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FOREWORD

w The outcome of the hiring process is uncertaln for both job applicants

qnd‘omployers. Fmployers are faced with selccting ‘a individual from a pool

“of 'candidates about whom they have incomplete information. Collegcting ad-

ditional information is costly, and thé most important variable-—how the

individual will perform on the the Jobh—can qever be “known with certainty.

Similarly, for job applicants, thére is' considerable .uicertainty. about

potential employers and how a particular job would influence the appllcdnt $
career. This study analyzed the explicit and implicit behavior of firms

and of youthful applicants during the hiring process, both in assessment of

applications and interviews. ‘

The study addréssed;questions such as the following: (L) what is the
relative importance of the attributes (signals) that appear in.a typical job
application? (2) How valuable {s one or two years of postsecondary “education
versus a high school diploma? (3) Of what value, in terms of being hired, is
a vocational education major versus a work experience program versus a co-
operative education program? (4) How valuable is part-time work experience
in high 'school versus no work experience? (5) Do employers value eligibility
for subsidies such as Targeted Jobs Tax Credit (IJTC) as they make their
hiring decisions7

" This report presents analyses of data collected in a number of seminars
in which Columbus-area employers came to the National Center and reviewed
simulated applications and job interviews. The research would not have been
possible without the cooperation and assistance of the fifty-six employers
who attended these seminars. We greatly appreciate the time and the insights
that these very busy men and women contributed.

Appreciation is also exrended to Jack Barron, Robert Crain, John Gardner,

and HMichael Crowe for thelr reviews of this report.

Thanks are due to Cathy Jones for her expert typing and preparation of
the report and to Ruth Morley for editorial assistance.

This technical report Is meant to be a companion study to a nontechnical

’

execut lve summary with the same title. .

Robert E. Taylor

Executive Director

National Center for Research
in Vocational Education



EXECUTIVE SUMMARY

Employ;bility'development involves making Aecisiong‘abouf’in&eétments of
time or resources in the pursuit of acgivities undertaken to affect a career
or occgpational cholce.or to enhance the chances of galning employment in a
preferred occupa;ion. For example, youths;could hold part—time jobs while in
school, whiéh medns less time devoted go.academic achievemeunt or extracurricu-
l{r activitties. They could deci&e to attend a vocational program in é junior
or cdmmunity_college after ggaduétion frqmyhigh school or to enter the labor

market directly. The implications of these sorts of decisions on future earn—

ings. are {mportant, but the effect of these investments on the probability of

getting a job are perhaps more important. ¢ '

Despite its importance, relatively little study has been undertaken of
the effects of persénal characteristiés, basic or vocational skill levels, and
"job experience on the chances of}getting a job. The purpose of this study was
to describe and to analyze how employers respond to -information presented to
them on application forms and inﬁinterviews wﬁen they make‘hiring decisions
for entry—level‘jbbs. The focus_of the study Qas,upon employer reactions to
youthful applicants (aged sixteen to twenty-five) who were seeking fufl—time
jobs in clerical, ;etail, or machine trade positions.

The approach\of the study was to sterve empioyer responses in simulated
hirlng settings. A represenﬁatiWe“(typicilly a personnel administrator) from
a number of firms in the Columbus, Ohio aééa participated in these simula-
tions, which took place at the National Center for Research in Vocational
Education during November and Dccember 1982. The simulation required respon-
‘dents first to raie a number of applicants from information supplied in job
applications. Then the employer; were shown a particular application to rate,

and after rating that application, they viewed several videotaped seg segments

\ xi
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s
af Interviews wjth;phat job cqadid;;é nﬁd rated rheﬂﬁppligant agaln on the
basis of the additional information optained.from?éiewing thgzvideotape.

In'drder“to gain employment, generally an 1ndividua1 h;é‘éo survive an 4
application screening process a;d’to pefform well in an interview. In ghe“?
application screening proceés, the results of the study demonstrage?éhe‘ad;
vantage of having some work expériencé‘(althougﬁ too *manv johs_ig disadvan-
tageous), qf,having taken relevagt vocational educationn courgqsr/6f hav}ng_
. high 1evéls of v?cational skills éuch.as typipg Speed,-éf having good gradesj
and of'éompleting-appliéation forms 1n'a neat manner. For some jobs, in par-
.ticular the retéil‘positions, the reputation of one's high school and.eligibi—
lity for alTargeted Jobs Tax C?edis, yleld important signals‘to employers.

The results from the intervigy fatings show that behavior and appearanée
can affect not only employers' perceéptions of charapterist;cs such asjatti* ‘
‘tude, personality, and verbél 5%111ty, but alsd‘gehaviof and.appearanée affect

®

employers' perceptions of educational preparatien, training, and work experi- =
. 3 ; : ' ' .
ence. Using the same job candidate and same script, only 40 percent of em~

ployers indicated they would hire an applicant who exhibited poor nonverbal

behavior (e.g., lack of eye contact, shyneés) as compared to 93 pgfcent who -

’

would hire'the same applicant after an interview with no negative behavior.
Furthermore, respondents gavg'the former a mean rating of 3.2 (on a 5 point

scale) for job preparation in terms of educaticr as compared to a'mean'rating :
4 ‘\\ . . : ) . . ':5;’::;
0f-3.6 when no negative behavior was exhibited. This was an 11 percent dif-

ference in perceived job-readiness in terms of educational background, despite

the fact that -the interviewee gave identical information in both interviews.
The study concludes with numerous conclusions and recommendations for
youth and/or‘youth guidance counselors, employers, and school administrators.

€

xii

B | 11 ‘ L 4




L. PURPOSE AND SUMMARY OF FINDINGS

: : . ) 1.1 PurEose

The purpase of this btudy'kf to dLbcribL and to analyzg (ow employers re-

’

*spond to information presented t6 them on application forms. and in interviews
when they are making hiring decisions for entry-level jobs. "Entry-level johs
are defined here to be positions which do not require a Bachelor'sidpgree.

The apptoach of the study is to observe responses in a simulated hiring set-
T : ———————— .

) ~

ting. Employers from a numher of Columbus-area firms participated in these

stmulatiohs that tdok place,ét the National Center for Research in Vdcational

v

Education 1in November/Decémber 1982,

Although actual hiring processes involve‘many‘actbrs in a firm (e.g.,, re-

s
P

ceptionists, personnel office stéff;lline supervisors), the designmn calls for

) ‘ {
personnel administrators to be the primary respondents. Furthermore, the
. . . ;o [N
. . ~ .
focus of the,study~ls on y0uthfu1‘app11cants (aged sixteen to twenty—five),

-

aspiring to their initial full-time jobs. Employers' perceptions of employ-
pir p _percep

'ﬁnbility change with personal contact with a job seeker, $0 the simulation
’ . ’ . * ‘.."ﬂ*’ *

process required the respondents first to rate applicants from information
.+« supplied in job applicétions and then to rerate them;?based on additional

- .
' information obtained from viewing a videotaped interview.

o

The empirical analyses of the data collected during the  simulation of

f , ~

hiring activities measure the relative weight that employers place on various

attributes when making applicant,asséssment§'and the relative Weigﬁt of the

- , : I
S influence of- employer -and firm characteristics on those assessments. as well.
-4 ffor almost all the .attributes béfng studied, tere are strong a priori ex-

pectations about the direction of the felationship between attribute and em-

A

‘ ployer's assessment. For example, employers prefer‘applicqngs with previous,

Q . ‘ \ l‘ E * -1;2




relevant work experience to those whose work experience has no application to

the job. It is also anticipated that applicants with friends or relatives in

the organization are'mote likely to be‘viewed positively than those'youth who
do not have contacts within the firm. |

The emphasis of the quantitative analyses is, therefore, not on firther
substant{ation of the existence of or direction (sign) of such relationships
but rather is on the relative magnitudes of the effects. By how much is an
applicant with two years of televang'postseeﬁndaty vocational training but no
job experience rated higher or lower than another'applicant with two years of
relevant job experience, but no postsecondarf}tfaining? The approach‘is to
estimate, with multivariate regression, t,:lstructure‘and relative magnitudes
of the function which employers use implieitlz in rating job applicants. The

rating of the job applicant is modeled ag'dependent on the applicants' person-—

" al attributes as provided on the applicagion form and on the characteristics

of the employers performing the rating exercise. The,regtession ylelds a
vector of parameter estimates indicating the effects of the (systematically)
manipulated attributes, such as work history, type of high school program, and
vocational skills, on the rating of the "applicants.” Analyses of the ratings
made after viewing videotape interviews explain how various dimensions of in--
terview performance change the employer's prior evaluation of the applicant.

' In addi®ion to the quantitative data collected during this simulation,
employers have been provided with the opportunity to “tell their stories”
about hiring youth and employability development within schools. These dis-
cussions offeteq employers a chance to gshare their perceptions about the qual-
ity of job applicants dnd new hires and how the latter perform on the job. For
example,. when selectlng an employee because of certain school or work experi- '

ence, what qualities of the youth do the employers believe they -are avoiding

R

2 13



that relate to unacceptable performapce on the. job or high furnqver rates?
Wﬁat aspects of the youth's performance on thé job influences his or . her
probability of being promoted, laid off, or fired? 'Whét problems seem to
havé led to a youth's dec%ding.tc&resign? These qualitative &ata providela
corroborative source of information to the empirical analysfs about employerg'
tﬁought and reago&ing processes when hiring youthful workefs.

It should be noted that the simulétion study of employer hiring decisions
being;reported here is the first stage of a multiyear project. Based on the

. y » :

knowledge gained about the simulation materials and study design for the
Columbus seminars, the second stage of the research will attempt to observe
employer response to the simulated hiring process in severa1 urban ana rural
areas aside from Columbus. The final stage of the project is designed to
analyze personnel files from actual firms in order to gauge the vélidigy of
the responses to simplated applications and® to address the question Jf to what

extent are the hiring criteria that are used justified by the actual perfor—

mance of the people hired.

1.2 Summary of Findings

Because the outcomes from transactions are uncertain, the labor market
‘can be viewed almost as resembling a lottery. This 1is parﬁicularly ;rue for
youth searching for their first or second full-time job. From the employer's
perspective, the most important characteristics of a job applicant——the in-

dividual's productivity on the job--can never be known with certainty. So the

employer searches through a pool of applicants and selects one, using criteria

that'phc employer conslders to be good proxies or correlates of productivity.
: i
An offer is made (i.e., a lottery ticket is purchased), and the payoff comes

through job performance. From the youth's perspective, there is conslderable

-
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uncertainty about each potential employer and how a partiétlar job will in-
fluence their caréer. Job applicants can never know for sure their future
flow of earnings,QSow zuch and what type of training tﬂox will receive, ov
_how much job security they will be afforded. In the context of this environ-
ment, youths search across employers and attempt to find one who will purchase
the particular lottery tiéket being offered. ' J)
(\\\J But it should be recognized that there is én important asymmetry in the
“labor market proc;ss.' And that asymmetry is that the supplier (the Youth) is
an ipfréguent éarticipant in the market, whereas theBdemander (the employer)
most like¥yvhas considerable market experience. Employers, part1CU1a£3y those
with single woﬁk forces, constantly purchase labor services and Qbserve the
outcomes of their decision making. Thus, there is a natural feedback loop
' through which employers refine the signals they use in predicting productivity.
The results of this study confirm that market experienée has resulted‘
in employers ekhjbiting rather consistent behav{or in their hiring decisions.
Youth should be aware of this consistency, but beyond tha(i the parameteriza-

tion of employer behavior estimated in this study can be used by youth in mak-

ing career choices. - .
N

.
The period of school-to-work transition can be divided into three seg-

ments a period of employability development, a period of job search, and
L}
a period of job holding. This division can be heuristically shown as in

figure 1. As shown, the period of employability development involves the

Job
Search

Employability Development
- vocational + basic skill acquisition
- formation of attitudes, expectatlons

- job experience

Figure 1. School-to—work transition.

Work Performance

time .




~

acquisltiod'ana refinementlgf vocational and basic skills, Lhc'formatioh of
attitudes toward and expectations aboug work, and the.acqu}fition of (bart—
time) job experience. Yoang people make numerous decisiona.&sring this period
of their lives. Resul;abreported here show that a high school dropout re;

) . ‘ T N _
quires some job experienge that is related to the job being applied-for to be
considered as employable:as a graduaté~with no job e;peaience. (éoph’a}e at a
considerable disadvantage to~an otherwise equal indiyiddal who has avhigh
School'diploma aﬂg“spmg'relafed job experience.) For retail sales or machine.
trades occupat{oné,-ﬁaving a high schoolgmajor of distributive education o;

? machine trades (i.e., a relevant major) is abkut as important as having a high

school diploma. All other things.équal, an individual applying for a machine

trades job who has no high school diploma, but reports having a high school

Y ke
i -

ma jor program of machine trades, 1s perceived as employable as a high sChod]
»
o

graduate whoég program was a general or college prep course of studies. For
clerical jobs and for retail jobs, although o aglesser extent, typing speed
is an extramely important determinant of employability. For the former,
results show that an in(rndse in typing speced of five words per minute is
equivalent to a full innt in the high school grade point average of the
applicant, again holdlng all other characteristics constant.

The results of this study aré useful also in determining job se;rch be-
havior. They reaffirm the importancé’of voaational aptitudes in determining
what jobs to look for. Results highlighted in the previous paragraph about

the importance of typing speed (and tmplicitly, manual dexterity) indicate the

necessity of aptitude for those .occupations. Employers hiring for retail jobs




are particularly attuned to appearance} poof-nonverbul behavior in intevviews,
and the location and reputation of an'appiicént's’highxschool. The findings
demonstrate the importance of neatness of an application form and apprqpriatef
appearance andilanguage at an interview. A poor 1nterview per formance over -

a period of ten to fifteen minutes can offset tgtally years of hard work in _
job experieﬁce and educational achievement. If'difficulty is encéunterea in
findihg work, a long gap in employment may show on the application form. The
results of this study 1ndicate that if youthful aleicants use the time to '
improve or acquire new skills through training or in volunteer work, their em-
pl%yability ratings may be even ﬁigherfthan otherwise identical young persons
with no employment gap.

~ These results and others are detailed in the remainde; of this report.

IE should be recognized that the results are highly conditional on the pro—

N

cedures used in the data collection seminars and on the particular set of

-

employers who responded. In chapter 2, the m7;hodology used in the simula- :
tions is documented, and in chapter 3, consideréble background data gb0ut R )
the employers and their firms are bresented. The results o% thg statistical
i? analyses of the apﬁlicant rating process and the results from the interview
rating exgrcise are given in chapters 4 and 5, ;espectively. "An important
(j\, part of the study was the discussion perioq; held during the employer hiring
decisions seminars. Chapter 6 provides a systematic recountingxof their

"stories” and the opinions they shared. Finally, chaBter 7 draws insights

and implications from the rgiiirch for youth, employers, and school personnel.
4

‘ {

17




2. METHODOLOGY

In this chapter, the development of the applications and videotapes 1is

1

described, as is the process used to select seminar participants.

- !

==

2.1 Developﬁent of the Job Applications

For most empioyers, thie completed job applicathn1ffovidesvthe ini-
tial ipformatlon on the applicant’'s abilities, skills; and experiencés. The
qmpléyer’s evgluation of\the application's content, in conjunction with the
duties of the open job pogition, determine which applicants are interviewed
and subsequently who 1is hired“for the position. To simulate the emplo}ér's
inttiai evaluétton of prospective employees, job application information was
generated that varied systematically the appliéant's educational credentials
and work experience. The overall;stfuctdre used to vary applicant‘character—‘
istics is displayed in table 1. Four general types of job applicants were
generated as follows:

e Type 1 - 18-year-old--High school dropout

e Type 2 — 18-year—-old--iligh school graduate

e Type 3 - 20-year-old--One year postsecondary s¢hool plus one year
of work

e Type 4 - 20-year-old--Two years postsecondary school
\
The development of an individual job application used random numbers

drawn against uniform distributions to assign the various characteristics.

The distributions are presented in table 1. For example, the table shows that

J
{

for 18-year—old-—high school dropouts, 50 percent of all applicants were
asslgned to Central High School (central city), 25 percent were agslgned to
lUppur\Arllngton High School (suburban), and the remaining 25 percent were -
asslgned to Wehrle High 3chool (private). Similarly, 1t can be seen that the
N
- 18




3

LISTING OF POSSIBLE APPLICAYT OHARACTERIST10s mp FROBIBILITIES FORNGE IN GENERATING Jog

s

TABLE |

WPRLICATIONS y

Choracter st Igs of

POSSIBLE CHARACTERISTICS FOR DIFFERENT APPLICANT GROtPS

( 20-vhar=0lg

| 20-Yoar~01d
Appl Icant TRat 18=Yoar-01 ¢ 18-Year-014 Une Year Pos tsacondary Tvo Yeors Postsecondary
" Woro Yar|ag HIgh Schoal Dropout P | High School Graduate P~ School Plus One Year Work - P School P
I+ Hlgh Schoo o Central High School 50 o, Cantral High School 30 a. Contral High School 30 o Cantral High School 50
Attendad (Contral Clty) (Contral Clty) ' (Cantral Clty) (Central Clty)
- bs Upper Arl1ngtan «25  be Upper Arlington. 35 b Upper ArlIngton 25 b Uppor Ar [ Tngton W25
High School . Klgh School ' Klgh Sehool ' Hlgh School
(Suburban) S (Suburban) (Suburban) (Suburban)
Co Mehrle High School 33 ¢ Webrle Hlgh School 5. Webrle High School 25 ¢ Wohrle High Sehool 28
(Pr Ivate) (Pr[vate) “. (Private) | . (Private)
. ki ' ' '
L Hlgh School 8 A~ W25 ’ﬂo A Y] -z A- 3 B A )
Orade Averags b, §- J75 b. B- 375 b, B J75 b B- J15
¢ C- J75 Co C‘\_ nns ¢ C- -t J75 ¢ (- 0375
3o High gchool 8 Ganeral 1.?0 b, Goners| 15 . General 15 8, General oI5
Mejor Progr _ be Offlce Education 15 b Offlce Education 5 be Office Education o5
C 6 Distributive Education 15 o, DIstributive Education 13 ¢u Distributive Education .15
e d. Collego Prep 15 d. Col lege Prep /154 Col lage Prap 5
& Co-op Oftlc Education 15 Co-op Office Education A3 o, Co-00 OftIce Educatlon .15
) (CE) » (00E) (CE)
to Co-op DlstrIbutive W5 1. Co-op DistrIbutive I3 f4 Corop Dstributive 15
Education ‘ Education Education
g+ Occupatlonal Kork 10 g, Occupational Work 10 g Occupational work A0
Experlence (W) Experlenco  (OWE) , Exporlence (OME)
For Machine Trades, b & o |
were ropleced vl th Hachi ne
Tradss and Co-op Mach Ine
Tr ades
& HighSchool . g, N - n el 100 o Yos ’ L0 o, Ys 100
0iplona/agree '
L}
% Postsecondary o, None = 8 None = & (olumbus Buslngys 30 & Colunbus Busingss 50
School Attendad Unlversity (Private) University (Pr Ivate)
be Colunbus Techn lca) 50 b. Columbus Technical %
Institute (Public) - Institute (Public)
For Mach!ne Trades, usad For Mach!ae Trades, used
b only b only
\
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TABLE 1=-=Continyed

co County Govt, Dfflce

dv Large Depar tment -
Store

8. Small Dapartment
Store

tv Fast Food Restaurant

g. School Cafeter!s

h. Janltorlal Service

Iv Clty Hospltal

J+ No amployer-dld not

’ work

)

¢. County Govt. Offlce

d. Largs Deportment
Store

8, Small Dopartment
Store

f. Fast Food Restaurant

g+ School Cafaterla

he Jenltorial Service

I ClHty Hospltal

J+ No employer=did not

wrk ,

For Machne Trade major,:

County Govt. offlce was

deleted as possible

Employer

\

c» County Govt. Offlce

d. Large Department
Store

8, Small Department
Store

f. Fast Food Restayrent

g+ School Cafeterta

h. Janttorlal Service

[« Clty Hospl tal

J+ No employer-dld not
work

for Machine Trade major,

County Govt. offlce was

deleted a5 possible

Employer

’

¢« County Govt. Office
d. Lerge Department
tore A

8. Small Department

+ Stors ‘
f. Fast Food Restayrant
g+ School Cafeterla
he Janitorlal Service
to Clty Hospltal
]+ No amployer-d|d not
‘ work

For Machine Trade major,
County Govt. offlce was
deleted as possible
Employer

I 0 POSSIBLE CHARACTERISTICS FOR DIFFERENT APPLICANT GROUPS
CharacterIstics of ' ‘ 20-Year-0td 20<Yeor-01d
Appllcant That 18-Year-0ld« " 18=Year=0ld (One Year Postsecondary Two Yaars Postsacondary
Were Varled High School Dropout P | High School Graduate School Plus Ona Year Work P School P
6.‘Posmcondary Not Applicable = Not Agplicable 8 A- 25 8 A- 23
Grade Average ’ 4 b, 8- 315 b, B I7
' ¢ ¢, C- * -375 Co C' '375
i
1. Po_s?secondory Not Applicable - Not Applicable a. Clerical .50 8. Clerlcal o0
Hajor Progr am ' b. Marketing W50 by Marketing 50
" For Machine Trades obs, For Machine Trades jobs,
used Machine Trades used M.ochlne Tr sdas ,
‘-\—. BRI '
8. Postsacondary  hot Appllcable - Not Appllcable a.- No 1.00  o. Yos 1.00
© Diploma/Degreg E . -
1 r
¥ ‘ !
9 Employer(s) 8. Large Manufactur ing * . Lerge Manufacturing 8. Large Manufactur ing * o Large Manufactur Ing ¢
. 'Flm : Flem ‘ Flm - Firm
be Small Manufactur ing be Smal! MenufacturIng be Small Manufactur Ing bs Small ManufacturIng
Flrm Hm Firm Firm

* Orawn at random for each job.

2\
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S 4
J . | 1
. \ -
i TABLE 1-=Contlnued
o __POSSIBLE CHARACTERIST '°§f9ﬁ£.'£‘§"j§}‘.'_@'.C_A!‘_T_G!?QUP.S. )
Character Istlcs of P | 20-Year-0ld 20-Year-0d
Appllcant That ! |8-Year-0ld |g-Yoar-0ld * One Year Postsecondary Tvo Years Postsecondary
_ Nerevarled Hlgh Scheol Dropout P | High School Graduate P LSEhooI Plus One Yeor Work pl School P
10. Posltlon(s) 2. 0fflce He!per # 5, Offlce Helper # g, Offlce Helper # g, Offlce Halper "
' < b Sales Helper b. Sales helper b Sales Helper b. Sales Helper R
c. Food Service Helper ¢ Food Service Halper c. Food Service Halper ‘¢ Food Servce Helper :
dv Clooner ds Cloaner ds Cloaner ) d+ Cleaner ‘
For Machine Trades, & . For Machine Trades, 2 For Machine Trades, 2
vas replaced with . “~.yas gyl oced vl th vas replaced with
Machinlst Helper L st Helper Machinlst Helper
1. Job Dutles s, Flled records, sorted ** 8. Flled records, sorted  ** o« Flled records, sorted w5, Flied records, sorted  **
Correspond! fg and del Ivered mall, - and gel lvered mall, and del lvered mall, and dol Ivered mall,
fo Job Positlon answered phone .answered phone . answered phone answered phone )
(10 above) b, Stocked shelves, b. Stocked shelves, & ' be ‘Stocked shelves, . be Stocked shelves,
showed products to shoved products to b, shoved products fo shoved products to
cusfomers, put cystomers, put customers, put customers, put
prlces on goods prlces on goods ., prices on goods prices on goods
c. Prepared soft drinks, ¢v Preparad soft drinks, c. Prepared soft drinks, ¢. Prepared soff drinks,
sandwlches, served sandwlches, served sandwlches, served sandwlches, served
food, cleanad/reset food, cleaned/reset food, cleaned/reset food, cleaned/reset
tables , tobles tobles  / tables
d. Serviced rest rooms, d» Sarviced rest roans, d. Serviced rest rooms, d. Serviced rest.roms,
, cleaned floors & cleaned floors & cleaned floors 3 cleaned tloors &
vIndovs, dld minor vIndows, dld minor vindows, did minor . windows, dId minor
Jrepalrs repalrs repalrs repalrs
For Machine Trades, 8 For Machline Trades, @ 4. For Machine Trades, o e
' vas reploced with: vas replaced wlth: vas replaced with:
Helpad skilled operator, Helpad skitted operator, Helped skilled operator,
stacked materlals, dld: stacked materlals, did stacked materlals, dld
’ cloam=up work . cleaneup work - clean-up work
12 Reason for 2. Quit ,25 8. Went back to school s 5, Went back to school a. Went back to school
Leaving Jobs b, Wes lald off \25  bs Left fo lock for be Left to look for be Left to lok for
¢, Loft for better Job 25 tull-time Job full=time Job full=tIme Job
d. Was temporary Job 25 v

** Dapandent on employer select lon.
¥4 ponrandon =~ summer jobs vere

4

ass|gned (a); ol ] others were asslgned (b)s
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, ‘ . Vo
. TABLE J-<Cont 1nued - ’
RY . ; .
POSS IBLE CHARACTERISTICS FOR OIFFERENT APPL |CANT GROUPS
Character|stics of ‘ ‘ 20-Year-01d o 20-Year0ld -
Appl Icant That 18-Year-01d 18~Yoar-0ld L One Yoar Postsecondary Two Years Posfsqcondary‘
Were Varled H1gh School Dropout p | High School Graduste pi-| School Plus One Year Work P School
. Numbore of Jobs  8s No Job " Yo o g Mo job ' 40 8. All hed fast food Job 1,00 8. No sumer jobs ~ A0
and Spells of b One Job—no ,20 be One full-time Job o5 durIng last blgh school be Two summer Jobs X
Unemp | oymen t unemp | oymen t co Two full-time jobs, o5 sunmer * - ) ¢ Tuo Jobs==sx months, -
. ¢ Ten Jobs—ro 20 one Job each summer b Durlng school yesr: ~of unemployment 10
! unempl oyment ' par lod : - No Job 50 do Three Jobs-slx months
%4, Ton Jobs—six months .20 ¥ Ore port-tine Job 5 - (ne part-time Job 50 of unemployment W0
of unemployment durIng school yeer c. DurIng yeor not In school: * o, Four Jobs==six months
8. Slx Jobs—no . 20 8 Two pari-time Jobs, W15 - fo Job 40 of wemployment .0
unemp! oymen t one Job each school - One Job==s|x months of ‘ L
-4, §Ix Jobs—-sIx months .20, sasslon ' menployment 30 .
“ » of unemployment ‘ , - three Jobs=-no
‘ ‘ N unemp| oyment 20
4, Employment a. Employed 65 0. Employed ' 50 8. Employed .80 A Emplo{od o S0
Status ot Time b Unemployed \35° b Unemployed 50 b. Unemployed 50 b Unemployed S50 -
of Completing ' o : ‘ B
Job Appllcation : ' ' ‘ . oo ' ‘
[ N ' N .
5, Frlend(s) at . Yos S50 o Yes, ; S0 8, Yes . 50 8. Yes 50
Flrm b No , S50 be No : S50 be No -850 b Mo o807
6 Eljgible for & Yos 0 b Yes 25 Yos A0 o Yos | 25
e b, No ‘ 0. be No . . C W19 b No* . W60 b Mo S %13
1. Appetrence of o Nest 50 s fest . o0 Nt hopliceble - Mot Appllcable
. Mppllcatipn b Messy ) "L 50 be Messy 50 : . : :
l .. A ' . ‘ . ' , N . ) ) ,
8. Spalllng Errors . Tes S0 8. Yes ‘ 50 Not Appl lcable - Not Appllcable ~ -
on Application  be No 50  be NO S50 . . ' ; ' .,
9, Tested Typlng  Rafidan Number -Rondan Nunber Randon Numbér " Rendan Nuiber )
Spoed a. from 40 ‘ o, from 40 ¢ 8, from 40 * b fromd0
(Clerfcal/Retall) b. to 60 be to &0 be to 60 b. to 60
0. Mach1nes 8. None ) 1,00 8 None » @ Mliling . ‘ 8, None & Mllilng wes p None g Milling  None
Operated o /" bolsthe  Mechine b Lothe  Machine b. Lothe | Machine.
(Machlne Trades) \ ¢ Gelnder f. Boring MITI ¥ 6rInder 1. Borlng Ml c. Grlnder Y. Boring MiTl
odo OFINT . Qo SoW do Ol ge Sow - ~de DrItl ge Sow
: ' / { " h. Shoper’ ‘ h. Shaper. he Shaper .
E . - .

ALAI IS ) "None' .

o+ .35 "Boring mlif, saw, shaper! ,
=34 Lathe, grinder, drill press, mll11ng m}:hlnn, boring mll1, saw shaper"

7
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cverall distribution of grade pcint average for the 18-year-old —-high schou:
. bl . i

Wiropouﬁs was 25 percent of all applicants were assigned a grade average of

-

A-, 37.5 percent were assigned a grade average of B—, and 37.5 percent were

assigned a grade average of C-. Examples of each of the four types of job

\

applications for the clerical/retail occupations are found in appendix A.
Z

Two job descriptions were .developed for each of three occupations——cleri-
_cal, retail, and machine trades: Table 2 displays the job descriptions used

" for each type of job application. To obtain a measure of how the application

“~

content affects employers' hiring decisions, employers were asked to compare

0

\
the job description and application information and theﬁ provide a hiring

‘ score ranging from zero Cgftwo,hundred points. The directions employefs were
given for rating the job abplications were as follows:

1. Review each job application independently and rate it as though
you were going to fill a machine trade (or clerieal or.retail)
position in your organization. If }ou would not hire a person
because they seem overqualified, they should get a lower score
than the one you would choose to hire.: ,

2. Choose any score betweep zero. and 200, based on the scale shown

below:
HIRING PRIORITY INDEX [ YOUR SCORE
0. .50 . .100. . 15 . .¥200 FOR APPLICANT
Worst Average = Best
Hired Hire ~“Hired

-

3. For a job similar to the one described above (see table 2 for job
descriptions) assume:

- 50 pgints represents the worst applicant you ever hired (as
perceived at the time of hiring, NOT what the new hire's
performance actually turned out to be)” s
- 100 points represents the average applicant you hire
. - 150 points represents the best applicant you ever hired (as
perceived at the time of hiring, NOT what the new-hire's
per formance actually turned out to be) '

* 12 . d
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1

w2 A

108 QESCRIPTIONS EMPLOYERS USED WHEN RATING DIFFERENT TYPES OF JOB APPLICATIONS

Type and Number of Appl icat lons
Grouped Together for Rating

mb%mﬂmmﬁwamhMNwﬂm

Type Number Clerical Retall Machine Tradgs
) b i ]
Group 41
§ of Ting § of Tine § of Tine
¢ 0-year-ol -2 years Required on job  Job Tasks Required on Job  'Job Tasks RmukeﬂonJob Job Tasks
postsecandary 5 7 Types TefTers, T AdvTSes (sells) T Operafes a basic
- /,9 reports, charts customars on pro- machine ool
¢ 2-year-old=-| year 25 Malntains {lles for ducts; features - 25 Uses micrameters,
postsecondary plus cecords, Involces 5 Prepares sales gauges, efcs fo
ung. year wark 6 correspondence slps, uses cash check campleted
o reqlster, and work
¢ 10-year-ol d&-=Hlgh keeps records of
School Graduate © ) - sold merchandise -
¢ | . N \
Group £ | ’
| , bof Tine . § of Tine . f of Tine
s 18=year-old--High Required on Job-  Job Tasks Required on Job  Job Tasks Required on Job  Job Tasks
School Oropout 1l 7 Delfvers mall -and D ' Shows products D AssTSTS SkTTled
messages to custoners operator
o 18=year-old-lligh 5 Types Invelces and 2 Prepares sales B Feeds parts inth
School Gr aduate 5  letters sl1ps and uses sutonat ic machine
. \J5 . Answers phone cash reglster 25 Removes parts
2 Coples mater (al 5 Stocks counters fron nachine and
Note: Appllcatigns In JT- : and shelves places on com
Group 2 Were 2 Packs and unpacks veyer for next
Hand Hr | pren o Itens operation
L 5 Loads and unloads
nater fals andy_
L ¢leans around
Kork area




4. The applicants are all black males'(or femalecs, fcr clerical and
retail). )

5. 'Assume you are reviewing the applications in July 1982. Note
that the current employment status is indicated on each applica~
"tion. :

The hiring priority index and the response for employer s rating were\

reproduced for each application (see appendix A for exemple)

.2.2 Development of Videotape Job Interviews

The purposes ®f the videotape interviews were (1) to determine the change
that a personal interview has on employers' rankings of an applicant after
they had rated a written application, (2) to determine the relative weight of

i .
certain negative factors displayed in a. job interview~-appearance,‘attitude,

language, and nonverbal behavior, and (3) to determine whether applicants f_x-l&hﬂ'

planations "for gaps in their work record affected how an employer rated them.
A prOJect advisory committee reviewed a series of preliminary tapes and

made recommendations for improvement. These recommendations were incorporated

Y
i

' into succeéding taping and scripts., The final tape“used in 'the employer con—
( . ) ~

ferences demonstrated'the following characteristics:

. No gap 'in work record--no negative factors

No gap in work record-—-inappropriate dress

No gap in workcrecord~—inappropriate language

No- gap in work record~—negative attitude . .

No gap. work record~—poor nonverbal behavior
-~ el
. Six ronth gap. in work record—— 'good” explanation—-no negative factors

)
~N O w £ W N
.

2

Six month gap in work record--"poor” explanation—-—no negative factors

i
‘

The job applications and corresponding scripts for the interviews can be found

in appendix B.
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Other than the above differences, interviews were as uniform’as'possible.

e

'Each applicant was a black youth who graduated from high school two years ago.

The applicant for secretary was female and the appiicant_for the machinist and

ot
1,550

‘ ; : 1%
retail sales was male. The same interviewer was used for all interwdews and,

to the extent possible, asked identical questions in each interview sequence. ..

-Employers viewed the taped job interview corresponding to the occupatipn

for which they hired "applicants. Employers were asked to rate tbe%written

‘appligcation using the hiring priority index scale used in earlier ratings of

]

applications. They then viewed a segment of the taped interview and ranked

the applicant's performance again using the same scale. They were also asked

to rank the applicant's preparation for the job in terms of education/train— ) »,f'

ing, work experience, appearance, grammar, attitude, and - personality. Fi-

naly, the employers were asked to state whether or not, given a suitable

opening, they would hire this person and the main characteristic that in-
a0 , —t

fluenced this decision. *. . . . -

2.3 Employer Seminar ‘Procedures and Questionnaire Content

<
The process of recruiting employers to attend the seminars involved

(1) obtaining the'cooperation of the Columbus Area Chamber of Commerce to
co—sppnsor the seminars, (2) writing letters-inviting chamber—member employ-
erg to attend the seminars (the letters were signed personally by Robert E.

2

Taylor Executive Director of the National Center\ggr Research in Vocational

Educhtion; Ray'Miller, Executive Director of the Employment & Education Com-

mission of Franklin County; and Alfred S. Dietzel, President of the Columbus

Area Cham%er'of Commerce), (3) calling the employers as a follow-up to the

[

letter, and (4) placing announcements of the availability of the seminars in

local papers. letters were sent to,approximately 1,000 employers.

/. - . N
15 . .
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0f the fifey-slx_employers wio atteuded the semiwars, about 60 percent
. represented employers who hire clerical personnel, 30 percent represented
employers who hire retail persoﬁnel, and 10 percent represented employers who
hire machine trades persénnel. The number of employers participating in the
seminars was lower than expected. 1In follow-up phone conversations to.inyite
employers personally to parficipate in the seminars, the following explana~

tions were most frequently expressed by employers as reasons for not wanting

T
to participate:

g e Tog busy

e Did not hire entry-level personnel =

e Did not hire youth. for entry-level jobs——in many cases the employers
indicated that they tended to hire workers re—entering the job market
in place of hiring youth

e Did not have entry-level positions in thrge occupational areas of cler-
. ical, retail, or machine trades

a

e Retail employers were most likely to indicate that the time prior to \
Christmas was critical for their success and therefore could not afford .
time away from the job S '

e Only hired one or two persons (if that many) a year and did not feel
that they could contribute to the semlnar ’ :

The following is a list of seminar activities in which the participants

. engaged and the approxihate time employers spent on each activity:

- " Activities ) Tiﬁe (miﬁutes)
1. Complete questionnaire ; Secti;; A, Background 20
Information
2. Introductions and overview of seminar . 45 -
3. Rate job applications: 20-year-olds, high school 25

graduates plus one Or two years of additional
schooling, and 18-year-olds, high school graduates
20
4. Experience with young entry-level employees——com
—plete questionnaire - Section B, Expected Produc-
tivity

16
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5. Observe and rate videdtapes of youth's performance 30 -
in job interviews

25
6. Rate job applications: 18- year—oids, high school
dropouts and high school graduates .
7. Participants' Discussion: Employer experiences in 45

hiring youth for entry-level jobs; skills and com—
petencies schools should be teaching youth to get
and keep jobs

The materials used in the seminar were assembled in a three-ring note-
book and were”colorcoded to correspond to the different seminar activities.
The discussion period was tape-recorded for later analysis.

The questionnaire that was developed and administered to employers at-
tending the seminar was divided 1nto"four sections:- Section A - Background
éharacterisglcs of the Firm and Individual; Section B — Expected Productivity
and Training Processes for Entfy—Level Employees, Section C - Application and
Interview Evaluation Process, and Section D - Background Characteristics of
Successful and Nonsuccessful ‘Entry-Leyel Employees at. the Firm. Sections A
and B wefe completed as part of the seminar activities. Due to the time con-
straint of three hours for the seminar, empioyers were asked to take Sections
C and b and mail them back in a postage—paid envelope.’zThe next chapter pro;

vides summary statistics of the data gathered in the questionnaire.

17
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' 3. DESCRIPTION OF THE DATA

In this chapter, the daté collected about the employer and their firm are
< .
described. Appendix C to this report is comprised of a copy of the, question—
naire given to the semimar participants which provides frequency distributions
of their responses. At the end of.the data collection activity, a total of

fifty-six employers hhd attended hiring-decisions seminats held at the Nation-

al Center. The following chart shows employer response by firm size:

. ‘ -

Firm Size: Number of Number Who Percentage
<No of Employees Firms Contacted Attended Seminars Response
<‘120—99 750 .22 2.9%

100-199 o 135 , 6 A

?
200-499 . 100 9 © 9.0
500+ 74 s 19 25.7
Total 1,059 56 ' 5¢3%.
‘ )

This response was lower than anticipated and caused a significant reduc-
tion in the planned analysis of the questionnaire data.g%ln addition to the

reasons sgaJZd above for not attending, the ldw response can be explained tby
lr) -
the fact that participation in the seminar required approximately'one—half—
e

person day, which was a cost most firms felt”they could,ﬁot-bear. Response

_rates increased‘significantlvaith firm size; which was expected, because//

.

largef firms tend to have formal personnel offices.

