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FOREWORD

make hiring decisions 1s needed to address the social ceucerus of htgh 1evels
of youth unemployment, high job turnover among youth, and the specter Df grow-

ing skill imbalznce berween job requirements and job seekers as the nation

enters an age of high technology. This study analyzes._ the explicit and 1mp11~

cit behavior of employers fn their assessment of youthful job applicants for

entry-level clerical, retail trade, and machine trade jobs. As tradeoffs

between various educational and uork expertence attributes are gauged, youth

csn make nmore informed decisions about investmerts in time and resources for
developi=pg employability skills.

Specifically, the study addresses questions such as the foiinwin

(1) What is the relative importance of the attributes (signals) that appear

in a typical job application? (2) How valuable is I or 2 years of postsecond-

ary education versus a high school diploma’ (3) Of what vaiue, in terms of

being hired; {s a vocational education major versus a work experience program

versus a cooperative education program? {4) How valuable 15 part~time work

experience 1n htgh schooi versus no work experience? (S) Do emp-oyers value

This report presents ttic analyses of data coilected by means of a survey
mailed to employors from across the nation whe reviewed and rated stmulated

applications. W greatly appreciate the time and the insights that these very

busy men and wom:n contributed. The research would not have been possible

without their csoperation and assistance.

We iiéﬁftb express our gratitude to the National Institute o‘ Education
for sponsorship of this study and to Ronald Bucknam; the project of "icer; for

his guldance and support. We also wish to thank Robert M: Peterscn; Far West

Laboratory, John Barron; Professor of Economics, Purdue Universtty, Robert
Campbei}iiﬁ}ien Wiant; and John Bishop of the National Center for Research

in %ocationax Education for their insightful coazetnts and d critigues of this
report

Recogniticn is due ro vain Hollenbeck for dtrecting the study; Bruce

Smith,; Graduate Research Aseoriate, for data processtng angigggly§§§:ijg§¥

Balogh for editorial assistance; and Carhy Jones for her expert typing and
preparation of the report.

Robert E. Taylor

Executive Director

National Center for Research
fn Vocatfonal Education
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EXECUTIVE SUMMARY

The process of employability development of youth, defined as the acti-

vities which individuals undertake that affect their career or occupational
chcice; or that enhance their chances of gaining employment in the occupations

of their choice; involves making decisions about investments of time or re-
sources: Youths could hold part—time jobs while in schoot which means less

time devoted to academic achievement or extracurricular activities. They
could decide to enroll in a vocational program in a junior or community col-
lege after graduation from high school. They could enter. the labor market
directly from high school. The implications these kinds of decisions have for

future earnings are important, but also fmportant are the implications they

) Relutively Little research has been done on hiow the effects of personal
characteristics, basic or vocational skill levels; and job experience affect
the probability of getting a job: The purpose of this study is to describe
and to anilyze how employers respond to information presented to them by young
job seckers; when making hiring decisions for entry-level jobs. Entry-level
jobs studied here were limited to positions that do not require a baccalau-
reate degree and were in clerical; retail sales, and machine trades occupa-

ticns. The approach taken in this study was to observe responses ina
simulated hiring setting. Employers. across the United States were sent a3 _
job description and a set of fictitious application forms. The information °

on the application forms was intended to represent real applicants for such a
jobs

The empirical analyses of the data that was collected measure the rela-

tive weight that employers piace on various actribites when making applicant
asscssments and the relative weight of the influence of employers' and firms'
characteristics on those assessment. For example, how much higher or lower is
an applicant with 2 years of relevant postsecondary vocational training but no

job expertence rated; than an dpplicant with 2 years of relevant job experi-
¢rice but no postsecondary training? The ratings of the job applicant is de-

pendeiit on the applicants' personal attributes as provided on the application

form. on characteristics of the job and firm, and on the characteristics of
the omployers that perform the rating exercsl. Characteristics of the job,
firm; and rater address questions such as witl the employabiiity rating of a
youthfal job applicant be higher or lower in a unionized firm? If so, by how

much? How much higher or lower do members of a personnel department rate

youthful job applicants as compared to line supervigors or other company
personncl?
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Amonig the findings were that an applicant's high school cumulative grade
polnt average was one of the strongest factors used by employers in rating ap-
plicants, having nc part=time work experience was a serious dtéadvaﬁtégé for a

tevel was also a stgntficant correiate of employabtltty ratings. Opinions

expresrLd by employers seemed to indicate that the three major problems en-

. countered with youthful applicants and workers were: (1) poor work habits and
work maturity, (2) poor job search skills, and (3) poor attainment of basic
skills.

'Specific suggestions for schools to pursue implied by the study include

instruction in job search skills and in business practices and management. A

rumber of employers provided specific illustrations of situations where defi-

~iencles {n basic skills adversely affected the job performances of young
workers; and advocated more eriphasis on baaic skills in schoolss But empioy-
ers seemed most disturbed by the poor work habits and maturity of youthful job
applicants which suggests that schools should be considering how and whether

their programs can improve these aspects of employability. Results pertinent

to occupationally specific vocational education and employer/school joint ef-

forts such as work/learning or service programs indicate that these aspects of

learting are well-received and should be encouraged:

13




1. INTRUDUCTION

When evaluating the benefir of education and training to young people,
Other outcomes of interest are tlie nonpecunlary benmefits of a job; sveh as
employment security, working conditions, training opportunities, and occupa-
tional prestige. The labor market is the mechantsm that allocates individuals
dcteristics: Looking out for thomsclves, job seekers try to waximize their
carnings; cmployuent Securily, working conditions; and other nonpecuniary
sonefits. Looking out for their firms' interests, employers try to find the
most productive workers: But the labor market is not a black box that oper-
ites arbitrarily. It is the systematic decision-making process used by mil-
tions of employers and job seekers: Once employment decisions nave been made,
the carnings and other outcomes follow. Thus the argument can be made for
siiothier outcome measure of training or schooling: how tndividuals fare in the
job search process.

The process of employability development, defimed as the activities indi-
viduals undertake that affect their career or occupational choice, of that en-
hance their chances of gaining employment in the occupations of their choice;
involves making decisions about investments of time or resources. Youths

could hold part-time jobs whiile in school, which means less time devoted to

toll in a vocational program in a junior or community college after giéaﬁdtibh
from high school. They could decide to enter a 4 year college- They could
crter the labor market directly from high school. The implications these
kinde of decisions have for future earnings are important, but also important
{s the impiications they have for the probability of getting a job. For ex-
igple, the returns to intensive athletfc participation; while a youth, are no
doubt extremely high for professional athletes, but the probability of that
payof f is slight.

Despite its seeming importance; telatively little research has been done
on how personal characteristics, basic or vocatjonal skill levels, and job ex-

perience affect the probability of getting a job. The purpose of this study

el |
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is to deseribe aind to analyze how employers respond to {nformation presented
to them on application forss and in interviews and Low this affects hiring
decislons for entry-level jobs. EIntry-level jobs studied here are limited to
positions that do not require a baccalaureate degree. The¢ approach taken in
this study was to observe responses in a simulated hiring setting. Employers
scross the United States were sent a job description and were asked to rate a
set of mock 5§§Iiéétiéﬁ forms. The iﬁfﬁ?ﬁétiaﬁ on cﬁa application forms was

that employers place on various attributes when making applicant ééééE%ﬁéﬁEi,
as well as Zhe relative weight of the influence of employers' and firms'
characteristics on those assessments. For almost all the attributes being

Stuaiéd there are a priori expectations about the direction of the relatfon~

Sﬁip SLtween attribute and assessment. For exampie, empioyers prefer appli—

The quantitative analyses substantiate (or in some cases, question) the
cxistence of; or direction (sign) of, such relationships, but further the
dnalyses determine the relative magnitudes of the effects. low much higher
or lower is an applicant with 2 years of relevant postsecondary vocat ional
training but no job experience rated in comparison to another applicant with 2
yeéars of relevant job experience but no postsecondary training? The approach
{s to use mull variate regresston to estimate the structure and relative
magnitudes of the function that employers use implicitly in rating job ap-
ﬁiiééﬁts. The rating 6£ tﬁé 555 éﬁﬁiibéﬁt ié acaeieé as dependeni on the

scteristics of the job and firm, and on the characteristics of the employers
who perform the rating exercise. The iégié§§;6ﬁ§ yiexd parameter estimates,
uhicﬁ 1néicaté thé efééc:g af the (systeﬁaiicaiiyj mzﬁipuiéiéa iEEFiBﬁEéé—

the rating of appticants;f

*[t is important to note that the anaiysis is confined to the assessment of

application forms. While this stage of the employment process is important,

eaoployers base their hiring decisions on information from other sources, such

as interviews and personal refereances. The focus of the study mas, therefore

bias the imperftance of certain factors in actually getting a job.

2 15
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In addition to the quantitative data collected in the survey, cployers
ctories” about hirinp youth and employability development within schools.:
Kespouses to this question offered employers a chance to share their percep-
tions about the quality of job applicants and new hires; how the latter per-
{ori on the job, and how schools have influenced the employability development
of youth: For example; when selécting an employee with particalar school or
work expericnce, which qualities relating to unacceptable performance on the
job or high turuover rates, do the employers believe they are avoiding? What
dspects ot the yooth's performance on ‘the job inflience his or her probabtlity

ofbeing promoted; iaid off, or fired? What problems seem to lead to a youth's

information to the empirical analysis about 2mployers’ thought and reasoning
processes when hiring youthful workers.

1t should be toted that this simulation study of employer hiring deci-
sions is the second stage of a multiyear project. In the first vear of the
project; aumerous Columbus-area employers came to the National Center foir Re-
search in Vocational Education and participated in a simulation of the hiring
staged job interviews (see Hollembeck 1984): The final year of the project
will involve analysis of personnel files from actual firms in order to gauge
tho validity of the responses to simulated appllcations and to determine to
what extent the hiring criteria that are used are Justified by the actual
serformance of the people hired.

Chapter 2 of this report discusses related research in the fields af
{abor economics and ediucation on employer hirinmg behavior. In chapter 3, the
Zethods uscd to develop the applications and the survey procedures for the
sresent study arc discussed. Chapter 4 gives background data about the em—
ployers and their firms. The results of the statistical analyses of the
applicant rating process are presented in chapter 5. An important part of
the study was reviewing and analyzing the answers to the opern—ended question
about hiring and employing youth and the influence of schools ca employability
development. Chapter 6 provides a systematic recounting of employers' re—
sponses and opinions. Finally, chapter 7 draws insights and implications from
the research for three key groups: youth, employers, and school petsonnel.

- 3 g
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2. RELATED RESEARCH
tween job requirements and job seekers as the nation enters an age of high
tecknology:* An understanding of how youth develop employability skills and
tiow Firms make hiring decisions 1s needed to address these problems. Recent
about the influence of the educational system on the work force. These stud-
jes can be divided into surveys that collected data specific to vocational
education and surveys that collected more general data about the transition
from school to work and the influence of educational practices on that transi-
tion: A sampling of those studies specifically concerned with vocational
education is provided tiere; however, more emphasis is ﬁlééé& on the research
that has been conducted on general hiring practices.

One study of cmployers' opinions about vocational sducation and its grad-
cates is illuminating. The Utah Vocatiomal Study Commission (1979) reports
thé following from a survey of Utah employers:

e Eighty percent of employers felt vocational training progratis
train students in skills that can be used in their company; 91

percent would give preference to a vocattonally trained person
versus a3 "walk=in" 1{f their skills matched those needed.
e Sixty=four percent rated the overall work hablts (e.g:, accuracy,
productivity, judgément) of vocational graduates as above average.
e Cighty percent of employers felt that workers who received their

Vocaticnal training in high schools were moderately to vefy well
prepared in computation skills; 76 percent; in communication
skills.

#Considerable debate attends the question of the {mpact of techmological

advances on Skill reguirements of the work force. Medoff (1982) and Choate
(1982) suggest that demanZ for skilled labor is outstripping the supply.
Rumberger (1984), Levin and Rumberger (1983); Bluestome and Harrison (1982),

and Wilms (1983) suggest that high technology is reducing the skill require-

wernts of labor.



Unfortunately, little information was provided in this report on the sampling
of cmployers, 8o the generalizability of these results is oncertain:

Dun and Bradstreet (1977) report findings from a sample of Virginia eam-

pidyéré; Their findings mey be characterized as perhaps not as positive as

the previous study. lighlights for this report are as follows:

e Employers rated the interpersonal relations, work motivation, and
job skills of vocational education graduates relatively higher
than reading skills,fmathemgticgl skills, or verbal skills. Kmong
respondents who rated vocational education graduates on mathemati-
cal skills, over 44 percent gave "fair” or "poor” ratings.

A majority of respondent firmc felt that vocational education is
either definitely {mportant or souetimes {mportant for proper job

performance.

Two-thirds of all respondents felt that guidance counselors in

high schools do not have sufficient knc@ledge and understandtng of

the respondents' businesses to give career advice to students.

flic response rate to this survey was relatively low, so it may have limited
generalizabllity, even in Virginia. Furthermore, these findings are somewliat
dited and the survey did not address the questfon of hiring preferences; but

was conceried with workers already hired:

report that—
e The most frequent grade awarded to secondary vocational educa-
tion (on a scale of A; B, C, D, and fail) by manufacturers was

a "C”; 'nd the most ftequent grade awarded to poatsecondary vo-

cationa education was a "B”
over half of the respondenta indicated that their company bene-

°
fited from vocational ediucation in terms of reduced training
costs or reduced training time; and

e 85 percent of manufacturers prefer hiring vocational graduates

rather than nonvocational graduates, other things equal, for a
job requiring less than a 4—year college degree.

Sishop (1983) estimated the benefits to employers of hiring vocational
educatfon graduates usfng a geographically dispersed sa@ple of over 2,000
caployers. The study demonstrated that relevant vocational training resulted
in higher remuneration for thte employee, but also higher profitability for the
enployer in terms of reduced training costs and higher praductivity-
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The general tenot of reports from employer surveys directed at the voca-
positive toward that system. While deficiencies were uncovered; particularly
in terms of dcademic skills, the employers wlio weve fntervisowed tended to re-
port a prefereiice for hiring workers trained through the vocational education
system: Surveys of employers that explored general hiring practices and that
wore not limited to vocationally trained employees were far less positive
dbout schools and youthful applicantss

Richards (1980) presents the results of a Research for Better Schools
(RBS) survey of 27 service clubs (e:g:; Kiwanis) in the northeastern United
States. The survey sought 2o determine how significant certaln employee at-

tributes are from the employers' viewpoint. Baséd on employer rankings, the

for the organfzation and its products; positive approach to task assigned);
(2) dependability (good attendance and punciuality; the acceptance of respon-
sibility; accountability); (3) communication skills; (4) basic academic
skills; and (5) interaction with fellow workers. Less importani were crafts-
sanship, interaction wfth sapertors; productivity; and kiowledge of the world
of works

Respondents ranked areas of job applicant deficiency in an inverse order
with importauce of the skill. Employees were ranked as most deficient in the
arca of dependability. followed by positive attitude, cowrmnication skills;
productivity, basic academic skills, craftsmanship; fnteraction with super-
jors, and finally, iatersction with fellow workers.

Aesearchers at the Far West Laboratosy have conducted lnterviews with
¢rployers in the Sam Francisco area to investigate eaployment practices with
entry-ievel workers. Chatham (1982) fndicates that the characterfstics that
sade 4 critical difference in hiring as reported by a small sample of corpora-
tions are the following:
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Interviewing skills

Desire to learn



Petersou (1983) reports on the resalts from a larger sample. The three most
impcrtant factors in making hiring decisions (out of a list of 16) were
(1) sevied serlous about work, eager to get the job, (2) seemed bright and
dlert, and (3) seeued courteous and personable. The thrce least important
factors were (16) a record of achievement in school, {15) was recommended
by someone reliable; and (l4) a record of prior work experience. Ability in
reading, writing, and computation were ranked 9th, 13th, and 10th, respective-
ly: The stndy further shows that the most important factor in evaluating
prior work experlence 1s evidénce that the applicant hias experience or skills
directly related to the job to be done. Of less importance {s evidemce that
(he 4pplicwnt is mot a job-hopper or that the applicant can conform to the
“ules and hours ot the workalace.

The respondents were shown 14 functions that might be performed by
schools through grade 12 and were asked to assign priorities and to rate
the performance of schools in performing each of the tasks: The highest
priorities were judged to be (1) to develop competency in reading, writing,
and computation and (2) to develop competency in speaking and listening.
adjudged to be most effective in (1) developing competency in relating to
sther people, (2) preparing students to find self-fulfillment in pursuits
other than paid employment; (3) developing specific job skills geared to
particular occupations, and (4) developing competency in reading, writing,
4iid computatii~: The greatest discrepancies between priorfty and effective-
ness were for t.ese fumctions:

s Develop values; attitudes; and habits generally uscful in obtain-

ing and succeeding in paid employment.

Help students learn to accept responsibility for their own

decisions and actions.
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Prepare students with realistic expectations of what they will
actually find in the working world.

Wilms (1983) surveyed 172 firms in the Los Angelcs area. These em-
ployers emphasized work habits and positive attitude as the most important

attributes in getting and Succeeding i an entry-level job: He notes:
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When asked to tﬂdtLﬁte thelr reasons for rejecctng job appitcants,
enployers were most Iikely to mention bad attitudes, follcwed by
lack of experience and poor job skills. Only 13 percent said that

poor abilities in reading, writirg, and arithmetic were the main
reasous for rejection. (p. 2)

sort ing behavios. Thirty—slx percent indicated a preference for hiring work-
¢rs who had compléted postsecondary trataing into entry-level jobs, but only
9 perceit reguired suchi ¢r ontials. To most employers, the value of educa-
tional credenttals (particularly at the postsecondary level) was to ensure
that the app!icant has good work habits and positive attitudes.

Miguel (1982) presented to a sample of employers from a number of urban

areas across the country a iist af 22 items 5ﬁa.5§kéa tﬁéa to inaicate all

to the 3 best candidates; and those items that be most critical in maklng a
final choice uiong the 3 best candidates: Table 1 presents a rank ordering
of the respecases. It is interesting to nate that educational performance
CdbLborieS (levels, grades, and test scores) were ranked as the three out of
the four most critical items in making the final selection among the three
best candidates, but were relatively less fmportant ia the initial screening
of applicants. 1n the screening process, employers reported looking at sig-
nals such as recommendations from past employers, appearance and accuracy of
the application form, reasoas for leaving prior jobs, and criminral records:
Specific occupatibhal skills and vocationmal training in schools were only
moderately important {1 either narrowing the applicant pool or making the
fiual selectton:

tollenbeck (1984) found slightly different results in data collected
frou employers In the Columbus, Ohio area. As in the Miguel study, signals
sach as reasons for leaving previous job and kinds of duties performed fu
previous jObS were 1ﬁp0rtant tn screening éﬁﬁlicants. They were mentioned by

screening applications (making tt 8th of a 11st of 25 items) and less than
half reported school grades as important (l4th in the 1ist): Unlike Miguel'

study, however; these educational attributes were alsc relatively unimportant
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TABLE 1

KANK ORDERING UF ITEMS [MPORTANT IN NARROWING
AN APPLICANT POOL AND CRITICAL IN MAKING A FINAL ScELECTION

¢ Rank §= Teras | T
[ of litportance
for Narrowing Rank i{n Terms
an Applicant of Making a Final
Item Pool Selection

Recommiendat lons from past employers 1 6
Appearance and accuracy of , -
application form 1 11
12

(Ve ]

Reasons ior leaviug prior jobs
Ndiicational level (e.g., completed
high school)

—

Criminal record

[« )l
.
(¥4

Vocational training received in schcol
Schonl grades

N

Applicant's age

(V- T« R
—
&

Test scores
Personality and attitude 10 4
Personal appearance 11 5
Kinds of dutiés pertorued in past jobs 12 10
Kinds of jobs held 13 14
Specific occu :tional skills 14 7
lastery of basic academic skills 15 8
Numbe: of jobs held 16 17
Skiil tevels (e:g:; types 45 wpm) i7 g
Vocational trailning received in co-op ] N
programs 18 18
Gaps in employment 19 19
Vocational training received in CETA 20 22
Briver's license 21 20

Bonding 22 21

Source: Miguel (1982):
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tn ﬁékihg fiﬁai aébiiibhs aboui the best candfdates Also, unlike the résuif—

Jeci‘Ionb.*

Ali of these studies of employers' tvactions to youth and hiring behavior
illustrate that numerous factors mediate che hiring procesgs; of vhich edu-
citioii viriables are only a small set. While there iﬁ_éémé disagreement in
these studies as to the importance of vocational skills and educational cre-
dentials, the studies are consistent in emphasizing the importance of employ-
Abillty skills--positive attitude, good work habits, interpersonal abilities,
neatuess.

