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. o ~I.° OVERVLEW
- . ', + . . ko,
a . . L . :
° ’ OBJECTIVE Ry . , ‘
* . The méjor objective dE this study is to provide information on hdw Area .
-* Yocational Technical and Adult Eﬁuqation District 4 might more effectively serye

- - - . - N ‘. .r_,_,/‘f—.‘ .
. the needs of area employers. In an attempt to ‘achieve this objective,,informa-
tion was obtaihed on two broad issues: '

] + - hd .

‘ 1.' Becauge it -is essential that vocational training be appropriaté to the

'eﬁploymené needs of organizations, an effort was made to idéntify near term

- . - L w

érowth or deéline in industries, occupations, and especially skiIi areas with
implications"for‘cuxrent'vocational fraining proérams of District 4 or programs

a 10

that District 4 might contemplate developing.

. 2. Information was sought on the effectiveness and utilization of current |
o . ' - . o
P a1, - o
Distrjct 4 training as. seen through the eyes of area employers. Thiy portion of
- ) . ) 5 ! ' . o
. the study was accomplished by segking answers to the following qﬁestions:
- '; ® To what extent do area emplovers make use of District 4 graduates? ) p
: s N ’ ’ L ‘ ) - .
- - @ , Mong those organizations that employ graduates, what do employers - "
- . L] - &
ﬁhipk of District 4 graduates' work habits and occupational prepéra- .
~ h - ' e )
tions? . . . . v o .
- ® PFow did employers and d%g&uates of District 4 comghtbgether? -
- \ * oo . - » [ .
o " ® nhre efforts at contacting area employers fruitful in placing graduates? v
. - : -
) ¢ If so, which employers should District 4 contact to place graduates?
7 ® what can District 4 dS’to'impgo¥e graduates' preparedness for work?
- ¢ - ) & - . J - . = ]
" PROCEDURE ~ . : . . . . \ 1w
v ) s ¢ ’ . . o .ok - '
e A three-pronged.research strategy was used to obtain the informat;oﬁ.'.
- _sought: T . ) -]
. * 1. éecondary stite~wide employment data and projéctions were applied - .
* s - ’ "
. within the geographic boundaries of District %. . . v .
. . o * 4




it

—
LR

2. . Public officials within District 4 were ;surveyed regarding likely major

Y
employment expansion :0r contraction. . . ‘ ; . '
. ! . [

r

3.5, nistrict 4 employers were survpyed and i.ntérviev‘ted to obtain:
. . . . [} - s

-

-{a} information on. employment expectations, (b} anticipgted training needs, .-

(o) assessments of current District 4 graduates’ effectiveness, and (a)“infom}a.-_

+

tion on utilj:zatiggn and placement of District 4 grad}_mt'er. ¢ .
. * - m‘ ‘ . ’ -
- ORGANIZATION OF REPORT- ‘ . . .

LY . - L] -

»

The report is orgdnized into five additional sections. X smuaafy of find~,

ings and our ‘éénc_lnsions are presented in t.h'e next section followed by an over~

% .
¥

view of_ the methodologies used. The final three sections are organized around

-

- -
L]
i "

the major results of the study ag follows :

A
L TN

éection Iv District 4 Engloam:ent: ‘Expectiona. This section reg;érts‘

3

*»

employment “préjections hear term and to 1990 from secondary data, pub~,

lic officials and the employer 'mhil survey.

- .
] £ -

* - - ) £ g
T™is section reports data from

r

Section V Anticipated’ Training Needs.

i -

both employer surveys on employer percéptions of training needs and
" ]

Ll

- their view of the role¢ of District 4 in meeting those needs. * "
" * -
Section VI Utilization and Evaluation of District 4 Graduates. This

section again use§ data from both employér surveys to report area

Riac P ’ ] -~
-employers’ use of District 4 graduates and their evaluation of those

* - %

* _ graduates.,

- 2 -
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o+
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/ - oy how_ hrea VOca:tiona.lu'nechnica.l and m_iult Education D;L‘etrict 4 might more effec- .

L ’ ". - ] ? ° ! i vor . ‘ '
- . - ’ ' L4 - . *
* + 3 ] * i
e * ; i ., - . ° ! .
. L N ) . ) 6 N
- ’ + ) - ( * ! o“ - -
) . ' S . - * i . 4 ; - -
. ) A IF.' 'SUMMARY AND CONCLUSTONE = . . .
* a " q.” . - ' , " ﬁ"
. LY e . . . ) . . . . b . [
** 7 The study used a variety of sources and methods tq‘ obtaifi information on e /

N T A " - * "
- . X . *
tively serve the needs of area employers. Major findings and conclusions of the °*
" study are reported in this section.- G O .
] * N - -_'» . " Sb

b . -

EMPLOYMENT L e - -

L. r . - . Tk, . -

- Current unemployment in District 4 e:pd the rest of the nation are at unusu-

a.l]:y_ high levels and .unlikely Eo decrease raiﬁidlir'ﬂin the near future. Survey .
‘ -
tesults indica.te tha.t area employers expec;l:atione about emgloyment are closely

* -

linked ,;o wha.t ha.ppene to the ﬁa.tiona.l‘ eeonomy - In the ehort, run, at least,

Yoo unemploment levels An D;Letrict 4 are likely to rema:l.n 'high. mpecially prob-

'lemagica.l is the manﬁfactuxing sector where the public officiale, eurvey shows

probeble near term joh lo.eses, butA few gains. '
L3 b -

TN - ) * . M L *

During the’ latter Half of this decade, however, empldoyment levels are pro-
- [ 3 L] . . L] B . v
: . ] . , )
jected to increase. in Wisconsin genera.l!.y and in District 4 in particular (see
o e
%’ LY
* - Section IV). ]:n combi.qa.tion with fewer entrants to the la.b?r force, unemploy- e

B, .

men‘t shoyld decline sharply. However, most of the employment increa.ee is pre«- .
-] - L]

= ) by

dicted tQ\ occur in thg’ seyvices sector. By the end of the decade consgtruce

' tion/mining, manufa.cturing, traneporta.tion/cmnmunica.tion/utilities, and _govern-

- x‘

ment are all expected ¥o constitute a smaller percentage of thé labor force than .
- M + F . . .

at the beginning-of i;.he decade. . ' . . L .

-~

-~ LI ’

4 & L] . »

These changes have eeyeral implications for vocational education in Dis~ =+ .

trict 4. PFirst, general econcmic conditions appear to have a substantial impact

*.

»

on area employer fnerceptipns of the need for vocational tralnin.g {Section V).

" This a.ppliea not only to perceived treining needg for new jobs and skills as
- *W, - .
. would be ‘expected, but’ Eleo .to. training neede perceived for current employees.
" L] - T
) A * * * . L. -

al




- .a » o . LI . .“ “t ’» o..’.
It'. is likbly-é.n improvement in economi?: expecta’)t‘iom will substantially increase

. T 4

area. employer int'.erest'. :I.n ut'.i;l.iz:l.ng D.i.strict 4 tso asgist in training existing
members of. t.he labor force. It is wort'.h not'.ing that'. even in tlie current/adverse

«_ economic cli;mate, _therest iz a.lrera.‘dy hIgh ag. discussed below. . .

% ] ~
A . Second, relative. or even absolute decl:l.nes in a sector of the economy .doeg’

o R — . - . ' L e

I not necessarily mean that vocational education in shrinking sectdrs will be less

L] "
] - A

- ‘ -
* - important. In manuf. ctuging, for e&:g.mple, At is likely that technological

. | . " LY B

change will substanti ll-y increase the need for retraining 74 'Ihus, whg‘le employ- L“"

7 ment'. opportnnities for.g traditional District 4 *gra.duat:es rna.y declinS in manufac-

L "

s * turing; employers will in all likelihood experience-an increased éleed for this-

: g . - . .
trict 4 -assistance in retraining efforts. This effort involves development of °
" -4 . . »

, new 'pr'ograms to train the type of skill that is in step with technological s
' . .o . - e ‘ .
"~~~ change. ‘ . o . . . .

- - ) N

Thus ,. although growth or decline of a sectdr'obvio'usly Bas j.mplié;étions for °
. A ~

vocational training resource nllocation and program emphasis, i‘:,.shéuld not by
* T . « . L0
o, itself determine such decisions. Technological change that! 1mpacts_ on skidl

,requirements is "a.lso-s'ignifi‘c'ant. 'Because the latter is unpf‘éd:[.ctable in both

A scope dnd timing, the value of q:orft:idﬁal communlcation between.bDigtrict 4 and

[ L LI

area-employers is..essential., - . ) "
.. . . . ¥ L) . < , \\ . . .

. TRAINING NEEDS . ° . . v S e

The mail survey and the follow-up on~gite interviews revealed severai find-

- - - hann S ; . ! -t
‘;.ngs about employer perceptions of training needs\that have potenti‘a.‘ily impore
9 . ' . - \ - . ) o
- " % tant implications for D'd.st.rict 4 {Section'¥). (ne of the mosth su.rprising is
ot hd -

." . that over one=third of area emplovers reported that their current)’ work fcp;ge ]

L would bﬁne_fit‘. frem 'additional training, O.E these,.en?arly half {and_ subgtan
) = . 6’ " w

/,.. * ' ' - s e . -
: . tially m?e. than half of firms employing 10 employees or more) ‘believe that, Dis-, -

LI .’ r . » - . ' “!

) : trict 4 could be of assistance in resolving those training neadg. These employ -

. v

. N Il
[ . .
_‘t * 4 * - - 10 . '
- . < .
. v ’ ' ! A .
" L -
-
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T ers ifeel tha.t'sshort cou.:ses and on-site tra.ining would most’ freq@ntly he i'nelg-
C . . ful: In a fe,w instances cs'sista.nce in training progrem developm.ent\' is. sought. . -
. f This general finding suggests that there is a substantia.l opportunity for D;Ls- s
- 4 ) trict 4 to a..i'ivarea employeps by ii'ncrea.singsits programming for workers aIre?ay
~ . o
...'-. employed. . " ", s '. - . PP ' . )
- .. o . . - . s - .o o } ) at

L. - The surveys also r,eve‘aleq. useful information rega'.rci.ing t?ne occupations,arid
W *gkills thdt employers .':elﬁ}ve current emplovees need aclditional training in as

o * “Twell as cha.nging ')ob\sltills and new jobs that will require training assistance.’ -
" —ﬂ—"\ x* . ’
v:tewing the la.tter efi\rst, about a* third of the respondentfs to the ma.il sur’vey

o .‘ i ? LY

who a.ntic:tpate ﬂt‘ra.inine needs ‘feel that computer-rela.te_d skilla training will be

>

-needed. 'I'hif enphasis, itﬁhould be noted, is broad based and npt confined’'to -a
{ .' - few industriesu bm{afjglxing employers, for exa.rdple, emphasized the need for .

4 -l computer-based skill 3needs as much as employers in other industries.
-, i‘

-

Y
. ' Enployers' wid‘esprea.d ex-pzrcta.tions. of technological cha.nges, particulaﬁy -
- [ - . -
changes resulting in +the need for computer skills, would appear to ha.ve direct

implica.tions for . District 4 resource a.iloca.tion and progra.m development. More- -

P over, in all prob;bilitynthe curren: survey understates the degree to vhich

A ski'].ls involving Lemarging technology will impact omr area employment, sinte firms
which: have not}y_q,r. entered the area were not included. In this regard a Con-

o ggessiona.l st_'ﬁdy ‘on high tech'nology cqupanies is of specia.l int:erevst.‘| This

' _ @ study can be‘f interpreted to suggest that the District 4 area has a labor force,

Fy *

' T 4 . cost structuxe, and- geogra.phica.l location that is potentia.lly very a.ttra.ctive to

" high technology organiza.tions. To the extent that _such firms locate here, / \

o
traihing iﬁ/ comp"a‘t‘%r technologies will become of even greater import. . _ \\/

e :_" . The mail survey also found that a sul?stantia.l number of District 4 employ-

.
, . L 2 .

. . ers perceive training needs among current employees in’ general business admini-.
. - " » k3 . -

-

stration skills. 'Moreover, and again sdmewhat sprﬁrisingly; pistrict 4 is
] 1 \ .
‘ . :‘.I -




o

perceived as a source‘for such training. Half of the area's firms replying to

¥ - g'
the surVey would view short courses in managerial topics offered by District 4

. in a favorable 1ight. ) e

. * Still another need perceived by area employers involves orientation train- *
~
ing. Approximately 25 percent of area employers also see pistrict 4 as a source

of .assistarkce for orienting new employees.
- L] ¥ -
Greater details on employer perceptions of trsining n&eds are reported in .
. e 9
- . Section V. The major findings reported here suggest that District 4 would be

»

~— c wise to consider several qfneral issues. First, there is a substantial need for . .
. .

training and retraining of\existinq emplovees. BEmployers verceive pistrict 4 to

-

be an approprigﬁe vehicle {gx this training although nontraditional pro¢adures —

-
-

‘le.qg., on-site training} will be. reqnired to meet these needs. Second, changes

in employment patterns iﬁ’general, and probable changes in technologies in par- 3

ticular, suggest that District 4 will need to altexr training for craditional -

- -

graduates. - RArea emplo?ers clearly view th;t the impartance of computer-related

skills is sséending rapidly. Third, to accommodate empioyers' needs suggested

- ' .=

by Athe first and second issues, District 4 needs to,recognize the importance of

and emphasize contact between area employers and District 4.

LR

' DISTRICT 4 GRADUATES ' S .

Employers who employ District 4 gradnates express a highly faverable

+ Iimpression of their worﬁ habits and preparation. Eigh%y percent of employers

describe graduates' work gabits as.good to excellent, and over seventy percent'

. ) . N .
indicate gtadvates are either better/trained or far hetter trained than employ~-

M

ees without such training. In a’similar vein, graduates are generally perceived -

L

as being productive as soon as hired.
’ . . %

According to employérs: the most frequent mechanism by which District 4

graduates found their jobs was through their own initiative. lonetheless, R

- 12 AP

e ) ’ .




" . - -

- efforts by pistrict 4 to pla.ce graduates are va.lua.ble. Enpléyers were much more

. likely to employ graduates if they had been contacted at some point by a, repre-

-

sentative of District 4. It would a.ppeaf that District 4 has been very success-

Lful at mintaining a high? profile among the area s larger emplovers: the find-

- & L

ings of this report 5uggest strengthening contac\ with smaller employers also

could be-a fruitful means of placing graduates.

3

L3 \

s

*
*
- PR
“

L]

»




E

CONCLUSIONS - ' - .

1Eﬁployers in District 4 voice a clear and consistent need for coﬁtinuing.

- . I
R 3

‘ ¢ . .
education. This need is, however, by no means unique to Ddstrict 4, but is

rather a broader phencmenon due in part to structural change in the economy.

ry

Fortuniately, District 4 would appear to be in a preeminent position to crea-
tively meet these needs, both by amplifyving and strengthening existing programs,

andiﬁhrough the development of innovative, nontraditional programs. It would

Seem that technological’ change is the watchword of the 80's, suggesting an

ongoing situation of potential opportunities for District 4.

A major challenge for District 4 will be to increase employer awareness of _

what the district can and does offer, aside from the traditional “product” of

<

vocationally-trained graduates. Since District 4 is Elready perceived favorably

by avea employers, making such inroads should not be too difficult. wWhether ar
not employers will regard District 4 as an ayenue for fulfilling their varied
training needs is probably ;elated to such percep%ions.

There are two obvious ways tﬁese attitudes can be further enhanced. One is
automatic: the excellent work performance of District 4 graduates serves as a
continuous positive influgnée on firms who already employ them. Second, more
personal contact between Diitrict 4 repregentatives and employers needs to be
encouraged, since a dual public‘relgtions purpose’ g served. 1ot only‘arq more
graduates likely to find employment;uiut employers will learn first-~hand gpout
the various ways.Distri%t 4 can meet their neeas: In many cases, sucﬁ personal
contact may be the only way employers will become informed of the options avail-

able to them. * !