7 < 3,1 Employer and Firm Characteristics

El

The first set of data to be described are the characteristics of the re-

gpongehtg'and the firms that they represented. Because of the nature of the

three occupations examined in the study--clerical, retail, and machine trades

trades—the sample was judgmentally screened by industry( Table 3 shows

.8
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TABLE 3 .
PARTICIPANTS IN EMPLOYER HIRING DECISIONS SEMINARS, BY INQUSTRY

|

272
275
344
349
354
355
358
366
367

492

501
505
506
511
517

523
531
541
545
571
581
594

602
612
631
632
633
641

701
734
736
739
769
806
824
839
864
919

Industry - Number of Attendees
MANUFACTURING

Periodicals
Commercial Printing .’
Fabricated Structural Metal Prods.
Misc. Fabricated Metal Prods.
Metalworking Machinery
Special Industry Machinery
Refrigeratidn Machinery .
Communication Equipment .

Electroni mponents

TRANSPORTATION AND PUBLIC UTILITIES
Gas Produ%tion and Distribution

WHOLESALE TRADE
Motor Vehicles and Equip.
Metals and Minerals, exc. Petro.
Electrical Goods
Paper and Paper Products
Petro. and Petroleum Products

RETAIL TRADE
Paint, Glass, and Wallpaper /
Department Stores
Grocery Stores
Dafry Product Stores
Furniture and Home Furnishings Stores
Eating and Drinking Places
Misc. Shopping Goods Stores

FINANCE, INSURANCE, AND REAL ESTATE
Commercial Banks :
Savings and Loan Assoc.

s Life Insurance \
Medical and“Health Insurance , _ \
Fire, Marine, and Casualty Insurance \ .
Insurance Agents
SERVICES AND GOVERNMENT ’

Hotels, Motels, and Tourist Courts
Services to Buildings
Personnel Supply Services
Misc. Business Services
Misc. Repair Shops
Hospitals :
Correspondence and Voc. Schools

- Social Services, not elsewhere classified
CfVvic and Social Assocs. :

Goyernment, not elsewhere classified

hd

. — - ’ —
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 NOTE: Industry unknown for one respondent.
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>median‘of five &ears,of experience participating in the hiring decisions of

the industrial composition of the firms répresented. In general, the manu-
fécturing firms reviewed machine trades applicants;(the wholesale and retail
‘trade establishments reviewed applicants for the retail job; while the finance
and .insurance and other services rated the clerical position appli%ants.

&

Few of the respondents' companies were unionized. Only four firms out of
thé fifty-six participating had any nonsupervisory workers covered by collec-
tive bargaining, and one of these responded ‘that the percentage was only 10
ggrcent. There was wide diversity #n the size of the establishment, with the
median-size class being 100-199 employees. Approximately half of the employ-
ers reported fewer than 10 part-time employees in the firm. Surpqlg%ngly,
ten of the remaihing twenty-eight employers reported 500 or Qore paft—time
employees in the firm. . h

The median percentage of full or part-time employees under the age of

twenty-five was 25 percent at the respondents' firms. In an attempt to gauge

‘the extent to which internal labor markets were existent among the firms, the

<Y

respondents were asked how many foremen or supervisors were f&(st hired by the

-

establishment in an uﬁskilled or semiskilled entry-level positlon. “The median
response was 30.paxcent.

Thegé was a fairly Qtde variation in the characteristics of the individ-
uals who attended the seminars. Males constituted 54 percent of the sample.

Blacks comprised 9 percent. The age distribution of the respondents was that

1

35 peréent wvere less ﬁhan age thirty-five, 29 percent were thirty-five to
forty-four years of age, 19 percent were forty-five to fifty-four, and the re-
maining 17 percent were fifty-five years or older. Educational levels were
relﬁsively high, with about 80 percent résppnding that they had four or more

years of college or training beyong\high school. The individuals had a

21
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their current establishments and a median of ten years of experience reviewing

D0 s

'employment applications in X company.u : . e T

In terms of position within the firm twenty—two out of fifty-two of the B

" . ar, 'u .o

employers (42 percent) reported being a manager ‘or. staff member of a personnel

department. Forty-two out of fifty—two:§81 percent) reported;havi iring

- E

F N
. -

- H

authority eithef.on their own or sharéd with'others. ;A«Somenhat.smaller num- 4
ber-—69 percent*-reported navingvtheir own. or sharedﬁadthority to fire indivi—

duals. ' SRR
i
q .

3.2 Firms' Hiring Practices

@ﬂ’
The employers were asked to report Yhat methods are used to attract

4

applicants when their firm has an opening in-an unskilled or semiskilled job.
of fifty—four responses from seminar participants, six employers (11 percent)

t
indicated that they did not solicit applicants because they had enough unso-

{

licited applicants. Of the remaining forty—eight responses, the rank ordering

of the responses was as follows (employers could denote more than one method):

-~

Rank Method Number of Responses
1 Advertise in media , ; 43
2 Announce to current employees 36
3 Ask for referrals from schools or vocational 33

education institution
4 Ask for referrals from the state employment 25
service ‘ .
5 Display "help wanted" sign ' 12
5 Make other efforts 12
¢ 6 .Ask for referrals from an employment agency 5
7 Ask for referrals from union 0

7/

The way firms respond to telephone inquiries about employment, how often
persons are allowed to complete-an application; what percentage of applicants"'}‘
are interviewed, and whether reference checks with former employers are made
are all important aspects of“a.firm s hiring process. These policies also

,i.‘

differ: among many firms depending on whether or not there is an opening.

ne . 2 _«.'f' 33 . .‘
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Thus, as can be seen in appendix C, questions about these subjects were asked

for periods when there is an opening and when there is no specific opening. A

-

majority of employers’;pc0uraged telephone callers to come in and fill out an
application whenthere is an opening in the firm. A total of 62 percent indi-

cated that they unconditionally encouraged callers to come in, whilelad_addi~

tional 30 percent encouraged callers to come in if they have skills. When

there is no specific vacancy, t he employers are somewhat less encouraging.

Only 44 percent unconditionally invite callers to apply, and 26 percent said
to apply {f skilled; on the other hand, 28 percent of the employers generally
discouraged callers when there was no opening.

Employers exhibited similar behavior in their policies for taking appli-

'cations from individuals who come to their establishment without a referral..

When there is a vacancy, 91 percent of the respondents indicated that they
give 95-100 percent of the walk-ins application forms to complete, and only

2 percent}repprted giving 0-5 percent of walk-ins an application. But when

there ..is no specific opening, 21 percent of the employers do not give out ap-

plications (i.e., give them to 0=5 percent) to walk-ins, and only 68 percent

, éiVe out applications to 95-100 percent of walk-ins.

When there was no specific opening, seventeen employers indicated that

oo \
they screéned individuals who come~to their establishment without a referral

,-Ln the process of. deciding whether to give out applications. The basis for

, ot allowing persons to fill out an application were as follows:

Reason Number .

1. Application not accepted when no opening 7
2. .Walk-ins screened on education. . '
3. Walk-ins screened on job training

4. " Walk-ins screened on experience.

5. " Wglk-ins screened on speaking and language ability
6. Walk-ins screened on age

7. Walk-ins screened on general appearance

8. Walk-ins screened on other reasons

e NN
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The responses summed to Freate& than seventeen because reafons 2 through 8

could have been marked more than once. ‘\*j_; ~

The percentages of persons filing applicationa who are interviewed also
change sivnificantly depending on whether or not there is an opening. These
percentages may be summarized as follows:

Percentage of

applicants in- Percentage in-
terviewed when . terviewed when - °
there is an - .no specific

opening: Number ‘ opening: ~  Number
95-100% 13 95-100% . - 6
76-947% _ . 10 a 76-94% - ‘ 2
51-75%2 = 5 51-75%. 3

.. 26-507% 9 ’ 26-50% 4
6-25% B 10 6-25% S 12
0-5% _ -3 0=5% - 23

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

median response to the question "On average, how many people are interviewed
— . ~

. > . . \
to fill an opening?” was eight applicants. The responses ranged ?}pm three

to forty.

Employers may engage in one of several different hiring”strategies and”

) . \
the strategy choice may even depend upon the job to be filled.. The Columbus.

employers were asked to charactefize their firms' selection prncess;"Forty-

 two percent of the regpondents indicated that they set a target number’of\in-

terviews‘and‘then selected the best applicant.‘ For these respondents,ythe
median target number of interviews was five. When asked what percent of the
time the number of interviews had to be increased past the target numben, the "
median response was 10 percent of the time. Twenty-six percent of" the employ-
ers responded that they set a target date and selected the best person inter—
viewed prior to that date. The median response to the length of the interview.

period was four days and'lo percent was the median response to the qdestidn Tr

about what percent of the time selections were made after the target date.
- . A
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Thirty percent off the employers desctibed‘their hiring proce®s as one of
setting a fixed~minim;m standard and offering the job to the first person
exceeding the ;tandard. These resp;ndents indicated that they 1owere% the
minimum stﬁAdard a médian of S/percent of the ti@e. The remaining 2 percent
of the gﬁployers indicated that their process was one'offsetting a high mini-
mum standard at first, but lowering it as time progressed.

Checking fefergnces can be a very useful and cost—-efficient practice for
employers to reduce fhe probability of making an error in hifing. The employ-
ers voiced 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 contactﬂﬁg previous employers -for at

least s;me applications. (Forty percent of these same respondents coq}&ﬁ?gg\
previous employers 95 to 160 percent of the ;ime). e . %
Data were collecteé on the frequency of the type of information o?gained
when previgaq,employerS'werelcontaétgd. Through examination of the data, it
appears that the major purpg;e of employer contacts is for verificétion of

previous employment. Of least interest is verification of previous wage

rates. The precise data that were collected are as follows:

Type of Information Saught AW Frequency of Reference Checking
Always 'Frequently Infrequently Never
o
Verify applicant did work there 41 : 30 3 1
Verify type of work applicant . 33 9 2 2
per formed ‘ )_
. AN
Verify applicant's wage 8 10 14 9
Verify reasons applicant left 29 . 8 - 8 4
Information on absenteeism 24 . 10 0 4
Per formance on the job 28 ' 11 6 5
5 . . Fle “
) Ya ) N
25 ‘
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3;} The Applicant and Interview Evaluation Process

The process of evaluating applications and interview$ involves searching
for the key signals of employability. In some cases, the}signals are explicit
on the application form or in answers to questions at theiintervieW, €Ly
grade point average, typing speed, etc. In other caSes,.thelfignals are in-
ferred from other information (e.g., é}igibility for Target Jobs Tax Credit\
(TJTC), location of high school.) The participants in the seminar were pre—
sented with twenty-—five items that_they might use to gcreen applicants. Tney
were asked to indicate all items whicn-were important in narrowing the appli~

cant pool, and to rank order the three items which were most critical in mak-

ing the final decisions among applicants. Table 4 .presents the items as rank

ordered by how often the respondents selected. each item as important. Table 4
also presents the items as rank orderedfby the respondents' assessment of
their criticalness. The rank ordering for criticalness reflects a welghting

-

systen by which an item was assigned a score of 15 each time a respondent
&Judged it most critical, a score of 10 each time «a respondent judged it next
most critical, and a score of D:each time a reSpondent judged the item third .
most ‘critical. Each item' s .scoring index on table 4 is the total of the
item's assigned score. i
The rankings)for lmportance and criticalness are highly correlated as
seen by inspection of the table. A Kendall tau coefficient of .684 was cal-
culated for the two rankings (Hayes 1965, pp..647—655). The construction of'
the index for the critical items was somewhat arbitrary, but what.is indicated
clearly is that specific vocational skills (in most cases, typing speed) and
i

kinds of duties performed in- previous jobs aré key signals for persons review-

~ing applications.

T S
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TABLE 4

RANK ORDERING OF ITEMS IMPORTANT IN SCREENING "APPLICATIONS
~IN DECISIONS OF WHOM TO INTERVIEW

g

L.

10.
11.

12.7

13.

14,

Rank Order of Items Important
in Narrowiqg¥5pplicant Pool

ReaSan for leaving previous
jobs

Kinds of duties performed in

previous jobs

“Specific vocational skills

Kinds of  jobs held
Good spelliqg on appP&cation
form

_Accuracy of application

information ;

Appearance of application
form

Education level (e.g .5 hlgh
school diploma)

Number of jobs held

Gaps 1n employment’

Recommendations from past
employers

Criminal record _

Vocational training rec'd

"in school

School grades

Appllcant s age

Fmployed or unemployed
status at time; of e
application ‘

7. Vocational training received

in CETA
Reputation of past
empfoyers
Bondability
Reputation of schools ’
attended
Friend(s) working at firm
Driver's license
Recommendation from
personal friends
Location of schools attended
Qualifies for TJIC

i,

e

Rank Order of Items Critical 1in

Qualifles for TJTC

‘Percentage Scoring
Responsge Final Decision - Index
. < .
l. Specific vocational
97% skills 260
. : 2. Kinds of duties performed
- 89 % in previous jobs ' 170
186 " 3. Reasons for leaving jobs 1310
86 ~3. Kinds of jobs held 110
5. Recommendations from past -
employers 90
6. Educational level (e.g., _
high school diploma) 85
: 7. Number of jobs held \ 70
77 8. Accuracy of application :
. information - ~ 60
g T4 9. Vocational training 50
74 9. :Gaps in employment e
71 . " 9..Good spelling on :
) - application ?O
69 12. Criminal record . 45
54 13+ Bondability o 40
‘ 14. Appearance of application‘
.51 ' . form - 40
49 15.. Driver's license 25
37 15. Applicant's age 75
15. School grades 25
15. Vocational training rec'd
29 " 1in CETA : 25.
- 19. Friend(s) working at firm 20
26 20. Reputation of schools ’
attended 15
. 26 20. Reputation of past e
23 '~ employers ' ’ 15
' 22. location of school e
20 i attended 10 *
20 22. Employed or. unemployed
17 - status at time of .
. application N 10
14 24. Recommendations from
‘9 _ persogal friends # 5
0 25 n

R . N
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Among the other items reviewed by the employers, good spelling on the
application form and appearance of the application form were both ranked high
but were somewhat higher on the first’list (i e., the screening«list) than on
the liet of critical determinants. The employed or unemployed status of the
job seeker at the time of applic;tionhalso rénked higher on the first list

. than on the second, but it was less important than either spelling or appear—
ance of the application form--mentioned only 29 percent of the time as an item

. . hN
that is important in narrowing applicant pools as opposed to 83 percent and

77 Peri?“t for spelling and appearance of the application form.

Recommendations from past employers was an item that ranked higher on the
list of critical‘items for choosing.an applicant than on the 1ist§NSimportant
items for screening applicants and thereby narrowing down the number of appli-
cants; It was noted in 69 percent of the responses as importantﬁfor screen—
ing, ranking it ninth, while it ‘was ranked fourth on the list of critical
items. Two other ltems that were ranked higher on the right-hand list of
tablei4 were bondability and driver's license. This indicates that sometimes
these two items may serye as tie-breakers among the final list of applicants.

This group of employers reported that eligibility for a tax credit‘Gas
never important ‘in screening or selecting applicants. As described later,
this fact is collaborated in estimating models of how-applicants are rated.
Eligibility for TJTC was (randomly) assigned to the applfcations that were
rated in the seminars, hut this characteristic never was a statistically
significant negative correlate of employability; hordingiallxother things
constant, in any of the empirical models. |

The employers were also presented with a list of nineteen items that 1in-

fluenced their .evaluations of applicants during an interview“for a job.

Table 5 presents ranks of these items for their importance in reaching the

1
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TABIE 5

RANK ORDERING OF ITEM THAT INFLUENCE EVALUATION OF APPLICANTS
DURING AN INTERVIEW

" Ttems. Which Are Critical in

15

Items Which A;e Important Percentage
in Assessment of Interviews = Reporting Assessment of Interviews Index
-.1. Genéral appearance 1. Attitude ‘ 335
(grooming) 97% . 2. General Appearance
2. Attitude ' 94 (grooming) ' - 190
3. Punctuality for 3. Grammar or 1anguage - 100
interview appointment 89 3. Maturity 100
3. Personality ' 89 5. Nonvetrbal behavior: 60 - -
3. Maturity - - 89 6..Speaking ability 55
6. _Grammar or language- 86 . 6. D%scussion of education”
7. Nonverbal behavior 71 ', not: shown on - N B
8. Number of questions ' on application . 55
about job 69 6. Personality .55
8. Eye contact 69 8. Punctuality for .
10. Dress 66 interview appointment . '50
10. Speaking ability 66 9. Poise .50
10. Poise 2 66 . 11. Number of questions ’
13. Discussion of education Lo N about job 45
° not shown on ° ; 12. Dress 40
application 763 12. Eye -contact during '
14. Number of questions o : interview 40
about ' company 49 14. Number of questions
15. Miscussion of other - e about company 25
achievements not shown 15. Discussion. of other
3 on application 43 ach¥eyements not shown
~16. Reaction to wage ’ on application 20
- offer 40 . 15, Sensitivity ' . 20
16. Independence i 40 . 15. Independence - 20
18. Nervousness 34 18. Nervousness 15
19..Sensitivity 31° 18. Reaction to wage offer
T
. \ -! 5
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employers agssessments of'the integviews and for whether they were among the
three most critical items. Again there was considerable agreement between the
two lists——Kendall 8 tau statistic was calculated to be .607. General appear-
ance (grooming) and attitude were the ranked first or“second in bOth lisfs,
but the latter was by far and away the most critical’ item in assessing inter—
&iews. Sixty percent of the respondents rated attitude as the most crucial
item in assessing an interview. This assessment is corroborated in the quali-}
tative data presented in chapter 6 below from the discussion perlods held‘
. - & o
‘during the hiring decision seminars.
4 - 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 in the ranking of critical assessment items.
Nervousness was not ranked highly on either list, although eye contact and
tQ\:onverbal'behavior were. Interestingly, independence did not show up to be a
desirahle'item. It was mentioned to be.an importano item in 40 percent.of the
« - responses (ranked eleven 0ut of thirteen) and wad the 18wésc ranked item in
the list of items critical in assessing interviews.

Both those rankings and those 'shown in table 4 indicate that employers
seeking to fill jobs closely akin to those used in this Study want -neat,
accurate applicatlons that\highlight vocational shills and.duties held in
previdhs'jobs and want well-groomed interviewees with a "good attitude”-—team
players. School grades, having friends at the firm, qualification for TJTC,
and applicant s age are relatively less important characteristics on the

application form. In the interview,ﬁneryousness seems tO be overlooked and an

?independent attitude is not desirable. ‘ - o
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3.4 Tfaining»and Productivity
During the-séﬁinéré déia were *also collécted‘ab0utrthe training process
of and productivity of typical new employees holding,jobs similar to ihe one
described for the application rating.' T;aining ‘was classified into four types
—reading manuals or watching others, formal training, informal iraining by

management'or superviéors, and informal training by coworkers. Furthermore,

information on hours spent in each of these types of training was collected

for the period of the first month of employment and for the next 11 months.

" It turns out that'approxida;eiy half of the training occurs in each ofAthese

two pefiods. The median level 6f~i}nining reported by the fespondents was_9Z
hours during the first month of employment and 100 hours during the next 11
months.

An interésting pattern of hours spent in training during the first mqn;h
and during the next 11 months was observed across the three job types. The
employers of clericaltworkers reporied the higheét levels of training during
th; first montﬁ-—a'median of 105 hours--with the lowest level among the thfee
occupations for ihe next 11 ‘months--90 hours. Machine tréaes job hblders ﬁad
just the opposite training experienge. They were reported to have relatively
low levels of fréining in month i—;a median of 62 h0urs,«but much higher
levels duringythe”ﬁext 11 months—;a median of 410 hours. The median data for
all the_ﬁﬂréypes by type of'training and total are presented in table 6.

The largest gharé of training time fér newly hired persons was spent in
reading manuals and watching others do the job‘rafher.than doiﬁé it them—
selées (i.e., actiJities which consume the traihée's tiTe but do not.réduce
the pro@uctivity of ihe other workers). During the first month of employment,

a median of 40 hours was ?pent in such activities by the typical new employee;

40 ‘additional hours in the next 11 months. The corresponding statistics for

31
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JEDLAY HORS OF TRATVING, 3Y OOCUBATION A TVPE OF TRADNING .~~~

,> Occupation

Nt

Full Tt Provided by ERIC.

* (lerical | Retail , Maching,Trades All

Typing of Training | lst Nonth | Next 11 | 1st Month | Next 11 1sf Nonth* ﬁekt 11| Lst Month Next_II
Reading manuals o |
or watching 40 0ol b4 40 47 W 40
others perforn job

W

N
Formal training  f 15 ', 3 16 - 28 0 - 0 LR 10
Infornal training 5. 18| 1 3 |10 n | 20
by managenent , 1 ,
Superviston by o oo | wo oW | o ow [
co-workers S ‘ | : |
oo s oW | ow m | e e ] 9 W0

ks 9; responses vere 40, 60, 95, 118, 410, 440, 600, 640, 1880,
Q
ERIC
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the first month for formal training, informal training by management or super-
visors, and individualized t#gining or supervision by coworkers aré 14 hours,
15 hours, and 20 hqurs respectively. . .

A set of questions asked the employers to rate the productivity of a typi-
cal new employee while enga&iﬁl(or not quaged) in trainfng'activities during
the first day of employment, at the end of the first month, and at the end of
the first year of employment. The lnstructions were as follows: "Please rate
a typlcal employee's‘productiVity on a sgcale of zero to lbO, where 100 equals
the maximum productivity rating any of your employees has or can attain and
zero is absolutely no productivity by your employee.” The questions about
productivity of recently hired employees were intended to provide indicators
of the relative productivity of a worker at dy¥fferent points in time or
engaged in two different activities. They are not attempting to measure
productivity in any absolute sense.

.Relative p:oductivity is rated as being very low during the first day
whether the worker is not engaged in .any training activity (median = 0), is
being trained by a line supervisor or management (mediéﬁ?: 10), or is being

A >
trained by co-workers (median = 10). At the end of the first month, the
median ratings were 35; 45, and 50 respectively.. At the end of the first

year, the medians are 75, 85, and 80. Notice that the employers rated

productivity of the new worker slightly higher at the end of the first month

when being trained by a co—worker rather than by a supervisor, but the reverse
is true by the time the worker reaches one-year tenure.

In an attempt to measure whether the training given to new employees 1n
these jobs was general in natﬁre or specific to the firm, employers were asked

how many skills were useful outside their company, and focusing on those

33
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" starting hourly wage for the jobs was only $4.00 per hour, just $0.65 above

skills, how many other companies in the local labor market have jobs requiring

)

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

Numbef.pf companies

Skills learned e in area having

that are useful . jobs requiring -

outside company: Number  Percent gerneral skills: Number  Percent
Al 95-1007% 18 37 " Less than 5 1 2
Most - 61-947% . 28 - 50 5-15 2 4
Half 40-607, 7 12 , 10-100 22 g 38
Some 6-39% 2 - 4 100+ ' 31 55
Minimal ~-57 1 2 .. .

These frequen: ies indicate that most af'the trainibg that respondents were re—
reportiﬁg was general in nafﬁf;, and addiéionallg; there were a large nﬁﬁber
of firms in the Columbus area for which trainees could use these skills. ‘Sﬁcﬁ;
a gituat%@n would suggest that“initial wages would be relatively low as indif .

viduals would be bearing part of the cost of training. Indeed, the median

K] PR

minimum wage.

3.5 Experience wiER\Recently Hired Workers

n,

~ The last typevof background information collected in the se@inars pe;—
tained to the experiéﬁées firms had.with recently hired wbrkers. Information
such aé age, sex, race, educational attainment, referral source for the job,
wage rate, and "productivity score” was obtained for a choice-based sample of

five individuals hired approximately eighteen months ago—-one who had been-

promoted, one who was still employed, but had not. been promoted, a diséharge, a

‘'layoff, and a voluntary resignee. When asked about rgtention/separation of

‘workers, employers reported’a median of 10 perceﬁf bf‘employees aged sixteen

to twengy-five'hired two years ago would be discharged or induced to quit, a
median of 25 percent would have voluntarily resigned, a median of 0 percent

would be on layoff (only eight employers reported having any workers currently

34
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_on‘layoff), andba median of 60 percent would still be’employed at'the firm.
"Of the (60 percent) workers still at the firm, employers responded that about
one- quarter would have received a job promotion u.defined here to be "gilven
noticeably upgraded‘joh responsibilities involving a higher rate of,pay."
' Slightly over half of the?sample responded to questions about the char-
acteristics.of@workers who wererpromoted and those who were still at the firm
but not promoted;: Because of the small sample sizes, only impressionistic
conclusions can be drawn. Those- impqusions include the following.
e A slightly higher pr0portion of the promotions Were given to females,

blacks, and college educated individuals.,

» . ".,

e The median age of promoted workers was slightly lower than those workers

not promoted. ‘ ‘ Y
. , ' e C e S

e Promoted workers tended to have slightly less relevant job experience
than those not promoted, although this may be because they are younger.

® As would be expected, wages and productivity gscores of workers who were
promoted were higher than workers still at the firm who were not pro-

moted. :
pd

e Interestingly,. the respondents. felt they could not distinguish between

an response 4o the questions

the promoted workers and the nonpromoted w:;kers at the time of the hire

in terms of expected productiv y. The med lg
about” expected productivity w hese worKers were hired?was ninety. for
e

both the promoted workers and nonpromoted workers.

e Little difference was found between’ the profioted workers and the non-
promoted workers for the characteristics of vocational education in a

., speclality relevant to the job, referral source receipt of a subsidy
for hiri‘!ior training, or military eXperience.

o
A smaller percentage of the seminar participants provided data on a

voluntary resignation (n = 26; 48 percent),ba layoff (n 13 22 percent),

or a discharge (n = 24; 44 percent). Examinatlon of ‘the frequencies of the

responses also provides impressionistic evidence. Some of these impression{
. Nb? . ) [

" {

were as follows: -
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o
. e The individuals who resigned fend@ﬂ to be'fémale§, to be younger, to
-~ ‘ have more education, and to have fewer years of relevant job experience

R , than individuals who had been laid off or fired.

! ° Ihere.did not seem to be differences amongst the groups in terms of

.race, vocational education, referral source, receipt 6f a hiring/train-

“ing subsidy, military experience, or months at the firm prior to separa-
tion. ' ' '

e When compared to discharged individuals, the persons on layoff had s;ﬁ;—
lar characteristics, except they tended to be slightly younger and have
slightly more relevant job experience. «

e At the time of separation, the median reported hourly wage rates for the

individuals who voluntarily resigned, who were on layoff, and who were
discharged were $4.75, $4.50, and $5.25 respectively. Median "produc-—
tivity scores” two weeks before separation were 75, 70, and 50 respec-

. tively. Thus, laid off workers tended to have more relevant job experi-
FER ence, higher productivity, and lower wage rates than persons who were
o0  discharged. '

/

‘ e Again, the employers claimed not to have been able to distinguish '

> between the three individuals at the time of hire in terms of their
expected productivity. o '

oyl "The next cha’er of the report presents the results from estimation of

various models to explain the employability ratings of the applicants.

N
\ , . . s {)




>} 4. MODELS OF EMPLOYABILITY RATING FROM APPLICATIONS
. . -

4.1 Theorz ’

As Bishop, Barron, and Hollenbeck (1983) suggest, to. a potential em—

!

ployer, the "true” present value of labor services offered , by a ‘hew employee
Ais'abrandom5varfable, V. The employer has“e job seeker f£ill out an appli-
cation form;which 1s screened to obtain a sets:lnformat'ion about the jo'h
seeker,?ll The set oﬁ,information is then'summarized by a screening index of
qualificatlons, S(I), and a reservation screening index is derived S .b

“Only individuals with a screening- qualification index exceeding the teserva-

1
«

tion screening index are offered an interview.

oy
El

The research attempts to determine the model underlying the summary of ;o
information into the screening index (1. e., the S(I) function). " As described

‘previously, each respondeng was presénted with several applications and asked

1 Ch

k\to rate the applicants on a scale of O to 200. To attempt to standardize the

) - : : T o
?ratings to- the firm's hiring standards; the following directions were given:
For. a job similar to thevone described above,;assume——
y Lo ¢ : B S .
= 50 points represents the worst applicant you ever hired (as per-
celved at the time of hiring, NOT what thg?new hire's perfor-
mance actually turned out to be),
! ' ! N . . »
-100 points represents the average applicant you hire,

=150 points répresents the best applicant*&ou ever hired (as per-

celved at the time of hiring, NOT what the new hire's perfor—
mance actually turned out to %e) L

The index 1is not intended in any way to measure an applicant's absolute

employability, but it is a relative measure to be used to compare more than s

" one applicant for the same job'description.
. . , )
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What determines how an employability rating is set? Human capital theory

suggests that an individual's productivity is determined by their humen capi-
tal, defined as prior work eXperience, education, and/or vocational training. * ‘I
The more or the "better” the human capital, the higher would be the productiv—
ity an individual would exhibit, and thus, the higher the employability. The

- domain of the research'reported here has been limited to noncollege~bound
youth seeking an entry-level career‘:osition. For this group, humanvcapital
is limited to job experience in part—time or summer jobs, and secondary or
postsecondary education, which may include vocational training. Human capital
theory:%ould suggest that employers could distinguish between job applicants

who were very similar--for example, same educational attainment;, ‘similar

grades—-by examining work experience patterns. The fact that employersore-

ported that "specific job duties” was one of the two most important items in
assessing applications supports the human capital approach.
An alternatiVe theory, which may be referred to as a screening or sig- -

naling theory (Arrow 1973; Spence 1972, 1973) suggeets that productivity 1is

. not determined by hnnan capital, but rather by inherent treits or talents of
individuals. Furthermore, these talents are inversely related to the costs. of
schooling or private training, so that employers gan'use wages to provide
incentives for the most talented individuals'to dtquire the most schooling.

‘Then the level of schooling can be used as a signal of underlying traits.

‘A variant of this theory, whdi% might be entitled job rationing or ggggf

ing theory (Thurow 1969),. posits that producedvity is embedded in the job,

)and.that schools and worklexperience serve to sort outhotential job appli-

cants. In other words, learning and training take place on the job, so that

the function of schools is simply to screen individuals, and not to impart

38
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human capital. Presumably, individuals Gﬁo'acnieve higher. levels of education
¥

are valued because they &ill be more easily trained and will be rationed into

o

“best” Jobs. An i&plication of the signaling'and queuing theories is that

b
employers screen applications on key fields, such”as having a high school di—

ploma, or having any pOStSecondary education, while other characteristics of -
4) o

the applicants have little bearing on their employability rating.
¥
The models estimated below stem from a theoretical perspective which

is a combination of_the human capital and signaling theories.*',The theory

‘

suggests that employers believe that an applicant’s true productivity, V, is

.determined by a set of attributes, some of which are observable and some of

I3

. 4 .
which are not. Denote these two sets as Apg and Ay. Then the following

equation determines productivity:

(1) vij = £(loi, AnisKy) o
where Vij is the productivity of the ith individpal in firm j's job
Agi are i's observable “ttributes that determine productivity
~ Ayj are i's nonobservable attributes that determine productivity
Kj,are characteristics of firm j that may affect productivity
' such as capital stock, age, firm size, and so forth

The personnel function in a firm is to observe applicants and predict

~their potential producti&ity. This is done by calculating an index which is

. \ ) _ 5
the expectation of productivity conditional on Agj, Anj, and Ky, or,

&

(2) s(1) = E(Vy3lAp1, Ky, Ani) -

(It is assumed that productivity measures can be scaled from O to 200.)
T The problem is that -signals need to be developed for the Aynj. For

example, heatness on the application form is taken to be a signal of having a

good attitude or being neat ‘and careful. Location or reputation of a school

*Spence (1481) presents a simpie, theoretical model that achieves this
combination.
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p is taken to be indicative of how well trained an individual is or how disci- -

Ve

plined the individual is, or as a proxy for location of residence, which might

'be an indicator of socioeconomic . .status.

- But firms, and more importantly, the personnel staffs within firms vary

.with respect to what they consider to be relevant proxies and the importance

or weight put on each proxy. There is a natural feedback loof operable in

N

+ firms that is exhibited in figure 2.

I » Applicanta.‘ 1
v

. Personnel Staff or

Line Supervisors <

Rate Applications
Based on S(I)

N

@

Some Individuals Personnel Staff or Line
Are Hired Supervisors Revise
v . Rating Prgtedures

Outcome Is L‘ /r
Successful or Not

< ) ¢

Figure 2. vThejpersonnel feedback loop in firms
. ‘ ‘ . *

This figure demonstrates that various candidates file applications for an
’ibpening. The personnel staff or line superyisors revieﬁ thepe applications

and on the basis of their current S(i)ufunction (emplo&ability asseasqent),

they recommend certain_applicants over others. Theaeiapplicants are hired and
" turn out to be successful or unsuccessful matches for the firm. Baéed on

these 0utcomes,.the,raters maylalter their particular screening mechaaismqf'

The upshot of this argument is that the nonobservable characteristics, are

proxied according to the following function:
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- ) Anjx = 8jk <Ci> ¥ 613k'

where gjk 1s the signaling function of the k—th rater at firm j

Ci are the proxy characteristics of the i*th applicant

éeiJk is an ~error term

Substituting (3) into (2), we find the following |

@) s = F(V13|A01, Kj, ng(Ci> + eqjK)

t i
' .
Do
i

i'.
{
|

The Api 1in equation (4) are the human capital variables, the C; are sig—

‘naling characteristics such asjapplication nea

tnesL, eligibility for TJTC,
{

race; location of high school, reason for leaving!previous employer, and'so"

forth

i
! '
\
% , \

In addition to the theoretical considerations concerning the employabil—

ity ratings, there are issues to be addressed

certain variables. For example, Bish0p (1983)

[ .
in considering the effects of

found that vocational training

\
\

improved the productivity of a worker and reduced training time only when such

. ;’

- ”
training was relevant to the job. VoCatiOnal

in fact fwas counterproduc;ive. The question

4

consider negatively high school or postsedonda

training that is not relevant,

remains of whether employers

ry programs and prior work

experience that are not direotly related to the job in their: employabi ity

- BN

'assessments. If so, by how much7

, ‘ -\wqu.».

R v

!

|
Similar types of questions include how employers react to the quality of

A

a school or its ‘reputation, and how they react to the reputation of a pre=

. ,
vious employer. In the discussion sessions during the seminars, several emr-

-ployers did note that such distinctions were made. Such comments were made '

as, "A C- from school 'x' is just a good as an A- from school 'y'.

studies have attempted to examine the relationship between quality of schoolf

. \
* Several y

B

ing and earnings or wage rates. Johnson and Stafford (1973);f6und that a .

10 percent increase in school eXpendituEEQ per ‘student increases :‘the apnual
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¥

return to schooling by close to 2 percent. Wachtel (l97&) found similarly

strong effects in data in which student test scores were available as well;

the correlation betﬁeen‘eXpenditures and test scores was also quite high.

Wise (1975) found étrong effects of school quality on earnings and even on

~

dates of advancement of workers in a large firm.
The Targeted\ﬂobs Tax Credit (TJTC) is a program designed tovsubsidize
the employment~of.disadvantaged'workers. Because it is a subsidy and becauSe
of its limited eligibillty; theotyﬁsuggests that.employers will tend to subrih
stitute eligible applicants for noneligible applicgmtsyin their hiring deci-
sions. Furthermore, theory: suggests that firms will expand - total employment

i

.at: their. establishments because of the tax credit. f Burtless an}‘Cheston

~

(1981), hoWever,*found that being eligible for TJIC stigmatiZes workers and

\
causes them to be at a disadvantage in the labor market. Furthermore, firms

tend to avoid participation because of paperwork and auditing burdens/éi/\ln

the\models reported here, we will test these competing hypotheses with the -

Columbus data.

A final question of interest is the effect of the source of referral to

an employer on the assessmeﬁ//of a job seeker s application. Bishop, Barron,

and Hollenbeck (1983) have shown a strong prociivity on the part of employers

to rely on.informal methods of referral, such as friends or»current employees
“in hiring decisions. Furthermore' that_study shows‘that workers hired through
informal channels had higher productivity and required less training time than

similar workers on the same job but” hired through formai.sources such as the
job service, schools, or -privaté employment agencies, In the Columbus data,
1 l‘ )
, o ) .

|

*The U;S TreaSUry Department, in fact, testified against a continuation of
the TJIC because its factor distortion tends to cause substitution toward less
efficient labor away from more efficient capital.

**The fast servicé *food industry is a notable exception.

L] . 42
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(5) S(I)j4k = a1 + b1Xy + ba¥jy + b3Zy + bgYyZ, + ejjk

one ef'the items that was paft of the application form was whether the

» .")

applicant had friends at the firm. We will uég this variable to test its

affect on employability ratings.

4.2 Empirical Results ) g

The models that were estimated in the first stage of the analysié come

directly from (4) and are as follows: . _ . _ B

N

.

hiring index scores for ith individual:by applicatioq_

where S(I)ij
rater k in firm j

Xy = characteristics 6f firm jJ
J gi = characteristics of ;pplicant i

2y =‘persona1 attributes oé personvk doing ratipg for firm 3
Note that the Zy variables enter the hodel directly and alsa interacting
with applicant characteristics. The interactions gesult froﬁ the process
of raters observing hiriné outcomes that reinfopce theirléhoiée of sigﬁals
or cause them to alter those proxies. The addiq;ve terms will test whéther'
ther; are independent effects of the raters' personal characteristics on the
fatings. |

As described in previous chapters, two jobldescriptions~were used for

each of three occupations, so the universé of responses could be categorized

as follows: - ‘ .
Occupations
Job Descriptions Clerical- o7 Retail Machine Trade
#1: Less responsibility | - A // 2 B C
1
#2: More responsibility D { E F




Not all applications were seen by,all employers. A total of fifty—six
employers participated and each rated about thirty-five applicants, so the
total sample size for estimating (5) was approximately 1,960 (actua1 n=1 911)

All applications were rated by more than one employer. In all, there were 156

different applications reviewed by employers, implying that each was seen an

average of twelve times. The models were run for the total sample (A + B + C
+D+E + F), for each job description (A+B+C; D+E+F), and for each

occupation (A + D; B+ E; C+ F).

