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ABSTRACT

The purpose of this paper is to explore job attribute preferences of students in the media and
communication stream. The study is conducted to get an understanding of job expectations of
students in the COVID era that can help provide conceptual guidelines to hiring managers in media
houses for future planning of manpower/job offers. Based on the conjoint analysis technique, a
questionnaire was designed and responses of 152 students of media and communication were
recorded from a university in Delhi/NCR. Estimation of preference function was created using
orthogonal arrays. Results of this study suggest that job security is the most preferred attribute which
influences job choice decisions of students, second preferred attribute being appropriate work hours.
The paper presents an important tool that can be of great use for recruitment managers, to
understand the psyche of students and their preferences, which may further help in designing
appropriate recruitment policies and create job offers that can attract the suitable talent pool. Results
also reveal that high compensation package is not the most preferred attribute anymore, perhaps due
to the uncertainty of the times. Limitation of this study is that individual behaviour cannot be
ascertained through the survey and data from students of different universities can be studied for
more robust results. The paper is novel in approach as it empirically identifies the preferred job
attributes of media students amid the pandemic situation, by applying conjoint analysis. Therefore, it
gives new insights to understand how the pandemic has affected students’ job expectation and
decisions.
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INTRODUCTION which in turn, improves productivity and
The year 2020 has taught us a great lesson on satisfaction at work (Sanyal et al., 2018).
uncertainty and has been quite harsh on

students, their career aspirations are at a Extent of job insecurity has great impact on job
standstill, with all educational institutes being performance (Debus, 2020). FOMO is a known
shut and campus placements halted. Media word in media studies, but it affects not only
industry is going through a tough time, with investment decisions (Shiva et al., 2020) but
numerous controversies against certain media career FOMO affects job choices to a greater
houses, journalists and reporters, police cases extent. These days, students are more inclined
etc. There is all round negativity and such towards social media activism (De Moraes et
news on TV and other media can cause al., 2020) and information exchange on social
emotional burn out and stress among students media about job situation, news of layoffs
(Havrylets et al., 2019) about the nature of job across the globe etc. has created fear in the
profiles. Thus, job attributes that attracted the minds of students making them anxious about
students earlier may not be relevant now. their careers. Dhoot (2020) suggests that
During these difficult times when the world effective communication via media sources
economy has taken a dip, several may help individuals in planning their future
psychological changes have taken place ahead.

among individuals. It is to be taken into

account that organizational reputation has Students who expected higher pay packages
taken a backseat and students seek job security (Karima et al., 2020 ) are now ready for lower
because it has an important role in emotional packages, but want to have a source of income
well-being  ,quality of work-life; also, desperately. Therefore, it becomes important

individuals worry less about their future
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for recruitment managers to prepare
themselves for the upcoming revival and
hiring thereafter. This study will help hiring
managers in deciding hiring process, job
design, planning compensation and benefits,
and other human resource practices. There
have been various studies that focussed on job
attributes, such as Sutherland (2011), who
concluded that work environment, job security
and job profile are preferred more by
employees. Other studies such as Corrigall &
Konrad (2006); Konrad (2003); Tolbert & Moen
(1998); Browne (1997), revealed that gender
difference plays a key role in job profile
preferences. Konrad (2003) noted that
preferences are not constant and change with
changes in financial, social and emotional
needs.

A study done by Ng.et al. (2010) suggested
that salary, work hours, job profile and work
environment are the attributes preferred by
millennials. Since the number and nature of
job attributes are not consistent across
researches (Guillot-Soulez & Soulez, 2014), we
cannot generalize the attributes. Management
must understand job aspirations of an
applicant from the organization. One way
could be to design the job offer based on its
appeal to top talents in the organization
(Barney & Wright, 1998). A sound knowledge
of preferences can guide the organization in
tailoring the best possible hiring strategy
(Rynes & Barber, 1990).

