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FOREWORD

The outcome of the hiring process is uncertain for both job applicants

and eaployers: Ewmployers are faced with selecting an individual from a
pool oi candidates about whom they have incomplete information. Collecting
additional information is costly and the most important variable--how the
individual will perform on the the job—can never be known with certainty.
Similarly, for job applicants, there 1s considerable uncertainty sbout poten-
tisl ezployers and how a particular job would influerce the applicant's
career; This study attempts to aralyze the explicit and {mplicit behavior

of firms and of youthful job applicants during the hiring process both in

i53essment of appllications and interviews.

The study addresses gquestions such as the following: {1) What is the re-

lative Importance of the attributes (signals) thac appear in a typical job
apptication? (2) How valuable {n the hiring process are one or two vears of

postsecondary education versus a high school diploma? (3) Of what value, in
terns of being hired, is a vocational education major versus a work experience

program versus a cooperative education pregram? 4) How valuable is parz-time
work experience in nigh school versus no work experience? (5) Do emplovers
Value ¢ligibility for subsidies such as Target Jobs Tax Credit as the make
hiring decisions?

This ropift presents analyses of data collected in a number of feminars

i1 which Columbus-area employers cume to the National Center and reviewed
imulated applications and job fnterviews. The research would not have been

possible without the cooperation and assistance of thc fifty=six employers
who attended these seminars. We greatly appreciate the time and the insights
that thuse very busy men and women contributeds
 Appreciation fs also extended to Jack Barron, Robert Crain, John Gardner,

and Michael Crowe for their reviews of this report.

Thiinks are also due to Cathy Jones for her expert typing and preparation
5t the report and to Cheryl Lowry and Rath Worley for editorial assistance.

This coxecutive summary 18 @ nontechinical summary of 3 technical report
with the same title.

Robert E., Taylor

Executive Director 7

National Center for Research
in Vocational Education



1. PURPOSE AND METHCDOLOGY

anlyat tvptcatky use earntngs or income as the appropriate outcoae

deasure when they 9valuate the beneftit to an tndtviduai of vocational training

or of stayilng in schosl. otter ob?ious outcoues are the nonpecuntary tenefits

of a job, such as employment security, uorking conﬂitions. and occupattonai

prestige. The labar market is the mechanism that allocates 1nd1viduals with

particolar skills to jobs with particular pecuniary and nonpecuniary charac-

teristics. tnoking out for their self-interest, job seekers try to maximiz.

thelr earnings, emplo ment security, working conditions; and other nonpecu-

niary benefits. Lookiig out for their,seif—lnterest* employers try to find

t#e most productive wvarkers. But the labor market {5 not a black box that

opeérates arbitrarily. It i{s the systematic declsion—ﬁaking process of )
millions of employers and job seekers. Once decisions have been made, the
earnings and other outczmes follow. Thus; the argument can be made that
angther; (perhxps more accurate) outcome measure of training or schooling

processes 1{s the success or fatlure of the individual's job search process.

mployablllty development 1nvolves making decisions about Investments of

time or rebourceS., Thlq process lncludes those activ*ties tndtvtduais onder—

of batrtng work in the occupatlon of their preference. For example ?outh
could hold part-time jobs while in school; which means léss time devoted to

acadcmlc achlevement or axtraCurrtcular activlttes. They could drclde to at-

from high school or to enter the labor market directly. The implications of

these vorts of dectisions on futiute eatnings are important, but the effect of

these investments on the probability of getting a job are perhaps more fmpor—

tant. For PXamplL. the returns to Intensive athletic participation ﬁhlle a8

yOuth are no doubt cxtremely high for those who become profécsional arhletes,

but the probabiifty of that payoft is slight for any given individual.

Gchpltc {ts seening {mportance, »elatively little study has been under-

taken of the effects of personal characteristics, basic or vocatlonal skiil

levels; and job experlence on the probahility of getting a job. The purpose

of this study was to describe and to analyze how employers respond to infor-

matlon presented to them on application forws and In interviews when they make
hiring decisinas for entry~1eve1 Jobs. Entry-lavel jobs are deflngd heére to
be positions that do not requivre a bachelor's degree. The approach of the

study was to observe cmployer responses in simulated hiring settings. Per-

sonnel from a nuaber of firms in ’lie Columbus, Ohio area participated in

these aimulatlons, which took place at the Natlonal Center for Research in
Vocational Education durlng Novesber and December 1982,

klthough actual hiring processes {nvolve many actors ln a firn (e.8.,
roceptionists, permonnel office staff, line supervisors); the primary respon-

dents in the stiidy wefe personnel adainistrators. Furthermore, the focus of

Q



the stody was upon thelr reactions o youthful applicants {aged sixteen to
twenty-five) who were seeking fu 1-zise jobs in retail, machine trades; or

clerical posirions: Hmployers® perceptions of employability ckange upon

personal contact with a job seeker, so the simulation process required the
respondents first to rate applicants from information supplied im job appli-
catione and then Lo rate them again on the basis of additional iwformation

obtatned from viewing a videotaped interview.

The empirical analyses of the data collected during the simulation of

niring activities measure the relative wZeight that employers place on varicus
iobseeker attributes when making applicant assessmertc as well as the rela-
tive weight of the influence of employers and firm characteristics on those

assessments as well. For almost all the jobseeker attributes studied, there
were strong prior expectations about ¢he direction of the relationship between
jobseeker attribute and employer assessment. For example; employers were
presumed to prefer applicants with previous relevant work experience to those
whose work experience had no relevaace to the jobs It was also anticipated
that applicants with friends or relatives in the same company were likely to
bu viewed more positively than those youth who die not have contacts within
the tim.

. The emphasis of the quantitative analyses, therefore, wis not on further
siibstantiatton of the existence of or direction (sign) of relationships but
rather on the retative magnitudes of the effects. For instance, by how much

is an applicant with two years of relevart, postsecondary vocational training
but no job experience rated higher or lower than another applicant with twc
years of relevant job experience but no postsecondary training? The approarh

was to estimate, with multivarfate regression; the structure and relative mag-

nitades of the fuaction that eaployers use implicitly in rating job applicants.
Tne rating 6f the job applicant was modeled as dependent on the applicants’

perscnal attribates as provided on the application form and on the charac-
teristics of the émployers performing the rating exercise. The regtessions

ylelded parameter estimates that indicate the effects of the (systematically)

sanipulated attributes, such as work history, t¥pe of high school program, and

vocational skills, on the rating of the applicants. Analyses of the ratings
madeé after viewing videotaped interviews explain how varlous dimensions of in-

terview petformance change the employer's prior evaluation of the appt lcant,
~ In addition to the quantitative data collected during the aesslions,

employers were provided with the opportunity to "tell their stories™ about
hirfng youth and employability develomment within schools: These discussions
offered employers a chance to share thelr perceptions about the quality of job
applicants and ncw hires and how the latter perforw on the job: For example;
when sclecting employees because of certain school or work experiernce, what
quatities of the jobscekers did the employers believs they wete avoiding
that relate to unacceptable perfotmance on the job or high turnover rates?
What aspects of the their performance on the lob influence the applicants’
probability of being promoted; laid off, or fired? What problems scem to

have lod these applicants to dectde to resign? These qualitative dats provide

a corrobovative source of {nformation to the empirical analysis about em-
vloyers' thought and reasoning processes when hiring youthful workers.

rI
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2. OESCRIPTION OF THE SMPLOYER SaAMPIE AND THEIR COMPANIES

The data collected and their sobsequent analysis are {ntricately depen-

dent on the sample of employers who attended the seminars. This secticn of
the oxé-utive sumdary presents descriptive statistics derived from the con-
side.able amount of data provided by the respondents about themselves and
thetr firms.

[ ]

:1 Enmployer and ¥irm Characteristics

The [irst set of data to be described sre the characteristics of the
respondents and the flrms which they represented. Because the occspations
being studled were limited to clerical; retail; and machine trades, the sample
5f employers faovited to participate in the data collection was judgementally
screened by industry. Respondeats from firms in the durable manufacturing
sector roviewed machine trades applicants; respondeats froe establishments
classified in the wholesals and revall trade sectors reviewed applicants for

the retail job; and respondents from finance, insuraace, educatfonal; and
other service companies rated the clerical position applicants.

Few of the respondents' companles were unionized. Only four firms oot

5f the flfty-six participating had any nonsupervissry workers covered by coi-

lecrive barpaining, and one of these responded that the percentage was gnly

10 porcent. Theére was wide diversity in the afze of the establishments froxz
those reporting 10-19 employees to those reporting more than 500 employees.
The median size clasé was 100=199 full- and part-time employees. Approxi-

mately half of the employers reparted fewer than ten part-time employres.
Surprisingly, ten of the remaining twenty-eight enployers reported 500 or

@ore part-time cmployees:

The median percentage of full or part-time employees at the respondents’

firms ander the age of twenty-five was 25 percent: 1In &n attempt to gauge the

oxtent to which internal labor markets were existent among the flrms; the re-
spondents were saked how many {oremea of supervisors were first hired by the
ostablishment in an unakilled or semizhilled entry-leval position. The median
response to this question wss 30 percent.

| There was sudstaniicl encugh vartation {n the characteristics of the
{ridividudla #ho setended the gecsfons tg allow statistical snalyses. Malss
congtltuted 34 percent oY the eample. Blacks comprised 9 percent. Thirty-
five percent 4f the employers weie younger than uge thirty-five, 29 percent
Jore thirty=five ts forty-foutr years old, 15 percent were forty-five to fifty~
four, and the remainii.g 17 perceat were fifty-five year oid or older: Educa-
ttonal tevels were quite high as compared with the general popuiation, with
aboit 80 percent responding that they had four or more years of college or

Lrainify beyond high scheol. The individuals had a nedian of five years’
vxperfpnce at participeting in the hiring decisions of thelr current

crtabiiahments and a median of ten yrars' ¢xperience at reviewing empl oyment

foa
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in terms of position within thelr compantes, ‘twenty-two of fifty-two

individuals (42 percent) réported they were masagers or staff members of a
srzonnel department. Forty-two aut of fifty-two (81 percent) reported they
Jere aiitkiorized to hire or that they shared that authority with others. A

somewhat smzller percentage {69 percent) reported having their own or shared
autherity to fire individualss

2.2 Firms' Hiring Processes

The employers were asked to report what methods are used to attract ap-

plicants when their cuapanies have an opening in an unskilled or remiskilled
job. Of fifty-four responses to this question, six ewmployers (11 percent)
indicated that they did not solicit applicants because they had enough unsoli-

cited applicarts. The remaining forty-eight responses can be rank ordered as
follows (employers could report mora than one method ):
o o Number of -
Rank Method Responses Percent
Advertise in media . 43 90
Announce to current employees 36 75
Ask for referrals from schools or 33 69
vocational education institutions N
Asx for referrals from the state 25 52
employment service L )
Display “help wanted” sign 12 25
Make other efforts 12 25

4~ [S A1 S B

S

Ask for referrals from an employment S 10
- agency o 3 _
7 Ask for referrals from union 0 0

The way companies respond to telephone {nquiries about employment; how

often persons are allowed to complete an application; what percentage of ap-
plicants are interviewed, and whether reference checks with forser asmployers
are made are all important aspects of a compzny's hiring process. For many
companiee, these policies differ; depending on whether there ig or isn't an
opening. A majority of employers enicouraged telephone callers to come in and
{111 out an application when there s an opening in the ftem: A total of 62
sercent of the respondents to these questions indicated that they uncondition-
aliy encouraged callers to come in when there 1s an opening, while an addi-
tional 30 perceat encouraged t.5llers to come in only if they have skillsec

when there is no specific vacancy, the employers are somewhat less encourag-

ing. Only 44 petcent unconditionally invite callers to apply and 26 percent

{nvite skilled persons toc apply; on the other hand, 28 percent of the em-

ployers satd they generally discourage callers when there §s no opening.

Employers exhibited similar behavior in thelr policies for taking appli~

cations from tndtviduals who come to thelr establishment without a veferral.:

When there 18 a vacancy,; 91 percent of the respondents to this question fndf-

cated that they give apglications to §5-100 percent of the walk-1ns, and only



2 percent reported giving 0-5 percent of walk-ins an applicatioan. But when

rhere {s no specific opening; 21 percent of the employers said they do not
zive out applications to walk-ins (i.e.; give them to 0-5 percent) and only
68 percent of the employers give out applications to 95-100 percent of the
walk-1ins.

When there 1s no specific opening, seventeen employers (36.5 percent)

indicated that they "screened” individuals who come to their establishment
@ithout a referral in order zo decide whether to give out applications: Their

reasons for not allowing persons to fill out an application were as follows:
Percent of
) ) respondents _
Reasons for not accepting that “screen”
applications from all - individuals
~ walk-ins: Number (n=17)
1. Application not accepted; when no 7 41

47
41
41

24

2. Walk-ins screened on educstion

3. Walk-ins screened on job training
4:; Walk-ins screened on experience
5. Walk-ins screened on speaking and
language abilicy

£~ 00

24

24

f. Walk-ins screened on age

7. Walk-ins screened on general
appearance B

8. Walk-ins screcned on otrner reascins 1 6

o

The responses total more than seventcen because reasons 2 throogh 8 could have

been marked more than onces

The petcentages of unreferred persons who file applications and who are

also interviewed fmmedfately vary considerably, depending on whether there 18

or is not an opening at the employers’ companies. These percentages may be
summarized as follows:

Percentage of Percentage
applicants in- ] ~ ] fnterviewad
tervicwed when  Number Percent when no NeWL T Percent
there is an of of gpecific ~  of of
opening: Respondents Raéspondents opening: Respondents Respondents
95~100% 13 25 95-1060% 6 12
76-947 10 20 76=94% 2 4
51-75% 5 10 51-75% 3 6

A

2

3

26=507 9 18 26-502 8
6=257 10 20 6-25% 1 24
0-5% 3 6 0-57% 23 46

12




The respondents reported a fairly high number of tnterviews per hire. The

median response to the question “on average, how many people are intervieved
to fill an opening?” was 8. The responses ranged from three people to forty
people.

Enployers may engage in one of several different hiring strategles and

the strategy choice may even depend upen the job to be filled. Employers were
asked to characterize their companies’ selection process. Forty-two percent
of the respondents indicated that they set a target number of interviews and
then selected the best applicant. For thege respondents, the median target
number of interviews was five. When asked what percent of the time the number
of interviews had to be lncreased past the target number, the median response

was 10 percent of the time. Twenty-six percent of the enployers responded
that they set a target date and selected the best person interviewed prior to

that date. The median response concerning the length of the interview period
was four days and 10 percent was the median response to a question about what

percent of the time selections were made after the target date.

Thirty percent of the employers described their hiring process as one of

setting a fixed minimum standard and offering the job to the first person ex—

ceeding the standard. These respondents fndicated that they lowered the wini-
mum standard a median of 5 percent of the time: The remaining 2 percent of

the employers indicated that their process was one of setting a high minimum
standard at first but lowering it as time progressed.