2

4.2.1 Total Sample Results 1 -;-

The parameter estimates for the model estimated by using the tota1 sample

[

are presented in table 7. The table defines each variable fa the model,'and
r

provides the parameter estimates and their standard error. The modé& fit
¥
quite Well with an RZ of .3833 and F(45, 1865) of 25. 76 significant at,

better than the .01 level. Two variables were entered into the equations to

i

'control for spurious effects from. the design of the project. The seminars

were held at thefggtional Center for Research in Vocational Education and were
1ed by two different individuals. To control for differences in the ratings

that” may have resulted from different verbal instrucfions, a dummy variable

was added to the regression which was set to 1 for observations when,one indi-

v
'

vidual was the leader and 0 for the other observations. Indeed, this variable

turned out to be highly significant. Furthermore, since- each enployer-was
g )
asked to rate about thirty-five different applicants, this repetitive pro- = ¥

\

cedure“may have resulted in the respondents tiring and thus relaxing (or

tightening) their judgments. To test this hypothesis, the seqnence number :
(1-35) of the application was put in the model, but it was essentially zero.
. o,

N



T~ ‘ © TABLE 7

PARAMETER ESTIMATES FOR A MODEL OF EMPLOYER HIRING INDICES,

FULL SAMPLE
Variable . ‘ 'Eg?!mafe Standard Error
. : of Estimate
Intercept , B - 1.85 9.30
APPL ICANT CHARACTERISTICS R L
High School Exper!énce
Attended Wehrle High School! (Parochlial) 2.7 1.68
Attended Upper Arllngfon High School R 1.66
(Suburban)
Grade polint(4=A-, 3=B-, 2=C-) 5,08 .86
1 Relevant major/program 4,97** 2.05
' Cooperative education 6. 19%%*" 2.22
program participatlon .
Occupational work experlence program K ~ 2.86 3.03
High school graduate ' g5 2.64
Postsecondary Ekperlencé
Attended Columbus Business School 5455 %% 2.48
(private)
Attended a postsecondary school - Th o 3.78
Completed a postsecondary program 10.64%** . 3.23
Grade.point (4=A=, 3=B-, 2=C-)® a.aa%* 1.4
Relevant major/program C 0 9.84% <241 ,
Work Experlence . ‘ » .
Held at least one Jdb ' 12.23%%% 3.12
Number of prior jobs _ " - .30 a ‘.46
Number of months of prior work A; - .01 .06
p Held only public jobs < -~ .- . 2.78 4.46
Held a relevant job o 6.79%** 1.68
Number of quits® , _ - 2‘49***

- Gaps in employment record : - = 2435 . . lgg?’u“
Skills and Other Characteristics L e
Typing speed (words/mlnute)® 5 [ Nkl . .09
Eligible for TJTC - .25 1.57

Referred by friends at firm - .43 .36 ﬁ
Number of spelling errors on - .01 . <55
application .
‘ Application ‘filled out in 10.27*** . 1.49

sioppy handwritting o S .

F1RM/JOB CHARACTERISTICS

Firm Characteristics ’ i ’
Firm has a formal prohationary perlod - - B33 : ) 2.02
Difficulty of firingd 1.11 T 1.87
Percentage of new.hires for which - J05* 7 o, 02
reference checks are performed v .
Typical ‘number of anervPews to ’ L Rl ";.06

. f111 an’opening
Size of firm (number of fuII time .02 <45
employees o oo

eRlc - s 57

Aruitoxt provided by Eic:



TABLE 7 --Contlnued

variable Estimate Standard Error
\ of Estimate
Job Characterlistics; il
, " Hours of fralnlng)glven to typlcal 014 .008
new employee
Firm provides mostly general ~- 5.06%** 1.95
training®
Typlcal starting wage.(in dollars) - 3.3 MR .66
Cost of most expenslv? machlne which 2.33%% 1.13
new employee works on
Clerical appllicant T- 032 2.83
. Retail, applicant - 2.9 v 2.75
Higher level of responsibility - 4.57** 1.97
" in Job description
RATER CHARACTERISTICS
Male R 11.77%%% v 1.58
Black . 16.93%** 2.47
Staff member of- personnel - 6.48%* 1.98
department
Has or shares hiring authority N 3.57% , 2.07
College graduate . 67 1.51
| Age (in years) <02 . ©.09 )
* - Age greater than 45 ° 2.9 v 2075
g . OTHER
Seminar leader 11,94 %%% 2.20
Sequencé number .08 - .14
RZ 3833
n : { 1911
?' Mean of dependent variable 78.95

a8 gt to mean for nonattendees.

b possible reasons were "quit," "was lald off," "left for better
job," "was temporary job," "went back to school," or "left to look
for full-time job."

€ set to mean for machine trades applicants. \

d variable = 1 if employer reports "a great deal" or "some"
documentation or paperwork required to discharge one employee;
O-otherwise. i

€ varlable = 1 if "all--95-100%" or "most--61-94%" of skills
learned by new employees are useful outside the company; O-
otherwise. )

f Categorical variable from small to large.

: .
* Signlficant at < .10.

L ** Signiflcant at < .05.

“##% Sigmbslcant at < .01,

46- .
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4.2.1.1 Applicant characteristics. Among the facts given on the appli-

cation to describe the candidates' high school experience, the following were
statistically significant determinants of the employer hiring index:

—~—" e High school graduate (positive influence)
e Grade point average (+)
e Having a relevant major/program (+)

e Participating in a cooperative education program‘$¢)
Having a high school diploma is the single most important e#planatory variable
in the model; its importance, of éoursé, is not unexpected. Not only did ’
participation in cooperative education programs show up with a statistically
significaﬁt positive effect‘in the models, but also in the qualitative data
reported below, numerous favorable comments were made. From the estimates
reported in table 5, it can be seen that if the program was Felevant to the
job, the compined effects of having pafticipated and rele&ance of the higﬁ 4
school program are about as powerful as thg job experience variable. It is
interesting to note that eméloyers seemingly distinguished between co—op
ﬁfg;rams and occupational work experience. Having participated in the latter
was not significant in the model. ‘

The postsecondary school attendance variables are somewhat complicated
to interpret. All of the variables entered in the model were étafistically

- . =)
significant, but the negative sign on the attendance variable complicates the

'

interpretation of thg.effects. Since that variable is ‘unity yhekher the in-
. - : .

dividual completes a program or not, the total effect for an individual who

does complete is .93 (computed from 10.64 - 9.71). The following table at-

tempts to provide some interpretation for the set of postsecondary school

attendance variables:

%
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Then hg‘Total Marginal Effect

ployability Is:

-

If the Applicant:

- Completes a relevant program at . 16.32
Columbus Business School ,
“~ Completes a relevant program at . | 10.77
another postsecofidary institution _ S
-~ Completes a course of‘study'at Columbus ‘ - 6.48 ’
Business School, but looks for a job ‘
outside the major - !
- Completes a course of study elsewhere .93
and looks‘for a job outside the major
. - Takes a relevant progtam at Columbus .9 .68 .
Business School, but does not completiéiﬁf ’ . o ’
- Takes a- relevant program elsewhere, ‘ .13 | !
but does not complete it
- Attends Columbué Business' School, but - 4.16
does not complete a program, and looks <
for a job outside the ma jor f
v ) - Attends another postsecondary institutionm, - 9.7Y

doeé‘not~complete a course of study, and
looks for a job outside the major

i

Together with Ehe‘farge and signifiéanfbvariable of having'some job ex—
perience, tﬁe number of jobs held, gaps in employment record, and number of
quits are significant covariatés of the hiring index variable and confifm

) expected péttegns. Having any job experience is highly valued, buy® thé number
of j;bs has a negative effect on the hiring index, as does the existencs of a
gap (defined here to mean ét least one month without any part— or full-time

o - ‘ _ ~g§% -
emplpyment) and the number of quits. As shown in table 2 of chapter 2, the
applicants for_jéﬁ description #1 sometimes had "up to ten.prior jpbs; so

thereforé, ;he number of jobs variable may be skewed by a few observatidns

S ——

with a very large .number of prior jobs. To test this hypothesis, we added a
v 7/ ) :

spline variable to. the modg& that was the maximum bf,O and the number of jobs
minus 3. This variable added slightly to the RZ and had a negative (but not

'-significant) sign. The fadt that the knot at 3 was chosen arbitrarily and
"v N A . v‘ ) ' )
that the variable was insignificant caused it to be omitted'from the preferred

| l‘m'dde#; o
Q ' . € ‘ S 48 L ot
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Typing speed is a highiy'significént dete?minant of gmgloyability. No t-
ing that this variable was defined as wofds per minute, it“can be seen from
table 7 that an increased typiné speed Qf seven words per minute can offset a
full grade point in high schoo}l (a C—'sfudent will be rated equglly to a B~
student). , < ‘ ‘.'4, |

In the preparation of the handwritten job applications, épélling errors
and* variability in neatness were introduced systematically. At random, zero
to seyen spellihg errors were introduced and half of the handwritten applica-

tions were written sloppily.* As seen in the table, the spelling variéblé ,

is not a significant factor in the ratings, but the neatness variable is hiéh—
i . : ot A\l ‘ ’

ly sign}ficant. R e . _ . /,

Aﬁplicént characteristics that had essentiéll& no effect on the hiring

,indekéwere having friends at theAfirm, being eligible for TJTC, and having all

prior job experience at public institutions.

<

4.2.1.2 Firm/job characteristics. Several variables perté&ning to the . : éfi
firm or job were entered into the model.. Most significant ambng these vari- .

ables were the firms' personnel policies, the amount of ‘training, Jhether -

’

training for the entry—level worker at the firm was mostly general in nature,

¢

aﬁd,the starting wage. The sign of the coefficient on the general training
variable was anticipated since employers will want to be céreful about hiring“
individuals who will have a'propeﬁgity to stay with the firm if most of the
training is general, that is, portablé.

The personnel policy variables that turned out- to be significant were
B ~

' whether the firm had a formal probationary perioJ, percentage of ‘new hires for

4 - .

-

*The variables were set to sample mean values for the printed épplicatiops.
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4t . ) ; )
which reference checks are. made and the typical.numberﬁof interviews-made to,

.
fill an. Opening. The a priori expectations about the qign of the probationary

’period were ambiguous. One theory suggests that if firms have a grobationary o

u

period, they can afford to be: less careful in their scrutiny, since they would
be backed up by,evaluations during the probationary period. The negative sign
implies that this theory is dominated by an alternative explanation. The fact
that the firm has a probationary period at all indicates bhat ‘it tends to be

careful, and thus care is.exercisedvalong two dimensions—-in its hiring stan—
\:

) . »,' - i il

dards and with probabionaty periods fot new employees. Thesinterpretation on
! i 2

the reference check variable is identical. .Reference checks are not used to

,substitute for careful scrutiny of an application, but rather indicate that a
firm has a overall cautious attitude in itﬂ hiring - practices. ln'the positivef-

‘ . - ‘
and significant sign of the number of interviews per opening variable, there

is an indicatiOn that firms use the number of interviews (i.e., the amount
J

.

- of extensive search at the interview stage, see Bishop, Barrong and Hollenbeck

4, ‘e

1983) to substitute for careful scrutiny (intensive search) at the application

o

a

stage.

The highly significant negative sign on the starting wage variable is ;}
. v A

expected since it indicates that the higher the,starting wage, the more carewy '

ful is the,fmployer in hiring.

4

RS h N .
Other firm or job chagacteristics,reported in the table include whether a

U

/> lot of paperwork is involved in dismissing an employee, whether the position
L }
" is in‘aﬁhlerical occupation or in a retail occupadlon, the amount of responsi- ;

.bility in the job description, the number of hours of training received by the
typical entry—l:vel employee, the size of the firm, and the cost of the most‘/
expensive equipment used by the typical.new empldyee._'The theory behind the

paperwork variabie is that the more difficult it is to discharge a'worket, thelv

3
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more careful the employer Will be in screening applicants; however,,the&para?
. . . . . ) . :
meter estimate is insignificant. N

The level of responsibility inherent inf the. job description “had a signi—_

)

ficant ;at the LO percent level) impact on ratings. The applications for the
;9

ob descr ptions hat had more responsibility were rated lower indicatin
h| R s g

'that employers set higher standards fo. filling these JObS.

Finally, the coefficients on the employment ‘size of the firm aﬁg occupa~

tion variables were not significant. | fﬂ

4.2.,1.3 Personal characteristics of the respondent. Four of the'seven :

variables -in the model describing personal chagacteristics of the employer

»

attending the geminar were highly signficant. "Males and YWlacks rated the

[

applicants higher than their female and nonblack counterpatts. (Recall that

the applicants were agsumed to be black. ) /
{ As might be expected, if the respondent had full or shared authority
L g
P"Iv. . .
for hiring, the ratings: gere lower, indicating higher 'standards. Finally, if

e R

the respondent was . in a personnel department the ratings were higher.' This

-

/
suggests that personnel staff may view their role as bringing in a nqmber of
L3 -~ ’ \l .
applicants to the firm in order to present line ‘supervisors a broadeg\choice,a
: L . N ' ) :
whereas line supervisors are more careful’énd have higher standards. e

The educational attainment and age of the rater were statistically‘in—
, 2 LT

i

significanny

) The size and significance of the race, sex, position and hiring author—
ity variables indicate that there were scaling effects apparent in the ARata
despite our attempts to standardize the scale to the firm's previous h?ring

< -

standatd. The results of statistical methods to purge these scaling s effects
w;aa

are reported in a later section; Next we consider whether there were- statis-

)
T iy !

“tical interactions between applicant~and rater characteristics.

s .
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4// ' 4, 2 1.4 Interaction effects between rater and apgficaqt, As presented
N . - —

above, there 1s avtheoretical basis for expecting intera?tion effects in the

model. Several alternative® specifications of the model presented in. tabie 7
t " .

were estimated to test _ ‘some of those interactions. In‘particular, the
Ty
. potential signaling variables were thought to be the specific high ‘school,

varticipation in a coOperative education program, spelling errors on the

application form, 4nd 310ppiness of .the application form.

-

In the first specification, the specific high schools were interacted

_.with the race, position,;and hiring authority of the rater.. fEhe pgrameter

»

ot /" v
estimates of these interactions were as follows:

At

o C 'ﬁespondent S ;~ " Wehrle . Upper Arlington Y Main -
".’- Characteristic . : (parochial) - (suburban) o - Effect
/% Black : _ - 7.62 :, .50 ‘ " 18.50%*%
“ personnel staff ‘ - 3.13 e = W95 T TG 34k
% Has_hiring authority - 2.65 - 7.12% - 5.76%*
& Main effect . 2.58 i - 3.26 ot ’
R Note: *, *x  kik Significant at the < .10, < .05, < .01 level} i
~The-most: noteworthy result to emerge 1is the interaction between having hiring
A : N ' .
authority and attendance at the (well—reputed)’suburban school. Other things
being equal, the main effect of attending that(high school is negative, but if
, 4m_%°,vthe rater has hiring authority, here isasa strong positive signal. -
(LR AL & A .
a. S .“' \' ) . 1
- ) Next interactions between the- cooperative education program and position

» ’ - '. -‘

and hiring authority were tested. Interestingly both interactions were signi--y

ficant and ' drove the main effect .of being a cooperative program participant
. . . . @

o

to insignificance. The results of these estimates were as follows: : aE
[ L
Respondent L ) . N
Characteristic-~ - Co-op Program - ‘Main Effect
Personnel staff 5.62%% ‘ 5.02%*
Hiring authority ) 5.98%* T = 5.,00%%%
Main effect - .50 ' ’

Note: *, ** k% gignificant at the < .1Q,'< .05, < .01 level.

. . H
- - ‘ ’.

Sy

5 2 | ":v ) "'1.:
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This is a positive result for cooperati&e program advocates because it indi-
. , : ‘ - S
cates that the cooperative education,proérams are well known and well thought

of by individuals in key hiring positions.
. 3
. Y ‘
The final interactions testedijwere between rater characeristics and num-

ER T ?*] .

[ K .
ber of spelling errors and applicatlqn sloppiness. The estimates for these

models are as follows: * '3§&~ N\

Respondent Number oﬁ{ " Sloppy Main

Characteristic - Spelling Er;ors Application ~ Effect

Male : 2.48%% " © 5.63 © o 9,18%%*%

Black : - 5L h ot =T6.77 } 18,51 k%%

Personnel staff : G120 e = BLh4Rx ¢ 8.01%*

Hiring authority. - 2.98%kx S - 3,97 - 1.07%*

Age > 45 - .21 B, - 490 .. 3.8

College graduate ' .59 P 1.13 . ;ﬁ,.OL

Main effect P . 1 07 .~ 4,57 L e o -

Note: *,-* R **k/sigpificant at - the < .10, X .05, < 01 level ' °

N SR ‘/'.

The sloppy a p}{cat;;n variable mostly: affects the personnel staff which -

K

might be expected since these indiviq\als revlew numerous applications and

need signals in order to screen them quickly. It is interesting that the 'f

"

fuumber of spelling errors variable has a ‘rather g@ak main effect bpt in-

-

dividuals;with hiring authority tend to rely on i%dasia signal. This may
. : . . A .

4

" occur because the majority of respondents were individuals‘hirihg clerical

. S

\

"employees, where spelling is an important skill to have.

;o
{

4.2.2 Alternative Job Descriptions X \

As described previOusly, two different job descriptions/uére used in the“

applicant rating exercise and, correspondingly, the applicaﬁt pools differed.

4

,

Taking the clerical jobs as an example, the job descriptiond@ith'less respon—

A
@

sibility,is as follows: 25 percent, delivers mail and'messahes; 25 percent,
KA '

types invoices and letters, 25 percent, answers - phones; and 25 percent,. copies

I
g

2 . ,
~ § e v
LT

. : g
¥ y e
’ :
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materials. The alternative reads as follows: 75 percent, types letters; re-
ports, charts; 25 percent, maintains files for records, invoices, correspon-—

L

dence. Applications for the first job description were all handwritten and

came from 18-year-old high school graduates or dropouts. Twenty-year-old

— b4

individuals with one or two years of postsecondary s&&ooling and lS{jear—old

. . & -
high school graduates comprised the applicants for the second group. These

' N
application forms were machine printed.

»

A model very similar to the one presented in the previous section was es—

timafed for these two groups. The parameter estimates are given in table 8,
. L
with differences in the results from table 7 discussed below.
}

. 7 4,2, 2.1 &blicant characteristics. " Several characteristics concerning

N

au'

* . the applic; t s high school experience are in the qodbl For both job de—

o scriptions, the effect of the SpeCific high school on - the "hiring index was not
o P L J (IO @
statisticallyxdifferent from zZéro. However, high,school grade point and the

.'c,

relevance of the high school'major/program to_the job\bere still statistically
1

.<\' "'_.i a l
significant as they were in the full sample. For the job with less reSponsi-

T -

L ERA

2

e
o 1ty ployability, as would be eXpected- (All applicants for job descriptiOn #2

- ’ bility, a high school diploma was a very. important determinant of employabil- ’

'

had at least a high school diploma). Participation during high school in,a

e Belec—

co-op program had a large and statistically significant effect on)}

tion of which 18—year—old to hire for an entry-level job.. Interest ngly,

N » . = £
participation in an otcupational work experience program alsojhad a largevand
- k‘ B .. b _ . .

significant effect (unl!ke the full sadble results). *Thesgfcharact ristics of
one's high school career continued to have a positive effect onfrat d employ-

-y B —

wr b HoweVer, the size of the effects were smaller and they were not s atistically

’ % 7{ 4

significant. / S L
- 554 oo/
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v TABLE 8

[
)

PARAMETER ESTIMATES FOR A MODEL OF EMPLOYER, HIRING INDICES

~ BY JoB DESCRIPTION TYPE

'
7

/

/

/

I

Job Descr iption #1/
(Less Responslblllfy)

Job Description #2
(More Responsibllity)

Variale o Standard AJ standard
> : S Esflmafe Error Estimate Error
~.Infercept ‘ 14.01 15.30 16.63 12.78

APPL ICANT CHARACTERISTICS h

" High School Experlence .
Attended Wehrle High School (Parochlal)  2.70 2.41° - 1.16 2.91
. ° Attended Upper Ariington High School 1.63 2.34 . = .00 2.60
."-‘»(Suburban) . A .
"« Grade polnt 4.37%% 1.15 6,84 ** 1.55
" . Relevant major/program iJ3.41**3 4.75 v ' f 15k 2.88
‘Coopérat Ive educatlon ’ 8.90* 4.93 3.71 3.33
program participation
Occupatlonal work experlence program 14.21%% 6.24 2.77 4.25
High schoo! graduate 11.46%%* 3.32 - -
v Postsecondary Experlenée ,
Attended Colymbus’ Buslness School - -- T.44%* 3.05
(private) N
Attended a posfsecondary school -- - ~15.79%%% 4,47
Completed a posfsecondary program - ) -- 14, 17%%%. C 377
Grade polntd - -- _ ; CRPLLLE 1.68
Relevant major/program - - 14,89%%# 2.81
Work Exper lence ] ,
Held at least one Job. . 3.60 6.90 -~ 4.57 7.00
Number of prior jobs™ T .46 2.60 1.81
Months of prilor work T - .13 .22' - . +05 .08
Held only public jobs.» . R 2y el .4
Held a relevant job L 6. 46*** '
Number of qultsP v he L2 74:'* "f' ’
Gaps In employment record - 4.78 ru%.zs
: v R
Skifls and Other Characteristics, \ Wl y
' Typing spaed (words/minute)C o .55**f " .14
Ellglble for TJTC y 1.23 © 2435
Referred by friends : - .67 2.29
Number of spelllng errors .09 --
_Stoppy .app!lcation ~10.60%** -

FIRM/JOB CHARACTERISTICS . _ e

Flrm Characteristics v 7 )

—FTrm Fas formal probationary per lod S 3P0 2.80 - 6.93%* 2.99

Difficulty of firingd , o 1.26 2.63 1.8 1 2.75
_ Percentage of new hlres for which .00 .03 S [ kil .03
" reference checks are made e Yo
Typlcal number of Interview/ = 01 .08 ™ SA40*** .08
" openlngs ‘ v
Slze of firm "2.85%%* 62 - 2.60%** .68
' ‘I
55 7 Py :
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Aruitoxt provided by Eic:

TABLE 8--Continued
e .

Job Description A

Job Description #2

-..-MLess Responsibltity)

_ (More Responsibility)

varlable e Standard Standard
.. . s [Estimate Error Estimate Error
Job Character(stics . , ‘ .
Hours of training’ \ SN0S el 1 .01 - .01 .01
Flrm provided mostly ' 4.37% . 2.65 —15. 2% 2.96
general tralning® . ' ; o
Typlcal starting wage ' - .2 -89 S- 552 .99
Cost of most expensive machinef - T.37 . 1.89 - 2,93 1.67.
Clerlcal applicant S - 4.03 4.30 4.6
Retail applicant _ - 4.7 4.10 2.51 4.10
RATER CHARACTERISTICS S, .
yale - 15.85%** 2,15 B.T9*** 2.37
8lack ST 3 ot 3.41 22,31 %% 3.68
Staft member» of personnel ) - B.16*** 2.71 22411 %%% 2.99
Has/shares hiring authority . - 5.42% .~ 2.80 - 2.62 ‘ 3.14
College graduate R C3.97* 2,05 - 2.26 2.27
Age (im years) ! e .05 .12 - .07 .13
Age 45 or- older - 6.93% 3.83 13.25%%# 13,09
OTHER
Seminar leader : ' S.11% - 3.00 18, 59%** 3.32
Sequence number ' ’ - .08 .20 23 «21
R2 .4151 .3546
noo. 867 878
Mean of dependent variable 67 .09 87.50
a ‘

oof
L

Set to mean for nonattendees.

Possible reasons were "quit," "was laid off," "left for better
job," "was temporary Job," "went back to school," or "left to look
for full-time Job." ' : %ﬁ

set to mean for machine trades applican®s.

Varlable = 1 If employer reports "a great deal" or " some"
documentation or paperwork required to discharge on employee;
O-otherwise. . . : .

Varlable = 1.Jf "all--95-100%" or "most--61-94%" of skills
learned by new employees .dre useful outside the company; O-
otnerwise . Ve

Categor Ical varlable fram small to large.

jﬁ*slgnlf?canf*a* <-.10

o

*cignificant at < .05

¥**signiflcant at < .01 - ' i

®
~
'
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5: Prior job experience variables have different effects on employability

atings whcn disdggrcgating ‘by Job types from thelr etfects in the full sam-
» " 1
ple'. Having any job experience is not significant for either job descrip—

tion. Neither the nutber of ﬁobs (nor the’ spline on’ nﬁmber of Jobs) is signi—z

ficant, although they do haVe the‘expected negative sign- for_the lower "level

ﬁob which allowed up to ten prior jobs. Total months of work experience is
¥

also not significant. The number oquuits is. negative and sigd@ficant for job

!

description #1; but was not. in ‘the model for job description #2, since that

¢ »

j»reason for leaving was not used ort the application. The relevance'of the

prior JOb experience had a positive infiuence which was extremely important

. v
»

for the 1ower-level job,;but while positive, ‘'was not statistically signifi—
el

. cant Ior the higher—level. Gaps in the employment history had a- negative
effect for the lower—leVel jobf but, essentially no effect: on the job with
. -

"more responsibility. It iéniﬁteresting to-hote ‘that sloppiness of the job

application was highly signi‘fic%t wand virtually offset having a high school -

N i -
&y k
Ve . v,

diploma for job descriptioh #l gg}_,;’ﬂ

B
Y

hligibility for TJT( and hawingffriends at the firm were. not statistical—.

,# * ly“significant in either’ sample{””b'“

e

.ugwxp‘ ;f7The.49b descriptiogﬁﬁek gbe higher level clerical position required more

0

';ty;}ﬁg‘than t he' TR Edit tioh for the loweralevei so‘it is as e Epcted/that the '’
. "“j.’gy : R v%i’..'s]',' n T » o S ;";,
R ¥ e e B e

b & icicnq on ty%}ng&speed is greater iu FHes. ot ST thae, dbn. But

f’dienc‘,ﬂsvstnl highly signif "_3ﬁt f?r-.

e ou>types-
:a),j?- " .vc_h % -
i&és v . Firm/job characteristi . £¢Variables are
Fagee “ ’ - . B ar " "}I ),'- .
‘f'_ both positiveiy related to emp qgability ratings’fojb& a
,»¢53?,” , 'fﬁ@?ﬁt . gw.}_;gga
S . - "‘: ... . . M i.'.
%Y, Q PR
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used for the higher-level jobs was more suited to the job desg%iptions for -
) ] ° ! |

clerical and retail jobs than for machine trades. Or conversely, the higher
. ) . (i' e @
level job desbriptiomfior machine trades irnvolved a bigger differential 1in:

4

skills from the lower*level one than did the’ other occupations.

¢

The probationary period variable was highly significant and negative for

¢

both job descrigtions, although its marginal effect on the ratings was much
greater for joh description #1.- This implies that firms that are more careful
(nr have higher standards) exercise particular care in hiring l8—year—old
.drop0uts/high school graduates.' The other two variables which were indicative

‘of ‘the firm's personnel policies——percentage of new hires that are reference
R Vi\

checked and typical number of interviews per opening--are significant only
f&i the higher level JOb. Furthermore, the negative correlation between ;.‘

starting wage and employability rating occurs only for the high level job‘

[

description. :
. o ’

In the discussion of the model estimated over the full sample, a signi—

ficantly negative ‘efféct on the hiring priority\index when the job provided
general rather than specific training was observed. Table 8 demonstrates‘ﬁhat

.this effect emanates exclusively from thefhigher—levefzjob descripton ratings.
On the ocherlhand, the total hour’s of training variable in the full model was .
positive but not signpficant, whereas in the disaggregated model it can be

seen that this results from a strong, positive relationship.for lower—level

jobs,.and a weak (insignificantly different from zero) negative effect for job '
» 4

description #2. -The direction of this relationghip was unexpected, as it was

anticfpated that more training representedﬂﬁfhigher level ofqinvestment and

thus an expected higher qtandard for hiriog \ ut apparently, this sample of
AL ~
employers felt that, at the margin, thef% tralning c0uld make up for other

agh, A ~

deficiencies in the applicants. ’ L,v'f
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. ‘ 7 . ' '
The firm size effects are also quite different between the two job de-

scriptions. For job description #2 (more responsibility), the larger the

<

[

firm, the higher (tougher) the standards and so the parameter estimate is:

3

' negative. It is vice;versa for job description #1, . where size‘has a signifi-

cant positive influence on- empioyability. o , -

- The c05t of the most expensive machine which the typical new employee ”

“uses (inexplicably) has a positive influence on employability for job de— o

s
oo :
w MK :

scription #2, but is insignificant for job descr'

'eion #t//as is difficulty

,Jl
‘* -

/
gt
. ﬁ-' - .,:‘n

of firing in both job descriptiOns.;

4.2.2.3 Personal characteristicswqgithe respondent.- The sex and race bf

ﬁ/ . 4. Yv’/ %
the respondent\were significant and exhibitedfsimilar effects ‘on. thg hiring

[T vLJ. ce A
- o \v(., 4

scores .for both Job types. More interesting are the facts that being a staff
member in & per: onnel department had opposite and significant effgots on the

K

ratings for the two job types. Age and education also had opposite effects

|
. .
» B 4 ”

‘although not'significant:_ Anfexplanation:for*the former is that personnel
staff’makefless distincéion between job descriptions than line supervisors
or nanagement, but ‘are more careful in examining individual‘characteristics.
Since the genéralc"duality" of the applicant pool was much higher for the
second joh—description, the personnelistaff members rated them mpéhlhigher
than the:applicants for the first:job deScription;

1

Having hiring authoritycimplied a more negative rating for both job de-

criptions, but the effect was larger and had a higher level of significance

,for the job with less responsibility. Next we turn our attention to differ—‘

R ,

N y .l’l

ences in the rating behavior across occupations. .
e

- s
a . o
. ki 9?7'
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- A,% Occupational Differences

The seminars were separated into three different occupational categories:

, .
- < . . ’

: 4
2 ' clerical, retail, and machine trades. " In table 9, the parameter estimates for

‘the basic model;foenployability ratings estimated 'individually by occupation

/7

are presented. Emplpyers of clerical occupations comprise the left-most set

of estimates‘ retail occupations are in the center, and machine trades are on

.o

-~ . the right—hand side.of ‘the table.

There was insufficient variation across the respondents in the retdil or
~ - » L = : -. , 4;
machine trade seminars to allow estimates of the firm/ job charac€Er}stics or

personal characteristics of the rater, so these variables are omitted frofm

table ?/for those oﬁngpations.

‘ "4.2.3.1 Applicant characteristics. All of the occupations differed

’

slight1y from each other in terms of which characteristic of the applicant s
. A3

high school experience was important in explaining employability. Alk{three

had large positive ‘coefficients on completion of high dchool, but thﬁ?pffect ’

was not significant for retail applicants. Similarly, ‘grade point average was-.
N a posfgiye neterminant‘of empl%yability, but again'noE(significant for retail
A ’ trades. Having participated in a cooperative education program improved the
N employability rating for the clerical and® retail jobs but\haé no effe;t for
the machine trades JOb.’ Attending  either Wehrle or Upper Arlington High '
Schoolsv increased significantly the employability-rating of an applicant for

/

v .a retail job, but essentially did not affect either of the other two occupa—*
T ’ 8 -

tions. This finding supports the hypothesis that attendance at these schools:

is viewed by retail employers as a signal for appearance grammar , and:traits

that_gre tmportant in dealing with the public. These attributes are more

L ' important in reétail jobs-than in slerical;or maphine trades jobs.

»

K ) *(Columbus has a reputation for having a parti rularly strong distributive
education program.

’ \ .
. . e . - )

) . '
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TABLE 9

Tooad

PARAMETER ESTIMATES FOR A MODEL OF EMPLOYER HIRING INDICES,A
BY OCCUPATION :

Occupatlén ©

. l

l Clerical " Retall I Machine Trades
' \ Standard standard Standard
varlable , Estimatd Error Estimate Error Estimaté Error
I'ntercept ; 22.43* 12.25 25.29 15.56 25.05* 1297
APPL ICANT- CHARRQIER chs
‘\w s
1.01 2.06 ,5é<2.4o*** 3.67 = 379 6.85
Attended Upper Arllaé{gfy. -.1.31 2.08 7.82* 4.19 - 1.7 5.83
High School (Suburban . , : . E
Grade point 5.70%**  1.08  2.28 To2a2 o 7ue¥r 312
Relevant major/program 3482 3.02 ¢ . 1410 6.04 ¢ 9.01* 5.34
Cooperative educatlon "‘ggk L 299 11.30%* 5.16 - 1.06 7786
fp ) program parflclpaflon TSR, L 4 ; . =
- yOcchatJonal work exper-hziryﬂbfoﬁ' - 81 87'; 27T 6.51 , = 423 10.10 -
fence program : ) . P r  o : - .
High school graduate 18.90"** . 3.39 10.17 6436 . 14.64* 8.67
- postsecondary Ekpef!ence . '
. T Aftended Columbus Busi-  3.§9 . 310 13.49%  6.61 & - --
’D;ness.Schookiugglvafe) . : ‘ :
- Attended a posfsecohdéry - 7.88 537 ~27.18%%* 8.71 236 Be.65
“ school A _
Completed program, . 940% 4.92 17:52 6.86 12.80 8.74
_Grade point? T 3.99%* 1483 .87 3,53 8.85**  3.88
’ Relevanf maJor/program. 11.8 *** 23,16 14.43%*% 5,55 -- -
Work Exper lence .
. Held at least one job 12.17%%%  3.94 18.91%%% 7,17 2,58 15.09
Number of prior jobs - .96} 58 - .80 1.15 - 125 1.43
Months of orlor work .03 .07 - .06 \12 .52 Z.79
 Held on'y public jobs 4433 5466 W 9482 10.34 - 1.06 11.90
) =Wx“>ﬁaHeLd a relevant job 6,45%**  2.36 . 5496 4.24 ° 14.48%%*  5.50
" Number of quitsP - 2.4B%* .64 e 2.13%* 1.01 = 2.36% 1.37
e TR Gaps In employment - 1.66 2.21 - 6.92 4.30 4.21 10.56
, record : ‘
Skills and Other Characteristics - ;
Typing Speed , 1.12%** .10 31 22 - -
Number of Mach Ines -- . == - -- .01 .06
‘Ellgible for TJTC .55 1.99 - 2.89 3.75 3.03 4.61
Referred by frlends = a21 1.67 ) ~ 4.04 3.14 1e26 5.93
Number of spelllng errors = <07 .7 - 1.51 1426 © .30, 1.67
Sioppy apprlcéflon' -12.99%**  2.41 = 6.12 4.92 - 4.61 7.33
N u
[: Q 61 7’~
RIC 3 /

Aruitoxt provided by Eic:



s TABLE 9-~Contlnued : _ “\

r

. ' | . Occupation ° |
N .Clerical Retall | Machine Trades
- . Standard .| Standard ] Standard ]
Varlable o Estimate Error Estimate. | . Error | Estimate Error -
FIRM/JOB CHARACTERISTICS | _ e '
Firm Character Isfics i T :
" Formal probatlonary 15.14%%% 3,65 - -- -- - -

. perlod o ) B :
Difficulty of firlngs -~ -12.65%**  2.74 .- s - S - -
Percentage reference ~ 0, [gRER 703 S .- -- - —:’l-
checks ' ’

“Typical number of, T Sl .18 - - -5 --

o . .. Interviéws/opening ‘
size of firm ' - 2.65%** .66 - -- -- --
Job Characterlstics ‘ : : A e . r
Hours of tralning ~' .00 014 I - = ©am
Flrms proyiding, general -23.79%%*  3.46 -— ¢ - - ' -
h ’ fralnlng. - o

_Typlcal starting wage o= 3.69%*% 1413 - -- - -
Higher leval of = © .« 2 6.65%%%  2.53 4.56 4.67 - 5.03 6.27,
responslblllfy . i A N

R PR N .
RATER CUARACTERISTICS , o » :
’ Je50 0 - 2.2 - R - R
22.57%%% © 2.73 - - -- -
Yoo . 5.98%%  2.45 v .
o Has/shares hlrlng - “"64\ 2459 ) - - -- ~--

< authority - ) ' o
College graduate 1te51%%% 2,27 - - e ' -
Age (In years) » * .01 012 ﬂ\__ - - Cam

. Age over 45 -20.87***%  3.75 _— . xem T -
W“' OTHER : o C 3 '
Semlnar loader O 10,50%% 434 - == -- - --
Sequence number <09 ,+18 - -o-- v =" --
o o ,,
- . !
‘ . , . X
Rr2 - 4701 e2637 o <3617

. . . ’ .

n ’ 1122 . 487 N 302 -

v . Yogt. 122 8133

v v Vi . . _Y
3 Set to mean for nonattendees. . AN . 'i
b possible reasons were "quit, "was lald of f," "lgft for better . : . /
ob," "was temporary Job," f back fo svhool 0 or. Meft fo look
for fuli-time job." ' h ‘,;5~ e
€ gsat to mean for machling trades appllcanfs. RPN . ’
4 variable = 1 If employer reports "a great deal" cr "sJMe" O o s
documentat lon or paperwork required to discharge one employee; L ot .
! C-otherwlise. AP t . -y*
* Significant at the .1C level.: , et o
** signlflcant at the .05 leval. ' < }J ﬁiﬁ“~ Q . -

*** signlflicant at the .0l levol. T,
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Two characteristics of the applicant's postsecondary school experience

s . *‘q N
affected his/her employability rating. Except far machine trades, having a
. ¢ .
relevant major in postsecondary school had a positive influence on employ-

abrility. The applicant's grade point average in postsecondary schools had a
significant influence in the clerical and machine trades occupations, but’ no

influence in the retail trade job. Again, retail. employers examined the rep~

. - ¥ i
'utation of the school as indicated _by“the significant coefficient for ColumbuSV"

! Y , . e

Business School. Whether the applicant attended Columbus Busines; College,

C——i

' ‘hogever, was o\t significant for the clerical job.