The bickground to this research; then; can be summarized as follows:

e Studies indicate that vocational trafning in schools most likely

confers some (small) remunerative and hiring advantages to youth-

ful job applticants; ax least in some occupations.

e Studics further show that basic skill attainment and edacarioaal

background are important hiring crlteria, at least in some stages

of the hiring process, but they are sttributes that are less inm-

portant to empioyers than characterist ics such as attitudes, work

habits, neatness, and so forth.
Nomc of the studles have attempted to assess quantitatively the trade-offs
betueen varlotus educational, work experfence; and skill characteristics of job
1pp1ic5hts on empioyaﬁiiifi as ﬁé?ééi&éd by potentfal employers. This {s the

*The ltollenbeck (1984) study focused on clerical, retatl sales, and macnine

trades occupations. For the first and last of these, specific skills are used

fn the workplace. Miguel (1982) examined a more general range of occupatioas.
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3. METHODOLOGY

3.1 Introduction

I+ 1tz first phase of the research program on employer hiring decisions,
Vocstional Education and participated in employer hiring seminars: In these
seminars; simulated application forms were rated, videotaped interview sey-
ents vers viewed and rated, data about the respondents were collected, and
discussion sessious were held. To examine in more detail some of vhe findings
of that study, a survey of a geographically dispersed sample of employers was
fieidud. The data collection involved having the respondents ceview applica-
tlon forms and rate the applicants' employability skills; respond to a set of
questions about themselves and their companies, and (optionally) prvesent their
general comments ahout expetiences hiring youth for entry-level Jods and about
enployability skills taught in schools. Thas; this survey &1d rot allow simu-~
lations of interviews and only allowed limited gualitative data coliectiom as
compared to the Columbus data collection. 1t did, however, provide for &
targer sample for tlie analysis as w21l as for regional vartation.

In “his chapter of the report. the sutvey procedures are detailed. The
sampling strategy 1s discussed first. For the mcst part,; the sample wis tudg-
aciitally sélected in 4 two-stage process. In the first stage, several cities
and areas were selected for {nclusion in the sutvey, and in the second stage;
employers within those aress were selscted accordiug to fndustry. After dis-
cussing the sampiing, the chapter tuins to a discussion »f the developument of
the questionnaire and the survey techniques that vers used. Flmally, survey

response rates and an analysis of Jouresponse ate prezented.

3.2 Sauple Selection

The sample selection process involsed two levels of decisioas—firat the
geographical represeatasion wcs determined; second, the firms that coaprised
the saople in each area were chosen. The primary criserion used inm the selec
tion of the cities and areis was geographtic disperuion: As a secondary <ri-
terion, some variatior iu the population sizs was introduced. Finally, tha

availabllity of an industrial dffectory or chamtar of coumerce membership list
was used as a criterion to chuGse areas-
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As a result of this prucess, 15 sites were identified: These cities/
areas are listed in table 2.
TABLE 2
CITIES AND AREAS COMPRISING SAMPLE FUR STUDY

Boston, %k Cleveland,; ot
Springfield, MA Detrotft/Fliut, MI
philadelphid, PA Chicago area, IL

and surrouading counties _ L .
East St. Louis,; IL

state of Delaware

o Houston, TX

#altimore, MD

- ) Southern CA

Virginia Peniusula L
Seattle, WA

€olumbus, OH

Toledo, Ol

For each of these sites, the industrial directory was purchased and firus
{n certain industries who were thought to hire a substantial number of entry-
level workers in clerical, retail, or machine trade occupations were selected.
When employment size was listed in the {ndustrial directory, firms with less
than 10 emplo~ ‘3§ were excluded from the sample. The general rules used to
decide whether :o include a firm or not were: eumployers in durable manufac-
turing, some construction, and automobile maintenance and repair fndustries
were sent machine trzde applications; employers in wholesale and retail trade,
some restaurant, and hotel 8ectors were sent retail trade applications; and

employers in finance, insuraoce, and real estate and other service industries

were sent clerical applicattiors.

Table 3 sliows the sample size by site and occupattonal groups.

14 ;?i;



TABLE 3
SAMPLE SIZE BY SITE AND OCCUPATION

— Clerical Retailgeemeﬂachine Trades Total

Boston; MA 60 31 56 147
Springfield;, MNA 4 0 121 125
Philadeiphia, PA 239 229 413 881
State of Delaware 162 156 115 433
Baltimore, MD 73 47 65 185
Virginia Peninsula 65 43 36 144
Columbus, OH 89 72 , 83 234
Toledo, Ol 76 14 81 171
Cleveland, OH 49 45 15 109
Detroit/Flint; MI 408749 178/4 247755 8337108
Chicago atea; IL 172 61 222 455
E. St. Louis, IL 7 : 0 38 45
llous tori, TX 190 57 152 399
Southern CA 31% 169 1,244 1,728
_Seattle; WA 253 83 105 | &
— Total _ 5,211 | 1,189 3,068 | 6,448

3.3 Development of the Job Applications and Questionnaire

For many enployers, the completed jbb éﬁ?lication provides the initial
information on the appiicant s abilities, skills, and experiences. The
employer's evaluation of the application's content in conjunctibn‘wiiﬁ the
duties of the open job position determines which applicants are interviewed
and subsequently which are hired for the positicn. To simulate the employ—

er's inmitial evaluation of prospectiVe employees, job application information
tials and work experience. The overall structure and probabilities used to
vary applicant characteristics are displayed in exhibit A-1 of appendix A:

Four general types of ediicational backgrcunds were generated for the job

applicants as follows:




Type 1 - ligh school dropouts

Type 2

Type 3 — one year of postsecondary schooling
4

- high school graduates

Type 4 - 2 years postsecondary schooling, progran completers
Figeres 1 and 2 provide examples of the type i and type 3 applicants.

As can be seen in the two figures; the data that were presented on the
applications were the following:

Age

High school attended
Major/progran in high school

Grade average in high school
High school diploma

Postsecondary school attended

Majcr/program in postsecondary school

Grade average in postsecondary school

e biplona or degree from postsecondary school
e York history (0-5 jobs)

--Employer

--Starting and ending date

--Position

--Dutfes

--Reason for leaving

Typing - eed (for clertcal and retatl sales)

Machines operated (for machine trades)

Referral source

Eligibility for a Targeted Jobs Tax Credit

For the type 1 and 2 applicants, the age of the job secker was randomly set to
be 17, 18, or 19. For the types 3 and 4, age was set to be 19, 20, or 21. In
the attempt te vary location and type of high school, three high schocls were
fictionalized: Central High School, a public, urban high school; Jefferson-
ville lligh School, a generic rural or suburban public high school; and St.
Mary's Uiph Schiool, a private secondary school. The majors ov programs of

study in high school came from the following sat:

ﬂ?\
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DATE OP BIRTH: 0G/6S

o ¢s2DUCATIO BRECORD**

;;;;___-___----::::::::;_-_---_-------;::::::::;..-----------;;;::::::::::::;
ScHOOL ATTENDED: Jaffersonville H.S. o
#AJOR/PROGRANC co-0P Machine Trades GRADE AVERAGE: 2.2578:00 |
DATES OF xtrzuoxnea- 9/79-6/81 7791?Loaxiozcnzz- Lo {
_______________________________ ::;------_--_---..--::::;;---------_---__---;
POST SECONDARY SCHOOL ATTENDED: v T 1
NAJOB/PROGRAN: GBRADE AVERAGE: {
DATES OF ATTENDANCE: DIPLOMA/DEGREE: [
::;_---_-"--------;:::::;::;---_------_--;2::::::::;;;----_- e L
77777 WOER HISTORY , 7
------::::::;;-_---_---_----::::::;;:;;------_--_----;:::::::::;; .......... -t
EAPLOYER: Past Pood Restaurane® PNPLOYED PROH: 08781 |

POSITION: Pool S=3rvice Worker TO: 05/83 |

DUTIBS: Pr2pated sof* drinks,sandviches; sarved food,clsancd/r=se% %tables. |

BEASON FOR LEAVING: Lefs soeking a full-tim2 job [
"""""""""::::;;;'""""""";::::::::::;;;'27232222""‘;;::::::i
ERPLOYER: EMPLOYED PPROMNS !
POSITION: TO: |
DUTIES: !
REASON FOR LEAVING: - |
e e ca—e e o ————- . e = ———————— = ———— - - - ————— . ——— =
EMPLOYER: EMPLOYED FROAN: [
POSITION: T0: |
DUTIES: i i
REASON POB LEAVING: |
'::;:::;;""""""";;;:::::::;;"""""""';;:::::::;;;;;'ZTZ ........ -t
EMPLOYER: EMPLOYED PROM: |
POSITION: 10: [
DOTIES: I
REASON FOR LEAVING: {
-----_---_--------:::::;:;;-_--------u--_;::2:::::::;;—--------------;2222223
EMPLOYER: EMPLOYED FRON: 0
PCSITION: T0: |
DUTIES: o |
_REASON POR LEAVING: i
=Y --;;:::::::::;:;;;--'---,-----;2::::::::;:;;;--.

ﬁaeu;y§§fopnpn7zn- , o
Lathe,grinder, drill prass,milling nachtno boring sill,sav,shaper

REFERRAL SOURCF: Unknown/Rone

POB OFPICE USP: 1. TESTED TYPING SPEED: NyA
2. ELIGIBLE POR TJTC: yes

ettt kbt akatutatadadte ¢ P e hetkbetebbatatntadiudets +
| HIRING PRIORITY INDEX \ [ YOUR SCORE_ {
{ 0. .50, 100. . 150 . . 2001 | POR APPLICANT [
| WORST AVERAGE BEST | ! !
| HIKED HIRE HIREO | i {
e S pppp————— P O b
Figurc L.  Sample job application for high school dropout applicant
17 o




iﬁﬁiiéiﬁf #5139 S
o DATE OF BIRTH: 12762

$*ZDUCATIONAL EECOBD®*

;-----;-;----------;;Z:::;:::::::;:2::;;;2-;;22;2;22;-------------_..;;;;;;;;;;
i SCHOOL ATTE®DED: St. Hary's 8:S. o {
| EAJOB/PRCGRAN: uene:al GRADE AVERAGE: 2.10/4.00 |
| DATES OF ATTENDANCE: 9/77-6781 DIPLOMA/DEGREE: yes !
Lttt bbb detduddettetiniteitd bttt ittt ittt ittt 4
{ POST SECONDARY SCHOOL ATTENDED: Franklin County Coammunity College [}
| MAJOR/PRBCGRARN: Nacbine Trades GRADE RYERAGE: 2.977/8.00 |
| DATES OF ATTENDANCE: 9/81-6/82 DIPLOMA/DEGRPE: 1o !
@ o o = = > - = = = -~ > —————_— ———————————————————aeeec—a—e=)
] WOBK RISTORY

| EMPLOYER: Service Station ENPLOYED FROM: $2/82 §
§f PCSITION: Attendant - To: 03783 }
j DUTIBS: Attended gas pumpg,holpod sechanics,did clean up work. ]
| BEASCN POR LEAVING: Has laid off 8 |
@ mwr oo - - -—— e e r - e R E . ———————— . e - W s > o e
| EMPLOYER: Service Station ERPLOYED FROM: 10782 |
| POSITION: A%tendant S TO: 10782 |
| DUTIES: Attended gas puups,helped sechanics,di? clean up wvork: |
| BEASOH FOR LEAVING: Cuit B |
;:;:::;::::;;;—;é;;-f——ff—--------——-----————-———o-——--—-Z::T:t:——--------.—--,
| EMPLOYBER: Service S%ation ENPLOYED PROM: 06782 |
i POSITION: Attsrndant _ ] T0: 07782 |
| DUTIES: Attended gas pusps,helped uacfanics,did clean up work. |
| BEASON POR LEAVING: Cuit R |
R T bttt e —————— B et
i BHPLOYPR: Large manufacturirg Firs ENPLOYED FROM: 11781 |
| POSITION: Machimist Helper B . _ TO: 05782 |
| DUTIES: Helped skilled operator, stackcd matarials,did clsan up work. |
| REASON FPOR tzkvtnnggggg 77777777777777777777777777777777 {
' ...................................... ——- e e —------;;;;;;;;;;;2;;;5;56
| EMPLOYER: Pas* Pood Restaurant BAPLOYED PROM: 06/81 |
| POSITION: Pood ~=rvice Worker TO: 08781 |
| DUTIEBS: prepare soft drinks,sandviches,served fcod,cleancd/crset tabias: |
| REASON FOR LEAV1iG: Went back “o school B |
R SR T LT - s - s - - - . - -~ - -———waed

MACHINES OPERATED:

REFERRAL SOURCE: School Counselor

POR OFFICE USE: 1. TESTPD TYPING SPEED: N/A

2. ELIGIBLE POR TJTC: no

tom————- Rl T L P R L D e . brven- e ———-
- HIRING PPIORITY INDEX | | YOUR SCORP !
{1 0. .50 . . 100. . 150 . . 200 | [ FOR APPLICANT |
| WORST AVERAGE BEST | i ]
| HIRFED HIRE HIRED ] | !
Q——-«-—-----’;;;--’-;2;;2;.’;.'-;’— ........ [ ] . ------- - A pp s e o an E Gp S e e o Q

Figure 2. Sample job application for applicant with onc year of

postsecondary schoolinp
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O

ERIC

Aruitoxt provided by Eic:

Jffice education

Jistributive education

Machine trades

College preparatory

Cooperative Office Education

Coopcrative Distributive Education

Cooperative Machine Trades

Uccupational Work Experience

The hipl school grade average was randomly chosen to lie between 1:40 and 3:60

institutions wis assigned: These were Franklin County Community Collecge,
intended to be a puhlic tnstitution; Lincoln Teéchnical Institute, a public
techinicalsschool; Acac Business College, a proprietary institction; and Acme
Tocliiical lastitite, another private postsecondary school. Postseécondary
@4 jors were assigned from the following set:
e Marketing

e Clerical

e Machine Trades
Gride avetdpes ranged trom 2.00 to 3.50 on a 4.0 scale.

The .lgoritlim used to assign the number and duration of jobs held while

in school was rather complex. For the applicants with no postsecondary school-

tont " “summor oily,” or Twone.” For the type 3 and type 4 applicants (those
who had some postsccondary schooling); a similar characterizatiou was used,
llowever; the job histories werc brokén down fnto high school experfence and
postsccondary exporiences Thus there were 16 possible types of job histories,
that were entitled “nowe-none,” “nonc-ateady,” "ateady-summera only,” and 8o
forth: The nuaber of previous jobs ranged from O to 5, durations of a single
job ranped trom 1 month to 64 months, a1id total work experience ranged from O

iwoiitlis to 08 monthis:

Y30



on the application foru are shown in table 4. The varlanr+ introduccd was
vzpleyers were large or small establishments; public or private institutions;
and whether or rnot the jobs that wet.r held were relevant. The reasons for
leaving prior jobs came from the following set:

was lzid off

Quit

Was teaporary job

Left for better job

Left to look for full-time job

Went back to school

For the clerical and retail sales position; the applications reported a
tested typing speed. These were assigned idﬁdbﬁiy over the range 6i tU to 66
Gords per minute. For machine trades, the application listed a set of up to
seven michines operated by the job seeker. This set was as follows:

[ ]
[
[
[
-
=B
o
al
[
A
>
[
b=}
o

none
Lathe
Grinder

e Drill

Boring machine

Saw

Shaper

e#ach type of job application. To obtafn a measure of how the application con-
job description and application iwforration and then provide a hiring score
rauping from O to 200 points: The directions cmployers werc given for rating

the job applicattions were as follows:
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Employer

TABLL %

Position

Duties

Large ssnufacturing firn
5mall manufacturing firm

Couuty government office?

Large depattiment store
goat ique?

City huspital
rast-food restaurant

Jdanitorial service?
County goveranent .
miincenance doﬁé?iﬁéﬁib

3eérvice stationb

Of fice helperd

Machinist helperP

Of fice helper?

Sales helper

Food service

helper

Cleaner

Attendantb

Filed records, sorted and

Helped skilled operator,
stacked materials, did

Filed records, sorted and
delivered matl, answer.
phones

Stockéd shelves, showed
products to customers, put
prices on goods

Preparea soft drinks,
sandwiches, scrved food,
cleaned and reset tables

Serviced restrooms, cleaned
floors and windows, did
minor repairs

Attended gas pumps, helped
mechanics, did cleanus wo'k.

Biiged only on machine trades applicattonss



TREE 9

2 JEORIPTING EWPLOYERS LSEC wHEh FATING DIFFERENT TYPES ¥ 3R APPLICANTS

“sscrlptlons for Each ccupatlon

oierlzal

sl MachIne Trades

of Tim
s %

I Tag§

Types lavalcas; letters;
renorands

Answers phone
seners] oftice dutleg--
copy mater [als, detlver
naii; maintaln files

TR
required on Job

Keguired on Job Job Tasks Job Tasks

1 sailges (s8l)9) cistoes 50

oroducts; preperes sales
slips, ang gses Cash

: reglster
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l. Review each job application independnntxzrand rate it as tnough
you vere golnb to fill a posxtion similar to the one descritud
dbove in your organizationm. 1If you would not hite a persta be
cduse thuey seem overquallfled they should get a lower score than
ttie one you would choose to hire.

J, Choose any score between U and 209 (e.g., 26, 72, 100, 128)
based on the scale shown below:

HIRING PRIORITY INDEX | | YOUR- SCORE

Uorst  Average Best
_ Hired  Hire Hired

- 50 points represents the worst applicant you ever hired

(as perceived at the tize of kiring, hOI,what the new
hire's performance actualiy turned out to te)

100 points represents the average applicant you ever hired

- 150 points represents the best arplicant you ever nired
{as perceived at the tlme of nirtng, NOT what the new
hire's pertormance actually turned out to be)

3. Assume you are rev:gving the Jpplitations in June 1983, We are

not interested in deternining the effects of sex or race on hir-

ing decisions; so assuav all of the hypothetical candidates have
the same sex and races

A total of 550 different application forms vere developed. Each of the

caployers was randomly jiven a set of 11 applicunts to rate. The set was comr

prised of two type | 1pp‘i€nnt% (high GChool\{;Opoutﬁ). five type 2 ébplicants

(high school pr aduatts), one type 3 applicant Yone year of poats;condary

schoolinp, no depree), and three type & ébhllcan b (2 years of postsecondary
schivoling; program completers). On average, each application form was re-
Viedod by approximately sleven cmployers:

Thy questionnafre that was dcvelopvd to aCCOMpahy tbe application rating
process is provided in appondix 8. The instrument hds seven major sections.
First, data weri eollected ubout the particular respondenta including age,
educatton, sex, race, position; and duties within the firm. The second rec-

tton concerned the characteristics of the firm such as employment size and age
and uilonfzation of the wirk forcc. Stnce hiring decisions at a firm are made
Githin the context of the firm's personncl policies, considerable data about
the ostablishment's hiring process were collected in the third section of the
questivsnnaire. The fourth section focussed on the firm's training process.

It was deemed important to collect data about the extent and type of training
hecause the wize of the firm's averape investment in training may {rflience
How carcful it is in hiring.
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S¢sides Investigating the hiring decision behavior of firas; a second

purpose of the study was to learn how youths fdare in jobs once they are hired:
To investigate this subject, sections V and VI of the questionnaire gathered
information abouar several youths recently employed by the firm. In sectioa V;
work ¢ jerience, wages, and productivity ratings were gathered for two youths
provious 2 years (1 had subsequently been promoted and the otlier retained by
the firm but not promoted). In section VI, similar characteristics were re-
ported about 3 youth who were hired in the last two years, but who have been
separated from the firm through a voluntary quit, a layoff, and a disaissal.

3:4 Survey Procedures and Response

3.%.1 Survey Procedures

Tt questionnaire and set of applications were mail:d to the 6,448 em-
sloyers between June 20, 1983, and July 20, 1983. The cover letter for the
mailing is exhibit A-2 in appendix A. As of August 15, 1983, completed re-
sponses had been received from 426 cmployers, and there were 81 refusals or
misaddresses « it could not be resolved. Thus, there were approximately 5,950

Tlie first follow-up was a second copy of thc questionnatre matled in late
Alipust 10 a random sampie of approximately [,000 of the noarespordents. These
individuals were also contacted by telephone approximately 3 weeks later. Ex-
hibit A=3 in appendix A provides the cover letter for the first follow-up
wafling to this subsample of nonrespondents, and exhibit A-4 gives the script
that the tclephone callers used: At the same time that the questionnaire was
thoir respouse (but not 4 second questionnaire) and a return postcard: Ex-

li{bit A=5 provid 4 a copy of that letter and postcard.
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Aruitoxt provided by Eic:

Teenty-eight percent of thz nonrespondents who werZ telephoned indicated
that thoey had not received the follow-up correspondence and requested yet
ot copy of Ui auestionnaire.  Four wundred and sixteen of tne %,970
caplosers (3.% jurcent) returned postcards indicating that they would par-
ticipite dmd necded another copy of the questionnaire eitner for themselves
Jr surmeone else in their firds

By October 1, another 166 responses had been received as a result of the
ohone calls and the follow-up mailings: “his hrought the total number of com-
pleted responses to 592; this set ot data is used for the analysis reported in
this docinents  With approxxmately 4,000 nonrespondents and some 2,000 ques-
t tnniiaires and application sets remaining from the initial printing, a second
fullow-up letter (mxhlhlt A-6) and que%tlonnaire were maited to a random.

selected otie-half of the caployers who nad not responded.

