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. FOREWORD J.

4'.

.
a ( .

1. . k a

'. Follow-up.of formitr students.has bien#both a tradition atndifa

legisl'ative manddte for vocati90Al education. While follow-up
studied have concentrated on tile training-related,employment of
vocational students,a;numlirof studies have-alsb been designed

1 )

. sto adcertatn the relative s'tisfactio4 of employers with voca-
tional eduqation andsits students. "fe Education Amendments of

P1.1976 (P.L. 94-4821 Snow require that.one element ot evAluation and
. one type of data'to be aggregated nationilide by the Vocational
Educatlon Data System (VEDS) is employer satisfaction with the

ttaintng of former vocationatreducation students. Under present
MEDS requIrements, emPloyers.are asked to provide an Overall
rating 'of an individual's vocational'training as it relates to

the job and in relAtion to'other employees in'the.work 9roup who
- have not had vocational training.. Legislat,ive'requirements such
ag thOse included in VEDS are evidence of the growing concern .

omer,the tdentification of.means to.evaluate the effectiveness of
vOcational education. .

1

-
1Empl'oyer satisfaction with vodational, education graduates-is a

pr,ikpary goal of the vocatiopal education pystem. Employer
.

suv4eys4 therefore, are importaneto vocational educators as a
means of eetermining the'success of tbeir programs. The Present
authors ha\re reseArched the types of employer surveys conduct.cd .

- andhave appended absttacts of the major types of studies. In

addition, they-halm analyzed the problems inherent in.emplayee
) surveys, the theor,etical and methodological issues initolved,,and"

'the implied'benetits of information on employer satisfaction for

vocational educattors.

"Assessing Employer Stisfaction with Vocational'EduCation
Graddates".is.one of sfx interpretive paperS produced during the
second year'oT the National Center's knowledge transformation
:provam. The review and synthesii in each topic area is intended
to communicate.knowledge and suggest applications. Papers in the
series shbuld be of inteeest to all vocational educate:4'A includ-
ing'teachers, wjministrators, federal agency personnel,
researchers, and the National Center staff.

The profession is indebtead to Dr. F. Marion Asche.and Dr. Daniel
E. Vogler...tor their scholarship in-preparing this paper. Recog-
nition is also du4 Dr. Daniel L. Householder, Texas A and M
University Dr..Joel D. Galloway, Ferris State College; and Dr.
Lyn Brant, the National Center for Research in Vocational.Educa-
tion, fOr their critical eview of the manuscript: ,Dr. Cárol P.
Kowle supervised publication of the'series. ,Mrs. A411 Kangas,and

Mrs. Margareit,Starbuck assisted.

Robert E. Taylor
ExecutiVe Director. .

The National Center for Research
in Vocational Education
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'INTRODUCTION'
. ,

The assessment of empleyervsatisfaa
and its products is intuitively app
at least one test of vocational edu
extent to'which former vocatienal.students are satisfactory or.%
unsatisfactory employees in the exepsof the employer. In fact,

the Education Amendments of 1976 (P.L. 94-482) require that one
element-of evaluation ancY.one.type of data to be/aggregated
nationwide by the'Vocational Education Data System (VEDS) is
emPloyer satisfaction with the training ol'former vocational
'education students.

S.

ton with vocitionfil edUcation
aling. It seems lo§ical that
ation's effectiveness 4s the ,

The purpose of this docUment ls to review and interpret:the topics
of employer datisfaction *ith vocational educationAraduates..
The authors do not attempt Co detract from or add,tO the.intent
of the legislation. Further,=the document does not prombte an
adversary or advocacy position.relativeito collection df.employer .

satisfaction data. It'does attempt to identify methodoloOcal
and conceptual problems as well as poSitive outcomes whiel Ray ...
evolve from implementation of.géneral pol4cy and redearch recom-

mendations.
. 11

REVIEW OF LLTERATURE,
,

A kevieW of .Literature was'conducted that focused.cin employer ,
satisfaction with and attitudes toward vocational education.and/
or its prodmcts. While a review and synthesis'ofall available

employer survey, satisfaction,...and follow-up studies was beyond
the scope of the pfesent paper, every effort was made to .

identify, review, aneincorporate representative studies with
different research methodologies and f-rom different sources.

4'

Several search procedureb were used. All potentitilly useful
computer-accessed data bases Were searched. Othet proce1ures/9
used included telephone, mail, and personal'confacts with the
National Advisory Council'i Vocatiomai pducation, executive
,direbtors of'selected State Advisory Councils on Mocational
Education, and vocational' ad'hUnistrators.at the local level.
Representatives of the National Center for Education Statistics
(NCES) and'research firms known to have contracted studies
related,to the topic were also consulted. THree recent
publications by the National Advisory Council--Overview 1975.

Reports, State Advi.sory Councils on Vocational Education; Over-

view - 1976 Reports,'State Advisory Councils on Vocation-a-1 Rail-Ea-

tior; an' (iverview - 1977 Reports, State Advisory Councils on
:Vocational Education-u-were reviewedto identifY iiae-level
efforts.t6 assess employer satisfaction with vocational

.

1
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'graduates, as well as their perceptions and attitudes toward
those graduates. The studies located by 'these Rrocedures are
brcadly.representative of the types'of research currently being
conduqted in the'area of employer sattsfaction with vocational
education graduates.,

Overvievi of Current Research

Recent'legisllion has resulted in increased data .c9llection from
employer's. Much of this new ectivity, however, is direct.ed at
collection of a restricted range of compliance and reporting
data. It may alsq be assumedkthat the users of such data at the
'naional.level are seeking.evaluative information of a summative
nature/ whereas users at other-levels may be more concerned with
formative evaluation. The present VEDS'requirements for employer

'data may tend to result in the,direct collection'of a more
restricted range of data from'a greater number bf employers.

Dedpite the potential valuE of research on employer satisfaction
with vocational graduatesp'surprisingly little'has been reported
in the literature. O'Reilly and Asche (1979) conducted a,
national review of follow-Up studies in vocationaf.education end
located 119.documents completed between the years 1970 and 1977.

, Twenty-nine reports were concerned with follow-up of employers.
'Further, nineteen tnstruments designed to collect emplOyer
fo11ow4up information wer4 identifked. In ahother study, Gray,
Abram, McKinney, and Billings,(1978) Ddentified nineteen instru-)
ments designed to measureteither job performance or employers'
perceptions of training. 4.

,

Employer studies conducted over the past few years have been
designed to suit the needs of he institution seeking the data.
The forMal literature, has more tudies related to communikty
.college programs than to second ry or adult programs,. A classi-
fication of .the most common data collected in employer follow-up

I studies (O'Reilly and Ascher 1979) during the period of, 1970 to
1977 revealed that almost all of the studies adked employers to
rate.specific former vocational education students on selected
work skills, habitse.and attitudes or characteristics. Table '1
shows the pereentaqe of instruments reviewed which asked one or

' more questions related to the data elements listed.

In contrast, the present'VEDS requirements call'for employers to
rate the employee's training and preparation rather than perfor-
mance, in (a) technical knowledge, (b), work attitudes, or (c) work
quality. In additiOn, under the VEDS requirement, employers are, ,

asked to' provide an overall rating of the individual's vocational
training as it Felates to his or her job and in relatiop to other
employees in the work group who have not had vocational training.
lilese minimum dataNr.equirementS are not intended tl restrict the

9
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TABLE, 1. Ndinber an4 percent of thesemploYer
iristruments reviewed wh:..ch included-q estions
op selected data elements. 1

1;1=19

Data Elements*
4

*-.A

4:

Quality of Work

Quantity of Work

Jbb Related Technical Knowledge -

JO Skills

Odqration of-Tba4s and Equipment

1

Basic Academic Skills

No.

16

14 .

13

10 53.

Percent

84 -

68

WdY.k HIbits/Attitudes 8

0
i

. Accept Responsibilityr
,

10 .,

Punctuality. 8,

.
.",

.10

i

Cooperation with Coworkdrs 15.

.
,

Willingness to Learri and Improye., L 14

Cooperate wit' h Management . , 11

V
Copliare witti Rules/Policies . 8

i'

]

Supervision Required

Attendance

.Overall Satisfactoriness
46

Promotability.' 4

.1

59
,.

59 ,

42:
-

V
4

42' ...

I

53
.6.

279 ..
4.

74

,.. 59

42

63 ,

59

21

SOPRCE:$ O'Reilly, P., and Ascher F. Fol1ow-4 Procedures: A

National Review. Ptoject report. -Blacksburg, VA:
Virginia Polytechnic InstitUte and State University,
1979.

*Datirlementsireferto the ediplóyer's rating oC the employee
on't e characteristic.

es%
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collection of
be noted that
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additional information from employers. It

VEDS questions do not include the term
"satisAactio .

shOuld

Most contemporary research on employers'Terceptions.takes.one:Of.
three basic approaches. The ioapproacnes nclude;

i

. $

. Asx,ing,ithe employer/supervidgr questions about pp-.ecific
. employees who are graduates of qr have received vocationar

training. - , . 4 ,

Asking employers or superZrisors whoilave hired araduates
of a particular school or program questions abdkit voca7
tiOnal graduates as a group.

Sampling employers in an area and asking questions about
mocational education or its graduates. In this,tym of .

study; employers have beem selected'accordfng to some
rationale other than pribe knowledge that they employ

A
persoma with Tational training.

,
s

The authors' review of all three types of'ttudies sug sted that
each apmoach may be providing a diffetent result. .E:mployer

follow-up surveys conducted by state or locial schools typically'
asked imdividual*supervisors to sate specific employees on,a
number. of perponal and Work characteristics and/or attitkpdes.
Such data would appear to have the gteatest validity:when used
for formative evaluation (e.g., program.- imptbvementr and, to a
limited exterkt, for summative evaluition.
A ,

Under the second approachl.responses 'may 6e stihped more by :

general attitudes than firsthahd knoWledge With.fewer 'experi.=,

vnees on which to base.responses, the respondents may 4express.
. their general attitudes toward vocational. education'.