Checking references can be a very useful and cost-efficient practice for

employers to reduce the probability of making an error im hiring. The sample
of employers vsiced their opinions that it is becoming more and more difficult
to get reliable information on applicants through reference checks because of
legal developments and protection of privacy concerns: But despite this
trend, 81 percent of the respondents reported contacting previous employers

concerning at least some applicants. Forty percent of these same employers
contacted previous employers 95 to 100 percent of the time.
Bata wers collected on the frequency of the type of information obtained

when previous employers were contacted. According to these data, it appears

as though the major purpose of employer contacts is for verification
vious employment. Of least interest is verification of previous wage rates.
The precise data that were collected are as follows:

Type of Information Sought from  Information and How Frequently
Applicants' Previous Employers Always Frequently Infrequently Never
Verify applicant did work there 51 3 3
Verify type of work applicant 33 9 2
performed o .
Verify applicant's wage 8 10 14
Verify reasons applicant left 29 8 8

N

Information on absentéeism 24 10 10

Performance on the job 28 11 6

(O, 10 - ¥ < V. 3



2.3 The Application and Intervieu Evaluation Process

~ The process of evaluating applications and interviews involves searching
for the key signals of employability. In some cases, the signals are explicit
onn the application form or in answers to questions at the interview {e:gs,

grade point average, typing speed, etc.). In other cases, the signals are in-

ferred from other information (e.g:, eligibility for a Targeted Job Tax

Credit, location of high school, etc:): The employers were presented wirh
twenty-five items that they might use to screen applicants: They were askad

to indicate all items that were important in narrowing the the applicant pool
and to rank order the three items which were most critical in making the final

dectston among applicants. Table 1 preseénts the items as_rank ordered by how

often the respondents selected each item as important. Table 1 also presents

the {tems as rank ordered by the respondents' assessment of their critical-
ness. The rank ordering for criticalness reiflects a weighting system by which
an item was assigned a Score of 15 each time a Xespondent judged it most crit-
fcal, a score of 10 each time a respoiident judged it next most critical; and a

score of 5 each time a rcspondent judged the item third most critical: EBach
ftem's scoring index on table 1 is the total »f the item's assigned scores.
‘The rankings for lmportance and criticalness are highly correlated, as

can be seen in the table. A Kendall tau coefficient of .684 was calculated

for the two rankings.* The construction of the index for the critical items
was somewhat arbitrary, but what is fudicated clearly is that specific
vocattonal skills (in most cases, typing epeed) and kinds of duties performed

in previous jobs are key signals for persons reviewing applications and

deciding whom to interview.

Asiong the other items reviewed by the employers; good spelling on and

appearanice of the application form were both ranked high hut were somewhat
higher on the importance list than on the 1list of critical determinants.
Employed or unemployed status at the time of application also ranked higher on

the importance list than on the critical list; but it was less lmportant than

either spelling or appearance of the application form——mentioned only 29 )

perceint of the time as an item that is important in marrowing applicant pools
as opposed to 83 percent and 77 percent for spelling and appealanze of the

items for narrowing the applicants pool. That item was noted in 69 percent
of the responses as important for narrowing the applicant pool, placing the

{tes ninth in the rank ordering: The item was ranked fourth on the list of
critical items. Two other items that vere ranked higher on the critical list

than the importance list were bondability and driver's license. This indi-
cates that at times, these two items may serve as tie-breakers among the final
tist of applicants. The employers reported that eligibility for a tax credit

was never important in narrowing the applicant pool or in making final

interviewing decistons:

*See William Hays, Statistics for Psychologists (New York: Holt Rinehart and

Winston,; 1965): 647-655.




RANK ORDERING OF ITEMS IMPORTANT AND CRITICAL IN SCREE ENING APPLICATIONS
IN DECISIONS OF WHOM TO INTERVIEW

Rank Order of Items Important Percentage Rank Order of Items Critical in  Scorin
in NarrouL_ng;jppﬁcam Pool Response N Final Decision Index
1. Reasons for leaving previous o 1. Specific vocational
jobs o - 97 ~ skills 2
2. Kinds of duties performed in o 3. Kinds of duties perforumed
~ previous jobs 89 ~ in previous Jobs , 1
3. Specific vocational skills 86 3. Reasons for leaving jobs 1
3. Kinds of jobs held 86 _ Kinds of jobs held 1
5. Good spelling on application - 5. Recommendations from past
~ form 83 employers _
6. Accuracy of applicatton o 6. Educatiznal level (e:g-,
information _ 80 ~ high school diploma)
7. Appearance of applicatfon . 7. Number of jobs held
~ forw 77 8. Accuracy of application
8. Educatfon level {e.g., high ~ {nformation
~ school diploma) 74 9. Vocational training
8. Number of jobs held 74 9. GCaps it employment
10. Gaps in employment 71 9. Good spelling on
11. Recoamendations from past o - application i
employers 69 12: Crimiinal record
12. Criminal record 54 13. Bondability
13; Vocational training received 14. Appearance of application
~ 1n school b33 ~ form
1%. School grades 49 15. Driver's license
15. Applicant's age 37 15. Applicant's age
16. Employed or unemployed 15. School grades
status at time of - 15. Vocational training re-
application ) 29 - ceived in CETA
17. Vocational training received , 19. Friend(s) working at firm
~ in CETA 26 20. Reputation of schools
17. Reputation of past ~_ attended
~ employers 26 21. Reputation of past
19. Bondability 23 eaployers
20. Reputation of schools o 22. Location of school
attended 20 ~ sttended B )
20. Friend(s) working at firm 20 23. Employed or unemployed
22. Driver's license 17 status at time of
23. Recommendation from ~ application
personal friends 14 24, Recommendations from
24. location of schools attended 9 personal friends
25. Qualifies for TJTIC 0 25. Qualifies for TJTC




The eiiployetrs were also presented with a list of nineteen items that may

{iif lusiice their evaluatfous of applicants during a job interview. Table 2
preseats the {tems as rank ordered by how often the respondents selected each
ttem as important in reaching the employers' assessments of the interviews.

Tabte 2 also presents the items as ranked ordered by the respondents' judg-
dents of their criticalness In assessing an interview. Again there vas

considerable agreement between the two lists. Kendall's tau statistic was
calculated to be :607. General appearance (gtooming) and attitude ranked
f{rst or second on both lists, but the latter was by far and away the most
critical item 4n asasessing Interviews. Sixty percent of the respondents rated
attitude as the most critical ltem in assessing an interview. This rating 1is
corroborated in the qualitative data presented in a later section of this
repoct.

Punctuality for the interview, number of questions about the job, and eye

contact are all items that employers Indicated were important in assessing
interviews but were rated lower lu the ranking of critical assessment fitems.
Nervousness was not ranked highly on either list, although eye contact and
nonverbal behavior were. Interestingly; {ndependence did not show up as a
desirable item: It was mentfoned to be an important item in 40 percent of the
respoiises (ranked sixteenth out of nineteen) and was the lowest-ranked item in

the list of {tems critical in assessing interviews.

The rankings in tables : and 2 indicate that employers seeking to fill

jobs closely akin to those used {n this study want neat, accurate applications
that tighiight vocational skills and duties held in previous jobs: They
want well-groomed interviewees with a "good attitude”--team players. School

grades, having friends at the firm, qualification for TJTC, and an applicant's
age are relatively less important characteristics on the application form: In
the interview, nervousness seems to be overlooked and an {ndependent attitude
{s not desirable.

2.4 Tralning

During the seminars, data 6é5§7§i§§7gailéétéé about the training process
of typical new cmployees holding jobs similar to the one described for the ap-
ptication rating. Training was classified into four types—reading manuals or

watching others; formal training, informal training by management or super-

¢isors, and informal training by co-workers. Furthermore, information was
collected on hours spent in each of these types of training for the period of
tlic €irst month of employment and for the next eleven months. Accordimg to

the esployers, approximately half of the training occurs in each of these
two periods. The median level of training reported by the respondents was 97
tiours during the first month of employment and 100 hours during the next elev-
en months.

An interestiog pattern of hours spent in training during the first month

and during the next eleven months was indicated across the three job types.

The employers of clerical workers reported the highest levels of training dur-
{rig the first month (a median of 105 hours) but the lowest level during the

et
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RANK ORDERING OF ITEM

TABLE 2

THLT INFLUENCE EVALUATION OF APPLICANTS

Items That Are Important Percentage Items That Are Critical in Scor-
in Assessment of Interviews Reporting  _ Assessment of Intervievws ing
1. General appearance 1. Attitude 335

{grooming) 97 2. Getnieral appearance
2. Attitude . 94 {grooming) 190
3:; Punctuality for 3. Crammatr or language 105
 interview appointment 89 3. Maturity 100
3: Personality 89 5. Nonverbal behavior 60
3. Maturity o 89 6. Speaking ability 55
6. Grammar or language 86 6. Discussion of education
7. Nonverbal behavior 71 not shown on ,
8. Number of questions on application S5
about job 69 6. Personality 55
8. Eye contact 69 9. Punctuality for B
10. Dress 66 _ interviev appointment 50
10. Speaking ability 66 9. Poise 50
10. Poise _ o 66 11. Number of questions ,7
13. Discussion of education _ gbout job 45
not shown on 12. Dress o 40
~ application 63 12. Eye contact during
14, Number of questions o interviev 40
~ about company 49 14. Number of questione N
15. Discussion of other ~ about company 25
achievements not shown ] 15 Discussion of other
.~ on application 43 achievements not shown o
16. Reaction to wage - on application 20
offer 40 15. Sensitivicy 20
16. Independence 40 15. Independence 20
18. Nervousness 34 18. Nervousness 15
19. Sensitivity 31 18. Reaction to wage offer 15

10



fiext eleven months--90 hours. Machine trades workers had just the opposite
training experience according to employers. They were reported to have re-
Latively low levelnw of trabning in the first month (a median of 62 hours) but
much higtier levels during the next cleven months a median of 410 hours.

For ncw hires in all these jobs, the largest share of training time was
spent in reading manuals and watching others do the job rather than in doing
it themselves. These are activities that consume the trainee's time but do
not reduce the productivity of other workers. During the first month of em-

ploynent a median of 40 hours was spent in such activities by the typical
now enployee; a median of 40 additional hours were spent in the next eleven

months. The corresponding statistics for the first month for formal training;
tnformal training by management or supervisors, and individualized training or
supervision by co-workers are 14 hours, 15 hoors; and 20 hours respectivelys

In an attempt to measure whether the training given to new employees in

these jobs was general in nature or specific to the firm, the employers were
asked how manvy skills were useful outside their company, and, focusing on
those skills, how many other companies in their local labor market have jobs

requiring those skills. The frequencies of the responses were as follows:

o No. of companies

Skills learned that in area having

are useful outside jobs requiring

company: Number Percent general skill:  Number Percent
ALl 95-100% 18 37 Less than 5 1 2
Most 61-94% 28 50 5-15 2 4
Half 40-60% 7 12 10-100 22 38
Some 6-39% 2 4 100+ 31 55

Minimal 0-5% 1 2

These¢ fréquencies indicate that most of the training that respondents re-

ported was general im nature and that there was a large market for these

skills. Such a situation suggest that wages would be relatively low as
individuals bear part of the cost of training: Indeed; the median startiug

hourly wage for the jobs was $4.00 per hour, just $0.65 above minimum wage.

S|
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3. EMFLOYABILITY RATINGS FROM THE SCREENING OF APPLICATIONS

3.1 lntroduction

Employers can never know with certainty tow productive an employee will

be, so the hiring process involves obtaining information from job seekers that
employers bélieve to be highly (positively or negatively) correlated with pro-
ductivity. One source of such information is the job application form. The _
employers in fne sample attended project sessions in which they were presented
with approximately three dozen application forws to rate for employability on
a scale tied to their firm's hiring standards. Analyses of these data were

based on the assumption that applicant raters behave as 1f they screen appli-
cation forms, derive a numerical index (which is a weighted function of the
applicant's characteristics)}, compare the index to a reservation index, and
offer an interview to individuals with a screening index that exceeds the
reservation indexs

The study attempted to estimate the model underlying the summary of infor-
iation into the screening index. Each respondent wagd presented with several
applications and asked to rate the applicants on a scale of 0 to 209, We call
this rating a hiring priority index. To attempt to standardize the ratings to

the firm's hiring standards, the following directions were given:

= 50 poiats respresents the worst §§§iiééﬁt you ever hired (as per-
ceived at the time of hiring NOT what the new hire's perfor-
mance actually tutrned out to be)

-100 points represents the average appiicant you hired

-150 points represents the best applicant you ever hired (as per-
ceived st the time of hiring NOI what the new hire's perfor-

mance actually turned out to b=)

The index was not intended in any way to measure an applicant's absolute em-

rloyability, but it is a relative measure to be ysed o compare more than one

applicant for the same job.

Two job descriptions were developed for each of the three occupations:
clerical, retail, aod machine trades.: Correspondingly, the applicants varied

systematically with the job description: Table 3 displays the jo

b descrip~

tions used for each type of job application. Group #1 represeats job descrip-
tfons that involved more responsibility thar tuefr Group #2 counterparts. As
{ndicated, the applicants for Croup #1 tended to be older and to have more
education. All applicants were assumed to be black, to control for racial

effects in the rating.



TABLE )

8 DESCRIFTIcNS DIPCOTERS USED WHEN RATING DIFFERENT TYPES GF K0 APPLICATIONS

Type ~nd Nunber of App! Icatlons

Job b&snripfi'on; for-£a0h Oecipatlon

Gri.. id Together for Ratlng ] — e
Type Humber —(lorical Retall Mach(ne Trades
L CfofTie CfotTie $ofTime |
Group [l Requlred on-Job  JobTasks Requlrad on dob  Job Tasks Required on Job  Job Tasks
PgEoleel joEs o ] ] T
postsecondary § 1% Typas. latters, 75 Advises (sells] 7 Opera‘es a baslc
- R ] reports, cherts customers on pro0 nching tool
» 0-jesreglt-! jour % Malntalng tlles for ducts; featires 2 Uses wicrmaters,
posteacondary plus i recards, [mvolces 25 Prepares seles qauQus, afce 10
one you work b COrresponsence §tips, uses cash ¢hck conpleted
e register, ahd vork
o 18=year=old--High . keeps records of
Sehoal iraduate p 5019 marchandise

b
o Rl {of Time
Group L Required on Job  Job Tasks Required on Job
o (3-yotreol ¢--Hligh - : -
Schigs! Oropout 1 25 Del lvers msll and 25
o nassages ] -
o 1B-year-old--HIgh ) 2 Typas Invalces &nd 5
School Graduate ) . lottors
2 ANSwors phone B
L 4] Toples mater [al 4]
Note: Appt lcatons In )
Group 2 Were 35

Hand vir {tten

SHoNS products
to custoners
Prepares sales
sHps o Gses
cash register
§tocks comters
'_i@d_ shalves

Packs and unpacks
Itans

?