The surv Hidtcdurcs sre sommarized in figure 3. Note that the final
disposition for cirh respondent has been categorized into 10 stites. In the
Hext avction, the response rates to the survey In terms of these alternative
dispositians are discusseds
3.4, Response®

With the receipt of B5H rnmplvtvd questionnaires, the overall response
rile Jds of the date of this report is 3.3 percent. This is a rtuuonably hi&h
respaise rate tor a mill survey, plfl(culirly considertng the conplcxltv of
thin mufveys. Table 6 provides counts 31 responses by arcd ind occupation.

(e Lifieas @lth the highest response wore:

 Mid-October Final Response
- Response Rate: _ vate:
e Cloveland (22.9%2) 28.6%
e Columbiii (16:6%) 23.9%
e Toledo - C(16:4%) 20.47%
e Balt hwore & detroit/Fiint (ll. 9% & 11.1%) 15.7%
The .ireds with the lowest response were--
e Stiate of Delaware (5:67%) 8:17%
e koston & Springfiecld; HA (6:37 & 3.27) 8.8%
¢ bast St. Iouis (6.8%) 8.97

&This section reports on the complv ted responses of 855 employers. It should
he emphasized that the statistical analvses reported later are based on 592
responses received by mid-October. Informal review seems to {ndicate only
slipht differences between the two samples.

)
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Enployers who reviewed clerical applications had the highest response rate
(15:9 pgrcent), those who revxgwed retail trade applicants had the lowest
{18.2 percent). Exhibit A-7 provides a complete account of the disposition
codes for all sites and occupations.

Jith postcards sent to five-sixths of the nonrespondents in the first
follou-up and telephone contacts made with the other one-sixth, the survey
proccdures made it fairly easy for respondents to refuse to participate. In-
deed; calculations from exhibit A-7 show that 664 refusals were received (10.3
percent of the entire sample): An attempt was made to learn as much as pos—

sible about these refusals in order to attempt toc make inferences about the
sample of enployers from which completed responses were received.
table 7 lists the refusal rates by area and occupation: What is inter-
sting about this table 15 how it relates to the previous table that contains

data on response rateés. The correlation between the level of response and the
level of refusal is very high: Four of the five areas with the greatest re~
sponse rates are in the highest five refusal rates. Three of the four lowest
?ééﬁéﬁéé rates are in thé fbur iawesi refusat ?étés. In terms of occupéfiéﬁ,

tUﬁétlhhé have the highest rate and retail trades occupations have the lowest
rates)

Because the sam total of completers and refusers represents app.OX1mately
a quartcr of the sample; oiily impressionistic conclusions about response bias
¢in be formed. However, becauss rates of response and refusal seem vo be cor—
telated, 1t is most likely that response variation can be exptained by inter—
area causes (proxiwity to Columbus, industrial mix, age of fudustrial Dirce-
tory) and not within area causes.

In looking at reasons given for not participating, it appears as if the
size of the firm may be an important issues One hundred and eighty-eight out
of the 664 employers who refused to participate in the survey gave reasons for
not responding that were casily classifiable into five categories (1f multiple
roasons were given,; the First was used for ciassification.) The wost out=

standing reason for refusiig to participate was lack of time (31 percent). Of
those cmploycrq who gave time as the reason for refusing to participate i{n the
survey, 23 (39 pﬂrcent) were in the clerical occupation; 12 (20 percent) were
in retail trades; and 24 (41 percent) were in the machine trades.
7 4



TABLE 6
RESPONSES BY AREA AND OCCUPATION

Number ﬁéiﬁﬁﬁ&iﬁg
Machine
o HiaTiosd . fachl .

Boston; MA 7 {6)3 2 (1) S (3) 14 (10)
Springfield, MA D (0) NAD  (NA) 11 %) 11 (%)
Philadelphta, PA 43 (32) 14 (9) - 40 (29) 97 (70)
State of Delaware 11 (8) 12 (M 12 (9 35 (28
Baltimore, MD 12 (9 6 (4) 11 (9) 29 (22)
Virginia Peninsula 10 (3) 7 (4) 1 ) 18 (8)
Columbus, OH 26 (13) 9) 19 %) 56 (39)
Toledo, OH 20 (15) ) 14 (12) 35 {28)
Cleveland, OH 18 (15) (5) 6 {s) 31 2%)
Detroit/Flint, MI 76 (51) (14) 53 (40) 148 (105)
Chicago, IL 21 (18) (6) 29 (20) 64 (44)
East St. Louls, IL 0 (0) NA) 4 (3) 4 ()
llouston; TX 22 (12) (5) 17 (&) 48 (31)
Southern California 51 (37) (6) 147 (91) 210 (134)
Seattle; WA 32 (18) (6) 8 (4) 51 (28)

_Total 353 (238) 121 (77) 338 260 _ 855% (592)¢

aEn;r@es in parentheses indicate responses received by mid-October;

-total = 592. 7 o 7 .

bNot applicable since zero firms in sample.

Cliicludes 4 responses with udkfown city.
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TABLE 7

REFUSAL RATES BY AREA AND OCCUPATION

Percentage of Sample Refusing
- -—— —_ to Respond

— — Machine
Atea Clerical Retail Trades
1 16.1

[l
O
=4
]|
Pt |

Boston, MA
Springfield; MA
Philadelphia; PA
State of Delaware
Baltimore, MD
Virginia Penlasula
Columbus, OH
Toledo; OH
Cleveland; OH
Detroit/Flint, MI
Chicago, IL
East St. louis, IL
Houston, TX
Southern California
Seattle, WA

Total

aNor applicable since zero firms in sample.
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A second reason for refusing to participate was the lack of staff neces-
siry ts complete the survey. Twenty-seven vmployers (14 percent) indicated
this reason. The third category of refusals was that the firm was too small.
Forty-thiree employcrs (23 percent) gave this reason. Of these; 12 empioyers

(ié pérCEﬁtj were {: the clerical occupations, six employers (16 percent)
were in the retail trades, and 25 empioyers (58 percent) were in the machine
trades. Stiil another reason for refusing to participate was that the survey

itselt was too lonb and/or complicated- rwenty-four empiqyers (13 percent)
l.—

said tliis. The final reason for refusing to participate i she survey was
that the firm was out of business. Nineteen percent of all classi€iable
fewsons were due to the demise of the firm. Other reasons given by employers,

but not rcadiiy ciaggifiabie, vere cften ambigdéué and may have involved one

y /% their firm, company

"not formal training, or no
reason given.
3.%.3 Summary

In reviewing and evaluating the survey methodology, a positive result was
that the rate of response was relatively high when considering the complexity
of the survey form. The response rate of over 13 percent compares favorahly
tu the rule of' thuwd of 10 ﬁéfééﬁt response rate for mail surveys. In addi-
tion, 2 review of the information collectsd ahout nonrespendents and refusals
Indicates thai there were no glaring systematic biases among the respondents.

n the nopative side, ex post facto evidence shows that the telephone

follow—up +i8 rathor ineffective in eliciting additfonal responses. The re-
sponse rath for the subsample who received the questionnaire in the first
follow—ap and were then contacted by telephone was only 12.2 percent. Second-
1y, there was som evidence that completed responses were lost through ais-
handling ia the mail system. Over 20 employers contacted during the course
of a foliow-up indicated that they had completed the survey earlier and mailed
it. Most of these refused to retake the survey (one individual had fortumate-
1y xeroxed thie response and sent im a copy).

in the next cliapter of the report, descriptive statistics calculated from

the data that were returned are presented.



4. MPLOYER CHARACTLRI&TILb
in this chapter; thie Jdata collected about each employer and firm are
described. Appé”dix B in this report fs comprised of a copy of the question-
Waire that provtdeb frequency distributions for all of the responses. As
noted fn the previous chapter; as of October 1, u total of 592 euployers had

responded. This chapter ¢éxamines this sample of data only.

the respondents and the firms that they cepresented. Because of the nature
of the three occupatinsns examined in the stiudy--clerical, retail, and machine
trades—-—-the sample was judgmeatally screened by imdustry: Table 8 shows the
tndustrial cowposition of the firms that responded. In peneral, durable manu-
facturing firms reviewed machine trades applicnnts. the retail trade estab-
lishments and hotels and other lodging places reviewed applicants for the
retait job; and the finance and insurance, business services, and health
services sectors rated the clerical position applicants.

Thore was w'de diversity in the size of the establishment, with the med-
fan size class comprising 100 to 199 full-time employees. Fifty-six percent
of thc respo denats indfcated that their establishment was situated within a

wulti-establ ishment firm. The median for the firm size as measurod by the
total number of cmployces for these enterprises was 2;000 employees.

The median porcentage of full- or part-time employees under the age of 25
was 20 percent. In an attempt to pauge the extent €0 which internal labor
darkets were existent among the flrms, the respondents were asked how many
foremen or supervisors were first hired by the establishment in an unskilled

or semiskilled entry-level positfon: The median response was 30 percent.

Siightly over 68 percent of the respondents were not unionized. However
for thosc establishments that did report some nonsupervisory workers covered
by collective bargaining; the median percentage of union coverage was 70

percent s
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TABLE 8

INDUSTRY DISTRIBUTION OF RESPONDENTS

SIC® lngustry
o Mining ) 7 ~
13 TIT and Gas Extraction i 2 3
Constriction o . . _
17 SpaCTaT Trade Contractors 1 4 5
20 Tood_am KIndred 2 1 3
23  Apparel and Other Textile 1 1 2
24  Lumber and Wood Products 1 1
26  Paper and Allled Products 1 1 2 4
27 Printing and Publ ishing 9 t 1 1"
28 Cheomlcals S 3 6
2 Potroleum Products 1 1
3 Rubber Froductys 2 2
32 53tone, Clay; Glass Products . 4 4
33 Primary Metal |ndustries 1 17 18
34 frabricated Metal Products 1 78 19
35 Machinery, excluding Elechronic 3 76 %
56 Elactronle Equlpment 5 1 9 16
51 Treanmsportation Equipment 4 1 11
58 Instrumants 1 5 6
39 m scella cnoows 1 3 4
~ "and PubTIc UT1ITTles . .
40 RarTroad . ) 2 2
44  water Trénspérfcf lon 1 1
45  Alr Transportation 2 1 3
48 Communlication_ H } 1
43 Posiic teitities 6 ' ?
... wWholesale Trade _ _ _ L
50 urab ies 4 2 6 12
S1 Nondurables 1 ¢ 5
__  Retall Trade . .
S2 Bullding Maferlals and Garden 1 ! 2
55 Ganeral Merchandlse 8 , 8
54 Food Stores S 1 6
S5  Auto Dealers 5 2 1
56  Apparetl Stores 6 )
91 Euroityre . . . 4 4
58 Eating, Orl. 'ng Establishments 5 5
53 Mlsc. n 1"
60 TomTng 34 34
61 Credlt Agency, excluding Banks 23 : 24
2 Securlty Brokers 3 3
63 Insurance Carrlers 38 B 8
64  Insurance Agents 8 1 9
65 Real Estate b 1 6
67 Holdlng Cos., investment Office 4 4
10 W‘T—reﬁﬁnd other Lodging o 15 : 19
13 Buslness Services 22 1 2 25
15  Auto Repalr 1 1
16 Misc. Repair . 2 2
18 Motion Plctures . 1 1
73  Amustment and Recreat ton 1 ) A
80 Health Services 16 i 17
81 Legal Services. 2 2
92 Education Services 2 2
85 Soclal Services _ 3 3
B6  Mambership Organlzoﬂciﬂ 6 6
89 Misc. Services ) )
90 Public Administration 2 2
o UnknOwE— ; | & N N 5 . . 17
Botandard 1ndustrial Classification 44
32
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Thore wis a falrly wide varfatfon ln the characteristics of the indivi-
duals who responded. Males constituted 69 percent of the sample; blacks, 4.5
pereont.  ln terms of respondents' age distribution; 15 percent were less than
30 years old, 44 percent were 30 to 44; 23 percent werc 45 to 54, and the re-
maining 18 percent wcre 55 or over. Educational levels were quite high with
sbout 70 percent responding that they kad had 4 or more years of college or
traintng boyond high school. Only 6 percent reported an education of high
schooi graduition or less: The employers who responded had a median of 6
years of experlence partictpating in the hiring decisions of their current
establishments and a wedian of lU years of experience in reviewing employment
applications in any company.

(50 percent) iépartﬁd bétng a manager or staff member of a béibdhhéi depart-
sefit. Slightly over 30 percent were the establishment's chief executive of-
ficer (CE0) or owners Eighty-five percent of the respondents reported having
or nuaber (76 percent) reported having their own or shared authority to fire

individuals.

4.2 Firms' Hiring Processes

The cmployers were asked to reporf what methods were ised to attrict
applicants when there is an opening in an uaskilled or semiskilled job: Of
569 responses; 22 employers (4 percent) indicated that they did not solicit
applicants because they had ewough unsolicited applicants. Of the remaining
547 rosponses, the rank ordering of the responses was as follows (employers
coiuld depote wore than one method):

Percent of Responses
71.5
69.3

x

I

Advertise in media

Anfiounce to current employees

W N e

Ask for referrals from schools or vo-
citional education institution
Ask for referrals from the state 4 54.3

caployment service

W
N
w
L[]

(=]

Ask for referrals from an employment
agency

‘{ake other efforts

~N N
e
-~

Ll

Q

visplay llelp Wanted sign

Ask for referrals Erom union
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The way tirms respoid to tcleplivie inquiries about wmploymeiit, how often
persons are allowed to complete an application, and what percentage of appli-
cants are interviewed are all Important aspects of a firm's hiricg process.
These policies also differ for many firms according to whetlier or not there is
an opening. Thus, as can be seen in appendix B, questions were asked for
periods when there was an opening and for periods when there was no specific
opening in the firm. A large majority of employers encouragced telephione
callers to come in and fill out an application when there was an opening in
thic firm: Fifty-three percent indicated that they encouraged callers to come
in unconditionally; while an additional 34 percent eicouraged callers to coime
in only if thney had skills. When there was no specific vacancy, the employers
were somewhat less encouraging: 9nly 33 percent invited callers to apply un-
conditionally, 22 percent invited callers to apply if skilled, and 36 percent

Employers exhibited similar behavior in their policies for taking appli-

cations from individuals who cage to their establishments without a referral.

pave applications forms to 95-100 percent of the walk—irs and only 10 percent
reported having given application forms to 0-5 percent of walk-ins. But when
there was no specific opening, 27 percent of the cmployers did mot give out

applications to walk-ins (l:e:; gave them to 0-5 percent) and only 27 percent
gave out applications to 95-100 percent.

The perc tages of persons who complete applications and who are inter—
viewed immediately change quite a bit when thereé 18 or is not an opening:
Following are the responses to the question about the percentage of persons
who fill out an application and who are interviewed immediately:

Response Categories for Response Categories for
Porcentage of Applicants Percentage of Applicants
Interviewed When There Interviewed When MNo B 7
Is an Opening Percent Specific Opening Percent

95-100% 31.1 95-1002

76-94% 10.% 76947

St-75% 10.1 51-75%

26-50% 7.3 26-50%

6-25% 12.2 6-254

0-5% 28.7 0-5%
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The respondents to this data collection effort reported a wide variation in
the iuber of intervieis per hire. Tlie sedian response to the question of “on
averaje; how many people are interviewed to £i11 an opening™ was five: The

responlses r.lnbed from I to 63.

X sizable portion of the respondents (72 percent) reported that they re-
viewed pruviously filed applications in making their decisions about whom to
inturvi W Amonb the respondents who did consult thetr tiles, 4 median of 25
file, and 48 percent of the respondents indicated that half or more of such
intervicws resulted ic a job offer.

4.3 Traiaing and Productivity

Data were also collected about the training process and productivity
diiring training of typtcal new employees holding jobs similar to the ones
described for the application rathg. Training was classified into six types:
(1) formal training by specialized tratnfug personnel (2) self-paced learning
proyrams, (3) instruction received from a supervisor, (4) job learned by
watchiing co-workers, (5) job léarned by doing it while someone devotes 100
percent of his or her time watching, and (6) job learned by doing it while
someone watches progress out of the cormer of his or her eye. Informatioun on
hours spent {n each of these types of training was collected for the first
month f employment, for the next 11 monthlis, and for the second year of
~aployuent. It turns out that approximately a half person-year of training
occurs over these three periods. The mean ievel of training reported by the
respondents was 110 hours during the first month of employimenc, 584 hours
during the next 11 months, and 350 hours during the second year-:

Besides responding to the levels of training; the emplovers rated the
prodactivity of a typical new employee who was engaged (or not engaged) in
trainxng activities during the first day of employment, at the end of the
first mouth: and at the ond of the first year of employment. The instructions
werc, ~Please rate i typical employee's productivity on a scale of 0 to 100,

where 100 equals the maximun ﬁibéuctivity rating any of your employees has or



.

can attaln and O s absolutely no productivity by your employee - fﬁé Qﬁéé-
vide indicators of the relative producttvtty of a worker at different points
in tliv or engaged in two different activities. These questions do uot at-
tempt to measure productivity in zny absolute sense:

Relative productivity was rated as belng very low during the first day
if the worker was not engaged in any training activity (median = 5), was being
trained by a line supervisor or management (medtan = 20}, or was being trained
by co-workers (median = 15). At the end of the first month, the medlan rat-
ings were 30, 60, and 50, respectively. At the end of the first year, the
dedians were 85, 90, and 85:

In an attempt to measure whethler or not the training given to new employ-
ees in these jobs was general tn nature or specific to the firm; employers

wore asked how wany skills learned on the job were useful outside of their

company and how many other companies in the local labor market have jobs re-

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

_ Companies i1 Area

Skilis Learned That Were Having Jobs Requiring B

_Usefal Oatstde Company Percentage Same Skills Percentage
ALl 95~100% 21.2 Less than 5 63
Host 61-942 44.2 5 - 15 15:
talf 40-60% 18.4 16-100 37.7
Some 0-39%Z 11.9 100+ 40.2
Minimal 0-5% 455

These frequencies indicate that most of the training which respondents re-
ported was general in nature and that there were a large number of firas in
their respective areas where workers could use those skills. Such a situation
would suggest that wages would be rolatively low as indfviduals bear part of

the cost of training: Indeed, the medfan starting hourly wage for the jobs

was only $5 per hour.
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4.4 Experience with Recently lHired Workers

The last type of background {nformation collected in the seminars per-
tiined to the experiences firms had with recently hired workers: Information
wage rateé, aund productiviiy score was obtatned for a choice-based sample of 5
{nidividuals hired w:thin the last 2 years: one had been promoted; one was

been lald=off, and one had resigned voluntarily: When asked about retention/
separatioin of workers, employers reported that a median of 10 percent of em-
ployees aged 16 to 25 hired 2 years ago would be discharged ot induced to re-
sign, a median of 18 percent would have voluntarily resigned; a median of 0
percent would be latd-off (39 percent of employers reported having any workers
curreiitly laid-off); and a medtan of 6U percent would still be employed at the
firm. Of the workers still at the firm (60 percent); employers responded that
about 30U percent would have received a job promotion; or “yiven noticeably
uppraded job responsibilities fnvolving a higher : » of pay:~

Approximazely three-quarters of the sample ;ponded to the questions
about the characteristics of workers who were proumuted and who were still at
the firm but not promoted. Table 9 presents freqiiency distributions conceru=
fug the characteristics of these workers. The age of promoted workers ténded
to be highe: than those workers not promoted: This occurred because the edu-
cation/trainiag level of promoted workers was higher than that of workers not
promoted (about 40 percent of the prosoted workers had some educatfon beyoad
high scliool; whereas only about a quarter of the nonpromoted individuals had
some postsecondary schoolfng). Having taken some relevant vocational educa-
tion in high school was also characteristic of workers who were promoted in
comparison to thosé not promoteds

Slightly over 0 percent of workers who were promoted had taken a rele-
vaiit Vocational education class in high school; whereas only about 34 percent
of those who were ust promoted had done so. (The percentages for relevant vo-
cational oducation im a postsecondary institution are unconditional. The

were both close to 100 percent.)
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TABLE 9
CHARACTERISTICS OF YOUNG WORKERS WHO WERE RETAIRED 33Y
FIRMS FOR 2 YEARS AND WERE PROMOTED OR NOT PROMOTLD

Characteristics Pramoted Not tiramoted

Age
Less than 20 10.9% 239
20-21 1829 23.2
22+ 10.2 92.9
Sex
Mate 49,3% 50.0%
Female 50.7 50.0
Raco
Black 15.7% 12.3%
Hispanic 14.1 13.0
wh{te/other 12.2 4.7
fducation
tess than nigh s hoo) 448 1218

High school graduate 56.2 60.8

Some college/training 29.2 18:3
College gradiuate 10.2 6.5

Yes 50.6% 34.3¢
o 49,4 65.7
High school GPA

A
B 2
C 1
5
Unknown S
Yes. 43.0% 2%:8%
NAZN 57.0
Postseconismy GPA
A 2
2} 16
[ b]
o B
NA/Unknown 13.2 7
Tears of relevant work exper lence
(Part-timd oF Tuli=-time)
Nons 15:9% 25.1%
less than 1 year 16.6 24.0
1-2 vear; _ 37.4 35.3
Mcre tham 2 yeasrs 30.0 15.6
Dla employec receive wore tralning

than sverage worker (= job?
Aor e 8.1 -
About the some 86.8 85.8
Less Sl 2.8
D14 tirm receive subsidy for hire? ,
Yes _2.38 _2.8%
NG 91.7 971.2

Mcclan hourly wage $ 6.60 $ 5.63

_ . _Med.sn gresuctivity score 90
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The Eigﬁ ééhddi Jhd ﬁdétéétdndafy géadé ﬁéiﬁi 5Véiégé§ thét were reported

Fur workers wiio w.re promoted; when the rebpondwut reported a high school or
pdstsccondary grade polnt; over 70 percent had had a B averapge or better iii
high school and over 80 perceiit had had a post-high schiool B iverage or bet-
ter. The comparable percentages for workers not promoted were 47 and 54 per-
cent, iespertiveiy;

woted: Over two-thirds of the promoted workers were reported to have had more
thian 1 year of relevant work experience prior to being hired, while only half
of the nonpromoted workers had that much relevant work experience.