However, the potential value of these contacts is not by any means limited
to these two points. If bDistrict 4 is to keep pace with technological change,

it can orly do so by maintaining close links with firms experiencing change.

[

»
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and if instructors at Ddstric% 4 are to remain state-of-the~art, they must be in

frequent touch with those firms on acquire the latest technology.

-

A final note bears mention regarding the content of this report. If

anything, its conclusions are conservative. Data herein was gathered during-a

+ period of economic contraction, and yet emplofers still saw nymeroﬁé ways

o b 5
District 4 could assist them. #An economic upturn would seem to bode an even

w

more favorable employer welcome.

FCOTNOTES

Y

-

1fLocation of High:Tbchnolbgy Firms and Regional Beonomic Develomment ,"
Staff Study, Joint Economic Committee, Congress of the Whited States, 97th
Cong., 2nd Sess. (Washington: U.S8. Government Printing Office, 1982).
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ITI. OVERVIEW OF METHODOLOGY

- To address the major objectiv{ of this study several research procedures
) .-

were utilized. The major method for obtaining area employer input wqé through a

mail survey sent to a randomly selected sample of employers in selected indus-
- w £
trial classifications. This information was supplemented from a nonrandom sam-

L]

ple of employers selected for on-site interviews conducted by a group of Dis-
. e -

i’

trict 4 instyuctors. These &wo methods were utilized in tandem -in the expecta-

o+

tion that‘%hey would, to some extent, compensate for each other’s éhortcomings.

That' is, it was felt that certain fésearch objectives could best pe met with a

-

structured instrument, while others would potentially be best achieved in the
setting of a one~on~one inte=zview. 7Tn addition, steps were taken to\minimize.
the methodological shortcomings found in other studies of employer perceptions

of vocational training neé&ds and assessments of vocational training programs.

* % .

-The mail sturvey and on-site interviews are described in detail in Appendix

Pl

A and gummarized beloy. These two approaches were supplemented with two addi-

a - - - -
tional procedures for obtaining estimatzs of District 4 near term employment

conditions. The first of thase involved a survey of. public of!ig;als located in

-

District 4. Mayors or city managers for all 18 major cities located in the dis-
trict were sent a questionnaire which asked questions about new operations
expected in their community by 1985 (see Appendix B) and 11 responded.

The second involved the application of secondary state-wide employment pro-

.jections to District 4. The two state-wide studies were prepared by the

Wisconsin Department of Industry, rabor and Human Relations' and wWilliam A.

Strang.2 In thig study these projections were applied to District 4 by dissag-
- > .

gregating state data on an industry basis and then applying these projections to

'}
District 4’s industrial mix.
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1 .

EHNPLOYER MAIL SURVEY . .

A four-part questionnaire along with an explapatory letter was sent to 899

randomly selected District 4 emp}oyeréuin June, j982. After a follow-up mail-

ing, one=third of the employers representing 52 communities and assorted indus-

tries replied. . Forty-three percent of these organizations employéd graduates of

-
+ - Rl

District 4. Tests were conducted to see if the resulting sample was representa-

-

tive of the initial population of 899, and the results indicated that the gamplie

could indeed -be considered Yepreséntative. Further tests were conducted’ to see

if the position og the respondent to the questionnaire affected the results, and

. ho significaﬁt affect was found. See Appendix A and E for a det:iled discussion

® »

of these.points.

EMPLOYER ON-SITE SURVEY a

A six-part questionnaire was administered nonraédomly to 54 employers by
instruétoi; ofinistrlct 4. Industries, locations, and sizes of organizations
diféered from the mail survey, as vall as gositions of those interviewed as com-
pared'Qith those éesgonding to tﬁe mail‘gur?e}. N&neéy-one percent of the
organizations interviewed employéd graduates of District 4. See Appendix A for

-
a detailed discussion. * .

Fe

_
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- * . 1IV. RESULTS: DISTRICT 4 EMPLOYMENT EXPECTATIONS
e . "t . ~

-y
Ecqnomic conditions and expected changes in those conditions obviously con-

' stitute a transcendent force when coﬁsidering programs to train and pla.i:e people , -
- . . )

in the labor force., The relative level of "economic activity as reflected in the L

. ‘ unemployment rate, and 'chanqing employn;en::- opportunities reflected by shifts in
. ¥ -

L3

n

industrial and occupational rates serve as an iniportant backdrop to vocational
y L

training program emphasis. ’ . . § * -« ) ..J
The present section reports the resulgs of analysi‘s assessing probable

L -

employment changes to be expected in District 4., Data for these .anglysea come

- n -

* from secondary state-wide data, the survey of District 4 city managers and may~

ors and the mail survey‘ of employers. ’
Concefn about employment in Wigconsin has never been greater. membloyment
rates in the state have exceeded 10 percent in several months ‘of 1982, highest -

since the Depression years. Total nonagricultural emplofmg’nt in the state actu-
1

LY

- . -
ally fell 4.6 percent from .:l'ul;, 1979 to June, ]982- The dominant theme in the -

1982 gubernatorial ca;npaign wag the ;con;my. and particularly, employment.
Da‘né County (which comprises the majority of District a's population) his- ’
torically has had :l;ore stable employment and lower unemployment than “the state,
because of the predomj-.nance of stat:a govermment, the thiversity, and the white~
collar service- industry (2.g9., pea],th care, legal services). Mwever, as shown v
in Figure 4-1, the u.nadjuste& unemplayment- rate in Dane County rose over the
past three years; in the third qu?rter of 1982, if was bet;neen 6.5 and 7.0 per-
cent, about twice its level three years earlier. ; .
- | The national recession and the phenomenon of unusually high real (after
taxes and inflation) interest rates _(see Figures 4-2 and 4-3), which degressed
construction and caﬁiga]-. goods demand, are gener’:ally t;iven as the explanation

-

for Wisconsin's employment problems, and less directly for the difficulties in

u

| 18~ o
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Dane County. Jowever, a study by the Wisconsin Department of Development sug~
gests that bayond the recession, there are “aging industry" problems in some of

the statets most’ important manufacturing industries (fabricated metal éroduEés,

noﬁelectrical machinery, and instruments)+? In these industries, Wisconsin's \\u\ "

capital stock aged more rapidly than -the nation's from 1968 to 1978. Thus, . \\\\\

-

there may be a structural dimension to the eﬁpib}mant problem as well.

B
-

¥

EMPLOYMENT PROJECTIONS: ‘ .

Two studies completed in 1982 forecasted an improvement in wiéconsin'a e
. ~r .

&

employment over the decade, with particularly rapid employment growth to occur.

during-the latt;r half of the dscadé.3'4. : v .
July 1979-July 1982 - - .
"8.0 b '
?.O p— - ) ® . ) J
J— - LI - ..’..... » o
6.0 = . i ........ .: . .‘ s N .
5.0 ﬁM’ﬁ—"....‘ .. —
o - e *
4.0 }e o’ '4:0‘...
o.......' ' .
fo* -
3!0 — -
R I .
! "~ : ]
Jan 1980 Jan 1981‘ Jan 1982 -

* ,

FIGURE 4-1 .

v ® 1 .
DANE COUNT'Y UNEMPLOYMENT RATES (UNADJUSTED)
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' i _'The DILHR forecast indicated that Wisconsin's nonfarm wage and salary -

employment would grow by 348. 000 jobs from 1280 to 1990 and that manufdcturing

j6bs would grow by almost €5,000 over the same period. 'Ihe most. rapidly growing

sector, in both absolute and percentage growth, was seen as the services sector,™ :
v which is forecasted to add 121;000 jobs over the decade’.’ (ne interesting ele-

ment of tha DILHR study is, that job g_rowth waAS seen as occurring more rapidly .
» - . - M . L .

than growth of the work force, thus drastically reducing the unemployn_nent: rate.

The problem of the 1980's could be finding an adequate supply of qualified ) r
workers. , >
Y ' i . - - .
b using.a different methodology, Shrang 8 forecdsts were sing;llar to the DILHR -0

forecasts in many reqards, although thevy were even more optimistic. He fore-
- casted a growth,of 439,000 nonfarm-wage and salary jobs and increase of 81,0008

. 's, we . e " 8
mantzfacturing jobs His ezgpectation. as DIIAR's, was that the services sector , .
would he most rapidly growing, adding 143,000 jobs over the decade.® YL L *
- 7
. - . 9 . *

3 T . ]
« THE DISTRICT 4 PECONOMY . . -
. . : - . ¢ ’
The most domipant characteristic of the District 4 (see Figure 4-4 for geo=

~ graphic definition} employment base is the heavy dependence on state government, | '

) Y '

»

inclwding the Mivermity. Growth in this ssctor in the 1980's is expected 'l:o be
modest, with some possibility of the thiversit'y s employment remaining stable or -

\\ : even decreasing.’ Recognizing that government is not likely to provids the impe-
~ ; . ’
ug for growth in the 1980's, many leaders in the community are Z!.ooking else--

where to find the basis for gconomic growth..

L] . L] L




AREA s’OCA‘I’IONAL TECHNICAL AND ADULT
= ENUCATION D;S]'HlCT NQ.4 - -

Towns .
Dell Prairie

- Jackson
New Haven *
Spningville

COLUMBIA COUNTY

Towns
Arfington
Caledonia
Columbus
- Courtland
Dekorra
Fort Winnghago
Fountain Prawie
H en-
‘Leeds
Lewiston
Lodt
Lowville
Marcelion-
Newport |
Otsego
Pacdic .
Randolph
Scott
Springvale
* WestPoint
Wyocena

Villages

Arhngton
Lambna
Doylestown
Fall Rwer
Friegtand
Pardaeville
Poynette
Randoiph
Ao )
Wyocena

-

-]

Chties ~ Villages
Columbus Believjlie
Lodi Biack Earth
‘Portage Blue Mounds
wisconsin Delis Brooklyn
’ Cambridge
DANE COUNTY Collage Grove
Towns Cross Plans  »
Albion Dane s
Berry Deerhetd
Bigck Earth o, DeForest~
Blooming Grove” Mapie Blufi -
Blue Mounds - Marshali
Bristol Mazomanie .
» Burke * McFarand N
Chrishana Mt. HOreb‘
Cottage Grove Oregon ¢
© » Cross Plains Rockdale
Dane = _Shorewood Hills
Degrfield , Verona v
Dunkirk Waunakee
Dunn .
Fitchburg Clies
Madison Madison )
Mazomanie Middieton .
Medina Maonona
middielon . Stougtton
MOmTose Sun Prawrie
poéfﬂf'" . DDDGECOUNTY
Pleasant Spnngs * Towss
Primrose Catamus
Roxbury Ciyman .
Aulland Elba
Springdale - Emmet .-
Springtield Fox Lake .

+ Sun Praine Lebanon
Vermoni Lowell
verona L. Parttand
Vvienna Shietds
Westport . Westford
m‘,’r‘f”" Village

Randaiph
2, c“v
Watertovin

= Thefollowingtwns, villages, and cities {In whole of In part) financially
supportihe Area Board ol Vocatianal, Technical and Aduleducz-mon Dis-
dncrNo. 4 -

ADAMS COUNTY

L]
F

-

GREEN COUNTY

Towns
Adams. |
Brooklyn
Exeter
Hew Glarus
Washington
York

Villages
Bellevillg
Brooklyn

. NewGlarus ",
1OWA COUNTY

Towns -
Arena
Clyde N
‘Dodgeville
Moscow
Ridgeway
Wyoming

Villages
Aréna

™

JEFFERSON COUNTY

Towns
Artalan
Cald Spring
Concord ;
Farmington °
Sepron
I:onla_
Jefterson
Koshkonong -
Laxe Mills
Mitford
Qakland -
Palmyra

. Sullivan

© Sumnér
Waterloo
Watertown

Villages '
Cambridge ,
Johnson Creek
Sullwvan

FIGURE 4-4

-

GEOGRAPHIC DEPINITION OF "THE LOCAL
ECONOMY" (THE DIS'I'RIC'I" 4,,EC6NOMY]
: i .

.Cltles )
- Fort Atkinson Lone Flor.:k !
Jetterson - )
Lake Mills ~ ROCK COUNT.Y
¢ Waterloo Towns '
Watertown * Po
Whaewater Union
JUNEAU COUNTY SAUK COUNTY
Towns Towns
' Lindina « Barabao.
0 Lyndon, * «  BearCreek
Saveén Mile Creek <, Delfona
Summit Defton
» Wonawoc N Excelsior
. .- - Fairfjeld
Vilages Franklin *
UnbnCenter Freedom
Wonewoc . Greenfiefd -
. v Honey Creek
Chy . . lronton
Wisconsin Deils 1 Lavaite
MAROUETTE COUNTY HerrimaC ac
Towns ¢ Reedsburg
«Buffalo Spring Grean
Crystal Lake Sumpter < - »

- Douglas Troy 2
Harns Washinglon -
Mecan Waestfield
Montello Whinfield .

* Moundwille “Woodland
Heshkoro - .ot
Newton Villages
Oxford. °* Jroafon

, Packwaukee Lake Delron’

. Stelds Lavalle
Springlietd P Leganville
Westhield Merfimgc

v - . NorlhFreedom
4 Villages - Plain
Endeavor Prairle duSac -
“\ Neshkoro * Aock Springs
Oxtord Sauk City
. W:estﬁeld . Spring Green

City - . Wesl Baraboo
Montelio )

' Clles
RICHLAND CQUNTY Barahoa

Towns * Reedsburg
Buena Vista Wisconsin Oells -
thaga -

~ Westford
- “ . ‘ ¢
/
A .
T "(9
- . - LY

~ -
Villag ge ‘ .

a

&
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The Dj.str:l.ct‘s :I.nduétry mix. can be compared to.the state's using -an occupa-

t-ional matrix developed in 1980 (see Table 4-1). as'shown in the table, tH‘e

District is less, dependent than the. state on manufacturing (although almost 20%

of the jobs in the District were manufactur q) . and far, more- dependent on ser-

- vices and.finance, ingurance, and real éatate.. N

-2

L L
» "

r

5 ;7 ’ ] ABLE 42’1 .
- . THE DISTRICT 4 EMPLOYMENT MIX .
. - COMPARED WITH WISCONSIN'S .

3

o, N {1)*{2}
’ : Percentage of Total?* . l'ut:l.o of
oo T mn (%) * District 4
- P ’ District 4 Wisconsin % to State %
T (July "1979~-June 1960} - "{1930).,\1 . .
Copstruction/Mining . . 5.3 4.2 . 1.26
Manufacturing X 19.9 ! 29.8 , 67 -
. Transportation, Communi- s ' ) .o . !
* . cations, (tilities - . . 2.1 + 5.0 .82
. Pradk (wholesale and - . I : ‘
. retail) T 24.6 ¢ 23.7 1.04
Finance, Insurance, N T ' . \ )
. Réal FEstate . . 7.0 5.1 4 1.37
4 Services , 33.4 20.4 . 1.64,
Government (except : )
State dovernment). B4 §.7 e 11.8 -« - . .48
Total*, <" -« -, - 100.0 . 100.0 : 1.9
*Total nonfarm employment gxcept state government. . > .

3
»

SOURCES ¢ Mad.‘:.son Area VIAE District Occupational Bmployment Statistics .

Matrix, July, 1979-June, 1930';, Wisconsin Department of Industry, labor and Human
Relations, Wiscongin Industry Projections +o 1990. . .