Certain aspects of prior jobfexperiencegwere important determinants.
of employability ratings.: Having had a job had a positive inflnence on the <
“hiring priority index for all occupations, butrthe effect‘was gignificant for
only the clerical and machine trade positions. -Ithhe job was related the

effect was statistically significant for the clerical and machine trades jobs. <

. . <
Employers do pay attention to the "reasons ,for leaving" {nformation on ap~
plications .as witnessed by the significance 6f the variable, "number of duits"

"{n all three occupationi. +The amount of\previous experience is a diréct cor- -
) P h é

\ relate with employabflity in the clerical and machine trades models, although

neither coe@ficient on number of months .of work experience wére significant.
. A
The dttlibutes of having held jobs only in the public sector and having

gaps Ln the employment records were not important. for any occupatiqn. \\ b
\ Kad v,

As might be‘expected typing speed wd#s a highly significant var}able for"

clerical johs. For two otherwise identical individuals, |being able to type

S j oo

.@jifteen Qordé*per minute faster gives an applicant an adyantage of over 17

points, which {s approximately 20 pqrcent of the mean rating for that occupa-=
tion. Typing speed was almost significant for the retatil employers; but the -

v

. . .
S~ (S . ° ’

f

i )
v N : P




N pen
[

~

,

tics of the rater on employability.

n N

.
size of the effect was only about one-quarter of what it was for clerical
Typing speed was‘not provided. on the application for a machine trades'

s .
job, but rather a list of machines with which the applicant c0uld operate was

Jobs.

given. The list of machines was as follow3'
Lathe

Grinder

Drill press °* -
Milling pachine -
Boring pill
S;aWc,— \\
Shaper\% o

&,

' » . | ‘ N . | <{

“The variable

"number of machines”-is.used in machine trades analysis, and
turned out. to he.positive) but not significant.

Being eligible for a targeted jobs tax credit was not significant in any

_of the models, nor was having friends at the firm.

4.2.3.2 Firm/job characteristics; As noted abovegs the group of clerical

occupation seminars was' the only one with enough respondents to estimate reli-

ably the influence of either firm/job characteristics or personal characteris-

‘With respect to the firm, perhaps the

’most striking redult is the size’ and strength of the general training vari—

able.- It ls clear from this estimate that employers are very C&féful(ﬂl their
r P . , .
hiring geci sions when most or all of" the skills that are taught on the Job are

As in the models previOusly discussed the difficulty of fir-

tranpferable.

ing, percentage -of time reference checks are made, number of interviews/

openings, the starting wage, and the probationary/period variables are all

statistically significant but the sign on the probationa;y period variable

!

v oJ boLog

has bec0mé positiv%gf More resp nsibilities in the job descriptibn causes a
ﬁl V‘.

qignificant reduction in the ratings. . o s



3

‘

4.2.3.3 Personal characteristics, of the respondent. As with the pre-
». B 1 ' 3

.7 vious models diSCUssed race, 'being a staff member of a personnel department,

and age were significant eXplanatory variables in the clerical equation. The
/ . i

educational attainment of the rater was also a positive and significant fac-

tor, which the models previously discussed. Finalli; hiring authority was

megative and‘sek was positive, but they were not significant factors.
o~

4.2.4 Transformation of the.dependent variable to remove soaling effects

- The dependent variable for‘thejanalyses reported in the pg%vious sections.
: - ' BN

-

S

is an index number from a sca1e of 0 to 200. The ﬁnstructions'noted that
. : . S :
scores of 50 and 150 represented the scores : that the reSpondent would have

assigned to the worst and best individual hired by the firm into that job at
> v \/\

the ‘time of hire, Furthermore, 100 reprqgented the. score for the average

.\“ H

hire. ﬂevertheless; this Thiring priority index 1s a variable metric that
o .

¥

depends on the partfcular standards of the firmsmand\\is1shown'in the apaly- v, ~

aw

sis, on the characteristics ;% the\respondent.

To address this scaling effect, the models were reestimated using as the

v .o ' : e N . .

degendent variable, a Z—transformation of the hiringfpriority index. In gen—

eral, R2's rose slightly and ‘the signs and significance of thé parameter es- i

-

timates on the applicant characteristiCs remained approxima ely the same. The
o -

' stability of the results tends to’ confirm the analysis, the|significance and

/

signs of. the applizant characteristic ef fects do not result spuriously from
o oo . - . \ v
alternative scaling by the respondent. - The precise estimates from these

models. are available from the author. . . R
- - TN

ﬂ *

_ N ': £ .
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T . © Figure 3: Different means but similar variances
e Lo in ratings distributions.

°
e

o

Transforming thgydependent'variable‘results in model estimates that un-

derscore the 3mportance of certain'school experience and work experience vari-.

¢

‘ables in explaining the hiring priority index, s uch\as having a high school

diploma /secondary and postsecondary grade point averages participation in
g o,
cooperative education%programs work experience relevant work experience

number of quits, sloppiness of application,.and so forth.
5 bE ‘ ) .
of course the Z-transformation does not capture ‘systematic différences

in ratings caused by certain characteristlcs "of the job or the firm. As noted

in the previous analyses, firms,wffﬁ”probationary\periods and firms where the
-ul !
~typica1 new employee receives mostly general training tend to have stiffer

ﬁTring standards._q In such cases, the distriBﬁtion of ratings may have similar
S
variance, but a, 10wer mean. However this is not captured in the transformed

r .

dependent Variable models. Figure §‘f;?§ct§’this situation showing “that em-
ployer 1's ratings are systematically higher ‘than employer 2, but the variance

.
in their ratings distribution’is similar.

N - e
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,able effects pertinent to the employer that are not captured “in the Xj pr

v 1

- Il
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4,205 Estimates Using a Fixed Effects Model ,

The results in the previ0us sections of thi§’chapter were estimated from

4 : o

the following model:

(6) SiJk = a + bIXg + bZYi + b3Zk + b4Y12k + éijk _—
The variables dn (Q} were defined'in\the beginning of section 4.2 above. ButA

the important’ thing for this discyséion is that}the subscripts index applicant
T ‘ .

Y,

i employer j, and rater k. \One 6f' *the assumptions used in the estimates is

"

that the covariance matrix of the error term is-diagonal, or inwpther words,

[

« B .

the errors are uncorrelated across employers and applicants. But in fact,

. e

each application was reviewed by approximately'a dozen emplgyers and each

ly - . - .
LR . "

employer reviewed approximately thirty—five application% Thus, a better

model might be as follows o »mﬂgii, ;" - ,
'(7)‘ sljk = a + blxj + szl + b3Zk + bpYiZg + uy + Vj + le’ \f” )
ko where uy, vj are error terms agsociated witR application i and

. employer j (or rater k)

Wy j is an independent error term C K

An argument for decomposing the error term in'(6)'into three terms which

Y. B

inc}ude an employer component Vj As that there may be systematic, unobserv%

k) _W‘_

. '\ 0 I

Zy vectors. It is assumed that these effects are distributed narmally with
. \ P N

~zero mean. The case for the x}plicant error component is: ‘legs clear, however
e

)
since the applicant data is simulated and, each °mployer who saw a. particular
&

'l
apRlicant say the same application form.; We will thePEfafe’assume that uy
) . RS ] % . -

¢

= O,”and;the nodel becomes the following:
. ' ¢ - ) LS

N

. ’ ’ '
(8) SlJ = a+ bli + byyy + b3Zk' + b4aYiZi + Vj + Wiy
o g

.0 -

4;

i)

o
»

e L e

i
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To estimate the vj, we 693ume5 no correlation between:vj and Yy and, -
. R *~ ' : , : . ‘ e —
. i\-— : : T L4 . Lo ) o / '

estimated (8'). ‘ g o o
— - .. "o . ’ I e . T v
8") Sijk’ = a + byYy + Vj + Wije . ’ \ E ‘ ]
Table 10" shows the results'df this estimation over the full\sample. .
[ B

"In the far Teft column,” ﬁhe parameter estimates forxthe-Yi viriables from @ = _ -

~column (2) to (3

"a‘model estimated;ovgf;the full sample are pre¢sented. In the center . cd}hmn, "

estlmated "bp parameters @re very close in maggitude to the estimates re-

A Y 8 .
N A ,_‘._‘... .

"~ estimates of the following model are presented: - S

(9 SiJk—a+b2Yi+eiJ N _ B o, <

/
That is, the, hiring priority index is estimated over the full sample, using
only the variabl pha@ vary with the applicagts. As would be expected the .
: J . x .','

”

potted in the first column (else the -Yy woufd\h@ correlate@ with the Xj or

i
I3

Zk variables). C .
h N { PRI < A
- The right —-hand. column represe&ts an estimate of equation 8") by using

{ ' .

.

individual dummy variables for each employer. The parameter estimates on

) / . . &
these;dummies become estimates»of Vi Nineteen of the fijty“six estimaé%

" . ! ¢

are significantly different from O, and the F—test of the estimates being

N

Jointly differegijfrom 4 is highly significant JThe extreme rise in R? from

indicates’thaf most of the variance in the’ data can be ex-

.
) 4

pla%ned by between—reapondent variation. Furthermore, the fact that the

'R2 in column (1) is only .09 points higher than column (2) indicates that -

the fyfm/‘job characteristiCs and%Ehe employer attributes capture only’'a small

"share of th&\&"betweenvrespondent variance. - LI

¢ The. relative stability of %Pe coefficients across the various models and

. \
o)

the discovery of the fact that a very iarge share of the variance between em
. :
plpyability ratings is explained by employer differences indifates that w%}W \;;/
e} \

" - R

>
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: . v TABLE 4O
- . St ‘
t ESTlMATES FROM FIXED EFFECTS WJDEL
?
- S0 D 2y | (3) .
b .
REES Estimates. in Model Estimates in Model - . .
. ‘ L of Hiring Priority .| of Hiring Prilority Estimates in Model -
Index that Include - Index Without of Hiring Priority
Job and Rater Job or Rater . Index with
varlable’ Variables? _Variables Employer Dummies -
\ Yol T hd & ‘
lnfercep’r _ . ~13.82 i <Gl N/A ‘ i
~ Sequence Number i T s «03 E .04 - . 04 .
| Atrended Wehrle High School 220 % T .91 2.08° -,
. (Parochlal) - ' Lt
“Attended Upper Arllingtdn . 1.89 N 2.17 , 276
: High School' (Suburban) oy . o o
e "High school, grade poin+ o .eé***r!' Aa T2 ' L 5.00%**
‘ Relevant high school program 6.27%%x 7.67 %% . 6e24**% °
2 Graduated fram hxlgh school 17.70%** 17.26%%* . 1B.AnHe
Cooperat ive educaflve pr'ogr'am 5.74%%% . o Se77Re* 1 ¢ 6.03***
Attended Calumbus Buslnbss 3.61 @ : 2.53 S, 1491
College .. " o 5 ‘,l = ,
Posfsecondary grade polnf 3,00 %" 20 Rl ' o 953 Rl
Relevant postsgcondary ;° To45 %N LYYV Skl T.26%** -
program § . ) 3 AcuEN ] " AT
" . . Completed program, . 184 . 2:32%* 'z,.}}&__f
e Held at legsf_"Qbi . © 10.90%** 10.16%%* - . 9.'90'?.: .
i Numtiﬁ, ) i f, . " ,..45 . N - .47 -;’N - 38 ‘
/> Number ez %N Lo .02, kS .02 , tos04 o,
work ex Y N - N € » o d N
Id a r'el a?ﬁ g h 6o 12%%% 5-,997“;“ -~ 5.95%%*
1
. Held all publ,lcf_fobs - }.08 23.36 1.02 .
Number of quits ® . V- 2aaeer - 2.40%%* - 2.34%K |
R o, C e, . . R
. Gahs - RN -~ s, oS - 1.04° - .6
Typing speed TN .BO*** .B2*** Bor* T
Ellgible for TITC -//’ - 40, - gl - 08 . .
. Y .
' Referred by friend % = 67 - .32 -~ .26 .
spellingerrors © -/ - .01 . - .07 - .5 -
Sloppy appllcatjon - | S10THE s —10.24%%% ~1Q.45**¥ '
N - . ' - »
R? . .3687 4 L2041 .9252 &
‘ Q L
3Coefficients on jub/rater var‘lable’s not shown. * -
| T, ! -
l * Significant at Jhe .10 level. .7 )
** Signlficant at the .05 level. . , '
*¥% gignificant at +he. .01 level.’ /
e L ‘ N ‘
[\’ v N ) ~ é“
¢ (/ )
. , { ; - w'
- T { .
Y - ," - \ 4 * -
T . :
Y 3 ¢ ~ 4 -~
3 'kb ) R -~
« . .
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»\{»4' fave derived a powetful model fox expi
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alhﬁpé the effect of applicant ¢éhar-

acteristicsyon employaBility ripings from xgviewing application forms and we
- _ A¢én have confidence in the magnitudes of the effécts. In the next chapter ‘of

the report, we examine the influence of interview performance on perceived

&,

employability,
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5. EFFECTS OF LNTERVIEW 'BEHAVIOR ON
EMPLOYABILJTY RATINGS

5.1 uIntroduction

. - As explained in chapter 2, one:of the seminar activities that' employers

_undertook was to view videptaped 4nterviews for entgﬁ#level ‘Jobs and to pro-

v

é ﬁivide a hiring priority index for ‘each based on the interviews. Two gsets of

‘V“A,Videotapes were viewed. In the first set, consisting of five different inter-
YN . .

& - vieWS, the job applicants had no gap in their employment records but.,various

} I >

. %" aspects’ of interview behavior were systen&ticaliy altered. The sequence_ of

','behaviors was as follows:

e No negative behavior

e Inappropriate appearance )

Ve e Inappropriate language P
e Bad attitude-

e Poor nonverbal behavior

second set (two intervieys), the job applicant had a six—month gap in

4

employm it . In the first interview, an applicant had used the time produc— ;

tively, while in the selcond, the applicant had not beenflooking for work nor

usidg the time prodd:?!.ggy. . Vfilxup D B e )
The_job description for .the position,that employers yere supposedly fill-

% ing was‘the_same;one used in the applicatian ratings that had a higher~leve1

. .

- - . ‘P
vké¢f“of job respoosibility. The interviewees in the videotaped segments were black

——a female for ‘the clerical job and a ma1° for the retail and machine trades
. ’\
jo T The employersxwere shown an application and were asked to review and
. "Tn,"ﬁ‘

“score” @k.g They were then Shown the first videotapqd interview ("no gap——no

. ‘7 ' L ,
. negative behavior ) .and were asked to choose a score (hiring priority index),
' .~‘_, -',; . ‘ ? ; .
based on the applicant s interview performance. In addition, questionsrabout,-‘
.8 ! . . D {

< 7 the interviewee s preparation for a job alqng sev-ral dimenéﬁons were answered
o 4 " S . 3 Co-
IS 4’ . 8 ‘1,‘.. .




. inea the -employers wete showa the second videotape (ﬁ@ gap-—inappropriate

ERIC
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appearance) and asked to provide_a score ‘and to ‘t#kpond to the questiodé

Y]

“ . 4 :
abéut job readiness. The, procedure was repeated . for all seven wideotaped

interviews. : , o

[t is important to note that an attempt was made to hold everything con-

stant, except for Lhe.stﬁéle'behavioralfchaqge;' For the- interviews entitled

”a " -

“inappropriate appearance,f'the game script was used:as in the "no, negative

. T o ’ I o LA -
M R . o 5 A .
interview, and ati the oehavioral mannerisms were kept the same, but

i

behavior™
the jdbAcand{dapes were dregse&mdiffcreﬁtlyuwbln the clerical inte;&iew; the

candidate wore a blouse . was ﬁﬁbutﬁbned at the neck and had on no jewelry;

while in the other segments, she wore a suit 4nd had on a necklace. In the

4

retail interview, the candjdate had on a shxft as oppggéd to a'three—piece

sdice For tue macitlne cea interview, tne candidate in the "inappropriate

’

appearancé? seg@ent had (on*-a hﬁgg—piéce suit, while he wore a shirt in all

the oﬁher segments. For "poor nonverbal behavior,” the?appliqant's appearance

c i
e, »

.

and the script were the same as in "no negatf%ebbehavior," but the ac%fr and

: : - 9
actress cexnipitLa »5hyness. nervoudness, élld pouvy L‘)’L CO(lL'&@(- . B

. ~

In'thg "inappropriace ianguage” and “bad ‘attitude” 1ﬂtérv1ews, the ap~

w ) ] : \d g
licants' appearances and behavior dgnnerisms were the same as in.thelyno * = A
P ppears 1€ > §f. 7

negative bohavic=” segments, hut“gnc gserapts were slightly alctered to convey - -

. . ) : .k : I - Qp

.the game 1nformation, but to add sla%g-terms, poor diction, béor'grammar in A

the first case,’ and Q& references to "the man” ‘and to make negative com= '>
:’ y : ? > . B - . . M

: ’ ~ L '} e
eXs and teachers in the'sec6h@ case,* .

ments about %Fevious X,

.

In the second set of interviews, the first job applicant explained away

W)

. R -

a six-montk-employment gaﬁ‘by saylag that the time wa§>spenﬁhiw‘tfa;ning an ‘A
" o : o - e S e T &
- . » -‘ . . . ' " ;f.- o
. ] . e e
*The, precise scripts dre provided in appendix-B. Co~ -\ ’ c
. . ' . ’ ’ - : o
- '.' - ’ * - 5" ,.— . HJ.
‘ L e 72 - o
B 1 . - Qb .‘ . A
B q - . Q
- . é?g’ .o ] , .
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(relevant) voluntary work while ¢nu;he qcoond scenario, the applicant indi~ -

R

cated that the time was spen.t frivolously on’a "l;;'t fling” befoﬁe working.
: : &

avioral mannerisms, -eye il

».'< e

contact and grammar—-—-were as identical as possible for the two interviews. b

All other aspects of_the interview+~appearance,

u

The results from the interview ratings were quite interesting. Despite W

S
the fact that the individual's training, education, and work experience wexé .
&y . LF

.unchanged,across the interviews, the interviewee' s behavior/appearanq(»l,ﬁ i- ,
Y : . .-?:,- ’ .‘ l’,{ 7
ficantly affected employefs' responses to the quéstidnﬁbfﬁhowgﬁrepare

g job they felt the job candidates were withQrespect to education/training
)}

/y A s
[0
and work experience. The employers reacted quite strongly and Yagad

the 1nappropriate language,” "bad attitude,' and 'poor-nonverbal behavior“‘
‘ ' s i
_interviews. The hiring priority indices were rut by almost 50 percent,es-f

compared to the "no negative behavior" intetview. The employers re@pted neg—;“_ :
o R ) A - k by

tent to the "inapproppiate appearance interview,

i

atfvely, but to 3 lesse
// ’ ~‘;
'but were not con.isten

T~ o
P

e the‘r reasons why. It was as 1f they felt there, - .

. %
_5¢dida%e they wer@rwatching, but th%y cou&d

.

" was. éomething negative aboutlthe
v s ol k’ “ ¥ R

not idgntify it. In fact the ratédng for‘appearanc was higher for the "in- "

S

- . - ‘
appropriate appearance interview than for the " no negative behavior for a

. N ‘a —— . 1:3’. g . g1
-number of respondents.. g . o L _ > ‘ Ky -
‘ ¥ ‘ IR I A - . o
. - ‘ U S ) - L
‘.:\ An examination of the results@n the secbnd%t of interviews, Wherej 'é%;/w

there was, an emplo eat gap o ex lafn, de onstrates that the first- interview
ym £ (' p \

. ‘ G ‘ A

- wig a good explanation led to a rating that- 1ﬁﬁ; slightly higher even “than

. i —\;Iv r /_‘ ‘\\ / //\‘l' E # |
e . the. "no gap——no negad??e behavior rating. The /’ poor” expyap&tion vi ‘btapej
v, Lk -1n,comparisgn, Q?/A“\ifica tly more negative. ‘“ - .f%;
. ) : ’
‘*{ " The data wi& d scussed in more detail in. the following sections. ' : \2
» . ) »' s .t " . _ - .o ) Ly . é - . s
. & . / - . E ‘. |
ot v . S o . i -
N = .o 2 W
- ‘ g ) . o ‘ i i
e . ) Y & - ‘ ’ . ,
- * - 73 K




& o \ RO . 5.2 Effects‘of Interview Hehavior hf

e The first thing to note is that the hiring index given the applicant

N "'-1&
after the first videofape of the interview was consistently higher;hﬁhn the
R TR D 1

. . -
index derlved from a review. of the application form. For the‘ﬁirst“Seg of s
interviews ("no employment gap’f the median Score for the rating‘basedggn a -

qLLvlfw of “the application wasung whereas dfter the “no. negative behavior”
: . .3‘ (4

3

- s _
tabe,,the median rating was 115. (Means were 102 33 and 119 71, respectiye—

o l
w0,

.j:- 1 ) In fact, forty of thd fifty“six employers (71 percent);_increased tHeir :

- i . .

i p e xating based on the videotapeﬂ performance-itwelve.responded with no- changa?
two reduced thefr rating, and two1had invalidvdata. - *d; "°;7u Co -
- i T vb

The effects ofxthe differentgbehaviors in ‘the ﬁirst set of intervigws

“
- -

“on - the hiring index is shown in°table 11. Ihe second column of the table » ..

. w . .
3 ‘.J' o ! '
f".;w o LudtcaLts th mean rgﬁnng that empLoyers gave, the applicant baSed o#‘tﬁe ?
N .
g interview while the column.on the far right indicates what pencent of Thﬁ
W" 3 N ¥ P . ") .

' employers‘wOuld‘hire-ihe individual conditional on h§viﬁg a suitablq opening
C ' . . AR AN ﬁ#

fhwﬁf*' Mging'both of these data, it can be‘observed that the ihappropriate'language
# and "bad attitude™ videotapes significantly reduced the applicant's chance of
s . ) BN g '

“ . ] \ | o o
-.being offered a jpb, Compared to the benchmark “no negative behavior” inter;/
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The mﬁan rating for gramm of. l 69 in the "bad attitudé tape was lower
ﬂ)

than the mean rating of 1. 89 in the inapprOpriate language tape. Further-
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“more, the job applicant was rated as having a lower l%vel .of readiness in -
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In tabLe 15 the interview assessments are dqsaggregated by oécupation
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In looking 'at the job-readiness rating across sex of the rater,

it "is

interesting to note that females seemed to be more critical of inappropriate

The mean job—readiness rating for appearance for

/

and retail Jjobs. reSpectively, as rated by males.
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nOnccllege graduate.

-
¥ Ny

with&ut a college degree tended tb have hi

- o

attainment of the rater.

v

1ngs'were;3.27 and fLSé.

-

4
-l t

the interview assphH

.

For clerical\and maChA;

i)

ﬁe‘ . }s tended to rate the job candidates Lowfﬁ

used Again/zhis is donsistent with’ the“ :
g y,\

g for tne “employabflity scoresmfrom appli

\

S

\

4

r standards of assessment

S o -
~trades applicants, the raters

MEAN EMPLOYABILITY RATINGS AND HIRING PERCENTAGES, ' BY
G 0 l]NTERVIEW OCCUQA BN .OF THE JOB . AND EDUCATIONAL ATTAINI‘ENT OF "THE RATER

inapptgggiate appearanCe candidate was 3.67 and 2 50 for the clerical

For females, the mean rat-

Education is classified into college graduate and

that

. R : - & -'"'
- I YN ~ g g - w\ @
) . g A - vl - [\"
5 gy Occupa+lon 4]\ i ' L}J—\\L
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Y Age effedtyjatre dispkayed in table 18.:. The age break that was used in
the analyéis'wa fdrty-five. Raters over the age of forty-five tended to have
tougher hiri standards, ‘particularly in rating the clerical and retail in-.
Eerviewees. Other interesting aspecté of the data in the table can be seen in - :
. , R
. . . / 2
examining the retail ratings. There is quite a wide discrepancy between the |
. | | "
mean ratings for the “inappropriate appearance” candidate between the two age
. . ) o ) ~
groups,'with\younger raters havi r standards. Also, it is interesting }
, - - -3 . ©~ . \
¥ v : NN " . C N " A
to note that fhe raters, o rated‘the poor, nonverbal behavior
L By o
retail ‘cdndidate 1ower t bad attitude'\candidate. This was the only
v - ”-"‘..
grOUp of employers analyzed for which this occurred. '
. - 7
. ~
f " ] v . [ )
v . d e . e _ﬁ%
. IR ; .
. ; . TABLE 18 CLE M,,”. o
Lot -~ ! “MEAN EMPLOYABIL ITY RATINGS {\ND HIRING PERCENTAGES, : %
) ) _h INTE—_RVIEW OCCUPATION OF THE JOB, AND AGE OF." THE QATER . b P
4. R
o ‘ . o Y 4 "0ccupation W
Interview. and_.- Cler|cal. Retal! . o Machine  Trades
%;\', « ¢+ avice of the J-Mean tmpToy~ PercenfThaT Wedn Employ- [Fercent T | Wean EmpToy- Percen‘F Tha'
! Erployer - » Jability Rating| Would Hlrd . abJIHy Ratingh Would < |abi, Rat ing| Would Hirq,
No.Negative Sehavior » ~ _ ' o)
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TABLE 19

. MEAN EMPLOYABIL ITY RATINGS 'AND HIRING PERCENTAGES, BY
INTERV IEW, OCCUPATION OF THE JOB, AND SI1ZE OF FIRM OF THE RATER

¢

Occupat lon

Intery bow and
Race of the
Employer

Clerjcal

Retall

Machlne.

Trades

Jabitity Rating

Mean Employ-

PerconT'ThaT
Would Hire

an EmpToy-.
abiTity Ratlng

PercenTt That
-Would Hire

Mean«tmp 10y~
abiiity Ratlng

Percent That
Would Hire

No Negative Behavior

Tess than 500
employees

More than SOO'

employees -

A inapproprlafe r

Appear ance

Cess than 500 ’

emp loyees
* More than 500
emp loyees

| nappropr late

Canguage
Cess than 500
emp loyees
More than 500
employees

Bad Attlitude -

~Tess Than 500
emp loyoes

» More than 500
emp loyees

Poor Norverbal
Behav Tor
—~—~ Less than 500
emp loyees
More than
employees

500

~

. 121.50
J91.7

.x? .
120.{rr*~\\. 2 100.0

112.96 91.3

, -87.5

74413

74.38

58.38

) 53.48 0.0

88.38 375

78.54 4345

-

.

.

3

120.00

110.00

100.00

© 8417

80.00

5542
¢

60.00

46.617

40.00-

5556,

~

100.0

"91.7

100-0

58.3

0.0

0.0 .

-0.0

0.0

~16.7

P

= 115.00

%129.00

- 127.50

135.00

, 71.25

107.00

31425

82.00

71.25

92.50

100.0

100.0

100.0

100.0

25.0

60.0

, 0.0

20.0

100.0

50.0

In

ers' firm as measured by number of employees. - There is a distinct inter

x

table 19, we look at differences in the ratings by size of the edploy- ’

action

between size of the firm and occupation. For the tlérical and retail appli-

cants, small firms consistently rated tHe interviews higher than large firms

¢

(500 or more- employees); but just the opposite ogccurred for the machine trades

applicants.

"

and retall establishments tend to have formal. personnel pol
. ¢

This result is consistent with the hypot

>

.

. a

Il

N

—-

heses that iargé clefical

cies, have large ,.

flows of candidates to choose from, and are careful with new hires. For ma-

cHine trades, however, there are much larger investments in training and . thus

+

/

ERIC :
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.a larger cost for discharges. Furthermd}e, in firms that hire machinists,



‘ v :

4

ar firms must exhibit more.care in their hiring in
The last job/rater characteristic examined is

firm"s personnel department or not. These results

C:ifgaln, the occupation or industry seems to have an

(

<

r

order to be competitive.
\ ]

v

‘whether the rater is in a -

aré provided in table 20.

1

influence on the results.

iU of chie filrm 1s Uinked more directly to employees than-1in retail estab—

lishments or firms with a high proportion of clerical employees. Thus,;émaly— o

S

5

\ A
o

In the machine trades interviews, the raters who were not in a personnel. de—

;ai tment tended to exhibit toughgrjhiring standards for all interviews. This

[

'

accords with the firm size aﬂaiysis abdve,‘where smaller firms tended to have’

' tougher standards, because smaller firms tend not to have formal personnel

staff. .For the'cle:ical and retail jobrcandidates, the‘bei

1t. ppearance’”

behavior anomalies,'the_personnei staff workers have become tougher

rated the job applicants highé

tépes, Yut for the, other

-

nonpersonnel countérparts, -

TABLE™ 20

0

>

sonnel staff also
r'in'the "no_négétive behavior".and "inappropri-

three segments wigh more egregious

"than their

@

+

) . . —
3 - . :
. ® MEAN EMPLOYABILITY RATINGS ANP HIRING PERCENTAGES, BY !
: y T INTERVIEW, OCCUPATION OF, THE JOB, AND POSITION OF THE RATER
S ’ ' . ; ‘
- . : 2 ra a Y
. i . & Oc&upaﬂon
interview and . " Clerjéal Retall Machlne 'Trades
Race of the ~Mean Employ- |Percent That | Mean tmploy- [Percent That | Mean Employ- |Percent iha
f.mplover abli1ity Rating| Would Hire Jabillity Rating| Would Hlre ° ability Rating[ Would Hire
i 1po Lesetive Belaviord], . } - e - L
Th personnel . 125442 ,)> 100.0 105.83, . '%OO-O/ 128.33 100.0
B Nonpersonne! 122+Q0 82.4 115.00 ‘857 120.00 - 100.0
* lnappropriate - ] ’ @ ’
Appearance : ‘ do
—Tn personnel 19.23 100.0 90.83 83.3 128.33 * 100.0
- Nonpersonnel 114.67 93.8 80.71 % 42.9 ¢ 133.33 7 100.0
; lnappr‘opr‘lé‘re - ‘ ‘
“ anguage . ﬁ'! h ‘ w B
—In personnel 70,39 15.4 60.83 0.0 ™ . 105.00 66.7
Nonpersonnel 77.82 . 1245 54.29 0.0 " 84.17 33.3
sud Attitude o ) g
. n pgrsonnel 5269 . 0.0 45.00 0.0 60.00 . 0.0 -
Nonp&sonnel 55.41 0.0 50.00 . 0.0 59.17 . 16.7
Poor’ Nodverbal
Qehavlor . .
TR persaonnel 78.46 a1.7 5379 R 33e3 .67 66.7
Nonpersonnel 83.65 41.1 54.17 |, 0.0 76.00 80.0
o . .
:‘1 i b
. e 86 . .- 98
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‘”i > - Besides~observing reactions to the behavior exhibited [y the -persons
l\./c ~ .

Jelnw intervicwed ‘the ratings of the videotapes were intended to provide

’

ty

'Bvervations about how enployers react to informat}on)learned in an interview
W gh.t is not shown specifically on the application form. ‘In the seminars, we
/( & j& t. obtain these data using alternative explanations for a six—anth)

Fm%loyment gpp. I*ZEE data are’ described in the next section. P

‘ T ? < 1
: , P 3 o 7 . -
- he o ' .
) 4 95%3 oqd" and "Poor” Explanations for a Six-Month Employment Gap
f’" q k e * N ‘;' s
L -, Table 21 shuvs the effects of a "good" or "poor" explanation about an
Coe o ) : ..
. \ .
employmeht gap n~an appllcant s“employability ratings. The first set of datay
. ;n v ‘ ‘ . "
provide thc statistics from the "no negative behavior” in table 11 for compar-
. /u . J . ‘
ison pxxposesfgrhe,msjn hiring priority index 56r that videotape is 119.71 as
', Tin
.compared to’ 118.16 for thé first tape from -the second set of interviews--
. ) ; . &

,"6—month gap-¥good explanation.” For both of thesge interviews,\about 95 per-—

cent of the respondenﬁs indic3dted that they would hire the individual if a

&

3 L
suitable opening were available/(it is slightly higher for the individual with
"a gap). In terms of job -preparation, the employers similarly felt that the

1.

-

individual with the employment gap, but with a "gégd; explanation, was a #g
- slightly better risk. The mean ratings for theé two are as follows: g

No Gap-- : 6-Month Gap--—

: No Negative Behavior "Good" Explanation
Education/training ™~ \ 3.61 3.71.

Work experience - 3,71 3.61

Appearance ﬂg: 4,04 - 4.25

Grammar ; 4.11 ) . 4,23 . o
Atticude £.,23 4.30 -
Personaltty ) 4.22 4.24

Five of the attributes have higher® means (i.e., are rated as being more
. ' L}

prepared), while work experience has a mean rating of 3.61 ‘as compared to 3.71

-~

for the interviewee from “no gap--no negative behavior" benchmark.

’

b ) -

87

O ‘ B . ‘ ‘ . , . 99 . . . < )




, P .
TABLE 21
/ EFFECTS OF "GOOD" OR "POOR" EXPLANAT IONS ABOUT AN EMPLOYMENT GAP
(. "N EMPLOYABIL ITY RATINGS AND INTERVIEWER OPINIONS ABOUT JgB READINESS
a ‘L‘)‘L ~ . (
- - — . Preparation for Job
g Mean Appllqinf Highty ° Moderately Not Percentage That
|n*‘g4icw ' - Rating Characteristics Prepared Prepared Preépared Would Hlre
) oo . 5 4 3 2 T .
No ga -0 nega- 139.71 Educatlon/+rainlng 4 27 24 1 . 92.9
tlve LAy . : Work exper lence 6 2% 29 1
N Appearance 15 27 i
Gr ammar 16 31 8 1
. © Attitude 19 31 6
Personal Ity 19 29 P
6-mgnth gap--"good" 118.16 Educatlon/training , 8 23 24 94.5
exFlanat on Work experlence ° 8 25+ 21 i 1 : .
- - Appearance i 21 24 | 8
Gr Ammar , 19 » 3 6 %
Att1tude 25. 23 8 ) :
~ Personality - 22 24 8
6-month gap--"poor" B87.13 fducatlon/tralning 9 19 53 - } a1 3542 >
explanation ) Work experlence * 7 26 22 1
* . Appearance . 19 27 9
' Gr ammar . 18 21 16
X ) Attitude 3 ‘6 18 20 9 -
Personal Ity 13 20 15 6 2
A : *
7«

»

Having a "poor" explanation reduced significantly the desirability of the

job candidate. As compared to a “good" explanation, the mean eating dropped

» -
- from 118 to 87, and the percentage who would hire 'decreased from 95 percent’

to 35 percent. The "poor” explanation affected the employeri' opinipns‘about

joblreadinesé for all six attributes, but the mgst drastic effects were demon—
LY . .

strated in attitude and personality. The mean rating for -attitude dropped
\ - . P -

N

L 4 . L
' from 4.30 to 2.54 for the "poor” explanation.
i -~
Following are the mean.FaE}ngs fqr the job readiness variables.from the
tapes' "“good" and "poor” explanation‘for the employment gap:
6—M6nth Gap—— . 6-Month Gap—-
"Good" Explanation = 4 "Poor" Explanation \
Education/training 3.71 ) 3.64
Work experience ' ¢ o 3.61 . ’ 3.70
Appearance ' ’ 4.25 ' 4,18
Grammar - : . - 4.23 o 4.04
\}Attitude ¥.30 g N . 2.54

Personality .. . 4.24 i : 3.64
. . -

) , 88
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Table 22 shows the effect of the gap with the "good” and "poor"‘explana—

. tion by éccupation. _The "poor" explanation causes quite significant decreases
in all the occupagions, but the decrease is especially large in the retail set
of Interviews. The spripts us’&kfor the "good" and “"poor" explanations are
provided in appendix B to .this report and an explanation for the toughness of

‘the retail employers is not readily apparent since;the stories that the appli-
cants tell are virtually identical across occupations. A possible explanation
for this phenomenon 1s that the recession during which the data were collected

was especially hard on retail sales and, as a result those employers reacted
/

harshly to the individual not even t?ying to geg a job.

TABIE 22 : )

“

MEAN EMPLOYABTLITY RATINGS AND HIRING PERCENTAGES,
BY INTERVIEW AND OCCUPATION OF THE JOB

Clerical Retail Machine Trades
Mean Percent that'| Mean Perceft that ’Mean Percent th%t
Interview Rating { Would Hire Rating | Would Hire Rating | Would. Hire
)
6-month
*Gap——"Good"
Explanation ' 121.06 90.9 114.62 100.0 112.67 100.0
7 {" : LS
O—month
Gap——"Poor” . _ .
Explanation 95.91 ' 46.9 66.15 . 0.0 86.22 50.0
i’ ]
/ - “ '
89
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In the final analysis, assessments of job applicants on the basis of an
interview are far more subjective than on the basis of an application form.
The interpersonality dynamics of the interview situatiqn can greatly affect

’

either party to the interview. Furthermore, the criteria that are used to
, . ;

evaluate the job seeker—-personality and attitude; for instance-—are highly
. A [N .
subjective in themselves. Adding to the uncertainty or subjectivity is the
“fact_that it is harder to control the context for the experimental‘stimuli on
yideotape than onypaper. Thus, our attribution of the exﬁerimental outcome to
of
'"pefsonaiity" or "bad attitude" or "inappropriate language” should be taken as
suggesti%g ratﬁer than confttmg{ory. NFvertheless, the videotaped simulations

N 13
did provide interesting conclu#ions about employers' behavior after (viewing)

personal contact with the applicant.
t

~
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6. QUALITATIVE DATA FROM EMPLOYERS .

6.1 1Introduction ' » ' .
Part of the data colléction effort that took place in the employer semi- ' ¢
N ra

* 4 v

wars involved a semistructured discussion period in which employers shared
, . , - |
their experiences and opinions about hiring youth d4nd schooling. Appendix D
- . . .
provides a copy of the section of the questionnaire given to the employers ‘ :
. LS

which‘§§s used ‘as a guide for these discussions. These discussion periods

L3

-

4 ? [ ¢ . .
were recorded and later transcribed for analysis purposes. A total of fifteen

hours of discussion was used in the preparation of this chapter.

Fhe major conclusions that can 'be derived from these qualitative data are.

"as_follows: )

P .