The distribution of promoted and nonpromoted workers was virtually iden-
tical across the characteristics of sex; race; awount of training, and whether
or not the firm had received 4 subsidy for hiring: As would be cxpected, the
promoted wvorkers' median current hourly wage and productlvity score were sig-
nlficzntly higher than for thefr nonpramoted counterparts.

A smaller percentage of the respondents 5&691&6& data on a voluntary res-
i uation (n = 386; 67 percent); a layoff (n = 257; 45 perceit); and/or a4 dis-
charge (u = 357; 62 percent). Table 10 provides frequency distributions for
the clusracteristics of these iudividuals.

I comparing these three types of separations, it can be seen that three
Uit of five tayoffs and discharges were miles, whereas only half of the quits
were males. libhty percent of the quits were white/other, whereas only 70
percent of the Iiyoffs or discharges vete white/other. of the nonwhite lay-

two—thirwg woere black.

in terms of ~ducatinaal attainment, a higher percentage of voluntary res— .
fgnees had postsccondary training than irdividuals who had been discharged (30
percent compared to 22.6 percent,. In turn, a higher percentage of those who
hud been discharged had postsecoudary training than workers on layoff (22.6
sercent compared to 17.2 percent). Similarly; high schiool grades were higher
tor Qulls than for those discharbed and high school grades for those dis-

charged were higher than for layoffs. Comparing only cases where grades were
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TABLE

10

CHARACTERISTICS OF YOUTHFUL WORKEKYD SEPARATED FROM THE FIRM

WITHIN THE FIRST 2 YEARS

Characteristics

vailluntary
Res|gnation

“Ischarge

Age
Less than 20
=it

2
Sex
Male
Female

Riack _
Hlspanic
white/other
¥ ducation
Less than high school
Hligh school graduste
sSome_col fege/tralialng
Cotlega graduata
Relevant voc. ed. In high school
Yes
NO
H1g% school GPA
A

8
C
2
F
Unknown
Relevant voc, ed. In prstsecondsry
Yes
NA/No

Fastsecondary TA

O »

NA/Unknown
Yaers of relevant work experience

(Part-time o ToTl=tine}

None
Less than 1| yeor
1-2 yoars

More than 2 yesrs
Did employee recelve more ftraining
than average worker !n job?

More.
About the same
Less

Jid tirm receive subslidy for hire?
Yes
NoO
Melian daration before separation
Wodlan hourly wage at separation
Medlan productivity 2 weeks prlor
o separation

18.2%
240
61217

51.21
8e3

11.38
10.0
8.7

16.58
2261
61a1

s9.48
405
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repertud; ihe perceitages of quits; discharges; and layoffs with a high school
brad; average of B or better were 57.7 percent, 39.1 percent, and 29.1 per-
vent, respectively.

Aliost 42 percent of the fndividuals who had voluntarily resigned had
iken 4 relevant vocational education course in high school compared to 35.5
nercent of those 1aid-off and 30 percent of those discharged. Note that the
oducational attainwent of the individuals who had been laid off (in terms of
amount of schaaiiﬁg and gEéaééS was iaaér thah thit of fndividuals iﬁ6 ﬁéd
catlon course. This cnuld partially explatn why a highet percentage of the
dischirged individuals had received more training than the average worker in
the same job, as compared to workers who had been laid-off- '

There was little diffeirence across the thiree types of workers in terms ‘of
ige, years of relevant work experiehbe prior to being ufred, whether or not
the firms liad received a subsidy, or duration prior to separation. It is
intercsting to note that although the individuals on layoff had the lowest
cducational attaimment, lowest amount of prior relevant work experience; and
secoud lowest amount of vocational education and productivity ratings, they
were reported to have the highest wages: This 1is likely to be explained by
occupational, urionization, and sex dif ferences across the three types of
separat fonss

The next chapter of the report presents the results from the estimation

of various models used to explain the employability ratings of the applicants:
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5. CHARACTERLSTICS WHICH INFLUENCE EMPLOYABILITY RATINGS
5.1 Theory

As Bishop; Barron; and Hollenbeck (1983) suggest, to a potential employ-
er, the “"true” present value of labor services offered by a new eiiployee 18
a tandom variable, V. The employer has each job geeker fill out an appli-
cation forwm that is screened to obtain a set of information about the Jjob
seeker, I. The set of tnformation is then summarized by a screening index
of qualtfications; S(I), and a reservation screening index 15 derived, S*:
Only individuals with a screening qualification index exceeding the reserva-
tion screening index are offered an interview. :

This research determines the model underlying the summary of information

into the screening index (i.e., the Se1) fugctibh); As described previously,
edch respondent was presented with several applicatfons and asked to rate the

niring standards, the following directions were given:
For a job similar to the one described above, assume--

56 poiats represents the worst applicant you ever hired (as per-
ceived at the time of hiring, NOT what the new hire's perfor-
mance actually turned ocut to be)

100 points represents the average applicant you hire
150 points represents the best applicant you ever hired (as per-
ceived at the time of hiring, NOT what the new hire's perfor-
mance actually turned out to be)
Note that since there is really no way to measure employability per se; the
index is a measure to be used to compare more than onme applicant for the same

job description.®

#1t is probable that job seekers sort employers or potential jobs in their
search activities by the expectation of getting an offer. This sorting may
result in two searchers with quite different credentials having equal prob-
ability of employment. The employability index is thus ocoly meaningful for

applicants for the same job description.
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ftow {5 an employability rating determined? Human capital theoly suggests

that an individual's productivity is determined by his or lier human capital,

which is measured by prior work exparience and workplace knduledge edutﬁtibﬁi
and/or vocational training. The more or the better the human capital, the
higher the product .vity an individual would exhibit, and thus, the higher the
employability. The the research reported here has bee: iimited to noncullege-
bound youth seeking an entry-level career position, so human capital is
linited to job experience in part-time or simmer jobs, and secondary or post-
§ét6ﬁadty é&ﬁééti&ﬁf ﬁﬁiéﬁ ES§ include vocational ifaiﬂing; Human capitéi

who were very similar--same educational attainment; similar grades; and so
forth—by examining work experience patterns.

An alternative theory that may be referred to as a screening or signal=
irig theory (Arrow 1973; Spence 1972, 1973) suggests that productivity is not
determined by human capital, but rather by isherent traits or talents of ir-
dividuals. The theory assumes that these talenmts are inversely related to the
costs of schooling or private training, so that employers can use wagés to
provide incentives for nore talented individuals to acquire more schooling.*
Thus, the level of schooling can be used as a signal of underlying traits:

“ A variant of this theory that might be entitled job rationing or gueuing
theory (see Thurow 1969) posits that productivity is cmbedded in the job and
that schools and work experience serve to sort out potential job applicants.
In other word: 1learning and training take place on the job, so that the func-

tiup of schools is siuply to screen individials and not to impart human cap-
ital, Presumably, individuals who achieve higher levels of education are
valu~d because they will be more easily trained and will be rationed into best
jobs, An implication of the signaling and queuing theories i{s that employers
0 R ﬁpplibétibdé ia such xé? areas as haviﬁg a hi?ﬁ school aiﬁléﬁd or ﬁaét:

bearing on their employability ratings:

*Wages for the Jobs that reguire a high level of inherent traits will be
set high enough =lich that they cover the costs of schoolinp for highly

talented individuals but do not cover the (higher) costs for lesser talented
individuals.
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The models estimated beiow stem from a theoretical perspective that is a

T T — - - —- -
combin.ation of the human capital and signaling theories. The theory sug-

ate nut. Denote these two sets as Ay and Ag. The following equation
détormines productivity:

(1) Vij = tCois A.Ky)
where
Vij is the productivity of the ith individual in firm j's job
Ayq are i's ohservable attributes that determine productivity
Ay dre i's nonobservable attributes that determine productivity
K are charscteristics of fim j that may affect productivity
such 4s capital stock, age, fim size, and so forth.

thicir poteitial prrductivity: This is done by cailculating an index that is
Ll expectation of productivity conditional on ‘g, Ayy, and Ky; or
(2) S(1) = LV jlaggs Ko Axg)e
(it i~ assumed thit productivity measures can he monotonically transformed to
A scale from 0 to 200.) The problem which the personnel staff faces fs that
the Ayj are ot ohservahles  The theory sugpests that signals are develupid
{of them: It is ansumed that the signals do not affect product ivity direct-
ly.*% For examjplie, aeatniss on the applfcation form 15 taken to be a sipnal
of liaving a good atzitwde or being neat and carefuls location or reputation
of a4 school i< taken to he a sipnal fer of how well education an {ndividual s
or how disciplined hv ur she is or as a proxy lor locatlion of residence, that
[tsolt 15 a signyl of socloeconemic status.

put firme, and what {s more important, the personncl within firms; vary
withi respect to what they considir to be relevant proxies and the importance
wr weisht put on wach proxy. There s a natoral feedback loop operating im

firms 4s {5 shown in figure &;

*spence (1981) presents an alternative, simple theoretical model that achieves
this combination, also.

#%1t may be assumed that signals that do affect productivity are in Agis
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[ Applicants
4

: Personnel staff or )

é lire supervisors <

: based on S (1)

r Some individuals ‘ Personmel staff or line |

L are hired supervisors revise :
L rating procedures |

i

Outcome is ] :T
successful or not —

— ==~

Figure 4: The personnel feedback loop in firms

openings The personnel staff or line supervisors reviaw those applications

and on the basis of their current S€1) function (ratings functiun), they re-

cemmend certain applicants over others. These applicants are hired and turn

out to be successful or unsucceseful matches for the firm: Based on these
outcomes,; the raters may alter their particular screening mechanisms. The
upstiot of this modél {s that the nonobservable characteristics are pruxied

dccording to the following function:
(1) Ang = Ryk €(€1) + eqyk
wher
B jk fs the signalfap funcl’on of the kth rater at firm }
C{ are the proxy characteristics of the ith applicant (signals)
¢ijk 1& an error term.
Substituting (3) into (2), we find the following:
(4) S(1) = E(Viilags, Ky, &3k(Cy) + eqji)-
The Ayf in equation (&) are the human capital variables and the Cj are sig-
naling characteristics such as application neatness; eligibility for tJTC;
race, location of high school, reason for leaving previous employer, and 8o

torth.
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The models that wvere estimated come directly from (4) and are as follows:

(5) Sk = 31 + byXj ¥ bpyy + b3Zy + byY 2 + efjk
where

Séisijk = hiring index scores for ith {ndividual by application
rater k in firm j

X: = characteristics of fitm j

-
[
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g = personal attributes of personm k doing rating for firm 3
note that the Zy varlables enter the fiodel directly and also interacting
with applicant characteristics. The interactions result from the process
of raters observing hiring outcomes that retnforce their choice of signals
or cause them to alter those proxtes. The additive terms will test whether or
not there are independent effects f the raters' personal characteristics on
the ratings. The paramsters that are estimated from (5), l.e., the by,
représcnt the marginal i fluence of the characteristic on the employability

score.

groups of variables on employability ratings. Equation (5) was estimated for
all occupat tons jolntly and for each occupation separately. Rpplicant char-
acteristici; data about the job and firm, and rater characteristics were in
the modcels together, but their effects are discussed separately in the
remaining sections of the chapter.

5.2 1inhe influence of Applicant Characterisgics

5.2:1 iligh School Characteristics

éiﬁéilEhCéé were varied:

Name (type) of high school

iligh school major/program

Partictpation in a CoopetatiVe education prcgran
or occupational work experience program

- Grade potnt mverage
- Graduate or Jrapout
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The varlance concerning the name or type of

School represented a central city, §abiic school; 5t. Hary's, a parochial
school; and Jeffersonville, a rural or surburban, presusably public, school.
Obviously, the influence of these variables depends on how respondents fnter-
preted the school names.

were assigned randoaly from the following list:
Retail/Clerical Applicant Machine Trades
General General =
Office Education Machine Trades _  _
Distribiutive Education Cooperative Machine Trades
College Preparatory . Occupational Work Experience (WE)
Cooperative Office Education

Occupat fonal Work Experience
The variables that were constructed from this information were whiether or fiot
the high school program was relevant to the Job in question anc whether or not
the applicant part{cipated {n a cooperativé education program or 4an occupa-

tional work experience program.

The marginal effects on employability of high school characteristics are
presented in table 11: The high school grade polnt average had the strongé-t
influence on employability ratings of any of the secondary school variables:

s developlng the applications, grade polnts were assigned randomly from a
uniform distr't stion over the span [1.40, 3.60) of a 4.0 system. The marginal
cffect {s quit consistent across all the occupations and {n magnitude
represents almost 15 percent of the mean employability rating.

As might be expected, graduation from high schoul generally had a signi-

flcant and large cffect on employability ratings. However; the size of the

coefficlent was smaller than for a 1.0 dif ferénce in grade poliit average and
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T8LE 1

— : = = P — — e Tos Tr o
L ! _Clericel. __Retall Hechine Trades

_Yerisbls Full Somple _Appliceits  Appllcants Applicants
Attsndea Centrel - I — R )
Hignh School® 1.13 3.89** 4,00 - 2,48

Attended St. Mary's o
Hilgh School® - ane <42

2.65
Cooperative ed. program 2.25 :03 9.51% b
Occupat lonal work exper lence . o e )
progran 2.04 3.76 4.73 .
v .ievent major - 8% - 1.3 - 3.%4 3.42°
Figh school GPA 12.95%%¢€ 12.77%%¢ 10.40%** 14.62%%

® omitted class 15 attended Jef terson High School.
B Not applicable in this eguation

_® Signlticant at < .10 level.

s* Signiticant at < .05 level.

see Significant at < .01 level.

TABLE V2
MARG INAL EFFECTS OF POSTSECONDARY SCHOOL EXPERIENCE ON EMPLOYABILITY RATING

S _ _ mE———— E—— "
Clerical _ Retall Machine Trades

fall Semple Applicants _ _Applicants _____Applicents

Atte 1ded s postsecondary - L -

Instityution 9.67 T.43 16.17 13.10

Attended private institution 1.93 2.36 9.03 1

Postsecondary GPA 1:95 3.8% - .67 2.23
?

Obtalned a degree 1.24%% 3.01 16.07%°

.10 1evel.
.09 level.
01 level.

_® Signiticent at
_®® gigniticent at
**es  Signlticent at

A AAl
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the annual return to schooling by close to 2 percent. Wachtel (1974) found
sizilarly strong effects in data in which student test scores were available
is well; the correlation between expenditures and test scores was also gquite
high. Wise (1975) found strong effects of schoot quality on earnings and even
on dates of advancement of workers in & large fira. This study examined the
relationship between quality of schools and the esployability index. The
findings show the type (or location) of high schools influenced employers’
ratings of applicants for clerical jobs only; both urban and parochial high

school attendance raised employability ratings. Urban and parochial scheoocl

trades applicants.

Participation fn a co-op program (distributive educationj had a relative-
ly large, positive effect for retall applicants; but the relevance of the high
(OWE) program did not have significant effects in any of the other
¢quat tnnss

5.2.2

As described above, each eaployer rated 11 applicants of which 4 had
attended a postsecoundary institutfon. The marginal effects of attendance,
type of institution; grade point; and obtaining a degrec from a postsecondary
schoul on employability ratings are shown in table 12. For thesc variables,
finishing a ' - pram was the only significant variate (althouph even that was
not sizniftca; in the clerical equation). A dummy vartable for attending a
postsecondary institution at all {degree or not) was quite large in ﬁéﬁﬁitﬁaﬁ
{and was significant in some preliminary model specifications), but whether or
not the institution wae public or private and grade point average attained in
the postsecondary schnol did not have stgnificant marginal effects on employ-

5.2.3 Prior Work Lxperience

Considerable vartation in prior work experienc: was introduced on the ap~
plicition torms. The number of prior jobs held ranged from zero to five. The
niASer of months of prior work experience ranged from 0 to 68. Previvus em-
ployers und their positions are shown earlier in this paper in table 4. Rea-
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better jo5,  ~went back tu school,” "Was laid off,” ~Was temporary job,” and
“huit.”  In table 13, the cocfficients for a nomber of work experience vari-
ibles are preseated. il thie empirical exzmination of work experience, dﬁﬁii-
Cants who had worxed prior to fiaishing thelr schivoling were classified into
two sroups: (1) working during summers only and (2) working during the school
year and summers. Some controversy has arisen in the literature about the ef-

fect of part-tiae work during high school, so those applicants who had chosen

to work oaly durin,; sumsers were {solared from those who worked during the
sehanl voar. For both ¢ -pes of Wworkers, a zero-onz dunmy variable was entered
into tie equitions as well s months of work experience io, the two states to
(isare Lhe lenpth of the work experience.

i terms of types of prior work experience, several varlables were usec

Lt test uypotheses aboiit relvvant work experience and work experience in large

tirms or 6iﬁjhi23ti0ﬁ§, in fast-food ostablishments, and in public organiza-
tiois. The liypotheses were that a larger share of work experience |1 retevant
jabs or in jobs in large arpanizations would have a positive influence on em-

ployability ratiogs, and that a larger aaount of time in public JObS or work

expericnce in fast-food restaurants would have a negative influenre on appli-
cants' employability ratings. lu prior work, employers réported that reasons
tor leaving jobs were fmportant factors tn asses: ing applicants, so the fol-

[owing two variables dero ised: (1) the aumber uf times the reason for lcav-

ing a4 job was nuit” and (2) the niimber of times the reason for 1cavlng was
“wias luid offa”

Findliy, 1f the applicant wad warked, the 1nnlicnnt & unemployment stat-
s wis wreasured by using the months since the last job ended: The expectation
sbout this variable ts ambiguous since a long period of unemployment could
indicite that the applicant is not as employable as other appllcants who have
shorter spells of unemployments  On the otner hand; {t could indicate that the
applicant fs more eager or witting to work and thus might be a géda hire. The
last vartabie fn the table Is the gaps {n employment experiences, (i.e., there

Gas it least one month of not working between two prior jobs). Existence of

i guap ts tyically thosghit to be a negative factor.