The Lhirdlapproach appears to be susceptible'to attitudinal bias
.and may.be affected by stereotypes,of voCational edacation.
Although thid apkoach is used in some.studies sponsored by state;
-advisory councils, it is doubtfUl that such an approach can pro- s
vide high quality evaluative information! In addition, such
stilaies typically exhibit low response rates.

A fourth apprdaCh which has gaindd in polosularity recently is!'the
secondary analysis of data collected for other reasons. .Such
secondary analyses generally have not used employer data and the
intent has been to evaluate varidus curricula, including voca-
tional education curricula. These studies typiCally are marred
by methodological problems,. including the failure to define

400 precisely what constitutesna vocational education student4 It
Vhus appears that' while a numbet of approaches have been used to
collect empLoyer feedback data, What 'is actually measured may,

'VC

-4
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be affected,by the M'ethodology and the position of the respondent ,

within the employpg orgahization. . .
. t -

S.

A

\numbei Of.rdcent studies...represeniing the Major types of
em'Rloyer surveys haVe. been'abstraCted and ire presented.in the

0 . ,Appendix., 'While;these studies do'inot mprestpt an exhaustiVe

4

-1

-4

sete\they are intended to be broadly.representative of currentr
reseaich.in the area of employer Sat.isfaction with former
vocational itudents. -

;,

I I 41...
, .

. OBSERVATIONS

. ,

with voCatio mal education! graduates akes it d,iffidult to draw :
The of pxiksting studies.on employer satisfadtion'

4fifihitive copclusions about; the State or the art. 'Some Obser-
vationst-ho0iever, can be made on the 6asis of."the studies
examined. 'These observations fall into fopr categories: (1)

theoretical considerations in conducting research on employer
satisfacilbn;, (2) methodological cbnaiderations in'designing -

., .

studies;fl (3rOoncerns..relative to.the identifiCatipn:of,voca-
tional,education students; and (4) sonderns Kelatiye to the
identification of employers.. Future efforts to assess.employer
satigfaction with vocational education grOuates shoulA attempt

Ito overcome.some,of the design problema stemming from diansider-

ations in each of thesefour areas,. A '1
.

. At; 4 , ,
.

Theoretical Cohsiderations
,

lhe specification of what is.meant by employer atisfaction pre-
sents difficul.ties for the potential researcher. A sinajor body of
research deals with such'constructs as."work-adjustment" and "job

. satisfaction" from sthe perspective,of the employee,. The extent
to which these.COnstructs are generaIizabie to the\employer, how-
evft, remains a question'. The Work AdjUstMent Project (Betz,
Weiss, Dawis, England, and.rofguist, 1966) presents a conceptual
framewofk in which the emploYer's asseSsment of the job incumbent
is termed "satisfactoriness." Ore appro...ch to defining employ-

ers' satisfaction with vocational; education graduates, therefore,
involves the avessment of the satisfactoriness of yocational
graduates as employees.

,

The most commoh approach taken by vocational education research-
ers, however, appears to be a simple generi6 ratihg of workers
who have,had Vdcational edutation, rather than the.consideration
of a-psybhological corlstruct. The approach being taken uner the
Vocational Education Data System (VEpS),Jor,example, has.the
employer rate yle traihing of indivOuals pei se. Such a stance

is based.on,the sissamption of a capAative relationship between

ij

5
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employees' perforipance dnd their vocatiopal traiOng. Anothe'r
:point of view sug4ests tnat4studies of employer saeisfaction with
vocationaledmcation yradudtes may in fact assess the employers'
attitudes towatd.or perceptions bf vocational educattoh:

104,,,,m4

From the authors' yiewpointetit is more productive to assess
. ..emplopir'slatisfaction with vocational gradualeszthan.tb assess

etp1o4fr attitudes toward yocational education. Brophy (1059)
iumftarTzes four approachpsto the constructcof'satisfaction based
op (a) need'tpeoryr. (b) expectation theory, (c) role theory, and
40) self-theory:.

-.A
ApproacAes pased on need theory appear,to have the l,east utility .

'for'assessing employer satisfaction because they.deal with latent
or unconscious,concerns.... Need theory, witti 1,ts roots in psycho-
analytic thepryt does not appear to provide a practical approach
in that need.t%can not be directly Observed or measuted.

',Expectation theory proposes that. satisfaction with an activity.
'decreases as the perctived probability of reaching ,p goal as a *.

result. of.that actiyi y incrcaves. As, an example, irif this
approach Brophy cite a study which found men,in a branch of the
armed Services wit low promotion rate more satisfied with.the

. promotion system 'thah.''men-in, another branch wittka hi4her prom0-
tion rate.

0 1

The application. oUthis the ry to the concept of employer satis-
f ction can be seen 141.the f llowing exam le. An employer's cjbal
'm4r be to hire workers who require little or no supervision. The
errXoyèr may also feel there is,a high probability of obtaining ."

tIfe "ideal" worker krom wicational education. Thus, the employer
apt to indicate low satisfaction with vocational graduateS Or

with vocational education in general.. Therating would represent
the inverse of the sdxpected prObability of 'reaching the goal.
This theory appears to have some merit for explaining the differ-

: 4nce between a direct supervisor's and a. personnel manager's
.4- rating of vocational education and its graduates.

A third approach to the construct of'satisfaction is based on
role theory. Two different interpretations of role theory in
sociology and psychology help explain'the concePt of satisfac-
ion. The sociological viewpoint holds that a role is defined in
terms of the actions perforMed by a person to validate occupancy
of a position. poles are assbciated with the position and not
the person.occupying the poSitiori% As applied to the concept of
employer satisfaction, an employer's.expressed satisfaction with
vocational education or its students may be related to the per- N

ceived congruence between present or past job incumbents and the 4
role expectationS of,the employer.

13
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Research ln the area of ideal versus real role seems to indicate
conSiderable overlap between elpectation thegekand.rol theory.

How realisticthe emploier' role eXpeCtatio are may.4ptermine.
kis/her expregted satisfaction With vocational educatioN. Under

, the psychological apprbech, a position may'be modified 0 the
Verson who occupies oro_ supervisor may be affected mot-6 by%''.

the peeson in a job than bli'lhe.jo.b itself.

A fourth approach'used in research'on satisfaction IlAs been
*lf-thedry. Self-theory for the lost part assumes that behavior
is affected by self-concept in a manner which works in defense or*
reinfOrpement 'of. that.self-concept. An approachitosatisfaction
basecron self-theory wouleindicate that sapisfaction is a func-
.tion of the congruence between self-concept'and environmental
characteristics. Supqr's (1963) view of vocational choice and
adjustment as p46cesses of self-implementation is an example of
self:-theory as applied to a vocat,ional context.. The extent to
which an .empl yer's report of satisfaction,with vocational educa-
tion or itS raduates could be explained throvgh self-theory is
4 best conjecture. 'The extension of self-theory from satisfab-

° Ltion with splf -to satisfaCtion with others represents a highly
. . .

'4theoreticaA approach which could well prove iifficult to test
empirically in'this context.

The preceding review of approaches to research on satisfaction
suggests that use of the term "satisfaction" in present voca-

1 tional follow-up: ,dnd general survey redearch may not be entirely
appropriate. Present research typical04 does not attempt to mea-'

sure satisfaction but involves asking employerS to rate'employ-

ees. A few studies haVe asked employers to rate'their "satisfac7
'tkol.n-" with An incumbent or 'group but one such item is.not likely

,s

toibe a reliable or.v4id measurement of satisfaction. Future
regbarch must clarify the kind of information needed'and the
relative value of'the kinds of information obtained from employ-

. ers. The inteirpretation o present findings is hampered by duch
lack of definition. .

Methodological Concerns

A number of methodological concerns are raised by existing
research on employer satisfaction'with vocational education grad-
uates. For example, several factors influence,the type and qual-
ity of data typically obtained from employer surveys. These

factors include: (1) who within the employing organization is
Asked-to provide information, (2) whether.information is sought

on particular former students or vocational students as a group,

and (3) whether employers are selected on some basis other than

prior knowledge that they had hired former vocational students.

. The type of information sought on students and the manner in

which the' data are collected have also posed problems. for
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researchers in.the past. A mailed questionnaire is the mobt

common type of ?aurvey procedbie used, aithqugh telephone and
personal ihterviews have also bben utilized. -There is stifle

quespion as to whether the most common survey trechlitlues.are the
te:

.

.
mostieftectape, as many of'the studies considerbd Ifere bad,1ow, 0-: tp

, , 0'
response rat:es. ',

. -

,

.,

Perhaps the first question which should be asked from a method-
olagical-standpoint ib "who needs to know what?" Maqf stbdiee

. have not clearly identified either the' research user'or the ,

usees scecific information needs. Postsectondarrfoilow-up

,
studies appear to be more i.nstitution- and user-spegifig than
studies atdthe.secondary level or state-wide studitt. ,

The approach. which appears to hive the greatest number of sub-
stantive methodológicat Weaknesses ls.the general ,mployer-sut'vey

in which a questionnaire.is mailed to either all employers.in dn
area or state or tome sample 61 the employer universe. Reeurn

rates in thesestudies hav.e typically been extremely low (often
1./../-)7 less than 20 tpeycent and in one case 8 percent).- The represen-

tativeness of data derived from a selfTselected minority of
employers is suspect abbesto, Most of the studies which6have
suffered from sudh disapPointin4returni haviii. not attetpted-to

check foroonrespondent bias or to asses4 Geneally,
,,they also havqnot cautioned the reader-about.the qaestilitnableese.

validity of the findings. A preferred approach would be to use
smaller probability or purposiv4 employer samples coupled with ,
More intensive follow7through procedures to maximize return
rates. .

'The question of yhat the data mean mutt still be addressed, \-).

J-egardless 'of response rate. ,The relative value and mealiing of -

the data areMgtermined to a great extenbiby the organizational
role of.the individual who fills out the qwestionnaire. Top

leve/ company executives, personnel directors, others may
Wellf.delegate the task of.fillingAout quettionn'res to persons
no.t q'ualified to resiOnd. Some 45-ettionnairesr rn fact, have
asked questions that chief executives would not really be ableo
anFwer accurately. One such.study (Vocational Edut!ation in

Alabama, 1976), on an item asking the emplOyer'to,'compare vcca-

onal with nonvocat(wal graduatekvinclud4d "haye no objective
istfor pomparin9:' and "donit know" as possible eesponses.