Studies done with the same job attributes had
been done during normal times and hence
present the results or preferences at that time.
COVID has completely changed job scenario
across the globe. To the best of our knowledge,
no study has been done using conjoint
technique on job preferences of media
students amid the pandemic situation.
Therefore, assessment of how the pandemic
has affected job preferences of students using
conjoint technique offers a new approach to
human resource and media studies. Objectives
of this study are - (a) to identify and assessing
the job attribute preferences of students of
Media and Communication in north India; (b)
measure the utility of the attributes at each
level and studying their relative importance.

LITERATURE REVIEW
Job attributes can be explained as the different
facets of a job that satiates the emotional,
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social and financial requirements of an
individual such as work self-efficacy and
confidence (Pinder, 1998). It is all about
aspects of a job that attract an individual to it
(Konrad, Ritchie, Lieb, & Corrigall, 2000).
Attributes and levels have been discussed
below:

Salary

McCaleb, Shaw, and Denny (1980) concluded,
that monetary incentives are of greatest value,
non-monetary benefits cannot match the
money driven motivation. Organizations need
to carefully design the structure of
compensation and benefits, which is very
crucial for attracting the right type of talent
pool. Attractive pay package also contributes
in improved employee commitment and
loyalty (Llanos & Ahmad, 2017). Good pay
package has a deep positive impact on
employee psychology, with lower turnover
intentions (Tran 2016), and enhances
motivation (Ferreira & Badya, 2016). It also
improves productivity of employees (Yamoah,
2013). (Perrin 2003), surveyed thirty five
thousand employees in the US, suggested that
preference for compensation may vary as per
the objective of an individual; competitive
base pay ranked second. Smola & Sutton
(2002) did a comparative study on work
values of Gen X and Gen Y millennials and
concluded that they differ significantly from
each other, Gen Y having high salary
expectations, flexible work hours, unlike Gen
X. Other studies also support the importance
of salary as a job attribute for Gen Y (Meier et
al., 2010).

Working hours

Covid induced economic shock is likely to
realign the perception of the corporate world
creating a shift in work cultures at micro and
macro levels (Kramer & Kramer, 2020).
(Grantham et al. 2009) explained that flexible
work hours have various dimensions - first,
employees can start and end the day at their
own convenience, but specific number of
hours need to be put in every day, or it can be
a weekly arrangement where work hours are
assessed on weekly basis, not per day. This
type of arrangement helps employees to have
control over their schedule. (Rocereto et al.,
2011). Recent studies have noted that
millennials prefer flexible work hours
(Deloitte 2018), and researchers point out that
in future, flexible work hours will be a norm


https://link.springer.com/article/10.1007/s11205-018-2025-x%22%20%5Cl%20%22ref-CR20%22%20%5Co%20%22Deloitte.%20(2018).%20Deloitte%20millennial%20survey.%20Accessed%20October%2024,%202018.%20https:/www2.deloitte.com/global/en/pages/about-deloitte/articles/millennialsurvey.html.

except in a few sectors (Chung & Lippe, 2020).
Flexi working gives control of time and place
of work to the individual, which they can
manage as required (Kelly et al., 2011, Chun et
al., 2018) and it also helps in managing work-
family conflicts (Kelly et al., 2014). Another
dimension that is an important aspect of flexi
schedule is remote working. COVID era has
made employees work remotely and
organizations as well as employees have now
adapted quite well to the virtual workplace
concept. It also helps in learning the
knowledge sharing concept; a recent study
suggested that knowledge sharing behaviour
in virtual communities has improved (Fauzi et

al., 2020).

Some studies also suggest that preference for
normal or flexible workhours depends on
family situations as well (Lippe et al., 2010);
some employees may have more dependants
and therefore more responsibilities to manage,
hence they prefer flexible work hours; some
may prefer normal timings as they do not have
much responsibility at home. On the other
hand, some researchers pointed out mixed
results for flexible working hours, since it
creates more conflict at home due to blurring
of work boundaries, requires multitasking and
may create more fatigue (Demerouti et al,
2014).