’
I

The results showed that havinp some work »xperience had a very large

positive Influence on employability ratings. The distinction between working
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TAGLE 12

MARGINAL EFFECTS OF WORK ENPERIENCE VARIABLES O EMPLOYABILITY RATING

o _Felt _Clierlcal __Retall Hachles Trades
Jariacile Sample Appllcants Applicants Appiltcants
Any wOrk expor ience 2.5% 1.9%* 11.33 1.70
Toral number of months of - )
prior =ore experlence - W06 - 222 226 - 200
tunzer of jobs - 3.77%ee - 4,35 - 1.0t - .3
s rroc port-time curing
school _year prior to L o o
leaving school B.04%%® 7.41 4.55 G. 130
Number of months worked .
during schoel year Y] PR « 90 .18
w>rked only suwmers priar . . .
to leaving school 7.07¢%%e 1.34¢ 1€.48 S.¥2
It worked only summers, - - -
numbers of months 16 87 ~ 3.¢9 DR Y51
2at1s of moriths of relevant
wirk_evperlence to total L Lol ) :
mon*ths of work axperlence 14,7300 14.F1 % 21.B100e 5.23%°
v3tio of months of work
awvperisrce Io_iarge organi-
7ations tc total monthg oL o I
5t wnre axperience is1neee 259 10594 1%.47%°
Zatio of months Of work
2apnrience Ia public
wrayanizations to total o o , o o

mthe of work evperlence - 6,73%0° - 4.0 12430 ~14.064%"
Any work exporlence in o a o .
fast=fr01 rest ants 1.9% 1.74 14.93%* - W07
Naumter of qults - %06 - 1.05%e° - 1.93 - 5.17°
Hambor of "tajd-. " - .30 2. 41 4.72 - .l
Manthe slince last job 40 - 19 1508 1,09
AL 0N iimb’iijw.a?n; record 6058 4.7 - %433 W63
o lgnlflcant at < $10 levels

¥ ignificant at < .05 level.
“*r cgriticant at < .01 lnvel,
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only in the summer versas working at some time during the school vear was not
fmportant though. ilaving either tvpe of work experience had a significant;

sositive marginal effect on waployability of about the same magnitude. The

facings; over having work experience Sclely during summers: Bot, considering
ihe Lirse influsnce that high school grade polnt averageé has on employability
ratings, (f pdart-time work influences those grades negatively, any marginal
ddviniape From the oxtra wirk experience quickly disappears:

baplovers, particuluarly those assessing clerical applicants, redcted
qepatively to the uumbee ot prior jobs held. The number of jobs can be inter—
preted as a Signal of 4 high turnover provensity, which is presumably a nega-
Live trait. The totul namber of months worling was not significant ia any of

heavile,

The rejovance of the applicant®s prior work experience was an important
panitive fictor in determining employability ratings. If onc of two stherdise
identicdl job applicants had 40 percent of his or her job experience in rele-
sraxiitely the sime size offect us high school graduation). The relevance of
thee iobh experience variable was particularly important for retail applicants.

Work caperivnce ia Tarpe orpanizations wan also confiraed 1 be 3 gk
Live c.iisal factors 1t was posttive fn all rquations and statistically sign-

i(tieant in the tall sample and the machine trades samples Work expetience 1a

Giilees i vmplovitinlity eattiugs (agatn tn the full semple and machiine trades).
Work experfence in a fast=food restaurant did not stipmatize youth as antic-

qitts 1 nenitively assoctated @ith employabllity ratings. In tetms of magni-
tude, two quits would more than of fset the positive marginal effect of having
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any work =xperfence. The number of times the applicant reported being laid-
off was an {mportant negative factor for machine trades esployers, but not for
the clerical or retsil esployers. This may stem from the fact that firms in
the machine trades sectors are mcere often unfonized and tend to have formal
Liyofis; therefore; these employers were more sensitive to that information.

variable -or the machine trades employers, but did not influence the raters of
the other occupations. Having a gap in the employsent record inexplicably had

a sigaificac, positive effect on employability ratisgs.

5:2:5 Skiiigzaaa Other Factors

Tws nccunationally specific skill variables were shown on the application
forms that were rated. For clerical and retail applications; the applicant's
tested typing sp.cds were reported {this was randomly drawn from a range of %0
to 60 words per .iinite). For the machine trade applicants, the nomber and
nanes of machipes :hat could be operated were provided. In this ~ase, one
third of the appiications had "none,” one-third had “borlsz mill, saw, shap-
«r,” and one-third had "lathe, grinder, drill press, milling machines, boring
4ill, saw, shaper.” As shown in table 14, both of these skill variables were
hNighly significant.® For clertcal applicants, recults show tlat a typing
speed of 10 words per minute h'jher improves smployatility as much as attend-
ing a postsecuudiry propran.

A quest: .. of interest is how the source of referral affects the
chployer; and is or her asscssment of an dpplicatfon: Bishop, Barron, und
ol leiiveck (1983) have shown a strong proclivity on the part of employers to
rely on i{nformal methods of referral such as friends or current employces in
making miring dectsions. Thelr study shous that workers hired through (nfor-
@al channels had higher productivity and required less training timc than
workers on the same job who were hired through formal sources such as the Job
Service, schiools, or private eaployment agewciés., The referral source {tem on
tiw application was used to test the effect of referral source on employabil-
ity ratings. In the simulated applications, the following referral sources
wirre distribated equally:

#1n the full sample analysis, the mean number of machines 6§é?i§é&7§31§%§7§§§7
entered for clerical/retail applicants and the mean typing speed (50 words per
minute) was entered for wachine trades.
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TABLE 14
WARGINAL EFFECTS OF SKILL AND OTHER VARIABLES ON DMPLOYABILITY RATING
=== = = O s

_Full _Clerical Retall

o all  Mschine Traces
__\ariedle sample.. Applicants  Applfcants Applicents

Typing Speed .40 ST = 4 e

%6 ot Machines Opersted 1,165 ° & JgEese

Employment Service - .31 .95 - 3.66 . - 1.54
Schoc 1:66 - 58 2.62 2.%
Advert]sement/sign - 1.60 = .78 3.16 - 4
Friong - s 2.33 2:34 -

Eiflgistitey for TJIC n 3.00¢ 1.13

]
.l
~4
(- 4

»

ge .15 - .8 1.54 73

B0t apollcale since variaple not usad In these appl icatiors.

* significent ot < .10 level.
_s* Sligalticant aY < .05 level:
s%s cignificant at < 01 lTevel.

TABLE 1%

MARS INAL EFFECTS OF JOB OWARACTERISTICS ON EMPLOYABILITY RAT INGS

e p— — ————— S — 3§
Fubl Cler Ical . Retall Machine Trades

voriesls Sample App!lcants — Appllcents  Applicents

Ster11ng wage 38 :39 4.18%% .15

Getupetion tiictaricel; 5 .

2eretsll; Semachine) 1.78
Ditiiculty of dismissal® - 1.8 .09 11,289 - 3.%7

Couvt of machinaC 6 .85 2.03 - M

8Nt applicable In this squation:
Bouwm; veristie equel to one, |1 "A Iot® or "1oma® pEpereork required

15 glemigs on amployee; 0 otheraise.
Ccategorical varlable trom amallest category to largest.

* gigniticant at < +10 leval.
_*% Significent et < .05 level,

s8¢ gignificent at < .01 leval,
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Job service

Schoel counselor

Advertisement/sign

Unknown or no referral

Friends/acquaintance at firm
coeificients in table 14 are relativé to that category. Although there are
interesting differential patterns in the signs of the variables across oc-
cupattoms, none of the coefficients were statistically significant.

The Targeted Jobs Tax Credit (TJTC) is a progran designed to subsidize
the employment of disadvantaged workers. Because TITC is a subsidy and be-
Catse of fts limfted eligibility, theory suggests that employers will rend to
substitute eligible applicauts for noneligible appiicants fx their hiring de-
cisions. Furthersore theory svggests that firms will expand their total em

ployment because of the tax credit.* Burtless and Cheston (1981), however,
foand that being eligible for TJTC stigmatizes workers and causes them to be
it a disadvantage in the labor market. Firms tend to avold participation
tircatise of paperwcrk and auditing burdens:** 1In the models reported here,
these competing “ypotheses were tested. The hypothesis that eligibility for
TJTC stipmatizes an applicant was not borne out by the statistical resulrs:
6 fict, sich elaibility had a significant pesitive inftuence for clerical
ipplicants: Finally; age of the applicant had no independent influence on

5.3 The fluences of Job and Firm Characteristics on Employability

5.3.1 Job Characteristics

Ehrractoriatics about 4 fob that afuint Influence ratinupgs are the wage
rite; the occupation, the amount of job security, and the type of equipment
Z1th which the applicaut would works Hypotheses are that the higher the
t he iétiﬁé§. Also, the more job security (as measured by the difficulty of
tifiiy variable) ind thic more expensive the equipment to be used on the job,

the rore fdepdtive the ratiog will he:

*The U.S. Treasury Dopartment, in fact, testified against a continuation of
the TJTC because its factor distortion tends to cause substiturfon toward less
efficient labotr away frowm more cfficient capital.

**%The fast-food industry 18 a notable exception:
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As seen in table 15, none of these hypotheses are confirmed and two of

the hvpotheses are contradicted for retail jobs. In all the equations, the

Lo starting uage for a position corresponding to the job descrxptidh
Gpovidid, the hipher the rating; all other things equal. Thé magnitude of the
efrect is pifllCul\fly large and significant for retail employers: The vari-
abte dealing with difficulty of dismissal similarly had an zffect that had the
onpoqxte sign from what was expected for the retail applicants. A possible
Ekpldh&LiUﬂ for the countervailing findings in retail trade establishments is
the cxtent to which commissions are used: If commissions account for a larger
share of total compensation (therefore; wages a lower share), then employers

Hay oxercise more caution in hicing, i.e. ratings wiil be lowi:r.

5:3:2 Fire Characteristics

The estimates of the marginal effects of these characieristics of the

firm are pres sented in table ths  Most of the results confirmed prior expecta~
tions, élthaugh the behavior cxhibi:ed in the estimation of the machine trades
coudtion is distinetly different from the behavior estimated for tlie other two
accupat tons,

The first characteristic about a firm to he considered was its employment
sizes The hyputhuais is the larger a fim is; the more likely it is to have a
tormal porqonnel department which {mplics economies of scale in proceqqirg ap-
plicants. tme expects, therefore; more extensive search and higher appli—
c.iiit ratinps: Iarger firms can ifford to interview and investigate more
applicants; so at the application stage, they will be less discernings Other

t hitnes oqunl— they will rate applicants higher. Employment size had the

(tptlttd DO S tive effoct for clerical and retail applicants; thie formet being
stat)stically ql"nificnnt but for machine trades, the coefficient was
essentially O.

dcteristle of the firm s work force of interest would be the percentage of
workers under age 25« If that perceintage is reltatively large in a firm, then
youthtul applicants such as those which are the focus of the study, who iack
jobh cxperience; will be rated higher than fih a firm with a smaller share of
Jorkers under ape 25 One of the two largest effects among the firm charac-
teristics (and one that was consistent across the sample) was the pcrcentage
of the work force under age 25¢ The average marginal effect for the sample

(.17) translates into au applicant receiving a. 7. point higher rating at a firm
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TABLE 16

MARGINAL EFFECTS OF FIRM CHARACTERIST!CS ON EMPLOYABILITY RATINGS

o "Full  Clerlcal _ Retoll  Mechine Trades
—Verisble — Semple_- Applicents Applicants Applicants
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where 50 percent of the work force was under age 25, than at a firm wheru only
10 percent of the cvmployees were iinder age 25- This compares with an average
sarginal effect of 9 puiﬁts for praduation from high school.

Whether or not # flrm has a formal probationary period or not and the
leugth of such a period if it does have one may affect the care -hat raters

exercise in assessing applicants. If there is a formal prcbattorary period

employers can accept more risk and thus ratings may be higher: As the pro-
hitihhﬁry period lengthens,; the firm's investment in the new hire {ncreases
aiid so higher standards should %e used; that is the sign of the marginal ef-

foct of the 1éﬁgth of the probationary shoiuld be hégative;

The probationary period effects were an instance where machine trades

employers behaved quite differently from the remainder of the sample: Having
no formal ﬁrdhntinnnry period was nebative and significant both for the cleri-
cil aiid retail sample and for the eguation estimated over the total samples
That is, having no formal probationary period caused caution to be exercised
for thuse employerss As anticipated; the sign of the length of the formal
prbﬁdtibhary period coefficient was hégative (although not significant) in
tliese cqoations. On the other hand, the marginal effects for the machine
trades saaple were positive for "no probationary period” and positive for the
length of the prwbatxonary period; ditﬁbﬁhﬁ neither coefficient was éi}hi-
ficéhtly different from zero. A po:ential exaninaticn for the occupduionwl
differences is that the relatively higher proportion of unionization among
anchine trades employers causes the differant behavior. No formal probatioﬂ-
ary period may be a proxy for nonunionization, and sc the risk of a mismatch
is lower when there is no formal probationary period.

In controliing for firm size, the number of vacancies that firms have

chould affect their assessments of job applicants as well. More vacancies
imply that ¢che firm will have higher costs in terms of lost productidﬁ as aobs
zo unfilled, so they will *and to lower their hiring standards (i.e., ratings
wili bhe ﬁigﬁékﬁ. Simtlarly, the employee separation rates that firms experi-
ence will influence applicants’ employability ratings. Firms that have rela-
tively high Eéféﬁfion s4tcs can afford to have tougher hiring standards, or
the reverse causa® .ty uay hold, tougher hiring standards leaa to lower

turnovers.



The ratings of machine trades employers were particularly sensitive tc
the average number of vacancies that the firm had in a week, although neither
the clerical nor retail cmployecs had this sensitivity. Both of the hypothe-
ses that employers offering training mostly of a gencral nature and those
facing a relatively large number of competitive firms are more careful in
screening applicants were contradicted by the estimate in the wmachine trades
sample, where sigofficaut positive eftects were estimated. Furthermore, al-

though the sigi's v* the estimated 2ffects were correct for the other occupa-
tidhé; the parameters were not slgnificantly different from zero.

Salop zud falop (1975) emphasize the impertance of quit pronensities of
workers it ¢irwi‘ hiiisg behavior. If a firm iends to provide general trair-
lag for (le worisls, and/or If there is a lavge nusier of competling firms in
the labor marsixt Zrca, then it can be predfcteé that firms will be wore cau-
tious tn their hirirg to mivimize potentizi quits.

The retenticn rate of firms (ia:c percentage of workers kired 2 yeara ago
for employers of ¢lerical sorkers as expscted. Causality is uncertain because
of the simultaneity in this relationship. Employers who are more careful in
their ascessments xzy lhire workers with lower quit propensities, and lower
separation rates mean lower rates of vacancies. Thus, employers can be
tougher in iliefv lilring standards.

Finally, ! we treat the percentage of reasonably well-qualified appli-

be expected. The average applicant; other things befing equal, fs given a
more positive rating at a firm that feels it attracts well-qualified workers
through a halo effect.

All in all; most of the hypotheses concerming firm characteristi~s aund
rating behavior were confirmed by the analysis, although distinct differences



5.4 1indluence of the Rater Characteristics

The final group of variables that was included in the model incorporated
personal characteristics of the tndividual respondents. The data that were

gathered fncluded the tollowing coviriates:

Education

Sex

Race

Position in the firm

Job duties

diring authority

Tenure in job

Tenure in establishment
iiring experience in any job

The etfects of each of these variables on the employability scores of
applicants are presented in table 17. The different nature of hiring for
machine trades jobs is (again) highlighted fn the coefficient on whether or

not the respondent is a member of the firms' personnel staff. Two hypotheses
could be put forward as to Wiy the rater's position inm a personnel department
would have a negative influence on applicant ratings. First of all, the per-
sonnel staff often processes a substantial dumbc: 5f applicants and may have
to set tough standards with numerous signals in order to screen out undesir=
able applicants quickly. Furthermore, siace their own job performance depends
on how well applicants are received, they may have a direct incentive to set
High standards: These hypothesss may explaia the size and siguificance of they
wogative cffect of this variable in the samples of clertcal and retail appli-
can=s: 1n the machine trades sample, however, being a member of the persous: .
staff has a positive relattonship with employability ratings. Here it may be
the case that the personnel staff is less famuillar with the requirements
necessary tor the job, or that there is greater labor iemand; or that per-—
sonnel staff view their function as presenting line supervisors with a wide
chioice of applicants:

The race vatiable was significant only in the sample of retail applicants,
although the skym of the effect was positive for all occupations which tends
to confirm prior evidence that blacks rate applicants higher than whites
(recall that the applicants were supposed to be of the same race, althougn ft

was not speciffed).
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TABLE 17

MARGINAL EFFECTS OF RATER CHARACTERISTICS ON CMPLOYABILITY

. Total  Clerlcal _Retall  Machlne Trades
-.variable Soemple Appllicants Applicants Applicants

Sex (1= male) 1.99 2.06% - 2.%0 2.97

Race (1=black) 5.03%% 217 36,670 4:73

Merber of personnel statf - .g7TeT D 7.40%%  10.36% 1.70%ee

Hiring authority - mye 1.52 = 4.70 = 9.01%

Firing authority 3.21 1:15 8.1 Sy

Age® 1,33 1.18 - 2.12 410

5.29%0¢ .5
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°® Significant at < .05 level.
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tien tougher standards were applied; as might be expected. The reverse would
be true for flring authority, since the respondent could bear the responsibil-
ity of any mismatches. This s the case for the machine trades sample, where
tlie signs for the hiring and firing authority variables were opposite and both
were significants

The age of the rater had a positive etfect on the employability ratings
in the machine trades sample, whereas years particl "ing in hiring processes
(presumably highly correlated with age) had a signiffcant, positive effect for
¢lerical applicants. The educatfonal attainment of the raters had essentially
sachine trades samplcs; but had a strongly negative ?éiéfiéﬁéﬁ@i {n the retail
samplc. The sex of the rater influenced ra"ings for clerical applicants
(males rated applicants higher)s

i~ the next chapter of this report, analyses of data of a more qualita-

tive naturc are presented.




6. MMPL(:ZER CORMENTS ABOUT HL#ING YOUTH AND
ABOUT EDUCATIONAL PREPARATION OF YOUTH

6.1 Lrcroduction and Overview of Comments

The final section of the questionnaire was intended to give employers an
opportunity to report their opinfons about the educational preparation of
appllcants and about what skills and competencles schools should be teaching.
Furthermore, it asked for genetal comments about experiences fn hiring youth
tor encry—lcvel jobs: Approxisately 85 percent of the respondents answered an
65jéétive qucstion about the preparation of young job applicants in certain
school subjects, aud approximately 50 perceat of the employers supplied an-
swers to Open-=nded qnéstions about experiences {n hiring youths and about
skills and competencies schools should be teaching:

Several 1a§ré§§i6ng were formed after reading through hundreds of opin-
{oas from these emplogers from all across the United States. For the most
part, the couments were critical of applicants and schools. The three majo:
areas of concern were (1) poor attitudes and work ethics among youths; (2)
poor jobs search skills, and (3) inadequate preparation in basic skills. The
fict that the comments were of 4 negative nature was not surprising. If you
asked students for opinions about schoo.s and employers; you would most likely
receive numerous complaints, and {f yo: asked school personnel about students
aud employers; there would probably be negative commsents: But the intensity
of the rematkd, as well as their contents, suggests that there are a cousider—
able number of mistakes made in the hiring process (mismatches, high turnover)
that could be reduced with improvemenits in schooling and with the teaching of
job search skills:*

A second lmpression was formed after classifying the complaints about
basic skills deficiencies into two categories: (1) examples of deficlenctes
that aifect job performance and (2) general opinions about tuadequate basic

skills. Most of the comments were of the second varfety. The implications to

*Using economic efficiency as a criterfon requires that the benefits to

soclety of improvements in schooling and instruction im job search fkilts in

the form of higher productivity or lower s=zarch costs must exceed the social

costs of the isprovements in order for the policy to be sensitle.
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be drawn from cich of these categories of complaints are quite different.
Exaaples of job performance effects wentioncd were inability to make change;
inability to write dollar figures; fnability to compute sales tax, inability

to alphabetize, and unfamiliarity with fractions less than ouc-fourth: These
effects could be quite costly to the firms, but what is more fmportant, they
could probably be corrected with more emphasis on basic skills in schools.
However, the fmpression s that there is “sowething to be read between
the lines” of general opinfons expressed concerning basic skills. It fis dif=-
ficult to interpret comments like, “Schools need to ciphasize the basis,” or
“"Teach the 3Rs” when it is not possible to probe further: It may be the case
that these comments emanate froa observing poor job perfaimance as in the
above examples. ljowever; such comments may not really e addressing basic
skills attainment per se. Basic skills achicvement may be a signaling device
for productivity or trainability and employcts are concerned that declining
treads to educational achievement may imply lower quality job applicants. Or
basic skills may be a proxy for other less easily measured elements of employ-
dbility. These types of interpretaticns are supported by a consideration of
the carelessness, poor spelling, puor grammar, and poor handwriting observed
in the |uestiounalre responses.* A few of the employers even indicated that

the entry-level johs in their firms dfd not require basic skills. To *the ex-

tent that basic skills are signals and do not affect job performance directly,
ments ila the ;~oductivity of youthful workers, but rather other employability
skills such as vork maturity and interpersonal abilities must be instilled.

A final impression, that comes from reviewlng the employers' comments is
that perhaps much of the disenchantiient with youths' attitudes and work ethic
could be overcome with more interaction hetween schools and firms. When such
interactfon was mentfoned fn the respondents' opinions, it was invariably a
positive experience. Cooperative education program participants were highly
regarded. Work-study program participants also had an advaatage over other
high school students in terms of emplcyability zss.ssmeat. Of course, num—

documented.

*Over 40 responses (approximately 15 percent cf those that answered the open-
ended question) contained misspellings. Conscrvatively estimated; abouz 3
tizes that many were ~sloppy.~
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i1 the noxt svctlon of this cliapter, data about the preparation of youth
{h turms of certaiun school subjeets is analyzeds  Then the  comments made by
vriplovers are presenteds  While the comments pave been organized in a partico-

lur fashton,; they still represent a reasonably random sample of the comments
received. For preseiitation purposes, they have been classified into the
following categuries:

e Comnents about school experiences of youth
s Comments about job search skills

e Comments about attitudes and work habits
Suminacy romarks coiclude the chapter.