Asslsts skiiled
oparator
Feads parts Into
aatomat {c aachine
Removes parts
fron maching and
places on com
wyer for fiext
Loads aad unloads
materals g
¢loans_around
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Not all applications were seen by all employers: A total of fifty-six
cimployers participated; and each rated about thirty-five applicants, so the
totil sample size for the statistical analyses was approximately 1,960 (actual
i = 1,911). All applicaticns were rated by more than one employer. In all,
there wore 156 different applications reviewed by employers; implying that
each was rated an average of twelve times.

.~ The charscteristics of the applicants that were varied included the
tollowing:

High school attended

High school grade average

fiigh schosl major/program

liigh school diploma o

Postsecondary schoel attended

Postsecondary grade average

Postsecondaiy major/program

Postsecondary diploma/degree

Nuiiber of previous jobs and spells of unemployment
Type of previous employer

Position at previous firm

Reason for leavimg prior jobs

Employment status at time of completing application
Friend(s) at firm

Eligibility for TJTC

Appearance of application

Spelling errors - o o o

Typing speed (clerical/retail applicants)

o %2 0 0 0

Nusbers of machines opetated (machine trade applicants)

With two :ob descriptions and three occupations; the universe of job

applicants in this study could be partitioned as follows:

Group  Job Descriptions Clerical Retail |  Machine Trades _
FI: Sore responsibility A B ;
#2: less responsibilicy | D E -

o

]

The strategy tor the statistical analyses was to estimate models for the total
samplc (AFB+CHDHE+F), for each job description (A+7™+C; D#E+F); and for each
occupation (A+D; B+E; C+F).

3.2 Results

The models were estimated with multiple regression analysis with the em-

ployability rating of an applicant being dependent on the applicant's charac-
teristics, on characteristics of the ffrm and job; and on the characteristics

of the individual doing the rating. Complete results of the regression analy-

scs are provided in appendix A. The coefficlents on each variable represent

15
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tne ﬂdrginu‘ contrtbution of that variable to an applicant 8 employabillty.

For example, in table A:l In appendix A, the coefficient on having a relevant

high sclhiool major is 4.97: That i{s interpreted as meaning that an individual

with a high school majar/program that {s relevant to the job is rated, on

average, almost five points more employable than an otherwise identical fn-
dividual who ¢id not have a relevant major.

Applicant Characteristics

The margtnal fmportance of various attributes on employability when using

the full sample for the analysis is depicted in figure I. 1In terws of the re-

lative nagnitudes of the effects of these attribute, the following statements
hotd:

Having a high school diploma i1s the simgle mocst iiﬁbitéﬁt ex-

planatory variable (however the combination of having some
job experience, and having held a relevant job is siightly

more important than being a high school graduate).
Other thingsgbeinggequal, a htgh schooi dropout with at least

one prior related job is rated as empi oyable as a graduate
with no work experience.

Other thingsfbeiqggqunl, it takes a faster typing of 15 words

per minute to offset a job competitor who has participated in a
Cooperative Office Education program.

Dther things being equal, an individual with only a high school

education who has a neat application is perceived as employable

as an applicant who has completed a postsecondary program in a
relevant program but has a sloppy application.

Employers cansistently held favorable attitudes toward cooperatlve education

programs. In the ‘gualitative data, as discussed in a later section; nuBerous

supportive comments were made. In the regression analyses, having partici-

pated {n such a program_ had a positive and statistically significant infiuence

on the hiring index. 1f the program was relevant to the job; the combined

effect is about as powerful as having any job experience at all:

There are two key aspects about an 1nd1v1dua1 s postsecmfdsry school

characteristics that affect employability ratings--the relevance of the course

to the job and whether or oot the zpplicant gets a degree or certtftcate of

coapletion. For szlicants who did not finish and are searching fur a job

outside the course of study they pursued, their eamployability will be ten

points lower than {f they had never attended the postsecondary school at all.

tf the applicant did not finish but did pursue a relevant course of study; oF

if the applicant finished a course of study but 15 pursuing a job ourside that

field, then there is a slight improvement in employabiitity (. 13 and .,3 ree
spectively). Finally, if the applicant did finisk a relevant course of study,

there is quite a large improvement in employability as shows in the figure.
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Recent research has been direvted toward the question of whether working
part-t{me during high schooi ie¢ beneficial to a youth or not. This study was
only able to address the gquestion tangentially, but the size of the marginal
effects in h. apd 1. of figure 1 imdicate clearly that for noncollege bound
youth; it {6 extremély fmportant to have had at least one part-time or summer
job prior tc seeking a first career-type job.

Firn/Job Characteristics

The chatacteristics of the firm also influence ratings of employability.
For these variables, the interpretation of the coefficients relates to the
hirisg s:4ndstda of the firms. The scale used for employability rating was
relaied to the firm's experfence with its work force; so that if all other

, The primary findings from the statistical analysis are that the companies
that have more stringent hiring standards are companies with formal probation-
ary periods, companies that tend to use reference checks; companies for which
the training that is provided to new employees {s mostly general as opposed to
firm-speci£1¢, and companies that have higher starting wages. These findings

ire to be expected. The existence of a formal probatfonary period and the use

of reference checks indicate that an eaployer has established some cautionary
procedures in personnel practices; thus more caution will be exhibited fn hir-

{ng. The rcason that coupanies who provide training in general skills also
have toupher standards is that general training increases the likelihood of
caployess leaving the firm, since the skills they acquire are useful outside

the firm: Finally, higher starting wages mean employers have a larger cost to
bear if the worker leaves the coampany.

Characteristics of the Rater

Significant variability was found across the ratings of the individuals
vio rated the applicants. In particular, male, black, and older respondents
tended to be more lenient (i.e., rate higher) than their counterparts. This
result i{s of most interest to employers, who need to recognize the interviewer

viriance whenever multiple individuals screen applicants.

3.3 The Job Description

. As described earlier, two different Job descriptfoms, which differed in
thelr level of job respousibility, were given to the employers during the

seminars. Other things equal, ome woulid expect that employers would have

higher standards for the job with more respousibility, and an examinattfoun
of table A=l (is apperdix A) shows this to be the case. (The negative co-
efficient on a slope dummy for job description was statistically significant.)
Bat there is also an interaction between the level of job responsibility

and the marginal importance of applicant characteristics in explaining the

18
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employability ratings. Figure 2 shows the marginal contributions to empioy—
ability of the characteristics comprising figure 1; but the coefficients now
come from aadels estimated separately for the rwo types of }eb recpoacibilis
A number of the characteristics could not be interacted vith job description

fnteraction cannot appear tn figore 2. The appltcant pool for the job with

less responsibility was comprtsed of high school graduates or dropouts and

included no postsecondary school attendees. Furthermore, the applications

from 3ob seekers in this pool were handw.itten. The pool for the job wtth

oiploms——no dropouts. A1l applications from job seekers in this pool were
typed, so the neatness variable could not be included in the analysis.

of the remaining characteristics; having participated in a cooperaLive

education program (relevant to the job) is seen to have a large marginal con-

tribution to employability for the louer level job description. High schooi

higher—level job descriptiong. There 1s a not a notable differencerbetgeen
the job dééériptioné for work experience, rélévént to thé 3ob or not. Not

htgher tevel job descripton; but this presumably reflects the fact that the

job description requires more typing.

3.4 The Effect of Occupations

The final type of interaction examined in the analyses was how the rat-

tngs differed across the three occupations: clerical; retail, and machine _

trades. The magnitudes of the marginal effects are demonstrated in figure 3.

The interesting results exhibited in that table are as follows:

. uaviﬁg a high school diploma is a more lmportant characteristic

than etther retaii or machine trades.

a cooperative education program is
particularly strong for the distributive education program for
retail applicants.
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The only tige that particular high schools became statisticmily
significant is in the retail applicant employability model.
When compared to attending a central city high school, attemnid-
tng a parochial or a suburban high schobol (the latter is not in

figure 3) are highly positively correlated with employability.

. Attending postsecondary school 1s an importgnt chargcteristig for
clerical and machine trades applicant; but less so for retail
applicants.

e The relevance of an applicant s work experience as opposed to

simply having any work experience is relatively important for

most machine trades appiiéanfi.
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4. EFFECTS OF INTERVIEW BEHAVIOR ON
EMPLOYABILITY RATINGS

4.1 Iantroduction

One of the seminar activities that employers undertook was to view video-
taped interviews for entry-level jobs and to provide hiring priority indexes

based on the interview. Two sets of videotapes were viewed: In the first
set, which consisted of five different interviews, the job applicants had no
gap In theigfemployment record, bit varic:is aspects of lanterview behavior were
systematically altered. The sequence of behaviors was as follows:

No negative behavior

Inappropriate appearance
Inappropriate language
Bid attitude

Poor nonverbal behazior

1n the second set of videotaped interviews, which consisted of two different
interviews, the job applicant had been unemployed for six months. 1In the

first of these interviews, the appltcgnt indicated that they had used the time

productively in training or relevant volunteer work, while for the second, the

candidate had not used the time productively and had not even looked for a

job. Aside from the difference in content, interview behavior was controlled
across the two interviews.

Tﬁé job description that was used for all aé the 1ﬁtéiﬁiéi§ was tha high-

The interviewees in the videotaped segments were black—a female for the cler-

Leal job and a male for the retail and machine trades jobs. The employers
werée shown an application and were askid to review and “score” it. They were
then shown the first videotaped interview {no gaps—-no negative behavior) and
were asked to choose a score (hiring priority index) based on the applicant's

interview performance. In addition, questions about the interviewer's pre-

parattcn for a job zlong seberti dtmensions were answered. Then the éiﬁlbyéti

for a score and to respond to the questions about job readiness. The
procedure was repeated for all seven videotaped {nterviews.

It 1s lmportant to note that an attempt was madé to hold all aspects of
behavior and content constant except the single behavioral change. For the

fnterviews that incorporate "inappropriate appearance,” the same script was

used ax in the "no negative behavior,” and ati the behavioral mannerisms were

kept the same. However, the job candidates were dressed differently. 1In the

clerical {nterview, the candidate wore a blouse that was unbuttoned at the
nieck ind wore no jewelry; while fn the other interviews she wore a suit and
had on a necklace. In the rétail interview, the candidate wore a shirt and
pants as opposed to a sulit. For the machine trades “inappropriate appearance”

interview; the actor wore a suit. He wore a shirt and pants in all the other
machtne trades interview videotapes. In the "poor nonverbal behavior, the

applicants' appearances and the scripts were the same as in the "no negative

behavior™ tapes, but the role players exhibited shyness, nervousness, and poor
eye contact.

23 :;ij



1t the "inappropriate language™ and "bad attitude” interviews, the ap-
?litéﬁt§'7appearangesiand behavior mannerisms were the same as in the "mo

negative behavior.” The scripts were slightly altered to convey the same {in—

formation; while adding slang terms, poor diction; and other poor gr. .mar in
the first case; and adding references to “the man” and negative commcits about

previous employers and teackers in the second case.*

riod of not working had been spent differed in the two segments. All othe~

ispects were as identical as possible for the two intervievs.

In the second set of intervievs; only the content of how the recent pe-

4.2 Results

Thie results from the interview ratings show that despite the fact that
the individual's training, education, and work experience vere invariant
across the interviews, the interviewee's behavior/appearance significantly

affected employer's responses to the questior of how prepared for a job they
felt the job candidates were with respect to education/training and work.

experience: The employers reacted quite strongly and negatively to the “inap-
propriate language,” "bad attitude”; and ~pootr nonverbal behavior™ interviews.

The hiring priority indices were, on average; half of that for the "no nega-
tive behavior™ interview. The employers reacted negatively, but to a lesser

extent to the "inappropriate appearance” interview; but were tiot consistent
about their reasons why. It was as if they felt theve was something negative

about the candidate they were watching, but they could not identify it. In
fact, the job readiness rating for appearance was higher for the "inappro-
priate appearance” interview than for the "ho negative behavior™ for a number

of respondents (not only for machine trades where the inappropriateness was
wearing a suit, but also for the other occupations).

A result of note was that the hiring Index given the applicant after the
first videotape of the interview was consistently higher than the index de-
rived from a review of the application form. For the first set of interviews

(no employment gap), the median score for the rating based on a review of the

application was 100, whereas after the "no negative behavior” tape, the median
rating was 115.

. The effects of the different behaviors in the first set of interviews
on the hiring index 1s shown in table 4: The second column of the table
indicates the mcan rating that employers gave the applicant based on the

interview, while the column on the far right indicates what percen: of the
employers would hire the tndividual conditional on having a suftable opening.**

*The precise scripts are provided in appendix B. While the behavioral changes
{n scripts and behavior are quite dramatic; a number of employers indicated
that all of the taped segments were resltstic; that 1s; the employers had seen
stmilar real candidates.