Organizational Reputation

Organizational reputation can be described as
the collective perception about prominence of
a firm (Zavyalova, Pfarrer & Reger, 2016; Jehn
& Scott, 2015). There have been numerous
empirical pieces of research on the basis of
different theories of organizational or
corporate reputation, but they have been used
in management with different perspectives
(Ali et al. 2014; Dowling 2016). Researchers
suggested that organizational reputation is
about perception, therefore it is simple yet
complex to understand (Lange et al., 2011, p.
154). Job offer consists of job features and
about employment policies. Reputation of an
organization provides credibility to the job
features and benefits mention in a job offer;
therefore, job seeker perceives such
organizations as more promising with lesser
uncertainty.

Thus, a high reputation attracts more talent
and low repute discourages talent. In today's
era of uncertainty, job seekers look for

152

credibility and that is why organizational
reputation plays a big role in the war for talent
(Micheal et al., 2001). Fombrun & Shanley
(1990); Belt & Paolillo (1982) pointed out that
corporate reputation is a very important
element of job choice decisions. This study
does not consider the job seekers’ perception
about various organizations, but how
important this attribute is while making job
choice decisions.

Job Security

Borland (1999) explained job security as not
fearful of job loss. It is all about the assurance
or confidence that the job is safe and the
employee is going to stay for long. Hsiao and
Nova (2016) also stated that work-
environment, job security and growth
perspectives affect job decisions. Nurfitraih et.
al. (2019) studied factors that impact job choice
decisions and found that attributes such as
salary, and job security were strongly
correlated with career decision making.
Aucejo et. al (2020) surveyed around 1500
students and found that almost 40% lost a job
or job offer, therefore this pandemic has
affected their expectation about job prospects
post college. Ralph Heibutzki (2013) suggested
in in a Forbes article that job security is an
important dimension for employees as it
touches upon their basic career expectations
such as stability in career is equivalent to
stability in life; it enhances motivation and
confidence towards life situations; and, it
provides stability to the curriculum vitae and
hence makes good foundation for the next job.
Thus, job security has great importance in job
choice decisions.

Hsiao and Nova (2016) also noted that job
security, good pay and work environment
affect job choice decision making. Job security
provides credibility to continuing employment
and reduces fears about future unemployment
in uncertain times (Lucky et al, 2013: 65);
therefore, absence of threatening factors
(Jandaghi et al, 2011: 6854) may affect
employees” well-being.

RESEARCH METHOD

In this paper we considered job offers as a
service product to be sold to potential
candidates by the hiring managers and job
profile/attribute are features that employee
will earn in return of their services to the
organization. While accepting the offer, they


https://link.springer.com/article/10.1007/s40685-018-0080-4#ref-CR82
https://link.springer.com/article/10.1007/s40685-018-0080-4#ref-CR158

need to invest in terms of time, labor, and
services to the organization. Such type of
conceptualization encourages researchers to
use marketing tools. Conjoint analysis is
mainly used for designing a product or for
designing a job offer (Wilcox, 2008; Kreiger et
al., 2001).

Conjoint Analysis

Conjoint analysis was first introduced by
Green & Rao (1971) in marketing literature.
Green & Srinivasan (1978) asserted that
conjoint analysis has a decomposition
approach for analyzing the preferences of
candidates and their overall understanding of
the subject. This method is very useful in
understanding behavioural responses of
individuals. Shiva & Singh (2019) studied the
behavior of retail investors wusing this
approach. In this study we are using this
approach to understand job preferences and
expectations of students in the current
scenario of pandemic.

Literature indicates that conjoint analysis is an
appropriate method for assessing consumer
preferences (Green and Srinivasan, 1978;
Louviere and Islam, 2008). It is an advanced
exploratory technique which helps in
determining the relative importance of various
attributes on students” perception of different
factors (in our study it means-salary, work
hours, organizational reputation and job
security)

In the present study, we studied literature
extensively and came across several job
attributes. We conducted a survey on 40
undergraduate students to refine the attributes
and also organized focus group discussion by
dividing the students into two groups. On the
basis of the initial study, researchers continued
with four major attributes for the study.
Earlier —researches have studied 10-15
attributes, but when too many choices are
given to respondents, they might get either
confused or fatigued. We used four job
attributes and their levels. An orthogonal
design was generated in SPSS 20.0.