+

. L ] . .
] . .
»
» " e
*

+

When the state‘w;I.de fatecaats for' economic ‘.gréwt'h in the 1980's are applied

to the Distriét 4 mix of’ employment by :I.ndustry. i:he expectat:l.on :I.s that Dis~

'.“\t

tricﬁ 4 employment. except for gtate government, _14111 grow more rapidly, than

- Wisconsin's employment (see Table 4-2)}. According to the DILHR forecast, state,

"e‘inployment will grow 18.0 percent over the decade. When the industry grouth‘

+
- . . Y

23 . .
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rates are -applied to the Dlstrict‘\4 industry mix, thﬁ total forecastad growth is
_21.57 porcent. ‘The St:rang foreca.st was 22.41 percent growth statoyfide and 27.79
- ¥ - * -~ . & L
» percent growth for the District, hased on its industry mix. ’ . ) o
0\0 . - -, . - ..9 . -.\_
. e TABLE 4-2 ’ -
‘ . a " 'THE IMPACT OF Tﬂf} 15IS‘I'RIC‘1' 4 MI/X_I ON GRCWTH ; . !
' ? :{2) - . (3) .
. . . = A% . T Torecasted Forecasted = @
— Percentage -1980-1990 (1)x{2) ~1980-1990 ({1)x{3)4
. -9\...,.. , of Total - Wiscon/sin . Weighted' Wiscongin Weighted
R L. District'd - Gro . ‘erowt:) Growth §  Growth
Industry -~ p Employment (DILER) Facto {Strang) Factor
4 . L. . .- . . 5 -
‘Coristruction/Mining ©® * 5.3 . “as.e 614, 16.4 6.17-
Manufacturing - 19.9. 11.6' 22.20 14.5 22.79
Transportation, Communi- . . .
*  dation, Wtiligies ' 4.1° 5.7 , . 4.33 10.5 4.53
Trade (wholesale or ' v : )
retail) . . 24.6 o 22.3 . 30.10 30.7 32.15
* Finance, Insurance, - . e R

Real Estate’ . 7.0 13.5 . 7+95 42.6°° 9.98
Services .. T 7w 33.4 . 33.3 44.52 37.6 45.96
Government (except. o - "

‘State government)¥ 5.7 11.0*° .__6.33 9.0% 6.21  -»

. : ’ 100.0 18.0 121.57 22.4 127.79

*The pe’rcentage growth forecasted for all government, including state gow~
ernment,-was used because the statewide forecasts had no forecasted growth for
government except stave gavernment. . -

. SOURCES: Madison Area VTAE District Occupational BEmployment Statistics T
Matrix, July, 1979-June, 1980; Wisconsin Departiient of Industry, labor and Human .
Relations, wisconsin Industry Projections to 1990: wWilliam A. Strang, Wiscon-
sin's: Bconomy in 199¢r Our History, Our Present, Qur Future. e

L *

» - . . . .
. . ' 4 -

Thus, aside "from the difficulty of a.«.sloﬂ;ing in government emploi’ment

- . . — .

‘growth, the District has an industry mix that has positive growth implications.

The rola.tiv&ly high -proportion of service industry emplo:ment in the pistrict

o \

(a.lmost. 65% abovo avorago) is the primary basis for the positive outlook. In'

. O L

both t'.he Strang and DILHR forecasts, that sector is:forecasted to grow more

rapidly than any other. ., ) .2 Al .

@ . 1
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The long-range fo;i:)ecasts for the staté bodé-well for the Df.strict:. 4 econ-

Fl

omy Fbwevér, the short-term si!:uatic;ﬁ in the local economy is negative, with’
.t ? -

..

nnemployment rates almost twice as high as they were a decade earlier., The
Ed . .

mayor/city manajer survey was performed in an attempt to obtain information .

-

about major 2mployment changes that are likely té occur in the District economy

in the near term. -

L= g » 1 . -

o _ #  TasLE 4-3 ¢

g *  .MAJOR BUSINESS CHANGES EXPECTED BY .
DISTRICT 4 MAYORS/CITY MANAGERS BY 1985

oh

¢ - Number ¢, Expected

" Exp_{eCtatioﬁ R ' of cities* Job Change .

Expecting new operations 2 ’ ) 2,220

Ty -

. Expecting major additions to . - ' ’ ‘
.existing businesses ’ 5 ] 795 - f

Expecting ma'jor cﬁtbacks I Py o (975) .

.

*cities resmnding included Baraboo, lake Hills, Lodi, Madison, Portage” .
- Reedsburg; Stoughton, Waterloo, water town, Whitewatet, wisconsin .Dells. Eleven
of 18 mayors/city managers surveyed’ responded. . ; . -

- [
L]

. . * ’ ‘ '
Table 4~3 reporting the results shows that only two city executives _
. e ‘ .
- " [ ] L) . -

expected new operations in their city *a.nd the Itotal employm@\nt gain antjcipated '

- ] - LY L] -

- was 2,220, Relatively few of these jobs were expected in manufacturing. Five ‘
- 7 - L

+,city exedutives expectedfﬁaior' additions to existing businesses that would vield

‘o, * v ] .
.almost 800 new jobs ."*Finally, three of the rgsPondents indicated that major

-

cutbacks could résul‘t in a loss of almost 1,000 jobs. The bulk of the job loss SR p——
/ * a LI

would be in manufac¢turing. ) . . ] . .

. ' . &
* ‘Al though the survey had limitations {(such as the need for city executives

to _main&in confidentiality to businesses they might be working with) it sug-

L) ’ - - LY . . -
gegts that some job expansion is anticipated. The fact that relatively few of

“ ' e " -
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/ ?theeé joﬁ:s world come from manufa.cturing is coneistept w.i.th +Lhe Broader state~

. -
- T wide foreca.ste that indica.te manufacturing will continne to decline as a gropor= - Lo
- ; [
tion ‘of total state emplomnt.’:- In fa.ct, the executive reports indicate that' N
- L}
the most significant growth in District 4,.wou1d occur in the eervices eector. ' .

¢ Although the atatewide foreca.ete:to 1990 and +he nearer term. city expecta.- b

-

tiong .in ,the District both guggest eilployment growth, econcnaic-. p’ianrers need to ; e
L) »

be very concerned as tb just.hcw e ar: gc:l,ng to wové from high unemplogment to-

¥
. e
-, o

. . a situation of low unempldyment. \ ’ to. . e “ T e
. - - . ' . ’ e
* " r - . ) - ¥ . . B
. . o - ¢ . ‘ J . ™ c A ' !
The General Beonomy and District 4 mployment‘ . ¥ . Coo

. -% o fa.ct'.or is sp importantato a.ch‘iev-ing employment gr’bwth in the Digtrict as

s a recovery of he nationa.L economy. - 'mie was confirmed by the- ma.il survey of .

Distr}ct 4 employe:qs A.s ehown in 'Iable 4= 1, cloee to ha.'l: of the employere : ;

?urveyed would increa.se their employment by oT‘BBS if the economy imProvee; only g
percent plan expansion if the ”éeconcmf'wereeﬁe. Ocnvereely, 31 percent would ,

LI .

plan reducticns if the economy woreene, B pgrcent wculd reduce if it rmai'ns

Y IR

. : , N
unchanged (remember, the econcmy in ear].y. 1932, at the timé of the survey, was . .
" in bad condition), and almost'. none (‘1'&1%) plan reductions-even i_f the econcmg‘ .- ‘
A : T S T ' - PR
improves. Mot shown in the table "but available in ‘the tabul‘a\:ims was: the fact —

thut bnly 5.2 percent of the respond‘ent‘:‘s will expand their employment regardless
. . . , * » . » . - -‘

of, the econgmic climate.’ N e o~
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Ty . - - PABLE 1 4=4
] . . 4 -t §B _ ,[ he ‘
: " THE ECONCMMIC GLIMATE AND EMPLOYMENT EXPECTATIONS ° .
At T . . . : AMONG DISTRICT 4 EMPLOYERS IN earLy 1982
. Percentagé of Respondents
. - ‘ If the Bconomy . v
1988, . . .
e Will: . Improves Pemains As Is . © Worsens
r
» . . Expand our Buployment ° s6.2 15.4 7.7
. " Keep the"Same Bmployment . _S1.9 76.3 61.4 ) ‘
- _‘ *. *
Feduce our Employment * _ . 1.3 . 8.3 30.9
’ . s " 100.0 . 10¢.¢ 100}0

- . -

A

The relevance of the general economy to employm?nt plans was %stablished in
‘Pable 4-4. ‘The peicentpge shifts in employment th:t occur among the firms
depending on whether the'economic 8limate "improves® or "worsens" (the extremes)

. are shown in Tahle 4=5. As shown there, almost half# (47.7%) of the respondents
udhldn't see any differencezin their emg}oyment plans on the pasis of either a
better or worse ec;;omic climate. However, about 20 percent of the responde?ts

> ; felt that the-ecohomic‘extremes would cause wmore than a 25 percemt "swing® in
| their employment by 19&5. The average difference estimated by the 176 respon-
dents was a 17.5 perceﬁi "swing® aétributahle to Fhe better or worse climates;
*  the median response was a 4.8 percent “swing.®

Flfially, respondents were asked what factors 4will be important in determin—

ing whether or not their business expands at their .District 4 location by 198S.

.Te gquestion was asked to obtain information about location factors that might
; .

= 1

be important. . ’ '
;f - -

F »
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. TABLE 4-5

. EMPLOYER SENSITIVITY TO CHANGES IN ECONOMIC CLIMATE
o v {(DISTRICT 4 EMPLOYERS)
‘9. e
Bnployment/Economic Climate Sensitivity Factor
*" {Percentage Difference in BEnployment Change

Between an "Improved" or "Worsened" Economic . Percent of
Qimate*) ) - Respondents - .,
« Mo difference 47.7
1-10% difference . 15.9 .
- 11-25% difference 15.2
" 26-50% dif.Jerence 11.9
51-100% difference ~ ¢ 6.8
More than 100% difference ’ ) 1.7

If a firm indlcated it would increase employment 10 percent by 1985.if the
economic climate improves and would reduce employment 15 percent by 1985 if the
economy worsens. its sensitivity factor would be 25 percent.

As shown in Table 4«6, factors related to the health of the economy or

: specific markets were most often mentioned. _Interest rates, in particular, were
’ ©

geen as a specific‘hconomic climate factor of strong importance. Severai respon-

" dents mentioned the need for their customers' businesses to improve. . .
TABLE 4-6

FACTORS IDENTIFIED. AS MOST IMPQRTANT TO
EMPLOYMENT EXPANSION IN DISTRICT 4

@/

-

4 Wumber of

Health of Economy or spedific ‘Mazkets Respondents Hentiox}ing
" Improved economic ,,o‘l'ﬁ;te" ‘ . 60 ¥
"lower interest rates" . 54
"Pickup in construction” . 1
! "Health of customer industries" . .
- {e.g., auto. farm, Ray-0-Vac) 8
"lower inflation” _5
o ‘ 138
Company Faccors *
"Sales increase" 24
"Market expansion” 12
"Marketing effectiveness" 11
o YCompetitive strength® . 5. 11 .
T "Product development" Cn
"New customers" . P . 4
' ) \ 73
location Factors )
Government a*titudes, regulations . 12
Govermment funds available \ 10
State taxes’ 5
Balanced government budgets _Ss
32




. Second ta the economic climate f’in importance were several “company fac- -
tors,” or factora that the company was felt to have control cver. Mostsoften

meritioned was "a galms increase.® This response doesn't provide much under—

o standing, but the several marketing-related factors that follow indicate a con-

cern about being able to compete effectively and to be able to dgvelop new prod-

ucts and markei:s .

nly 32 m\sgond;nts mentioned location factors' that would influence

growtl~-items that could be ugsed to differemtiate one location from ancther. “a

dozen resg:;ndents indicated concerns about regulations and government attitudes.
Almost as many (10) were concerned that government have adeguate funds to pur-
chase the services the companj;es were offering. Only five respondents menfioned
the level of gtate ;:a.xes as :I.mportant' to expansion.

The general economy clearly seems to be the most crucial factor related to

employm:ant growth in the District 4 economy.

-

FOOTNOTES

1

1w£sconsin Department of Industry, Jabor and Human Relations, Wisconsin
BEmployment and fEronomic Indicators (August, 1979 and July, 1982). .

. 2151:{ Plantes, wWisconsin Minufacturing: A Development Strategy for the
1980's {(Madison: Wisconsin Department of Development, 1982), p. viii. N

3Wisconsin Department of Industry, l:abor and Human FRelations, Wisconsin
Industry Projzctions to 1990 {Madison: June, 1982), pp. 6-7.

4William A. Strang, The Wisconsin Econoﬁty in 1990: Our Ei.sto}.'ya tur Pre=
sent, Our Future (Madisofi: thiversity of Wisconsin-Madigon School of Buginess,

June, 1982), p. 18.

swisconsin Depar+aent of Industry, Iabor and Human Relations, pp. 6=7.

o

Gwﬂliam A. Strang, p. 18.
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V. RESULTS: ANPICIPATED TRAINING NEEDS

. The results of the previous section suggest two general conclusions.
¢

. First, by 1990 employment opportunities are likeiy to be strong and unemployment
¥ates {at least among traineq personnel) are likely to be low. Thi; bodes

. favori%}y for botg the continuing -importance of vo;at;onal training and the

longer term econcmic well being of vocationally érainedvgraduates.

The second,conclusion is, however, of more immediate interest. In the neazr
Iterm, employment opportunities among Diggrict 4 employers will depend heavily on’
égneral economic conditions. Giéen this state of‘affairs, it could be expected

that employd; perceptions‘af training needs would, to some extent, also reflect

their perceptions of the general econo&i& climate. The first ‘portion of this
section addresses that question. Subsequent portions of this section report
lsults of empléyer perceptions regar&ing skill training needs,.orientation

t aining needs, and managerial training needs. *

-

1 OHIC CLIMATE AND TRAINLNG NEEDS sy

Zable S5=1 contrasts interest in bistrict 4 t;aininé ;ssistance between the

S that expect to expand employment {assuming static employment conditions)
an firms that expect their employment will remajin the same. The table shows
that not only are firms planning expansion more interested in new employee, new
skillls and new jobs training assistance from District 4, as would be expected,
but that they are also more interested in training agssistance for managers and
current employees. In shert, firms planning to expand even if economic condi-

+tions remain unfavorable show greater jinterest in District 4 assistance for all

F

Lypes of training activities.
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TABLE -5-1

INTEREST IN DISTRICT 4 TRAINING ASSISTANCE AS A
FUNCTION OF EMPLOYMENT EXPRCTATIONS

BEmployment
Expand Remain the game
New employees 40% 19%
Jobs which are expected 23 7
to change
New jobs 12 6
Managerial seminars 74 . ) 51 : ‘
¢
_Current employees 40 . 15

Table 5-1 -thus suggests tﬁat epployer interest in vocational training aﬁ
all levels is tied rather q}osely to their economic expectations. BAn improving
economic climate will not only increase employer demand for traditionally -
trained vocational graduates, bué'will in all likelihood also increase dgmand
for on-gite training and nontraditional traiﬁing (e.g;, managerial training). -
At the same time, changes in the economic climaie in favorable or unfavorable

directions could alter the demand for District 4 training assistante reported in

-l
L3

o -t )
subsequent portions of this Section.

SKILL TRAINING NEEDS ’

Major parts of both the mail survey and on-site i&ierviey survey were aiméd
at obtaining information on employer perceptions of skill training needs and per-
cep;ions of how District 4 could help in meeting those needs. such needs would
likely emerge in firms that anticipate changes which require new johs or expect .

. jobs to change. 'In addition, however, eﬁploygrs might perceive that current
employees would benefit from an upgrading of skills through training. .
" Maii survey respondents wer2 asked to indicate wheéher they had training
needs for current employees, and if so, whether they believed that District 4

could be of assistance in meeting those training needs. Similar questions were

.
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asked about training needs and pistrict 4 assistance for anticipated new skills

and jobs. Somewhat surprisingly, firms reported the greatést training needs for
current employees. Thirty-five percent of the firms felt existing employees
#ould benefit from additional training. MNineteen perc;nt anticipated training

needs because of Jobs which are expected to change and eleven percent saw train-

ing needs resulting from new Jjobs. .