#%These percentages roughly validate the scale presented in the hiring prior-
ity index question. The index was standardized by defining a_score of 50 to
the "worst hired”, 100 to the "average hire;” and 150 to the "best hire.” Ac-
cordingly, i{f respondents gave a score of 100 or greater, then the expectation
{s that (given a opening) they would offer a job to the individual.
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TX3LE 4

EFFECTS OF INTERVIEWEE BErAVIOR ON EMPLOVABILITY
RATINGS AND INTERYIEWER CGRINIONS ABOUT J0B READINESS

— . Ei ea,,,,fa’, 7a i i ‘ !7‘ ' ‘71 i g! —
o - _Highly  Moderately _NoT__ Percentage
_ InterdJies __ Yiean _ Appllcant Pransred Prapared Prepared That wWould
_Crarzctaristics Ratling Characteristics — B B 7 _ _nlre
=T 5 4 3 2 1 -
NO Jap-=NO . o L _ . — =
negative benavior 119.71 Educatlon/training 4 27 24 1 %29
Work exper|ence 6 28 20 1
Appearance 15 27 1 1
Srammar 16 31 8 1
Attitude 19 N 6
S Pgrsonallfy 13 29 7 -
‘o> jap--inEppro-  109.91  Educatlon/tralnlng 6 26 23 1 86.8
orlsta appearance work experlence 1 31 16 1
sppearance H 18 12 8 5
Gr ammar_ 15 19 20
Attitade_ 19 15
PersouUiy—zl_:’D—LL,
%5 jap--inappro- 13,09 Education/training 513 1 6 1 18:5
priate language Work exper|ance 5 15 33 2 1
Appearance 1% 26 12 1 o
5rammar _ 9 33 14
Attitude S 17 23 9
I Fersonallty F 3 29 16 2 _
> gap--Bad 58,31 FEducatlon/training 2 12 24 1 5 1.9
astitgie 40rk experlence 3 9 23 13 7
Appearance 13 24 14 1 B
Sr ommar 1 1 25 22
Attitude 3 17 36
_ parsonality 12 28 14 :
No gap--Poar 75.25  Educatlon/tralnlng 2 15 8 6 2 38.9
noavarbal Work experlence 2 13 26 ) 1
nvehalor Appearance 3 11 21 10 2
5rammar 7 1 23 7 3
Attltude. 3 3 24 17 8
Péribﬁall#i - 1 4 20 22 9
TABLE S
MEAN EMPIDYARILITY PATINGS AND HIRING PERCENTAGES,
BY INTERVIEW AND OCCUPATION OF THE JOB
L OCCupagion —
_ Clerfcal Retafil , ~ Machine Trades
] Mean Percent that | Mean |Percent that | Mean Percent that
Interview rating § would hire | rating | would hire ratin would hire
No negative - - - 7 o
behavior 122.59 50.9 111,79 92. 122.78 100.0
Iﬁéﬁﬁrbprlate S - o A S
appearance 109.04 92, 86.43 64:3 131.67 100.0
Iaippropriate N _ o o
language 73.58 15. 69.36 7.7 91.11 44.4
Rad attitude 5491 0.0 49.64 0.0 59344 1t
Poor
nonverbal o o o o o
behavior 80.06 40.6 55.91 15:4 . 8188  75.0
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Using both of these datz, it can be observed that the “inappropriate lam
guage,” “bad attitude,” and ~poor moaverbal behavior”™ videotapes dramatically

reduced the applicant's chance of being offered a job. Compared to the bench-
mark 06 negative behavisr~ interview, the mean rating dropped from 120 to 73,

54, and 75, respectively; and the percentage who would litre given a opening

dropped from 93 percent to 19; 2 and 39 percent. The "inappropriate appear-
arice” interview also Seemed to have somewhat a negative effect on the employ-
ers. The mean rating dropr~d to 110, as cospared to the "nM negative behav-
for" mean of 120. The percent that would hire the Job see © glven an open—
ing was 87 percent, compared to 93 percent for the “no neg.. 4 behavior”

videotape.

The employers were asked tc rate the interviewees for their job readi-

ness with respect to six characteristics—education/tralning, uork expecience,

appearance, grammar, attitude, and personslity--after each vieuing of the
videotapes. The full frequencies of these ratings are shown in the middle

columns of table 4. The scale that was used ranged from a rating of 5 (highly

prepared) to 1 (not prepared). As seen tn the table, the individual being
interviewed was consistently rated somewhere between moderately and highly _
prepared for all characteristics in the “no negative behavior™ tape. Visual
inspection of the ratings' distributions indicate how they “shift to the
right” for the other four videotape segments, where some negative behavior

Wwis introduced; this is particularly noticeable for the "inappropriate lan-

guage™ and "bad atzitude” performances: The average Job readiness rating for
education/training iias 2.91 after the "bad attitude” interview, while it was

3.61 after the ~no negative behavior™ interview. The average job_readiness
ratings for preparedness in terms of prior work experteace was 2.78 after the

"bad attitude” interview, while it was 3.71 after the "no negative behavior”
interviev.

The Average rating for grammar of 1.69 fn the "bad attitude” tape was

lowst than the average rating of 1.89 in the "inappropriate language” tape.
Furthermore, the job applicant was rated as having a lower level of readiness

fn terms of personality in this interview segment then in the taped interview

that was intended to exhibit personality deficiencles, that ts, the "poor non-
verbal behavior® iuterview (1:96 as compazed to 2.39).

Theory suggests that there should be fnteraction effects between charac-

teristics of the jfob and rater with the characteristics of an applicant. Thus
it was necessary to look at the job readineds asscssaents and inclinatione to

hire separately for each occupation and across rater characteristics.

Tiblé 5 presents the mean employability ratings and hiring percentages
for the interviewees disaggregated across the three occupations. Each of the

five rows in the table corresponds to a behavioral modification in the first
set of five interviews.

‘saple slzes become very thin in this table, but several E6E§§§éi?éiuiti

stand out. First of all, ft ts the case that the "bad attitude” fnterviev is

the loweat ranked interview and the rstings are remarkably congistent across

the three occupations. For the clerical respondents; the percentage that
vouid hire is 0.0 percent and the ratio of the mean rating for the "bad atti-

tude” candidate to the mean rating for the "no negative behavior” tape is +45.
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For retail trade, thz percentage 15 also 0.0 percent and the ratioc of the
zean ratings {s .44. Finally; for machine trades; the hiring perceatage is
11.1 percent (1 ovt of 9) and the ratto of the mean ratings iIs .48B.

The "inappropriate appesrance” and “poor nonverbal behavior™ candidates
were particularly penalized by the retail employers. For the former interview,
the mean rating dropped from 111.8 to 856.4 and the percentage that would hire
decreased froa 93 percent to 64 percent for retail employers. As scen in the
table; the "Inappropriate appearance” interview did not so adversely affect

etther clerfcal or machine trades employers. In the case of the machine

trades interview, it should be recalled that ~inappropriate appearance” was
staged with the candtdate wearing a three-plece suit, and {n fact, this tu-
creased the EwPIOYLT jsessdents of the candidate. For the “poor nonver-

bai behavicr” candidate— the ratings for the Job appllcant for retail employ-

§féidf6§§éd almost as low as the "bad attitude™ candi{date {%5.91 compared to
49:64). Slgntflcant decreases in rattngs also occurred in the clerical and

machine trades cases; but the decreases were not nearly as dramatic,

The effect of the 1napprcpriate language interview was stmtiar for
clerical and retail emploxers. The ratio of the mean ;gt;ngs for 1nappro-

appropriate 1anguage to "no negative behavior™ were .60 for clerical job
candidates and .54 for interviewees for the retaill ﬁbéition. The hiring
percentage dropped from 91 to 15 percent and 93 to 8 percent for clerical

and retail candidates, respectively. But this interview had less of an

Jdvcrse effect on machlne trades eﬁployers. The ratto of mean rattngs for

"{nappropriate language™ toc "no negative behavior” was .74 and the hiring
pevcentage dropped from 100 to 44 pércent.

Thesz results imply that appearance and nonverbal behavior are relatively

more important signals for retail employers than for individuals hiring ma-

\hino trddcs or clertcal appltcnnta' language s a key signal for clerical and

Ludeq (as man{fested by the actors in the videotaped tntervtew) affected the
cmpioycers 1n an extremely negative way that was quantitlvely similar across
occupations,

In additfon to the information on the effects of the behavior exhibited

by tho persons being fnterviewed, ;he ratings of the videotapes were {ntended

to provide nbservations about how employers react to information learned in an

{azerview that 18 not shown specifically on the applicatfon form: 1In the

sesslons, we chose to obtain this data using alternative explanations for a
recent six-month period of nonwork.

Table & shows the effects on an applicant's employability ratings of a
~good” or "poor” explanation about the unemployment.  The first set of data
provide the statistics from the "no negative behavior”™ in tabie 4 for compar-

tson purposes. The mean hiring index for that videotape is 120 as compared

to 118 for the first tape from the second set of interviews—"6-month gap—

9994' explaqatlon. For the laL:er, 95 percent of the respondents indicated

individual with the employment £ap, but with a good explanatlon, was a
slightly petter risk.
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EFFECTS_OF “GO0D™ OR "POOR® EXPLANAT IONS ABOUT
EMPLOYABILITY RATINGS AND INTERVIEWER OPINIONS

TABLE 6

A DPLOTMENT

ABOLUT JOB READINESS
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\ntervisw

_Me2n
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for
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wWoute rire
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Having a ~poor”

job candidate.

35 percent:

job car As compared to a "good”
from 118 to 87 and the percentage who wou

job rcadiness for all six attributes;

strated in attitude and personalfty.

terns of attitude dropped from 4:30 for the "good”

explanation reduced significantly the desirability of the
i~ explanation, the mean rating dropped
1d hire decreased from 95 percent to
The ~poor” explanation affected the employers' opinions about

but the most drastic effects were demon-

The mean rating for job readiness in

explanstion to 2.54 for

in the final analysis, assessments of job applicante based on an {nter-

view are

in themsélves. Adding to the uncertainty or s
{s harder to control the context for presenting

videotape than on paper. Thus, our attribution o
“personality” or

{nterpersonality dynamics
party {n the interview:. t
the Jub zeeker—personality and attitude;

suggestive rather than confirmatory.

far more subjective than those based on an application form. The
of the interview situation can greatly affect either

stion of the experimental outcome to
~bad attitude” or ~inappropriste language” should be taken as

Furthermore, the criteria that arec used to evaluate

for instance—are highly subjective

ubjectivity is the fact that ft
the experiméntal stimuli on

Nevertheless, the videotaped simulations

d1d provide interesting suggestive conclusions about enployers'

(viewing) personal contact with the applicant.

o
=

28

behavior after



5. SHMMARY OF QUALITATIVE DATA

Part of the data collection effort that took place in the employer semi-
nars involved a s¢ istructured discussion period in which employers shared
their experiences and opinions about hiring youth and schooling. The major

conclusions that can be dertved from these discussions periods are as follows:

e The data confirm strongly the results from the quantitative data

analysis. Variables such as work experience, reputation of school,
participation in a COE program; numb@r of qu!ts, ~appearance, and

important signals of employability.
e Eaployers, with only a few exceptions, were generally enthusiastic
about cooperative education programs.
Except for co-op progranms, eaployers vere generally dissatisfied
with the school experiences of applicarts. They perceived a de-
clining quality of instruction; a lack of basic educational skills;
and an {nattentiveness to the attitudes and skills riecegsary for
the world of work.

Sevs 1l qualifications to the qual{tative data merit attention. First of

all, the data that were collected were very much a function of the dynamics of

the zroup attending the seminar. Some employers were more open than others.

Some tendled to speak out; while others did not engage in the discussion will-

ingly. Some employers tended to monopolize the discussion and offer personal
anecdotes. The leaders of the seminars attempted to minimize their own inter-

vention, but occasionally tended to lead the respondents, as well.

partlclpated in the disCuasionn have general appllcabllity. In ather words,
the selectivity of the employevr sample may limit the relevance of the verbal

data obtained: Another sample of fifty-six employers might have very differ-

ent observations to offer:

Despite these qualifications, this sumple of employers who attended the

seminars may be assumed to bev a reasonably valid reflection of all employers

of young people. In the first place, t'ie frankness displayed by the partict-
pating employers lent crediblli;y to their statements. Secondly, the employ-

ers' discussions of theiz own, first-hand experiences in hiring and employing

youth tppeared to correspond and be consistent with the results of the statis-

§tﬁbolq, 1ntervlew behavlor, and other subjects are rclatedg
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5.1 Applicant €haracteristics

One of the few 15sues about which employers were unanimous was the f{a-
portance of work experfence in determining employability. They were quite
explicit abeut the fact that théy would choose someone with eork experience
over someone with just classroom training. Some of their typical comments
follow:

A person who comes to us with a diploma and part-tize work has a

better chance than a person with a diploma but no work experience.
Well, experience s a very good teacher and if I had to choose be-

tween someone who had two years experience 2. a machinist operator

and someofie who just graduated from CTI or another technical fnsti-
tute, ['d take the person with the experience, because the atmosphere

{s differest. There 15 really nc substitute for that experfence.
One of the employers encoutaged applicants to note even baby-sitting jobs

or part-time jobs:

I stress attendance when we recruit fn high school. We did at one
time g0 to the high schools and check on them. We no longer do that
bacause the Board of Education no longer supplies us with that
information. But 1 do stress attendance in school: And then I ask

them to jot down any babysitting jobs, or any part-time jobs that
they have had which would be an indication that they've been re-

As foted in the analysis reported earlier, work experience is definitely
percetved in a positive fashion, but too many jobs or a lot of "quits” de-
tract from the applicant. One employer noted:

Now some of these quit, quit, quit--some of these, I don't think I

would pick out an applicant that quit that msny times. There's got

to be a problem there. I dou't think I would want to spend my time

on somebody that quits all the time. So that has a very negative

fmpact.
In the few instances in which {t was discussed, employers were willing to
conatder hiring dropouts, particularly {f their aptitiudes were nigh or they

had relevant work experience:

We prefer, of course, a high school diplomas, but wecrk experience has

certzin advantages over the completion of education.
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5.2 Comments about Schools

In the analysis of the quantitative data, it was noted that particular

schools had consistent {although not strong) effects on exployability ratings:
Comments by the employers substantfated “his observation,

d{th

1 don t thin& the school, as suth Intttally tufiuences our deci-

sions. R think fton past. practicea you. sort of ccun: on getting a

opposed to others. Usually we're opén 1n the beginning. Then the
history evolves as to where you can expect to have the best success.

Em; oyers generally felt that schools did not {interact Géii; if at iii,

the business communitv. As discussed below, they felt that schools were

sot preparing students for work in an adequate fashion, and felt that part of

the problem was a lack of fnteraction. A sampling of their comments follows

here:

were

the work experience that it provides students.

I think counseiing should be more attuned to the needs of the busi-
ness world.
It seems that schools don't know where the best entry-level jobs are

tor thefr peorle to get «xperience.
[ haven't seen eiuough employer contribution to thelr actaal curricu-

lun or equipment purchasing. You sce very limited advisory commit-
tees, maybe someone who's been on an advisory coanittee for some

years conttnues to serve--tateiy do they meet during the school year

as such. Sooe of the programs have been good. |[With] others; I Jjust
do not think they get enough input.

The majority of the employers that were familiar with the co~op programs

enthusiastic about them. They perceived the value of the program to be

Some of their comments are

tncluded below:

t think the COE {s an 2xcellent progras. It éi?éi them exposure to

tnose xind of things.,
We have very rarely found someone right out of high school, although

we have had some co-op education students come in and work and after

graduation have continued to work; which was {deal because we krniow

something about them and they know something about us. So we have

gotten some real good peo;le that le. But those people are coming

in with some experience, the experience they got {n that co-op
program.



we have used co-op students in the accounting-clerical area. The
director of accounting has developed a relationship with the school,
so the school understands what kinds of jobs we have to offer. 5o we
get good referrals. If we were to run an ad {n the paper, we have

the screening process to go through and everythiog else that goes

along with fcs
I think the whole process of the co-op program with the teacher
coming in and having us doing an evaluation of the student and things

of this sort [is good]. These are just pluses for the student.

f find that many of the young people coming out of the COE programs

are well prepared. First of all, because part of the COE training is
to have a Job: So they demonstrated their ability. They have had
the vesponsibility of holding a job; so they are truly better tratned
thas scmeone slsze coming out of high school. A good, bright student

with good typing skills and with good grammar skills and 50 forth
could probably learn the same type of job also. But, I think if it
would come down between the two, 1 would probably chowse the one with
prior training because they would kaow business procedures and SO

torths

Not all of the employers were favorably disposed to the co-op programs as the
following comments indicate:

Most of the career ceaters and other high achool prograas (COE, DE,

etc.) that 1've seen--their equipsent is very outdated; their proce-
dures may not relate properly to the banking {ndustry, where ve're a

little more muvwbers oriented.