The orthogonal design generated eight choice
cards which was a combination of attributes.
These cards were considered as a hypothetical
job offer. A questionnaire was created using
these card choices. Respondents were asked to
rank the combination of  attributes
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(hypothetical job offer) in order of their
preference from 1-8, 1 being most preferred and
8 being least preferred. The questionnaire was
provided to 170 final year students of
communication at a University in north India.

Convenience sampling was done and
respondents were briefed about the
appropriate way to  complete  the
questionnaire. However, 20 responses were

removed since all job combinations were not
ranked and therefore could not be considered
for the study. The sample was collected in
August "20- September "20.

Job Attributes

Table 1: Attribute and levels in this research

S. Name of Levels Associated

No Attribute

1 Salary Less than INR 3
lakhs

INR 3-5 lakhs
INR 5-7 Lakhs

More than INR 7
lakhs
2 Workhours Shift
Normal
3 Organizational | High
Reputation Low
4 Job Security High
Low

Source: SPSS Orthogonal design; Source:
Author’s Calculations

We used four job attributes and their levels.
An orthogonal design was generated in SPSS
20.0. The orthogonal design generated eight
choice cards which was a combination of
attributes. These cards were considered as a
hypothetical job offer. A questionnaire was
created using these cards choices. Respondents
were asked to rank the combination of
attributes (Hypothetical job offer) in order of
their preference from 1-8. 1 being most
preferred and 8 being least preferred. The
questionnaire was provided to 170 final year
students of communication at a University in
north India. Convenience sampling was done
and respondents were briefed about the
appropriate way to  complete  the
questionnaire. However, 20 responses were
removed since all job combinations were not
ranked, therefore could not be considered for
the study.



RESULTS
Estimated utilities
Table 2. Estimated utilities

Utilities
Utility Std.
Estimate | Error
<3 Lakhs | 0.022 0.09
, 3-5Lakhs | 0.043 0.18
Salary in INR
5-7 lakhs | 0.065 0.27
>7 Lakhs | 0.087 0.359
Normal -0.882 0.201
Work Hours -
Shift -1.763 0.402
Organization | High 0.336 0.201
al reputation | Low 0.671 0.402
_ High -1.477 0.201
Job Security
Low -2.954 0.402
(Constant) 7.48 0.577

Source: Author’s Calculation

The conjoint analysis was conducted on
SPSS.17 and we obtained preference values
that respondents unknowingly assigned to
each job attribute provided to them in the
form of questionnaire. The utility estimates of
each attribute and each level has been studied
in this paper and are represented in Table 3. In
this Table, negative values depict lesser
preference for the attribute. In our study, for
the job attribute of salary, we have highest
utility value for the level- more 7 LPA i.e,
0.087, and least utility value for the level -less
that 3LPA i.e., .022. For the next attribute
which is workhours, the utility value is higher
for normal workhours- -0.882 - than working
in shift which has a utility value of -1.763. For
Organization reputation, utility value for low
level is higher (.671) than high level (.336),
which means that students are not much
concerned  about reputation of the
organization, though job security has the
highest utility for high level (-1.477) than low(-
2.954), which implies that high job security is
the important attribute for students.

Table 3: Importance Summary
Averaged Importance score

Salary 2.361
Work Hours 31.95
Organizational Reputation 12.16
Job Security 53.529

Source: Author’s Calculation
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Relative Importance

Importance summary

Importance

T T T
Salary WorkHours Organizationalreputation Jobsecurity

Factor

Source: Author’s Calculations

Results for relative importance depict that job
security is the most important attribute and
plays a pivotal role in making job choice
decisions; this attribute has the highest
importance score of 54%. The second highest
importance score is for work hours which is
32%; it implies that after job security,
workhours is the next important attribute
which students weigh more than other
attributes such as organizational reputation
(12%) and salary is the least important (2%).
Results suggest a high level of significance, as
indicated by Pearson's coefficient of 0.981 and
p-value 0.000. This represents a significant
correlation between observed and estimated
preferences (Wilcox, 2008).