Table 5-2 shows the percentage of firms, by size, that indicated‘an Anter-
4 r

eat in District 4 training assistance for each training category among those

firms who perceive training needs. Across firms of all size and training cate-
gories, about half of the employers who perceive training needs believe that
District 4 assistance coiuld be useful. _Thié is particularly significant in the

cagse of current employees since, as noted,; over one-third of area employers per-

celve that these employees could benefit from training.

TABLE 5-2

PERCENTAGE OF EMPLOYERS INTERESTED IN DISTRICT 4 .
ASSISTANCE AMONG FIRMS WITH PERCEIVED TRAINING NEEDS

Percentage ‘Wanting Assistance?’P

Murber of Existing ) Jobs Which aAre ew

Employees Enployees Expected to Change - Jobs
109 ) 36.0% 55.6% 44.4%
10 to 24 : " 81,7 ' 6.8 50.0
25 to 49 81.8 . 71.4 100.0
50 to 149 28.6 40.0 66.7
150 or more 85.0 50.0 42l9
Welghted Average 48.5 46.4 54.8

aPercentage wanting assistance = Mumber wanting assistance/number of
organizations with training needs x 100.

Py = 289 \
32




27 . ) a

.

- Interest in Dis%rict 4 assistance was even stronger for interviewed firms. . -

»

About 70% of these organizations expresséd an interest in having District 4 ‘

asgist with training of various typas

Table §~3 summarizes t'.he occupations {in the words 'of employers who -

E]

responded to the mail survey) where training ig or wj_u be needed. The values
. 1

in the table represent the percentage of times a particular occupation was iden-

tifi=d among those employers who indicated skill training needs. A more

detailed list of employer responses is presented in Appendix F.

tae

TABLE 5~3
CCCUPATIONS IN WHICH SKILL TRAINING IS & /.
NEEDED AMONG DISTRICT 4 EMPLOYERS . ,
. s Percentage’ mdicating Need®
: . Jobs Which .
Occupational” . © Currept Are acpacted New ., .
Grouping o Job to Change® Jobsd____ o
Computer related \ 13% 35% 36% :
General business administration 26 2 X 18
Traditional office/clerical 12 . 2 3
Word processing . 6 12 9
NC machining PP 0 5 -9
Sales/marketing ' € 4 15
Electronic technicilans A4 14 6
Medical/dental 21 18 \ 12
Banking’ . 13 26 9
Maintenance 7 S 0
Auto/truck technology . 6 7 3 o
Construction .. B 0 3
Machinist, tool and 4ai . 10 "0 re 0
welding ' 4 0 H
Woodworking 10 0 0
Retail sales : 5 0 v 0
Electrical trades , 3 0 0 R
Printing 7 .0 0
Newspaper 4 0 0 - .
Quality control 2 0 0
Miscellaneous technical 16 5 . 15
Migcellaneous unskilled - 12 S 9 .

2parcentages were calculated based on the number of employers in each
grouping who indicated training needs. Totals need not equal 100%.

D105

Chms7

A3z
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Two findings summarized in Table 5-3 are especially noteworthy: First,

among current jobs, area employers see tralning in general business administra-

*» -

tlon skills aé the single greatest need. This_fihding: coupled with the finding

- . ) -
_ Q\ indicating that many arga employers view District 4 as an appropriate source of
. admininstration training (see subsequent’ section on managerilal tralning} has
- ‘potential implications for District 4 program development.
The second finding of special interest is the large percentage of computer-—
related job changes and new jobs that employers believe training is appropriate
’ for. This,finding was .reinforced by_the results from the on-alte interviews.
dhout ‘108 of employers felt curreat employees needed ccmﬁaﬁer training and over
15% saw computer training needed-within the next 3«5 years. i
1 ¥
Mall survey employers were also asked whather outside tralnlng assistance-
could be-helpful, and if g0, whether they preferred on-site traininé; off-site
. training and/or whether they preferred %p hire new employees. For all categor-
, ) ies (existing, changed, and new jobs} over two-thirds of the employers felt out-
i slde aaslatance would be éseful.' mmong €h03e, the percentages of preferred
.strategies for asslstance are shown in Table 5347 » , "
- “l TABLE 5-4
EMPLO?ER_QR@;QING STRATEGY PREFERENCES .
. s EN L e , Percentage Chéosing Strateqya
Jobs wWhich
. Existing Are Expected Naw
Strategy Jobs to Change Jobs
Of f-slte classes, seminars or 418, 49% 54%
workshops using outside ) 2,
agslstance ; . <
T n-site classes, seminars or 21 6 ' 22
.workshops using outside 0 -
asslstance . . ‘
Hire new employees ' 43 N as 54

. . 3percentages calcylated based on the number of employers who lndlcated one
. or more preferred stategles in each category. Total need not equal 100%.

ERIC - 34
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On-site interviews provided more specific information on the methods Dis- ,

. ‘trict 4 employers view as useful for delivering training services. These

responses are reported in Table 5-5. Although 15% are interested in in-plant, .

22% view short courses and seminars as a useful medium. .

-
L]

- T TABLE 5-5 . ,
L EMPLOYER PERCEPTIONS OF HOW DISTRICT 4 CAN ' . e
ASSIST WITH TRAINING, FOR NEW AND EXISTING
1 T EMPLOYEES
. - - S ) ’ -. - 3
éj District 4 Role * . A Percent of Regpondents mportingf
- In-plant course.s - / J . ' 15%
shor; courses,” seqinars ‘ S . 29 . ’
On=-the=job tra.in:l.n;;.; ) ) - - . . : 4 .
. Near the plant ® . 4
Evening courges . B } : i3
. Desi.gn in-plant. tratiping - S . 2.
Train instructors . - ) . . 2
Make instructor advice accessible . . 2

3esponses need-not total.100% . -

-
4

- 3

-

ORIBNTATION TRAINING S . e ——

. Information obtained during the pilot testing phase on the mail survey sug-' )

- gésted that a substantial minority of employers conduct or see gﬁe need to con-

- d;lct new employee P;ientation training and that a number of these nfiéht be
intereséeda in Dis‘trict 4 assistance. MAccordingly, questions were asked on the
final survey regarding orienta.t:.ion. Table 5-§ shows the percentage of respon-

+ dents, .by size, with orientation progr?ms and 'the percentage interested in worke-

ing with pistrict 4 to. develop a new or Existing orientation program. The table

-~

| 35 3
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ag one would expect.

*

30

shows that employee orientation *training ig positively related to employer size ]

lbuav;r, interest in District 4 assistance is highest -

among employers.of less than 10-employses and 50 or more employees. - “

s INTEREST IN ORIENTATION i;%INING BY

-

TABLE 5-6

EMPLOYER SIZE

. . Parcent
Number of ° Percent With Interested in pistrict 4
Bmployees Program - . Assigtance
1to 9 oo 328 23% N
> ’ 1 - * .
10 o 24 - M ’ . 20
‘25 to 49 hd 48 17 Yoy
50 to" 149 56 - 36 L \.
* ) -
81 .

150 or more

-

MANAGERIAL TRAINING

26

Although vocational training programs do not traditionally deliver manage-

r B

rial training if offered by District 4.

AN

Fs

‘risl training. q&estions were asked regarding area employer interest in manage~

Respondents to the mail swrvey were

f

asked to check any of 42 bggfpective topics gpread over general management,

accounting/finance,'TF____fé' urces, produdtion, mafketing and other. In gen-
eral, respondents showed a very stronq interest in plstrict 4 offering one or

more such courses. ne-half the responding firms checked at least one courses
In general, interest in such offeringg \F pdsitively related to eméloyer gize.
About a third of the gmallest firms expreséed an interest, but over two-thirds

of the largest employers checked one or more topics.
N

B
.
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. : TABLE 5=7
* ’ /" .

! ‘ RANKING OF THE TWENTY<FIVE MOST FREQUENTLY
CHECKED MANAGEMENT SEMINAR TITLES

I . : -
Seminar - .percent Indicating Interest

Supervisory skills B 25% ’

Timé management’ 19

Decigion making and problem solving ' 18

Strhss management” . 16 . e .
%Credit and collection . 15 ‘

Cost control ) 12

‘Petsonnel policies _12 .

Training and developrent . © 1 ’ )

Cost accounting . ‘,, ' 1

Profit planning- ‘ LU 11

New product development . ‘ 10

Salesman training 2 10

Data Qroceasihg‘ ' . - 10 °

Fecruitment and selection .10

Avertising - . » 10 *

Marketing strategy - ' : 10

Riék management . 10 -, )

Inventory control . 9 ’

Affirmative action and ERO , BR:!

Quality control - ) 8 < .
—Compensation.-. 8 —
: Pﬁrchasing 7 {/

Labor relations _ 7 . .

Capital expenditure analysis 7 .

Breakeven analysis 7 N

4
Table 5<7 shows the percentage of respondents who checked the 25 most fre-
quently chosen topics. The table shows that general management skills in par-

;icul&r are of inTerest to resPondents; Rppendix G reports the-frequency with-

SR A

-

“ .
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L]

which?eaci: topic was checked by functional area. Table 5«8+ reports the time

-
e

preferences for nfanagement geminarg among respondents checking one or more

topicsg. ' .

»
3 £l

. ' - TABLE 5-8

EMPLOYER PREFERENCES FOR MANAGEMENT
SEMINAR TIMES

Time . . Peircént Indicating r;referehc;

‘Morn:l.ng R ' cLL . 128 - - ' p
| Afterncon (1:00-3:00) - - S s

Late afterncon’(3:30-6:00) « ‘ 14

Evening (6:00-10:00) . - ) 43 ) )

Saturday . 6 ‘. ,

M ’preferenc'? | * . 17

&

*
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UTILIZATION AND EVALUATION OF DISTRICT 4 GRADUATES

By

VI. RESULTS:

-

H
¥ -

The previous section showad that area employers see gubstantial training’
/ *
. ® ¢ . L .
needs among current and agkicipated employees. It. also showed that employers

see District 4 as a logical source ofaéraining expertise for thesa employees

o

both in traditional énd emerqipg skill areas, but algo a potentially useful

£

‘source for orientation and managerial training as well.’

The present section reports %nformation obtained from the mail survey and

on~site interviews regarding area employer utilizations-of District 4 graduates

and employer evaluation of the quallty of those graduates.

UTILIZATION OF DISTRICT 4 GRADUATES

-

As discussed in Section III and Appendix A, about 40 percent of the mail
survey respondents employ or have employed District 4 graduates. B2as noted, this

Percentage likely overstates actual District 4 émployment penetration among area
t- . LS b
employers because only about 30 percent of nonrespondents employ plstrict 4

4

—

graduates. -

-~

L]

kS

Contacts between' District 4 and eq?loyefs.

. Table 6=1 shows the degree to which District 4 contacted organizations

£

regarding employment

-

of graduates as well as the degree to which organizations

R

et o e s VR s+ b nemh e e

ini{iate c¢ontact with District 4 when they have an opening. ° aﬁout half of the

o

organizations surveyed have been approached directly‘by graduates seeiing N

-employment. One-fourth contact pistrict 4 i‘Ln thay

k]

a fourth have been contacted by District 4.

-

have an opening, and about

T

-

+

P

1

How graduates yere hired.n The largest percentage of graduates were hired

_at their own initiative: a finding consistent with other studies. Other methods

used by graduates to obéiin employment varicd considg%ahly, as shown in Table

6=2 and Appendix H.

39
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{ . ’ TABLE 6~). . .
= . & 9
. - DIS‘TRICT 4 "RGANIZ&TION IMEPBCT‘ION REGARDING . ’ =

EMPLOYMENP? OF GRADUATES -

Since employers could respond yes or no to each method, no overall

4 employers among surveyed and interviewed organizatlons who employed
t T . 'District 4 graduates. ,
' b This category was not included onh the mail survay.
. ¢  see Appendix H for. a list. . . e ..
a

. ‘ This category wag not included on the interview questionnaire.

'
N o

~

" totals are provided. Percentages were derived using thé¥number of .

' A . - Percentage?
' 'Bnploye;: contacted by ' :
, Yy District 4 _ » 25.16
District 4 graduate(s) - .. "
applied to emploVer ) - ) 49.8
Tan o ' Bmplbyer contacted ¥ -
District 4 . . 26.4 ~ ’
) - 2gince respondents could anr ser yes or no to any of these three categories, i
the total need not equal. 100%. P R
\ ‘ TR A
) ‘ " HOW DISTRICY 4 GRADUATES WERE HIRED ' “
. - . Mail Survey . ‘.Cn-sf.te Interviews
' Matl-god' ’ ’ Nurnber percentage® Munber 'Percentage‘
‘ Graduates®' initiative 65 50.8 T 22 44.9
Mstrict 4 placement office' 23 - 18.0 . ° J 21 42.9
District 4 instructor . 21 16.4 o ' 20 40.8
o Employee referrals' K o 28 21.9 ) 8 16.37
"‘ ‘ Newspaper® - " - - ’ T8 136.7
—---~:—'--*-cr“gth3er" ' S ‘43““:““':“‘33;‘6""”“"'“""““’“ 2T T4
" pon't nowd 9 7.0 --. -
a

1
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Value of contacting employers. While Table 6-2 shows mdBLt jobs were

attained through the graduates' initiative, contacts by District 4 appear very

Table 6~3 shows that organizations.are much more likely 4o contact Dis-
. .w . . r . 9

trict 4 when they ljave an opening if they have been previously contacted by Dis-

ussful.

trict 4. Additionally, Table 6~4 shows that employers are much more likely to '

-

i —

enip]:oy District 4 graduates if they havas been contacted. However, the reader

A%

TABLE 6-3
. ¥ 7
EFFFCT OF DISTRICT 4 CONTACT ON AN EMPLOYER'S
LIKELIHOOD OF CONTACTING DISTRICT 4
ABOUT EMPLOYMENT OPPORTUNITIES®

i
!

!
4

Contacted by District 4 ' .
Contacts District 4 Yes o
Yes "17.0% 1?.“ 27.4%
No 9.0 ’p3.5 74.0
) " 76.0 /’ 72.6 100.0
ay = 288 / >

1."

}P

{

TABLE ,6~4

Employs Tdstrict

EFFECT OF DISTRICT 4 CONTACT ON WHETHER
* RESPONDING ORGANIZATION EMPLOYS .
- DISTRICT 4 GRADUATES®

4

Contacted by District 4

4 Graduates o Yes Mo
* Yes 7 o22.4% 20.3% 42.7% .
Mo 4.3 53.0 57.3
j 26.7 73.3 100.0
' -3
Ay = 28¢

s
fraes,




_employers. This is shown in Table 6&-5.

Employees Climate® ’ C&imateb .
1=-9 - 45.7% 14.4%
10~24 45.8 19.1
- 2549 50.0 17.9
50~149 558.2 10.7 |
150 or more " 36.7 . 6.9
;u = 106
= 32

Fid

should be cautioned that a oause/effect relationship cannot be clearly estab-

4 .

lished from these findings. Furthermore:‘there is a potential size of employer
effect in both Tables g-3 and 6-4. Nevertheless, the evidence stuggests that

District 4's attempts to establish & relationship with employers “pays of £* with -

raspect to placement of graduates. -

L}
-

Which employers should District 4 contact to place graduates? Up o the
present time data shows that District 4 has contacted primarily larger employ-

‘ers. However, those employers who indicated that they would expand employment

L3

in an improved or static economic climate were not necessarily the largest

-
B

TABLE 6=-5

ORGANIZATIONAL PERCENTAGE OF EMPLOYERS

THAT PLAN TO EXPAND EMPLOYMENT BY SIZE ¢

- A
‘Percent .Indicating Plans for Expansion

a of Bmployment

Number of Improved Bconomic Static Broonomic

» K
The tentative implicatiorn to.he drawn from these findings is that District

~

4 should pay more attention to establishing relationships with gmaller firms as

¥
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-
an additional avenue for finding graduates employment, since they are equally

likely to have opénings.