Sixty-one percent df the respondentsildlected ondoof these tOo
4 . teponses. Such:17 ffhding calls lnto question the number of

other studie's which Aked for comparisons between vocational and
nonvocational student '. but did not provide a "don't know"

respo.se opiiion. A related difficulty is the fact that in gen-

eral surveys of employeFs, many persons who are.reletively
u familiar with yocatiohal education and, in fact, might tiave

d ficulty differe tiatibg vocational from nonvocattonal grad-a-

ua s within the em loy;ing organization, are rating former

4
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'..Utcational..students and their training. 's Employers have almost,
dniyersally responded tl'at they do not know very muCh about
vocationV education and would like td know' more about vocational
programs.

Wien data are soughtfrom persons other than'immediate super-
yisors or Others qualj.fied to observe particular.employees,

" slir4ey questions.should not Tequire knowledge based on direct
observation. Otheetise, employers might be'forced to respond to

. queltions they are not qualified to answer Pr their might fail to
respohd altogether'. This factor may account for'the.serious non-

. 'response problem, in)gqneral employer surveys. In contrast to the
situation with'generll eMployer surveysj.response rates frdM
immediate supermisors asked to.rate specific former vocational
students are typically 30 to 80 percellt.

The:terms used and the format of questions asked. $hould be easily
understood py the employer. Some of,the employer chleistionnaires,
reviewed here contained items.which would be :difficult'to answer
becauee of their.wording. A.fairlY common probldm his been the'
provision of response alternatives which do not appeat to-be at
equal intervals and the miying of what appear to be."priterion".
and "norms.' referenced options: An example of the ;latter was.an
item which asked ertiployerg to rate vocational graduates pn a num-.
ber of characteristics on'the scake of !snot adequate,"t"barely- .

. a

.
adequate," "adequate," "above average," and "superior.". Adequacy.
is a criterion-related'assessmel 4.t butbove average and supeiior
are normative. Such questions clan be confusing to employer§ dnd

t can redube response rate and-data reliability.

Such methoddlogical problemk-tontribute to the overall concern
for the usabi4ty of employetdata. If employer perceptions of,
br attitudes toward, the vociational education system are,,being
assessed rather than appraisals of performance by persohs in a.
position,to make such'appraisals, sluch data do not provide reli-
oable input ,for program change. In tems of.data input for prp- -

gram planning, such surveys raise questions as to the extent to
which program developers must attend to both student and employei.

needs. The questionable quality of many employer surveys rai,ses
,the further issue of whether\employer satisfaction can be I

.

assessed more accurately by other than survey research methods.
These and other questions need to be addressed by the-\idcational
education research community before widespread adoption/of cue-
rent findihgs tb,make program changes, to develop better guidance'
services, and to evaluate programs.

'Employer feedback data do have the potential of assksting plan-
ners in modifying programs, developing better guidance services,
and providing information for program assessment and pther uses.
Presently, however, the available data should not.be the sole
sourc*of.such information. It Was suggesced earlier tl.at the'

9
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fuither removed the data source is from "idpervjsion of the (ormer
vocational student, the more the data are apt to be, perceptukl or

attitudinal. Such data may be more useful in grovidip? guidance
to communication or .public relations efforts.

.#
is

* L%,,Z- %

Conversely, data .which are carefully collected from personswho
are qualified to .resporaAlpear US' be a rich source of evaluation
information which is presently not used to its best advantage.
Many local and state level vocational follow.ruP systems have

%employer folaow-up Components which can and do sUpply.useful an0
relatively accurate data'.

, adentifiCation of Vocational EdUcition Students bvif% i

What constitutes a vocational education student must be clearl:y

defined in order for date,on'employer satfsfgction to be of.any
real value tO the vocatioRal educaticin system. For, the mosb ...

part, problems.of.student identification relate to the leveZs at
which vocational*education is,offered, the delivery systems for

. vodational edacation, and problems in defining graduatest, corn-

.
pleters, wid leavers. se

. .

1 i

,.

10-.. - .

.
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Level of Vocation? Educqion
.

: ....

VocatioL eduaation takes place at.threie levels: secondary,
i.: postsecondary, and aault or-continuing edupatioh. A graduate's --.;"

characteristics as'an employfe may becrelated to the level of
vOcational educabfbn completed, in that, for exarrole, a posirt- it: ..

secondary gradp$te-may be older and mOre Rature then d'high
'tchool graduate-. A graduate's age, PO.or work experience, con-

.

current work exOdrience, and clarity ot career goals, are all 1

, factors Which influence an employer's opinion. -Characteristics. ,

.such as these should be accounted.tor-in-the construction, col-. .

lection,' analysis, and interpretation of data. -ConsiderablA care
.

*. must .be exercised if comparisons across 6r among levels areflpade.
i

0: #

The.secondary educaltion graduate will!generally exit from a
federally reimbursed program which (el) will usually be at least . r

one year.in length', (b) Ter.11 probably be offered only to eleventh
andtwelfth grader.iv(c) will probably be located irCa public

.

comprehensive high school or area vocational school, and (d): will .

"usUally be oriented toward the average high school student.
Thtsé characteristics should not,be viewed%as absolutes. For,

example, certain programs, such as 'indUstrial arts classes, m4y.

not be fe4erally. reimbursed. Some,programs, such as welding, 04*..
be a few Weeks of intensive instruction' while others, like vaca- 4

tional agriculture and distributive education, may be four years
in length. Certain programs may be locáed fn approved pri"vate

secondary schools. Other programs may be oriented toward the.

. 10 1 7
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nomically or academioalli di,sacivantgged, or handicapped?
studen s. a.t

. \ w a .41
a .

The pdstse ndary education graduate wil,1110Reraliyexit from%
program with a smaller proportion of federalmreimarsement. The

program wily Usually be a one-yearNertificatton or a two-year
associate dgree. program for high schbol nraduatei in a community
or junior c011ege or, technical itistitute.' These features should
also beyiewed with caution. For example, federaldreimbursement
can vary greatly. The program may be less than a 'one-year certi-

fication program such as.an-intensive'typing block program, or it
may be longer than two years, as in certain licensure health
occupations/programs; The program may be located'in a college or
university providing associate degrees and may be designed for
part-time students.or high school dropouts..

,. .
. .. ?I .,

The adult or 4Lnuing education graduate Ray exit fromPeither.,t
the secondary or i)ostsecondary le, 1. The graduate will likely

likely e older than high sdhool evel or postsecóndaryvoca-
have employed part timg wyrilP attending school and wile]. most

tional graduates. Once again, c .rapteristicktothese students
vary% ,

,

%
.r . . ks

# I.

Ddavery Syseemd t * .

Since there are several delivery systems for vocational educa-
tionl-some cbnfusion on the part of the -employers surveyed 4nd

. 4.

those interprWng results may be expected.% Delivery syst,lems
.include public schools, proprigtarY schoo/s, on-the-job trainkng.;1 f
prpgrams,' military programs, apprenticeship programs, and pro- . ..

grams sponsored by the U.S.6Department of Labor.:', Msearchers and
6

consumers gt research must beable to delineate t/he differences
between delivery systems before,.appropriate researchvidesignsi(and
,interpret.atiOns may be made. ..

,

,For the most'pat, vocational education is Kegarded as'_a feder-
'ally fpnded program within the.public schoors..The public school
delivery s!istem is oriented toward in-school yeuth. The proprie-
tary schools.cater.to high school graduates with a defined career

-"a goal and, conseguently use a specia4zed curricUlar apAfoach.

% On-the-job trainng kograms provide pecifid ti.aining t -their

own employees in an effort to.orient, upgrade, or retrai exist-

ing personnel. MilitarY programs triiin-reciuits for adva cement

U.S. Departm t of Labor,programs usually invOlve
6k00,,throughl aining of seI ed workers and.are job and clock-hour.

based. Th
short-term intensive skill development with some form4of paid'

employment. .

! A
...,

The differences in the itudents and curricular approaches across
thewarious delivery systems make comparisons difficqt.

,
Y

0.
11

1.



1;;V

A .

t

,

. .
.

Research on empldyer satisfaction should he designee,/ conducted4.,
and'analyzed.with thest'differbnces in mind.

.
.

.4..

-).\ . , . .

Graduates, Completers, and Leayera
..

I

.#
,

1

The most common definition of graduate specifies that the student
. must poSsess the requid.ite liploma, certificate, or degree signi- ,.

fying completion of the program. This criterion does not account
for/the extent Of education or the level ol competence atbained.
For example, a student may stake one'semester of vo4ational' .

.

courses and meet high.'school diploma requirements. Amlopther

student may enroll and attend two yeats bf vocatiorial\educAtion..
classes, not Rasa comPetency asts,7but meet all high\school
diploma requiremen.ts. A third type of student, usually.at thee
postsecondary level, "takes a lob:without a degree once the voca-
'tionalteducation requA.ements are met: Students *leave edvca-

i*
tional programs fry: al". iety of reasons. Schooloileavers'may. or
eay riot have had any ational education. Surveys of emproyers
of 4ocational graduate will alway's encountet problems of deldni-
tion unless efforts'ate made to define uniformly the population.
of. atudents under consideration.

.
Identificationfoof Employers

Q

The researcher.concerned with Assessing employer. satisfaction
'with vocational education graduates will probably experience some
difficulty in determining who is-an employer. The literaturq

..,..suggests three categorlei.of problems including (a) deperminfaj.
the functional level of the employers, (b) properly treating
_those who are self-employed, and'(c). addr9ssihg problemsasso- ,

blated kth changes in employer,.

Functional Level tb

The.satisfaction expeessed by employers Will.depend,,uppn the
amount of coritact with and responsibp.ity fon the eniploye. The
line stfpervisor's ratings will vary ftom thekporsonnel.director's
ratings and from the central admini6rat_ion.'s rates.. One study
(Snyder, 1972) foUnd consider.able varianCet.betwee th"9,supervi-
sor's and the personnel direbtor's-r4ings.of the'ormer voca-,
tional students. 'It may be reasoned that most oi the variance is
due to the.amount of information Availahleand the peropective of
the rater. Nevertheless, tht differeacea shoulod be aken inpo
accoucit in any rese9,r6h effort. 4

.)