DISCUSSION AND THEORETICAL
IMPLICATION

The current economic scenario has taken a toll
on students. With huge layoffs happening
worldwide, there are lesser organizations
going for campus selection. This study has
been done on media and communication
students who are budding journalists; they are
worried about future jobs. Unlike studies done
earlier, which stated that salary and benefits
are the most preferred job attribute (Yasmin et
al, 2016; Karima et al, 2020), and
organizational reputation also being of
significant importance to them (Montgomery
& Ramus, 2011), our study in the pandemic
situation yields results that are different. Here,
the most important job attribute for students is
job security. While they are ready to
compromise on salary and organizational
reputation, in these uncertain times, they are
keener on job security and work hours. There
have been some researches before the
pandemic also which have revealed that job
security plays a key role in job choice decision
(Hsiao and Nova ,2016). This is in alignment



with conservation of resource theory, where
an individuals’ during difficult times try to
maintain their resources or try to acquire new
resources and loss of any resource may lead to
stress or anxiety in individuals. This is in
alignment with conservation of resource
theory, where during difficult times,
individuals try to maintain their resources or
try to acquire new resources, and loss of any
resource may lead to stress or anxiety.
Although  sometimes people showcase
altruistic behaviour (Herzberg, 1966) and
underrepresent their monetary needs, ongoing
circumstances back the results. In the current
situation when organizations are not hiring,
having a job at hand is important for students
rather than reputation of the organization. We
can conclude from this study that pay
packages are not always sufficient to attract a
talent pool now; there are various other factors
that affect job choice decision, and mostly their
life situations play a key role in choice of job.
Nowadays, everyone is going through
pandemic times which was never seen or
heard before. Not just the individual, but the
world is not well equipped to handle this
situation perfectly. This makes the road
difficult for students to tread; they are scared
for their future like never before. Pay package
does not attract the potential talent pool
anymore, but job security does. It not only
reduces their stress but also may improve their
commitment towards the organization.

Managerial Implications

This study is very useful for recruitment
managers. Since the markets have been
predicted to open for hiring post-January 2021,
they need to consider students' job choice
preferences and work on the job offer which
must be a win-win for both. They need to
make amendments in their policies in order to
prove their credibility to a potential talent pool
and can convince them of job security. Also,
they need to come up with an appropriate
work hour policy, since working in shifts for
longer duration may take a toll on employees'
mental health as well as hamper their work-
life balance. Another issue that has come up in
these difficult times is of work boundaries.
Since people are working from home, work
timings have lost importance, organizations
expect them to be available all the time, odd
shift timings make it more difficult and affects
the psychological well-being of the
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individuals. Therefore, the culture of normal
work hours should be encouraged.

Limitations of the study and direction for
future research

This study was conducted on 152 students of a
single university. In future studies, we can
include more colleges from different
geographies and larger number of students, to
have a better sample and robust results. Here
we have considered four major job attributes,
but there are many other attributes that can be
considered and studied upon, to get a clearer
picture of students’ preferences. Furthermore,
lack of skill in respondents to appropriately
rank the  attribute  preferences and
respondent’s fatigue can raise issues that may
require further investigation. In future, this
study can be conducted on top media colleges
pan India, with inclusion of other job
attributes as well, so as to get a broader view
of job preferences.

CONCLUSION

Ralph Heibutzki (2013) suggested that job
security is an important dimension for
employees as it touches upon their basic career
expectations such as: stability in career is
equivalent to stability in life; it enhances
motivation and confidence towards life
situations; and, it provides stability to the
curriculum vitae, therefore it makes good
foundation for the next job. It is not just job
aspiration, but every human aspires for
stability in all the dimensions of life, job being
one of them. Therefore, organizations should
start designing compensation and benefits
package, and also recruitment policies, that
can provide assurance to prospective
employees that they will stay in the job if they
perform well. Hiring managers should take
this opportunity to create a committed and
loyal workforce that will stay with them for a
longer term and help them achieve desired
success, when the world revives from this
pandemic.
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