EVALUATION OF DISTRICT 4 GRADUATES

Overall evaluations. - Table &é-6 shows overall ratings of District 4 grad-

uvates' work habits obtained from - mail survey respondents. Of those respond-

ing over 95% reported that District 4 graduates' work habits we're satisfactory

or better, and over 80% reported they were good to excellent.

rl

.

. Total Responding

3pive "don't know" responses were omitted.

5

-t

5 13

. TABLE 6-6 .
“"-'s‘ RATINGS OF WORK HBBITs; OF DIS_TRSI:CT 4 GRADURTES
- . . Humber
Ratings Responding® Percentage -

Dcc;llent 30 ,24.8
B!ce;l.'len_t/(';ood 5 \&1
Good 67 55.4,
Good/Satisfactory 6 . S.0
Satisfactory . 8 N 6.6
Satisfzctory/ Fair - 0 0.0
Fair ' L 3.3
Fair/Boor . ! 0 0.0
Foor ' - | 9.8
121 100.0%




Table 6-7 shows employer ratings of occ¢upational preparation of District 4
graduates. Just over 70% indicated Lhat graduates were either better trained or

s

far better trained than employees without such training.

TABLE 6-7

RATINGS OF OCCUPATIONAL PREPARATION OF DISTRICT 4 GRADUATES

Mumber v

Ratings - Responding?® Percentage
Far better trained "1 16.8
Far better trained/ .
better trained 3 2.8
Better trained S4 _ S0.5
Better trained/
about the same 6 . 5.6
mbout the same . 23 21.5
zhout the same/
less prepared ] 0
Jess prepared ’ 2 1.9
Iess prepared/far
less prepared 0 0

. 8 .
Far less prepared 1 0.9
Total Responding 107 100. 0%

agixteen "don't know" responses were omitted.

!

These two findings are fairly consistent with those of studies in other
st‘.at‘.es-tr Employers generally rate vocationally-trained graduates' work habits
as good or better, and tend to view occupa%ional preparedness of graduates as

- f . *
superior to non-graduates. It was not, however, feasible to statistically com-

pare the present findings with those of other studies.

“ : | 44
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Evaluation by other characteristics. Small sample sizes often precluded a

satiafactory statistical test of ratings as a function of other variables. How-
ever, as the tables in Appendix E suggest, no differences in evaluation were

found as a function of respondent position. In addition, other analyses did not

reveal differences in evaluation by industry or geographi'cal location of
responding organizations. . ° .

Graduates' strengths and weaknesses

-

Employers were asked several questions during on-site interviews that were
not agked on the mail survey. The first solicited impressions of graduates’
preparation for work with regard to strengths and weaknesses. Table 6-8 summar-

izes employer comments. It would appear that employers perceived graduvates’

TABLE 6-8B -

EMPLOYER PERCEPTIONS OF DISTRICT 4 :
GRADUATES* STRENGTHS AND WEAKNESSES

[ I

Strengths Percent of Times Indicated®
Highly motivated 15%
Independent 2
Prepared for work 33
Knowledgeable 13
Skilled 19
fedicated 2
dble to solve problems 2
Generally favorable 26

Weaknesses

\
tack of on~the-job experience 19%
Work ability o B
Iack of knowledge in akill ayea 22
Mathematics 4
Relations with peers 4
Communication skills, 11
Expectations too high 2

4

a,nnployers responded +o open-ended questions.
one response from each. N = 54.

Totals may include more than
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greatest asset to be their preparation for work. This is corroborated both by
_their responses to the corzesponding mail survey question, and fay thelr
respongses to another. interview ql;esti'on asking whether or not graduates were
productive as soon as hired. Seventy-two percent of the interviewad employers
answered yes.

Bnployers saw two primary weaknesses in graduvates when they repoi:t:ed any.
The first was a Yack of on-the-job experlience. fThe second was a lack of knowl-
edoe in their particular skill area. Howaver, the nature of the sample and lack

of breakdown by District 4 program makes it unwise to draw any firm conclusions

from these comments.
FOOTNOTES

1See, for example, Asche, F, M. and Vogler, D. E. 3Assessing employer sat-
isfaction with vocational education graduates. Columbus, OH: The Mational Cen-
ter for Research in vocational Biucation, 1980 Allan, R. G. and Gorth, W. P.
‘Duestions of efficacy:. A review of state surveys. VdcEd, April, - 1879: vogler,
b. E. and Asche, F. M. Surveylng employer satisfaction with occupational educa~
tion: State of the art. Journal of Studies a.n_'{iechnical Careers, 1981, 3, 135-

=
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APPENDIX A
METHODOLOGY

Table A~1: Mamber of Bmployees in Responding and Nonresponding Crganizations

Table A~2: - Mumber of Crganizations Emplo¥ing District 4 Graduates in
~ Responding and Monresponding COrganizations,

Table A~3: Industrial Classification of Surve and Interviewed Organizations
Table A~4: Iocation of Surveyed and Interviewed (rganizations

Table A~5: Mumber of Employees in Surveyed and Interviewed Crganizations

Table A«6:  ©DPosition of Respondents in Surveyed (rganizations.and Position of
’ Ingividuals Interviewed . .
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EMPLOYER MAIL SURVEY ‘

Instrumantation . <

3 specialized instrument was déveloped to elicit information from area

employers for the purposes of this study. B2An ipitial piloé instrunent was

developed in January {4982 and given to 50 gmployers attending a District 4
placement sgeminar in midrﬁbbruary. From their responses and suggestions and’
from recommendaéions of Dr. MNowrasteh, a second pilot instrument was completed
in later Marcl. Further inpqt was solicited from District 4 instructors, Fay
Plantes of the Wisconsin Department ?f Development, and william Strang, Director
of the Bureau of Business Research at the 6hiverstty of wisconsin. The final
instrument {see Appendix B) was éompleted in late April, approved b& Cr.
Nowrasteh. _ .

The instrument is comprised of four parts. Part I requests general infor-
Qation about the employer and-the respoﬁdent‘s position. Part EI asks Informa-
tion relfvant for placement of pistrict 4 graduates and soliciig ratings of
their work performance. Part IlI seeks to find out what ty¥pes of training
employers may need for existiné employees with inadequate skills, or employees
who need new skills due to technological change. It also asks about trainiqg
for new jobs and managers. Part IV attempts to‘gain gata on employer's expecta-
tions for future hiring. Space was left aF the end of the sirvey to encourage -
respondents' suggestions regarding.ways District 4 might improve its services to ~

employers.

Sample Selection

The selection of a truly random yet appropriate sample posed a formidable

L

+ask, inasmuch as twelve courrties and a select gubset of industries constituted




the population of interest. The sampling procedure chosen involved the use of a
computerized mailing list and entailed the following steps:

il

1. A list of all appropriate zip codeg in the twelve counties of nigtrict
4 was generated. . ,

2. aele%ant industries were chosen by Sta;dard Industrial Classgsification
}SICI code. The choice was based on such Eac;ors ag whether the indus-
try corresponded to a District 4 degree program, whether the industry
wag likely ‘t'.o hire District 4qr;duates, and whether the industry was
likely to utilize new machinery or technology. MNot all revaant indus-~
tries could be included due toofiscal limits on total sample size.

3. Using the Wisconsiﬂ_editibn of Countx Business Patterns, an'approximgte .
.population count was calculated by SIC codeffor the five most Populous
District 4 counties, which would acc?ﬁnt for virtually all of the busi-

W

nesges. - . .

W

4. ﬁqpal siﬁple sizes for each SIC code were generated by taking the total
number of businesses in an SIC category obt;ined above and dividing it
by the value of "n" which woqld yvield an approximate sample size of 35«
40. For example, éhere were:a«ﬂ banks in the five most populoug counr

~ tieg, so "n" was set equal bq é.

5. ° The computer wa; ingtructed to search all zip codes for each SIC code,
and then sgelect every nth business in that s1c code. If the population
9oun£ was less than 40 for a specific SIC, the entire population was
selected.

6. Approximately 1,400 firms were identified from the procedure above. T%
ensure that the addresses were up~to-date, each address was cross=-

checked against a current telephone brok. Those not in the telephone

book were discarded.

[} A
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Each remaining firm was coded with a unique four-digit identifier and
the s1C code. At the time of mailing: these numbers were transferted

to the survey so that returned surveys could Bé-identified.

%

In early June, 893 surveys were mailed along with a letter of explana-

R

_tion 5see Appendix B) and a business reply envelope.

A second mailing went out in late June to nbnrespond%ng firms accom-

_panied by a follow-up letter (see 2ppendix B).

Fespondents . - .

The instrument and sampling procedure ‘took into ‘account criticisms raised
x

by Asche and Vogler in their review of gimilar employer mail surveys.1 Previous
studies were found to be limited because:

a. They typically result in low response rates ("often less than 20

percent™)

-

They usually fail to assess possible nonrespondent bias

They often fail to control for "level of regpondent™ *

-+

They freqqgﬂtly have a high degree of "don't know" responses

L}
A

. L <)
The present study was carefully designed in an attempt-to avoid these

methodological-pitfalls. A follow-up mailing was employed to increase the

response rate, and a sample of nonrespondents was conducted to egtimate

nonresponse bias. Mn accompanying cover letter attempted to direct the survey

to the most appropriate respondent. Data analysis was undertaken to examine if

the level of respondent position influenced the results. The present section

describes charactéristics of the final sample of respondents and addresses the

2

criticisms of prior mail surveys.

Resgponse rate. Two hundred and ninety-niﬁe organizations out of the

original mailing of 899 returned surveys, representing a response rate of 33.3%.

\ .




1

45 . X ! ! o

Industries and ldcation of respondents. FResponding organizations are

. listed by indﬁstriai category in Table A-3. Respondents.represent 52

communities in District 4 (see Appendix C). Table A-4 provides a summary of the

nunber and percentage of organizitions,in each of the six areas of District 4.

‘ -

Sample representativeness. It will he recalled ‘that the sampling procedure

was random, but not reprea_enta.'ti\re of all buginesées in Dis€ricgt 4, since only

certain sIC po\des ware Selected. Thus, it is inappropridt:e to compare the

percentages of SIC responses or the distribution of organizations by number of
employees to available population data. Instead. 'a. tele}._:hone follow-up of non~
respondents was conducted to determine sample representativeness. Nonrespond

organizations'mere selected by pre-assigned identifier using [om number

3

@d:,the humber empioyed, and -

2

tahle. Two guestions were asked of those

whether or, not an aduates of District 4. Tabhle A«1 shows the numbgr of

N employees in responding‘.and nonresponding organizations. Table A~2 shows the

AN . .
m\mber of organizations employing District 4 graduates for hoth respending and

A .
nonresponding organizations. . .
. 4

*»

TABLE A=1

\\ NUMBER OF EMPLOYEES IN R;ESPONDING AND
Q@\n NONRESPONDING ORGANIZATIONS
\ Responding Organizations Monresponding Qrganizations
Number of \‘\. Mumber of ‘ . Number of "
Bnployees ‘Organizations Percentage Organiz?.tions Percentage
1to9 \\\.122 ‘ 42.4 27 .. . 51.9%
10 to 24 V59 20.4 9 ] 17.3
25 to 49 3 - 12.5 6 11.5
50 to 149/ - 1 308 121 7 . 13.5
150 or more _g'_?. " \ 12.8 . 3 5.8

2892 100% ' 52 100%

aTen respeondents did not &qswer this question.

. 91




, TABLE A-2

NUMBER COF ORGANIZATIONS EMPLOYING
- . DISTRICT 4 GRADUATES IN RESPONDING

Al

' AND NONRESPONDING ORGANIZATIONS .
’ Responding Organjzations . bbnrespo‘ndina C‘t'ganiza.tions
Nanber of Wmber of )
Organizations f Percentage Qrg:anizations Percentage
Yes , 120 _ 42.7 16 ‘30.8
to 161 . sma T T Ys 8.2
28 T . 1008 52 190%'

Api ghteen respondents aid not answer this question.

. -
%

. Toana
i -
- L]

t".‘hi-sqtfare tests wére performeﬁ on_the data in both Tables A1 and a-2 to

determine if the null hypothesis {no di:fférenée between resp'oxidex_lt{s and non-

\. respondgt;ts) could .;:\e rejécted., The re_su]..t'.s'(x2 =‘,3.14, d.£. 4, Table a-1;
X2 = 2.1, 4.£, 2, Table a=-2) indi..c.a.ted’ that in n'ei‘the;: case couid the nu;l.lé
hypothesis be rejected (p < «.05). Despite thgée‘ sta;:istical' iasglts, it is -

probable that our respondents slightly overrepresent large'fgmpfogers {n » 150).

and uﬂdé’rﬁ‘ﬁiesént small employers (n¥<- 10). -

o - *

Respondent Position. ' €ach mailing label was addressed to the -

- o

- ‘F - r
' "Om;er/ﬂanager" of the sample?/organization and the letter accompanying the

survey read in part *1f you are not familiar with all of the positions or '

training needs of your organization, pass it {the survey] along t;.o the most’

‘a.ppropria.te person.” ) .l

Table A-6 shows that the positions held by the persons actually responding

to the su.rvey\\varibed suhstantiaily. (A list of the 69 "other" respondents can
- be found in Appendix D.) d o \ ] ) \

The results of Table A~6 are .potentially ppobleméi:ical since it has been

argued that responses to a survey of the sort performed here may dei:end on the '

' 52
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position of the respondent.2 To assess this possibility several statistical
tests were performed (detailed rééults are repbrted in nppehdix E):. Chi~aquare

tests suggest no differences iﬁ~eyaluations of District 4 graduates' work habits

or in their occupational preparation as a function of respondent position.

Additional tests éuqqest that, respondent position was noﬁ‘rglated to perceptions

of using Disfrict 4 services for technical training, interest in managerial
training, qr.on expectations for fp;ure employment. Respondént position was,
however, related to'organization size as would be expected. Owners, presidents,
vice presidents and line managers were more likely to be the respondent in small

organizations; personne} or traininé managers were more likely to be the respon~

dent in larger organizations. Overall then, the results > not squestwtyﬁf the

respqndents position influenced the results and hence subseqpenﬁ analyses were

performed on all regpon&ents. ' '

-~

Y
FMPLOYER ON-SITE SURVEY

.
'

Rationale ' . . ’

L] Fy
In order to supplement the infarmation obtained via the mail survey, on~

site igterviews were conducted byﬁnisgyict 4 instructors with area .employers.

The yationale for this was fouxfold. -,

“

]
# % v

First, mail’ surveys are'limited due to their standardized response ..

format. Employers may have comments of potential value to Mdstriet 4, but if,

due to researcher bias, appropriate questions aren't asked on the survey or

~— .-

resp&nges are categorized, the information-can.be lost. Having employers

pros

respond to open~ended questions allowé for more cqﬁplete reéponses._.

Second, utflizing District 4 instructors as interviewers allows employers

-

to respond in a more technical and occupation-specific vein. Because of the

!