.
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Self-employed
. .

'
..

..

.
. o

.

Many vocational education 'graduates are self-employed. A self-
employed graduate should .be,costrued as.both Pn'employde and .

employer respondeet, although these dloes not apar to be any- s:

recognition of the sell-emplgyed in present emplOyer satisfaction ..".,

, . /-,

research. 4.

.
.

,
.

p,
4-

Job and Employfer chan9es I

#

I .

In4folci.ow-up. surveys, the most common.procedure is to request
that the former student identify his or her employer. Under new
laws designed to.protect an individual''s right to privacy, many

,

.

follow-up surveys are now requesting permission to contact the
identified employer .a.M are requesting.that the forter student
sign and date a data* release form. Such a foem mitmally states

., who is to have access to whatvdata for what putpose.
...

1,
..

Sever al ci, rcumStanu ces. may tend, to bias employer data as,these
processes are barrieddut. Tomer tudents who.fepl they.are
doing well on the joh may be more willIng to grant permissionto
contact employers thgn others. A student may have had more.than
one employer.sInce,leakring the vocational program. but have only
one lisfed for contact by the follov.10-up system:. A-third *cir-
cumstance involves.the.supervisOr's change of'position or firm.

-This will generally reAult in no response or n information sup-
pli d by a substitute respondent. tither-of these circumstances ,

rellilts in infotmation being supplied by personnel with different
levels.of exposure to khe tormer student..

. i
.

. .
t .5.

IMPLIE6 BENEFITS N ON'EMPLOXER SATISFACTION .

clarsory.review of general consumer satisfactiop-studies prompts
several observations. For examplel.it appears that the assump-
tions on which consuMer sat sfaction iesearch is based may be
subject to'criticism. Fur ermore, the uses .of information on
donsumer satisfaction shodç.4 go beyond the assessment of product
value and,product improve e t. Finally, the design, methodOlogyi;
ari4 interpretation of consumer satisfaction research data are
subject to bias. The relationship of these observations to
reSearch on employer satisfaction with'vocational education
gra4,1.4ates may be strong.

The reasons for assessing employei satisfaction with vocational
education ,graduates are similar to the reasons for collecting
consumer satisfaction information. The reasons for assessing
employer'satisfacbion with vo6ational education graduates include .

the following:. (a) to validate worth,"(b) to identify needed
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_improvements, (c) to improve education/employer relations, (d) to
improve,student.guidance services, (e) to bolster recruitment,
(f) to enhance labor force capability, and (g).to satisfy legis-

lative mandatesi The fpllowing septions.are provided as poteri-

tial benefits of employer satisfaction studies. The limiteddata
base in'this area.did not explicitly identify these groups.
Rather, such benefits may ' issumed from the studies reviewea.

Validate Wor0. .

;The basic decision of wiiether to cohtinue or discontinue A voca-
tional program revorves around the worth of that prpgram. The
recent interest in accountability has created additional presstire
to desCribe the worth of vocational education. These(factors,
togetheT with Adminstrative needs to set prioiities.for Program/
okferings, emphasize,the importance of specifyingAihe worth of
vocational programs. Thus, employer satisfaction 'information
related to program wcirth mak be collected to provide.information
,for accountability an'a decision making..

,A review of itemi from employer survelfs suggests potential indi-
. cators of worth. Generally these'items sought inform.;tion from.
employers.regarding. whether or. not (al the employer has hited
vocational graduates* Cb) the employAr would h re dore voc4tional
graduates, (c) the employer thought thergradua es were prepared '

for employment, And (d) the employer thought t e.graduates had.
, potential for advancement.

Identify Needed ImprOVdMents.

Vocational education programs
,

are in constant need ofi revision.
The optimal source of information to detdrmine new priorities for
instruction is the work setting. -Thus,.employer Opinion.can be .

an efficient means of effecting program improvement. Most items
used in employer "surveys tend'to produce br,oad anq geperali;zed,
data about grogram improvement,

Surveys of employer.opLons have been conducted to identifiy

I,
o

entry level competencies, pribrities,of occupatimcnal sks, and
characteristics of facilities, and t specify de ired7affective

.

behavior on the part of workers. 'These.studies have most often
been conducted by 1pcal and state education agencies. The Voca-

tioLP1 Technical Education gonsortium.of States (V-TECS, 1979)
materials are/the most notable examples of extensive-eMployer
surveys desighed to identify occupational competencies.
Researchers' at the Nlatibnal Center for Research in Vocational
Education have aldo been involved in surveying employers to 'iden-

tify task inventories in various occupations_.

AV
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.12. r"e Relati"s Between L.!L.--.----------E-.-L---catk'nand Em I° ers
0

The vocational education community and basiness and industry are,
mutually 4epandent. Business and industry needs a reliable

,

:source of ttainpd bersonnel ahd,a.forum.for the exchange of .

..

ideas. Vocational education needs a marketplace for'iti grad-
.uates, training sites Tor its student, and a practical base from
.which new and revised technology,niay be idehtified. Research'
related to the assessffient of employer .satisfaction with voca-
tional 4raduites aan serve ds a vehicle for iMproved relations'
between wonational educators and eMployers. Improved relations
should produde'better vocational curricula and.,a more productiv$r%
labot. force. .

,

A 'Few employer surveys have inciudeg.items coAverning the relation-
1ship between education.and industry. Some studies, towever, have

.. identified'the fact that employerp wish to iiprove the liaison .

betweenIthe vducation and work/communities (Francis and Jones,
l976-) ) In addition,WReilly and Asche found that employers were ,

imore resporidive,to follow-up studies than'former students (1979),
As indicarted by their high median return rate On questionnaires..:.

,

The high re§ponlp rate for follow-up studies may indicate the
desire on the.Rart of effiployers to establish and maintain, working
rela

/
:tionships with education:

il .N\ e

Improve Guidance-services
A

0.rocational gUidapce and Counseling services often Npve employment
funstions. The Punctione, include guidance into an occupational1
pro4ram, providing information 4bout occupational alternatives
Iwithin careersclusters,,counseling regarding study priorities,
placement for job orientation and,exploLation, and actual job

v placeMent. While many v.Ocational.counselors have work experi-
enCe;, niany do'not. None have experience in All occupationpl
areap. The effebtiveness of .cpenbselors can be imprOved-with
additional.infoimation from emproYers. Hence, counselors can
potentially benefit from surveys of employers. Certain items on
such surveys, though intended for other purposes, can assist the
vocational guidance and coun'eeling.functibn. Information on (a)
requisite plowledge, skillsp.and ,ttitudes, (b) salary and bene-i
fits,(c) opportunity for advancement, (d) characteristice of
jobs, (e), characteristic of currently employed personnel 4y
jobs, and (f) contac -rs el in the work setting can be very .

useful,t4 vocational counsel rs.
VS

a

Bols r Recruitment

Recruitmen't of-a sUfficient qumber of appropriate students can
pose,problems or many vocati nal education programs. The added



a

a

.cost of vocational education is increased when programa have low
enriollments and hi4h attrition rates. These problema could be
alleviated if more stubents,were interested in vocational educa-
tion andif students had a better understanding of ehe'vocational
program in which they enroll. kmployer input could provide the
information necessary to insure appropriate recruitment
approaches.

Vocational education traditionolly has been evaluated in terms of

.
the number of graduates it prodaces who enter jobstfor which they
were trained... A successful vocational program provides 'a suffi-
cient number of students entering and staying in the occupations
for which they were trained. To promote this goal, employer sur-.
veys can be used to shape programs designed to recruit students.

0
Enhance Labor Force Capability

A long-term goal ok.vOcational edpcation has beenito meet ihe
manpower needs of the nation. The needs have been construed to
mean a sufficient quaptity and quafity of trained persons for the

labor foxce. An equally important goal is to provide a labor
force capable of adapting to new technology and of contribUting
to thie development of new-technology. The importance of deVelop--
ing. an educated work force should not 'be taken lightly..=While it
would be'naive to think that employer satisfaction,research could .

prevent or cure 'productivity problems, it is reasonable to think.
thait such research, could.be beneficial.

Satisfy Legislative Mandates

Federal and stat4 laws require varioui forms.of'follow-up and
evaluation.. These requirements may be,yiewed as reporting,and
compliance requirements. Much uf the information available on
employer satisfaCtion has evolved from efforts to meet these'

requirements Withou.t the.incentive'of legislation, much less
informayontwould have beefecollected on employer opinions.

Various studies ha;re expressed the fact that their main purpose
is meeting leg7.1 reporting:and compliance requirements. The

,legislative mcindates clq,ar regarding federally supported voca-
, tional education. Title I of the Education Amendments of 1976

(P.L. 94-482) specificall requires the collection of data on
employer satisfaction with ocationai gtaduates. Section 112 (B)
of the Education Amendments of 1976 states:

Each State stiall,evaluate, by using data 'collected, Wherever
possible, by statistically valid sampling techniques, each

) such program within the State which purportsto impart entry

A
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level job skills according.to the extent-to' which program
tcompleters and leavers--"(i) find employment:in oocupations
related to.their training, and (ii) are considered by their

.employerd to be well-trained and'preparyd for employMent."
(Sec. 112 40))(1)(B),)

,
)

The continuation of this mandate with its System for collection
Hof information on.employer satisfaction should prdduce good.,com-
parative data. /The collection system requires a network'of col-
lection. organizations. In a, teal sedse the. organizations will be
the primary generators and users of data cbIlected. .The netwdrk
relationships, responsibilities, and authorities remain Onset-
tled. Howevert.the key institutional network elements include
the National Advisory Council on VOcational Educationc State
Advisory .Councils on Vocational Eddcation, Local Advisory
Councils on Vocational Education, The National ObcUpational
Information Coordinatilng COmmittep (Nolm, State OcCupational,
Information Coordinating CoMmittees,(SOICCs), State Plan and
Accountability Reporting Committees ..(SPARCs)u the Vocational
Educa;.-iori Data'System (VEDS), and State Vocational Education
Management Information'Systems.-

'#

PROPOSED POLICY AND RESEARCH POSITIONS

education graduates is Istill uncertait.. There are many potentL1
The state of the art .of assessing employer satisfaction with

benefits'whi0 maY be derived from.restarch on eMployer satisfac-
tion. There art also seveeal models for conside'ring satisfaction
and attitude whiCh have beeh develdped lin related fields and
which could b4 modified for use in vocaticinal.education survey
research. .