“e The data confirm strongly the results from the ,quantitative data
analysis. Variables suth as ‘work experience, reéputation of school,
participation in a COE program, number of quits, appearance, and
gaps in employment histories were mentioned several times as
important signals of employability. ' o

<4

e Employers, with only a few exceptions, were generally enthusiastic

about cooperative education.
Y

e Except for co—op programs, employers were generally dissatisfied
with the school experiences of applicants. They perceived a de-
clining quality of instruction; a laek of basic educational skills,
and an inattentiveness to the attitudes and skills necessary for
the world of work. ' y

Several qualifications to the qualitative data merit attention. F&rst‘of

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

.
‘

the group attending the seminar. Some employers were more open thgn others.
-« ’ LI

Some tended to speak out, while others did not engage’'in the discussion will-
ingly. Some employers tended to monopolize the discussion and offer persomal

anecdotes. The leaders of the seminars attempted to minimize their own inter=

vention, but occasionally tended to lead the responden&*éf\zf}j:;/w

F

v ‘ . q

- & 91 i ) . ! “




Ve . .
. . . . v

> ".' )
Another’ caveat to consider is whether the opinions of the employers that

S ) . .
pafticipated in the‘diséussions'have general applicability. In other words,”

'/ ﬂ. the®selectivity Gf- the embloyer sample may limit the. relevance of the werbal \

data obtained. Another sample of fifty-six employers might have very differf

ent observations to offer. Similarly, he setting or environment of the data B

\

. ) ~ —
collection effort (at.the National Center for .Research in Vocational Educa-

=—"(tion) may have conditioned the responses. Participatidg ingan institution

perceived to be an advocate of vocational education may have had a. Hawthorne-=

3

type effect on }esponses_by the employers bresent. Finally, t@chnical prob—- ¥’
. . v . ;

« lems with the tape regfrding resulted in viftually being unable to use any

4information from two of the (12) seminars. ‘ .

1 | Despite these,qualifications; this sample of employers may be assumed to
o & ‘4 . .

&

.. « reasonably valid reflection of all employers of young people. In the
first place, the frankness displayed by the participating eqpla?ers lent

? 1 .
credibility to their statements: Secondly, the employers' discussions of

thei; own, first-hand ekperiences in hiring and employing yocuth appeared to %

-

correspond and ke consistsﬂ{/with the results of the statisticallanalysis.

" The transeripts were feviewed and comments were classified into the
1

-~

foilowing dategories: . . .
' AppiTEant Characteristics

y .- " --Work Experience
—-—Graduation from High School i

e School Experience '
——Reputation of the School ‘ " . .
--School Interaction with Business ’
-—Cooperative Education Programs
--Basic Education 3
-—Adequacy of School's Preparation of Students for Work
--Other General Opinions "about Schools }

\
e Interviews '

~—-Attitudes
--AppeaTance ‘ , N
--Interview Behavior &

- 92 104 ‘




o gther'

~—Applicant Testing .
~~Private Sector Training : ’ )
--Job Performance _
——Influence/of Tight Labor Market v
: £ .
The remalning.sections of this chapter present employers' comments as classi-

fied into these broad.categoﬁies.
3 2. L. 3, ‘sv oL, ‘ . “. Y - \ . ‘;’ '
‘ ] . o Lo ‘ , L . , - ‘M - . N i . l. }' R e R .

A . N

6.2 Applicant Chdracteristics

]

6.2.1 Work Experience
One of the few issues about which employers were unanimous. was the im-

\

portance of work experience in determinifig employability. They were very

explicit about the fact that they Qould‘choose someone with work eEPerience

v

over someone with just classroom training. Some of their typical comments ,: :

/ . ;
£411ow: v .

A person who comes to us with a diploma and part-time work has a
better chance than a person with a diploma but no work experience.

Well, experience is a very good teacher and if I had to choose be-
tween someone who had two years experience as a machinest operator
and someome who just graduated from CTI or another technical ingti-
tute, I'd take the . .person with the experience, becausd the atmosphere
1s different. There is really no substitute for that experience.

This 1s because the type of equipment we make is sophisticated--
that's why we ‘lean toward the expérienced person. It's been our
experience that some of the people we have hired do not have the
skill level that some other people have. We have a tuition refund
program that they might want to take advantage of. They pay for it
and we reimburse them 100 percent if they get a C ‘or better, and
rarely do any of them take advantage of it. It's amazing- )

One of the employers en@ouraged applicants to cite even baby—sitting jobs
~." .

or part-time jobs: C , .

I stress attendance when we recruit ¢n high school. We did at one
\ time go to the high schools and check on them. Wa no longer do that
‘hecause the beoard of education no longer supplies us with that
information. But I do stress attendance in school. And then I ask
them to jot down any baby-sitting jobs, or any part-time jobs that
they have had “hich would be-an indication that gpey ve been re—
>y . sponsible, . &
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4

As noted in the analysis reportgg,tn chapter’ 4, work'experieﬁee is

[y

definitely perqeived in a positive j;shion;‘but too many jobs or a lot of
"quits",detract from the épplicant. One empldyer noted:

" Now some of these quit, Quit; quit--some of tﬁése, T don't think 1
would pick out.an applicant that quit that many times. There's got
to be a problem there.. I don't think I would want to spend my time
on somebody that quits all the time. So that has a very negative
impact’

PR

*

-

6.2.2 Hdigh School Graduation \ )

)

In the few instances in which .it was discussed, ehployers were willing to

consider hiring dropouts, particularly if their aptitudes wérelhigh or they

had relevant work experience:

>
“

Retailer: If it is for sales, we will give them an- aptitude test.
There 1s a minimum Score requirement so that they cannot claim you're
discriminating because of age, sex, or color. We tell them to begin

with that it doesn't make any difference whether they are.a high &
- school dropout or a.college graduate. We hire on aptitude and that
is it. '

We prefer,_of,course, a high school diploma but work experience has
-certain advantages over the completion of education.

N
§ F- .
6.3 Comments about Schools _

I

CK\6.3.1 Reputation of the School
in the analysis of the quantitative data, it was noted that particular

schools had consistent (although not strong) effects oh employability ratings.

N

Comments by the employers substantiated this observation.
We have had a lot bette@ luck with people from Franklin of CTI as
opposed to Denison. They have:this attitude: "Hey, I just spent
$8,000/year on college education and you owe me a job starting at
$25,000/year.”™ But that is [an over] geReralization, too, since not
everyone 1is 'like that. ' .

I don't think the school, ‘as such, initialjly influences our deci-
sions. I think from past practices you sdrt of count on getting a
, better percentage of applicants from giver] institutions as opposed
to others. Usually we're open in the beginning. Then the history
evolves as to where you can expect to have the best sucpéss.'

ERIC - | - 10




+6.3.3 Coogerative Office or Distributive Education #rograms

- included below: .

AN - -

Ty

. : : 7 o
I can hardly believe. the -things' what are happening today and the
_calibre of students some of the high schools are putting out. It'Ll
vary. If a studerit came here from some rural community, he could

have been the valedictorian of his class, and he'd-come down hbre and.
wouldn't last a ‘quarter. That's happening. That' s.right yet you ;
could see a,C student :at Upper Arlington would go through with’ flyingw
colors. “So I mean you just can't figure out the grading system b
differences. ’ '

o i : . , . y o
6.3.2 School Interaction with Business - ,'

'

- Employers generally felt that schools did not'inteuaet’well, if at all,

¢

with the business community. As discussed below, they'feit that schools were

not preparing students for work in. an adequate fashion, and felt that part of

the.problem was a lack of interaction. A gampling of their comments follows

here:

R

I  think counseling shouli be more attuned to-the_needs of the busi-

ness world. |
.o f - Y

It seems that schools don't know where the best entry—level Jobs are

for their people to get experience. e .

I haven't seen enough employer contribution to their actual curricu—
lum or equipment purchasing. You see very limited advisory commit-—
tees’} maybe someone who's been -on an advisory committee for some
years continues to serve—-rarely do' they meet during the school year
as such. Some of the programs have been good. ({With others, It just
do not think they get enough input. .

e’

in High Schools

The majority of the employers that were familiar with the co-op programs
' : ()

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

the work experience which it provides students. Some/of‘their comments aﬁe

L 4

I think the COE is an excellent program, It gives them exposure to
those kind of things. T

1

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 ideal because we know
something/ about them and they know something about us. So we have
gotten sjﬁe real good people that way. But those people are coming
ome experience, the experience they got in that co-op

t #loy .
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director of accounting has developed a relapionship with the school, .
so the school understands what kinds of jobs we,have to offer. So we
get good referrals. If we were to run an ad in the paper, we have

the screening process to gb through and everythimg else that: goes
along with it. ‘ ; '

.. .
.

I think the w @le process of the co-op program with the teacher com~
ing in and having us doing an evaluation of the student and things of
this sort [i8 good]. These are just pluses for the student . '

We have used co4o§%§tudents,%n the accounting~clerical area. The

. Employer: I 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
' hgve had the responsibility of holding a job, so they are truly
better trained than someone else coming out of high school. A good,
bright student with good typing skills and wi'th éqod»grammar skills
and so forth could probably learn the same type of job also. But, I
o think if 4t would come down between the two, I would probably choose °
) the ohe with prior training because they would know business
procedures and so forth. ‘ i
Question: If-they have ‘just taken the office courses in high,school
without the job experiences, and if they only had taken two or three
courses in foiée}management, [for a] basic bookkeeping course, would
that be enough? _ . )
Employer: That would be better than none. However, I don't think it
would weigh as heavy as the COE training. I'm pretty familiar with
that and I'm enthusiastic about it. . : ‘
Not all of the emplo§ers were favorably disposed to the co-ep programs as the

o

following comments indicdte: '
St . - .

Most of the career centers and othet high -school programs (COE, DE,
etc) ‘that I've seen-—their equipment is very outdated, their proce-
dures are-may not relate properly to”the banking indystry, where

we're a little more numbers oriented.’ o !

I have had seen some of the COE programél They were not training
some of. their people to do ten-key by touch, which is a requirement
v for our type of firm. ' : g

Employers'also had reservations about occupational work experience pro-

gramss iAt one session, the following éxchénge took place:
'guéStion: Do any df”youguée.kids from the occupational work experi-
ence programs? . ‘
Answer 1: Yes; we have used distributive education people, and we
have had some success with that.

R -
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Answer 2: We did take on a couple of girls at tht desk and it real-
ly did not work out too well for us. We found they were somewhat
flighty . . . and had problems staying professional. s
Answer 3: I used one in the kitchen as a utility person. It worked
okay at the beginning but then he wasn't really suited for theé job..
To him it was just a class grade so he ended. up quitting. I thiak
the common business person has a problem dealing with a sixteen— or
seventeen-year—old who hasn't really matured. It's not necessarily
their {the youth's) fault; it's just that they are immature for that
type gs\iob. ’ 5

Answer 4:° -We've had good experiences with that type of situation.
we've found two of our best employees.

6.3.4 Basic Education

Employers exprgssedﬂdisgppointment and dismay about the basic educaEional
s

skills of the youth they encountered. A sampling of their comments reflects

these sentiments:
L 4

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

I [used to] feel the schools were producing students who could add,
subtract, multiply, divide, but I can't take that for granted any-—
more. Today I just try to find someone who 1s trainable, someone
with good common sense. When it comes to ten to fifteen years ago,
the expec&ation was that when somebody had a high school diploma, I
can expect certain things from them. 'It's just not true today.

As I got into the material, I thought graduation with distinction had
to do with the grade point average (when I was in school it was theé
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 blew me away. That may clarify a lot of things going on
in the marketplace and the hiring process. .

- That means we have to have the math, English, and typing (because if
we don't teach young girls and boys how to type while they are in
high school, they are no good on machines because the machines re-
quire typing). So they have to learn it, whether they like it or
not. Otherwise, they are going to be truck drivers——you don't need

.fping skills to be a truck driver. But the fellow who 1s going to

build the electronic equipment and going to make that thing run has

;ot ‘to know how to do it, because he will be typing in data that will

a21low his machine to do the kind of work that is necessary to produce

the part that makes it run.

Training should occur in school. . They should learn the basics in
high school and learn the technical stuff in the plants, like they do
in Cermany and Japan. :
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+6.3.5 Adeauacy of the Preparation of Students for Work

There seemed to be a lot of dissatifaction also with the lack of pre-

. paredness which youth bring to the world of work--a lack for which employers

’

held the schools.partly responsible. There were some general comments about
wschools‘not_being attuned to the business community and some specific sugges—
tions about how a better interface could be ;chieved.

Some of the éeneral commenfs in this area were these:

He [a nineteen-year-old boy] has to realize that with opportunity
4 comes responsibility. That is the result of upbringing. Your
schools don't teach that. The only way they're going to learn it
is to get out there and work.
I don't think the educational system has answered the question of
"what we're doing here (for the kids).” We have the kids and. the
educational system and we're spending a lot of time, but there is no
end to the problem. The end to it is to have these people come out
into the business world and become productive.- I sincerely think
. they don't have a program, aside from certain voc—ed programs, that

™ do that. Take a general educational, high school background and I
don't think it helps the’ kids answer the question of what have we
done here,

~ - -

With a lo: of these kids, I don't think anyone has really sat down
with them and told them what it's going to be like out there; what
the jobs are like; what kind of questions you will be asked. I don't,
know what counseling goes on in high school anymore, but someone has
to let fhem know what's going on out in the real world and what the
kids should be doing to appeal to the 'market.

Question: What is the advantage of the experienced one over the
other one? et

Answer: You don't have to tell that person every single little
thing. Schools don't tell you how to get aleng in an office environ—
ment. i

[ have noticed an awful lot of people in education tend to insulate
themselves from the realities of the business world. I think a lot
of . teachers-—high- school, college-—are not really attuned to what is
technology, equipment, so forth. Tt's almost like instead of the'
schools ploneeriug that, they're more just waliting. around to see what
happens. Then, as soon as it almost becomes antiquated, they start-
ing working with people.

98

1Yo , ,




- * _ \

| | A\

Well, I resent high schools turning out business majors with two
years of typing, twenty-five words a minute. I'm old fashioned
enough to remember you had to pass the first year of typing and it
"had to be at least fifty words a minute, error free, before you could
go to the second year. And you had to have two years to get credit
for two years. You couldn't just get credit for one. And they can't
type business letters. They can't spell. '

Two of the specific suggestions that employers made were ag follows: {

I think a lot of it's resistance on the part of traditional faculty »
to even address a lot of the technology 'cause they don't understand

{t themselves. A problem I've also seen 1s that when they do get the
budgkt to buy some equipment, they go out and get something that is
plicable to use in the work force in this area. They'1ll go out
word processing equipment that no one uses. It's not Wang or
somethi very popular. '

No, don't teach them programming, teach them retrieval and input of
information. That's what they will use on the Jjob. 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.

Not all of the comments about the adequacy of schooling in preparing
( .

students for careers was negative:

T think the schools are doing a very good job in preparing students
in the clerical skills, like typing skills. When I was 1in school,

you had to reach a certain level before you could take the next

level. Now the schools allow the students to do whatever they can
through programmed Instruction. \

. 4 '
He took a course called bachelor living, and I said "What in the

world are you taking that for?"” What it teaches 1is home economics
for boys. It.was an excellent course for him to take. What it did

was teach them housekeeping, skills to some degree, taught them how~to
maintain a checking account balance, taught them how to make a bu

get, a grocery list. It was one semester course three days a week.
It was a good deal for him. ?

6.3.6 Employers' Miscellaneous Opinions about Schools

The following comments made about schools may be of interest:

’ when I go Into the schools and sce a teach coming down the hall with
an open shirt or a golf shirt and a pair of slacks (Levis), it Jjust
doesn't look right. I guess I'm old fashioned. 1 whnt to say "get a
shirt and tle on” so the kid will have some respect for the teacher.
I think there’are some limits. '
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1 think one of the fundamental problems that society faces is that in
the last fifteen years or so, the average qua}ity of people coming

. out ofrhigh school has been declining, and yet the requirements of
the jobs that the economy is generating is rising. The military,
which used to be the place where we sent all the people who couldn't
make 1t in civilian life, has now decided to be more selective.

.

6.4, Comments about Interviews = | y
v

e

Another subjedt area that was discussed was interview behavior and how
employgrs reacte 0 an épplicant's appéarance and to the congent of tﬁe in—
\ terview. Time and time again; employers emphasized ﬁhe imbbgtance_of having
a good attithde, nofAjust in interviews but also 1n job/Perf;rmance. We have
categorized the comments about interviews into subcétegories of interview

!
behavior, importance of attitude, and appearance. - —

6.4.1 Interview Behavior

When asked about what mistakes are commonly made by interviewees, »
» ’ '

employers responded as follows:

Question: What X¥re the kinds of things that a person does that iEB w
indicate a poor interview?

4 Empleyer: The one that bothers me the most is if the person says 4
that they want to start their own business. 1 would automatically

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

Question: Does anyone have aﬁy comments they want to talk about per-
taining to mistakes students make in interviews that would be best to
avoid? Or other experiences?
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 informatlion
as possible about their education and work experience, so the inter—
viewer can make a decision. P
~ Answer 2: We (as Interviewers) tend to watch for [negative] comments
an applicant might say about former employers and teachers, because
+f they will say things about them, they will also say them about us
or our company to other people. -

I3
b

When asked about how the employers evaluate interviews, the importance of a
pood attitude and good communication skills were clearly paramount:

It scems In my experience with interviewing that the thipgs I see
first are: flrst, appearance, communlcation skills, att{tude, 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 personal [mannerj; not
personality, but attitude, appearance, manners and communicaxions'
skills and desire to work, and onot wantiﬁg;}o advdnce 1mmediately or,
you know, be cool. [If] I could go into a high school and give
advice, those would be first. - . C

I indicated here attitude is very important; somebody comes in, is’
anxious to work, willing to work, and willing to léarn, then I give
him the benefit of the doubt. So I rate attitude pretty high. Sec- 3
ondly, 1 would look at his education. pid he gradyater from high
school?. Did he have any part time- jobs while in high school? 1In
other words, I'm looking for somebody who's got some drive, some
initiative, how he handles himself, granted this leeway for the - -
eighteen to twenty-year—old. Other real tangible things——is he going
to be trouble maker? Is he negative? pessimistic? is he going to get
ajlong well with the employees that we have? not be a. rebel? There's

a certain amount of individualism that's nice to have but thére can

be too much, so I try to sort of evaluate them within those areas.

wWhen the subject of overqualification for a job was discussed, there was
no clear—-cut consensus from employers. As seen in the next two comments, some
v ‘ :

employerévare influenced negatively by overqualification and unrealistic ex-

pectations while others are not. oo

One thing that we did talk about was that expectations make all the
difference in the world. If the expectations are too great for the

job, you know that there's no way/that the individual is going to get

from here to there in a small amount of time. That will in fact hurt

the applicant. And according to some employers, many of the youth p
,who ‘come in today do expect to be head secretary or whatever in a ! @
very short period of time. They ‘really don't appreciate or under-
‘stand that it is a career endeavor. It takes time to move up.

I mean whenever I hire a clerical person or a studént, I want the
best I can get. And the fact that they may be overqualified does not
stop me at all. Personnel may think something, but, myself, as an
employer, 1f I have to work with somebody, I want the best I can get.

6.4.2 Attitude
\ ' !
Theoretically.one of the desired characteristics that employers look for ~
- d -

{s a good attitude. This notion was reinforced by employers' own remarks.

A Well, the thing that we look at the most as far as being negative is
attltude. We're pretty specialized. We want people to come to us
because they really want to work for our store. They want to have

\ gsomething to do with our product. See there are a lot of people who
: have the attitude that "I don't like the job, I just need the money."
And we get a lot of those people.
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i,thﬁnk whéiihappens in those insteznces is that ycu may have two
applicants with -equal education and work experience, but ong of them
excels more in the degree of §e1f—confidence, and that one will be
hired. - ' 4 ' o

Ao

I find this to be one of my biggest complaints about youn§ people %
coming Ousgof the schools today and that's their attitude coming to _
the company and, to the supervisors. .You know they may be bright 7
people—-—a 1ot\of'them are. They m5y~be'atfractive, heir appearance
{s fine; they're intelligent enough and theyws=know how\to do a job;
but they want to come in and they are not dependable; they are not

loyal; they want the same privileges that I have. \\ﬂ;
. . 9

For a young person coming in looking for 4 job, one has got to have a
~ good attitude. I'd put that almost at the top of my list, rfght ' .
& beside, of course, his [sic] skill or his [sic] potential to learn a ..
job. 'If he comes in here with a bad attitude, I'd reject him, even ,%#
if he had a high skill level. Because we just don't want the hassle.
Nobody wants the hassle. You have another problem that invites
itself. The guy shows initiative and a willingness to work, has got’
a good attitude but lacks’ the skills, we will take a chance. And if
he's got the skill level plus all those attributes, then we'd be even
further ahead. But if a guy came in and had a high skill level but .
had a bad attitude, I wouldn't hire him. :

6.4.3 ppearance : .

A .

An applicant's appearancé and dress were definitely considered by SRR
' . s
employers in formulating their employability decisions, but all in-all, .

employers indicated that these were not significant factors, for the most

‘part. Their comments on.this score were thesef

Appearance can be deceiving. We have a lot of peoplé who come in
with a three-piece suit, which is not always impressive because
they're not going to run our store. But someone who comes in with a

T-ghirt and jeans is not é%od either. ; ) z\¥

I think wearing the suit jacket has more the pasitive reactiod to me.
But the other outfits didn't have that much of a negative reaction.

I just think that wearing a suit jacket shows she might be more
future-thinking in terms of her career. We also interview for if
they are able to move on to the next job and take on more
responsibility. % . )

Though, 1f I had two people who interviewed very, very equal&y, and
this one came in with the jacket and 1t wag just between Ehosé two,
I might have a tendency to think that that person that had worn the
Jacket signified professionalism and interest in advancement and
understanding what the business profession is looking for . . o 1f
hat\ became the tie-breaker.
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! You dress cbnservatively, have command of the English languzge, and a
good attitude and you will have a better chance than normal. I've
seen too many come in-with these psychedelic colors (is that the
proper term?) the brighter and louder it is, the better it is, and

that's exactly the opposite.

6.5 Other Qualitative Data of Interest

6.5.1 Aéplicénthesting ’

]

.In several’;eminars,-the subject of the use of testing in the employ
3

search process was discussed. 1In one or two instances, firms were experi-
| ~
menting with jpatteries of general intelligence or aptitude tests, but these

I

cases were definitely the‘exceptions. Most firms do little testing, aside

~

from typing tests. This sampling of comments was typical:

I1f it is for sales, we will give them an aptitude test. There 1is a
minimum score requirement so that they cannot claim you're discrim-
inating because of age, sex, or color. We tell them to begin with
that it doesn®t make any difference whether they are a high school
dropout or a college graduate. We hire om aptitude and pbag is 1it.

. We are gettihg to the ﬁoint now where we dre starting to give basic
gramnar and spelling tests, as long as it is job related.

.We don't have a typing test for speed, but rather to see if they can
set up a }etter and punctuation, spelling.

We give typing tests, depending on the job. Speed and accuracy are
important for some Jobs but not others. All we really care -about’is
accuracy——no spelling corrections are made. The typing-test is the
only test we give. .

#

' 6.5.2 Job Performance

Most of the focus of the seminars was on the hiring process, but data

{ 4
were also collected on factors that indicate good or poor job per formance.

Some of the employers' comments were as follows:

Question: When you have someone whom yoi consider to be an_outstand-
ing employee, what are the qualities that that person has that typi-
cally others would not? v ~ :
Answer 1: ¢ think one of the things 1is 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 posit{venesa about themselves and about their job
and the company . . . because that rubs on 'to-the rest of the em -
ployces, just as a bad attitude would rub off.
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Question: What are soume of the things that have caused someone to De
fired? ) )

Answer: Having to repeat how to do -a job over and over. That means
their minds are someplace else. It's good to become part of the
team. f

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 1ike
* td 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 whe attitude and be willing to take responsibilipy; .

7

6.5.3 Private Sector Training ' ) ' .'; ’“.

The typical mode of operation for the employers that participated in
this study was to givé:new empioyees §§ecific traiﬁing (formal or 1nf§rﬁ%1) on
‘their particular equipmént. Applicants who were michine literate-or yhb had
prior work experiencé Weré perceived as advantageous hires becauée they’ were

A CLL,
more easily trained. Some comments from the discussions ‘pointed up this

Question: Does it matter whether the training is in IBM or whatever
Epecific system you use, OT do you just want generic training, a
person who can york on a 'word processor, even if your company does
not use this type of system? ‘ ’ B _#
‘Employer: It really does not make any difference because with the
system we mave——it is a small system——it is just the idéa that they
have some kind of basic [machine] knowledge. : '

employer preference:

Half of the training programs in my organization are for people who
have had prior training. - o . .
First of all, we have a tultion reimbirsement program, if someone \
“wants to take the course, and it 1is job related. We don't pay until
after they have completed the course and only if they got a 'C' or
better. So that is some incentive on their part. Another thing-we
do which we have had a lot of success with is for the past couple of
ycars we have been getting a math instructor from CTI. He is not an
associate of CTI, he's Jjust there and we pay him some set fee. _He's
taught pgeometry, trig, and algebra. You'd be amazed at some of the
people that are taking these courses. We had a patnter- take algebra
and he got the highest score in the class. This guy is"using this as
a vehicle, saying, "Hey, I can.dp something with this.” In fact, he
is. We've said, iﬂey, Ray is taking algebra.” When he ended up with
the highest score (he had a 98 or 99 average in’the class), he's
applied himself, he's moving." :

N
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Yes. It costs us $400—3§bo a semester and employees have to pay for

. thef% other expenses which are nominal. First of all, it's a benefit

to the people taking the courses. They can keep that knowledge--no
one 1is able to ke that away from them. We hired a sales trainer,

* but we got him to do more than training for sales. He also trained

in attitude. . - ¢

6.5.4 Influence of Tight Labor Market

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

particular, -how the tightness of:k ‘tf\é*l.abp’*market influenced their behavior:

@ A

To be perfectly honest about it, I-don't Like‘to hire in teday's mar-—

ketplace. *I'd rather have the problem of finding a qualified person
than having tle problem of an overabundance of qualified people and
finding a 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 honeymoon of the job wears off and they
don't like what they are doing, the error ‘rate goes up and productdv-
ity goes down. You have problems. So I don't 1like to hire nowadays.

A year ago I’would'hghe been much more tolerant than I am today be-
cause of the greater number of choices that we have, to choose from.
Today, we would not have to deal with that, because there would be
someone who was interested in a job and who would be more likely to.
stay qn the job. I know my attitude has changed considerably. And.
Yo) toghzlﬁl'm‘much tougher than I was before. Because you have to
be. You ?GE\QP be. a
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7. CONCLUSIONS AND RECOMMENDATIONS

<

The primary purpose of this study is to assign to various .attributes .,

- W

of ,youthful job applicants the relatiVe importance of each attribute in the

hiring decisions of employers. As such,: the ma jor focus of the conclusions

. and recommendations.emanating from the study was targeted to youth and/or

guidance or youth counselors. However, in the tdourse of analyzing the quan-—
titative and qualitative data, several findin s relevant to employers and
school adminiStratore emerged. This chapter presents conclusions and recom-
mendations caAtegorized by the'three target audiences——youthful job applicants,

employers, and school administrators. B o

7.1 Conclusions and Recommendations for Youthful
. Job Applicants and Youth/Guidance Counselors

»

The labor market for entry-level jobs is analogous to a lottery; em—

X

ployers "buy'/ tickets and take their chances on givenrapplicants. These
tickets ﬁre not\identical however, since employer5|have 1earned;that certain

characteristics are. more 11ke1y to be associated with a winner (i.e., a
/

'productive worker) than others. From the perspective of an appli/? the

2

’question is how to induce an employer to buy the applicant's ticket. The

acquisition of certain skills-or knowledge by the applicants is rewarded.by an

improvement in perceived employability. Attending certain schools is similar-

ly rewarded, as 1s part—time work experience, and other positively perceived
activities. When Screening applicants for a job, 'employers offer an‘interview
to the applicants they perceive as having the highest levels gf employability.
But each activity undertaken to earn employability enhancement requires
time and resources. And those resources (Ould be spent in other employability

development activities (or 1in leisure). Economists refer-to these costs as

opportunity costs. A youth could hold a part-time Jjob, which means less time

- ,
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devoted t§ academic achievement or extracurricular acEivities. The young
N . -

person could decide to go on to a vocational program in ; junior or community
college after graduating from high school, or to enter the labor market
directly at that time without further schooling. The implications of theseA
sorts of_deci§ions on employability need to be\consiaered.

The results of the study provide guidance. First of al%, the study io-
dicates there ;re impprtant ‘characteristics of the job sgarch process that

allow (youthful® applicants to imprové their perceived émployability at very

low cost. Neatness on gge application form (and in cover letters) 1is onéiof
the most impoFtant variables that emploxers usé to screep applicants for
inteyviews-for more consideration. Othgr things being equal, the estimates
derived\in this study indicate that filling out an application in a s pY
fashion decreasés an applicant's empléyabilityaby an amount equal to 2:0 grade
points (from A- ;o C-, for examplei or'by an am;unt that totally offsets hav-
ing had.job experien:;; Besides neatness consjderations, if youth -feel that
their resume is weak on job expgrience, they should present baby-sitting or
"yardwork experience Lo deﬁonstrate some past <ob responsibility.

Interview ﬁavior is crucial in”the job search process. Analysis of the
*

interview data and' discussions with employers indicate how easy it is to jeo—
~phradigg emplo;ability by not being punctual, gy dressing inéppropriéyely, Sy
having a poor attitude, or by using inappropriate grammar in 4n interview.
Signals of a bad qttitude are negative comments about a previous employer or
teacher or being overly ambitious——expecting rapid promotion or to own your
own business. |

Presenting a neat, full resume and exhibiting appropriate behavior at an

interview can be accomplishea with only minimal effort in time and resources.

P
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Other aspects of employability development are acquired over a longer time.

»

horizon and require consideration of expensive choices. Not surprisingly, the
\

study reaffirms the importance.of finishing high school. Having a diploma 1is

the’ 51ng1e most important explanatory variable in models of employability rat—

ing for all occupations and job descriptions. But the study quantified the

importance of other aspects of schooling as well. Achievement as measured by
L

.grade point averages, was rewardedjwith large and significant weight. Both

’high school and postsecondary grade point effects were41arge and significant,

but with the exception of the machine trades respondents, the coefficients on

i
-

the high school grade point variable were greater | than postsecondéry GPA.
e [ 4
The relevance of the applicants' high school major/program.and‘postsecondary

"‘progran to the job were also highly significant. Other things being equal,

irreldvant programs .of study cost applicants between one and two grade points
an A-/student with an irrelevant major appears approximately as employable as
an oftherwise identicat.gtudent with a relevant major and C+ average.

Employers were consistent in their ratings and comments dnring the dis
cussion periodé about cooperative education programs.- In the estimates of
employers, having participated in such a program had a significant, positive
influence. If the program was televanbiio the job the combined coefficients
of co-op participation and relevant high school program are about as powerful
as having had any job experience.

roational skills are also.important determinants of employability.
Eighty-six percent of respondents indicated that the item "specific vocational
skills" was important in narrowing applicant pool,“and) furthermore it was
the highest'rgnkedAitem40ut of twenty—five in terms of criticalness in shaping
the fiaal decisions. It should be mentioned that the largest:subsample of

. 109
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and a’'C- in high school.

employment 8ap are’ significantly negative factors.

\
Y

employers 1in the study were those that hired clerical workers, and of course,

typing speed is an important skill in ole?ical occupations.J Nevertheless the

‘e

strength of the,vocational Skills‘characteristics spanned all employers. ‘In
a -

applying for a clerical JOb having a typ1ng speed faster by ten words per

m1nute improves employability ab0ut the same amount as any attendance at-a

B
e

postsecondary setting. . e

The other major form of human capiEsl atta1nment which the hypéthetical
youthful job candidates comprising the applicant pools in this study could:

choose to pursue is part+time\or summer job eXperience. Having held at least

£} ‘

onc job gives-an applicant a significang‘advantage over a competitor who has

never held a job. If the part—time job is relevant, the combined effect sums
L4

to a relative weight that approximates that of having a high school diploma.

For all three occupations, reporting that two or more prior jobs ended because

s,

of quitting reduces an applicant's employability rating. In a measure of the

effect, two or more‘reported quits of fset the advantage that participating in

.a co~op program would bring, or théy approximate tpe difference between a B-

)

S,
.

The amount‘of prior work eXperience is not a significant determinant of

‘n.

employability.’vBut in some'of'the models, the number of JObS and having ap

. Following up on the gaps variable, another notable finding of the study
is that hav1ng a good eXplanation forhén employment gap——volunteer work or
additional training——can cause an applicant to be rated higher than a job
applicant with no gap at all. The cleay implicationﬂis'that youths who are

haviug difficulty finding a job should strongly consider alternative construc~

tive uses of their time, such as training programs.
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7.2 Conclusions and Recommendations for Employers .

v R \

In formulating their recruitment and hiring strategies, firms must make
fESerEe allocation decisioqs and be concerned about the profitability of

. ; R v
theik\aetions. Large firms and firms that have begn in existence for a long .

time have.made numerous hires and their decision making has withstood the'&ist,

P

Of the markéfplac;s In fact, anyunderlying assumption beﬁeath~th1;'study is
that employers' hiriqg_deC1sions are consistent enough ;hat‘we can géne}élfze
to a larger gppu{ation from the behavior of a small number.who were-observed.
It‘is'thus somewhat presumptuous to issue recommendations to ail employeré.‘ ,

Nevertheless, the study did produce certain results that may be of use to séme

employers. Four such'conclusions are as follows:
. & '
e To the extent that we were able to control other variables, the
personal .characteristics of the application reviewer influenced’
significantly the hiring,.priority ipndex assigned to the applicant.
Males, blacks, and older individuals tended to be more- liberal in
their evaluations of the black youth they were asked to assess.

Y

e Almost unanimously, employers who had experience wivg’a_cooperative ’
education student were enthusiastic about the experience and if a- '
’j hire ensued, were pleased with the outcome.

e An interviewer's assessment of an applﬁéantfs work experience and
¢ education is partially determined by the youth's behavior during
the interviews S

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 the costs to
make a reference check are-.and how expensive-a hiring mistatch can
be, it seems that reference checking is an efficient and recom
mended personnel policy procedure.

7.3 Conclusions and Recommendations for School
Administrators and Policymakers

A subsidiary purpose of the study 1s to be a conduit between employers

and schools, partiéularly in the area of emplbyability development. It 1is

4

s
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important for schools to take into account employers' opinions, since the
economic success and job security of the schools' students depend on the de-—
gree to which they are able to fulfill‘employer expectations. 4s reported in

rokn
o

the chapter presenting qualitative data, employers diﬁ%pave some positive sug-

gestions. The comment that comes immediately to mind is that»more;emphasis L

RN

should be put into teaching concepts as opposed to training“on'particular !
equipment. The comment was made in the ¢ontext of data processingﬁnhere‘it
is suggested that the concepts of data organization and retrieval be taught
rather than programming. Furthermore employers felt that it might be feas—
ible to get more employer involvement in the selection of training equipment.
. Active advisory councils may also be a useful source of involvement.‘/ |

Even though the employer seminars were- held much in advance of the pub—

.licity over schooling quality generated by the National Commission-on Excel-

lence in Educgtion's report, A Nation at Risk, the seminar participants made
numerous comments about the low retention of or lack of basic skills of their
'job:applicants. lhis suggests that employers should be strﬁng advocates of
hanyueducational reforms that move toward improving basic shills.

The results'concerning the importance of the presentation of an appli-
cant's resume and the importance of appropriate interview behavior suggest
'that job search techniques may be an appropriate curriculum item in schools.
F1nally, job experience and participation in co~op programs are important
_,determlnants of a youth's employabilitysf Thus, schools should promote co—op

pro rams and should actively davelop employer interest a d participation in
g y

L them.
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EXAMPLES OF HANDWRITTEN AND PRINTED APPLICATIONS
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HL1GH SCHOOL ATTERDED
DATES ATTENDED:

. P
ML MAJOR/PROGRAM _:ét:!mmmg
“| GRADE AVERAGE: §~DIPLOMA: [YEs [0

**WORK HISTORY**

" EMPLOYER:
POSLITION:

%M%Mm};@m EMPLOYED ,FROM:
OAS 8 NID R, To

JOB DUTIES: 1471%[Q AAJLQMJﬁ/\J¢61‘

Ag aQonemoﬂ A0 (iuﬂ

J[MAMLLI/J

REASUON FOR LEAVING:

\i“?» _,ﬁn 1 Q&é_

/V- -
2 ude
(

EMPLOYER:
POSITION:

EMPLOYED FROM: /_(/_é wenc (s E—él/
¥/

TO:

R
[

oL el) | il }mL/L{,L

JOB DUTIES:

NI v
/ (s

REASON FOR LEAVINJ:ﬁjQﬂ

{f‘

mecg p&d‘@k /,}ﬁ(#
[ J

EMPLOYER
POSITION

V

)EMPLOYED FROM:

JO8 DUTIES:

: . : lXJj
: @ﬁ/x o ﬁ?@ 3 9 :
=R

T Al 077 2 e I el

P00 oo

—
REASON FOR LEAVdNb

(L2000 00 bm,(zomcu,iz J/ﬁ—{/N

X R A

EMPLOYED FroM: ()¢ M'if! (3&\

@AM

POSITLUN:

W Coth

JOB DUTIES:

M?ﬁwﬁjnuﬁ ol MC/@M}QMM? (Yzzj/ﬁ]

01’0 MWOTM

REASON FOR LEAVZ&G.

Mm@ 7. Hex Mﬁr

EMPLOYER:

V
EMPLOYbD FROM:

POSITION:

TO:

JOB DUTIES:

.

1
_J

.

REASON FOR LEAVING:

FRIENDS WORKING AT ORGANIZATION [[]YES

OVER FOR ADDITIONAL

CURRENT EMPLOYMENT STATUS E]EMPLOYED{ZlﬂNEMYLOYED WORK HISTORY

FOR OFFICE USE: 1., TESTED TYPING SPEED:
ELIGIBLE FCR TJTC:JYES [FJNU

HIRING PRIORITY INDEX YOUR SCORE/

U 50 . . 100 .~, 150 . . 200 FOR APPLICANT
Worst Average Best ‘
Hired Hire Hired
+ 115




HIGH SCHOOL ATTENDED: LMM//%M Lefopl MAJOR/PROGRAM: Yeneral

DATES ATTENDED: foz8 74 7% }9/4(/@ GRADE AVERAGE: /- DIPLOMA: [JYES [g]NO

g **kWORK HLSTORY**

0

L)

EMPLOYER: fma /¥ WMJMMMlgm EMPLOYED FROM: /972

POSITION: ﬂWz W 4 e (952

JOB DUTIES: Y ol A{Z,Cﬂj_wL 2227 *‘,@Za/%éﬂi mdcé_
= ’ ,@//Lw/é ANV TECE .