<L occup&ﬁlona1 breadth of District 4 employees, a mail survéy must be general. -

w /
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. - . . \ .
District 4 instructors are able fo focus, during an intervj_.ew, on potehtially

-I. I3
va.luable information due to their technical expertise. ' é

L

Third, as a by-product of the interview process, Dist ct 4 instructors are

N\
apt to gain useful knowledge above and beyond that which is pertinent to this

-~ e

report. For example, instructors reported infomlly *that they were able to’

integrate employer ‘advice into their classroom activiti.es; that their pl’acement y

contacts were strengthened, and that knowledge of future trends in their tech-

*

nical area was enhanced. \ - R SR

-

Fourth, and potentia.lly most sig'nificant Z is the public rela.tions value of

i

, having represent‘atives of Distx:ict 4 conta.c"t areh employers. 33 shown i.n sc-
tion VI of this report, emplo}ers are much more likely to emplo;r District 4
graduates If they have 'been con.ta.c'ced' by a representative of District 4. *idi-
Q‘onally, many emplogre;:s ?:emain unaware of what District 4 has to offer them
with'reepect to such ‘t.him-;s -as evehing courses, on-site tra.inj:;lg, or asgsistance
with training ‘program design. ‘

-, -

Instrumentation ) ) Fov .

A preliminary questionnaire was developed in-.late spring of '1982. The ’
/ L \ . ,
questionnaire wag given to participating District 4 faculty and their comments -+

‘. -

. /
were solicited. Based on the resultant remarks and suggestions, the final ver-
sion was generated, and approved by Dr. Mowrasteh in June (see 2Appendix B).

4

The instrument has six parts: pPart I concerns background information on

employvers and the interviewee. Part II cotnaists of openrended ¢uestions r'ega.rd-'-

*

+ ing how District 4 graduates‘obtained employment, what their strengths and weak-

nesses are, and whether or not they ‘are productive when hired. Part III solie- |
. } -

its employer perspectives on présent {raining and training pneeds. part; IV geeks .

N { 7 -
. &Anformation regarding future areas in which empl;?ymeng is expected to increase.

or decrease. Part V looks at future training needs. Part VI consists of a gser-

: 94 \
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ies of"sttuctured questions designed to obtain interviewer comments on the

interview.

Samgle Selection

——

The pro. adure for gelecting employers to be interviewed differed substan-

_tially from the mail survey. Mo effort was made to generate a random sample

which would be represéntative of District 4 employers. Rather, 54 employers

.were selected nonrandomly at the convenience of those District 4 instructors who

elected to p&rticipal:e in the project. In most cases, instructors already had

contacts within the targeted organizations. & list of employers and interview-

ers is provided in Appendix B.

Interviewer Preparation ) . //

To ensure a degree of uniformity in the interview process, interviewers

were briefed by Dr. MNowrasteh in a meeting prior to the start of the visits to

f firms. ‘In addition, » set of guidelines was given to each interviewer (see

Appendix B).

Description of Purticipating Employers

Industries visited for on-site interviews? Table A-3 shows that on-site
4

interviews were conducted in the automotive, data processing, and printing

-industriey at a greater rate, and among all other identified industries at a

lower rate than obtained in the mail survey.

Iocation of :n-gite interviews. As shown in Table A~4, 72% of the organi-

zatioixs visited were in Dane county, a slightl; higher percentage than
respondénts to the mail swrvey. ﬁher areas received proportionately less

;

attention.

35
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TABLE A-3

INDUSTRIAL CLASSIFICATION OF SURVEYED AND INTERVIEWED CRGANIZATIONS

. :
Mail survey on=-8ite Interviews
Number of Mumber of
Industry Qrganizations Pezrcentage Organizations Percentage
Contractors 19 6.4 0 ‘0
Manufacturing 114 3g.1 17 31.5
Radio/TV/ 1 3.7 2 3.7
Telephone'
Wholesalers a1l 3.7 1 1.8
' Department 17 5.7 0 0
Stores
Automotive 10 3.3 6 1.1
i -
" Financial 51 171 0 0
Institutions
mata Processing 10: : , 3.3 3 5.6 .
Voo : \
Hlectronics 4 1.3 02 . 0%
Dental - 12 1.0 0 0
Technology
|
Hospitals/ 33 11.0 3 5.6
m:s\:l_ng Homes
\ : \
Printing 0 0 8 14.8
Miscellaneous 7 2.3 14 25.9
or hknown —_
299 100% 54 1008

g

3plectronics firms interviewed were either categorized as manufacturing or
unknown due to unclear data on questionna;*es.

96
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; ’ TABLE A=4 ¢

’ LOCATION OF SURVEYED AND INTERVIEWED ORGANIZATIONS

Mail Survey ‘One-Site Interviews
- Number of mmber of )
Location® Crganizations Percentage Crganizations Percentage :
‘East Dane 8% 28.5 21 3s.8
. Reedsburg 36 12.0 . 4 7.4
e
West Dane 94 31.4 18 33.3
Fort Atkinson 27 9.¢ 3 5.6
Wwatertown 19 6.4 3 5.6
Portage 34 - 11.4 91 1.9
Out of District 4 1.3 ¢ 4 7.4
or Uhknown —— — —

‘ Total 299 - 100% 84 100%

AS

2gee Appendix C for a breakdown of the communities in-.each category.

Number of employees in interviewed organizations. Interviewed employers :

were larger {as measured by number of employeesli than those who responded to the

mall survey as illustrated in Table A-S\-\

“
.,

TABLE ;QK
NIMBER OF EMPLOYEES IN SURVEYED AND INTERVIEWED ORGANIZATIONS
Mail Survey - ,‘ T n=-5Site Interviews

Wmber of Humber of . ’ M&inber of
Bmployees Organizations Percentg_ge . argani}aj:ions Percentage
1-9 122 42.4 10 18.5 .
10-24 59 20.4 B ' 14.8
28=49 36 12.5 7 13.0 .
50~ 149 - 35 ' 12.1 12 22.2
150 or more 37 12.8 17 31.5 ’

Total 2892 7008 D 100%

210 respondents did not answer this question.
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Employment of pistrict 4 graduates in organizations vigited for on~gite

interviews. In contrast to the mail survey where 43% of responding
organizations employed District 4 graduvates, 91% of interviewed employers
reported employing District 4 graduates.

-4
Positions of individuals interviewed. TPositions of individuals interviewed

within "firms dlso appeared to differ from ﬁhose who responded to the mail survey

as shown in Table A=-6.

TABLE A-6

POSITION OF RESPONDENTS IN SURVEYED ORGANIZATIONS
AND POSITION OF INDIVIDUDALS INTERVIEWED

. Mail Surve on-Site Interview
o, * Wamber of Number of
. " Bosition Crganizations Percentage Crganizations Percentage
Owner 69 23.6 6 1.1
- President or 82 28. 1 ' 5 , 9.3
Vice President
Personnel or 50 . 17. 1 21 38.9
Training Mgr
Manager 22 7.5 15 27.8
other” 69 23.6 1 13.0
Total 2923 1003 54 100%

2seven respondents did not answer this question.
bSee Appendix D .for a list.

A
Interviews were conducted more frequently with personnel or training

managers and general managers and less frequently with other identified

respondents than in the mail survey.

[
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. FOOFNOTES

1A total of 86 telephc;r;e calls +o nonrespondents wex:e made. The 34
organizations that did not answer the two questions fall into the following
categoriess

. Answering machine 2
hable to angwer questions s
pid not answer telephone call 15 -
Refused to answer 2
HWamber out of service 7
out of buainess 1
Other 2

\ 34

2§sche; F. M. and Vogler:; p. E. Assessing employer gatigfaction with
vocational education graduates. Columbus, OH:; The Kational Center -tot\ Research

in Vocational BEducation. 1980.

i

\
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APPENDIX B

INSTRIMENTATION

Mayor and City Manager Survey
- Sample letter
= Instrument

Mail Survey

~ Instrument
= Initial letter

= Follow=-up letter

On=-Site Interviews

- Questionnaire
- Interviewers and

Interviewed Employers

Guidelines

Tetter to Employers
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August 26, 1982 :
P
My, Roderic J. Schroder
PO Box 192 . .
Columbus, NI. 53925

Dear Mr. Schroder:

. ‘ ,

The Vocational Techoical and Adult Bducation'District No. & has asked us
to briefly determine what important changes in employment are likely in ocur
area in’ the pnext three years. Because mayors or other chief city officials
are likely to ba aware of changes that may occur, we have enclosed a brief
questionnaire asking your best judgment about majer changes in prospect over
this period. . P

This should only take a minute or so of your time. Your cooperation will
be appreciated. Any reéponses you give will not be associated with your name
and vill be iaterpreted as simply 2 judgment of what is likely to happen.

Thank you for your cooperation, Please return the Questionnsire in the
postage~paid business rsply envelope that is provided.

Sincerely, . .

William A. Strang
Director

Enclosure
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QUESTIONNAIRE

»

Brief Survey of Major Employment Changes
Expected by 1985

1.° Name of your ci&y

The following questions relate to changes in emplayment of 50 employees
or more, :

Fl

2. Are there any companies plamning to open new operations in your city by-

19857 .
. No Yes M ) o
’ Company Name ‘ ' Probable’Employment
- ' {your best egtimate)

3. Do any companles now located in your city plan any major additions in
employment by 1985? . :
No Yes ’ L

——— ep——

Company Name Probsble Added Employment’
(your best estimate}

* 4. Do any companies now located in your city plan any major cutbacks in
employment by 19857
No Yes

Company Name _ Probable Lost Emplovment
(your 'best estimate)

3

N 1

Please return ‘the questionnalre in the postage-pa:l.d bus:l.ness reply envelope .
that 1s prov:l.ded,

A ' . 62




MADISON AREA TECHNICAL COLLEGE

Ares Vocational, Tachnical and Adult Education/District No. 4
FOl't Atkinson - M._disoﬂ . Pom! . R“dsburg * Watartown

EMPLOYER SURVEY '

1
PART |. EMPLOYER INFORMATION
L _ - Sic
Firm or oeganization name -
~  Address/City/Tp

Approximate number of employsas at this location . . ..

Your position in thig firm: .
0 Owner O President or Vice President O Personnel Manaqer d Ganeral, District; or Area Manager €3 Training Director
O Other (Please specify}

PART ll. DISTRICT 4 GRADUATES . : °

1. Has a District 4 represantative (tescher, administrator, counselor) ever cnmmdyou about empioying their vocational graduates in
permanent part-time or full-me positions?
Oyves OQOMNo 0O Dontknow
2 Oomwmnhﬁatmnmhmmoponing? * ) .
. OvYes 0ONo ’
3 Hasa Dmtgm.mmhdﬁtapodmnwnhmrmnmm
CYes OCNo O Don'tknow :

- 4. Dowuwmn&ymhvwhmmmemplwodwa4mdmm -

Q Yes, Number presently emplayed
O No (Plasse skip o PART i)

Considered as a group. the work habits of persons trained at District 4 who are now or have been 8mplaved by yourfirm or industry could
best be described ax: . )
i 1 |

[ O] - ) _Satrainciory Four Par 2 Don't know

How would you rate the ovarail occupdtional preparauon of Distnct 4 graduates 0 relation 19 that of other employess without such
- “Araining? Dismct 4 graduates are:

i { - ! | .
For bons PrORores  Losaprapersd  Aoueie same  Benardrines  For Deqer daed 0 Oontknow

»

§. How were Dismict 4 graduates hired? (Check as many categeries as apply.)
O Graduste's inttiative O Olstrict 4 placamant office O Through District 4 instructor O Cuwrant employes reforrals
0 Cther (Plaase specify}
O Oont knew

PART (Il. EMPLOYER TRAINING NEEDS

To help design effective programs. District 4 needs-to know what trining may be needed for:
. A New smployses
8. Employees with insdequate kills
C. Employess in jobs which 8re expectad to change 2
0, New jobs (in your firm} resulting from technological changes or eduipment Purchasas
E. Managers and Supervisors

@~ ’ . 6 3 lcontinued)

c /




Madison Ares Tachnical College Survey

@ Page 2
A, New Employees ' .
1. Does your firm have 4 formal training or orientation program for new employees? .,
QOYes 0 No X ‘
2. Would vour firm be interested in working with District 4 10 improve your present orientation or develop one?
B R * .? -

QOYes 0QNo , .

-
L2

¥

B. Employses with insdequats Skills
3. Pleasa list 8ny occupations for which training may currently bs needsd dueto | inadequate skills on  the part of smpioyees or because it
is difficult 1o recruit adequately trained smployees. . R
Then indicate {using the codes which follow) the training strategy you expect to follew.
1 = No need for outside assisance, imeenat raining program adequate,
. 2 = Off-site classes. saminars, or workshops using outside assistanca.

3 = Dn-aite classes, seminars. of workshops using outside assistance.
4 = Hire new smployses with needed skills if passible.

If youfeel District 4 might assist you in-this training, check the appropriate space

-

. Thitig  * Oisinct 4
, .. Suategn PR
Qccupation , Skilts ancl/or Eguipment for which: Training 13 Necessary (.2 3004} might heip }

-
. +

C. Jobs Which Are Expected To Change
4. Plaasa identify any existing occupations in your firm affected by technological change. new equipment purchases, er other changes

for which empioyees will have to 3cquire new skills.
Then indicate (using the codes in question 3) which ‘raining strategy you expect 1o fotlow.
I* you feel District 4 might assist you in this training, check the.appropriate spacs,

I . Traming Dimnct 4 ' -
. ‘ Strategy assistance
Cecupstion Skiflstgnd/ or Equipmant-for which Trawning is Necescary {1.2.3.00 4] mught haip
-b

6 4 (cantine )
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Madison Area Technical Collage Survey
‘ Page ]
{ ' ;
D. New Jobs
] 5. Plaase identify thoss occupations and . accompanying skills which your ﬁrrn donnofprescntfyhave butexpecis‘to need mtho next
three years due to4echnological changes or equipment purchasas,
s Then indicate (using the codes in Question 3) which training strategy you expect to follow.
if you feel District 4 might aasist you in this training, check-the approprigte space.
w ' Tramning Oisrict ¢
. ' ) . Strategy assishance
Qecupaton Skills snd/of Equipment for which Training is Necesstry (.23, 0r4)  might heip

3 ’ *

i

6. if you indicated above that Ozana4-tranmng might be of use-to your-firm for one or more occutitions, pisase providethe name and
phom number of an individual who could be conmcted by Oistrict 9

Namo : S Fhone \
! ) \

E. Management Trsining ‘ )
7. Wotid managers in your firm conuider attending the following seminars or workshops heid at District 4 faciliies? (Cheek if an-

1

L

4 pliublo.}ﬁcmlistsmﬂclmstfﬂmrnpfmma need in your organization.
- ~Neow product development ..Bnakmn analysis —Advertising
«=flisk management =Caost control _Compmabo
—Cost sccounting . ~Markating strategy =Beosfits
s . Fatiosnalysis —Recruitment and ~dntroductian to patants
—Profit planning salection ~Product sefety
~Auditing ‘ —Fraining and development —Decision making
~franchiss index/profile _ Alffirmative Action and probism solving tachniques
Stlsamean training and EEQ ~Time managament 5
—Purchasing —Security ~Supervisory skills :
Srvantocy comtrol ~Packaging . —Direct mail marketing =~ .
wCredit and collection ~-Physical distribution —Stress managament %
~LCapinl wpenditure anaiysis ~Persannael policies —ther - . o
—Asset management —Labor relations " \
~Fiotail display - Production scheduling .
—fetail site selection —Quality control \
—Exporting . - [J818 processing y
~Ratocation ) ~Strategic planning : \\
§. When would bethe besttime 1D offer these seminars? s \
“ (Pleass number in ocder of praference. of indicate if you have no preference,) : \
~Morning —=FEvening (6:00-10:00) '
—~Afternoon {1:00:3:00 —Saturday ) \
" _Late aherncon (3:30-8:00) —No prafarence - \
L= 3
e ¥ 9. Would it be important 10 limit participation 1o representatives in your industry? .

2 QYes QMo ’

Y
» 10. What athec program charactanstics weuld make participation maore attractive?