Little methodological research has been doneom
employer opinions arid, therefbre, the 'area should be amenable to
innovation and change. On the other hand, the negative aspects ,

include the fact that there are Several unresolved prob.tems of
definition and philosOphyl. Furthermore, no clear bvidence.exists
th'at there"is a uhified approach to research on employer opin-
ions. Some evidence shows that' appropriate research methddolog-
ies have bean' violated, and there is some indication that Anap-
propriate inprpretationsthave been made from existing studies.

Based on these observations, several policy statements are'in
order. The need for these statements may be deiived from the
legitlative4mandate to collect information on employer satisfac-
tion. These policy statements include:

f

1. Research should be conducted tals address philosophical-
issues related to the collection of information about
employer satisfaction with vocatidnal education.

17
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2. .Studies.should be conducted to compare and adapt .

approaches to employer feedback research to vocational;
education.

3. Common definitions'of terma ielated to emproyer satis-
faction with vocational;education should be developed.

4. Improved research practices in the employer satisfaction a $.

irea should ,be widely disseminated..

5. While employer feedbaCk may make an important contribution',
philosophical-as well as methodological Considerations
mandate that both'formative and summative evaluation of
"vocdtional education programs be based'on multiple date
sources.

a

4
P.%

The present authori ,have 'not prov ded any certain answers, to the

questions they have identified. P4ere is tio simple answer to the
.question of how satisfied employer are with the work of voca-
. -

tional educators and the vocational edutation deliver.Vsystem'/

TO the extent that the present literatbre permits summary,
results aretenerally fayorable. Future research using mdre
systematic and soph4tiCated methods is needed to-provide infor-,

mation mtich has greater reliability and 'demonstratedivalidity.

4

4

I.

.4'

S.

18

.

; .

) 7

S.



Ian-, / 4
IS C:.. .

,i,..-:-.'e ; . 4.
Sr

1 . f
A.

.
..,. 0 1' 6 -

fe

6- 10
-4:;:4;

I.

41. - '

APPENDIX

41*,

. c

.

Abacts of Studies : '_ .
.

Each of (the identified documents wererreaewed by exiMining the
dtudy efiCbjedtives, methodology, -and finding4. A'brief abstr4ct-is

_provided1 on the Audies selected. Many documens were_do exterv-,
...plive affi to make.a coMplete summar of fihdin'gs difff,cultt .1n

0 such cases, ohly theobjectives, methoids;_ and fir/dings related to'
emploi'dm glaea were'summarized. The abstracts are orginized.under

ep :

twp 0 Atigpries: . (a) general employer surveys, and (tb) bmvloyer .

follow-up st'udies. A i ,

%

,

:

,General glpleyer Surveys ..
..

.
. .

,.. .

Under this..classification &re in0ludad Studies which sought .

information oh vocational education 'Or its produCts frca
employers selectecron some basis other tiian prior knoWredge' that .

they. had hired'former vocational,student.. MOst of these studiesp
intolv,ed tomailed'or "Sample survey to personnel offiders

.
executives of Shrripanies in a state er geographic area. Sttch:'

6.-

studies asked for general ihformation concerning ,*ocational.
1 . -educaVion or its.graduates. Most shOwed low response rates.

,
,.. '

.

s.

,

\-1

.4°The'AdequaCy of Vocational and, TechniCal EdUcation. Columbia.,
SC: South Carolina Advisory.Coupo-ii on Vocational and
Technical.Education 1976. . . ,

iGt

0143)ectives. The study:was undertaken.to obtain daa'hich
would assisytile council In`itseresponsib. A.ty to eyaluate
the effectiveness of voc'ational education programs,- services
and activities. Five basic areas of inquiry ace listed belos.f.

ih the discussion of tindingd. ,
.

Methodology. A questionnaire was mad..1fe to the Imo() largest
employers in the state: From this pum6er, 1,161 usable.
responses were re6eivedrfOr a respoase rate Of-11.6 percent.
No follow-up of nonrespondents 'was coh,ducted and no attempt to
check for-or adtess nobrespondentbias waS attempted.

4
ea

Findings. The majOr research'Auestion related to whether
vo0ation41 education is'a good source'of traine'd m4npower..
More than 90 percent of the pespondents Answervd.yes. On the
question-concernIng the e*xtent'to which the system was neeting
the needs of business and industry in terms of44postsecondary

4 education, 9 percent responded "to a very great extent," 32 ''

percent respoinded "to somewhat...of an'extent"; in terms, of

,
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:.secondary education, 4 percent eponded."to a very great
extent," 21 percent responded "to a gteat extent," and 34 per-
cent responded "to somewhat of an extene:" On the question
concerning how well vocational graduates compare ,to other

Workers, in terms of postsecondary'gpaduates, 12 percent
responded "exeremely capable"; 62 peivent, "very capable"; 20
percent; "somewhat capable";, and 1 percent, "not as capable."

.
On the secondary level, the responses were: 6 percent,
"extremely capable"; 49 percent, "yery Capablek 29 ercent,
."somewhat capab14:;,and 3 percent, "'not capab1e 4

Avg:

Divita, q. ,Attitudes Toward Vocational Education in the
Secondary Schools of West Virginia Part Employers and
Labor Leaders. )juntington, WV:: West V1rgThiiRsearch '

Coordinatng Unit for. VocationaltUucatioh, 1971. ED 050 285

Although 'the authors regarded the findin§s of this study to be
out of date, they noted that it was the wily one to assess the
perceptions of labor leaders as-Well as employers:

Eighth Annual Evaluation Report. Olympia; WA:- Washington
tate Advisory Council on Vocational Education, 1577.

Objectives,. A survey of employer perceptions of vocational
educatiran is included as part of the overall evaluation
report The study was designed to gather information concern-
ing employer's attitudes toward, and opimions of/ the voba-
tional education program in the state. ;

Methodology. A questionnaire composed 'of six types of items
(attitudes, attributes,'employer ratings, success measures,
open-ended questions, and employer classification) was mailed
to 869 employers. The response rate was 55.9 percent. A
descriptive summary of respondent characteristits was pro-

vided. No description of the method ol selecting the 869
employers was prOvided in the summalty.

V
-Findings. Highlights drawn from the data were provided'in the
report. Selected findings 'included the.,f4itt that 85 percent
of.the respondents agreed that vocational education students,
should have more practical experience in their training. In

addition, 83 percent felt there should be more contact between
employer& and educators. Eighty-two percent said vocational
education needs to have an impi.oved image, although 88 percent.
remarked, "I am thoroughly sold on offering vocational educa-
tiom in high school." Another 76 percent commented, "I would
like-to knoy more about the state's vocational education

. # \20
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programs." Sixty-two pen-ent of the respondents indicated
that they had "no opinioul as to whether the prog-ram in
vocational education was satisfactory.

#

.Employers were asked to rank-six proposed measures.of success.
and'the highest rank was received by the statemeht, "The 'rate

at Which graduates ,advance to more respondible positions
.within their chosen occupation." 'Ranked last was, "The amount
of student satisfaction with the, training program."

, Missouri Advisory Council on Vocational Education. MOVE'in
77, Eighth Annual Report. Jeffersoh City, MO: Missouri
Advisory.Council on Vocational Education, 1977.

Objectives. The Governor's Conference ;Ion Education contracAd
a study 011 Missouri employers' perceptions of the state's
vocational dducation system. A review of that _udy is
inclUded in thd Eighth Annual Report,of the Council. ,The

following is abstracted from that review. No specific
objectives were stated.

Method&logy. .A questpionnaire was mailed to 8.00 Missouri firms
with more than 100 employees. The 800 were selected by a
random samp,le stratified from the Missouri Occupational
Trainiong IfiVormation System (MOTIS) regions and the Standard
Industrial.0 assifiCation (SIC) groups. The s.urvey follow-up
included telione carls and personal interviews. The-return
rate was 31 percept, or 251 responses. yd?*

Findings.. Finding were broen out in terms Of questions
posed. Sixteen pe gent reported they had not hired any voca-
tional(graduates. tarly 75 percent reported hiring graduates
for jobs not specificalAy related to their training. Employ-
ers indicated that the ,graquates were better qualified for the .
position as a result of their vocational training, partic0-:-
larly in terms of job interview skills, career .direction, and

Motivation. Thirty-one percent indicated that they had'nOt
been contacted by either secondary or postsecondary school
personnel. More than 75 percent indicated that secondary
level yocational graduates were more capable than nonvoca-
tional graduates. On the postsesKndary level, 85 percent of
the respondents.rated vocationalleducation graduates as
superior_to nonvocational'graduats.. Most respondents felt
vocational education was meeting the occupational training
needs of stdentg. Interview data indicated that both voca-
tional and nonvocational graduates were receiving itldequate
training in reading, writing, and math skills. A high per-
centage of those inberviewed felt the cooperative programs
were particularlrgeffective in meeting studen't needs.

21
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Sawyers, B. A.. The Public'siPerceptiorl of Secondary Voca-
tiónal Education in-Indiana. `.-1Bloomington, IN: of
I ndiana, 1.977. . ED 151 608

.
,

. '
.

-

Objectives:* No specific objectives weFe fdentified: ; -

,

Methodology. From among a.sample of 399 persons, 60 employers
were inberviewe4 t/ telephone. The'same questions were used '

to survey parentl, teachers, jun.ior, and senior high school
'.students, counSerors, and school administars in the state.

0 Sixty-two stOementslwere reltd,and retpohde siwere asked to 1

reply "agree,' "uncertain," "'disagree," "don't know," or "no
.

.$ opinion." Comparisons wire made between each
s
of the

.