77
REASON FOR LEAVING: (et

EMP\.OYER /,mo//&_goz? 274 /@c,.e/ EMPLOYED FROM: JooZinfee /94/
POSITION: (§ _Ztied /ofe,éaéL 10:_feAspsy /962

08 DUTIES: < (Lndd Necsails, 2t el ‘*[CZZ&NM{( ol
ﬁ/m,wé A AL :

<; REASON FOR LEAVING: (Recc.
EMPLOYER: Q/M 77‘/!/@244,4224/%,, ALt EMPLOYED FROM: foeomlege /944
4
POSITION: ﬁ/éf,aa AL@Z,&&L 10: Py /9§

JOB DUTIES: KQ’M 7/&7/06’14(/; 21 lid ¥ Hebewtred ﬁ%{&o&
M&Ké LA PLCED ‘ y

4 .
REASON FOR LEAVING: @adz

EMPLOYER: L/%gz(/'f i ls Jtde Maad  EneLoved proM: Qeepe /950

POSITLON: /av,{/pocz e TO: _@ﬂ,&%&a /950
o8 bUTIES: P sl Je QLS AMQ( v Jdelerrered  prald,

e AAYTCCeds -

J -
REASON FOR LEAVING: (Jee(T. ]
EMPLOYER: ) " EMPLOYED FROM:
. POSITION: - . TO:
JOB DUTIES: \_
P "REASON FOR LEAVING: S
- FRIENDS WORKING AT ORGANIZATION [ YES[]wo , Oovzx FOR ADDITIONAL
P CURRENT EMPLOYMENT STATUS [X]EMPLOYED [T] UNEMPLOYED WORK HISTORY
FOR OFFICE USE: 1. TESTED TYPING SPEED: </
2. ELIGIBLE FOR TJTC:JYES [JNU
. HIRING PRIURITY INDEX YOUR SCOURE
0.. 50 .. 100.. 15 .. 200 - FOR APPLICANT

worst Average Best

Q £ :
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APPLICANT VEQQLJ *LDUGALLUNAL Kouunp -~

MAJOR/ PROGRAM: (Qﬂg _‘0

;RADE AVERAGE: /- DIPLOMA: @Yhs DNO

HIGH SC@UUL ATTENDED: «
DATES ATTENDED:

**WORK HISTORY**

EMPLOYLR'\,_‘7M Lﬁgp/ Roatra s s st EMPLOYED FROM: Q{ of- 195/

POS LT [ON: &/b:s‘.@/ gﬁtuuy(ap LAk 4 T0: ﬁ;( e /982

Jos DUTIES: &anM/JUMWJA/&Q oM LA g,
v/nwj ity /Aﬂﬂf'///LAQ (A A atbra,

REASON FOR LEAVING: z C I Jum/ O M T2 nﬁ&a

EMPLOYER: gmj(‘j(_(\é// -:4‘:;/7&]” Mﬂ EMPLOYED FROM: /-

postTION: &/ Li o %J(/Zmuﬁ TO: /)‘O‘Xl
JOB DUTIESJ?ﬂA/J)LQAOA,OLd LN z’y,d ﬂ,ﬂ/)/d(,ﬁfx wacal

’WLCLJ 200 g ' ?z/wyuﬂg -
REASON FOR LEAVING: J;///L%jm in

EMPLOYER: [Z&mﬂf ;x‘gf,zmj ﬁZUxJ@ EMPLOYED FROM: 5& Q£ M?.Q
POSITLON: &Lébc!@ M/j TO: -
so8 vurtEss Jelr A /l&@ﬁ/{dm wistrdard Aglipeso

CVZHQAJZ /TszﬂiAAl/&J/V KQ/LO7L[J
REASON FOR LEAVING: ﬁ{vc,(,{- L&Mm% 0¢84 a %uu i g zx}(l

EMPLOYER: /’ﬁ? u(ﬂ/ %%mg (7 /009 EMPLOYED FROM: éZ‘ g Zi:f&
y ‘ .
POSITLON: Mfﬂ ﬂ(/ﬂ/f “:9\_,_&2@_

JOB DUTIES: ﬂd/a@gum dA 4 7ol Asd Mm

i 1/, Qﬂxuuﬁ/ﬁ_ﬂ o ;O/LJLLQ | o
| REASON FOR LEAVING: ZMZ//;" Mgé, 24 "o faal

EMPLOYER: S EMPLOYED FROM:

>

POSITLUN: ’ TO:

A\
A

- JOB DUTIES: . \

REASON FOR LEAVING:

FRIENDS WOKKING AT ORGANIZATION P YEs []No ¢ OVER FOR ADDITIONAL
CURRENT EMPLOYMENT STATUS DEMPLOY!:.D [ UNEMPLOYED  WORK HISTORY
Fox OFFICE GSE: 1. TESTED TYPING. SPEMD: Sé

2. ELIGIBLE FOR TJTC:®YES [JNO

HIRING PRIORITY INDEX YOUR SCORE
0. . 5.. 100.. 15 .. 200 FOR APPLICANT

Worst Average Best
Hired Hire Hired

ERIC - w197




APPLICANT # 329 XEDUCATIONAL RECORD**

HIGH SCHOUL ATTbNDbD 1/ i(m W A, MAJOR/PRUGRAM: ¢)
DATES ATTENDED: %11L(57§ﬁ1YLH,151 GRADE AVERAGE: g[ DIPLOMA:
-’VY -
**WORK HISTORY**
EMPLOYER:~ iao}ff T o) Qmmm EMPLOYED FROM: C(gl
. -/
POSITLON: JI e (IJFJL mﬁ@
P~
JOB Dums:_V /LQ[)(:?/HUQQ MT@ MA\(OM{/Q
Jﬁz&[l&&. -('—vﬂ({/ oQQnMMﬁ//I ek J&Mag‘a_
. i /1
censon For eavinG: (LM Qeedeino A affmo AGQI'
(L | A d
v /V
EMPLOYER: - . " " EMPLOYED FROM: _
POSITION: TO:
JOB DUTIES:
REASON FOR LEAVING:
o
EMPLOYER: ’ EMPLOYED FROM:
POSITION: ) ' - TO:
. .
JOB DUTIES®
' REASON FOR LEAVING:
o | Emerover: " EMPLOYED FKOM:
POSITLON: ' TO:
JOs DUTIES: .
REASON FOR LEAVING: ’
EMPLUYER: EMPLOYED' FROM:
POSITLON: - TO:
JOB DUTILES:
.
REASON FOR LEAVING:
FRIENDS WORKING AT ORGAMIZATIONEQ}Y/S[:]NO ' (O OVER FOR ADDITIONAL
CURRENT EMPLOYMENT STATUS E]EWPLOYbDEZLUﬂE%PLOYED WORK HISTORY
FOR OFFICE USE: 1. TESTED TYPING SPEED: 59
2. ELIGIBLE FOR TJTC:RJYLS OJNU
— 7 -
. : . HIKING PRIORITY INDEX YOUR SCOKE
Qo \k U .. 50 .. 100. . 150 .. 200 ~ | FOR APPLICANT
EMC Worst . Average " Best ‘
. Hired Hire Hired

~
S



'APPLl(‘ANT #530 . S

**EDUCA’IIONAL llLLOllI)**
I SCHOOL ATFENDED:  Central High School '
I MAJOIY PROGRAM: Offlce Education
| DATES OF ATTENDANCE: Sept. 1978 - May 1982
( _____________________________________ I— ————————
| IPOST SFECONDARY SCIOOL ATTENDED:.. ’ :
I MAJUIVPLROGRAM:
| DATES OF ATTENDANCE:

. WORK HJSTORY N )
o ———— - P = e e e e e e e A e e e e e e e el e e = e ————————— -+
| PNllOYER ‘School Cafeterla " EMPLOYED FROM Sept 1981 . I
I POSITIO Food Service Worker . L TO: June 1982 - o
I DUTIES: repaned soft drinks,sandwiches,senved food,cleancd/feset tables. o |
I REASON FOR LEAVING: Left to look for a full-time Job EMPLOYED: Part time |
b e e e e e e e e e e e e e e e e e e e e e e e e +
I FMPLOYER: Fast -Food Restaurant . EMPLOYED FROH June 1981‘ |
I POSITTION: Food Servlice Worker TO: Aug. 1981 L
I DUTIES: Prepared soft drinks, sandwlches.served food.clenned/reset tables. |
¢ REASON FOR LEAVING: Went back to school . EMPLOYED:Full-=time |
e --“—'——-—--_-—-—_—_‘-_-——_—--———-'—_-'-_—____—_—__—_—_-___-_—____—_____ _—_,'.___+
EMPLOYER: Fast Food Restaurant - EMPLOYED FROM: Sept. 1980

DUTIES: Prepared soft drinks, sandwiches ,served food,cleaned/reset tables.:

i
I PTOSITION: Food Serv¥ice Worker TO: June 1981

|

I REASON FOR LEAVING: Left to look for'a full-time job EMPLOYED:Par t~t lme

b e e e e e e e e e e — ———  ———  —— r——— —r——r —— ————— e e e
| thlOYIR School Cafeteria ’ : EMPLOYED FRO : June 1980
FPOSTITION: Food Scrvice Worker T Aug. 1980

i DUTIES: Prepared soft drinks, sandwiches ,served food.clean /reset tables.

I REASORN FOR LEAVING: Went back to school OYED:Full-time

CURBRENT EMPLOYHMENT STATUS: Unemp loyed
FRRIENDS AT FIRM: no

FOR OFFICE USE: 1. TESTED TYPING SPEED: 41
2. ELIGIBLE FOR TJTC: no

1 )
oo e T e —— -
| HIRING PRlORlTY INDEX o ~ YOUR SCORE |
0. .50 . .100. . 150 . . 200 o ‘FOR APPLICANT I
! WORST . AVERAGE  DBEST o i
i HIRED HIRE HIRED T I
+ + - ——— +

Aruitoxt provided by Eic:
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APPLICANT #621

+——————-————-———--—————-—-—-—-—----T ————————————— -

I SCHOOL ATTENDED: Central High School *l

, - I MAJOIW'PROCRAM: College Prep . GRADE AVERAGE: A- 1
: I DATES OF ATTENDANCE: Sept. 1976 - May 1980 DIPLOMA/DEGREE: Yes. |
o e e o e e e e e L +

"~ POST SECONDARY SCHOOL ATTENDED: Columbus Technical Institute !

| MAJOR“PROGRAM: Clerlical GRADE AVERAGE: A- |

| DATES OF ATTENDANCE: Sept. 1980 - May 1982 DIPLOMA/DEGREE: Yosn !

o ——— e e . A, —_——— —————————— +

_ WORK HlSTDRYi .

o e e e e e - ——— +

| EMPLOYER: Sclhiool Cafeteria : EMPLOYED FROM: June 1979 !

| POSITION: Food Service Worker TO: Aug. 1979 |

| DUTIES: Prepared soft drinks,sandwiches,served food,cleancd/reset tables. |

! REASON FOR LEAVING:, Went back to school EMPLOYED:Full-time |
T e e TR Ful I time +

| EMPLOYER: Fast Food Restaurant EMPLOYED FROM: June 1978 |

I POSITION: Food Service Worker : ! Aug. 1978 |

- | DUTIES: Prepared soft drlnks.sandwlchea.lerved'food.cleaned/reset tables. |
! REASON FOR LEAVING: Went back to school EMPLOYED: Ful 14t ime |

o o e e e e e e > +

I EMPLOYER: EMPLOYED FROM: !
I POSITION: . ‘ TO: !

I DUTIES: : N |

I REASON FOR LEAVING: . : EMPLOYED: |

Fo e e ——————— L ————— e ——— - ————

I EMPLOYER:: EMPLOYED FROM: |

| POSITION: 3 . ' TO: / I

| DUTIES: , Y . |

3 I REASON FOR LEAVING: EMPLOYED: |
o e e e e e P -t

CURRENT EMPLOYMENT STATUS Unemp loyed

FRIENDS AT FIRM: no

------- .------------------%---‘----.-oo-----ooo-oo.oooooooooo.o-o.o.o.o.onooo.oo

FOR OFFICE USE: 1.. TESTED TYPING SPEED: 59
2. ELIGIBLE FOR TJTC: no

B

Fo—m - e e e + B e i, +
| HIRING PRIORITY INDEX ! | YOUR SCORE |
1. .50 .. 100 . . 150 . . 200 [ | FOR APPLICANT |
1 VORST AVERAGE BEST ) C !
. ! " HIRED HIRE . IIIRED | | |
s e e e o Hemt .+ —-_—— - +
. l - '3
LY
L 4
i
i
‘ -
t
Cor v : 1]
) . T ,
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APPLICANT #1104
++*EDUCATIONAL RECORD** =

——————————————————————————————————————————————————————————————— [ 4
SCHOOL. ATTENDED: Uppel" Arlington l.S. |
MAJOILV PROGRAM: { co-or Distributive l",(;’ur‘.ullon _IC[U\I)F, AVERAGE: A- 1
DATES OF ATTENDANCE: Scpt. 1976 - May 1980 iDll’LOMA/DECﬂEE= - Yem. |

_________________ +

4
POST SECONDARY SCIIO0L ATTENDED: Columbus Business Uuljtrhlt?\ |
MAJOIV I ROGRAM: Marketing GRADE AVERAGE: A- |

DATES OF ATTENDANCE: Sept. 1980 - May 1981 DIPLOMA/DEGREE: No. |
———————-——-—————————-———————————————y ——————— o o o ——— e = e T +
WORK HISTORY :

—-'_——"_—_"_"_‘__——"-‘——————————--—_-_—_——__—_———_"---__——-_—_————_—'l" ————————— +
EMPLOYEFR: Small Depar tment Store _EMPLOYED FROM: June 1980 ]
POSITION: Sales llclper © TO: Aug. 1980 |
DUTIE®: Stocked she lves,showed products to customers,put prices on goods . |
REASON FOR LEAVING: Was a temporary Job . p EMPLOYED: Full-time i
REASON FOR LAY R A e S moo oo T T 070 +
EMPLOYER: Large Department Store EMPLOYED FROM: Scpt. 1979 |
POsITION: Sales lelper TO: June 1980 l
DUTIES: Stocked she lves ,showed products to customers,put prices omn goods. |
REASON FOR LEAVING: Left to look for a full-time Job LEMPLOYED: Part-time |
_________________________________—_________; ___________ ,_________________;__+
FMPLOYER: Large Department Store . EMPLOYED FROM: June '1979 |
POSITION: Sales Helper ° TO: Aug. 1979 |
DUTIES: Stocked_shelves.showed products to cus tomers,put prices on goods. |
REASON FOR LEAVING: Went back to school EMPLOYEE;'Full—tlme |

+
EMPLOYER: Small Department Store EMPLOYED FROM: Sept..1978
POSITION: Sales llelper TO: June 1979 [

. DUTIES: Stocked shelves,showed roducts to customers.Eut prices on goods. |
REASON FOR LEAVING: Left to look for a full=time Job CMPLOYED: Part-tlme |

+
|
!
|
|

¥ TLNPLOYER: ' EMPLOYED FROM: June 1978
pOS tTHONT - PR TO: Aug. 1978 .
DUTIES: "% - :
REASON FOR LEAVING: Went back to school EMPLOYED: Full-time
—————————————————————————————————————————————————————————— \———————-——-——————+
CURRENT EMPLOYMENT STATUS: Unemployed
NOTE: Frlend(s) at firm ) N
........................................... . . /
- o ( 'b
TYPING SPEED: 41
EL1GIBLE FOR TJTC: No A :
\ .
. * .
i \
. .
oo — oS =SS T oS ST + §+ -------------------- +
| HIRING PRIORITY INDEX L ] *  YOUR SCORE. |
10 . .50 .. 100 . . 150 . . 200 ] | FOR APPLICANT |
I WORST , . AVERAGE  BEST | | |
! HIRED "HIRE HIRED | | 1
4o mmmm——————m————Ss—s—osST oo TTTETE + frmmm—— e ————— +
RO 121
Q - - \
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APPENDIX B

JOB APPLICATIONS AND CORRESPONDING
SCRIPTS FOR VIDEOTAPE INTERVIEWS
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o " . LlerlicCd)l Appsaca—avat
APPLICANT # _ C . *EDUCATIONAL RECORD** No Work Gap

pusliness &

H1GH SCHOUL ATTENDED: Central

DATES® ATTENDED: 1977-1980 GRADE AVERAGE: B DIPLOMA: EYbb DNO
/ **WORK HISTORY**

1 \ P :
EMPLOYER: Swall Retail Firm _ . EMPLOYED Fu@l: June 1981 )
POSITION: Office Helper PT0: June 1982
JOB DUTIES: _Filed records, sorted, and deliveﬂéd mail d
REASON FOR LEAVING: Laid off -
EMPLOYER: Small Manufacturing Firm EMPLOYED FROM: Dec. 1980
POSITION: Office Helper ‘ TO: June 1981
JOB DUTIES: Filed records, sorted, and delivered mail
REASON FOR LEAVING: Better job
EMPLOYER: Small Retail Firm EMPLOYED FROM: Sept.1980 @ .
JPUSITION: Office Helper = TO: Dec. 1980 E
JOB DUTLES: Filed records, sorted, and delivered mail
REASON FOR LEAVING: Better job .

- /T/

EMPLOYER: EMPLOYED FROM: -
POSITLON: TO:
JOoB DUTIES:

REASON FOR LEAVING:

EMPLUYER:

EMPLOYED FROM:

POSITLON:

TO:

.4
JOB DUTIKS:

KEASON FOR LEAVING:

FRIENDS WORKING AT ORGANIZATION [T]YES [x]NO
CURRENT EMPLOYMENT STATUS [[JEMPLOYED [X] UNEMPLOYED

’
o.o.oo-...--‘.'.ooo“-ooooo..o.o.oo'o....ooooo..vo.-.o

FOR OFFICE USE: 1. TESTED-TYPING SPEED:_ 55 S

2. ELIGIBLE FOR TJTC:[JYES B NO

-+

"HIRING PRIORITY INDEX':

: \ YOUR SCORE
0.« 50. . 100.. 150 . . 200 FOR APPLICANT
‘Worst Average Best
Hired Hire Hired
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VIEDOTAPE INTERVIEW SCRIPT
NO RECENT GAP IN WORK RECORD (CLERICAL)

(Used in."no 'inappropriate behavior,” "inappropriate
' appearance,' and "poor nonverbal’ behavior )

”

INTERVIEWER We have covered yourﬁeducational background, now I would like to
take a look at your work eXperience. I have your empioyment record here on

&
the application, but I would like for you to talk a litfle about the jobs you

’

have - had and the work you have done,

INTERVIEWEE I have had\some varied work experiences. After completing high 7
school, 1 enrolled in a community college secretarial course. Beecause of

%,
money problems and not getting what I wanted from my classes, I left school

ﬁ,

and went to work‘as a receptionist/file clerk. After about three months of

that, I had an Opportunity to move to another company to work in a secretarial
b

pool'doing'mostly straight_typing. I enjoyed ‘working in the typing pool and

worked there for abouu'sixsmonths. The company went to word processing and I

[
)

felt very . uncomfortable working with all that new equipment. I realize now

that word processing can improve my work and I w0uld welcome an opportunity -to
learn it. At that time one of.the ekecutives in the company decided to go out
‘_:on her  own and asked me to go as her secretary. I moved to that job and have

" been in'it for about ome year. Now my. boss finds she can- not make it on her

own and'is going with a large company. That leaves me looking for a Job. I

7,
. .

feel all of my experiences have given me good preparation for a secretarial
position. I h0pe you will have a spot for me in this company.
3 : X :
INTERVIEWER: What are y0ur;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 yery good secretary.

INTERVIEWER: Thank you. 5 .

1N ":ff ~



’ F ‘ VIEDOTAPE INTERVIEW SCRIPT . '
NO RECENT GAP IN. WORK RECORD (CLERICAL) :

(Used 1in "inapﬁ?obriate language”)

INTERVIEWER: hWe have covered your educational background, now I would like to

K ]

take a looﬁ_gt your work experience{ I have youruemployment record here on
- ¥ .

~

the application, but I wéuld- like for.you to talk a little about the jobs you
: ~

havg had and Ehf?work you have done.

_ B . .
" INTERVIEWEE: - Yeah, I done a lo_? of work. Uh, after hL.gh school, I went to

. «
, college to this secretary course. But, um, I just couldn't afford it, so I

.éhéd ta qui;, and, uh, went to work as a recebtionist/file clerk. - It was aill

i&ight. Then I éot another job ih a secretarial pool. Um;-itlwas‘all right
tod,'I s'pose, and I, uh, had a lot of gtraight typing. If wégvpretty*nice.
Then after a few‘m;nths, the company went to word pfocessing. I just coulaﬁ't
digvthat(:you knowt” Tﬁey had a lot of new equipment and stuff I just wasn't
into. So, um,” I quit there, and I found out that one of the bosses was going
off to her own business, s0 she asked me 1if I‘wanted to come along as hér: own

'vsecretary, and I said, oh yeah, why not? So, um, I went wifh ﬁer,-and sta&éd,

about a year. And she couldn't afford to stay in business for herself, you

know, so she had to go backs to the large company. So that left me without a

job. . v _ .

-

INTERVIEWER: What are your plans for the future?
. : . N
INTERVIEWEE: I would like to get enough experience and trainijng to become an

executive secretary. For now, I just want to become a very good\secretary-.

L
INTERVIEWER: Thank you. ' .

~~ 135

1977




[

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

(Used in "bad attitude”)
INTERVIEWER: We have covered your educational background,pnow‘I‘would like to
take a look at your work experience. I have y0ur 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 done.

v

INTERVIEWEE: After high school, my folks decided I better go to college..t§o
, “

I went and took a secretarial course, y0u know.‘ I didn't know what else to

take' -But it cost too much and I just didn t like it, didn t like the school

:at all, so I just decided to go to work right away. And I was ‘a: receptionist/l

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. Nowithat

.was all right. I can dig that. Then they went to vord processing, and I “

didn't know a thing about word processing, jack, so I said I just can't get

into that. Then I found out that one of the bosses was booking her own gig

‘zand'she‘askedvmefto come along as hEr secretary. So I sald sure; what else

']Qas T going to‘do? So. 1 wenf with her for about a year. ‘And now, she'sigoing

back to work”for the big company. She's going back toywork for the man. - She

N

can't affordﬁto stay on her own. So'f?m nnemployed, .

INTERVIEWER: Like before. |

INTERvIEWEE: 1 could‘get any job, but people just aren't hiring executive

secretaries, so“Ivguess I will just be a plain old secretary.

INTERVIEWER: Thank you. A .
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Clerical Application

APPLICANT #_ oG \ *EDUCATLUNAL RECORD** Work_Gap
A u51nebs [
HIGH SCHOUL ATTENDED: Central MAJOR/PROGRAM: Qffce.
DATES ATTENDED: 1977-1980 . __ GRADE AVERAGE:_ B DIPLOMA: .thb v

-

**WORK HISTORY**

EMPLOYER: Small Retail Firm - EMPLOYED FROM: June 1981
POSITLON: Office Helper - L T _Jan, 1982

JUB DUTIES: - Filed records, sorted, and delivered mail

REASON FOR LEAVING: Laid off

EMPLOYER: Small Manufacturing Firm ____ EMPLOYED FROM: Dec. 1980 _

TO: June 1981

POSITION: Office Helper

= -
JOB DUTIES: Filed records, sorted, and delivered mail

REASUN FOR LEAVING: Better =ob , -
\\\ EMPLOYER: Small Retail Firm- - . EMPLOYED FROM: Sept.1980
POSTTION: Office Helper - ~ TO: Dec. 1980
JOB DUTIES: Filed records, sorted, and delivered mail
. :
REASON' FOR LEAVING: Better job » ' .
EMPLOYER : : EMPLOYED FKOM: ’
POSITLON: - B ' TO:
JOB LUTIES:
REASON FOR LEAVING: _X
EMPLOYEK: e ‘ EMPLOYED FROM: ‘ ,\
POSITIUN: ’ TO: '
JOB DUTIES: N
REASON FOR LEAVING:
FRIENDS WORKING AT ORGANLZATION [JYES [E]NO - () OVEK FOR ADDITIONAL
(HRKINI FMPLOYMENT STATUS []bMPLOYIL).lUNFMlIOYPU ' WORK LS TORY
DDDDD ..........................I...........l............'..............D....‘..
FOK OFFICE USE: L. TESTED TYPING SPEED: 55 '
2. PLIUIH[L FOR ‘TJTC: []YLb EaNU
 HLRING P IQKITY INDEX . YOUR . SCURE -
0O« . 5% . bt Los0.. . 200 : FOR APPLICANT
Worst Average = Best '
o : Hired Hire Hired




VIEDOTAPE INTERVIEW SCRIPT
GAP IN WORK RECORD (CLERICAL)

N“("GOod"v nd."poorf.explanations)

INTERVIEWER: We have covered your educational background, hoﬁ'l would like to

. ]

take a look at your_work experience. 1 have your employment record here on
the application, but I would like for you to talk a little about the jobs you
" have Lad and the work you have done.‘ | o
INTERVIEWEE: I haye some varied work experiences. After completing high
school, 1T enrolledwin a community college secretarial course. Because of
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 another company to work in‘a secretarial
pool doing mostly straight typing. I 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 equipment. I realize now
that ndrd processing can improve my work and I would welcome an opportunity“to
learn it. At that time, one of the executives in the company-decided to go
out on her own and asked me to go as her aecretary5 I moved to that job ani
was in it for about six months, when my boss foqndﬁahe could not make it on. a
her own and went back to the large company. That' left me looking‘for a job.
;f‘ l-feel all these experiences have given me good preparation for a secretarial
position. Ivhope you have a spot for me in this company.
INTERVIEWER: What parttoff;oar‘e;perience did you enjoy most and which least?
INTERVIEWEE: I think I like the private.secretary work most and would have
‘

liked to continue if possible.A What I liked least was working as a reception—

ist. I enjoy typing and making work look attractive.

o _ . y 4

J

.\ ‘ ' “ . 138 | ' | "..’ o |

11N



' INTERVIEWER: 1 noticed from youf applicatiqn that .you have been out of work
for the last six months: Would you bleabélekplaiﬁwwhat“youjwete doing dqriﬁg

that time and period?

“GOOD" OR REASONABLE EXPLANATION:

IﬁTERVIEWEEﬂ Yes, I would be happy to explain. When my boss went with an-
other cémpany, I was out of work. In_deer t¢ stretch my ungmplbyment com-
peﬁsétioﬁ, i”mov;a‘baciviﬁadith'my‘fam¥i;; .i have searﬁhed:éd} é'j§b on a”
reguiar_basis. I have mailed applications ana‘had pgrsonal,interviews bﬁt}‘as
you know, jobs are scarce and'I héQe not been successful in becoming employed.
I called my high school typing teacher and éhe lets ﬁe come 1p every Thursday

afternoon so 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-—

pensaciod coming and have always wanted to see gome other parts of the~coun-

3

try. I went with some friends to Colorado and we sfayed tHere duriﬁéfthe 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. o

INTERVIEWER: Thank you.
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Retail Application

APPLICANT # R *EDUCATIONAL- RECORD** No Work Gap
3
, o / Distribucive
HIGH SCHOOL ATTENDED: Central Con MAJOR/PROGRAM: Education
DATES ATTENDED: 1977-198/ GRADE AVERAGE: B DIPLOMA:[@YES E]No

**ORK HISTORY**

EMPLOYER: Large Department Store . EMPLOYED FROM: May 1982

POSITION: Sales Helper TO: June 1982

JOB DUTIES: Stocked shelves, showed p¥oducts to customdrs, put prices

on goods

REASUN FOR LEAVING:

EMPLOYER: __ §pal] Department Store ___ EMPLOYED FROM: May ]98] .
" POSITION: Sales Helper TO: May 1982

*JOB DUTIES: Stocked shelves, showed products to customers, put prices

on goods

REASON FOR LEAVING: Laid off

EMPLOYER: Small Department Store . EMPLOYED FROM: September 1980

POSITION: Sales Helper (part-time) TO: May 1981

JoB DUTIES: _ Stocked shelves, ghowed products to customers, put prices

on goods
KEASON FOR LEAVING: To full—cim'ejéob

A

EMPLOYER: Larpge Department Store . EMPLOYED FKOM: September ,1979

POSITLUN: Sales Helper (part-time) ) © TO: May 1980

~

JOB DUTILIES: Stocked shelves, showed products tdycustomers, put prices‘
7

ey

on goods

KEASON FOR LEAVING: Temporary job

-
-

EMPLOYER: »/~ EMPLOYED FROM:
~ I

POSITION:: : . TO:

JuB DUTIES:

KEASON FQR LEAVING:

FRIENDS WORKING AT ORGANIZATION [Jyes[ANo () OVER FOR ADDITLONAL
CURRENT EMPLOYMENT STATUS [[JEMPLOYED [X]UNEMPLOYED WORK HISTORY

e s 5 58 8 5 0 880 e 880000000 es00000000rys0)000N0s000000ss000000000s00s000000000040

FOK OFFLCE USE: 1. TESTED TYPING SPEED: 55
2. ELIGIBLE FOR TJTC:[JYES G NO )
A}

-

HIKING PRIORITY INDEX YOUﬂ SCURE
Uo. . 50 . . oo . . 150 . . 200 FOR APPLICANT
' Worst Average Best { 7 \
Hired Hire Hired )
132
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%
VIDEOTAPE INTERVIEW SCRIPT
NO RECENT GAP IN WORK EXPERIENCE (RETAIL)

/

(Used in "no inappropriate behavior,"” “inappropriate

appearance,” and "poor nonverbal behazior") -
. \

INTERVIEWER: In considering you for a positien in sales, it is important that
we know about both your education and work eXperience.‘ I think we have
covered your schooling, but now I would like for you to tell me about ;our
work experience.

INTERVIEGEE: Yes, as I mentioned earlier, I had some very worthwhile work
experience while still in high school. As part of my distributive education

program, I worked part-time my last two years in school and full-time in the

summers. !

I started as a stock person in our local supermarket. In this job I
stamped prices on items and placed them on shelves. After about three months
I was moved to the cashier-checker position. 1 greeted customers, entered
prices into the cash register and made change. Sometimes I helped with x’//

v .
sacking the groceries. I worked at this job the rest of my Junior year in

school. During the summer I did grass cutting and other odd jobq}I could get.

My senior year.I was placed in a men's clothing shop. After 1earnihg the
stock and company rules, I worked as a salesperson. I enjoyed this job very
nuch and felt I learned a great deal. After graduation from high school, 1
continued to‘work in the clothing shop.

After about one year iﬁ.this job, the shop where I worked went out of
business. After job hunginévéag about two weeks, I went to wofk for a large
department store. . I habe worked in several depAftments as a salesperson—*

children's clothing, appliancds, and shoes. I feel that experience has been

141 .
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very worthwhile and I have learned a lot abqut selling. I am applying with
your company because I would like to get back into selling men's clothing, Do

.

you have other questions?

INTERVIEWER: Yes,‘[ would like to know what your plans are for the.fdfure.

INTERVIEWEE: Eveﬁtuglly, I would like to own my own shop but for now I would .
\ v ) // "

be happy with a sales position.

INTERVIEWER: Thank: you.

&4

w3
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VIDEOTAPE INTERVIEW SCRIPT :
NO RECENT GAP IN.WORK'RECORD (RETAIL)

(Used in "inappropriate‘Iangnage") ﬂ‘fgwf 

A

INTERViEWER:.:In considering you forua position in sales, it is 1mportant that

we know about both your education and work experience. 1 think we' haveg

covered your’schooiing, but now I would like for you to tell me about your
/ I\.x et ’ v \
work experience.. ..”, ' ’

INTERViEWEE: Uh, yeah, um, as I mentioned.before, I did a lotta good stuff

while, you know, I was st£{1 in high school. AsApart of my distributive

’ BT
education program, I waS able to work part—time during my junior and senior

years and full—time during the summers: So, uh, I started working for, uh,

this grocery store. ‘Okay? And I}&ae?a stockperson. I did all the stockin’

of ,shelves. and Stampin' the merchandise. And, uh, after about three months,°I
became a cashier-checker, see, and like I was able to deal with¥the customers
one on one. ‘You know like dat. You know, I ran a cash register and, uh, I

bagged the groceries and stuff. I worked my whole junior year and then during
’ : o :
the summer 1 worked at odd ' jobs—-1like cuttin' the grass and stuff like dat.
. - 1/‘ !

So, uh, went on to my :enior:yearjfgl’was placeg in a men's clothing

-

store. So, like, after 1 ning the stock and company«rulesé—that—ain’t no “\

L

pJZblem——like, I worked as a salesperson.r And I really liked that_job,ny
know. And after graduation, I continued to work in this store. After abZ:t a

‘f‘\}. SR - \d.\'

year&he c0mpany went under. See"

. So 1 was looking for a job for about two weeks when I hooked .up with_a”'
. \ i

largerdepartment store.) I worked in several departments such as kids'
clothes, appliances,. and shoes and stuff like dat. 'And,:uh, they let me go

after a decline in buainess. So 1 am'applying for a job at y0ur(company.

7 “
47 v
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& A . . .
INTERVIEWER: Yes, I would like to know what your plans are for the future.
INTERVIEWEE: Eventually, I ®ould like to own my own shop but for now I would:
be happy with a sales position.

" INTERVIEWER: Thank you.

3

C
~
<
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VIDEOTAPE INTERVIEW SCRIPT
NO RECENT GAP IN WORK RECORD (RETAIL)

(Used in "bad attitude™)

~ 5

INTERVIEWER: In considering you for a position in sales, 1t is important that

we know about- both your education and 7ofk expérience. I think Qe have

d like for~you Eb tell me ébout your

< : i % . )
covered your schooling, but now I woul
work éxperience. R
h e . i
. INTERVIEWEE: Well, as I told you before, while I was in high school, I had

the opportuﬁlty to do a lot of gdod stuff,. As part of my d}stfibutiVe educar

tion program, I worked part-time my last two years in s&hool and full-time in

e

the summé;; So, my firép job my junior year was that’of a stockperson ip‘a
grocer}store——a really lowly job, but you knoﬁ, it was starting offg;:So I
worked there stamping merchandise and %tocking tﬁé shelves. But_;hfee months
latef, i moved up. "I'moved ué to a posit£on of a cash#er/gﬁeckér. 1 greeted
customefs (yoﬁ‘iﬁdQ; 1 havz a lot of b;rsonality) ;ndllj;éng on to fing up the ’
purchases and bag the groceries. I didn't like_thaﬁ ;$o much, bUt;T;ou know,
N .’1t was part of the job; Dufing’theusummer, iiworked-odd jobs, 'cause you e

k?ow, hey, the jbb si:uation was kiad oftbadr S r;f :

In:my‘sggior year, 1 wés placed 1in g{men's c}o#hing store. You know, I
was movidé'yp. After learning thd stock énd company rules,,i worked as é

)

salesperson. And, you know, I really got into this job. But as time went on,
<.‘ | . B P é.b.z- .
the store was closed. . et

. . Vg
d

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

worked in the appliapge department. I worked 1in the shoe department. ' It was
: e o . .
' ‘ | \ ‘ ’

. b . .

R c I . ) . . .

T . o : : : ' : i

g . . . . . \" o 8r . L - f 7»*
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J

INTERVIEWER: Thank yod@ _ -

K, : 4
a real drag working in so many departments. After awhile, I couldn't care

less about what I w§§>;iiling. Then after a decline in business, they-let me

go. So here I am appl g for a job with your company. Any questions?

-

INTERVIEWER: Yes, I would like to know what your plans are for the ure.

INTERVIEWEE: Eventually, I would like to own my own shop but for now I would

be happy with a sales position.

&

e

14¢
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Retail Applicacion

APPchgNT tee_ #EDYCATIONAL RECORD* o cap, °
HIGH SCHOUL ATTENDED:__ Central ; MAJOR/PROGRAM: E;ﬁiiiﬁgﬁlve
- DATES ATTENDED: 1977-1980"" . .GRADE AVERAGE:__EJDIPLOMA: Eyes [Jno
*%WORK HISTORY** | (\
EMPLOYER: _Large Départmbnt Store _; EMPLOYED \FROM= _Ogtober 1981
* POSITION: Sales Helper o - TO: _ January 1982
’ vJOB DUTIES StQCkﬁd she lyggl sho wed grodugts to gugtomers, Dut,prices
on gpods ) i
'REASON FOR LEAVING: _Laid OEE )
Q «
EMPLOYER: _Small Depar tment %tore ___ EMPLOYED FROMg_May 1981
POSITION: Sales Helper _ (‘ . | . T0:__october 1981

JOB DUTIES: Stocked shelvesl4§ho§ed products to customers, put prices

on goods
REASON FOR LEAVING: Laid off y

EMPLOYER: Small Department Store . EMPLOYED FROM: September 1980
POSITION: Sales Helper (Egrt ~-time) ' ' TO: May 1981

JOB DUTIES: Stocked shelves, showed products to customers, ?nt prices

on goods <=

REASON FOR LEAVING: To full-time job

e

g

' é\ETPLOYEK: Large Department Store L : EMPLOYED FROM: _ September 1979
POSITLON: Sales Helper (part-time) o TO:__May 1980Q

" JoB DUTIES: Stocked shelves, showedéproducts to customers, put prices

» on goods

REASON FOR LEAVING: Temporary iob

EMPLOYER: ' ' EMPLOYED FROM:

POSITLON: : : TO:
JOB DUTIES:

REASON FOR LEAVING:

p—

FRIENDS WORKING AT ORGANIZATION [JYES[x]NO . (O over FOR ADDITIONAL
CURRENT EMPLOYMENT STATUS [ JEMPLOYED UNF.MPEOTYED WORK HISTORY

% FOR OFFECE USE: 1. TESTED TYPING 'SPEED: 55 -
2. ELIGIBLE FOR TJTC:[JYES [ NO

HIRING PRIORITY INDEX ! YOUR SCOKE

Qo 0. . 5 .. 100. . 150 ... 200" " | FOR APPLICANT
‘ Worst Average Best

Hired Hire Hired ‘ 14




INTERVIEWER: 'In coneidering youffor a position in sales, it is important.that

- program, I worked part—time my last two years 1in school and full-time in the

VIDEOTAPE INTERVIEW SCRIPT
GAP 'IN WORK RECORD. (RETAIL)

("Good" and "poor” explanatibns)

L}

we know about both your education and work experlence. ‘I think we haVe

covered your schooling, but now I w0uld like for you to tell me about your

o
work experience.

INTERVIEWEE: Yes, as I mentioned earlier, I had some very worthwhile work

experience while- still in high school. As part of my distributive education

»

aummers.