Q . 6 e -, ([continued)”
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. Madison Area Technicai College Survey
' Page 4 .
|
PART IV. EMPLOYMENT EXPEGTATIONS . ’ r '
1. By January 1, 1985, if the cumA economic climata improves, does your firm gian to:
O Expand empioyment by | percan) , g
O Kesp smployment the same ', p .
QO Reduce employment by i percant)
2. By January 1. 1988, if the current gconomic. climate wovsens, does your firm plan to: ’ s -
O Expand smploymient (by ' percent) . .
Q Kesp employment the same ] f N
O Reduce employment by " | percant) \ /

3. By Jenuary 3, 1985, if the current economic climate remains as it is, does your firm plan to:

O Expand empicyment (by | percent) - oo .

O Keep employment the same .

O Reduce smploymaent (by ! percant) ..
L | .

4. What factors do you feet will be most important in determining whether or not your business expands ar this location during the 1982.
19885 period? ! _ . . -
Tive most important factors will be /

\ : | /
[ - _L
\ i | . / .
Y : - r/
— i a $ - o '
©Please use the space belaw for any additionsl remerks concerning how District 4 could assist your organization,
/ /
¥ \ :
- P,
\\\
- \ L]
."l . N IIII - -
// Thank you for your participation!'
' A businass reply envelope is provided for your convenience.

) 66 .
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University of Wisconsin . .% Madison

< . . ) - ’

. Graduate School of Business ) Bureau of Business Research
- 1155 Qbservatory Drive y 4
Madison, Wisconsin 53706 .

L . "
] -

L 3 \ ’ ’ -
B June 22, 1382
» - \-.2

-
3

Dear Employer:

The Bureau of Business Research at the University of wisconsin-Madison
is conducting a survey on behalf of Madison Area Technical College to
determine ‘the skill afd training recquirements of local organizations.
The information gathered will help in deciding which skills and occupa-
tions will be most needed in the future and which courses and programs
will best meet the present and future needs of your firm. The 'informa~
tiori you provide will be helpful to Madison Area Technical College
whether or not- you currently émploy or plan to employ gradpates.

Please take the next ten minutes to complete the enclosed questionnaire.
If you are not familiar with all of the positigns or training needs af
your organization, pass it along to the most appropriate person. -The
, responses from your firm will be seen only by researchersg at the.Bureau
of Business Research. The confidentiality of your answers will-be
. completely protected. ‘ - .

£

A business reply envelope is provided=for your convenience.

C . Thank you for your valued assistancei

& -

Sincerely,

ww&m 5’{,

. William A. sgtrang
¥ Director
Bureau of Business Research

£
:

' ".. ’ .

L]

a

efics. ' !

-
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£ T

WL

. University of Wisconsin 2 .( Madison

N

-

] ' . . ) . ) %
Graduate School.gf Business . Bureadof Business Research
. 1155 Observatory UDrive , e , - .
Madison, Widconsin 53706 s , .

July 16, 1982

Dear Employer: ‘ oo .

- v -

_ We need your gssistance! - .-

- . Several weeks ago che Bureau of Business Research at the University of
., Wisconsin-Madison mailed your firm an important quescionnaire. We have not
o - received your reply,’and ask that you cake a few minutes now to complete tha .
enclosed duplicate, . .

. The’ results of this survey will be used by Madison Area Technical ’ - .

- College in planning courses and developing training stracegies for area firms.' ’
. - Your reply will be useful regaidless of whether or.not you employ MATC. grad- .

- uaces or make use of MATC services. All replies will be confidential, seen .

only by .Lthe Bureav of Business Research. : . . .

v
[}

. If you are not familiar -with the various occufations in your firm,.  * .° = -«
i please pass the questionnaire on to the mosc appropriacé person. £ business ’ I
i reply envelope is enclosed for your convenience. ) ’

.

Thank you for your help. The infom.ationaprovided by the few minutes .
. you invest in ’complel:iihg the survey will be extremely.valuable both to MATC . X
"and area firms. ' .

Pl L4 -

. .' < Sincerely, ! . :

- 4
. @
4 .

William A, Strang
. .t " : A Director, Bureau

WaS:jgk

Enclo sui'e
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ON~SITE INTERVIEW QUESTIONNAIRE

I. BACKGROUND INFORMATION &

Interviewer's Name

Pepartment

Fhone Date of Interview

Company Name

.Address

city _ . Zip

@ ' Principai Business Activity

Person Interviewed

Title

LY

Note to Intarviswer:

Please indicate the type of unit your interview covers (i.e., department.
entire plant, entire company. etc.) and the number of employees in the
. anit.

Unit Type - Nurber of Employees

11. EXPERIENCE WITH<MATC GRADUATES
1. Do you have any employees that are MATC graduates?
Yes. Number emploved

! No. Skip to Section IiIX.

2. How were these graduates employed?

__ Graduate's initiative - Employee referrals
.. Placement office Nev}spaper
Through instructor ‘ Other

3. Have you had firsthand exposure to the graduates’ work performance?

Yes

No
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4. Considered as a group, what are your impressions of their preparation
for work? (Record both strengths and weaknesgses.)

; .

[
T
!
5. Are MATC graduétes productive as soon as hired?

l !
YES s

\

If not, why (chéck as many as are appropriate) -

Inadequat\*technical gkills
Inadeduate| communication skills
Difficultylin adapting to wérk rule s
Slow learnerlxow ability |

' Elabor te on above ahd/or other:
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IIX. CURRENT TRAINING/TRAINING NEEDS

1. Do you currently have skill training for new or existing employees
. or do you need guch training?

YES

NO. 8kip to Section IV,

2. Describe the training or the training needed.

3. Could MATC assist with this training? ({(Possibilities: train the
trainers: have employer call instructor for advice, have MATC
design plant specific training. etc.)

71
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IV, EMPLOYMENT CHANGES
1. Do you expect to reduce employment in certain skill areas in-the
next 3~5 years? .

1f- ves., o
. No. of
Skill Area Employees

2. What new and additional kinds of employees (skills) will you be
needing in the next 3~5 years?

No. of
Skill Area ‘ Employees

3. Describe the industrial changes {i.e., equipment: technological,
etc.) that could lead to these future reduct: ~sS Oor increases in
demand for skills.




&7

v. FUTURE TRAINING NEEDS

1. Do you expect that your sk111 needs over the next 3-5 years will
result in new training efforfs in your firm? (Describe)

2. Can MATC assist iu these training efforts?

73

R
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o
INTERVIEWER'S COMMENTS (To be filled out after the interview)

1. Comment on current strengths and weaknesses of MATC graduates-
for this firm. -

Ll

2. Estimate the change in the number of employees and skill areas
of this firm over the next 3~5 years.




El

« 3. Did your interview suggest change'j*in current MATC training?
{Explain)

4. Did your interview suggest changes for future MATC training to
meet this firm's needs in 3~5 years? {Explain}

et 3
&1
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DISTRICT 4 INTERVIEWERS AND INTERVIEWED EMPLOYERS

»

Greg Ericson, Wood Technology
Mnerican Woodworking, Montello
Windsor Romes Inc., Madison
Wick Buildirig ?ystem Inc., Mazomanie
Floyd Judd, Electronics .
Tracor MNorthern Inc., Middleton
ITT Courier Terminal Systems, Midison
Ricolet Instruments, Madison
Wisconazin Power and Light. Madison
Madison Gas and Electric, Madison

Gene Sclberg. Electronics

Eagle Signal, Baraboo °
Baraboo Bguipment Corp.. Baraboo
Thiversity of Wisconsin~Space Science, Madison

Jim Rowsam, Machine Trades
‘Graber Company., Middleton
Wisco Industries, *Qregon
Madison Kipp, Madison
Sieders Manufacturing and Machine Inc., Madison
Flambeau Tool Co., Baraboo
Baker Manufacturing Company. Evansville :
EVCO, DeForest v
Bob Johnson, Electronics
Teletype Corporation. Madison
Wwisconsin Telephone Company. Milwaukee
Jamesway, Fort atkinson
Norland Coxporation, Fort Atkinson
Gordon Flesch Company Inc., Madison
Electric Motors Thlimited, Madison

J. G. Hale. Electronics
Gilson Medical Electronics., Middleton
Carnes, Verona
Digital Egquipment Corporation, Madison
Hamlin Inc.. Lake Mills

Doug Redsten., Job Placement
Webcrafters, Madison .

Dan Beyersdorf, Electroni~s:
AMTELCO, Madison *

Bob Heimerl, Electronics
Faton Corporation/Durant Products, Watertown
Oscar Mayer Foods Corporation, Madison
Chio Medical Company, Madison
Control Products, Watertown

76 :




John

Dick

7

DISTRICT 4 INTERVIEWERS AND INTERVIEWED EMPLOYERS

“ {continued)

Birong, Electronics

A. B. pick, Madison

General ElectriceMedical Systems Division, Madison
NCR, MAdison

Cl}ief Video and Electronics, Madison

GI Supply, Madison .

Virtue, Aztomotive Technology

Ken's Brake and Alignment, McFarland

Jon lancaster Chevrolet, Madison

Terry MoeCaughey's Car Care Center, Madison
Thorstad Chevrolet, Madison

Drovak Chevrolet Inc., Stoughton
Anderson-McGinley Inc., Stoughton

Gade, Graphic Arts -

Royle Publishing Co., Sun Prairie
Tony's Instant Litho Printing, Madison
Sauttle Press Inc., Waunakee -
Webrafters, Madison

Wells Printing Co., Madison

Litho Productions’ Inc., Madison

Widen Colourgraphics Ltd., Madison

W. D. Hord Company, Fort Atkinson




1)

2)
3)

4}

5)
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SUGGESTED GUIDELINES FOR
CONDUCTING ON-SITE INTERVIEWS "y

&

Before the interview, read through the questionnaire to make
sure you know the questions to be asked. Feel free to ask ques-
tions in your own words, but be sure to ask all questions on the
questionnaire. Follow up on interesting responses.

‘You may alsﬂ‘add questions or pursue’ areas of personal interest.

At the interview, introduce yourself and explain what you teach.

Begin each interview by briefly explaining its'purpoée in your
own words. Some points to cover:

a) MATC is trying to determine if current grads
can be trained more effectively.

b} MATC is trying to anticipate changing skill
requirements resulting from business changes.
This could result in new programs or changes
in existing programs.

c) MATC is tryiﬁg to find out if there are new or

additiondl ways it may serve the business -
commpnitY. ’
Be sure to e the 'distinction between what the employers think

MATC qan/should do (write these responses on the questionnaire)’

6)

T

and what you think MATC can/should do based on the employer's
needs (write your ideas on the interviewer's comments sheet}.

While the interview is still fresh in your awareness, answer
the four cquestions at the end of the questionnaire.

Return the completed questionnaire to Dr. Dar Nowrasteh.
266-5071.

’
&

78 - .
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*

AREA VOCATIONAL TECHNICAL
and ADULT EDUCATION /DISTRICT No.4 -

211 North Carroll Street, Madison, Wisconsin 53703 ..

-

3

2 -

NORMAN MITSY, District Director

Dear Participant. e,

Madxson Area Technical College has always been vitally interested in seeking
out new-ways to serve the business community, as well as improve our existing
services. ' The interview that you are taking patt in is one 1mportant activity
that will assist us in accompllshing these objectives:

1. Marc is try;ng to determine if current graduates can be
trained more effectively.

2. MATC is trying to éhticipate changing skill fequirements
resulting from business changes. This cowld result in-
new programs or changes in existing programs.

3. MATC is txying to fxnd out if there are new or addxtxonal
ways it may serve the business community.

Y

The information you provide will help us to evaluate our current programs,
develop new ones, and discover other avenues through which we may be of

service to you. - & .

With the intention of promoting an ongoing relationship, weﬁencouraée you
to maintain contact with your interviewer--in- the future for technical advice
or assistance, as well as for plqpement purposes.

Thank you for your valued participation. ;

Sincerely,

Norman P. Mitby "

District Director

NPM:DN:nc ) -

79
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APPENDIX C

NUMBER.OF ORGANIZATIONS RESPONDING TO MAIL
SURVEY FROM EACH COMMUNMITY

AREA 13

CL t.y_( Town

Cottage Grove
DeFPorest !
McParland
Stoughton

. Sun Prairie

windsgr -
Madison (53703} '
Madison {53704) !
Madison (53714)
Madison (53716)
Ocher

TOTAL

AREA 2:

City/Town f

Black Earth o
Dodgeville

Ione Pock
Mazomanie j
Flain

Pralrie du Sac
Sauk City
Spring Green
Baraboo

Lake Delton I
Lavalle '
loganville f
Reedsburg
Wisconsin Dells
.Wonewoc ’
TOTAL i

T

EAST DANE (28.8%}

No. of. Org.

REEDSBURG (12.2%)
|

© No. of Org.

4
4

B WD kW

—

I-b—la\—l—l—l
-

W
h

80
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eity/ Town

Belleville
Brooklyn
Crosg Plains
Dane

| Mdadleton

" Mount Horedb
- New Glarus

75

APPENDIX. ¢ {continued)
/

&

AREi/i}//hEST DANE {31.9%)

*»

Cregon

, - Verona

' Waunakee
Madison
Madison
Madison
Madigon
Madison
Madison
Madison
Madison

{S3709)

{53708%)

(S3706). .
{53707) ; . )
{53708)

{53709)

(53711)

{53713)

P

— -

%

Madisgson  {53715)
{53719)

Madigon
TOTAL

|
“BAREA 4: FORT ATKINSON (9.28)]

City/Town

Palmyra
Sullivan
Cambridge
teerfield
Fort Atkinson
Jefferson
TOTAL

City/Town

Johnson Creek
Watertown
lake Mills
Waterloo
TOTAL

wh O (0 wb =2 O W W O W ot owh W ] wh B ok B
4

-t

1
o

0
[

* | .
i

!
No. of org. .
, .

N

™,

N\

.

NI - .
HMuaEmamw -

AREA 5: WATERTOWN (6.4%)

bbo ch QI.'S-

-t
) =i

b
Of—s N

81 - o




city/Town

Fortage

- irlington

Columbus
Fall River
Montello
Pardeeville
Randolph
Westfield
Wyocena
Neshkoroe
TOTAL

APPENDIX C {continued)

AREAR 6: PORTAGE (11.5%)

. of Crg.

1

- NN o

,
Mo

L
S ]id -




APPENDIX D

! ' -
"OTHER" RESPONSES: POSITION OF RESPONDENT TO MAIL SURVEY

Manager

Branch manager {3)
Store manager (5)
office manager (5)

- Cashier (3)

Bookkeeper (2)

Secretary (3)

Partner (2)

Bookkeeper/secretary

Read teller/bookkeeper

Controller

Chief enginser

Secretary/treasurer (2)

Plant supervisor

Marketing manager

laboratory assistant dirsctor

Mminjistrator (5)

Corporate director of indusirial
relations

Broker

Superintendent

Hospital administrator

Staffing administrator (2)

Mata center manager

Assis%ant treasurer
Treasurer/manager

Savings manager

Administrative manager

Trustee

Personnel managemert specialist
Personnel officer
Mministrative assistant (2)
Assistant director

Consultant

Personnel adminis tra.tor
Personnel director

¢l inic manager-

pirector, systems and programmzng
Secretary/controller

1ab anager

Plant manajer

Assistant manager/trainee
Baployment assistant
Assistant manager

Office manager's assistant
Executive director

Office manager/accountant

§3

»

&




Table

Table

Table

Taple

Takla

Table

E=1:

E=2:

E=3:

E~51%

E=G1s
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"APPENDIX E

EFFECT OF RESPONDENT POSITION ON RESULTS

Il : . 3
f

Fatings of Work Habits as a Function of Respondent
Poss tion

Ratings of Cccupational Preparation as a Function of
Posltion

Position of Respondent and Percentage who Believe ‘
District 4 Could Assist with Training

Position of Respondent and Percentage Interested in
Managerial Seminars

Respondent Position and Employment BExpectations for
Three Possible Stenarios of Pronomic Climate

Percentages of Fmployees in Responding Organizations
Arranged by Respondent Position
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TABLE E-1

RATINGS OF WORK HABITS AS A FUNCTION s
OF RESPONDENT POSITION

Percentages of Ratings

Respondent . Ex;:ell t or satisfactory Row
) Position Good ' or Poor Total
Owmner : 17.8. 3.4 21.2
President or Vice 19.6 5.1 23.7
Presgident
Porsonnel or Training 25.4 ) 1.7 27.1
. Manager
General District or 5.1 0.0 6.0
Area Manager
other 18.6 T 4.2 22.9
Column Total 85.6 14.4 100.0%%
In = 118
bPatings were gollapsed into two categories in order to perform statistical

tests.