.

x ,0,. . ki,,,,,espondent groups.t .

. 400,'

.

, Fedings. Actu#1 ltem means and standard deviatioffs
:

fôr the
N

groups were not)repoeted. Cbrrelatiopal data. were reported .

but .insufficient infopta.tion was provided foe fhterketation.
Scaling of responses Also was not.reported. For these
reasonsl.the findings are'not summarized in this reports

4.

a

'
Seventh Annual Evaluation Report. San Juan, P4: AdvisorTe.

Council for Vbcational,,Technical and Rizgher Skills EducatiOn,
1976. .

.v

Objectives. This study was designed to evaluate three areas:
(1) curriculum material development; (2) the area vocational
schobl concept; and (3) student training in industry, called
"third phase." The evaluation of the third phase program
included an employer survey.

Methodology. For the third phase eilkluation, a stratified
sample of 190 employers wasdrawn from a universe of 571,
based on peecentages of employers in'eachs of siA regions. A
mailing and a.follow-up letter produced *XeSponse rate of 45
percent.

Findincs.. The conclusions were that those em loyers who
responded haite a high regaed for.the vocatidnal studenti
participating in the third., phase peogramj that the Program is
satisfying the demand for trained persdnnel;wand that the 1-

k vocational program is rated 'as highly satisfactory. Employei.s

also indicated that students need 1etter guidance and coun-
seling services., knstruction must be .updatedsto meet indus,
trial demand, and communication between school persànnel,
students, andNemployers needs torbe strengthened. Fourteen

s'percent,of the employers indicated(that students need more
training,

-\
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,

Emaloyer Needs BeingN Met?
- Employer Needs.Suvey. Salt Lake
isory CotinciVfbr Vocatonal and Tec

.

Vocational
'City, UT: Utah
hnicaa.Education,

Objectives. The study focused on answering four basic
$re4earch:efest4ons: (1) How well are.d'vocational education',
nstitutiOns meeting Utah employers' needs for trained People?
(2) What do Ukah'semployers want frpm the vocational eduoa-
tion.sydteM?: 13), How familgiar aie Utahld employers with ,.

vocationalikeducation institutions, programsp.and giaduates' .

skills?' iand (4) :What ate Utah's emPloyers Wilring to do to
assist:vocaiiOnai educators in better preparing students,for
employment?

"thodolk. Questtpnnaires (N=986) were mailed .tc0a

one firms resPonded, for a response rate.of a percent. .

tepresentative sample of the state's Three hundred

.1

It 1

Findings. Among khose who responded, 50 percent had not hired
formé i. students bf eithei the secondary-or postsecondaty .

vocational education system. W4en asked hOW they Would rate . .

cuttent employees with voCationa1 training as to quality of
olork and joe skills as comilared Co those withdut vocational

,
training, 38 percent of emplbyers responded "above avetage."
Twenty-nine percent of'the respondentA rated the training of
employees who had compietedela high yhoOl Pevel vocational

..ppogram as adequate.
;

Other findinas indicatd arrelative lack of,familiarity with .

vocational programs. Nonekbf the-iftdustry groups listed
vocational sc4cols as a primafy source for recruiting
.employees..

) 4

Talarzyk, W. W. Percepticilis of Vocational Education in'Ohio
by Employers.. Columbus, OH:. Educational Marketing Associa-
tion for_the dnio Advis9ry.Councei1 on ,Vocational Education,
1975. ,

Objectives. This qtudy washdesigned to gather information
concerning employer'd attitudes toward Ohio's vocational
.education pLogram. ,. 4

Mettiodology. A qtiestionnafte was 'mailed, 0 1,000 tandomly
selepted employers,w,ith 15 or more employees. :Questionnaires
we're sent to. personnel departments and 251 employers
responded, for a Teturn.rate of 25 percent. Characteristics
of :the respondent group were summarized.

23
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Employers were asked about their, attitudes toward both generk
and vocational education; theiroranktng of.employee attri-
butes; theit rattngp of'the,attributes of vocational and non-
vocational graduates; and.their-.0inions oe:the strengths' and
weaknesses of vocationAl education. AdditiOnal questions
related tO-siie of. firm, 'perCentagA of employees who are voca-'
tionalgraduates, and types 0J employees hired.

1
Findings. Nocational gradua s received the highest ratings ,

on all worker attributes exc pt responAibility and ability to '

4work witkothers. ':Comparisons were made 4ording to per-
centage of Amployees who are vocational.education,graduates,

..siie qf lirm, and users_of graduates of various vocational
servielle areas. Those who did not employ,vocational graduates
tended to have more negative perceptions Of vocational educa-
tion. 'This was also true of smaller firm& (less than 75
employees).

A

*

Virginia Employers View Votational Educat(ion. Blacks urg, VA;
Virginia State Advisory Council oeVOcational Education,

1
1977e.

. .
,

q
,

Objectives. Information w s_vsought.-in, twelve pategoties;
including- degree;of employdr faMillarity with.vocational ,

education, evaluation of.high schools'and community coileges
ab sources of trained manpower4.,raings of vophtiönal -grad-

. uates,.extent of involvement with vocatiopalUucation pro-
cAams, and uggestionsefor prOviders of vocational education,
among other categories. lett, . .4

....

Methodology. A mailed questionnaire was;sent to a sami.ple of
';0,000 from aMong the 65,0004 listed employers in Virginia.

. Usable responses were received from 2,500 for a rpsponse rate
ot 12.5 percent.

Finding*. Selected findings highlighted in tbe studS, report
VieTe": .

.. .

- ..ei..

) 1. 'Seventy percent of the respondents indicated that ttey
0 had a high degree of tamiliatity with vocational

education.
P

2: Most indicated that high schools and community colleges
are good sources of trained manpower but 45,percent had
not hired vocational education graduates during the past
two years.

144
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3. ' FOrty-six perceht ofeth.vocational graduates were hired'
in Iow skilled positions such as laborers, operatives,
and service workers. 4

a

4. an 'general,' as the degree of skill for.the job
iricreased, the average number of vocatiorfal. graduates
hired dedeeaseA.... .

5. Respondeftsjiere 1119re likely to consider vocational
, ediicetion.importapt for proper job perforthance as the
degree of skill required fori the job increaRed..

6. -The actual hiriAng practices of respondents.imply*certain
dissatisfaction with vocatiohal education graduates'

44. abilities and experiences.

A.
.ei ,

.

Vocational Educatiomin, Alabama: A Survey of theeOpinions of.
Business and Industry. Auburn, AL: Alabama Advisory Council
on,Voclitional Education, 1976.

Objecti40. This study was intended' to Ascertain the views of

.
business and industry toward vocational eduCation in Alabama.

Methodology. A guestionnii e was mailed to a sample of 24,000'
firms, approximately '50 perc nt of the firms in the state.
Usable 'returns weice receive ft'om 1,883, for a responSe rate.
'of 7.8 percent.

,

4

Findinqs, The following are percentales Of resindents Wild
were.either very.familiar dr gomekwhatlfamiliar with each.of
the foqllowilig pr6grams: voCational programs in local high'
school:bp 55 percent; area-vocational/centers-, 43 pvcen4;
4echnical colleges oetinstitutes, 56 perceht; colleges, 44
percent; industrial development percent; voca-

I

tional adul evening classes, 35 percent; and appr-nticeship
progrvs,42 percent. Respondents cited tocational training
as eing mo t Amilortani for jobs other than unskilled laborers
a service workers:: When asked to compare vocational grad-

u es witleothetworkers, 21 percent indicated that vocational
graduates weee .better. Fifty-seven percent of the respondents
indicated that they had had no involvement with vocational

1

e ation through service on advisory councils, provision of

wo stations, and so on. Fifty-three percent of the respon-
dents indicated a preference for better vocational counseling;
52 percent, a/broader votational program in high schools; 50
percent, better cooperationletween bu4irviss and industil, and.

the schools; andl4l percent systematic follow-up of voca-

- tional graduates.

I.
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. Employer Follow-up Studies.

The to4 owing fre abstracts of follow-up st4lies of forlf
vocati.A. .students. Tte general apprO!tchs OvOlves aski g
-emplOyers queitions:aboft specific former students and about"
Npcational graduates geperally. In both Cases, employers are
identified on the basis of the fact that they halle hired former,
vocational students.

4 -$;

Baratta, M. K. Employer Evaluition of 1975-1976 Occupational'
Graduate. Palos Hill, IL: Moraine Valley Community 6537Tii,
1977. ED 156 234

.

Obj,ecliOves..'' The study was designed t provide the'college
with'f,eaack from employers of occupational graduates. 2

Methodology. Employers (N=131) Antified by 1975-1976 .

..

graduates of business, health science, technological, and
public service programs v.Tre surveyed by mailed questionnaire.
Th4 response rate Was 92 percent. ,

t

4

Findings. Supervispri rated vocational graduates in six major
areas: human relatioris skills, communication skills, tech-;
nical ski4s, problem-solving skillsy life skills, ind general
skills, includinq work quality, xork quantity, and work. attit-
,udes. The means for the subgrotp)s under these major areas
showed that supervisors rated/the vocational graduates as good.
to excellent in all categoried.

Breen, E. F., and.Freeman, N. An Appraisal of the Industrfal
Cooperative Education Program Based on the Responses,from.
Students and Employers. Warren, MI: Macomb County Community
College, 1977, ED 161 493

f

.04jectives. The intent of this study was to appraise the
Macomb County Community College Industrial Cooperative Educa-.:

tion Program. Eleven specific research questions were stated,
.three of which were related to employer ratings of the indus-
trial co-op program and its graduates.

Methodology. Students who participated in either the design
technology or mechanical techhology programs at the college
during 1970-1975 (N=481) and a random sample of non co-op
technology students.from the same time period (N=731) were
mailed survey instruments. The employer sample consisted of
83 companies which had parxicipated in the cooperatiVe

26
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'programs. Student and employer retilrn tates were 51 percent
and 54 percent respectively., .