'l started as a stockperson in our 1ocal supermarket. In this job I
Stanped prices on itema and placed them on shelve57; After about ‘three months
1 was moved to the cashler-checker stition. "1 greeted cugtomers, entered
prices into the cash register and made change. Sometimes‘I‘helped with

~

sacking the groceries. I Worked at this job the rest of my junlor year in

~

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

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

stock and company rules, I worked as a salesperson. .I enjoyed thﬁ_ job* very

~much and felt I learned a great deal. After graduation from high school, 1T

VRN
—

continued to work 1m the clothing shop.

After.ab?ut four months working full-time in this job, the shop where
I worked went out of business. After job hunting for.ahout two weeks, I went
. H ' £ .

to work.for a large,department store. I worked in several departments as a

<

~

salesperson——children's clothing, appliances, and shoess -1 feel that experi-

ence was very worthwhile and I learned a lot about selling. Business declined

140 .
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¢

-

inrthe_department(store and since I had been there only a short time, I was

let 8o. I am applying with your company because I would like to get back into

" selling men's clothing. Do you have other questions’

)

_INTERVIEWER: Yes,‘If you don't mind, I would like to know more about those

six months you have been out of work, - what'have‘you been doing during that

-

period?

"GOOD" OR- REASONABLE EXPLANATION

“POOR" OR LESS THAN DESIRABLE EXPLANATION:

.INTERVIEWEE' Certainly, T am happy to explain that period of time. I'had'

some unemployment compensation coming, SO in order to stretch that, I moved
back in with'my family. I have been seeking employment on a regular basis

through mailed applications and personal interviews, but, as you know, jobs

are very scarcde and I have not: been successful in getting a job I have,

worked as a volunteer salesberson in a goodwill store in my spare time. This

’

helped the stoEe and alloWed me to keep and improve my sales skills. _ -

LA

_INTERVIEWEE Certainly, I am happy to explain that'period of time} I had

l

some unemployment compensation coming and have always wanted to see other

£
-

4?[ parts of the country. I went with some friends to Colorado and we stayed

thererduring the ski season.: Iidid a lot of skiing and made many new friends.
. & ‘ ' ' !
Now my unemployment compensation has run out and I{have to find a job.

.

INTERVIEWER: Thank you.

. : g-j;frfg 143
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- Machine Trades Application——_

e Ay APPLICANT # M o **hDUCATIONAL RECORD**No Work Gap *
HIGH SCHUUL ATTENDED: Central MAJOR/PRUGRAM: Machipe Shop
DATES ATTENDED: ‘1977-198Q umm., AVERAGE:R  DIPLUMA: [;]YhsD NU

C o RAWORK HISTORY**

- EMPLOYER: _ Smal) Manufacruring Firg EMPLOYED FROM:: May 1980
éUSIfIUN:;.Machinest Helper A TO: June 1932
JbB DUTIES: ?laceAIough,metal in:machine, operéte machine, make
: adjustments
KEASON FOR LEAVING: Laid off -
EMPLOYER: EMPLOYED FROM: .
POSITION: TO:
JUB DUTIES: s
R R A ~
REASUN FOR' LEAVING:
EMPLOYER: S {__ _EMPLOYED FROM:
POSITION: / TO:
-+ JOB DUTLES:
KEASON FOR LEAVING:
EMPLOYER: , EMPLOYED FROM:
POSITION: t : TO:
JOB DUTIES:
| 'REASUN FOR LEAVING: .
W EMPLOYER: W EMPLOYED FROM:
: L
. POSITION: o TO:
JUB DUTIES:
REASON FOR LEAVING:

FRIENDS WORKING AT ORGANIZATION [:]Yhs K] NO

OOVER FOR ADDITIUNAL

»

CURRENT EMPLOYMENT STATUS DmPLOYED [ UNENPLOYED. WORK HISTUKY
OPERATE MACHINES:_ . : :
.
v . “Qj o .
FUK OFFICE USE: 1. ELIGIBLE FOR TJTC:[]YES [JNO
. i . . [
HIKING PRIORITY INDEX YOUR SCOKE
o 50 0 1ouT LT 1507, . 200 FOR APPLICANT -
o Horst Average Rest : ' .
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VIDEOTAPE INTERVIEW SCRIPT
NO RECENT GAP IN WORK RECORD (MACHINE TRADES)

(Used 1n "no inappropriate behavior,” inappropriate
appearance,” and "poor nonverbal behavior")

INTERVIEWER: One of the things this company is interested in is the work

’

experience that you have had. I have that information here on your’

application, 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

Y

_you have done.

H

INTERVIEWEE: Yes, that would be a period of about tdo years}' When I com—

p%eted high school I went immediately into a machine shop where I became a
helper to an experienced méchinist,— This gave me an opporfunig; to practicé
the application of many thing; I had learned in my high séhool machine shop
class. After about six méntﬁs I was raised to machine tool operator, which is.
a semiskilled position a;d was earning at the beginning machine operator
level. .After an additional six months, the éoépapy paid'my!tuition and
expenseé to a;tend a n{ght class in gumerical control. I cgntinued to work as
a machine tool operator and received two raises as my skill and speed
?pcreased. The coméany at that timevthought they would go to numerical
control. I learned a lot in“the class and. was eager to get into that type
work. About the rime I complefed tfaining; orders fell off and the company
decided not to go numerical control.  I continued to work there for about six
more mon:hs. but as business continued to.drop several employees with less

time oy the job, including myself, were let go.

IS

INTERVIEWER: So you have about two years experience working in a machine

. »
shop?




INfEﬁVIEWEE; Yes, sir. ) ,

INTERVIEWER: What is your ambition for the future7

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

INTERVIEWER: 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 is the work

eXperience that you have had. I have that information here on your appli- ’

cation, but, I'd rathetihave 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 about two .

&ears. Uh, tight-after 1 got out of high school, I starten'working for this,
uh,iguy who owned this machine shén; all right? And this, you know, gaVe me a
chance tn use a lot of things I picked up 1in high schonl, you know, right nn
the job. So, I was working a period of about six months when I started work-
ing as a machine tool operator,hand, you know, this was a semiskilled position
and start paying me at the beginner leyei. So," I started doing pretty well
for m}self. Qkay?- About six months went.by and, iike, the company sent me to
night school and y0u know, 5‘to take numerical control. See? I continued to

work at the machine shop for about another six months and picked up two raises

- as my speed and skill increased. §ee? So, like, I really like what I learn

in my class, see, and I was really picking up on)tﬁﬁt“numerical control stuff.
5 )

So at that time, the company thought they were- going to go with numerical pon—‘

trol, but all of a sudden they decided to drop-all ‘of dat and start picking np

on orders. 'Cause orders was dropping off, see, and they was doing.reai bad.

.. S0, I 'had no problem with that. :éQVI continued to work with the company for

-another six months, but orders was still drOpning off, so the company decided

to cut a bunch 6f brothers 1003e;'and I gots ‘let go.

W.

ELY
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<

INTERVIEWER: So you have about two-years experience working in a machine

shop?

~*

INTERVIEWEE: = Yeah, dai's right.
INTERVIEWER: What is your ambition for the future?

INTERVIEWEE: I would like to become an all around machinist as soon as
EDEL DMl

% Y
possible and then I would like to go into business for myself.

INTERVIEWER: Thank you.
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Y
’ VIDEOTAPE INTERVIEW SCRIPT
NO RECENT GAP IN WORK RECORD (MACHINE TRADES)

(Used in "bad attitude™) A

INTERVIEWER: One of the things this company is interested in is the work

experience that you have had.”xI 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 yoﬁ gve had<?nd the work you

¥

have done. ~

INTERVIEWEE: Okay, the old story. That would be a pefiod of about two years.

When I got out of high school, I went immediately into a machine shop, where I
became a helper to an éxperienced machinist. Okay, this gave me an dppor-
tunfty to practice the application of many things I had learned in my high
school machine %hop class——a iot of things that were kind of boring, but you
got to work, right? "After about six months, I was raised to machine tool
6perator and they weré ripping me off by only paying me at §P€¢beginning leVe}
—-a semiskilled 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 send me to night.school to learn numerical
control. You see the comany at that time thought:they would go to numerical
control equipment. The& seht‘ég out because I wasn't making no money, anyway.
But hey, I liked it. I really liked the numerical coatrol. But as I con-
tf;ued to work there for another six months,athe compény decided to give me

. -
Rt 2 : .
two raises. But I was the best worker there a?d I. should have gotten more

:

than that; but I only got two raises. Just as I completed my training, they
dropped it. Right out of the blue, they decided not to go into numerical
control -because orders were dropping off. But, heyy it was becausé‘they

’

didn't want me moving up so-fast. I continued to work for another six months

. 155,
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and I was doing really well, when th rought up this jive about orders

dropping off, again. And they let me their best worker.

-~ v

INTERVIEWER: So yod have about two-years exper{%nCe working in a machine
- N | 0

8

shop?
INTERVIEWEE:‘ Yeah; dat's right. ¢
4 ' '
INTERVIEWER: What is your ambition for the future?
}NTERVIEWEE: I would like to get some scratcﬁ and hire some "bros” and go
.into busine;s for myself. <::§ ' . s

INTERVIEWER: Thank you.

AU,

¢ [

P
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Machine Trades Application--

Work Gap /

' APPLICANT # MG . ##EDUCATLONAL RECORD** .
- - — —~ —

HLIGH SCHOOL ATTENDED: Central
DATES ATTENDED: 1977-1980

GRADE AVERAGE: B DLPLOMA: [x]YES[ N0

b

MAJOR/pRoGRAN: Machine Shog

-

wnORK HISTORYW*

EMPLOYER: Small Manufacgyring Firm EMPLOYED FROM: May 1980

POSITION: Machinest Helper N TO: Jan. 1982

.

JOB DUTIES: Place rough metal in machine, operate machine,

)

make adjustments

KEASON FOR LEAVING: _ Laid off

EMPLOYER: EMPLOYED FROM:
POSITION: . . TO:
JOB DUTIES:

REASON FOR LEAVING:

N\ .
. £
EMPLOYER: Lo _ EMPLOYED FROM: i
N c ‘ [
POSITION: . ’ . - TO:

‘JOB DUTIES:

KEASON FOR LEAVING:

o

EMPLOYER: ’ EMPLOYED*FROM;

POSITLON: ™

JOB DUTIES: '

, -
REASON POR LEAVING:
]

Enyﬂiysa: : ’ EMPLOYED FROM:

POSITION: i 10: Y

JUB DUTIES: ~

REASON FOR LEAVING: '
FRIENDS WORKING AT ORGANIZATION [J YES [gNO Oovux FOR ADDITIUNAL
CURKENT EMPLOYMENT STATUS [JEMPLOYED [x]j UNEMPLOYED hy "WORK WTTT
OPERATE MACHINES: _ \

o - \— —
v eeeeoba €OR [TC:[JES (INO
HIRING PRIORITY INDEX ' ’ YOUR 'SCORE
0.. 5 .. 100. . 15 .. 200 FOR APPLICANT
Worst Average Best .
Hivad Uil-- Hi—-~d L - ! .
e - I ._____..-,_.ﬁ_.-

. ) _ '1£9 I
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‘_'lr . B 1 ’ ) . . . ’ B , . . .
. S * VIDEOTAPE 'INTERVIEW SCRIPT S
i T : GAP. IN “WORK RECORD (MACHINE, TRADES) R

: : ' ’ . B S ,"“ '»;v‘ﬁ':l"‘ .
("Good" and "poor" explanations) W NEL

INTERVIEWER: One of'the'things'this company: is interested in is the work

experience that-yeu have had. I have that information here on your

application, but I'd rather have you tell me about ‘it. Start, with when you

left high school and bring me up to date on.thé jobs you(have had and the work e

¢ .
™

you- have done. f:,'V o ‘ " o

) _\'1~ ,' i . PP ’ Co e Lk §oet
" INTERVIEWEE: Yes,’ that would be a period of ab0ut two years..,When RPN
ELELLAE LA aﬂ' | . 2

completed high school I went immediately fato’ into a machine shop where I,

became a- helper to an eXperienced mach nist. This gave me an 0pportunity to ﬂ;

-
. -

practice (he application of many things d learned in my high school

machine shop class. After about six months ‘1 was raised to machine “tool’

.

operator, which is a semiskilled position and was earning at the beginning

~f 'machine operator level. After an additional six modths, the company paid my
R . -}"‘ . ..{‘w (>4

tuition and expenses to attend a night tlass in numerical control. I
continued to work as a machine tbql operator and received two raises as my

skill and speed increased. The company at that time thought they gdhld go to
. ‘ | | /j[ :
numerical control. I learned a lot in the class and was eager to get into
- M ‘ ‘1

) tjat type.work. Ab0ut the time I completed training, orders fell off and the,
. \ .
company decided gpot to go numerical control. As one of the newest employees,
I wasilet g0 because of the drop in business.
E \riﬁiE§V1EWER: I-notice from your applica%ion thatlyou have a gap in your work

s

record from the time you were let go to the -present time. ' Would -you, please
< : 3 o v
explain what you were doing during that time period?
N L]

s



Q‘G

", "GOOD" OR REASONABLE EXPLANATION:

~.

N

INTERVIEWEE: jFor;the year and a half.previous to losing my job, I had worked.

f .
in the machine shop. * Because of the sharp decline in orders,'SOme*of the

people with less senority (1ncluding myself) were terminated. Since I had

’saved some mbney and. had a.fund-accumulated in the company retirement fund and

‘could draw unemployment compensation, l decided to make gome badly needed

'repairs on a home we- had just purchased. I was, of course, seeking employment

at this time. I did save money b% doing the work myself and now I have a much
R SN o
more comfortable home.

SN N

' s
_“POOR" OR LESS THAN DESIRABLE EXPLANATION: - -

A
- E

INTEﬁVIEWEE: For the year and a half previous to losing my job I had—worked

in the machine shop. When I got laid of f, I decided to draw my unemployment

compensation. | I took a bike trip into the north woods and gid some fishing

o

"' c'r' N
and hunting. ‘{ ‘saw a lot of beautiful country. Now my unemployment compen—

oL

sation has run outuand I have to go back ‘to wofk.

Y - { , \\l/ R
INTERVIEWER: Thank you. : ’ : : )

ﬁ‘l&v . ’ "N

A ‘ i
‘ - ~ R : ‘ ~

|

.



- APPENDIX C

- RESPONSE FREQUENCIES FROM QUESTIONNAIRE/
> -’»I. ) a ! . .

™

I3
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U Sex: Female 26
. BlaCk 5 v
Race: ymice 51
Numben '

”~ x ’,"
Your voluntary participation in this study will be most appreciated
and all information you provide will be kept, confidential. The
responses you give will be used to prepare statistical totals and
will not be identified with you or your organization. !

. . #
£ 3 SECTION A
. l" _
1.} Firm Characteristicﬁ o N )
v e '
THE FOLLOWING QULSTIONS ~n'ER T THE ESTABLISHMENT AT WHICH YOU WORK (OR IF
YOU ARE. RESPONSIBLE ‘'FOR HyggNG EOPLE FOR MORE THAN ONE ESTABLISHMENT THE
hSTABLISHHENTS FOR NHICH RESPONSIBLE).} .
1. How many persons are employed full time in your establishment RN
at the present time? . Ve E : ¢ ,)
Iy
(0 Less than 10 (B 3049 . 10 200-499 . !
(D 10-19 3, 50-99 - . . ( ? 500-1999 .
(& 20-29 " v (15&100—199- ) () 2000 or more

2. HWow many persons-are employed pal =time infyOUr establishment
Q B . . . o ~v

_at ptesent’

3,

" @6 Less than 10 (@ 30%49. 7. (0 200-499
(& 10-19 (2 50-99 W' - (9+500-1999 _
(5 20-29 RN : C D 100-199 . - (9 2000 or more .
. 5 . i . f
3. Approximately what percent of ‘your full and part-time . R S\
employees would be classified as retail employees° : Median 55 % -
4. Approximately what percent of yght full time and patt—time . LT
© . employges would: be classified as white collar (i.e., clerical,
sales,/ managerial, and profession§1)° - N Median

5. Approximately what percent of your . retail emplpyees %ould be |
classified as buyers, chefs, dipartment managers, Or store Median
managers? % i

6. What is the highest hourly wagé received by anyone in one Median$ _10.00

of the above jobs? | \ o // per hour ,

7. What percent of the people in these upper leyei job classifica-'_ \
* tions were first employed by your establishment in an unskilled’ ' '
or semiskilled entry-level position’ Median -30 % , ?
- A A

8. [not included in this version] ‘ ;%" C -
9, Approximately what percent of the full time*and part—time ) -

employees are under the age of 257 m . ‘Median 25+ %B\'

» 1R K o 4
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I , . : ' ' i T Median’

10. During the last year, did the total number "~ 16 Increased by 10 %
of employees in your establishment increase, 16 Decreased by /.5 %
decrease, or stay about the same? 19 Stayed by same

11. Roughly what percent. of your non-supervisory 18 : tT 4;
workers are covered by collective bargaining 50 . 1 '
agreements? % 60 . 1

P

‘ : .1
12. Does your company have any divisions and subsid?g;ieé,in other
locations which do their own hiring?

3 (35 No, GO TO QUESTION 14 : -
‘ (18) Yes, GO TO QUESTION 13
13. What swould you estimate the total number of full time and
. part—-time employees is in all the divisions and subsidiaries

1 "of your company? (include your own establishment)
() 1-49 ‘ (1) 100-499 ( ) 2000-9999
) - () 50-99 ( ) 500-1999 (1) 10,000 or more

- % ¢

2 o N ) . '
v ‘ 7 e
i - - .
o
‘."J. % ’ : -
AR VY
'*_-.,»(Z?.;.)‘-
@ TN N
- o . : . l 7
L5 Ky
e,
g . ‘ |
L]
: 8 2 LL R
\‘
t L4
N .
- - N
&
h » ~ ks .
«
-4 \‘)
-
t €
1 '
¢
Vs q




/

v Establishment's Hiring;Ptocess‘

[

,-» THESE QUESTIONS CONCERN YOUR ESTABLISHMENT S GENERAL HIRING PROCESS FOR
" (CLERICAL, RETAIL SALES, MACHINISTS) POSITIONS OVER THE. PREVIOUS ONE OR
.TWO YEARS. X
14. When your establishment has an opening in an unskilled or - {
semiskilled job, which of the following methods are used to
attract applicants? (MARK ALL THAT APPLY)

) S

(29 Ask for referrals from the state employment service
, ( 9 Ask for referrals from-employmént agency
° ( O Ask for referrals from a union
‘(93 Advertise in media * *
(12 Display help wanted sign
(39 Announce to current employees that thete are openings
(33 Ask for referrals from schools or vocational education
institutions

- (12 Make other efforts. Please describe

( & We don't solicit applicants beceuse we have enough
" .unsolicited applicants ' -

>

15. How are telephone inquiries about employment treated——,"\

15A. When there is an opening?
(33 callers are encouraged
to come in and fill out

15B ‘When there is ‘no specific opening?
(24 Callers are encouraged ‘
to come in and fill out

an application ' , an application
(18 Callers are encouraged (19 callers are encouraged
" . ~ +1if they have skills ~ ' . %f they have skills
"« (D cCallers are . generally (19 Callers are generally
discouraged discouraged .
( 3 NA because.we have few - (l) 'NA because we have few
phOne calls ’fﬂ* o "phone Qalls

v . 1 AT i . ’ " .
16. About what percenﬁage of" people who “come': 3 stablishment T
" without a reférral looking for a position similar, tﬁ”the one N _
descrlbed are g{yen an application-—r“ “. . S . L T

16A. When there is an opening? 163 ~When there is no specific opening’}

¢9 95-100% . 66) 95-100%
. (D 76-94% ' “"(3) 76-94%
(2 51=75% ¢ (0) 51-75%
(Q 26-50% (3) 26-50% | |
() 6-25% (1) 6-25% - Cu
(D) 0-5% P “a (11) 0-5% . '
IF 16A AND 16B ARE 100% THEN SKIP TO QUESTION 18 - .
e N -
:3 )
. ) . |
ERIC o K 157 1.63




17.

18.

19.

20.

21.

o

What is the basis for deciding which persons are allowed to
fill out an application’

(7) Don t accept applications if no opening

(0) Applicants need to be referred

(10 People are screened before given an application on '
(MARK ALL THAT APPLY) : //
(8) Edlication . S
(7) Job training o ‘
(7) Experience b ' - . .
. (4) Speaking and language ability . o
(4) Age E
(4) General appearance . L . .
(1) Other : L SR S '“%]"

About what percentage of people who filled out an application

at your firm are referrgls from some organization (employment
service, employment. agendy, Community Based Organization, school,
union, other employer) that has done some prescreening fof you?

(3) 95-100% (3) 26-50% -

(3) 76-94% . Q0) 6-25%

(2) 51-75% @3) - 0-5%
%

il

What percentage of persons who come without a referral and fill out
an application are interviewed either immediately or at a later date?

19A. When there is an 0pening" 19B. When there is no Specific.opening’

@3) 95-100% _ (6) 95-<100%

a0 76-94% (2 76-94% - e

(5 51-75% . ' (3) 51-75% - ..o, vy
(9 26-50% (% 26-50% - . ;"'
a0 6-25% : Q2 . 6-25% o
(3 0-5% : . @y o-5%

On average how. many people are interviewed to fill one 0pening?Median= 8.

For what percentgbf your new hires in unskilled" or .semiskilled. jobs

did you contact the applicant's previous employer . Erior to making a

final selection .(i.e., before informing an applicant she/he has been
selected)° N

(9 o-sz &

I

@l 6-25% ¢ S L
(4 26-50% N : '

(D 51-75% ; /X\

(5 76-9%% : / ‘

a7 95-100% o : o
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22. When you check with previous employers what types of information do
' you generally obtain? ' .

: S Reasons for not ob—
taining information

Fre- Infre- o Not The
Always quently quently Never ‘Interested Law
$ . x N ;
Verify applicant ' : % Q : t o v
did work there G1) (3 » - (D ) () (D
‘Verify type of work P : . , '
. applicant per formed q(33) (9 2 ) (D (D -
> " : . o . .
Verify appl]:v:ca'n_t s . B
wage o (8 X0 N (Y §) v (GO - (8
Verify_reasohs ' ' . - ‘ L
applicant @,e_ft R (29? (9 . (.8) ) () (8
Informéq10n~on o o !:{if o '
absenteeism -and. S o . . . _ :
tardiness - Q8 - I’(IO)' "(IQ)" () )y (B
PerfofmanEeﬁqn;: ‘ e L,
the job - : 61) (o, ) . 0D (93
. : ' i - ‘

23. For what percent of your "ne® hires in unskilled or semiskilled jobs did
you contaot thé ! pp;icant s previous employer either before or after /
hiring him/her7 !? ; : R o T ' ) : ‘
: ¥ . . '

(9 0-5% __»;{.f‘,'- CRS (D S1FT5%
an 6-25%° /(D 76-94%
(2) 26-50% % o, s @9 95-100%

o - ) o '.Res"p.oq}d_e'_nt"é Backgrouﬁd-lnfc;rmatiori~-'

kg e —

1 g
v 24., wYour a;} \I ’ o T
L T, 7

&gil) I%@vs than 35 *©
agﬁ 35l

(’Yo education .

n\{

(e ) Less than a high scﬂgél,degree'fg
“(.3) High scho graduate L E ‘9\ e

. (D1 year  ofc Q&lege oL, trainiﬂg*h&&bﬁd-ﬁ;gﬁfschool

" (W 2 years oﬁ,g ege or’ trait},ﬁﬁ; be'$ d‘éﬁighv»school

‘ ,“") 3. 'years ogzo ge o‘r tr s !Ling hE

©3) 44 yea'r‘i°§f.' G ege or’ am* m‘:nge. é&eh high school

AN “(18) i; ré yéarn of t"lgggsb f’ @tﬂihg beyond high school
, ) AR




26.

27,

28.

29,

30.

31.

32.

" (19 Other: Specify

e

* . ‘ 0"

Which of the following most closely represents your management

title?- (MARK ONE) -

" (11) Personal manager

( 4 Human resource

( 7) Staff member of personnel depar tment

( ) Supervisor (e.g.,
( 2) Department of divisy
(1D Manager (e.g., store’Rd
() Foreman .
( 4 Owner

head clerk or cashier, unit chief

ector,

president)‘

floor manager)

.
3

Looking at a typical work week, what

percentage of your time is spent on

the following functions?
(PLEASE MAKE SURE THE COLUMN
ADDS UP TO 100%) ' '

o

Hiring employees
Training employees

Supervising employees

Job duties other than.
hiring/training .
and 5upervision

( 6) NO,

Do y0u have the authority to hire persons for your companyé,\
en ry level [clerical/retail/machine trade] jobs7 -

I can hire on my own

_but I share hiring authority with others

ut I participate in the hiring process :
(29 No, but I am familiar with our firm s hiring process

(2) No

Sy

(29 Ye

'Do you have the authority to fire or terqinate employees -in entry
level [clerical/retail/machine trade] jobs?

. @6 Yes, I can fire or terminate-emponees on'my own

'©0) Yes, but I share firing authority with others
(1) No, but I participate in the firing’ pchess-*
(3) No, but.l am familiar with the. firing” process

. (2) No

'
n

w

How maﬁy years of experience as a line supervisor in this s o
) ’ Median

establjishment do you have?

For how many years have you worked in this establishment s
personnel department and participated in or have been -
responsible for the selection of new employees?

v 4
How many years. have you been in a position to review

Jemployment applications in any cOmEanz7

Median

Median

e

Median

5 %
5%
15 % ’
:55

65 %X .
100 %

years

years




~ SECTION B
1. Training Process

’ : _ : . L ' oo
THIS SET OF QUESTIONS REFERS TO THE JOB FOR WHICH THE HIRING SIMULATILON HAS
JUST BEEN CONDUCTED. (IF YOU DO NOT ACTUALLY HAVE THOSE TYPES OF JOBS PLEASE
ANSWER THE FOLLOWING QUESTIONS FOR A SIMILAR JOB AND WRITE A DESCRIPTION OF THE
JOB I TIE MARGIN,) | , -

' DURING THE ,FIRST  DURING THE NEXT
MONTH (260 HOURS) 11 MONTHS OR

t

' : OF EMPLOYMENT v 1840 HOURS- OF
1. How many hours of work time does the : e EMPLOYHENT
‘typlcal new employee spend readlng Medidd . ﬂ; L Median
manuals - or watching’ others -do, the - . - —_—
kA job rather than d01nv 1t’themse1¥es7 v - .
: [e.g., engaged in training activities =40 . 40
T which consume the trainee/s time = - © hours. . .- hours’
"~ but d¢ not reduce the productivitxu/ - T v
of other workers]- o M .
2. How many hours of s% ~;’/@ e
typical new eaployee sped&~£n formdl”. B N =
: training (i.e. self—paced Hedtning - . _ 14 o, 0 10 -
o programs -or tralnlng d by specia- - . hout§~] % L hours

. lized training personne ) ¢ 5 N

3. How many hours do’ manggemént and
line supervisors spend away.from

‘other activities giving informal 20
raining or supervision to a .« . S hours ! ‘hours
typical new worker? o :
4. How many hpurs do coworkersywho
are not superv1sors spend away
, from their normal work giving. 20 e - 18 -
e individualized training or super-— hours " hours

vision to the typical .new worker7

Thh NEXT SET OF QUESTIONS 1IN THIS SLCTION ASKS ABOUT THE PRODUCTIVITY OF A
TYPICAL EMPLOYEE. PLEASE RATE A TYPICAL EMPLOYEE'S -PRODUCTIVITY ON A SCALE QF;.

. ZERO TO. 100, WHERE 100 EQUALS THE MAXIMUM PRODUCTIVITY RATING ANY OF YOUQ

EHPLOYEEb HAS OR CAN ATTAIN AND ZERO IS ABSOLUTLLY NO PRODUCTIVIIY BY YOUR

"EMPLOYEE. ‘
. ) . DURING THE AT}THE END AT THE END
v ’ ‘ FIRST DAY OF THE (  THE
5. What productivity score would you OF EMPLOY- FIRST FIRST
give ;to a typical new employee? MENT MONTH YEAR
a. Whekn not engaged in any of the
training activities (described- : - ' ) 1 jfg»
in Ql, 2,43, and 4 above) : 0 35» ; 75 ﬂ;ﬁv

b. When being trained or super- _ o

vised by a line supervisor or e
management stalf (the time? N oM
described in Q3 above) 10 = 45 wpl o 85
c. When being trained or super- - \" ) o
vised by coworkers (the time )
described in Q4 above) 10 () ' 80 -

161 ]:E;?x' . M



R , | :
‘6. What is the current starting hourly wage for
the job for which you answered questions 1-5
{1f individual receives tips, commissions, »
or other indentive payments please include , ] 4.00 per hour
an estimate of the average hourly amount ]
hat;was received during the first month. ]

7. "What &s “the current hourly’wage for people
inthis job who have been at the firm .
, slightly more than onme year? [If individual $ 4.75 per hour
Ry receives tips, commissions, or other incentive
pay please include in estimate of the average
hourly amount that would be received in the
thirteenth month.]

£

8. How many yearé of experience in job# that

3

have application to your position does 7 i , Median
the typical new employee “have? ‘ A 3 -  years
) N ».:‘.,’;‘; N
( 9. Hag the typical new » No training , 9
\// | ' empMgyee in this job Training in the school o FTE months_
‘ received training from Training by previous employer 15 FTE months
a school or another ' , L :
euployer? ) ' '
10. ﬁgw many of the skills iearned by new“emplnyees Al}‘-95—100% 18 .
in this job are useful outside of your company? ,  Mpst 61-947% - 28
‘ N - 1f 40-60% 7
St ,%me *6-39% 2
~ ) ) . nimal 0-5% J
gg; 11. Focusing ‘on the skills that are usefnl outside Less than 5 L
your company,’ how many other companies in the local 5-15 2
labor market have jobs that require these skills? 16-100 22
’ oy . o Over 100 31
. ) . . -‘ / : s
12. If it were purchased today what would be thes Under $2,000 _ }]
cost of the most expensive machine people in ‘s 2-$ 10,000 _ 28
entry-level jobs, like the ones described, $10-$ 50,000 11
work on or with? . _ ’ $50-$200,000 4
« ‘ ©© §200,000 up
o » ;
13. How many weeks does the , There+is no
probationary period for these ' o . probationary period 10
jobs last? | ; : Median  Weeks 11

. L ( : 2 168§




14, (After the probatioﬁary period 1s'over) A great deal
How much documentation or paperwork is .y Some
equired to fire an employee? A little
No paperwork

15. 1If your company were to temporarily,

layoff one-third of its entry-level

employees for a period of three
months what would be the basis
for selectigg which employees
ould be laid off?,

:Ag

Let us imagine your firm
‘hifed "a group of new employees
between’ h.ja"@S*Of 16 to 25 1in
' 3 . Ewo: years ago,
! g ﬁhege would you
. imagine_ would- now be in eac? of
the following states?

0Of those still at the firm what
percent woudd have received a
pronotion (e.g., has been given
noticably upgraded job responsi-
bilities involving-a higher rate
“of "pay) before two years are up?

s,

p2d

Elﬁl(; ) ‘163

‘Solely seniprity
Mainly seniority
Mainly productivity
Solely productivity

Half seniority, half productivity
<XQ§% EXPERIENCE WITH NEW HIRES
BETWEEN 16 AND 25 YEARS OLD

Dischérged‘of ihduced(fo quit"

Voluntarily resigned
Curréntly on lay off

; .Still employed at the fimm
) Total

Ed

Percent of those still at the
. firm that would be promoted

RaN

[, R PO Qe W -
}7 [0s]

v Qo

Median‘4

25 %
0 7%
60 7.
= 100 %i‘
Median
25 %



o o L Retail £ .. . "
APPLICANT #__ R C *EDU(,ATIUNAIJ Rr..COKD**q - Prior 'to Videotapes
: z : - : UlStrIbuthé

“HIGH SCHOOL ATTENDED: _Central o MAJOR/PROGRAM: Education
BATES ATTENDED: _ 1977-1980 GRADE AVERAGE: B. DIPLOMA: [{JYES []JNO

**WORK HISTORY**

EMPLOYER: _Large Department store __ EMPLOYED FROM:_ May 1982

PObITtQN. Sales Helper e ' i ) TO: June 1982

"JOB DUTIES: Stocked shelves; showed products to customers, put prices -’

on goods * R ‘ "

REASON FOR LEAVING:

q‘gb -j ) “I-‘ : R i l ‘ L. ‘ ’ ‘

~—| EMPLOYER:__gpa1l Department Store ___ EMPLOYED FROM:_ My 1981 '~
* POSITION: ' Sales Helper 4 , TO:_May 1982
' JOB DUTIES: Stocked shelves, showed products to customers, put prices
_ on goods - - B Lo~
REASON FOR LEAVING: lLaid off - t J ' o
. , ) ] C N _ * DRI
‘ RS . EMPLOYER: LSmall Department Store EMPLOYED FROM: Septehber‘198§§
3;‘,1 'POSITION Sales Helper (part- time) ‘ , TO: May 1981 2
>ff'fh"‘“J08 UUIIES-W Stocked shelves, §howed products to CUstomers, put prlces C
. : R
' ong*goods ) _
, ‘RhAbON FOR LEAVING To full-time job~ i ot
» R : -
- "ﬁﬁﬁﬁyQYEK: La gé'Départmedt Store ' " EMPLOYED FROM: September 1979 a
POSITLUN:’ Sales Helger (part- time) : TO: May 1980
JOB DUTIES: Stocked sheifgsl showedAproducts to customers _put prices 1
' on goods . - r,$uw, : ) . .
REASON FOR LEAVING: _ Temporary job : p '
v _ ’ - ' i :
EMPLOYER: ) EMPLOYED FROM: }
POSITION: e - L T0:_
© JOB® DUTIES: , Vo ’
’ | - : :
. KEASON. FOR LEAVING: . LT
FRIENDS wo&u(mc AT ORGANIZATLON [jyus el Qovﬂ FOR ADDITIONAL *#
CURRENT HMBLOYMENT STATUS [F]EMPLOYED .U-NFMPLOYED = WORK HISTORY
------- ol o a! .no--'o:‘o--.-oonco‘- oo.-o-o.'-hl.no-d)ooao.-----o.o.--o------.-----..,
S FORSOFFICE UbE: . TESTED TYPING Sl’l bU" 55 W e '
‘ 2. ELIGLBLE FOR TJTG: DYDME;] NO -
v 7 )"
‘ HLRING PRIORLTY INDEX SO A YOUR SCURE
0. . 507. . 100 . . 450 . . .290 ¢ ‘| FOR ARPLICANT
Worst ° Average Best ) oo '
Hired Hire Hired. v ' - 100 . - Median

Q '
‘ / , :
ERIC A b | EXT
vaKvn ) 1L7n: .- ‘ N




R Videotape Interview Number 1 ' QNO IRAPPROPRIATE BEHAVIOR
& RATING OF APPLICANT'S INTERVIEW PERFORMANCE ..

A9

. ‘ Job Desgiiption'

v
prop

%Z of time ‘ S
required on job : ' Job Duties ‘
75% Advises (Sells) customers on products
. - features : - o~ ‘
254 . . ‘Prepares sales slips," ‘uses cash register,
. o and keeps records of sold merchandise, A

BASED ON THE APPLICANT'S INTERVIEW PERFORMANCE :

I. Choose a score,from the hiring priority index:

MIKING PRIORITY INDEX YOUR SCORE
0O.. 5.. 100. . 150.. WZOQ' FOR APPLICANT |
Worst - Average Best ' | A e -
L . Hired . Hire Hired 115 median
T
¢ %

II. Circle the number that represents the extent to which you believe the
applicant is prepared for the Job. : . :

Co S D
' ' . . Preparation ‘For Job d C
B o .Characteristic
E Applicant Highly Moderately Not Not Important °
~  Characteristic - "Prepared - Prepared ' Prepared . for Job
. X. Education/traiping 16 2725 3 24 4 5 6 -
~. b . v
B. Work Experience . . 1 7 2 3U 3 17 4 5 [ .6
C. Appearance 1 14 é 21' 311 4 6 5 1 A -6 1,
D. Grammer 117 226 311 41 5 _"] "o 6 ‘
E. Attitude’ . - 122 2263 9 4 5 % 6
F. Personality 1 24 2 23 .3 -8 }14 5 6

[II. If you had a suitable opening, would yoj hire this perSoﬁ?"52yes 3no
IV. Check the characteristic listed in II that most influenced ydur decision
to hire or. rnot to hire: ‘ , ,
) ’ ,'."
\ 4% 21B 3¢ _1p .22E 2 F

o # o ! o o oo -
i . L ~ ) .




R Video tape Interview Number _ 2 }Nxf?ROPRIATE APPEARANCE
" RATING OF APPLICANT'S INTERVIEW PERFORMANCE

L L

Job Description
X of time
°| required on job - . .Job Dutiess .
75% ) Advises (sells) customers. on products'
*»  features

25% . Prepares sales slips, uses ‘@ash register,

and ke%ps records of sold merchandise

- . ‘
-

< G BAth ON THE APPLICANT' S INTERVIEW PERFORMANLL.

I,' Choose 2 score from the hiring ;§lority 1ndex. |
HIRING PRIORITY INDEX YOUR SCORE
0O.. 5.. 100.. '15.. 200 FOR APPLICANT
' Worst Average Best f
\\“Hired Hire Hired ' . 80 median
Z : ) )
. II. Circle the number that represents the ‘extent to which you believe the
L ‘ . applicant is prépared for the job. '17 ‘
Preparation For Job v ‘
. . , Charactenistic
Applicant - Highly Moderately Not Not Important
Characteristic Prepared Prepared Prepared g for Job
[ : A. EdUCation/traintng 1 3 2193 28 4 5 5 1 j" 6
! ~* B. Work Experience 1 6 2 233723 4 3 5 1 6
Y “®, Appearance 120 2 163 8 4 5 5: 4 6 1
NSO .« " I 7
- .+ D. Gramper - {4 2 123713 420 5 6 6
. E. Attitude - 1 7 2103 17 414 5 7 | 6
F. Personality _ 172 123 24 41045 2 6 .
Y . .
N 7
. 11l. 1If you had a suitable opening, would, youxhire'this pereon?.21 yes<32 no
J
L ok IV. ck the charécteristlc listed in II that most influenced your decision
’ —t#, hire or not }dﬂhire ' 5 #
- : 2 i 4 g
_La 108 4L ¢ 7D 9 §5f;* F : ’, iy
. e "
‘ 4 -




.

o - . . . INAPPROPRIATE LANGUAGE
R Videotape Interview N ’ -

RATING OF APPLICANT'S INTERVIEW PERFORMANCE

- - . . e
Job Description

Y / ¥ "
X of time 0 .
) required on job s , Job Duties :
75% Advises (sells) customers on products’
. features
o 25% Prepares sales slips, uses cash register,
b o .. and keeps -records of sold merchandise.