: 's

' {

|

|

|
e

' 85




Regpondent
Posgition

Owmer '

President or Vice
President

Personnel or
Training Manager

General, District
or Area Manager

Ccher
Column Total

aN = 105

b}htings were collapsed’ into two categbries in order to perform statistical

tests.

ao

TABLE E=-2

RATINGS OF OCCUPATIONAL PREPARATION
AS A FUNCTION OF POSITION

Better

S 'n:ainedb

15.2

15.2

22.9

Percentages of Fatings

Same or Fow
less Prepared < Total .
4.8 20.0
10.5 25.7
ve 3.8 26.7
1.0 3.8
8.6 23.8 i

28.6 100.0%2

3
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TABLE E-3

POSITION OF RESPONDENT AND PERCENTAGE WHO
BELIEVE DISTRICT 4 COULD ASSIST WITH TRAINING®

Assigtance with Agsistance with Assistance with
Training for Training in Training for
Position Exigsting Bmployees Naw Skills New Jobs
Yes Mo Yes Mo Yes Mo
Owner 3.1 20.5 1.0 22.6 7 22.9
President or ]
vice President 4.5 23.8 2.4 25.7 "2.1 26.0
2 i .
Pergonnel or '
Training . - N
Manager 4.8 12.3 2.4 14.7 1.0 ~ 16.1
General, District,
oxr Rrea Manager 1.4 6.2 1.0 6.5 0.3 7.2°
Cther 2.7 +20.9 2.1 21.6 1.7 21.9
16. 4 83.6 8.9 91.1 5.8 94,2

aN.= 292




Position

Owner

Fresident or vice
L President

, Personnel or
Training Manager

General, District,
or Area Manager

Cther
Column Total

. Ay = 292

[\
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TABLE E-4

*PFOSTITION OF RESPONDENT AND PERCENTAGE
INTERESTED IN MANAGERIAL SEMINARS®

Row
Interest W Interest ‘Ibtal‘

14.0 9.6 23.6
13.7 ' e 14.4 28.1
6.5 10.6 17.1
4.8 2.7 7.5

1 1.0 12.6 . 23.6'
50.0 * 5040 100.0

88
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TABLE E~-5

RESPONDENT POSITION AND EMPLOYMENT EXPECTATIONS ¥OR THREE

- POSSIBLE SCENARICS OF ECONOMIC CLIMATE
Improved Climate® Same Climate’ Worse Climate®
Pogition . Expand | me Reduce " Expand Same Reduce Expand Same Raduce
r
Ovner 8.6 2.9 -~ +9 . 2.2 . 18.2 1.3 1.7 13.9 6.5
President or ° .
Vice President 17.7 10.8 +4 4.9 2t.8 2.2 2.6 18.7 7.8
Personnel or , , ) .
Training Manager 6.0 2.1 0 2.2 14,7 1.8 0.9 10.0 7.8
General, District, :
or Area Manager 4.3 3.4 0 2.2 5.8 1 .4 5.2 2.2
Cther 9.9 12.5 0.4 3.6 16.0 3.1 2.2 13.9 6.1
- v L
46.6 5.7 1.7 15. 1 76.4 8.4 7.8 61.7 30.4
- L
ay = 232
by = 225
®n = 230, ’

89 | 30

Ja




Rumber of
Employees

1 to 9
10 to 24
25 to 49

50 to 149

- 150 or more

. Column Total

AN = 284

17.3
3.9
1.1
.1

, 0.4

TABLE E~6

PERCENTAGES OF EMPLCYEES IN RESPONDING ORGANIZATIONS

o

Piesident/
Vice Pregident

ARRANGED BY RESPONDENT POSI?ION *

Personnel/

‘General  District,

10.9

1.4

27.3

Training Manager or prea Manager Other

) 1.4 4.2 8.1

¥

2. 1 r 0. 4 6. 0

2.5 » 1.8 3.2

2.5 t.1 4,2

8.8 o0 2.5

17.3 7.4 23.9

13.0

100. 042
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, ' ' APPENDIX F / . :

. SKILL TRAINING NEEDED BY DISTRICT 4 EMPLOYERS

* Current Jobs ‘ .
o Sales representatives, advertising Lo,

Sales associates, talk td customers, appearance, arithmetic
. Ad salesperson ; .
JCustomer contact . . s . . .
Sales engineer Qﬁ
Marketing ‘ K ) 2
Supervisory, people and time management
Management (8) - , . . :
Buyers :

. 0ffice manager accounting/computer (2) -\\\t

. Foreman, methods improvement, supervisory gkills, motivation, quality

Broker - . , ,
Payrsll clerk, computer training

° Underwriter L
Accountant {4) ‘ -~ : . L ’

_ Reconciler N ) ) .
Of fice administrator, purchasing, production control, inventory control® .
Director | 1 .

Public relations assistant, writing, communicatlon layout

. Booklkeeping ®
Credit and collection - . : o .

Secretary, typing shorthand (4) ,

. - Switchboard operator w?
) . Office clerk, calculator, adding machine, type iter, teletype, arithmetic
General office ()" ) . “ ]
Rezeptionist o e T ‘
' Lab (3) ! ' .

‘Nurses aide (5) ° ‘
License& practical nurse ) )
Registered nurse ' *
Dental technician (5) ’ . - A .
Respiratory therapist
Hospital administrator
Bursing ,
bletary aides
Medical records 1 s
. Computer programmer {4)
General computer {3)
Data entry (2) _
Programmer/analyst ¢
[~ Operator (4)
Word processing (6)
Cement finishers (2)
Crane operators

s

Heavy equipment operator .- . /// ) /
2 Redi-mix truck driver . o
Machinist (3) . . > .

rr




, . . 86

Tool grinder (2} . {I A
Welding (5) .
Tool and die (3)
Panch press set-up and opevation
" Cable TV technician, electronic theory :
EBlectronic technician (3} a
Teller (6) R ; .
Loan officer « ‘ \ )
Banker, financial counseling, persdnal banking ’
General banking (3) . . R ;
cross seXiings . ' . {
Wood mill ma.chine. operator, reading route,{ set~up |
Carpentry ‘ . .
Joiner . . . T , ®
Cabinetmaker -
Finisl';ing ' ) ‘ . . 0y
Assembly . o . '
High speed production woodworking machine operators -
Moulder operators / : /
Machine operators,. wide belt sanders, saws, routers
Band .sanders /
Retail salesperson {(4) . , . /
Catalog asgociate o e
;Auto metal man Yy T e
Body shop technicians .
. huto technicians ‘ 4-' ) o
Truck mechanice " : ’
Auto mechanic, gas and diesel _
. Truck, diesel mechanics , .
Electrician (3) ‘ '
lab sciences : - : / ) .
Press operator, four color : O
. Sorter/printer operator, high speed printers and document” soxrters
Engraving . . /
Graphics -
Magazine éditor :
Print errand person
- Bewswriter, comunity jour'alism training
Copywriter
Raporter
*  Hewspaper layout . .
Savings counselor ’
Painter (2)
. Quality assurance ’ ) .
. Quality control inspector ’ ’
Sign painter
Maintenance mechanic (4)
Skilled mainternance, wélding, electronics
Maintenance mechanic, hydraulic, pneumatic and&electrical skills

+ BraZer
Sheet metal workers
winding . )
Mechanjical l:rades 94

Fire and safety




Refrigeration . )

Rubber chemistry .

Spray fireproofer
+ Foam mechanic

Molding technician

Sarvice technician v

CAD/CAM drafting _ o .
. Mechanical and electrical drafting . . '

Parm-oriented technician .

Plumbing

photographer ' S .

Const:ruction estimator, knowledge of architectural, tructural drawings !

House ‘manager . .. . . /

X Social worker 2 . : o /

Inspector '
Packing - ' - < e ' ‘- ’

* Housekéeping - .
Cook ,° . : J ,
Laun worker . ' i
Food service wocker " /i
Laborér, get forms, dig footings .
' Warehéuse person T . e
~ Seamstress

. . ]

r

v

f ' .
., Jobs {Which are Expected to Change

! \
wellér, automated teller.machines (4) - .
Telle%, microcomputer (5) ) Lo . |
Accounting, bank clerk, data entry training .. f
Bank dnvestment officer
oan officer
kkeeper . . ' . .
{2y . .
eper, CRT machiues {2) : .
ting skills B "
manager, bookkeeping, typing - C ’ e e
er operator training (6} N . . ‘
er programming {(4) R
try (3). - " . / —

er numerical control (3} ) " .
mechanic, caterpiller, diesel J
chanic, motor and bady ‘repa.ir, fleet oPera.tions, diegel knowledge
_ohuto,. irazing ,"
e mufo hody, bench unibody /
i Engingerino, rnicroprocessing, robotics, electronics
. Electronic technology, high (10-15 volt} technology

Electroni¢ technician (3) S
., ] . v, . ) Py F
| l/ - ' . L3 95 !
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Electronic engineer
Electronic instrument repair
Bospital information management system - >
Registered nurse (3)
mrse*s aide (2)
" Licensed practical nurse (2) ‘
Tissue cultuzre i '
Sales (2)° )
. besk clerk i :
‘ Bartender . ; ‘ -
Waitress )
Farm machinery operagors
CAD/CAM draftsman ‘\ . i
Spray foam equipiment i *
} [ Spray coating equipment ‘ . . Lo .

Cold heading , ’ .
Automatic fire suppression )
Computerized stamping -
i+ Punch press, compound/progressive dies : .
Y ofiset printing ' o . K

Farm mechanic

Helding, electrical, maintenance (2}

: New Jobs : ' S -
- computerized binding machinery { . )
Proof machine operator ./ ey
braftsman/engineer ) . . ..
Tabe bending . -,4 .
Wood working machinery 9 Lo .
Ener-y management consultant . . -
Customer service skills o . .
‘n@timators | - o
Electronic technicians :
Sclid state controls ‘.
CcCND expe::ience and familiarity with advanced machine tools -
'C™C programmers {2) L .
; Heavy og ipment operators ’ -
| Speech thurap;r and occupational therapy technicians
! Secretarial -
/| Foreman
) Marketing director (2)
i sales (3)
Pental technician
! Radiology, .ultra sound technolé‘éy; nuclear medicine
Nursing assistant, training in home health care
Administrativa, business machines, computers, typing’
General p cchasing skills ~
Productivity control / . '
Investment specialist -
Cost accountant
% ' . COmputer programming {5) ) 96 I
y ldicrocomputer operations (3)

»
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Teller, computer-related machines (3)
Word processing {3}

General computer (4) ‘
Auto technology, working with computerized Sun machine i
!

97
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APPENDIX G

INTEREST IN MANAGEMENT SEMINARS BY FUNCTIONAL AREA

General Management (25.3%) Bumber Indicating Interest

Supervisory skills 73

. Time management 56
Decision making and problem

solving 51

Stra%egic planning 17

Stress managemant 46

243

Arcounting/Finance (23.0%)

Capital expenditure analysis 19

Credit and collection 44

Cost control 36

Cost accounting 32

Breakeven analysis 19

Profit planning 31

Ratio analysis 17

. auditing 7
Asset management s

221

Human Resources (18.5%)

Recruitment and selection 28
Training and development 33
Personnel policies 35
Affirmative action and EEO : 24
Compensation 22
Benefits 15
Labor relations _21

178

a
o

Production (7.1%)

Inventory control 27

Quality control 22

, Physical distribution 1
Production scheduling _ 12

Product safety _6

v 68
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APPENDIX 3 continued

Marketing (15.3%) " Number Indicating Interest
Packaging 6
Exporting 6

. Direct mail marketing 15
N¥ew product development 30
Salesman training 29
advertising 28
Marketing strategy 28
Retail dismlay 5
Retail site selection _0

147

other (10.8%)

bata proecassing 29
Risk management 28
Franchise index/profile 3
Introduction to patents 8
Security - 12
Relocation 3
Purchasing _21
10
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APPENDIX H

"OPHER" RESPONSES: HOW DISTRICT 4 GRADUATES WERE HIRED

Jeb Service (2) ,
Apprenticeship program (4)

tewspaper ads (5)

Employment agency (3) '

Hired after working part-time (3)
Respondent was graduate of District 4 (1)
Organization contacted District 4 (5)
U.8. Office of Personnel Management (1)
Posgition posted (1)

State Civil Service exam (1)

Cther (2)

i0u
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APPENDIX I

SUMMARYIES 0? RESPONSES TQ REQUEST: "Please use the
space below for any additional remarks conc¢erning how
District 4 could assist your organization.”

Organization too small for reply to be pgeful (13)

pifficult for firm to forecast neads

District 4 welding department was cooperative and helpful

Interested in on-site assistance

District 4 graduates well-trained

Hold CATV technician course with technical orientation

Hold one semesSter course in RPG II and III for students

pistrict 4 programs are worthwhile and necessary

Need for graduates with basic skills, good work ethics, desire for advancement

Community journalism program is good

Need for secretarial science graduates

Always looking for good truck mechanics

Very pleased with welding course graduates

No need for outside as:tistance

Most employees from Milwaukee Area Technical College, some trained by as

Will need training as new equipment is purchased

Hirea only experienced workers

Parent company provides extensive training

Placement office at District 4 uncooperative in publicizing part-time teller
positions; looking for applicants with some college, self-confidence, good
communication skills, good grooming, good handwriting, and spelling

Abla to train employees on~the-job

Have internal training program

Unlikely to use District 4 seminars, have regional training center

Questions difficult to answer

Make sure graduates learn basics, retain over time

District 4 should develop dental technology school

Employees come to firm already trained, or we train:; need medical secretaries
and nursers from District 4

Mwployees have little knowledge of technical theory: firm uses "fear and
bribsry" to teach work habits

Keep up the good job

Interested in District 4 seminars

Training program essential for new and existing employees

- Would have hired sheet metal workersg if available

Send announcements of seminars, firm is interested

Firm plans to close laker in vear

Stress proficiency in "3 R's"

our business requires highly speclalized training in orthopedic appliance
application, anatomy, and related subjects; nearest available school is
Yorthwestern thiversity

MAYC grads are doing well

MATC grads have exaggerated opinion of their initial worth; feel their learning
is over after graduation

Firm satisfied with MATC grads; 10% of workforce attends Annually

Get an envelope to fit the survey

On~the-iob training is best for salespeople

- 101
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APPENDIX I continued

Recently hired: cannot answer Juestions

Direct questions to corporate headquarters in Milwaukee

Call firm if they can be of assistance

Management training seminars would be bheneficizl

Would like more information on management seminars

Dependability is most important--how can it be taught?

Randolph employees won't drive to Madison, would prefer to go to Beaver Dam, bhut
aren't allowed to

Thanks

Haven't had luck with younger generation, undependable, only interested in wage

JRIC]® ¢LEARINGHOYSE FOR
JUNIOR COLLEGES
UNIVERSITY OF CALIFORNIA

FEB 17 1984

8118 Math-Sciences Building
Las Angeles, Callfornla 90024
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