1 have had seen some of the COE programs. They were not training

aome of their people to do ten-key by touch, which is a requirement

{ur our type of firm:

Eaployers also had reservations about occupational work experience pro—

grams. At one session, the following exchange took place:
Question: Do any of you use kids from the occupational work
experience programs?

Answer 1: Yes, we have used distributive education people; and we

have had some success with that. o S
Answer 2: e did take on a ciuple of girle at the frpae desk and {t
really did not work out too well for us. We found they were some-
what flighty . . . and had problems staying professional.

Answer 3: 1 used one in the kitchen as a utflity person. It worked

okay at the beginning, but then he wasn't really suited for the job.
To him it was just & class grade so he ended up quitttng: I think
ttie common business person has a problem desling with a sixteen- or
seventeen-year-old who hasn't realiy matured. It's not necessarily
their (the youth's) fault, it's Just that they are imamature for that
type of job. o ) ] ,
Answer 4: We've had good experiences with thst type of situation.
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- meloyers expressed disappointment and dismay akout the bastc educational
skills of the youth they encountered. A sampling of thelr comments reflects

these sentiments:

It answered a lot of questions I had that I couldn't understand. I

hired a girl and checked out her references, yet she couldn't alpha-
betize.

I [g§ed7to] feel the schools were producing students who could add

subtract, multiply, divide, but I can't take that for granted any-

piore. Today I just try to find someone who is trainable, someone
with good common Sense. When {f comes to ten to fifteen years ago,
the expectation was that when Somebody had a high school diploma, I
can expect certain things from them. It's just not true today.

As 1 got {nto the material, I thought graduation with distinction had
to do with the grade point average (when I was 1in school it was the
National Honor Society). When I looked through this; I realized that
the graduation with distinction requirements today is what everybody

had to achieve fifteen to twenty years ago, even to get a diploma.

That kind of blcw me away. That may ciartfy a lot of things going on
in the marketplace and the hiring process.

There seemed to be a lot of dissatisfaction also with the lack of pre-
paredness that youth bring to the world of work--a lack for which employers
held the schools partly responsible. There were some general comments about

schoolx not being attuned to the business °°@?99§§¥ and some specific sugges—
d; Some of the general

tions about how a better inteercE could be achieved:
comments in this arca were these:

comes reSponstbtltty. That {s tlwe result of upbringing. Your .

schools don't teach that: The only way they're going to learn it 1s
to get out there and work.

with them and totd them whgt it's going to be like out there; what
the Jobs are ltke; what kind of questfons you will be asked. I don't

know whar counseling gnes ot in high school anymore, but someone has

to let them know what's going on out in the real world and what the
kids siiould be doing to appeal to the market.

Two of the specific suggestions that employers made were as fcllows:

I think a lot of it's resistance on the part of traditional faculty

to even address a lot of the technoiogy cause they don't understand

it themselves. A problem I've also seen is that when they do get the
budget to buy some equipment, they go out and get something that is

not applicable to use {n the work force in this area. They'll go out
and get word processing 2quipment That no one usesS. It's not Wang or

something very popular.
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No, don't teach them programming; teac: them retrieval and input of

information: That's what they will use on the job. They will not be
programmers:; So there's limited understanding by the teaching staff
of what's applicable and what's not; what equipment that they should

be trained on and looking for and purchasing.

5.3 Comments about Interviews

. Another subject area that was discussed was interview behavior and how
employers reacted to an applicant's appearance and to the content of the i
terview. Time and time again, employers emphasized the importance of having
a good attitude, not just for interviews but also for job performance. We

have categorized the comments about interviews into subcategories of interview

behavior, importance of attitude, and appearance.

When asked about what mistakes are commonly made by interviewees, employ-

ers responded as follows:
Question: What are the kinds of things that a person does that
indicate a poor interview? L
Employer: The one that bothers me the most is i1f the person says
that they want to start their own business. I would automatically

not hire them : » . I feel very strongly about that:

Question: Does anyone have anmy comaents they want to talk about per—
taining to mistakes sStudents make in interviews that would be best to
avoid? Or other experierices? ) )

Answer 1: Especially if they develop a rapport with the interviewer;

they will go into their personal situations that interviewers don't

really want to know anyway. And they kind of forget why they are
there and that is to provide the interviewer with as much information
as possible about their education and work experience, so the Inter-
viewer can make a decision. ) o

Answer 2: We (as interviewers) tend to watch for [negative] comments

an applicant might say about former employers and teachers, because
if they will say things sbout thes, they will also say thea about us

or our company to other people.

When asked about how the employers evaluate interviews, the importance of a

good attitude and good communication skills vere clearly paramount:

it seems in iy experience with interviewing that the things I see
first are: first appearance, communication skills, attitude, and

manners. That's first. Then, once all that's out of the way, can
they type?
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It's finding the one with that attitude and pereonal [manner], not

personality, but attitude, appearance, manners and communications

skills and diesire to work, and not wanting to advance immediately or;

you know, be cool. I cbuld go intu a high school and give advice,
those would be first.

Mentioned over and over again, one of the desired characteristics which
employees look for 18 a good attitude: This notion was reinforced in the

following comments by employers:

Well, the thing that we look at the most as far as being negative is
attitiude. We're pretty specialized. We want people to come to us
because they really want to work for our Store. They want to have
something to do with our product. See, there are a lot of people ﬁhé
have the attitude that 'I don't like the job, I just need the money.'

And we get a lot of those people:

aﬁplicanta with equal education and work experience, but one of them
excels more in the degree of self-confidenxe, and that one will be

hired.

For a young person coming 1n looking for a job one has got to have a
good attitude. I'd put that almost at the top of my list, right

beside, of course; his skill or his poteutial to learn a job. If he

comes in here with a bad attitude; 1'd reject him; even if he had a
high skill level. Because we just don't want the hasslie.

An applicant 8 appearance and dress was definitely considered by employ-
ers la formulating their employabiiity decisions, but all in all, employers
indicated that these were rot significant factors,; for the most part.

Their comments on this score were:

Though, if I had two people who iaterviewed very, wery equally, and

thig ome came in with the jacket and it was just between those two,

1 might have a tendancy to think that that persscn that had wora the

jacket signified professionalism and interest {n cdvancement and
understanding what the business profession is looking for « « - if

thst became the tie-breaker.

You dress conservatively, have command of the English language, and a
good attitude and you will have a better chance then oormal. I've
seen too many come in with these psychodelic colors (is that the

proper term?) the brighter and louder it 1is; the better it 1s, and

that's exactly :he cpposite.
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were
Some

5.4 Other Subjects of Interest

Most of the focus of the seminars was on the hiring process, but data
also collected on factors thst indicate good or poor job performance.
of the employers' comments were as follows:

Question: When you have someone whoa you cousider to be an outstand-

ing employee, what are the qualities that that person has that typi-

cally others would not?

Answer 1: I think one of the things is that they always seem to be
asking for more to do. And others Just sit there and look at you.
Answer 2: I think another one is that they display a certain amount
of enthusiasm and a positiveness about themselves and about their job
and the company . . . . Because that rubé on to the rest of the

eaployees, just as a bad attitude would rub off.

Question: What are some of the thisngs that have caused soseone to be
tired? , S -

Ansver: Having tc repeat how to do a job ovar and over:. That means
their minde are someplace else. It's good to become part of the
team.

There are a lot of people who are Just satisfied with the status quo.
That's all right. There's nothing wrong with that, but yet we'd like
to have people who are innovative, if at all possible and who want to
make it a career; but they got to have these attributes; they got to

have the attitude and be willing to take responsibility.

Lastly, some employers noted the effect of the business cycle and, in

particular, how the tightness of the labor market influence their behavior:

To be perfectly houest sbout ir, I don't like to hire in today's mar-
ketplace. 1'd rather have the problem of finding a qualified person

than having the problem of an overabundance of qualified pec;ie and
finding & qualified person that wants to do the job. When people are
unemployed, they will agree to anything. They may be 100 percent

qualified, but after the homeymoon of the job wears off and they

don't like what they are doing, the error rate goes up and productiv-
ity goes down. You have problems: So I don't ltke to hire nowadays.
A year ago I would have been much more tolerant than I am today be-
cause of the greater number of choices that we have to choose froa.
Today; we would not have to deal with that, because there wouzld be
someone who was lnterested in a job and who would be more likely to

stay on che job. I know ay attitude has changed considerably. And

so today, I'm much tougher than I was before. Because you have to
be. You have to be.
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6. CONCLUSIONS AND POLICY RECOMMENDATIONS

The primary purpose of this study was to assign to various attributes of

youthful job applicants the xei;xi&e,tmportance of each attribute in the hir-

1ng decisions of employeri. As such, the major focus of the conctusions and

ot youth counselors. waever, tn the course of analyzing the quantitatiVe
and qualitative data,; several Eindings relevant to emplojers and school _admin-

admintstrators emerged: This chapter presents conclusions and recommendations

categorized by the three target audiences--youth, employers, and school
administrators.

Several cautionary notes need to be sounded concerniug the recommenda-
ttons from this study. First of all; it should be recognized that because

the data were collected from Coiéﬁﬁﬁs ‘employers; they may have limited appli-

cability to other areas of the country: In particular, Columbus has a strong

distributive education program in its schoola. Second, the study used a simu-

lation methodology. The applications were generated by a computer algorithm
and the interviews were completely staged. Therefore, results are only

valid to the extent that the respondents behaved 1n a "real world™ fashion.

6.1 conc1nsIonsggndgkecommandn:ionsginrAXauthful

Jot_Applicants and Youth/Guidance Counselors

Earlier in the paper, the labor market was characterised as a lottery,

where employers “buy” tickets and take their chances on particular applicants.

These tickets are pot identical, however; since employers have learned that

certain characteristics are more likely to be associated with a winnmer; 1.e.

a productive worker, than others. From the perspective of an individual ap-

plicant the gquestion 1s how to induce an employer to buy the applicant's
ticket.

A useful analogy is to think of the empioyability development and job
search process as one of scoring points. The acquisition of certain skills
or knowledge ts rewarded by a certain number of points. Attending certain
schools {s similarly rewarded by a number of points. Part-time work éiﬁéiiz

efice earns points, and so forth. When screening applicants for a job,

ployers offer an interview to the applicants they perceive as having :he most
points.

But each activtty undertaken to eara employability pointe requires time
and resources. And those resources could be spent in other employability
developument activities (or in leisure). Economists refer to these costs as

opportunity costs. & youth could hold a part-time job, which means less time

devoted to academic achievement or extracurricular activities. The young

person could decide to go on to a vocational program in a junior or community

college after graduating from high school or to enter directly the labor

market at that time without further schooling. The implications of these
sorts of decisioas on employability need to be considered-
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The results of the study provide guidance. First of all, the study in-
dicates that there are important characteristics of the job search process

which allow the youthful applicant to earn a lot of points at very low cost.

Neatness on the application form (and in cover letters) is one of the wost
important vartables that employers use in screening applications for inter-
views before more careful consideration. Secondly, if applicants feel that
tlielr resumes are weak on job experience; they should l1ist baby-sitting or

yard-work experience to demonstrate some past job responsibility:

Interview behavior is crucial in the job search process. Analysis of the
interview data and discussions with employers indicate how easy it is to lose
the employability points that have been painstakingly earned by not being

punctual, by inappropriate attire, or by using inappropriate grammar in an
interview. Signals of a bad attitude are negative comments about a previous

emiployer or teacher or being overly ambitious--expecting rapid promotion or to

Presenting a neat, full resume and exhibiting appropriate behavior at an
interview can be accomplished with only minimal effort in time and resources.
Other aspects of employability development are acquired over a longer time

period and require consideration of expensive choices. The statistical
analyses show that, other things being equal, the following statements hold

true about employers' rating of employability:

e In applying for a clertcal e The difference between a C-
job, having a faster typing  __ and an A- in high school
speed of 10 words per minute == grade point average
significantly improves em-
ployabitity. It: ar

e The difference between
having work experience

or having none

%»

.-._..-—-_'...-_-_.————-—-——_—-.—————-———-—-———.—.-—--_

€ For any of the three jobs, # The difference between an

reporting that two prior - B- and a C- in high school
jobs ended because of quit,
layoff, or firing reduces or

employvability. It: ] o
e The difference between partici-

pating in a co-op education

program or not participating

- . - S e S e wmen g - e o

e For retail or clerical occu- e The difference between a
pations, participating in a _ typing speed of 50 and 60
co-op distributive or office == words per minute

education program, respective- 7

1y, significantly fmproves or

employability. It - o -

e The difference “etween a C~
and an A- in high school

* Read ~approximately equals.”
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Similar kinds of statements can be made about variables that were examined in
the analysis.

wmake resource allocation decisions and be‘LOHCEYHEd about the profitabitity
of their actions.f large firms and firms that have been in existence for a

test of the matketplace. In fact, an underlying assumption,beneath this study
is that employers' hiring decisions are consistent enough that we can gen-

eralize to a larger population from the behavior of a small number who were

obggrved. It s thus somewhat presumptuous to issue recommendattons to em-
(ployets. Nevertheless, the study did produce some results that may be of

Jd&R tu dofe ediployetrs. Foiur such cbriclusions are as follows:

e To the extent that we were able to control other variables, the

personal charactertstics of the application reviewer influenced
significantly the hiring priority index assigned to the applicant.
Males, blacks, and older individuals tended to be more liberal in

their evaluations of the black youths they were asked to assess.

e Almost unantmousiy, empioyers who had experienceigithicoogerative

education student were enthusiastic about the experience and 1f a
hire ensued, were pleased with the outcome.

e The interviewers' assessments of an applicant's work experience and

education are subjective. They can be altered by how the youth
handles the interview.

e Despite protestations about the unreliability of and difficulty of

getting reference checks, about 80 percent of employers reported

making such checks. When one considers how little it costs to make
a reference check énd how expensive a hiring mismatch can be it

6.3 Conclusions and Recommendations for School
Administrators and Policymakers

A subsidiary purpose of the study was to be & conduit between employers
and schools, particularly in the area of employability development. It 1s
important for schools to take employers®’ cpinions into account; for the econo-
mic success and job security of the schools' students are going to depend on
the degree to which they are able to fulfill employer expectations. As re-

ported in the chapter presenting qualitative data, employers did have some

positive suggestiors: The comment that comes immediately to mind is that more

emphasis should be put into teaching concepts as opposed to training on par-

ticular equipment. The comment was made in the context of data processing
where it is suggested that the _concepts of data organiza*ion and retrieval
be taught rather than programming. Furthermore, employers felt that it might

equipment.