\

Findingi. Employer ratkngt, of technical preparation of former,
design techn9logy coOperative.students were as follows: 41

percent, excepent; 45 p tcent, adequate.; 10 percentl'fair.

id
Employer ratitilgs of,the, echnical pteparation of fdrmer 4,.

mechanical technology st ent$ were ab follows: '47 percent,

, excellent; 42 percent" adequatei and.11 percent; fai,v.
Ratimgs of the technical prdparation of noncooperhtive stu-
dents from design technology Were: 24 §ercent, excellent; 56
percent, Adequate; ahd 20 vercentl.fair. Foeformer mechani- .

.
cal technology'students who wpre not on the cooperative-plan,
the ratings were: 45 percent.;excellent; 50 percent, ade-

quate. Narrativb commenis on the strengths and.weaknesses of
the tnOstrial cooperative progrim appear in the report. .

IS

s

Clark, D. E. Follow-U
Occu atio 1 Graduates

.4

4, Employer Fol ow.-u
U Postseco
System, Mono
1978s. ED 15

of le Woods Communit Colle e
Kansas City, M : ,Maple

. Woo s Commun ol eget. 19 5 ED 116 753ty 7

Objectives. This study was designed as a follow-uli of
graduates of an.ation mair4ena,nce, electronics technology,
secretarial science, buSinbss 'administrationl'and admini-
,stration of justice.

7

Methodology. A,questionnaire was sent to the totill ulation
,

of 214 graduates. The response rate-was 66 pertentv.
questiionnaire.'sent to employers,of responding gradateS
yielded a tesponse rate of 82 percent.

Findings. Forty-seven percent of the employers surveyed rated
the graduates' degree of preparation for the job as "good,"
while; 37 percent rated it "excellent." Eighty-two per4ent
rated the skill level of graduates "excellent" or mtjooc0"
Fifty-four percent raticed graduates' 'attitude 0,toward work as

excellent. .14 vit4 141..
-

w

,4
Data

:

nt Fo ow
1976-1974 X-SIS kollOW-

Mana ale Information
,.TX; Texas E uca on gency,

.r

Objectives. ,A major obj
employers concpthing,th
postsecondary vocationa

4

;;`

is Ktudy.was to survey 1
irti}ds towarsi graduates of
educatiOny%

e=,
4

N
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Methodology. Three hundred'fifty-seven employers of graduates
.01 four trexas postsecondary institutions rated individual
graduates fn personal and technidal.skill's and overall
training.-' A mailed questionnaire was used. Response rate was
74 percent. . .

41'

S. 41,

Findings. Employers rafed grAduates qn.a five voint rating '

scale frOm one (very poor) to fiveAvery good). On the ten
areas of personal skills rated-by employers, the,average:
ratings were "good." 'On the eleven technical areas, average
ra were also "good." In the over.all rating of training,
84 perc nt of the emplOyers rated graduates as "very.good" or

"good.," -A

4

Em lo ers and Young Adults Look at .Vocational Education.
Co um us, OH:. 0 o State Adviiioii -Councff-TIVocatiOiiil
Education, 1973:

_
Objectives. 4The Intent of this study was to survey vocational
graduates and employers of both vocational and'amvocational
graduates to.discern the-comparative Worker characteristics of
vocational and nonvocational employees. ' .4

.

.5

.
.

Methodology. This,study is included because of its Comprehen- ,

, siveness and unique,methodolOgy. Researchers .intevviewed 511
young adults and their employers. The'young Adult"samplercon-
sisted of matched groups of 254 graduates of approved reim-
bursed vocational education programs and 257 high sc ool
graduates of Other programs. The employers were the mediate
supervisors of the'511 graduates. A. complex satpling design
was used to select ,the young adults of iwo age rafiges 119-20
and 25-26). sEmployers were the ,immediate supervisors 4denti-
fied by graduates during interviews. Each employer was asked
to rate' entry 'level skill and twenty other worker skills and
characteristics. .4-k)

Findings. Vocational graduates Were rated sanificantly ,

higher than other graduates on entry level skills:and on
technical%knowIedge at entry. From among the twenty worker
characteristics listed, vocational graduates were rated

-

signicicantly higher on willingness to learn new:job skills or (
take additional training, ability to follow suggestions, work
habits, promotability, attitudes toward company or empaoyer,
concern for productivity, and concern for safety. Nonvoca-
tional graduates were noe rated significantly higher in any of
the areas.

9
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Two ehirds oethe employers were satisfted with employees'
, high sqhool pripparatlion. LThe 30 percene who stated tha-t

.

graduates coulakhave had more training were
. imarily Coacerned with math, English and Apelling, public:

.. dspeal5ing, and ability to assume responsibility. Norivocational
4 Iraduates, were rated similar* fix those

Enochi.L.-W. ''A Follow-Up of jormer Vobatilional $tudents from
the.Roanoke.City Public Sch ls, 197511976. Roanclike, VA:

%Roanoke City SchOols,-19774 ED.143'09 \. 7,
Ob tc ives. One objecive-of ,t,he strdy was to.determine
emp yers IElegre of satisfaction with former 'Apol4tional

,

elp atiorltudents.from *Manoke)tity.schools:
, . .

.

. ...

Methodology. All dompleters (381) of, he direct eptry 0

vocational p ogram during the 1975-197 Sphoo4 yeAr were .

0

surveyed by m il,questiortnaire. Employ rsof responding ,

stuclents wor,ki'çig in training-related 1,occupations,were also .

..

surveyed by me ns of a ma4 questionnaire. Igtsponse rate for
students was 51'percent (195); 16r employersl.the reSponse

. .

rate was =75 percent.,
,. . . .

I

kk
. .

# Findinv, Fiftyrthrec percent Of the evoloyers gave graduates

..
an overall Nating of "good;" 25 percent gOve an OveLall rating

s. of "excellent." aftployers were agIced to r te graduates on
4. twelve specifkc'skill areas and yOrker cha acteristics.

,
Excellent ratings ranged from 18 'pertcent to,50' percent;.good
ratings ranged from 21 percent to 63 percent;tfair froxiv 5
percent to 34 percent; and poor froin 3 percene to 5 percent.

,
,

%

,

Gell, R. L, and Jones, R. F. The Employers A Survey of
Employers Who Have Hired Career Program. Graduates of
Montgomery Community College. Rockville, MD: Montgomery
Community College, Office of Institutional Research, 1976.

ED 128 050

Abiestilles. This study surveyed the 105 graduates of
Montgomery Community College. Seventy-one percent of the
employed respondents gave permission to contact tAeir
employers. The study.attempted to elicit views inr three
areas: (1) the value of an associate degree, (2) an ,evalua-
tion of the preparation of Montgomery Community College 'grad-
uates, and (3) suggesticps. for improvement.

A
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Methodology. GFaddates identified their employers.t A mail
questionnaire sent to employPrs yielded.a 65 percentrresponse
rate. .

.
Findings. Jhirty-sevenlperCent of the responding employees
expresved a preference for the assdciate degree, while 50.
percent of the employers neither required nor preferred the
degree. Thirteen percent indicated the degree was a require-
ment for job entry. ,Fifty percent indicated that possession
of the associate degree would improve chances for prombtion.
Preparation of the graauates was rated as more than adequate
by 69,percent and adequate by 29'percent 'tot the emtlloyers.

Graduates were rated highest dn to communicate,
ability to get along with cOworkers, and overall attitude.
When asked if they would%hire graduates with the same degree,
45 percent ad*wered "yes, without-reservation" and 48 percent
answered "yes, with careful screening." .

,

4

-,,Hamby, J. ,A Comparison Study of the Benefits of Secondary and'
Postsicondary Vocational Education. Helena, MT: Office, of

Public Instruction, 1978. ED 156 909

Objectives. Fhe study was designed tq determine whether money;
spent on vocat onal.training produces benefi s for the recip-
ients. .0ne of he ree major foci ilias on ployers' percep-
tions of trainin

Methodology. A stratified raadom.sample design yielded a
study sample of 857 MontanaVigh school graduates from 1970
and'1971, 23-25 years of age, and employed in the state during
at least two years following graduation. The samPle was
classified according to three groups; - (1) postsecondaq voca-
tional., (2) seConciaryvoVatiOnal, and (3) academic/general.
Graduates were surveye&by talepllone and mail, while dmployers
were surveyed ,12111 mail only. Eighty-live employers were
telected on the basis of size of firm. Thirty-six returned .

)quektionnaires for a return rate of 42 percent.
ft 4

Findings. Although the modest return rate prevented general-
ization to a larger popu;ation, study findings were quite

.
positive. The mean rating of the quality of postsecondary
vocational programs was 74 Out of 100; secondary, 55 out of
100; and academic general, 48 out of 100. When asked to com-
pare the three groups on motivation, job commitment, informa-

.
tion, and commitment to work ethic, employers expressed high
levels of preference for postsecondary vocational graduates.

if
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:Harris, R. C.,/and Hodgson, C. A. Assessment of.Cooperative
.
Education by Former Stu4ents and Participating Employars.
Paper presented at AVA convention, New Orleans, LA: 1974.

,
Ob

.

lectives. ,This study was designed to evaluate cooperative ..
c

vocational education, particularly interdisciplinary coopera-
tive education..

Methodology. Prow:amp in fifty-founrural and suburban
schools were included .in the sample. A follow-up question-

. 1

naire was* mailed to 1,032 graduktes of 'the program apprOxi.=
. mately one year ifter graduation. The,response.rate was 59
'percent, with 610 queStionnaires returned. A sample of 677
,participating employers had been surveyed py mail question-

. naires approximately 'one year earlier when,the students were
still in the cooperative ptogram. The employer response rate .

'was 76 percent. .

,

Findings. Cooperating employers were asked to rate the na ture .

of a letter of recoMmehddtion they might write for the
employee. Results indicated 16 percent would write an.
exceptionallY favorable ,I.etter; 29 percent, a very favorable
letter; 34 percent, a falOorable,letter; 16 percent, a
cautibusly favOrable'letter; and 3'percent, an unfavorable
letter.

Ratings of students' .entering skill levels were 53 percent,
fairly skilled; 26 percente highly skilled, *and 5 percent,
exceptionally skilled. When isked if the training proigram was .

effective, 500 of 514 respondingomploYers answered "yes."