.
g
:vr?
i

BASED ON THE APPLICANT'S INTERVIEW PERFORMANCE ¢ -

4 -

TI.. . Choose a score from theghiring»pridfity:}ndex:

.
e

HIRING PRIORITY INDEX: | YOUR SCORE o
0.. 50..-100. . 150 . . 200 FOR- APPLICANT N
‘ -, . - Worst Avera3ge  Best - ' . :
s Hired’ Hire - Hired™ ' ; -
v o . . - ' ‘ 58 » Pmedian
s ' N F /N;_,;V'
II. Circle the number that represents th extent to which you believe the .
applicant is prepared for the job. ‘ vt
;(W" T ©  Preparation For Job A . .
. Af' - . Characteristic
Applicant " Highly Moderately - Not - Not Important
Characteristic Prepared Prepared Prepared - for Job -
. A.  Education/training 1.2 2 123 23 4 125 5 . ) 1
B. Work Experignce . 1 3 22 93 26 4 flls 7 6
: ! [4
- C. Appearance . 1 12 2 283 13 4 l 5 6 1
D. Grammer 1 2 . 3 3 4 265 26 6
E. #ttitude . 1 . 2 33 10 4 225 20 6
I -6 1

F. - bersonality 2 23 19 4 285 5

TN .

III. If you had a suitable opening, would you hire this person? é;yesiﬁg_no

v

Ly,

(14

N S ~ 4 i
Check the chagacteristic listed in II that most influenced your decision
to hire or ndt to hire: T '

A Sy _cplSp g 3y 0 ‘ |
¢ Ve -

- _ ?\f“.m,'\-~ ’ _J(

. 173 ‘ c" : .




] . v Ng ’ P : ) o
4 R Videotape Interview Number 4 . BA? ATTITUDE ‘ -

L :
el

b

RATING OF APPLICANT' SoINTgRVIEW PEREORMANCE

A

- - Job De¥&ription -

* - £ .;*
L % Ofﬁliiime : . ’ . ’ ‘ :‘“ 2
. required on job B ' Job Duties X
- = 75% -Advises (sells) customers onwétoducts .
: B features ‘ ‘ >
¥ 25% Fy Prepares sales slips) uses cash register,
' ' and keeps records of sold merchandise

Y,

»
BASbD ON THE APPLICANT INTLRVIEN PhRFORMANCh.
. ] S
f: Choose a score from the hiring priority index? .
L HIRING PRIORITY INDEX - | YOUR SCORE
o lo., 500 . 1000, . 150 . . 200 | FOR APPLICANT
' '  Worst ‘Average  Best
Hired Hire Hired . 65 | median
o . A )
’ . ’ B v Y
: s . . .
II. Cirele the number that represents the extent to which you believe the
applicant is prepared for the job. 7 . "
<., " . a4 ’
7 . . 7 7
. Preparation For Job £t g
o o ", Characteristic
Applicant - Highly ~ Moderately .. Not Not Important
. Characteristic Prepared - Prepared Prepared - * for Job
' vl v v
’ A. Education/trainieg™ 1 .2 2 %6 3 30" 4 4 5 2 6 1
%A B. Work Experience 1.4 2 163 28 4 5 5 1 6
C, Appearance -, . 1- 82 18 3 21 4 8 5 6 1
D, Gfammer . . 1 73103 21 414 5 4 . 6,
E. Attitude Tov 1 b2 237191414 5 200 6 ’
* +F. Personality . 1712 23 20 422 5 11 6
» . ’ g_vfy%v’”’dl( f\-.

Irr. 1g ynQ;had 4 suitable opening, -would you hire chis person? iﬁyﬁs: fgpo i“'

- IV. Check the characteristlc listed in II thac most influenced your decision
K to hire or not to hire:

' 9
lar % 2_c 2p % F
[ ° (7. ; . ; , - 168 A.v‘
/ k) I v '
8 1 74 J,& ’
' < o bd ' /
“w - “




POOR NON-VERBAL BEHAVIOR

R Videotape Interview Number +5
v i . .‘ v ‘ oy .
* RATING OF APPLICANT'S INTERVIEW PERFORMANCE e
. . ' ‘ N . R ._‘."v‘.
! w R o i * (5‘
. . Job Description -
¢ . ‘ -
o ' : . B -
LT I % of time - '
\ .xequired on job - Job Duties v
4 T 752 7\ Advises (sells) customers on products®
' : . ‘features o
N 25% gjﬁ@ﬁ?i . Preparé$}sales ,s1ips, uses cash register,’
\ Y. and keeps records of sold merchandise
¢ ' - e A
. \ Ty o .
‘,_ v ! v \ >-. ' ‘. 'AS-"
BASED ON THE APPLICANT'S INTERVIEW PERFORMANCE:.
] N R f":-"“'(: - e
- " I. Choose a score from, the hiring priority in&ex: ’ T .
' . o P Y SEPEIT g .
B il _— N Eine D - A .,h ,‘,‘-."
~ HIRING PRIORITY-INPEX .- : YOUR ,SCORE : @& R
0.. 5. . 100 . . 150, , 200} FOR_APPLICANT | =~ . k. &7
Worst Average  Best ) T #Jrr‘ = 2, ,g
, o . Hired Hire Hiree  :ﬂL%0 ” median _guf ®
II. <Circle the number that_representS_the extent to which you bengeve,the . ;;:g
( applicant is prepared for the job.’ ' o ' ' wi b
N _ . ?‘\f . ’ o ) ' ,, % )
. ‘ ‘ ‘ ‘v A . ' -
. Preparation For Job ey e e
. : - e 4 Characteristic !
* Applicant - - Highly MOderatily v gNot o Not :Important, -
- Characteristic Prepared Prepared Prepared “for Job
A. Edqéatioﬁ/traiSiﬁg, 1 472 213 25 4 4 5 . 6 1,
B. Work Experiencd = 1 5 24223 26 4 3 5 5 6 - .
C. Appearance . 19 22316 47 52 f e Lo a
Ey . '3 . . . :" \. . LY r j
D. Gramdfer ‘111 2 223 ®5 5 5 3 6 .
.. E. Attitude = = 112 2¥213 10 4 7 5.5 g o
. P 1 ’ .
f. Personality . 110 2 193 11 4. ¥ 5 7 6 -
III. 1If you ﬂédﬁa suitable opening; would you hire this person? 5§§yes.1é_po . /
IV. Check the characteristic listed in II that most infldenced your decision B

to hire or not o hire:

. , - :

1.A 17B 2 C 1D 24 E 10F \ /
s . §

ERIC- * . e 175, i




" APPLICANT .# g .~ *EDUCATIONAL RECORD** - EMELULREN L sras

“DIstributive

DATEb A?‘L‘P;NDP:’D. 1977-1980 . - GRADE AVERAGE: _B DIFLOMA: [x]YES []NO
IR - - . : :
( S . **wo‘lix HISTORY** . . %7
[N - T o . . s .
— EMPLOYER: Large Department Store' :/ﬁ  EMPLOYED" l‘KOM O;tober L981\»‘~
POSITION: _gales Helper SN - T Januarx 1982 \'
Ty i r‘on goods , . .
v bl I ; 5 ) S~
LN KbASUN bUR LbAVINb Lnid of f R s Wt 8
™ } . Lo ' - ,:5“,,_':\ e s
| EMPLOYER:  small Department Store’ | EMPLOYED FROM: ‘Mag 1981
. POSITION: Sales Helper TO: __ Qctober 1981 //\
[ ] ¢ T ; . X
A JOB DUTIES: Stocked shelves, showed product»s-,,t{b customers, put prices
on Lods i /, e
REASON FOR LbAVING Laid of f_ o
A ‘ : )
mp,ioysx. Small Department Store) ) EMPLOYED FROM: September- 1980
POSITLON: Sales Helper (pgrt thme) A . TO: May 1981
JOB DUTIES: Stocked shelves, s%w@d products\to customers, put prlces §
, " on goods ’ 3
) N\, | REASON FOR LEAVING: ,To full-time job .
k - o B} - f — ‘n T ) ] A
EMPLUYER: * Large Department Store : EMPLOYED FROM: _September 1979
POSLITLON: - Sales Helper (part- timel : Coy e ~T()::~ 1980-
R . ) ) T
B - JoB DUTIES: Stocked shelvesL showed products to customers, put prices
ST : — >
RS _;on goods
REASON FOR, LEAVING: Temporary job_ . - ﬁ S
) . ! C . 0.
EMPLOYER: ' . EMPLOYED FROM:
POSTTLION: : r L o TO:
C i . ¢ - s : '
yy | Jus buTLEs?
. | KEASON FOR LEAVING: |~ ' :
R * P -
: ; FRLENDS WORKING AT @R(,ANIAArLONDYbs-No .+ (OOVEK FOR ADDITLONAL .
v “e CURRENT EMPLOYMENT STA[US DEMFLOYED -UNEMPLOYPD ' .. WORK H[S'I'OKY
{ 88 8 0808 8080 .l.l..l.......l...........'.......l...l..ll..ll.....l............l.
CRORTOFFICE USK: 1 TESTED TYPING SPEED: 55 ‘
- “ 20 ELLGLRLE FOR'TJIC: OYES N
4 : ' — T .
. 1 HIRLING PRIORITY [NDEX : T YOUR: SCORI-
0. .50 . . 100 . . 150 .. 200 . FOR APPLICANY
- ’ Worst -Average Best » N L -
Hired . Hire Hired 100 : me@an
N . 1O N : ’ ‘.

10 -



| #%YOKK HISTORY CONTINUED®k- L
EMPLOYER: EMPLOYED FROM: o
POS LT ION: s - ToO:
JOB DUTIES: % , : ot
L . B k] m ; & .
y - oot . i . N ¢
. '_ % __' ) - - Cans r ~ =
REASON FOR LEAVING: . -
. . . j ‘ \" k .
EMPLOYER: ‘ . EMPLOYED FROM:
BOSLITON: 1o
JOB DUTIES: , Py
‘ ' v x » . . '
T A T C
KEASON FOR LEAVING: il -
. - . i B ) ‘c . S J P
. - . , oW B
EMPLOYER: EMPLOYED FROM: .. :
POSITION: - L _ TO:
] N ol 7. (.‘ - BN Ed R
JOB.DUTIES:. v . :
l'_ . i - -
kEASON FOR LEAVING: - o ¥
A — -+ - -
" EMPLOYER: \ _ - | EMPLOYED FROM:
. \ b v o,
| ‘PUSITION: . ' TO: P
N 13 P
"JOB DUTIES: '
* 0 'f T ” A
RO FOR LﬁAV}i?: 4 N
o U SR S N .
e P 7 \ : : D ! ¥, . \
) EMPDQYERT - *- @ EMPLOYED FROM: ¢ ( e
3 S — - . s - < - % o
PQSI'EION:\/ » o ! ) TO:
JOB. DUTIES: \ _ ' - :
N ‘ - T s, .
Tel ‘ . p el Y : B i
. e — T 7 & ”
REASON' FOK LEAVING: . PRI
. f t ‘.\ ‘e B .
LMP L()Y/lf{( : L FMPLOYED KFROM: i
- pOSUTION: | . "10: S|
A 1 — : \ - .
" JoB. DUTIES: : o -
Q %
 REA§oN FOR LEAVING: - - ‘
EMPLOYER : " ’ EMPLOYED FROM: )
. @ - R .
POSTTION: . o TO:
-/ .
JUB DUTIES: ! {
J \
. } o \ ) ® ]
REASON FOR LEAVING: / - ’
1n by b :



“GAP — GOOD EXPLANATION

R Videotape Interview Numbér 6 Lo . . N - . _
R - . ' . . ) " (. . s B :
. A . *RATING_OF APPLICANT'S INTERVIEW PERFORMANCE -~ - .
kS ¥ S . o . - —
' T i ' - ' 1 &
: e Job Description
L]
% of time : ’
required on job Job Duties
757 Advises (sells) customers on products'
A features .
L 257} Prepares sales slips, uses cash register,
, ” A and keeps records of sold merchandise
{ . . B ) , - * - N . - ‘ ) N
" l". . R PR . 3 ..
o - T .
BASED ON THE APPLICANT'S INTERVIEW PERFORMANCE: ’
I. Choose a score from the hiring priority index: o o
HIRING PRIORITY INDEX | YOUR SCORE
. 0. ¢ 50 . . 100 . . 150. . 200t.. FOR APPLICA%% )
T "~ ‘Worst _ Average Best 2 o : :
. ® . | Hired .  Hire Hired B iR 120 | median”
‘ : )
II. Llrcle the ‘number that represents ‘the extent to which you believe the
applicant is prepared for the Job. v :
~ _"’ " : '1
<« . I
Preparation
v N . ) Characteristic
. Applicant _ Highly Moderately - Not -~ |’ Not“important
~ Characteristic Prepared Prepared Prepared ' ©° for Job .
) ' QQ. Educatibn[training ;ﬁ\\S 2 233 .24 4 - 5 ' 6 1.
B.':WOr&iExperience . 1\8 2 25 3 .21 4 1 s 1 6
3 C. Appéarance 121 2 243 8 4 5 6 1
D."“,Grammer/’ 119 2 313 6 4 5 6
. . , o ‘
e E. Attitude 125 2 233 8 4 5 . - 6
. . /- .
: ; F. Ppersonality f1 22 2 263 8 & 5 6~ g
o ‘b/
IL1. If you had a suitable opening, would you hire this person? 52yes, :inO‘
IV. Check the characteristic 1isted in II that most influenced your decisionv
, . 3 f . to hire or not to hire: 5 =
La 188 le _'p 29E -4 F v
. i
’ 172 ’




4

Videotaperlnterview NuQﬁerﬁ:I o

R —— : GAP —-.POOR EXPLANATION

|

RATING, OF APPLICANT'S INTERVIEW PERFORMANCE

oL

dob Descfiption

% of time
required on job
. 757 o
. 25%
;

‘ Job Duties .
Advises .(sellayy customers’on products'

features
Prepares sales slips, uses cash register,
and keeps records of sold merchandise '

"-BASED ON THE APPLICANT'S

INTERVIEW PERFORMANCE i

-

I. Choose a score from the B¥ring priority index:

. HIRING PRIORITY INDEX . YOUR SCORE
‘ 0. . S50 .. 100 .. 150. . 200 FOR.APPLICANT
' s Worst Average Best - .
Hire Hired

R . Hired

90

median

.y

IL. Circle the number that represents the exteny’ to ich you
applicant is prepared for the job.. & .,

Preparation For Job

believe the

e Y . _ [ . Characteristic
Applicant’ Highly Moderately Not Not Important
Characteristic Prepared Prepared .» Prepared for Job .
'A. Education/training ~ 19 219 3 23 4 1 5 L ! 6 1
- , . t . - -
B. - Work Experience : 1 = Zq 3 22 4 15 .;4 . 6 .
€. Appearance A2 273 94 5 6 1
7 DA Grammer . 1 18 2 21,3 10 4 5, 6 )
o4 B, Adticude, 1 3.2 63 18 4 205 79 6
f ¥. - Personality - 1 JE?LZ?EZO 3 154 65 2 : ﬁ
e 7; ‘ . - Y a
.‘_'_ ) N ) »\
BIT. lf y0u had a su1table opening, would you hire thﬂ§ person’ yes no
Iv; Check the charagteristic lrsted in i1 that most influenced your decision
_to hire or .not to hire: . )
Kl f
. -5 A 118 .c. lp 37E; 2
- i > .

Iy

&



<1

> / . % v, '
s N, o .
: o .
. . sy ’ ”.,.' - '
RP ., SECTION & B .
o Number ' PR O Py - ' . N
¢ ' .~ Appllcatlon and..)ntervlew Evaluatlon Process
o . ' ‘ " . .g .
JOB DESCRIPTION
£ of Time " :
Requ Ired on Job . +Job Tasks:
75% Advlises (sells) customers on
, products' features ,
25% : Prepares sales sllps, uses cash
ST 5 " reglster, and keeps records of
. s v L sold merchandlse
AR T you were choos Ing among vabbl lcants for one"job In your. flrmsl&h_‘ll,pr_ to the job descr lbed
ﬁ above, which of the following Items are.lmportant !n narrowlng y&umappl lcant pool to.
v quallfled candjdates and ‘which three Items are The most critical In your flnal declslon
. emong the candidates? B T __— R to.
A.  TIMPORTANT,.ITEMS - B. THREE ORITICAL ITEMS
: (check all that apply) : - Y (ramk from 1 to 3 In
T : , , order of prlorlty)
_. I TEMS ~ 1 2.
© - Appl lcan'r':%a'é'Qe 1 0
y Educat lonal level (e.g., hlgh school 3 Y{x 3
Y diploma) ° s . . ST
? School ‘grades 7, ‘ 0 22
Vocatlonal tralning recelved In school 2 1
Vocatlonal tralning recelved 1n CETA ) 1 0
- Spec!flc vocatlonal skills (e.g., typlng : 1& 9 ‘
v speed) : : ' L
Number of jobs held ) 2 "2
Kinds of jobswheld . 5 2%
- Gy » .
KInds ‘of dutles performed In past jobs g 7. 4,
Gaps n employment L2 T, P 2 1
D - K . - :
Reasons for leaving jobs - =1 .6
. ) " Locatlon af schools attended s Q.. ™0
2‘- Reputatlon of schools attended , .]' ' S |
‘Crimlnal record o m\ﬁc} "’% 0
/5}' rlver's llcense = - ; s X . 0
. .Y Bondablilty ~ L2 1
. : 11 . T .
+Friend(s) worklIng at flrm .°, v = 'Qﬁ 1 0
“~
% Quallfles for TJTC 70 50
< Recommendatlons from personal frlends® . ' Y ,0 0. ';1;
N A . A
« Recommendat lons from past employers . 1 4 ,
. Appearance of appl Icétlon form 1‘% L’
- N —————— El] .
4 * Accuracy of applicatlion lﬁnform%ﬂon v 4% 0_ =
Good spelllng on application form 1 3.
Reputatlon of past employers. - - =l ;0
- Employed or unemployed statds at time. . .'ﬁ'o ° ‘1
- . of applicatlon . o, R ~&U .
R .- u §ow . L
(5 - Other: Speclify 4 * S o 2" 0.
@% ‘ St . '." . \ . ‘ 2’ ,
o - © IR ef o
’ 5 total responses® - # o J /
l:l{l‘ic ) . . . .'ﬁu . ) ) Na _ m . ‘ 4
» R e . . .
' ’ 4 ; N ,0,~ \“3 ‘@
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2. In evaluat!ng an,appllcanf durIng any'nfervlew for a Job -In yous firm simllar to the JOb ‘ (:1
descr Ibed above, whlich of. ,The followlng 1tems are Important In reach.lng your assessment and o
which fhree Items are mos -:é'rT'Hcal Tn your assessmen

‘ A . IMORTANT ITEMS . T T m ’ "5, THREE CRITICAL ITEWMS
: (check .all that applL) o ' o (rank’ from t to 3 In
. 8 AR . order of prilority) -
I TEMS =, .
A ~ . (k2,3
(34 . -~ General appearance (grommlng) ‘ 5 5 T : 9
23 Dress ’ 2 1.0
. (2 o Number of quesﬂons asked about the Job ] ‘@D 3 3
(17) Number .of ques‘Hor)s asked adout the company “1 0 2 -
o . . + - '»l
(31)‘~1' Puncfuallfy for Infervlemnppolnhnenf 2 » 0. .4’ -
@y E— 5 o 2
. (24 Eye contact durIng lnfer;vlew o ,é. ' . S
3 (30 Grammer or langua:ge Ce N S 3
.o = 9. &, 3 1 o
: s (23 Speak Ing abll1ty ,%;1 : ' : . ,
- . S V. - - .
(23 Polse 3 i 2 2 0
. (12 Nervouéngﬁs, - 10 0
B = (14 : Reactlon to wage offer oy 1 0 0.
(25 Non-verbal behavior 2 1 4
(22 Discuss lon of educatlion or training ' 1 4 0 -
achlevements not shown on application . '
. (22 _Dliscusslon of job experlence noV’shown L ] ‘3 1"0.“ 0
g "~ “on appllcation ,uJ S
(15 Discuss lon of other achle\kmenfs noj‘ ) . 0 2 0
. ~ shown gn.appl Icaf !on ' . “‘3 - o
3% Attitude - . R N#
, L -Personal Ity . ] :
7 ‘ iSens?H'l\:/”Hy . 9., LA .
Matur ity . i
¢ - Independence e o
igRe ‘hér &peclfy N P
N .'-‘.' j - »
: : R PR L U ‘ . . Ceo =T,
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-App| lcaﬂon and Interview Evaluaﬂon Process .' . . ‘f
. [ 114} * . ’ e
— - ; ORI " ! “
, S Jos DESCRlPTION S g s ;f!' . -
. Lot Ting , v A . .
‘Required onJob . .- . Job Tasks - A
c s (J'IS%. ) N Advises (sells) customars. on . T e
- : products' features ‘ b o :
- S 258 ‘Prepares sales sllps, uses cash
{ by yt. . register; and keeps records of
s sold merchandise. o8
. - K T . ;
1. |f you were chooslng among. applicants for one job im your. flfm similar. fo the Job descrlb’?\/
- above, which.ofs the followlng Items are Important In narrpwling your appllcénf pool to )
qual!fied cangidates: and which fhree Hems are The most cr‘lﬂcal in your f!nal declé fon ~
among thé candidates? ; - .
' i-f 23 ."o‘ S - o
A deRIANTaﬁ Tems' T . o 8. THREE CRITIC ITEMS
7" (check all that apply') L Ty e © .(rank from 1% 3 JFng e .
’ u AL ol “%nopgler of prlorlfy)JY';la‘fh“’ :
. _ A lTEMS el LT
¢ A T ’ N P - N
(A3 - Y oappl lcan‘l"s* age / : DRl
o .
26 ¢ o = “Educat lonal level (erg., high schoo! '~
. . - o dipioma) - »
RTTIE . : _ l&( an @ School grades ) _ <€
B asg ., Vocat fonal *ra?nlng recelved ‘In school
A . ‘ 4 '9) el Vocaﬂonal 'fralnlng received’ ln,_?ETA
i 30y St ‘Speclflc vocaﬂon&l skllls @ gn, 'Nplng .9
. ’ - speed) & . : E;
Ny A : o~
£ 06 Number of jobs Neld i _5‘-_'_' o aﬁ §r-0 )
- c\oh Klnds of jobs held P R - T 2]
. ,: ) G Kinds of ditles performed 'n past jobs 7 4 7
) 23 Gaps In employment a I . 2 1
L o G4 ". Reasans for leaving jobs = e , b 6
‘ I S 3) Locat lon of schools éﬁended ' * / _ 0., O
' (7 Reputatlon of schools attended . -0 1
> 9 /\ Criminal record ' ’ IR O
v o* — . I
« 6 \- . Orlver's llcense |- t ' 2, .0 N
R s Bondab 1.1ty ) 2 o
. T (7D ’ Friend(s) working-at firm S T '9/55
. AL A ’
S - O Quallfles foraTJTC: N o 0
’ , . (5 ¥ Recommendat | ffom personal - frlends : 0 ( 0.
20— : ‘ .QM Recommendat fons from past emp loyers :.,". 1 4
Lo . 27 " Appearance of applicatyon - f . @( 1 A
- ’ y 38) AccyFacy of apogaflon lnformaﬂom ) 4’ 0
e, ' i (3?) : 4 Good'spellling pplication form \/ &(\/ - 3.
e _ , S99 . Reputatfon-of past employers . ’J\ . RS 0 -
% ( ) - 10 }, Employed or unemployed-sfafus at +1 . P
1\&\ . 0] f . - Of applicatjon .. . ”fo 1
. ! * " 7 ¢ j. - _:—— . '
A X T (. 5) g Of'hefr Specify ~ _° A P 2 o
. '~ ' . 4 ,‘h N -y ‘} . - “\é ] . "—PT T .
. _[ - . . ’ ) / ‘: )
, N I - 1R, “ (. ¢ -
— Ce ' -,.35 total responses, . Q - 1 82‘ .
Y . o » ! - - : ,tb‘ R : ]
© - ' ~ . - : Yoo e e e
ERICT - h N '-'a\/;lm. st Ty ‘
- L < . o » . o



' ',u' “ @ . :\
k1 : LN
> ) ' R
‘ . ’ " f ’
\ , 'NOT PROMOTED PROMOTED
Lo . . . o . )
i . . ; ‘;‘: /: . ““,} ) .
8. Did the firm RT) N T *¢ @5) No :
receive a subsidy IR )_Yés, TJTC () Yes, TJTC .
for hiring or- .o (7Y Yes,: WIN, ( ) Yes, WIN
- training?... | .- > () Yes, OJT () Yes, OJT * | = .
\ e T o ‘b“" () Y.es, other ( ) Yes, othery .
AN N B ‘ “‘D = ' o
9. Military é‘_xbe'tiencezf‘ « @5 N A To24) No ¢
- o (D Yes, tr.aining in N D Yes,- ~train} 'fm
\' relgvant speciah relevant s ecia“l,ﬂty -
. “"(1) Yes, no training in \”g) Yes no training In. .‘7, - 4
. - / relevant sspecial:.y, v relevant sgeciahty, ' J
g 10. In what month.and yea . . A
was he/she hired? month/year / month/year ,“
“ ,11. Current hourly-wage rate ?3"$ . f’ .. 75 mec'l%‘an ©T s 5 1:35,medlenv L e
. . Y ’ . . . . ¥ : ° T
. . o - . s e
_RATE THE EMPLOYEI;"S PRODUCTIVITY( ON A SCALE OF ZERO TO 100,. WHERE - 100’ ;QUALS L
" THE MAXIMUM PRODUCTIVITY RATING ANY OF YOUR EPﬂ’LOYEES HAS OR CAN. ATTAIN ALID s
. ZERO. IS ABSOLUTELY NO PRODUCTIVITY BY YOUR EMPLOYEE. L, '3u -~
g el ! <y L. .'.‘4’ v b '_ .
w Productlvity score gt one - median BT medjan’ = L&
|, —aRery. ™ _— . M v
. year' tenure (currgnt . e ' .. ﬂ_; A
score if tenure is less 4 __ * 75 i 90 ST
than opne year, ¥ : ' TR
. T ‘ . T _-'fbf;
- 13.". The prod tivity score. »\; v .
at one y&wr's tenure that : S ) : e ‘;"“"
. yQu expected when .\he/s‘,he . o 90 AR o
- was hired" > . s ’ . .
a 5 Ay ’ ’
R . 7T 5 :
Fa v . ‘cj f"v u i ' )
,. 1y ” = e " - 5 ~ ."'_ - .
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/', ., Number s S o " | < -
7 . / - SECTION D , N *
. . . \ J . .

OF YOUR CURRENT EMPLOYEES AGE 30 AND UNDER WHO WERE HI ‘APPROXIMATELYPIB
~Q~MONTHS AGO, PLEASE SELECT TWO: ONE WHO HAS BEEN PROMOTES!AND ONE WHO HAS NOT

»

5 . BEEN PROMOTED. (If MORE THAN. ONE PERSON FITS A PARTICULAR CATEGORY, PLEASE
'SELECT THE PERSQN WHO WAS HIRED CLQSEST TO EXACTLY 18 MONTHS AGO.) IF YOU ARE
NOT ONE OF THE PEOPLE IN YOUR ESTABLISHMENT THAT KNOWS HOW SUCCESSFUL A PERSON '
" TURNS OUT TO BE IN THE JOB, WOULD YOU TAKE THESE 4 PAGES WITH YOU AND MAIL THFM‘
L _BACK TO us? .4 .
g\ ' R NOT PROMOTED . PRQMOTED
Y T qu old was'.',he/ehe T, - median; 23 median: 22.¢ J "_,
' ’ *- h: - . . * . . . - . .
5‘\ ’2 ““What sex {5- .. eou gbF - 9 M.ADF
LN L " o [ L ) v p g ) _.s,,.
! ),/3. Race#@ehnic;ty o ( ) Hispanic . ('QEHispanic '
- /( 2) ‘Black « 7 (9 Black :
- . « QA) White/Orientél @D White/Orie&t:al S
4. How much education. ( ) Lgss\than hig ( D Less than high ° 2
did the person ‘ L hool deg‘ o school degree
L have? SR (179 High school " (z,‘ . (14 High school ;
. T _ ' ’ degree Y degree ° o ‘j
‘ Ea g o ' '*: (?gome collegé _ ( & Some.college . - FE ¢
' S v . '( 59 College grad _ ( 5) ‘College grad. L
S . ..' l H&? ,(1? Don't know - ( D Don't know (K
- cational‘ edu%atipn (1‘2 None :
’Ig a specilality ) (2) Less tham. 1 yx%? .
: _j«‘» relevant to t:he job (4) 1 year . e -
T N . ? (5) 2'years ¥ - ‘”’"" o
o~ . tA mor -
. g - v ~(m3¢gd1ane th‘an .2 y@s e
. 6. Years of releuant Job T ~7
~experieyce prior to , 1l years : : -%q
& ,be g hireu,‘ ) " ., -‘,-‘f,‘ . . o . . ' _}-
. g ,
' .,dﬁ\he/shﬁ ﬁearn (3) Walk 1:2 by chance (4) Walk in\by chan,ée i
of . the Job?" s - ’ .(6) Newspaper . ad - (6 Newspaper ad =
. * (V) Fromgsa current (8 From a current
- employee . = employee .’ :
. ) '" (1) Employ&ent service ~(2) Employment service
. . T referral, . " referral
\\\ = f . (1) Privage. employment ( 1) ivate emp],oyment
™ ¢ ) ] - o agency ‘refenral ‘agency referral
< B ) : : ( 3). School referral ‘ (H School referral.
s " - ) e () Union referral - ~ ( ) Uniog refesnrgl:
Taw ' - ( ) _Community based . () Comunyjeg y
L ' - L, - organizati n . organi
.’ _ Tl : R @ referra . referral ,
5 B, SRR - 7« £) Othersgov¥rnmeit ( 2) Other governm
. L ) aj R ~agenc e Yo agency T o
' : . - . LT (® Othgr: Specify .- ( D //her Specify
° ’ el T : . . : .

( ) t .k 0w AL w

i\‘“%_. & \‘55
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y ‘ \\ESIGNATIO\J
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L

21. Did the firm © (-) Don't know
'%; .reeaive a ' & €6) No. ..
subsidy for ( ) Yes, TJIC,
b hiring or ( ) Yes, WIN
’ “training? () Yes,; 0JT
22. Military ' @5) No - .
S exp?rienqe ( ) Yes, twgining
in relevant
speciality
(1) Yes, no
N . _ training in-
” 7/ eleya t . 3
peClayity’
23. Months at firm ‘median © . 7
before - <12~ mo
separatiop ,
24. Hourly wage )
rate at tiume S b.75 . “_;
of = o
~,25. Productieity ¥ 75‘#{;3.‘
‘e - scove two N

) %Ctivityﬁz“ o
S bte at one N
\ yéar's tendre .

,; _that you eXpected
. 'when.. hg/she was
hired

'( ) Don't know

22) No . ;(” ‘ @
(

Lé&b
OFF -~

A
9 No : @
(") Yes, TJTIC - (
¢) Yes, NIN (
Yes"OJT
(,3 (
( ) Yes, training
in relevant .
\speci Tity
() Yes, no
training in_

Yes,

- DISCHARGE OR
INDUCED QUIT

Don't know A 3
No S 7
Yes, TJTC ’
Yes, WIN ’

Yes, 0JT .

No o
training, ¢
in relevagnt
special
Yes, no®

‘training, in

relevant . elevant
speciality N s&)eciality
_ ~
medlaﬂ; ©*" medidn
15 mo ) 13« mo
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'theczse\ninab fo ,ue]q‘lw lab0ut your experiences in 7
‘ N Mhbs . and at the same’ £ikm disucss amoung your- oox
N _\h‘at..slii'l/ls- and ‘sopfpetencies gchools should be
: teaching youth The ﬁuez 'é-oh' the féllowing two, pages are exampl\s/%f the
h possible top cs) you mi@ want to disc\;ss. . "(hl
. .- o . ) A
v NOTES ~
\ . : . }7 A . ‘A, .
. PR
a- y ¢ /‘/\\‘ "‘
. ‘ . i T sy
‘ o *
. ] y v ';:: ]
o » . T
“ 2, - ‘ L.» - f W h]
. -yt ' ~o A
Ap '@:@} ce \ \ V ‘
@ ‘ :ﬁ‘
3, I . N ¥
N = )
s « , P
® = ’ ">, &
» L A ? 3
[
R 4 » . ‘ég; ) 3
.. , .
i
TN
»
, .
G0
q o
. 5— &-' f
R . P’ ;.
i \ s v
(W A i
-
]: - ¢ ’, - .x



e
-

L4

t

. ’ ' - !
QF. THE EMPLOYEES AGE 30 OR UNDER HIRED ABOUT 18 MONTHS AGO WHO ARE: Vox
pURKbNTLY WORKING FOR YOUR . ESTABLISHMEJT PLEASE SELECT THREE: $ONEONE WHO
~ ﬁ; KESIGNED VOLUNTARILY," SOIEONE-LAID OFF AND NOT RCHIRED, AND SOMEONE DLSCHARGED
* QR INDUCED TO RESIGN (IF MORE THAN ONE PERSON FITS A PARTICULAR CATEGORY, PLEASE
SELECT TE PERSON WHO WAS HIRED CLOSEST: @o EXACTLY 18 MONTHS AGO. IT DOES\VOT
&5? MATTER WHETHER THE PERSON LEFT SHORTLY AFTER BEING HIRED, ok ONLY AFTER BEING_
THERE FOR ALMOST A YEAR. ) X .

~NOLUNTARY ' LAY . DISCHARGE OR .
» RESIGNATION OFF INDUCED QUIT
14.- How old was mediap: 23 median: 25 ‘median: 27

@

" he/she

) 15. What sex (B (BES (On BrF By
‘ .16. Race/Ethnicilty () Hispanic " (.) Hispanic ( ) Hispanic
: (3) Black (1) Black : ( 3 Black

) (2’1) White/Oriental (12) Whit:e/Orient:al (1% Whlt:e/Or:Lental

17. How much (1) Less than high ( 1) ess than high ( % Less than high~
educgtion school degree . school degree school degree
did “the ¢1) High school (8) High school (% High school-
s person have? degree ' degree v degree

: (9) Some college ( 3) some college ( 6) Some college
) (5) College:grad "~ ( I) college grad ( D College grad
()

¢1) Don't know Don't krow (3 Don't know
4‘“& . s J- -
- 18. Vocational 42 None a (3'None (13 ,None 5
- ¥ “educatidn in (.3 Less. t;han lf yr “( 6Y Less than 1 yr ( 3 Less thalﬁi yr.
. .a speciality (51 ear (1 1 year (,) 1 year . ,'
‘ -1 Uy relevant ‘to % (2 2 Yeang, "(“-,1) 2 years, » (D 2 years
I\ - . the job (4 ?ore than 3 y - () more ‘than 2' yr ( b more t:han 2 yr
19." Years ﬁy&é\ % . med’ian »
L ~ vant gob ¢=3x‘p$"r1jr ¥ ERGRIE nt2 ) e
. . ence 'p idr t:o ? yeﬁrs .. o e . .yearS' /\ )
#7 s . X >' o ~on
~ 0k ¢ e
: - VERR i (5) walk in bm« .
o . thdncel : chance
e job? T < (G)ﬁ%eﬁspaé)er ad ° (4) Newspaper ad - (9 Newspaper, ad
) S .- &D-Frtm a durrent ( 5 .From a curtent { 9 From a currefit. ,
/' - Vo empl}q&qe .- employee employee : N
‘ : . (1) Employment ser-( ) Employment.ser-( 3 Employment. ser-l
s < ~vice referraly vice referral ™\ - vice referrgk .=
P A (2. Prlvate emplo ~( D Private employ-( ) Private. em Io/g—\‘
-:.;,"'I._‘",-‘". . «e.{fl .'P».-J‘.;‘g? sy — ment aggiicy f. men{: agency ref ment’ ageﬁc%{ef ,
e s PR N (3) Sc’ho oLy Sferra ( D, Schoolrreferral( ,\f School rgfertal -
T T N ERIGOIY io %fenral ) Umom%ef§§§al ( ) Uniog regkrral ~
(?) C bas D Commgnity: sed( 2 Communityybased
za:aon A ,organi atiom .. organizat ion"
., ireferral ¥ . . "refer! et 2 . referral®
() Other g wr“n;».ﬁ( \l Otﬁer .gove (1) Ot:her bov x(i
-‘ /& % Y :munt_agenc&;" L ‘/

‘:‘-:(ﬂ ) Sther“ [ }i(/{ ‘*Othe# Spex

ey "ﬁi‘ '
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7. Which would you generally prefer to hﬁqe a job applicant with /
prévious school-based vocational education in your field or a , ’

job applicant who recteved training from a prev10us employer? Why?
v ! ~
S . : . e

. ) . , N
= ) , . B .
) . - - . Lt . ' L
< . S
' I o)
. -3 > A , ot
. ' I L A .l,".' ‘
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8. Many firms find thémgelves in the p f ‘paying new emplbyees . v
much more tha they are able to prod sfirst in hopeé that ‘when b
the employeeVis fuf&y-trained that the  fifm will recoup the investf.
Ty ment. Do you fell that the wage rate thatayou pay new employees.’
' fises in tapdgmwith their'productivity7 If not, why not? [unions,' ‘
ninimum W "}petitive pressures or.aamething else] i
¥ . ; .. £ ) /" s K 9
- e /) . / S | .
R . . ’
ool ¥ . N . . . . 3 , ,
' 9E§;What.do you b?&ieve a long spell of_unem’}oyment signifies? = .
i . | ) _ S 3 &
‘ ' = _ Ny ”"\. '/ :
. : . S : P g )
!-/' * , ' S B
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LO. If typing Speed is adequate‘fgr thwﬁJOb would ﬁpecializing 7
‘ . in office education be of valte? .o ; '
' \‘2 54 A # ‘ . ! " ')
*- ) R . * . N
o ‘ f ““ Lo - & ) ﬁ‘ ! /. N : ”\;
r ’}he three things tha; schools should be doing to prepare
tolgﬁb‘and,keep a ;ob7 - 7 N j 5 o
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