6.2 Employer Opinions about the Educational Preparation
of Youthful Applicants

Bised upon thelr exporiences with youth; employers were asked to indicate
in which of the followinp areas of educational preparation applicants were
typically well-prepared or not well-prepared:*

Science

English weiting ability

Fnglish verbal ability

Matthiemat ics o )

Business preparation (bookkeeping, typing, etc.)

Distributive or marketipg vocational education 7
Indastrial vocational educition (machine trades; woodwocking;
4uto mechanics, etc.;

2 00 0 0 @ ©

The only subject in which employers felt applicants were well prepared was
industrial vocational education. The worst preparation reported in this
survey was in English--writimg ability. Here, more than 10 times as many
employers felt preparation was fnadcquate as comparcd to those employers who
felt applicdatns wers well prepared.

In table 18, the responses to the question are presented disaggregated by
occupation: The percentages of respondents who felt that the éﬁpiiténtg were

theses underneath each entry in the table. The conclusions drawn from the

data in this table are as follows:

*In interpreting the responses to this questioni, two factors need to be borme

in mind. First of all, “mot well-prepared” may mean students have been poorly
educated, or it may mean studests have not taken enough courses. Second, the

younz applicaats which machine trades employers have seen are likely to have
boen Vocational Education students, while the youths which clerical and retail

empioyers have seen probably come from a variety of seccndary school back-

BrOInC 62 B 7?
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TABLE 18

DPLOR GPINIONS ABOUT T PROARATION OF TOUTHFUL K08 APPLICANTS

IN SEVERAL SUBXCTS

o —
L - Occupation
{ -Clericel L — Mochioe Tresss | Yotel
Apb!1Cants Are| Aopilcants Not| Mo | aoplicants el wplicasts Nat| Wo Aorlicants Mol hoplicants Wot| Mo | Apglicents Are| Applicents mor ¥
ot Wel| Prepared | wail Prapared | Resp %1 | Pregured | Reiponis Well Prepered | Weil Prepered Responsal wel | ’twmwu Response
o 2 I T I 1 % 4 . N % - 20 96
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e 00 T 5 % T g % . " y:; %
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Science. Fewer than haif of the emplayers gave an opimton about

the preparation of the applicants in the field of sciomce . Of
those that did respond, there was little difference acr-gs occus
pations, with about three-quarters indicating applicants were
not well prepared and onc-quarter {nidicating applicants weie
well prepareds

English--Writing Ability. Most (87 percent) of the employers
gave a response about preparatioa in English writing ability.

There was litt'e difference across occupations; approximately

10 times as many employers reported that applicanty wire aot
wall prepared as reported applicants were well pregared.
English--Verbal abilitys Verbal ability 18 periiaps most jmpor-
Tant for rotall jobs where employers must meet the public (also,
ot course,; clerical jobs may have a reception component). It is
{nteresting to note, therefore, that respondents in the retail
t:ade sample were lcast critical of applicante’ verbal ability.

Amoi 3 those respondents, over 30 percent indicated that appli-
cants were well prepared and 45 percent Indicated that appii-

cants wetre not well prepared. For the other two o-cupatione;

the two percentages were approximately 20 percent acd 60 per-

cent , respectively.

Mathimaticss Mathematics preparation was rather sevetely crit-

lcized, with about 60 percent of the sample {rdfcating that ap-

plicants were not well prepared; 20 percent that-they were well
prepated; and the remainiup 20 pe.cent providing no response.
Machine trades employers were slightly more critical than cleri-
cal or retail siles employers. This is important because math
is more important in that occupation than in the other two oc-
cupations.

susiness courses. Preparation inm business courses fared vell .
(ompared to the more academic courses discussed above. Overall,

more employers felt applicants were poorly prepared in business

courses (such as typing, bookkeeping, or accounting) rather than_
vire well prepareds But an examination across the three types of
applicants demwnstrated that the largesit relative share of the
negative opiuions were from machine trades' esployers. However,

in this occigation, skills learned in such classes are least fo-

portant, Furthermore, the employers in the clerical sample who

felt applicants were well prepared outnuatered employers who felt

+liat applicants were not well prepared by a five-to-three margia.
Distributive Nducation. A large percentage (40 percent) of the

eaployers ¢id not respond to this question, but for those respon

dents who did answer; the number that thought that applicants

were not well prepared outweighed those that felt that appli-

applicants were well prepared in all three occupations. Again,

thie  reponderance of responses indicating that applicants were
not well-prepared came from employers who reviewed machine
traaes applicants. '
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e Industrial Education. The preparation received ti: industrial

vocational education courses was apparently well thought of by

cmployers. As might be expected, a high percentage (57.1 per-
cent) of clerical and retail employers did not respond to this
category, but of the employers who d1d respond, about 55 percent
felt appltcants were well prepared as opposed to 45 petrcent who
indicated applicants were not well prepared. For employers of
machine trades, 24 percent did not respond to the question; but
of the remainder, almost 60 percent felt that applicants were
well prepared fn schoois in vocational courses.

6.3 Comments about School Experiences of Youth

ln turning to the responses to the open~euded question about exper.ences

with young piople; some statements are first provided where specific skills
were mentioned (1.e., those referred to above as tnadequacies that affect job
pertormance).

Younger youths [sic] seem to be weak in math and sometimes tn
writing ability, which 1s fmportant in this line of work for a
promotion.

Most of the young applicants I see, including those with college
degrees, are deficient in English language skills. This is
particulariy apparent in written work, in théigﬂﬁ?é of grammar,

they can only be used for straight copy work: It {s extremely
difficult to find an applicant capable of training for a secre-

tarial or word proc2ssing position. This is also [true] in men-
agemont trainee poeftfons.

We've a 0 tested persons having (they say) proofrsading skills
but they cau't spell. In our business, mistakes are costly!!!
A colizge education, in some cases, 1s a farce. For omr entry-
desire to learn and work!!!

Schools also need to prepare their students with courses which
teach them skills which will enable them to "land” & jub. 1'm
all for vocational training in additlon to “the three Rs.” We
not only nied people who know how to fix a leaky faucet, but we
also need [for] those people to be able to spell properly on the

btll which they present [to the cistower]!
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1n a few jobs, staff must be able to write monetary amounte dte-
tated by custe.iers over the phone. Workers can't write amounts

acciritelys [This] can cost us vast errors and business [sic].
Since the studeats have poor spelling and simple math skills,
they cannot compute siles tax and sales discounts.

Schools shoiild teach skills that have a practical application in
the workplace: I find that 90 percent of the high school grads
caiaot measure fractions : s » on a ruler smaller than 1/4:"
Most bad experieaces have been when the youth canot do simple
Gathematical problems like making change; converting feet to
yards; e¢tc. :

& - S - — - I . N : s .
Basic mathenatics—use of fractions-—conversion from decimal to
metrics--inability to read a 12 inch scale divided by 64ths and

yet they are graduated.
Giuneral comments about deficiencies in basic skills were more common.

Cot young peoplé to be competent at basic reading, writing,
speaking, and math skills. We can teach them the rest. We find
thar many of the high school graduates are unable to spell cor-

rectly or use correct grammar. Many are lost . < . when adding

fiore thHan = + 2 fn math.

Generally 1 am shocked at the lack of overall basic education;

reading and writing skills are very poor in approximately 40

percent of all applicants [who come] in our door.

Young people entering the jcb market directly from high school
are missing the basic funds:. —tals; we experienced this both in
vocat fonal training in mack. s shop and basic writing, reading,

and mathg

. « o to learn.

Reward young people for maintalning good attendance while in
school; perhaps it [good attendance] will carry over into their

business careerss

Counsel young people to take pride in their work, no matter what
lovel of work [into which] they are placed.

1 see very few youths coming directly out of high school who dis-
play the jqualities 1 view essential for placement; oral communi-
cation skills, ability to spell, grammatfcal skills; etc. Also,
thi:se students do not know how to conduct themselves in an inter-
view in a manner that will enhance their chances for employment.
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Generally, I have experienced better long term success with im-
dividuals with above average =a
ethlezic/vocational endeavors.

rks ia 3 broad range of scademic/

Seetiingly, more and more of the youth 1 have comtact regarding
ezployment have [a] difficuit !ze communicating both in wrizten
ard verbal forms.

I believe schools ~iould set hig:er standards and expect the

best possiile performance. Als5, instructions on how to find a

job including instruction on selling oneseli should be taught:

Schools should be putting more emphasis on dealing with people.
We are a service organization (my bias), but based on our ex—
periences; little or no thought has been given to dealing with
the public and the proper attitude that reguires.

Get the educationsl system back to the basics. 1 feel stromg-

ly about the lack of knowledge young people have in simple

subjects like math; English grammar, English composition, and
spelling. T agree that industrial vocational classes are an
just to fare well in soclety. Pleasé do something to encourage
more dedica” lon {n these subejcts.

A comment thit sjltresses the contention that employers' concerns with

general concerns about employssility is the following:

My experiences with hiring youth definitely lead me to believe
that far too many of them are graduated from school with very
poor ¢' cation in just basic skills and fundamentals; namely,
readin; writing, spelling, and math . . . {1t does not neccs-
sarily .ake these skills tc handle a factory job siuch as ours,

but it is disheartening toc me o zec kids comling Sut f school

as gradoates so poorly prepared.

Among the suggestions giveu by emplcyers aimed at improving the educa-
tlonal racess was that cooperation between schoals and business should be
lncreased. This includes fnput imto curriculs from business and active sup-
port from busir:an {i the form of Cooperative programs (e:g:, distributive
education). Sowie of these comwenté follow:

Wi have a strong work-study progT:m with a local school: We
t1ve input lo curriculum and state our needs. [The] program is
wuccessful. Other yourh of [the] city |are] less prepared.

83




[We are] very pleased with stidents from cooperative work pro-

grams and most of the (fae they stay on.

udr best young employees come from the distributive edocation
tcurriculum areals

Co-op trainiag should be mandatory so they [students] have a

needed skill when entering the job market.

Co-op educax fon provides an excellent start for young candi-
dites; also volamreer experieace is helpful.

Several eaployezs indicated that schools should sonsider courses or mod-
iles il " liitroduction to pusiness Practicos.” An example of such a comment
tullows:

Ponmanship of applicants on applications is terrible (misspelled
ords, incorrect puncreation; etc.). I feel that grade and high
_chiools should conccrtrate on the 3 Rs. Upon satisfactory com~
pietion of that, they should be taoght employability skills
(i:e:, various office ¢quipment such as typewriter, dictaphone,
telephone, compui :r). 1 alwo feel the schools should have a
course entitled, “Job Situatfons.” Have the students partici-
pate (in the classroom) in varfous actual job situatfons and
[learn] liow to properly handle them; fi.e.; what does a re-
cepti .aist tell a caller if the person they wish to see does
not want to sec themj. Alsc, [students shoold learn] how to

handle themselves during the actual interview.
An cmpluyer (i the machine trades occupation commented on vocattional

chucation and youth:
=)
-

Youtli should be cncouraged to learn skilled trades versu. at-
romding college @hen the ipdividnal shows strong aptitude for
sxilled trade work: Secondly, tt {s imperative thai nink
schools, in particular, redirect their thinking that {ndus-

trial edocation clagses are for slow learners or underachfev-
ers: 1 know many bright high school students who wa ted tO
place major emphasis on taking shop classes in high schunl to

leacii 4 skill and were not encouraged to do 8o znd were 7e”
Luctaiit {to do so] due to the poor stigma attiched. one of
the wost sipnificant fallacles of our current oducational
system {s the belicef that more cducatfon fov the sake »f
cducation ls pood. It is sot. Vocused education to podin
speciftc results in preparing youth for Jobe is what is good-
A1l one needds [to] do ts look at the excellemt focused =d-
wcational systems in trades; téchatical, etc., 2s exists in
Lngland, tor exampie:
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0.4 Comments abou’ Interviewing and Application Preparation Skilis

A coaplzint that many respondents felt schools could help correct was the

puour er[)”hdﬂCg vf v z people irn filling out applications and in interview-
ing. These jreas ar onrtant bétéﬁééf 1f unsuccessful at this stage, a
voung job seeker will be unable to dxsplay “iis or Her merit 4t an émhibyéé.

sume comments were as follows:

Is there any way to teacl interviewing skilis? Most of the
younger applicants are unable or unwillirg to converse. Yes or
no answers abound. Alsn; many dress: ligproperly to work in a
busincss enviromnent.

My initial reacrion ‘.- yourg ajplicants is one of enthesiam un-

tit they appear with thair shtrt untuLwcd and [wenvlng] tennis

dhoes.r 1 wsuld say 95 percerit of the ~young applicants have

never been 1nstrched 1n7 inthrlow e;iquette. The simplest areas
are overlooked (i.e., a handshiw  thank-you note for the incer-
viewer).

Applicants are ngt well trafwed in 3&2&1_2& ior positions as
evidenced by their mauner >f approach onud dress.

"I'a looking for anything”™ is . ty-lcal statement while the stan-~
dard dress 1y iears; cutr .specilally short {n th( summer months.
Completion of upplications alse leaves much to be desired: M.y
Many items are omitted or parf, fally anssered: Haudwritiag often
{s difftcult o read:

T tnt=rviewlng p sé could also be improvcd upen while [stu—

d uts . -] in scho: 1, stressing direct pertinent answers .nd

thoaplt 1, relevant questfone.

Youup peojls as 1 giroup do not have--

e stroing trafning in how to apply for o job {(very poor
writing,; snelliug; and spcaking);

e records to (‘11 out job applicattons,

] pond dressing and grooming habits 5r very good v :rbal

skllls, o ) ) )

Lh: first ldLJ about ﬂppl;ing fn( d ’65—-1bt élbﬁé hévtﬁ?

Most [youths] do not know hou to conduct themsclves during an in-
‘vrview (1.e., personal presentation, poise, otz:), which could
be lack of interviewing experieénce.
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They {youths] do not know how tu fill out an application properly.
They fail to present rhemselves posirively in an interview and
arz poorly attired:

A4 legible thoroughly completed applicatics Jith no grammat ical,
punctwvation; or spelling errcrs is criciaks

tudes ~xhibiteé hy 1omng people while at work. These comments included re=
ferences to poor employee work habits, motivation; and respoasibility. These
charicteristics inclide problems with workmsnship, customer interaction, ab-
sentesism, nnd tardiners.

Comacits f a peneral nature about empioyee atritude inciude tb=
following:

The attitudes of many of rhe yourg employees Zause the mos: oo
lemn—ansentee ism, disregard for (ompany prlicias concerning
dress, personal calls, tardiness, etc. tyen rhmagh ~he company
piys up froat and in {ull; teition of industry-rel. ed sealrars
and at college of chwics, few take advantage of the offer: < “he
majority are still Llv. zg wick pareats an: ‘tave no de peidents.)

They {youtks] do not know what they waut £ do with their lives.
Generally, they have no skiils. a2y mus? want the money to go
play. No one should graduate without beiig able to read and

@rite. Students dn not respect their parents or teachers 80

thvy do not respect employers-

In gomeral, today's youths are not prepared for the duily “reaitl-
tica” of the husi-¢ss world (e:g., the necessity to be punctual,
minfmal absences, following lastructinns, meeting deadlines;
domonstrating initiative; srooming/dressing (o fit the mode of 3
particiular Industry). Many want top carnings before they are
adeque tely able to per’orm their assigned functions. There is

also concerii over job titles that appropriately define funccioas
but conelderable resistiance to beinp constdered “on'v & clerk”

Unfortunately: more than 57 percent are ot prepared for the work
world:. They are satisfled with medlocre performance, ure not
i.5vd to a stroctured; perfocmance-consclous zavironment Usuall:

[Lhiy are] rot self-starters=-with very little self{~-mot {vat ton.



[The] problen is often a lack of Baturify. Often they do not

realize what will be expected of them in “maxing a 1living.”
‘Vaashsl zead better skills in {the} zbiiity to think and reasc

for themselves.

1f 1 were an educatar, 1 shﬁuld be most conc2rned with ATTiTUD‘
(1.e., the 1lcss of a sense of pride in a job well done, the ac-

cepta”c“ of medlocrity. the scatcity af inteilectuai curiosity)-

1 woculd rather that you send me an open, eager, inquiring mind

+ « . rather tha~ 2 body that has sa:isfited distributive re-
quirezents and X number of C. U-'sll

Youth for entry-level jobs in ur -%,[lled or semiskilled area.
generally lack job eo-itnent, gucil work habits of punctuzlifty

994 attendance, and clear sensi -f job interests or goals: Ex-
ceptions to the above tygicall woule be the college bound or

velli-trained secrefarlalla:enographtc students.

Hany employer responses that indicated dissatisfactisn aith youny ap-
piicauts mentioned policles sr characteristics they used 10 screen ysuns
applicants. Among these couments were the following:

We much prefer to hire _young peopie with pr ior prPt 2nce. Some

of the stars are out of their eyes; they havn mzde Lheir .aitial

an moves trying to find thelr “thing,” and chey have started to

recosnize a paycherk requires work.

Rather thun specific job skills or educational trainiug we roy
to fdentify peopl= wtio can b2 depended upon, [whe are] willing ro
lzarr, [who are] not bhlind followers, and (who are] willing to

accept resprisibility. The school-family environment does not
institl ther - bastc values, le: alung [teach) them A, B, ('s.

We look f : «ithusiasm and desire to work. Tcda‘: a young person
can be Lutstanding by Just wanting to work:
ve 155k fut people whih want to work, have good work kabits, o«

aloug with peonple, atd appruzciute a job. Hosiedty, loyalty, and
responsthility we 0'lso must have.

Sev.ral empirvers {.i the sample meation.d that they do not hire young
penple or are reluctant to do 5. The reason given had to do primarily with
young employe:s’ {@imaturity and inexpertance: Three such comment. were as
follows:

It any prsition thrt we may h-vw availuhle, we are lqui\g for

matiardcy; expertence; and job stabfilty. 1In general, yauay peo—

P ;cem to be lacking 17 all these areas.
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tirdiness of young employees on thw #2b. In additisn to those above, hetn

5010

trec

we now geaerdlly a.oid Wiring young people. W Thave found that
bv hiriesg older workers who are desperatcly Lp meed of lobs he-
o

cazse they -ave familles,; financial respoacibilities, and are
pgrmiﬂuﬂti\ x11d~ott trom companies "at arc clo»in% 01 haie

/oLd mbsente;iam costs, (3) selecu the hesL,;mmioyees of clos-

ing companies thr uugh the cooperdtion of a persunnu* managemﬂnt

neteirk that exists f.a our area awd comes with very high trecom
mendattons (L) avotd tmrnover sinbc old;r uorke.s stay with our

rnLlrcmen (5) avo{d worker ; conpensatxcn claims since our
older unrkers temd to be more iafety conscious, (6) avoid 1§§9j7

relations problenms since ,lder Jorkers tund to respect autharicy
more; desire job security, and look toward retirement and a pem—

kton, acd (7) gain from thelr experience ana knowledge. Maturity

and responsibility are worth dollars.

5 nusber of employers expressed dissatisfacefon with the absenteeisn

additlonal comments:

The work etitic of p:esent diaxy youths seems unhealthy. Our
sounger erpioyees seem to miss the most werk for--

"It was ralniag.”
"It was roo hot.”
"I didn't foel cnen. . ) 7
“1 didn't steop well 5250 night; »0 1 won't be u Lusay.”

LN NI Y

{Hmptdéiﬂ stivilld be placed on) development of personal dis- ' slne
(work Jthic). The {mportance of L-ing =t work on time and daily.

IS

ay

P\

3ave

5 additing to the poor sttltudes of young wmployees, several cmployers

ciiterprise system ard the employer's conlspt of Lhe work ethie thas
£ | ¥y

entaiivds  Specific comments are these:

W:ny hi\v a poor actitude toward repular attcnddnr« gofie & poor

atLitude ind lack of anderstandtng regardiag competitiveness at
business--fcel ralses {shouid be] avtomatic; [“hat] womey [18]
avalilable fot latest equipment, tools, air conditioning. fThey
think 'hc] compauy owes them the best of evetythiuz regardless
of competitive position.

%pople vhn rvit) g0 [thv] comminy must mais 3 oprof, . 1w A1 o
wurceed are al=o a pll;

Jady o nat o se i te apwreciaii that we strive for a linear re-
P2t touship bctw»uu productivity and compensatiom: ‘any seem to
JHL,(IPXLL "automatic” job security and wige J1 rzacucs:  de have
wo tlirm estimate ot the partlon whe do Jo, but are siruck by ihe

suhjenttave twpresgter rh-t "Eoo many~ held aiich nXpectat lots.
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ConAvited thit they _olieve yod) pccpie should show moure appreciation for the



extra effort 1n petforming job dutles—-aluays take the eastest
way our. [They] don't understamd responsibility to the employer.
Many youth have not learned the work ethics. They feel to show
up and put in time is doimg a satisféctory job. Mary youths have
motrtearned that revards 9111 come after you show ycu are worth
ft rather than “rewird me, then I will produce.”