W
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Even though the employer seminars were held much in advance of the furor

over schooling quality generated by the National Comaission on Excellence
in Education's report A Nation at Risk, the seminar participants made numerous
commerts about the low retention of or lack of basic skills of their job

appiicants. This suggests that employers should be strong advocates of any

educational reforms that wove toward improving basic skills.

 The results highlighted how importanct is the presentatfon of an ap~
plicant's resume and how crucial to success is appropriate fnterview behavior.

These factors suggest that job search techniques may be an appropriate cur-
riculum item in schools. Finally, job experience and participation in

cooperative education programs are important determinants of a youth's employ-

abtifty. Thus; schools thus should promote cooperative education programs..
In fact, school aJministrators, particularly in central city school districts,

should recognitze that strong cooperative programs can offset any hiring

disadvantages students may face simply on the basis of school reputation.

Finally, job experience and participation in cooperative education pro-

grams are important determinants of a youth's employability: Thus, schools

should promote cooperative education programs. Irn fact; school administra-
tors, particularly in central city school districts, should recognize that
strong cooperative programs can offset any hiring disadvantages students may

face simply ou the basis of school reputation.
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APPENDIX A

MULTIVARIATE REGRESSION ANALYSES
OF EMPLOYER HIRING INDICES
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ERIC

Aruitoxt provided by Eic:

TASLE A-t

PARAMETER ESTIMATES FOR A MODEL OF EMPLOYER HIRING INDICES,

FULL SAMPLL

Variable - Estimate

Standard Error

of Estimate

Intercept - 1.85

APPL ICANT CHARACTERISTICS

High School Exper lence
Attended Wwehrie High School (Parochiat) 2N
Attended Upper Arlington High Schootl 1.77
(Suburban) o
Grade polntld=A=, 3=B-, 2C-) 5.08%*

Relevant major/program 4:97%

Cooperatlve educatlon 6.19%e*
program participation o
Occupational work experlence program 286
High school graduate 17,574

Postsecondary Experience
At1ended Columbus Buslness School 5.55%¢

Attended a postsecondary szhool - 9. n*
Campleted a postsecondary program 10.64%**
Grade polint (#=A-, T=B-, 2e(<)d reTe s
Relevant major/progran g.540es
Work Experlence

Held at least one job 12.23%%
Number of prlor jobs = 30
Nomber of months of pricr work - .0
Held only public iobs 2.78
Held a relevant Job 6. 79%"
Number of qul b

Gaps In employment record

[ |
NN
. @
w8
1
[
L

Skills and Other Characteristics
Typing speed {words/mlnute)C ST
Eifglbie for TJTC - .25
Referred by frlends at firm - .a3
Number of spelling errors on - .01

Application filled out in 10,2700
sloppy handwritting

FIRM/J0B CHARACTERISTICS

Flrm Character!stics
Firm has a formet probationary period - B.33
Difficulty of tiringd tan
Percentage of new hires for which - 050
reference checks sre per formed
Typlcat mumber of Intervieows to
fiil an opening
Size of firm {(number of full-time ~02
emp toyoes)

9.30

.86
2.05
2.22
3.03
2.64

2:48

23
44
.4

3.2
46
.06

4.36

1.68
47

1.80
09

757

1.36
5%

2.02
187
002
U6

a5



varisble Estimete Sfand’ard trror

of Estimate

Job Characteristics
Hours of tralaing glven to typical :014°* .008
new employee

Flrm provides mostly general - 5.86%** 1.9%
tralnlng® )
Typlcal sfarﬂng ugo {In dollars) - 35,3100 66
Cost of most expens |vg machlne which 2.33% 1:13
new emp!ovoe works on
Clerical aspticant - 32 2.83
Retall appllicant = 2:% 2,75
Higher level of responsibllity - 4:97%° 1.97
In job description

RATER CHARACTERISTICS B
Male 11,7700 1.58
Black 16:93°%* 2.47
Staff membor Of personnel 6.48°* 1.98
diipi?fﬁﬁf
Has or shares hiring suthor ity - 3.57° 2.0
College graduate 617 1.51
Age (in years) <02 .09
Age greater than 4% 2.9 2.7%

OTHER
Seminar leader 11.54 %00 2.20
Sequence number .08 .8
r2 .3833
n 1911
Mean of dependent quiEii 78.95

8 cat to mean for nonattendees. _ o

b possible reasons were “quit,® "was tald off.” “left for better_ _
Job,® “was. funwi'? Job,® "went back to schoot,” or "left to look

. tor tull=time Job.® _

€ set to mean for machine “redes appllcants.

d Vorisbie = | If employer reports “a greet deal® or "some”
documentat lon or paperwork required to discherge one empioyee;

- O=ctherwlise.

® yariabie = 1 if ®ali-=95-1003" or “mosf=-61-04" of iim

learned by new employeses are uuful outside the company; O-

- otherwise. L
t Cetegorical variable from small 4o ferge.

_® Signiticent at < .10.
% gignificent at < 08,
eee gigalficant ot < 0t.

cn‘
iy

5%
O

ERIC

Aruitoxt provided by Eic:
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ERIC

Aruitoxt provided by Eic:

TABLE A-2

PARAMETER ESTIMATES FOR A MODEL OF EMPLOYER HIRING INDICES,
BY JOB DESCRIPTION TYPE

Job Description #1
(Less Responsibility)

__dob Description €2
(More Responsibility)

Estinate

Standard
Error

| Estimate

Standard
Errox

Intercept 14.01
APPL ICANT CHARACTERISTICS

High School Experlence

Attended wenhrie High School (Parochial) 2.70
Attended Upper Arllington High School 1:63
(Suburban)

Grade point 4.37%
Relevant major/program 12.41 %0
Cooperative sducation 8.90*
program participation

Occapat lonal work experlence program 14.21%%
High school graduste 1146

Attended Columbus Business School --
(private)

Attunded a pastsecondary school --
Campleted a postsecondary program -
Grade polnt® =
Relevant major/program --

MOrk Experlence

Heid at least one Job 3.60
Number of prior jobs - 49
Months of prlor work .13
Held anly publlc jobs S:1
feid a relevant Job 6.46%**
Number of qults® 2:74%%
Gaps In employment record 4.78

Skills and Other Characteristics

Eilglble for TJTC 1.23
Reterred by friends ¥
Numtyer of speiling errors 09

L
.
O
4

Sloppy appllication -10.60%*

FiRM/JOB CHARACTERISTICS

Firn Charactoristics

PTe has Tormal probationsry perlod S11L 370
Jifficelty of tiringd 1.26
Percentage of nex hires for which 00

reference checks ard made

Typlcel number of lnterview/ - 01
openlings

Slze of firm 2;85..7.7

45

15.30

2.41
2.34
115
4.75
4.93
6.24
332

16.63

S15.79%ee
14,1750
TR L
14.60%%

1.57
2.60
= .05
- .42
1.05

2.94

81 Rl

12.78

s
3.77
1.68
2.81



TABLE A-2-~Cont inued

Job Dascription £1
(Less Responsibliity)

Job Description 72
___ _{Mors Responsibllity)

variale - Standard
_ stimate Error

Standerd
Error

Job Cherccteristics .
Hours of tralnling 030 <01
Firm provided mostly 4:37° 2.65
general training®
Typical starting wage - 92 .89

cost of most expensive machine! 1.37 1:89
Clerical appllicent - 4:76 4.9
Retall app!icent - a.n 4
RATER CHARACTERISTICS B
Maie 15,850 2:1%
B1ack 9:37°* 3.4
Statt member of personnel - g.i6""" 2:M
Has/shares hiring author ity - 5.42° 2.80
Coliegs graduste 3.97¢ 2.0%
Age (in years) <05 2
Age 45 or older - 6.93° 3.83
OTHER
seminar leader 5.t 2.00

g.19%**
22.3100e
22:11%%%

- 2.62

- 2:26

- 07
‘3;25...

18,5

2.37
3.68
2.99
312
2.27

R}
4.09

3:32
20

Sequence number - 08 2o =23

RZ S4151
n 8617

L3546
818
87,50

Mean of dependent vorlable S L
8 Set to mean for nonattendess. -

b possible reasons were "qulit,* “was taldg otf;" “left for better

ob,” “was temporsry job,™ “went back to schocl,” or "left to look

_ for full=tlme Job." —_
C set to mean for machline frades appliceats. . _  _
d yariasle = 1 If employer reports "a great des!i™ ur “some®

documentat lon or peperwork required fo discharge on employee;

O-cotherwise. o .
Vorlable = 1 It "8li-—-95-1008" or “most-—61-94$" oi skillx
{earnad by new employees are useful cutside the compery; 0-
otherwise S
Taitegor Ical variadble trom small fo lerge.

- |

signiticant at < .10
** signiticant at < .05

*e+ cignificanrt at < .Oi

O

ERIC
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PARAMLT

TABLL A-3

£R LSTIMATES FOR A MODEL OF EMPLOYLR HIRING INDICLS,
BY OCCUPATION

variaple

Occupation

Clerical

Retal!

Machine Trades -

Estinate

Standard

Error

Estimate

Standard

Error

Stendard

1 Error

intercept
APPL ICANT CHARACTERISTICS
High School Experlence

Attended Wehrie High
School (Par et lel)
Attended Upper Ariington
High School (Suburtan)
srade point

Relevant major/program
Cooperative education
program particlipation
Occupational work exper-
lence program

High school graduate

Postsecondary Experlence

Attended Columbys Busi-
nass Schocl (Private)
Atte-.jed a postsecondary
schoo !

Completed program

Grade point?

Relevant major/orogram

work Experience

Held at least one job

Number of prlor jobs
Months of prlor work
Heid only putitc jobs
Held a relevant job
Number of quitst
Gaﬁpsﬁ rin amp loyment
record

cxltic and Other Characteristics

22.43%

Z.69

- 7.88
9.40*
3.99°
t1.820%

12,1754
96*
.03

.33
sudseee

- 2;18.'.

- i066

Tysing Speed
Numbher of Mach Ines
Ellylble tor TJIC
Referrad by frlends
Number of spelllng error
Sloppy application

s = 07

12225

2,06
2.08
1.08
3:02
2.9
3.87

3.39

<10

1.99
1.67

o
2.81

25.29

12.40%%
.80
2.28
110

11.30%

57

10:17

13.49%

227.18%e
17:52
.87

14,4300

18.91 %0
<80

- <06
9.82
5.96

< 20130

- 6.92

ST

- .39
- 4.04

- 1.51
- 6.12

15.56

3.67

:22

3:15
3.14
1326

4.92

v
i
byt
-4
0

[
:.“
Q-
[«

<01
3503
1.26
=30

- 4.61

12.97
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TABLE A-3--Continved

Occupation -
Clerical |  Retali ]  Machine Trades
standard standard Standard
veriabie gstimate | Error— | Estimate | Error ] Estimate | Error
FlRﬂ/JOB CHFRKCTERISTICS
Flrm Characteristics
Formal probatlonary 15:14%%% 365 - — - =
perlod
Diftlculty of tiring® =12:65%"* 2,74 - == = -
Percentage reference - ;19;;; ;63 - - - -
checks
Typlcal number of 96%** .18 - - - =
interviews/opening
Slze ot tirm - 2:65%%% 166 - == - =
Job Charscteristics
Hours of tralning = 00 .01 - -- - =
Flrms provldlng genaral «23.79%%%  3.4¢ - - == -
training
Typlcel starting wage - 3.69%%% 1,13 o = - -
Higner level of - 6:65%**  2.53 4:56 467 - 5.03 6.21
rasponsibllity
RATER CHARACTERISTICS
Maie 150 2:21 - = = -
B1ack 22.57%*% 2,73 - - - --
Statt member of 5.98%  2:45
porsonnel
Has/shares Siring - 54 2:59 - == - -
eufhorlfy
Collegs graduste 1515 2,27 == = - -—
Age (in yoars) <01 .12 - -- -— -
Age over 45 ~20:87%% 3,75 - == -— -
OTHER
Seminar leacer 10.50**  4.24 — — - ==
Sequence number .09 .18 = - -— -
R2 4701 $2637 3617
n 1122 48?7 302
i S 8171 ez Bla13

3 set to mean for nonattendees.
b pogsible reasons were "qult,” “was lald oft,” *
Job," "was 1gmpqrary job,” “went back to schoo!
tor full=time job.™
C Sat to msan for mechine frades spplicants.
¢ yariable = 1 it employer reports "a grw des!® or
documentation or paperwork required to

J-otherwiss.

<10 level
05 leve)
01 levei.

_® significant
=8 gtgnl ficant
*se signi¢icant

%943

jett for better
" or "left to look

discharge one éﬁﬁloyne
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APPENDIX B
JOB APPLICATIONS AND CORRESPONDING

SCRIPTS FOR VIDEOTAPE INTERVIEWS
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S e Y Clertcal Kppixcatton
APPLICANT # C - *EUUCAT LUKAL RECORD** No Work Gap

o

. ,;‘fness a
HIGH SCHOUL ATTENDED: Cengral MAJOR/ PROGKAM: of
DATES ATTENDED:_j977-1980 _ _ GRADE AVERAGE: B  ULPLOHA: U%hb Q:ﬁ.

*AWORK HISTORY**

EMPLOYER: Seall Retail Firm _  ______  EMPLOYED FKOM: Jume 1981
POSITION:_Office Melper Tu: June 1332

J0B DUTIES: Filed records, sorted, and delivered mail

KEASON FOR LEAVING: Laid off

EMPLUYER:_Smali Manufacraring Firm ___ EMPLOYED FROM: Dec. 1980 _  _

PUSITION: Office ilelper TU: Jurie 1981

JUB DUTIES: WMMﬁ— o

REASON FOR LEAVING: Better job 7

EMPLUYER: Small Retail Firm EMPLOYED FROM: Sept.1980
PUSITION: Office Helper S TO: Dec. ¥96i)

Job DUT1IES: Filed records, sorted, and delivered mail

REASUN FOR LEAVING: Better job

EMPLUYER: EMPLOYED FROM: -

bOSITLON:_ o o

Jos UUTIES:

REASUN FOR EEAVING:

EMPLGYER: - - EMPLOYED FROM:

POSITION: __ 10: B
JuB DUTIES: . -

REASON FOR LEAVING: o

FRIENUS WORKING AT ORGANIZATION [JYES[X]No (O OVER FOR ADDITIONAL
CURRENT EMPLOYMENT STATUS Dmrt.ono@unmnonu WORR HISTURY

FOR OFFICE USE: 1; TESTED TYPINC SPEED:_
2. ELIGIBLE FOR TJTC.DYF.b g N
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VIEDOTAPE INTERVIEW SCRIPT

NO RECENT GAP IN WORK RECORD (CLERICAL)

the application; but I would like for you to talk a little about the jobs you
have had and the work you have done.
INTERVIEWEE: I have had some varied work experiences. After completing high

school, 1 enrolled in a community college secretarial courses Because o0
money problems and not getting what I wanted from my classes, I left school
and went to work as a receptionist/file clerk. After about three months of
that, I had an opportunity to move to iﬁathér company to work in a secretarial
pool doing mostly straight :yping. 1 enjoyed working in the typing pool and
worked there for about six months. The company went to word processing and I
felt very uncomfortable working with all that new equipaent. I realize now
that word processing can improve my work iﬁa I would iéiééi an opportunity to
learn it: At that tim~ one of the executives in the company decided to go out
on her own and asked me to g0 as her secretary. I moved to that job and have
been in it for about one year. Now my boss finds she can not make it on her
own and 1s going with a large company. That !eaves wme looking for a job: 1
position. I hope you will have a spot for me in this company.

