
$50,000 might be good in another state but that $50,000 might be equivalent to our $30,000 
here.”   
 Finally, the most significant attribute with regard to relocation is the location itself. As 
Rodriguez (2008) suggests, the Latinas do not fit the regular recruitment strategies and research 
is needed to find the attributes Latinas seek.  Unlike studies regarding other ethnic groups, which 
rate pay and opportunity as the two top attributes when seeking employment, the Latinas in this 
study cite location and opportunity (Thomas & Wise, 199). Some of the Latinas were concerned 
about the crime element that accompanies large cities. Meredith Bell states, “There is more 
crime. You can't go out by yourself, you see dead bodies.  My aunt told me she saw a dead body 
in a ditch.  I don't want to go to Michigan, no, thank you.”  Julie stays away from cities where 
“the crime rate is pretty bad.”  Moreover, proximity statements evolved suggest relocating is 
possible when the location is within driving distance from the social network “in case of 
emergencies.”   
 An interesting finding concerns the young (20-24) single Latina, with or without children.  
This group is divided when it comes to relocation.  The majority stated that they would relocate.  
Acculturation may explain the Latinas that appear not to have a strong sense of commitment to 
the GSC factors, a trend that is perhaps expected in a young generation. 
Recruiters 
 Recruiters from aerospace, consumer products, government intelligence, government and 
private accounting agencies, national car rental agencies, securities exchange organizations, 
national retail organizations, discount department store chains, national restaurant chains, 
multinational food manufacturers and the oil and gas industry were interviewed.   “We’re very 
committed to diversity hiring,” a recruiter from a national car agency stated.  “Diversity is not 
only the right thing to do, but it’s very, very good for business.”  Others, such as the government 
accounting agency recruiter, believe that the Latinas have a “lot of work experience…maintain 
high GPAs… come with a very rich background… [And] seem a little more determined.”   
 Recruiting Latinas has its challenges and these challenges are well known to the 
recruiters.  A security exchange organization’s recruiter stated, “If those students move up there 
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and they’re like, yes, yes I want to live in a big city and then, they get there…family ties... [they 
don’t have] a very good track record.  ” She validates her comments by reflecting on recruiting 
Hispanics from areas that are closer to one of their offices or from the same area and avoid 
relocation issues.   

 A large multinational consumer product recruiter feels that the challenges depend on 
“how close they are to their families and how close they want to stay.”  A government 
intelligence  recruiter summarizes the overall frustration of the recruiters “if you can get over the 
location part of it which is very important because it’s the family…especially the closer to the 
[Mexican] border… a lot of them, I think, feel obligated to do what is expected of them and a lot 
of them are rebelling.”  

Discussion 
 “It’s like a bucket of crabs and you’re trying, trying, trying to crawl out and all the 
family’s grabbing you and pushing you back in, stuffing you back in and not wanting you to 
leave”(recruiter’s description of one Latina’s experience). Overall, the greatest challenge for 
both the Latinas and recruiters is, indeed, relocation.  The supply of Latinas willing to relocate 
does not meet the demands of the organizations in this study. The Latinas have the skills, 
knowledge and ability required and actively sought by organizations.  However, their inability to 
fulfill the relocation requirement does not allow a person-job fit.   
 As shown in the model, effective coping mechanisms evolved from the study.  The most 
important factor to consider is the Latinas social network and how it applies to the Latinas social 
reality.  Successful recruiting strategies include recruiting the Latinas through access to their 
families.  Understanding that the “family pull” does influence the Latinas has enhanced 
recruitment numbers. Recruiters exposing their organizations to high-school students and their 
parents find that they have a competitive edge when the student graduates from college, since the 
parents “know” them and are not as hesitant to “allow” their daughters to leave. Recruiting in 
groups has also proved successful.  One recruiter in particular recommends recruiting the Latina 
and her husband or boyfriend at the same time. Larger corporations that establish ethnic 
associations within the organization to replace the social network left behind have found higher 
rates of retention among the Latinas recruited.  According to recruiters, the latter is very 
important if the Latinas have children.   
 In conclusion, this study has provided new insights for practical recruitment 
management.  From the perspective of recruitment, the conclusions of this study illustrate the 
importance of understanding GSC factors and the collectivist female.  We have suggested that 
understanding the complexities of these females enables us to overcome some of the challenges 
involved in tight professional labor force markets. Recruiters seeking professional Latinas and 
others with similar gender role expectations face, and may continue to face, relocation 
challenges.    
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  TABLE 1 
SUMMARY OF TERMS IN PSYCHOLOGICAL AND SOCIOLOGICAL LITERATURE 

Term  Characteristics 
Culture Triandis, 1989  A groups’ norms, traditions, values and roles 

Gender Fritsche & Jonas, 2005 Social categories between both sexes that 
help define the individual’s social identity 

Gender Role Fritsche & Jonas, 2005 Prescribed culturally derived behaviors for 
masculine and feminine behaviors 

Gender Role Attitude Fischer & Arnold, 1994 Refers to the individual’s beliefs regarding 
the roles and responsibilities assigned to the 
gender 

Group Tajfel & Turner, 1979 Three or more people sharing the same social 
identity 

Group Identification Hogg et al., 2007 A feeling of belonging by sharing in-group 
attributes 

Identity Theory Burke & Tully, 1977  A developmental process in which the 
individual, through a process of self-
categorization, identifies with certain roles 

In group Stets & Burke, 2000  Strong commitments to the groups’ 
expectations leads to inclusion 

Out group Stets & Burke, 2000 A lack of commitment to the groups’ 
expectations leads to exclusion 

Role Stress Kahn et al., 1964 Stress caused by the inability to fulfill 
simultaneous role requirements and 
expectations 

Self Erchak, 1992  The identity of the individual and as part of a 
social group 

Self-Categorization 
Theory 

Turner, 1985  A cognitive process of categorizing the 
material world: information and people 

Social Theory Hogg et al., 2007 The use of theoretical social frameworks to 
explain social behavior and organizations 
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