Two enployers, unlike almost all others, found the quality of young

employees to be good, although tliey aqualified thelr assessments:

Generally, the caliber of youdang people we hire is :igh. They
seer to have taken advantage of educational opporicifties of-
fered rhem. Their comnitments are not well established and
sonet ines tardiness and abscuteeism are probliems:

ful to uork uith. The schools <hould be tnach{ng them more of

the 3 Rs. We have had some part-time 17-year-2ids rhat do not
even know the alphabet.

The test imony of the emplnyers in this sucvey thiis seems to correspond to
iome of rhe related researck findings discassed e-rlier: The three major
sroblens with youtnful agplicants and wo Yers are--

e poor work nabits and poor work ethlics,

¢ poor 30N scarch skills; and

e poor attaimrnt of basic skilly-

Sowe specific uggestions for schools te pursve inclode—-

iﬁ%t?ﬁéﬁ*Bﬁ in business practices (work situntions),
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The relatively positive commentys about wocatiomal educatfon and employer-
school 301t efforts such as cocperarive edicatioi ot other work 'leaviing pro-

srams indicate that :licve aspects of learning should be expanded in the affort

to tmprove schnois,
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The primary purpose of this study was to comparc vasious éducational and
work experience characteristics that youth may possess in terms of their ar-
ttictiveness to employers who hire eazty-level clerical, retail trads; and Ei:

at youths, pacents, and guidance coun-elors: However; in the course 4f ‘dna-

lv=i{ag the data, f ndings relevant to enployers and school adminiscrztors
Lmerged; therefore,; this chapter 15 organized into sections categorized by
thveée audienices: vouths, parents, and guidance counselors; employers, and

schoul administrators aad policymek=ts.

7.1 Fi lngs Relevant to Youthful
Job AppiicantS, Parents; auc Cuidance Counselcrs

“ie results of this study coafirm th.t employers exhibit rather consis-
tent behavior in theli hiflng décisfons. Youths siwuld be aware of this con-
~isteoacy; but beyoud tha: weterization of employr Sehaviotr estimated

in mraing cholois about thelt use of cime

s

{i this study zan Se user
and Tesources.

cdiiy limited and tnogghrs abopr the lmpact of thise chulces ou gettfng = job
or coicerning the case or ditfirully of enteritg @ ~sieer avre,; mos?v Likely;
not preeminent in thie duclsion-making procews: With this peripective 1n mind,
the tindlag f.cm this study ~hat 1e wost getrsiac 0 thse jouths 1s at,
among the oducational characteristics that a youth may possess, high school
prals paint average v the strongest caunial variaole tu i=fluencirg the prob-
abtlicy of gétiihg i jhh; Nrades in the early years acfecl the overall grade
poliit average directly and ales way Inflsence rurriculum chodce and sctool
perforiduce in later years.

As youihs progress throagh high schooi (ages 16 to 17), wore adecut tonad
aind sart-time work experience clisfces are rade and the tmparts of tliuse

chinices need to be caﬁéidercd: In temus of curri-ulum cholcc, r~gults from

applicsat's participition (n a machiine trades (vouaciomai‘ program of -tudy



iu Ligh scionis  Employers of cles leal or retail warkers, however, apparently

#l- iz lev5 emrbusls on the hlgh school nalor and are not really infiuvenced one

wthes by a5 2f{ice av distributive education curriculum, vis-a-vis a

gewn "al wr woliegF LTepafassy curriculua. On the other hand, all emoloyers
tended i1 7o preference 16 participants lo a relevant cooperative service or
erzerientydi cducational program.* Youths who have - ade 4 carser determina-
tisi and wha have an opportunity to participate im a  of these types of edu-
catfonal program in thii, fleld of iuterest are well advised to pursue that
opportunity .

Youths 1% this age group also face the decision of whether or =ot to we >
pait-time and/or during simmers while in high school. Having no previous work
experience to list on an application is a severe disadvautagé for a youthful
ju.. applicans according to results from this study: But the fisdiags tndlcate
that wotking part-time during school sonths confers only a s'ight zévantage as
crmpared to work Juring summers only. In aaking decisions anput part-tima
“ork; i high school studemt should be aware of how lmportant grades are as a
screening device used by employsrs. Thus, the finding, indicate that if part-

time work daring the school year jeopardizes grades, it 1s most éHViﬁtiééBﬁi

in determining employabtlfty iariugs: Relevant prior = ¢ .:ip.rlence was an
{aportant po <itive factor in determining employability ratiugs: If one of two
otheralsr fde lcal jo% applicants had 40 percent ot his or her job exp« rience
in relevant jobe, whfle the othar had ail pric: work experlence in relevant
jobs; the former's predicted r ttng would be mich lower. (Prior work experi-
ciice 10 relevant jobd has approximatcly the aame ef fect =a high school grad-
wat{on on employability ratings.) R

Work experiencc in large otganizations also had a positive effect on em-
ployabilsty vatings: Work experience {i. a public (or govérnmental) organiza-
tfon, w the cther hand, had a signiftcant, negative marglnal sffect on a

rating. Flnilly, work cxpertence tu \ fast-food restauranl was one of the

- ———

*The computer algorithm uwed to g it /ate applicativas sometimes Fzsulted
in clertcal applicants having pavticipated in a cooperative distributive

educatfon progra~ and retail sales 5ii-é%iif‘§§f§iﬁ£[tﬁgiiégu'})grltiie office
¢ducational experience. Thesz would be frrelevant cooperaticve edw 4fion
programs.
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zost positive ifidfigeaces of employability ratinzs for retail emplovers. 1If a
youth had weak prior job experience; eapluyers sugpested he or she list baby-
sirring or vird work experience to demonstrate past job Eééﬁdﬁéiﬁiiit?.
cnployers, particularly these assessing clerical applicaurs, reacted neg-
itjvely to a targe nanber of prior jobs held: tHavinp held a large nunber of
jobs can He {nterpreéted as a signal of a high rurnover propensity, which is
presumably 4 negative traits Tne total number of months working was mot sig-
misicant La the equations, implving that employeis tended to count the number
of prior jobs. for which information is pruvided, bot did not welsh hieaviiy the

daration of the jobs.

Altsioagh in the qual itative data and in other studies smployers rcported
preforences fuor training now workers on their specific equl pment, this study
tound thdit haviug hiph levels of occupationally speciflc skills add signifi~
cintly to a Job éﬁpiiéﬁﬁt;é empluyabilily. For employers searching for cler-
ical workers,; an tncreasc {n typing speed of li words per minute of fsets A
hdibétitdr;ﬁ sdvantape of hawing attended 3 postsecondary schools Siiiléiiy;

the num%er of machfnex an applicant can competent]ly operate was a siznificant
pisitive factor for mac hine irades applicantss

ot directly tested or conditmed {n this study, but mentioncd number of
times in Columbtms data «i-ilection, s evilenze that evrtacurricular activity
invalvie oat is 4 en by emplovers as a ﬁbéitiﬁé*éigﬁéi {n their assessments of
foh anlleartss  Spaing yonth need to consider the impact of such involvement
G hiedr prade pertormance s wut they also need to realize that extracurri=
Cubar o ticdites dre ongidered in a positive fashion by caployers.

Ae wourhe eer to the age of completing nigh school (agix 18 to 19), some
sav be coarfoesfog Wlicther or not to complete Ligb schowl while others may be
cuisiderting whetiier o not o attend a postsecondaty instiomtéong Cowpletion

of diiph schonl was found to be a key varidhle, as might be expevted. ‘lowever,
~

fhe results reported fers and 131 Hollenbeck's work (1984) fndfcate ttar cm=
Sloyers will consider Wicing dropouts,  Such ind{viduais can overcome the dis-
Advitiice o: lacking a high scheol diploma Oy demonstrating zood work hahits,

relevint work cxpoticnce, or higo occupat foral sbill levels.* Quatirg one
vaployer;

*01 enurse, hagh schonl pradvates whio demanst rat. peod wnrk ‘dibiv&, relevant
ark rxperrence, or hioh ocespat feval skl Yoyl e te .re vvend to

¢ Gpoit s
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Aruitoxt provided by Eic:

We pr>fer, of course, a high school diploua but work experience

has certain advantages over the completica of education.

A3 far 4s postsecondary training s concerned: ittending a 2 vear or
technical postsecondary schocl is weighed positively by czployers, but com-
pletion of i prograe and the relevance of the progras are the key sigmals that
caployers dse in asse<aing applicants. Grades and choi-. o institution wer

analyzed to be of far less 1a@pe ::ice, and in fovt atteuding a 2 year or

- p——

technical postsecondary insrizus ‘aa, but pursuing a course of studv not re"

vant to the job iur <tleh L o czlicant §s applying x2d - ces emplowabillt/.
The fiaal set of resolts of ‘aterest to youths concerns the job se.fch
neooooc ftself. First; the hpothesis that eligibility for TJTC stign tizes
44 aCw ‘Tant was noe borne out by the analysaes. In Ta-r| such eligibility °
<+ cant positive influence for, and thisa. should be advertised by cterical

Second; neatnes; on thiv ag-lication fore (and i cover leitér:) is one »f
the mest (mportant variabl.s chat employers wse 1in screening upplications for
intecviewss Third, fntorview vehavior s crucial in ihe lob mearch process.
Analyses of the data and discussions with employers Indicate how easy it is
Iir 4 youry person to lose e55i6§éﬁiiiiy advantages thiat have been palnstak-

ingly varned throuph hatd work in high schcol or part-cime iobs by not being
punctual by dressing Inapprojriately, o by using inappropriate rammar in
AN iatervisi. Signals of a bad artitude that ewployers aoclce’ were negdt’ -
comtent s about a previous employver or teacher, or belng overly a1t icus-~
expestiog 0 1d protiot{Gns or to own one's own busiresss Presawi' tng a near,
Poll reseme , od exhiviring appropriatec behavior oo an iatervice ean he ac-

conplfatod with cin.nal effore fn *ime and FRNAUrCeRR

72 Findinags Relevant to Efplojers

1 fornutatfng tholr tecru’tment and hiring atra* pics, firms must make
recource allocatfion decistons und be concerned osout tii profitabiiity of
their actions. Licge flms anc firms that have Lren ini ~xisteérts for a long
time luive made numerous hites and thelr decisfon>making process hug withstoo“

the trest of the mﬁrﬁbiplatb; T fﬁbi— an wnderlying assumption of this study

{5 that employers' hiring decivions are consfstent enouph that we can reneral-

ii§ from b béhéﬁior of a emall number of umplﬁyérs whio were obseived to a

82
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Aruitoxt provided by Eic:

Tve *iadiigs <. ~nls study and {ts predecessor, a siudy of employers ia
Columba , O%hio, ‘that may be of interest to employers are as follows:

& G the exXitent tiat we were able to control sther variables, the
personal wh~errerlstlcs of the ap,}«rf~;bﬂ rev!ewer influeﬂced
sfignificamtly ithe employsii A,L? 25 PP
Males, blmcysf und older inu unﬂuéiﬁ zrnded to rate higher the

and {f a htrw ﬂMau&d. were pleased with the oytcome.

**** " 2ssessdent of an applicant's wotk experience
and education {s partfally deterrimed by how tlie youth handles

Eﬁé,iﬁ@é?ggégi “wo job appltcants with identical prior eapioy-

5
§.
E

if rhey exhibit ddf1¢r=nt fv. zrview behawiors

s Despite protestactions about (ke umreliability of and difficulty

of getttng retercmca checks, Iarge percen:ngea of egp}pyers re-
mirted makinp such checks. Whan one considers how lfctle ¢
tsts to mzke a3 tef»rence chieck asd how 0xpensive A hiring als—
deteh cadn be, {0 sEéms that purscing thom {s an efficient and
rivoomgrended peraonna2i policy.

The startiny “sge, the cout of equilpmetit that new workers use,
and the difficulty that & fimm faces in dicnissing workers seem
dot L affeet the cautfon exercised in rating Jub applicants.

7:3 Findings Kelevant to School
Auminisxxazn-s,anﬂgﬁnixggmakeca

& sernpulary purpose of the atudy was tc be a conduit for communication

between employers aml schoals, particalarly in the area of emplovability

Ao clopiments Tt ts {mportant {or schools o take employers' cohinions fnte
account, for the vrena.is Suceesy and Joo secutisy students are golng to de
Co o td Which teey are aBlc to folfill caplogers' cxpectatisaz.

[ 2 T l
A3

PTIETI } Y I - -
(XL SR RYVERRS AL B O] RN S |

'“)

An reparted in the chajiter presenting jeal ftati oo aata, emplovers did have
wome SItive suppestionas  Host of these were asiasg tas liues of {nerzasing
vmplnxor ana a'nn". P ilvoment and conperativn,

Gchoc] adniaie. rators slhould ‘4 aware of the emphasis thi: employirs put
on g%ﬁdéﬂ as o1 wlagag tor ﬁ?hu“k'lvttv and thie riclng con erf Lhar ivs nexus
Botweeld aclilevenent =t sfides may be weakeuing: The numerocs comment= aboat
doficient baslec skills and ponr work hablc:. suggest thst éiﬁiﬁyi'é ars strong
Jdvoc. vk of cducational movements Loward (mproviog basntc akills and . ¢ touph-

er performadite stasdards;

i
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Aruitoxt provided by Eic:

Two suggestions about curriculaz changes of improvements were that job

search skills should be taught and that youths should come to the labor marker

seersd to be a desire tor broader student background in marketing or distribu-
tive education classes. In general,; there was exployer support for vocattonatl
Pre2rans.

The results from the study show that teputation or location of a schoal
can influence an employeT's perception of a youth. Clerical employers gave a
riting advantage to urban and parochial schoe]l stodents in comparisor to
suburban (or rural) school students; while machine trades emplayers behaved
in a precisely opj.- »ite fashion. S:hool officla's need to be aware of these
reputaticnal factw-s as they develop and place students into cooperative
work/learning sir -atfons. \

In shar>, - -nol Jead rs need to be cognizant of employment outcomes for
studieats as the: levelop and implemcnt curricular, imstrucrional; and organi-
zatinnal charg.- # lack of awareness say result in llieir students entering
tHe labotr watkez at a disadv.itage. The key questions to be addressed are can

yiudr or (echnitat pastsccondary settings:

(Vo)
(o
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INITIAL COVER tETTER

The Omo Staie University

!ﬂﬂﬁ!aeagaeed
Columbus; Owo 43210

June 10, 1983
Phone- 6144863655
Cable: CTVOCLEDDSU/Coliambus, Do

As an employer, you realize the high costs of employee turnover and the im-
portance of finding applicants with skills and knowledge which aatch your require-
ments. But in fact. r:search s showing a greater and greater imbalance between
the skiils which esployers need and the skills which youth and other labor market
entrants are bringing to the market. As patt of a study to find ways to reduce
this imbalance, the National Center for Research in Vocational Educatior would

like you to participate in a study which will enable you to convey what skills,

knowledge; and attitudes you belirve schoois should be teaching youth in order to
get and bold a jobs
Questions that we are trying to answer include:
® What is the effect of not coapleting high school or enployer s
rating of a job applicant?

® What is the effect wf varfous types of vocattonal education, of

attending a parochtml high schoul, of attending a suburban high
school, of a low grade point nvcragc’

® Wiat is the effect of long periods of unenployaenl or of a
tendernicy to stay in jobs for only 3 short tiame?

¢ What (s the effect of types ot previous work cxpcrlente?

Wit we learn § om you will be provided to schuols through workshops and articles
in journals rea. by teachers and counsclora.

We would like you to participate by takiing twenty to thirty minutes to com-
plete tlie enclosed questtionnaire. This involves reviewing job applications of
tiypottetical candidates and providing a hiring ifndex.

After compiettng tie nppllc:t(cn rlt(ngi plensc answer the low queillbﬁs

rlosed prepaid envclopo R0 ratura the qucqtlonnalra. Your voluntary participa-
tion in this study will be most appreciated and all {nformation you provide will
be kept conlidential. The responses you give will be uscd to prepate statistical

totals and will not be identtficd with you or your argan{zation. To be of usc in

the study, we need to have your response by August §, 1983,

1 you have any questions concerntmy this study, please feel free to contact

me at our toll=tree ngmber 1-800-848-4815. Thank you .

Siiii:’ci’?'li’riﬂ o

nNr. Kevin Hotlenbeck

G
[V I
<
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Ad 2 F i
COVER LETTER FOR FIRST FOLLOW-UP 565 Kemme Ridd

FOR SUBSANPIE OF ~ONRESPONDENTS ot Breo 41210
RECEIVING QUESTIOSNAIRE FOLLOWED

BY TELFPHONE CONTACT Phone 6144853655 _

Cavie CTVOCEDOSU,Columbus. Ohio

August 22; 1983

Uear Zapiuyet:

As part of vut study on employer hiring decisions, we randomly selected
yout tira for our sample and sent you a questioanaire to complete. As of

R0W, we have not recetved your reply. We are sending you a second copy and

45K vyou to please complete it and return it as soon as possible.

As vou a*e aware, high levels of youth unempluyment, job turnover, and
inadequate educational preparation are ‘major national problems. You and
other eamployers are In a strategic position to best understand many of these

probleas: With your help, we hope to get schools to do a better job of

prepariug youth for jobs sach as the ones you offer.

tfons of hypothetical candidates and providing a hiring index.
After completing the applications ratings, pleage inswer the questions
thit we have included about you and your firm's hiring process and use thie

site losed prepaid envelope to return the questionnaire. Your voludtary
participation {n this study will be most appreciated and 2!l information you

providc will be kept conrldential.f The responses you gtVé witl be used to
prepare statistical totals and will not be tdentified with you or your

orpanizations

It you have aiy questloas concerntny this study, ploaso feel free to
conitact me at our toli-fres aumber :-800-845-4815., Thaak you.

Sincerely;
Y PR .
[ Y & AP

e ,%(&;(q(

Kivin Hollenbrck
Project Director

Enelosure

KU/ead
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L September 1%, 1983
EYHIBIT A~4

INSTRUCTIONS FOR TELEPHORING EMFLOYERS

ployers have recelved a copy of a questtonnzire retenaly maile' to them as

pa;t of a study of euptoyer hiring practices and (2) wnlicit a response
from theu If Lhey hav: recei‘ed ite I vould 11Re you to pursue Lhe con-

2. The questionnaires were directed for the most part to company pre;idents

or chief exerutive officers, who may respord that th;y don't hqve the tine

or Interest to complete the survey; Ask them if there is anotler 1ndivxd-

qq{ifgighgiftrm who could respond. Hy preferred respndent would bc the
director of peraénnel or ditector of human resources. I will b+ 3lad to
send that individual another questionnaire. Tarc name and address.

3. If asked, you should indicate that 1 would 1ike the survey by October %5th
in order to process the data and complete the study on time:

4: Use the 1Kl accocnt and subacrount as instructed to wmike all calls.

5. Exaople conversitica:

iello Hr-Z4s. . liow are you today?

I an , calling on behalf of Kevin Hollenbeck, of

tie Ohla State Unlwerilty. He recently sent you u questionnalre to

cAnts who are npplynng for cntry~level job;.

Do you recall receiviag this questionnaire? lv“ 6o mg]
Go tuo

(® iave yoi alrcady responded to the survey or do you intend to

respond o5 the survey soon?

response soon. Terminate convernation.

No;, Go to(:

@) oh, pertiaps the package vas misaddressed. Dr. llollenbeck s studyling
the very important preblems of high youth unemployment and job turn-
over and he fecla that emplovers are pethaps the best indfivtdusis to

provide {nformation that will lead to answers. Can [ send you or some-

one elae {n your company another eopy of the questionnatre to conplctc?

92 19;




, Teke name aud say thank you and terminate conversation |

tos  Go to{De J

© or- illottenbeck is studying the very iLmportant problens of high
youth uneaployment and job turnover and he feels that employers
ire perhaps the best individuals to provide information that will
lead to answers. Is thete someone clse in your company who will

respond to the questionnaire?

Yes, Take name. Say they will be sent the questionnaire

icmediately, say thank you and terminate conversation.

we, o to{Dr

69 Dr. tilollenbecx asked @e to ask you for reasons that you feel you
zannot respond 1> his survey.

Note reason, thank employer for his/lier time, snd terminate
cotiversatfon:

b. 1'z hoping to get questionnaires back from about 502 of the companies
56& call. Therefore; if you are having a lot of difficulty cantacting
ain imdividoal, skip hin/her, and go on. 1t makes sense to do the easy
ones first.

7. There are quitu a few peOple from the West Coast snd calls are ﬂheaytr

after 5:00. 50 to the extent that is convenient for you, calls can be
tady to the West Coast between 5:00 and 8:00 pi:m. Otherwises calls
should be made during business hours.