INTERVIEWER: What are your plans fot the future?

INTERVIEWEE: I would like to get enough experience and training to become an
exccutive secretary: For now, I just want to becpme a very good secretary.

INTERVIEWER: Thank you.
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__ VIEDOTAPE INTEHVIEL SCRIBT ,
NO RECENT CAP IN WORK RECORD (CLERICAL)
(Used i{n “tnappropriate language™)

INTERVIEWER: We have covered your educational background, now I would like to
take a look at your work experience. I have your employment record here on
the application; but I would like for you to talk a little about the jobs you
have had and the work you have dote.
INTERVIEWER: Yeah; I done a lot of work. Uh; after high school; I went to
tcllege to this secretary course. But, um, I just couldn't afford it, so I
khad ta quit, and, uh, went to work as a receptionist/file clerk. It was all
right. Then I got another job in a secretarial pool. Um; it was ail right
too, I s'pose, and 1, uh, had a lot of straizht typing: It was pretty nice:
Then after a few months, the company went tc word processing. I just couldn't
dig that, you know. They had a lot of new equipment and stuff I just wasn't
fato. So, um, I quit there, and I found out that one of the bosses was going
Off to her own business; so she asked me if I wanted to come along as her own
sccretary, and I said, oh yeah, why not? So, um, I went with her, and stayed
about a year: And she couldn't afford to stay in business for herself, you
kiiow, so she had to go back to the large company. So that lefi me without a
nb,
INTERVIEWER: What are vour plans for the future?
INTERVIEWEE: I would like to get enough experience and training to become an
executive secretary. For now, I just want to become a very good secretary.

INTERVIEWER: Thank you.



__ __ VIEDOTAPE INTERVIEW SCRIPT
NO RECENT GAP IN WORK RECORD (CLERICAL)

INTERVIEWER: We have covered your educatfonal background, now I would like to

the application; bmt I would like for you to talk a little about the jobs you
have had and the work yoy have dones

INTERVIEWEE: After high school, my folks decided I better go to college. So
1 went and took a secretarial course, you know. I didn't know what else to
take! But it cost too much and I just dida't like it, didn't like the school
at all, so I just decided to go to work right away. And I vas a receptiornist/
file clerk for awhile. Then I didn't like that job anyway. They fired me.

So I went off to another company and worked in a secretarial pool: Now that

>t

was all right: I can dig that. Then they went to word processing, and
didn't kiow a thing about word processing, jack; so I said I just can't get
{7t that. Then 1 found out that one of the bosses was booking her awn gig
and she asked me to come along as her secrétary. So I said sure; what else
was 1 going to do? So I went with her for about a year. And now, she's going
back to work for the big company: She's going back to work for the man. She
can't afford to stay on her own. So 1'm unemployed.

Like before.

..

o

INTERVIEWEE: I could get any Job, but people just aren't hiring executive
gccruzaries, so 1 guess I will just be a platn old secretary.

INTERVIEWER: Thank you.



e Clerical Application
APPLICANT 4 g *EDUCATIONAL RECORD**  Work Gap

BuSiNcss &

HIGH SCHUUL ATTERDED: Central L MAJOR/ PROCKAM: OFfipp
UATES ATTENDED: _1977-1980 . . _ G  AVERAGE:_B_ OIFLOMA: [JYES [JNo

"ﬁuxx HISTORY**

EMPLOYER: Smill Retail Firm ___ EMPLOYED FKUM: June 1981

PUSITION: Offlce Helper TO: _Jan. 1932
Jus BUTIES: Mmed and deliverad mail

KEASON FOR LEAVING: Laid off

EMPLUYER: Smalt fiéid?iéiéfiﬁifia,,,iz EMPLOYED FROM: Dec. 1980
POSITION: Office Helper TU:; June 1981

JuB DUTIES: Filed records, sorted; and celivered mail o

REASON FUR LEAVING: Better job _—

EMPLUYER:- Small Retail Firm E4PLOYED FROM: Sept.1980

PUSITION: Office Helper TO: Dec, 1580

Jus DUTIES: Filed tétbtdi. édttéd; and delivered mail

REASUN FOR LEAVING: Better 565 o

|
[l

EMPLOYER: S EMPLOYED FROM:

POSITION: I T0:

JOB DUTIES: -

REASUN FUR LEAVING: __

EMPLOYER: _ ___ EMPLOYED FROM:

POSITIUN: _ : TO:

JUB DUTIES: o

KEASUN FOR LEAVING:
FRIENDS WORKING AT ORGANLZATION [JYEsEIN0 (O uvER FOR ADDITIONAL
CURRENT FMPLOYMENT STATUS QEMPL()YI:.D@UNP.MPLOYI'D WORK HISTORY

-oooo-.0-0000u--o---on-oooooo.oo.oooo..o.............o...o......o......oo.....

tOR OFFICKE USE: 1, TESTED TYPING SPEEU: 55
2, ELIGIBLE FOR TJTC: BYEb ENU

HIKING PRIORITY XND!'.X YOUR SCOKE
Us o S0 & 100 5 5 15 . - 200 FOR APPLICANT
Worst Avera;,e Best
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VIEDOTAPE INTERVIEW SCRIFT
GAP IN WORK RECORD (TLERICAL)
("Good~ and "poor- explanations)

INTERVIEWER: We have covered your educational background, now I would like to
take a look at your work experience: I have your enployment record here on
the application, but I would like for you to talk a little about the jobe you
have iad and the work you have done.

INTERVIEWEE: I have some varied work experiences. After completing high
school, I enrolled in a community college secretarial course. Because of
money problems and not getting what I vanted from ay classes, 1 left school

and vent to work as a receptionist/file clerk: After about three months of

that, 1 had an opportunity to move to another company to work in a secretarial
ool doing wostly straight typing. T c.joyed working in the typing pool and
worked there for about six months: The company went to word processing ard I
felt very uncomfortable werking with sll that new equipmert. I realize now
that word processing can improve my work and 1 would welrome an 6§§6ituﬁit9 to

learn it. At that time, one of the executives in the company decided to go

ogt on her own and asked me to go as her secretary. I moved to that job and
was in it for about six months, when my boss found she could mot make it on
her own zod went back to the large company. That left me looking for a job.
1 feel all these experiences have given me good preparation for a secrets.rial

position. 1 hope you have a spot for me in this company.
INTERVIEWEE: I think I like the private secretary work most and would have
iiked to continue if possible: What I liked least was working as & reception-

{st: [ enjoy typing and making work look attracttve.



for the last six months. Would you please explaln what you were doing curing
that ti{gme and period?

~GOOD™ OR REASONABLE EXPLANATION:

INTERVIEWEE: Yes, I would be happy to explain. When ny boss went with an-
other company, I was out of work: In order to stretch my unecployment coz-
pensation, I moved back {n with my family. I have searched for & job on a

regular basis. I have mailed applications and had personal intervi-ws but, as
you know, jobs are scarce and I have not been successful in becoming employed:
I called my high school typing teacher and she lets me come in every Thursday
afternocon 56 I have been able to keep up my typing skills:

"POOR™ OR LESS THAN DESIRABLE EXPLANATION:

INTERVIEWEE: Yes; I would be happy to explain. I had some unemployment com—
pensation coming and have alvays wanted to ses some ?théi parts of the coun-
try. 1 went with some friends to Colorado and we stayed there during the ski
season. I did a lot of skiing and made many new friends: Now my unemployment
compensation has run out and I have to find a job.

LI'TERVIEWER: Thauk you:
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APPLICANT # R SEDUCATIONAL RECORD®* Ro Work ééﬁ

- J1srrmu.wr
HicH SCHOOL ATTENDED:  Central - HLJOKIPdObkAH Education _
DATES ATTENDED:__1977-1981 GRADE AVERAGZ: B pIrLoMA: [Jvis [)su
*ALORK HISTOMYs
EMPLUYER: Large Department Store __ EMPLOY:D FROM: May 1982
POSITION: Saie Helper TU: Jose 1982
Jus Bﬁiééz Stocked shelves. shoved products to customers, mu_pn.cgii
on goods .
“ATUS FOR LEAVING: o
SMPLOYER: £33t Begareoent Store — - . EMPLOYED FROM:_ugy :ag)
#USITION:  Sales Helper TO:_Mav 1982
Jus DUTIES: éeeeked—shelves, _showed- products to customers,; put prices
on goods ,
REASON FOR LEAVING: _laid off
t4?LUYER: Small Department Store EMPLOYED FROM: September 1980
POSITION: Saleleeggez (part ~time) — - - TO: Mav 1981

JOB LUTIES: gy

_— .
LMPLO Ek:___Large Dapartment Store EMPLOYED FKOM: September 19279

POSITION: _Sali:s Helper (part-time) — - TU: May 1980
JOB UUTIES: Stccked shelves, xhowed prod ¢

on pgoods

xtASON FOR LEAVING: Temporary {nh

i

per «.

LMPLIYER: - . . EMPLOYED FRON:

POSITLUN: o fe'g:
JUB DUTIES: ] L

A, ar - —

KFASUN FOR LEAVING:

FRIENDS WORKING AT ORGANIZAT10N [JYES [J N0 (O OVER FOR ADDITIONAL
CORRENT EMPLOYMENT STATUS [JEMPLOYED [X] UNEMPLOYED WORK HISTORY

-'.to...0ooooo.oooo..oo..o.loo‘do..ooo....oo..oo.0...00..0.....0.0..oo'ooo.ooo

FOR OFFICE USE: 1. TESTED T¥PING SPEED: 55

2. ELIGISLE FOR TIJTC:OJYES [g NU

HIRLNG PRIORITY INDEX YOUR SCURE
V. SO toos & 15 4 5 200 FOR APPLICANT
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VIDEOTAPE INTERVIEW SCAIPT
WO RECENT GAP IN WORK EXPEXIENCE (RETAIL)
(Used in “no inappropriate behavior,” “imappropriate
appearance,” and “poor nonverbal behavior”)
INTERVIEWER: In considering you for a position in szles, it is imporcant that
we know about both your educatior and work experience. I think we rave
covered your schooling, but now I would like for you to tell me about your
work experien.s.
INTERVIEWEE: Yes, as I mentioned earliér, 1 had some very vorthehile vork
experience while still in high school. As part of my distributive education
program, 1 wotked part-time my last two years in school and full-time in the
sUDmETS.
f started as a stock person in our local supermarket. In this job I

stasped prices on {tems and placed thec on shelves. After about three montha

was aoved to the cashier-checker position. I greeted customers, entered
prices into the cash register and made change. Sometimes I helped with

sacking the proceries: I worked at this job the rest of ay Junler year in

school. During the summer 1 d1d grass cutting and othcr odd jobs I could get.
My senior jear I vas placed in a men's clothing shop: After lcarning the

stock and company rules; 1 worked as a salésperson: I enjoyed this Job very

much and felt [ learned a great deal. After graduation from high school, I
continued to work in the clothing shops

After about one year in thism jub, the shop where I worked went out of
busincss: After job hunting for about two weeks, 1 went to work for a large
department stores [ have worked {n several departments as a galesperson--

children's clothing, appliant. 3, and shoes: I feel that experience has bean



very vorthwhile and 1 have tearned z lot about selling. 1 am zpplylng with

your company because I would 1ike to get back info selling men’s clothing. Do
you hawa other guesticas?

INTERVIEWER: Yes, I would like to know what your plans are for the future:
INTERVIEWEE: Eventually, 1 would like to own my own shop but for now 1 would
be happy with a sales josition.

INTERVIEWER: Thank ye- .



VIDEOTAPE INTERVIEW SCRIPT
N0 RECENT GAP IN WOI’K RECORD (RETAIL)
(Used in “inappropriate language~)
INTERVIEWER: In considering you for a position in sales, it is important that
we know about both your education and work experience. I think we have

covered your schooling, but now . would like for you to tell me about yout
work experience.
INTERVIEWEE: Uh, yeah, um, as I mentioned before, I did a lotta good stuff
while, you know, I was still in highk school. As part of my distriburive
education program; I was able to work part-time during =y junior and senlor
years and full-time during the summers: So, uh, I started wecrking for, uh;
this grocery stcre. Okay? And I was a stockperson: I did all the stockin’
of shelves and stampin' the aerchandise. And, uh, after about three months, I
became a cashier-checker, see; and like I was able to deal with the customets
otic on onws You know like dat: ~u know, I ran a cxgh register and, uh; I
bagged the groceries and stuff. I worked my whole junior year and then during
the summer I worked at odd jobs--1like cuttin' the grass and stuff like dat.
So, uh, weut on to my senfor year. T was placed in & men's c.othing

store. So, like, after learning the stock and company rules~—that atn't no
problém-<Iike, 1 worked as a salesperson. And I teally ifked that Job, you
know. And after graduation, I continued to work in thlz store. After about a
yeiar; the company went under: See?

So I was looking for a job for about two weeks when I hooked up with s
large departmcnt storcs I worked in geveral depariments such as kids'
clothes, appliances; and shoes and stuff like dat. And, uh, they let me go

after a decline {n busincss. So I am applylng fof & job at your company.




INTERVIEWER: Yes, I would iike to know what your plans are for the future.
INTERVIEWEE: Ever:cually, I would like to own my own shop but for now I would
be happy with a sales ponsizioa.

INTERVIEVER: Thank you.




] VIDEOTAPE INTERVIEW SCRIPT
NO RECENT GAP IN WORK RECORD (RETAIL)
(Used in “bad attitude”)

INTERVIEWER: In considering you for a position in sales; it is important that
we know about bo:th your educatfon and work experience: I think we have
covered your schoolfng, but now I would like for you to tell me about your
work experience.

INTERVIEWEE: Well, as I told you before, while I was in high school, T had
the opportunity to do a lot of good stuff. As part of my distributive educa-
tion program, I worked part-time my last two years in school and full-time in
the sumier. So, my first job my junlor year was that of 2 stockperson in a
grocery store--a really lowly job, but you know, It was starting off; So I
worked there stamping merchandise and stocking the shelves: But three months
later, 1 woved up. I moved up to a position of a cashier/checker. 1 greeted
customers (you know, I have a lot of personality) and I went on to ring up the
it was part of the job. During the summer, I worked odd jobs, ‘cause you

know, hey, the job situation was kind of bad.