McLean, G. N. Effectiveness
Offide
mp oyee Satisfaction.and Sat sfactot ness E.g.teen Months
After Graduatfai7--Minneapolts, MN: Uniyerslty.of.Minnesota,
1975. ED 114(548

. )

Objectives. The study was intended to determihe'if graduates'
overall satisfaction and satisfactoriness wa's affected by the
type of business education course completed, socioeconomic
status of students, and interaction of program and socio-
economic status.

Methodology. Graduates of the three prograMs (712 total) were
surveyed by means of a personal data questionnaire, a data
release form, and the Minnesota Siatisfaction Questionnaire
(MSQ). When graduates granted permisSion, their employers
were asked to complete the Minnesota Satisfactoriness Scales'.
(MSS). Sixteen to 22 percent of the graduates did not give

31
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., permission to contact their employer, but the response nate ..

- from employers.contacted4was 96 percent.
.

.
1... ,

, 4 ,
Findinqs. Jlo differences lntke..overafl satisfactoriness or

. . .

any a the subscales were fiapn4 related to program completed,
socioeconomic status, or intliraction of program and socio-,

., . economic statUs. 0 ,

.

Morton, J44:1,to'ChristensenvH; and Hattield, G.f Studult and
'Ern 16 er Evaluation. Stillwater, OK:. State Departmefft of
Vocational a Tec nical tducation,-Division of Reseirch,
Planning and. Evaluation, 1977. = .142 791

. 4

4

Objectives. The study wad intended to elicit eMployers'
evaluatipp of secondary level Students' quality and quantity
of work,'"and theikills and ibilities within the occupation.

-
.

. .

Methodology. A ,sample of 1,215,former students was drawn,from
15,676 total graddates. Mail gueseionnaires were sent to the

, sample: One hundred six employers.of those respondents .

working full tiMe in the occupation for which they wea
trained Or a related occupation) were surveyed. Responses
were received frowaixty-nineemployers for a response'rat9lof
65 percent.
4

Findings. Results showed that the\majority of employers rated
the gradUites average or above average on the following itemsr
quality of'worki" quantity of work, willingness to accept
responsibility, ability to work without supervision, willing-
neu to learn, and improve, and several -.ether items. In terms
of 'the overall rating, 37 percent of employers eated the grad-

. uates as excellent, 41 percent as good, and 15 percent as 4.

average.

Ninet y-two percene indicated they were satisfied with the,.
employee's vocational training.

,

Freston, J. Vocatiodhal-Technical and Adult Education 1974f
Student and Em lo er Follow-USurve s in Sarasota Count ,
F orida. Sarasota/ FL: County Board o Public instruct4on,
975. ED 141 997

Objetives. Objectives were not stated in the report,
although the intent appeared to be to survey employers of
vocational graduates.
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.tion of 7 8 former seudents, both school completer$ and
kfiluestionnairkwas mailed to the, total popula-

.

'leavers. 'The response rate.tor former st4dents was 63 per-
'cent. Nillety-two percent of the former qt.Udents grinted
permission to contact their -employer,. Neither the number of._
employers surveyed nor their responserate was given in the'
reports

0

ai

&

a

S.

Findings'. ,Results showed that the majdrity of employbrei felt
former studentstrquality of work was acOeptable or high; that

trer students had no diff&culty.in following,pirections;
at,t4e students showed0.nterest in their workf that they

worked well withiothers, and that they were capable of' \,
advanceOnt. k # %* '4

4

A Reiport to the Iima:Department
Employer Reactions to Employees

: Education PrOgrams. ,Iowa City,
Progtamf 1977.. ,ED 155 491

4

of Public Instruction on - .

Trained in PreparatoryCareer
IA: American College Testing

,

Objectives. vAcc6rdingto the tuthors, this was designed.as a
jpilot study to determine if employer elialpations cou,rd be
Collected and analyzed in,a meaningfulyay. 0

Methodology. 4A survey instrument waq4administered through
inteririews with 229 employers of 300 graduates.of Iowa
pr paratory career programs. Graduates ,had completed school
im the spring of 1974 and identified theie employers one year

---141 én in the spri-ng of 1975. Interviews were completed lor
25 emiployees.

Findings. Employers were found to be generally pleased with
the abilities ot thetgraduates when first hired. dyer two
thirds were valuated as having "very good or "good" job
skills and technical knowledge. Some employers indicated they.
would have diked the employee to have more technical training,
Employers were generally satisfied with the quality and quah-
tity.of work, job skills, technical knowledge, work atten-

- dancei punctua1it4, cooperation, and compliance of graduates.
Employers,also indicated concern over Willingness to accept
responsibility and their'need for supervision.

Slick J. M., ahd Welch, F.G. An'Evalua4on of Cooperative
Vocational Education Programs in Pennsylvania. University
Park, PA: The Pennsylvania State University, Department of
Vocational Education, 1974. .ED 113 452

4
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Objectives. The study was designed as a compirehensive
evaluation ot,three types of vocational programs: (1) total
in-school vocational programs, (2) the capstone program

44°

(in-school.program) followed by a cooperative program during-
the senior lear, and (3) a totally Cooperative'program.

Methodology. A. quesilionnaire was mailed to the graduates of
,three types of,vocational education programs in seven schools.
A questionnaire was also mailed to etployers'of those grad-
uates who gavesermissióm for employer contact. The'greduate
return rate was 67'percent;.the employe :return rate was 58
percent.

Findin§s. Employers tended to rate cooperative graduates
higher in several areas than graduates of total iORchool
programs. The authots note, however, that the selectAvity of.
the cooperative programs may account for differences. Grad-
uates of all programs were welk_rogarded by responding
employers.

,

*4Snyder, F. A.;. Selgas, J. W.; and Blocker, . E. The Employ-
ment of Career Graduates. Harrisburg, pA: Harrisburg Area
Comm-lay 'College, 1972. ED 065 117 /
Although dated, this study involved a collection of employer
evaluations o'f community college career graduates from per-
sonnel officers of firms and from immediatesupervisors of the
graduates. Considerable divergence was shotm in ratings by
immediate supervisors and personoel,officers.

Two Year Assessment of Michigan's Vocati9nal Education Grad-
uates, Instriwtors and Employers. Amherst, MA: Carkhuff
Associates, Inc.. 1977.

Objectives. 'This study was designed to collect data from sec-
ondary and postsecondary level/graduat, , instructors, and
employers over a two-year period. Foul: types.of questions
were addressed in the employer survey: (1) What types of
grad.uates are. preferred by employers? (2) Haw do employers
rate the Competencies of graduates? (J3) How do employers rate
their influence on the'development of student training pro,
grams? and (4) Wtat is the relative cost effectiveneSs (from
the employer perspect1W1 of different types of/training.

N programs?

Methodology. Questionnaires were mailed to emplkovrs identi-

' fied'by graduates. Return rates were 37cpercent and 41

34
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percent re.spectively for 'the two years. The return rate was
I lswer than the authors.considered desirable.

i

.
Findings...Ap the first year surv y, 65. percent indicated a
preferencApr.vocational graduates, while 68 percent 'so.

inr.iicated Jn the second year survey. In both years, employeer's

, expressed acprefdtence for graduates with cooperative.experi-
ences. Employers rated vocational and nonvocatipalgraduates
on fifteen areas of competence. Employers were positive in.
'their ratings'of both types of *graduates, but were mOre
favorable toward vocational graduates. The only,conOrns
identified Yor-bo groups were in areas of:reading 4nd ma

skills. Smalle Y) pmployers in this study were more pl ased
with vocationa 1 graduates than were larger employers. The
majority of responding employers had hot been asked rtó par--

ticipate 4n vocationAl education in'any way. Employers
indicated that coo erative vocational education graduates
represented g od i. estments because they cost less to

' recruit, hire, and'train; they become contributing members pk .

the firm more rapidly; and they were likely to remain with the

companlongerb tomparisons between vocational and nonvoca-
tional graduates' competencies indicated significant differ-
ences in.favor of vocational graduates on 29 of the 30 items
listed.

)
'Wenzel, G. G., and"Corson H. Anir_p_y_i_er_f_tnlort'eti-
Dade Communit Colle e 19 -1973 Career Education Students and
Their Emp oyers. Miami, Miami Dade Community Co lege
Office of Institutional Research, 1975. ED 122 909

s

Objectiyes. The study was designed to evaluate 52 two-year
technical, business, and occupational programs on the basis of
feedback from former students and their empioyers.

Metnodology. A.sample of 2,039 students who were enrolled in
not re-enrital after

ine hundred fifteen
s with the permission
se rate was 40 percent
percent. Student
se to several terms.

a career program during 1972-1973 and d.
that time were mailed questionnaires.
employers were also mailed questionnair
of former students. The student respo
while the employer response rate was 7
respondents had completedffrom one co

Findings. Employers .rated the formerstudents on the
following worker characteristics: death of knowledge,
understanding of ,theory, perfdrmance Of job skills from
beginning of employment, fampiarity taith equipment from
beginning of eMployment, range of knowledge required by job,

lability to communicate, and ability to get aong with

35
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coworkers. The majoiityvof the former students were rated
"good" or "eib'llent" in each o these categories.'

Willeit, L. H., and rilancl' W. E. Employer Evaluation of
Occupational Programs. Palos Hills, IL: Moraine Valley
Community College, 1973. Ep 078 819

0 4

Objectives. This study was designed to elicit employer
evaluitras of individual graduates along the dimensions; ,

(1) techhicial ikills, (2) human relations skills, and (3)
problem-solving-skills.

4.

Methodoaogy. A questionnaire was sent to'all employers who
hired 1969-1971 occupational graduates of Moraine Valley.
Community College. The employer response rate was 80 percen

' and a subsample was selected for personal interviews.

- Findings. Factor'aWalyses revealed that employers were using
a twoidimensional structure for rating employers on-technical
"and human relations skills. Employers-rated graduates' over-
all training as efifective or highly effective. Publie service
graduates were raied slightly higher in technical skills than
business or health graduated!.. Peisonality factors were most
often 6ited as are4s of strength or weakness. Supervisors
indicated interest in hiring future graduates.

d

4.
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