In @y senior year; I was placed in 2 men's clothing store. You know, I

was moving ap: After 1 arninmg tle stock ad company rules, I worked as a
salesperson. And, you know, I really got into this job. But as time went on,
the store was closed,

So there I was out on the street. Me:. For two weeks, I was out looking
for a job and then I went to work for a large department store. I worked in a
lot of dilferent departments, you know. 1 worked in childrens' clothing. I

worked in the appliance department. 1t worked in the shoe department: It was
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a real drag working in so many departments. After awhile;, I couldn't care
less about what I was selling. Then after a decline {n business, they let me
go. So here I am applying for a job with your company. Any questions?
INTERVIEWER: Yes, I would like to know what your plans are for the future.
INTERVIEWEE: Eventually, I would like to own my own shop but for now I would
be happy with a sales position.

INTERVIEWER: Thank you.
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APPLICANT #_RG__ AELUCATIURAL RECORN** Retail Application

Work Cap ) -
[ ————— DISEEIBOTIvE ]
HIGH SCHOUL ATTENUED: _ Central MAJOR/ PRUGRAM: _ Educatjon
DATES ATTENDED: _1977-1980 GRADE AVERAGE:_ B DIPLOMA: [KJYES [JNO
*WORK HISTORY**
EMPLOYER: _[arpe Department Store ___ EMPLOYED FROM:_ Ogtober 1981
POSITION: __Sales Hoiper g TU:__ January 1987

Jos DUTIES: 4@; 1

on goods _ S
KEASON FOR LEAVING: _ 1aid off

EMPLOYER: Small Department Store .- EMPLOYED FROM: _May 1981
POSITLON: _sales Helper TU:__gctober_|oA]
JOB DUTIES:__Stocked shelves; showed products to _custonel it Bric

on_eoods
REASON FOR LEAVING: ELaid off RS

EMPLUYER:
FOSTTLOR:  Sales Helper (part=time) 10:_May 198 _

EMPLOYED FROM: Serntember 1980

to customers; put prices

JUB DUTIES:

on_goods :

REASUN FOR LEAVING: To full-time job o

EMPLOYER: Larpe Department Store EMPLOYED FROM: Septembe[ 1979

POSITIUN: Sales Helger £part-t1me5 S —
JOs DUTIES: S

on gLooas I
REASON FOR LEAVING: {ot

EMPLOYER: . ___.______ EMPLOYED FROM:

PUSITION: . TO:

JUB DUTIES: , o

KEASUN FOR LEAVING: -

|

SKIENDS WORKING AT ORGANIZATION []YES (N0 (O OVER FOR ADDITIONAL
CURRENT EMFLOYMENT STATUS [JEMPLOYED [XJUNFMPLOYED WORK HISTORY

a-.-o-.~.ao°v......o..o.-o.o.....«c.oo.o..oo.-oo-...-a-.oa.oo..oo.-a.o...ooo-.

FUR OFFICE USE: 1. TESTED TYFING SPEEM: 55
2. ELIGI?LE FeR TJTC:JYES KJNU

H1RING PRIURITY INUEX ) YOUR SCORE

U.ao 50. . 1000. . 15 . . 200 FOR APPLICANT
Worst Averuage Best

_Hired Hire __ Hired o
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VIDEOTAPE YNTERVIEW SCRIPT

GAP IN WORK RECORD (RETAIL)

INTERVIEWER: In considering you for a position in sales, it is important that
we know about both your education and work @xperience. I think we have

work experience:

INTERVIEWEE: Yes, as 1 wzuliontd earlier, I had some very worthwhile work
experlence while still 1% high school. As part ot my distributive education
program, I worked part=iii: nF iast two years in selirsl and fall-time £n the

SUMMErs.

I started as a aztockperson in our lacal supermarkect. In this job 1
stamped prices on ltens and pliced them 5n shelvas, After about three months
I was moved to the cashier—-checker zosition. I sreeted customers, entered
prices intc the cash registar and made change. Sometimes I helped with
sacking the groceries. ; worked at this job the resi of my junior vear fn

school, During the summer I cut grass and other odd jobs I coulcd get.

My senior year I was placed in a men's clothing shop. After learning the

stock and company riles, . worked as a salesperson. I enjoyed this job very
much and felt I learned a great deal. Afzer graduation from high school; I
continued to work in the clothing shop.

After about four moaths working full-time im this SoL, the shop where

1 worked went out of business. After jfob hunting for about two wezks; 1 we- =

to work for a large department store. i worked {n several departments as

salespersonm-children's clothing, appliances, and shoes. '@ feel that rxpert-

ence was veTy worthwhile and I learned a lot about selling. Busines: dec ltned

7j

N
[+,



in the department store and since I had been there only a short time, 1 was
let go: 1 am applying with your company because I would ifke to get back into
sclling men's clothing. Do you have other questions?

INTERVIEWZR: Yes; If you don't mind; I would like to know more about those
5ix months you hKave been out of work. what have you been doing during thut

period?

"GUUD” OR_REASUNABLE EXPLANATION:

INTERVIEWEE: Certalinly, 1 am happy tu éxplatn that perfod ot time. [ hac
some uremplovment compensation coming, so {n order to stretch that; . moved
bick 16 with sy taeilvs [ have been seekinp employment on a regular basis

dre very scdarce and Iohave not been sacoy catal oin o pettimt a jobe 1 have

worhed Lis 0 v lunteer sialesperson [0 Coadwi it store in mv spar. time. This

feliaed the store and allowed me to bheep and trprove o3 sules & tlisg

TPooRT R LSy THAN DV IRABLE BXPLA \TION:

RN O E R R Cerlatads IR T RT TSI SPTR S8 S SR U ALY & SEA TN o UYL BENEESNLES S FANN Tohad
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Aruitoxt provided by Eic:



MACNLNE Liauss mppee——-—--

 APPLICANT #__¥_ ““EDUCATIONAL L RECORD®ANo Work Gap
HiGH SCHOUL ATTENDED:____ Central  WAJOR/ PRUGKAM: Machize Shop

DATES ATTENDED: _1977-]1980

CRADE AVERAGE:R

D1PLUMA: (] YES[ ] N0

®#*WURK HISTORY**

EMPLOYER: _ Grill Mgmiifintiirt Hﬁ—j?i—;;;ifi _

POSITION:

Macliinest Helper

JOB DUTIES:—Placpe rouph metal in machine, operate machine, make .

EMPLOYED FRUM: wm:
T0: June 1932

SEASUN FOR LEAVINC: Laid off

. EMPLOYEK: _ EMPLOYED FROM:
( PUSITIUN: I I T0:
JUB DUTLES: .
REASUN POR LEAVING: B I
- S — —
LMPLUOYEK: _ EMPLOYED FROM:
v i T R _ TG .
JoB DLTieni - I
KiASUN FOR LEAVING: _ - I
EME YRR - — EMPIOYRD FROM:
\ TouN — TO: -
L %“‘ - — —_—
Fhasih FOK LEAV NG L
‘ — : e e
LML st R . EMFLOYED FROM.
i TioN o o 10
s VT o L
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Aruitoxt provided by Eic:

~ VIDEOTAPZ INTERVIEW SCRIPT ,

NO RECENT GAP IN WORK RECORD (MACHINE TRADES)
(Used in "no lnappropriate behavior,” inappropriate

appearance;” and “"poor nonverbal behavior™)

INTFRVIEWER: One of the things this company is interested in is the work
exporience that you have had. I have that information here on your

left high school and bring me up to date on the jobs you have ..d and the work
you have done.

[NIFEVIEWEE! Yes, that would be a period of about two years. When I com-

belies to an eapericnced machinist. THIS gave me an upportunity to practice
Go b sidan ot aauny thivgs 1 had learned in @y high school machine shop
chw. Mfter abiwu i moinths | was raised to machine tool operator; which is
i led pondtian cnd was cariing at the beginning saciine operator

et tiairsonad wix months; the company patd my tuéition and
Ceea o atten 4w oafphe ciass fo sadertesl controls 1 continued to work as

G el apet ettt nid e cfledt Twn tataes s By “kill and e

{1 e comipany At that time thow t o they would go to nuserfcal

i be oarle
et w 1 of i thi ©lase dikl wde edRer 1o pet into that tvpe
\ Ve v it tiee L aampleted tiatatop, orders teil ott and the compauy
Db e ethead L oatiel. 1 contfuued € woth thire tor about Stk
e he e et awied o dre aeseial emplovees it 1eas
Cao ot v JU o mere G ogoo
- L iaiy atoat e bt edesziedne weikthr cHoa was Mioe
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INTERVIEWEE: Yes, sir.
INTERVIEWER: What is your ambition for the future?

INTERVIEWEE: I would likeé to becume an all around machinist as soon as

INTERVZEWER: Thank you.

-
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___ VIDEOTAPE INTERVIEW SCRIPT =~
NO RECENT GAP IN WORK RECORD (MACHINE TRADES)
(Used in "inappropriate language")
INTERVIEWER: One of the things this company is interested in fs the work
éxperience that you have kad. I have that information here on your appli-~

cation, but I'd rather have you tell me about it. Start with when you left
high school and bring me up to date on the jobs you have had and the work you
have done.

INTERVIEWEE: Right, yeah, that would be about a period a time alo.t two
years: Uh, right after I got out of high school, I stacted working for this,
uh, guy who owned this machine shop, ail right? 4And clits, you know, gave me a
chance to use a lot of thiigs I picked up in high school, you know, right on
the jobs So, I was working a period of about six months when I started work-
and start paying me at the beginner level. So, I started doing pretty well
for myself. Okay? About six months went by and, 1ike, the coapany sent me to
night school and, you know, to take numerical contral. See? I continued to
work 4t the machine shop far about another six months and picked up two raises
as @y speed and skill _.icireased. See? So, like, 1 really 1ike what I learn
in my class, sce, and 1 was really picking up on that numerical control stuff.
S0 at that time, the company thought they were goirg to go with nuserical con-
trol, it all of 4 sudden they decided to drop all of dat and start picking up
oii orders. 'Cause orders wis dropping oft, swe, and they was doing real bad.
oz §otad uo problem with that: 7 1 coatinaed 1o work with the company tor

t out a4 bunch ot brothers loose, and 1 gots let goo
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INTERVIEWER: So you have about two-years experience working im a machine
INTERVIEWEE: Yeah, dat's right.

INTERVIEWER: What 1s your ambition for the future?

INTERVIEWEE: T would like to become an all around machinist as soon as
possible and then 1 would like to go into business for myself.

INTERVIEWER: Thank you.

~J

~
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_____VIDEQTAPE INTERVIEW SCRIPT

NO RECENT CAP IN WORY X3JORD (MACHINE TRADES)
(Used in "bad attitude")
INTERVIEWER: One of the tlilngs this company 1s interested in ts the work
experience that you have had: I have that {nformation her- on your appli-
cation, but I'd rather have you tell me about it: Start with when you left
high school and bring me up to date on the jobs you have had and the work you
have done.

INTERVIEWEE: Okay, the old storys +hat would be a period of about two years.

tunity re practice the application of many things I had learned in my high
schioe] mackine shop class—z lot of things that were kind of boring, but you
got to work, right? After about six months, I was raised to machine tool

--a semisk:1lled position, they said. Okay? I was doing really good, but they
don't want to give me any credit for anything: But still they decided out of
the goodness of their hearts to serd me to night school to learn numerical
conttol: You see the comany at that time thought they would go to rumerical
control equipment: They sent me out because I wasn't making no woney, anyvays
But hev, I liked 1t. I really likcd the numertczl control. But as I com
tinued to work there for another aix months, the company cecided to give me
two ratses. But I was the best worker there and I should have gottewn more
than that: but I only got two ratses. Just as I codpleted my training, they
dropped 1t. Riglt out of the blue, they decided not to go into aumerical
Control because orders were dropping off. But, hey, it was because they
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dropping off, again. And they let me go, their best worker.

INTERVIEWER: So you have abour two-yesrs experience working in & machine
shop?

INTERVIEVEE: Yeah, dat's right.

INTERVIEWER: What is vour ambition for the future?

INTERVIEWEE! 1 %:.id like to get some scratch and hire some “biros” and go

{nto business for ayself.

INTERVIEWER: Thank you.




’ Hichine Trades Application--
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HICH SCHLOL #CTEDED: Central NAJOR/ PRUGRAM; Machine Sho;i
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*AYORK HISTORY#**
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VIDEOTAPE INTERVIEW SCRIPT
CAP IN WORK RECORD (MACHINE TRADES)

("Go~d”~ and "posr™ explanations)

INTERVIEWER: One of the things this company is interested in 18 the work
expirlence that you have hsd. I have that information here on your
application, but 1'd rather have you tell me about it: Start with vhen vou
left high school and bring me up to daté on the jobs you have had and the work
you have done.

INTERVIEWEE: Yes, that would be a period of about two yesrs. When I
completed high echool L went immediately into intn a machine shop where I
became s helper to an experienceu machinist. This gave me an opportunity to

practice the application of many thimgs I had learned in my high school
machine shop class. After about 81x months 1 vas raised to machine tool
operator; which is a semiskilled position and vas earning at the beglaning
machine operator level: After an additional six months, th= company paid ay
iiion and expenses to attend a night clasi in numerical control. 1
wontinued to work as a machine tool operator and reieived two raises 35 &Y
skill and speed increaved: The company at that time thought they would go to
numerical control. I Cearned a lot in the class and was eager to get into
that type work. About the time I ccampleted training, orders fell off d the
1 was let go because of the drop in business.

INTERVIEWER: I tiotice frow your applicatfon tha: you have a gap in your work
record from th time you were let gn to the present time. Would you, please,

explain what you were doing during that time period?



"GOOD” OR REASONABLE EXPLANATLON:

INTERVIEWEE: For the year and a half previous to Iosing my job, I had worked
in the machine shop. Because of the sharp decline in orders, some of the
people with less senority (including myself) were terminated. Since I had
saved some money and had a fund accumulated in the company retircment fund and
could draw unemployment compensation, I decided to make some badly ne 'ed
repairs on a home we had jusc purchased. I wis, of course, seeking employment
at this time: I did save money by doing the work myself and now I have a much

wore comfortable homs.

“"POOR™ QR LESS THAN DESIRABLE EXPLANATION:

INTERVIEWEE: For the year and a half previous ts losing my job, I had worked
in the machine shop. When I got laid off, I decided to draw my unemployment
compensation: I took a bike trip into the north woods and did some f{1ishing

and hunting. I saw a lot of beautiful countri. Now my unemployment compen-

sation h-.s run out and I have to go Lick to w. .

INTERVIEWER: Thank youw.