If you have any questions or problems, call me at any time

486-3655 (office)
431-9139 (Liome)

| Y
Q‘
&,
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FIRST FOLLOW-UP

1980 Kenny Hoad

____OF NONRESPONDENTS NOT h R

SELECTED YO RECEIVE QUESTIOSSAIRE  Phone 614—4B6.3655 ,
Cable CTVOCEDOSUNCGHimbu, Ohvo

August, 1983

Dear Sir or Madam:

As_you are avare, high levels of youth unemployment, job turn-

over, and inadequate educatiunal preparation are major nation-
al problems that need to be addressed. In my opinion, these

issues are best undzrstood by employers lixe ycurself. Bot

we need to have a large erough sampie td make a strong case

for the employers® viewpoint. With your help we hope to get
schools to do a better job of preparing youth for the job
market.

If you have the questionmaire and have not had an opportinity

to respond yet, I would appreciate if you could complete it

and return it as soon as possible. Or I will be glad to mail

you a second questionnaire. If you want soweone else in your
firm to respond, ! will forward the questionnaire material

to that individual:

Please use the enclosed postcard to let me know of your
decision. THank you.

Sincerely,

Kevin M. Hollenbeck
Director, Employer Hiring
Decisions Projéct

1 have the questionnaire and will veturn i€ shorely:

. Send anothet copy of the questionnalve materisl to me znd I
will cegpornd 2% ¥OoO= 3t poweilles

Another individual in my company will respond. Send a copy
of th~ material to:

__This firm is unable to complete your questionnaire
hecanee;

b
&
Ny

5
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=m0 The Ohio State University
UL THE NATIONAL CERTER
’~i-:,’r“¥—"‘}::;" EXHIBIT A-6 _ FOR RESEARCH IN VOCATIONAL EDUCATION
COVER LETTER FGR
SECOND FOLLOW-UP 1960 Kenny Road .~ _

Columbus, Chio 43210-1080

Phone: 614—486-3655
Cable: CTVOCEDOSU/Columbus, Ohio

October 19, 1983

Dear Employer: :

Earlier this year; we sent you the ericlosed questionnaire, but we have not
yet received a response from you. Without yeur help, we w111 not get an

adequate sample cf emplovers and therefore not have valid data. We realize

that this request is an 1m9051t10ﬁ on your busy schedule, but please reccon=
sider answering the questionnaire for us: If it is more convenient,; it is

all right with us if you have someone else in Your company complete the
questionnaire.

The purpose of this study is to inform pollcymakers and practitioners in

the education and training field of what employers are looking for in the

péuple they nlre. Our study will carry more weight with these pzople if

wo have an excellent sample of employers who are representative of the

virious businesses and industries. As of now, we feel that your business

sector is not adequataly represented.

on average, the qu%stxonnaire can be completed in 70230 mihutéé. It ibbks
more complex than it really is: Where information asked for is not easily

dvall“ble, it's all rlght to give your best estimate.

ko hopc that you will participate in oiur survey. In the event that you
cannot, please let us know in order to preempt the followup call that we

have pidnned.
Cordially,

R, Pt

Kevin Ho*venbeck

Project Director

Employer Hiring Decisions Study
KH/caj
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EXHIBIT A-7-=Continued
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€ Q 0 2 s 9 14 9 40 10 [ 6 22
1 0 ] 1 2 1 2 1 13 4 ] 0 n
3 b} 0 Q 0 [} 0 0 0 0 0 0 0 ]
3 0 0 0 4 1 1 1 3 8 i 0 9 38
[ 0 0 1 4 2 0 1 }] ) 47 1 2 3 234
T J 0 0 0 0 [} 1] 0 1 0 ¢ 0 3
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13 Q Q 0 3 ] 0 ] 0 8 3 ? 1 Q
i 0 0 e 3 ] 3 5 ] 7 1 ! G 0
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d1sp0s1t10n code 1 Includes the unknowns, 30 whén the Sntr les ot the TOTAL cclumn #nd row sre suwmed; on edjustment of toyr is netted out
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EMPLOYER HIRING DECISIONS STUDY
EMPLOYER DATA
—— 10 Wombor~ N
| 2

. i. Respondent Characteristics

June; 1983

e, m—amr—

3 &« 5

1. Your age _B4 1) tess than 30 130 5) 45-54 —
249 2) 30-44 _107- ) 55+ 6
2. Your education fJ’L 1) High schoo! graduate or less than high school graduate
53 2) 1 or 2 years of 1'rnlnlng beyond high school —
_ B4 - 3) S or 4 years of tealnlng beyond high school, but not a ?
col logo gradue?o
181 #) Coilege graduate 7
213 5) 1 or more ysers of training beyond college graduation
3. Your sex 391 1) Male o
179 2) Femsle 8
&, Yuur race _29 1) Black _
2 2) Hispanlc 9
532 3) white/Other
S. Which ot the follo-lng most closely represents your msnagement titis? (MARK ONE)
'79Jr 1) Personnel or human resource depsrtment manager 10
_2 2) Foreman
Bi 3) Statt member ot personnel department 7
15 4) Supervisor (e.g.; head clerk or cashier, unlt chiet. tloor mansger)
43 5y pepartment or division manager 7
108 6) Establishment executive (e.g., Store manager, director, president)
71 7) Owner
45 8) Other: Specity
6, Looking at_a typlcal work week, what _.rcentage of your ﬂm ls ipém on the follovlng
(PLEASE MAKE SURE THE COLUMN ADDS Uit TO 1C0%) Median
Hiring empioyees _ 53 __(n-13
Training employees 5% . 114-18)
Supervising employses ZQ ? (17-19}
Job dutles other than hiring/training and supervision —S50 ¢ - —_(20-22)
100 3
7. Do you have or share the suthority fo hire or fire persons for your Company's sntry o
level jobs? s JL
7A. Hiring suthority=- 78: Firing authority—
2721) Yes, | can hire on my own 2&1) Yes, | can tire on my own
2}32) Yes, but | share aathority 195_2) Yes; tut I share euthorlty
803) No, but | particlpate in process G8 3) Mo, but | partlicipste In process
_bar 39_4) %o
e - o Median Range.
8; How many years have you been emgioyed In this establishment? —7- (1, 51) .
,,,,,,,,,,,,,, yoars ' Po . 3
9. fg.:?gg!iﬂmpy years have you workez In this sstablishment's
personne; department or participated In the selection of new . S __ __
few ampioyees? —6_ (0, 46) 27 28
10, How many years have you been a2 poslflon to par‘rlclpato 1n the
siring process in an rt —10— (0: %6) -
B s 00 46

F l{llC 1u1 113
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Firm Character|stlcs
FOLLOWING GUESTIONS_REFER TO_THE. ESTABL ISHMENT AT WHICH_YOU WORK (OR If YOU ARE RESPONSI -~

FOR HIRING PEOPLE FOR MORE THAN ONE ESTABLISHMENT, THE ESTABLISHMENTS FOR WHICH YOU ARE

RESPONSIBLE),

1.

L
L)

N
.

. Approximately; what percent of your tull and pert-time omployses would be classitied

How- many persons are employed full=time In your @stablishment at present? o
38 1) less than 10 47 &) 30-49 _104 7) 200-499 T 3T

45 3 20-29 “72 ©® 100-199 —L 9 2000 or more

How many persons are employed part-time In your establishment at present? =
377 1) less than 10 =28 47 30-49

— 422 10-19 EE 5) 50 or more
58 5) 20-29

42 2y 10-19 7251 50-99 96 8) 500-1999

in entry-level, non-manager iai _poslitions; that Is ulth job descriptions similer to 7|

Lats?nyéh,gn sage | tor the rating ot spplicants? IS
1) less_than 1% 4) 10%5-19%
RO 2) 1343 43~ 5) 203-29%

74 3) 58-9% 6) 508 or wore

Ot the management personnel In your estabiishment (foremen, supervisors, etc.); op=

proximataely what percent were tirst hired in an unskllled or semi-skilled position? ___ (3537
- ) ) Median, _3_@_?
Approximately what percent of the tuii-time and part-time empioyees are under the age 2517

Median: <9 (3840

Roughly what percent ot ya}—.ﬁ&iziuﬁmsﬁr; workers are covered by collsctive bargaining o
o eenre? 0% 376 1007732 Concitional Median:  20_% _ @r-as

During the last year, did the total number of empioyees in your establishment increase, A
decreass, or Stay the same? 155 1) Increased by Median: 10 3 —{48-46

195 2) Decreased by __ Median: - 3 — (47-49
3) Stayed sbout the same ) -

Doss your company have any dlvisions or subsidlaries In other locations which 6o thelr .
own hiring? - 1) Yes (Go_to question 9) T
2) No (Go to Section 11i)

what would you estimate to be the total number ot tuli=time and part-time enp loyees (n
all divisions and subsialaries of your company?
(include vour own estabiishmeat), -
161) 1-49 63 53 100~ 499 78 5) 2000-9999
—T62) 50-99 57 4) 500-1999 THJ 6) 10,000 or wore T

111 Estabiisbment! _Alring Process

THESE QUESTIONS CONGL | YOUR ESTABLISHMENT!S GENERAL HIRING PROCESS FOR ENTRY LEVEL, NON=

MANAGERIAL POSITIONS i JR_A TYPICAL OR_AVERAGE WEEK. WE ARE IGSTERESTED IN POSITIONS WITH A

408
08
T.

DESCRIPTION SIMILAR TU THE ONE GIVEN ON PAGE 1, UIF YOU DO NOT MIRE FOR THAT TYPE OF

, PLEASE ANSWER THE FOLLOWING QUESTIONS FOR A SIMiLAR JOB AND WRITE A DESCRIPTION OF THE

iN THE MARGIN,) o
When your esfabiishment has an opening In an entry level, non—mansgerial position which
’géijij'gjifgifllIéﬂ,traa,-!m!njjzjlﬁii; stilch ot the following wethods are used to attract
applicants? (MARK ALL THAT APRLY) .

397 1) Referrals from the state employment service
“~ 2) Retervals trom employment 3GINCY 54
*F5" 3) Referrais tros & union —xs

%6

4) advecrtise in media 2
=57 5) Display help wented sign R p—1
8- &) Announce 1o current employess that there are openlings 55
2~ 7) #sk for referrals trom schocls or training institutions ___6059

8) Other . —_— —¢
—%55" 9) Don'¥ soTlcit spplications —1

On average., how many vacancies for Sueh jobs open up during a wesk? (it less than one per )
rage. it 5 630

1 and estimate vacancles tor a year,)

week, mark here |

oo snone Inaulries about empioment In Siich Jobs are received in 3 weew? 166
10 Median

102 -

114
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. Raterred by an orqanization or lndlvidual (emnlo,menf service, employment agoncy, uﬁién;

1 2

-w|

&

How are thesu télephona Inquiries about employmsat trested--

when there Is an apening 4R, When there is no specch tipenlng {Chack one)
293 1 qulers are encouraged to 176 1) Caliers are ancouraged 1o
some In_and fii. cut an come In ang tli) out &n

dDDllC&Non ,,,,, : 118 application o
} Callers are encouraged !t

186_ 21 Callers are oricouraged 1t |

" _ they have sxilfs they have sklils

20— Y7 Catlars are generélly 194777 3) Callers are generally
discouraged discouragad

53 1) NA_Decause we have ?ev phone 53 4) NA because we have fe- phone
calls calis

About ~om many people coma to your estabiishment In a week looking for an entry=leve’

positiasn cimliar 10 fhe one descrikmd-- ,7,777( 8-1201

When there is an opanlng?Med%&Ek 1S 58; When there is no ooonlngﬁm 5 - (1i=13)

Twpicaily, what percenraqe ot peoole that come vn 8 weeK were--

Schasl) that had scraened the lrdividual tor you? 0% 202 Median: o (18=16)

Not raterresd but came In response tc an advertizemé ,%"“&1%@13“ m

solicition? ,.___._.. [,

363 L (20-22)
100 §

Abaut wnat percenfige Gt people who come 'S Your osrab[lshmn? without a reterrs) 1ooking
tor 5 position simitar to fthe one described Complete an appiicaticn-~
whan trere s an opemnvw . 7‘5 when ?horo is_no specitic opening?
302 ') 95-100% 159 1) 95-100% — —r
36.* ) 76-941% 7 2) 16-94% Ty 3
. 3 51=158 59 3) 51-7%%
;%) 26-90% 5_4 4) 26-50%
%E: S5y =258 58 %) ©=25%
LT o~ 0-%% iﬁ:ﬁ) 0~5%
what pu’Ceﬂ?GQQ at persony who till out on apglication are Interviewed immediately-=
dA: when *hore is In oaemnq" 85, When there.ls no sosciflc opening

1) 95-100% 34 » 95-100% . .
) — 8. 2) 1 %5

55 31 51-758 — 37 51-75%

20 2 26-50% 4) 26-50%8

h7 ) 6=25% - — 5) 6-25%

157 w1 3-8 - 6) 0-3%

Does yuf Alring process involve having pr ;gle Feturn to your establishment for an Inter-
view nr,ﬂo you maka job ot ters based on the completed appiication?

464 1) nave Interviews later . . oo
—~7

Wers unscilcited?

;'Sz 2) No Interview atter appticatlon and immedlate Interview, It any
which ot the folloulnq bwst rharacterizes how your tirm selects new Nires for the type of

sntry-level, non-managerial positions described adovel (MARK ONE)

SOU _1j A number ot applicants are interviewed befois 8 Geclsion Is made and then The N —

bast Is salacted, : L - _
58, 21 Applicants are_ lnYervlaued sequon?ial Iy with the job offer doblé!bﬁ usually made

betore tha next Interview is arranged.

14 _ %) Other — -

Th 396-479; howe many people are Interviewad t3 till. ore opsning tor an entry-ievel, nor

manatrial position? Median: 5  range: (1,63) !; 3“

17 wni3t percent »* your hires for such a posUlon wds The last {or only) person

intaryiaaad the ane 4ztually niredMedfan:
9t thosa (nterviewed tor a position, what percent are cailed in hased on Intormation (38=-331]

ohtzited trom a reviow 0t previously !Heé appiications?

_Median: 107 ,u%m T} GUESTION 15) 0z 156
Condit 1;‘:1'1315 *7531:1’21"

3t SFRSR TatarviraRd tor on antry=iavel, non-manajwrial position based on o —
D't-u‘wsly tiled appllcition, what psrcent and up bming ottered the £:>65’ - 37

13 1) a1y 95-100 ¢ 128 33 wait &0-60% 5) Nore 0=-5%

Tk ) Mast Bl 938 IWU Fow 65-39%

what zercentage ot 3ti of tte pesple u;’a fhave completed written . aap”a?-ons t5r an (38231

antro-iovel; noa-maraqerial 55 in your @stadblishment Jo you teei are reasonsably

weli-cialitied tor employment ia your tirm? Hedl'm' _._30% -

- 02
ins 11 158

Ji



Q

ERIC

Aruitoxt provided by Eic:

T T

v, Firm's TrainlnirProcoss

THIS SET OF (UESTIONS REFERS 15 THE JOB FOR WHICH THE APPLICATION RATING MAS JUST BEEN
CONOUCTED. (IF YOU DO_NOT_ACTUALLY_MAVE_IHOSE_TYPES OF JOBS PLEASE ANSWER THE FOLLOWING
QUESTIONS FOR A SIMILAR JOB AND WRITE A DESCRIPTION OF THE JOB IN THE MARGIN.)

) DURING TME UURIWLTEE? .
1, what percent ot riow omo!ﬁyw' FIRST MONTH NEXT_ {1 MONTHS DURING. THE
work time Is 3pent In each of (160 HOURS )? (1840 HOURS) 2ND YEAR
the tollowing: (CLASSIFY SO Median Mean Median ﬁé}iﬁ ﬁ% ﬁﬂn.

CHAT PERCENU&GES ADD TO woozs
1A, Formal tralning by specialized

’#’

4.7% (ﬁ’ _3.5%

f;Slnlng personnel 13 57

1B, Reading manuats or selt-paced 6.5%2 __ 0% _5.3% 9 5 4.87
learning programs (T8= |7i T (18-Z0 —=" (2

1C. Racelv:nj Instructlons from a 20 3 25.5% _10s  15.9% g 12.4%
supervifor or coworker (Both Z3-%) . Tr-zm — (3= §7 —*
Ingividuals are fully devated

7 to the Instrultions! activity)

10, Learning the job by watching 10 % 13.5% _ sg 9.97 —ns 7. 1%
coworkers do Ths job at their (35-~32)y — (56-38) m— (ﬁ) —
work stations o S N B

i€ Leairaing the Job by doing It 10g 21.27 55 11.97 0t .8z
®hiié 3 Supervisor or coworker A7) (T=T7 (T3-55) E—
devotes 1008 of his/her time.
to supervising or advising the
new worker ) N B

1F, Learning the job by doing It 108 16.4% s—ri;%‘ 8 27,42 53 26,8%
while another employes watches 5T-55) 54-56) T A07-59) —"':—8
progress out of the corner ot
their eye ) L

1G. Product lon activities or breaks 0 g _8.92 Og 19.42 5¢  30.52
that lack a training component (€0<62» (8535 (68

— ___ 584.5 ,
1008 1008 1008 - 0- -3

THE NEXT SET OF QUESTIONS IN THIS SECTION ASKS ABOUT 7HE RRODUCTIVITY OF A TYPICAL EMPLOYEE.

PLEASE RATE A TYPICAL EMPLOYEE'S PRODUCTIVITY ON A SCALE OF ZERO TO 100, WHMERE 100 EQUALS THE

MAXIMUM PROCUCTIVITY ©\TING_ANY OF YOUR EMPLOYEES HAS OR CAN =TTAIN AND ZERD 1S ABSOLUTELY NO

ARODUCTIVITY BY YOUR  +LOYEE,

o
DURING THE AT THE END AT THE END
i L o . FIRST DAY OF Tt Of THE
2, what productivity score would you OF EMPLOY- FIRST F IRST
give 1o 8 typlcal new employee? J. NI *ffJﬂ', S
2, When not engaged in any of the %&ﬂ % ‘ml
training activities gescrived 5 50 —85-
atove e e =
b, When being tralne! or supervised L )
by a llne supervisor or manage~ 20 . 60 90
mant statt 5-177y (13-20) (Z1-237
€. When Dalng tralned or supervised :lé? %9 83 __
by coworkers (Z4-40) -29) (30~=37)
3. wWhar is the current starting hourly wage tor Range
the job tor which you answered juestion 2? $_ 5. Q0 per hour(z i1 ?ﬁ- %—'35‘"'3‘
4, wWhat Is the current hourly wage for pacple . 6 00 ser hour nour$2-11;5 20:50)

in this job »ho have been at the firm s_6,
sligntly mors “han one year?

5. How mary years of relevant job experience Mean: 1,86
8045 the typlcal new emDIOyee have? yoars e v
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12;

14,

Has the Pypical new employes If this

job receiived tralning trom a school
or a previous empluyer?

How many of the skilils lesrned by new emplioyees

in this job are usetul outside ot your company?

fFocusing on the skilis that are usetul odtside
your company; how many other companies In the
local iabor market have jobs that “uire these
skills?

it it were purchased today whit_would be the
cost ot the most expensive machlna people In
eitry~level jobs; like the ones described,

work on or with?

How many weeks does the probationary period

tor

these iohs last?

Conditional Median:

(Atter the probationary perlod |s overs) How

much documentation or paperwork Is required to
tire an ampioyeel?

i1 your company were to temporarily layott one-
third of its entry-ievei empioyees tor & period

ot three months what would be the basis tor

selecting which employees would be (aid ott?

Let us Imagine your tlrm hired a group

of new empioyees between the ages 16 > | w

to 25 In this job exactly two years ago,
what percent of these would you fmagine
w#ould now be In each ot the following
states?

Ot those stlll at tne tirm what percent
woald have recelived a promotion (8.9.,

has been given noticeably ubgraded job
rasponsibl (1t1es Iavoivire & higher rate

ot pay) betore two year: ire upl

% 0% 342

Conditional Meéian: 15 %

105

ik

Discharged or Indoced to quit
Voluntarily resligned

a) Schaol? it yes,. #s
fgi?) Yos=-=> .lf
}I&i No

) Pravious emplo
L26 1) Yes-->

120 2) No

————

timate Now Wuch training; 43

fTE months

5’

————

)¢ yes; how much?

TE months

2 N -

p\ﬂU\N‘—\

R

e St -t

___ Cerrentiy on_lay ott
Stiil empioyed at the_firm
Total

Percent of those Still at the

firm that would be promoted

) Most

95=100%
61-94%
Haif 40-60%
Some 6-39%
Minimal 0-5%

A

1) Less than 5
) 5-15

16-100_
Over 100

) Under $2,000

$ 2-% 10,000

) $10-3 50,000

$50-$200,000

) $200,000 up
) No probatlon=
_ ary period

Weeks

A_great deal
Some .
Adlttie

No paperwork

Solely senlority
Mainiy seniority

Mainly productivity
Solely productivity

Halt sonlority,
halt productivity
_Median

YR vl
1?’7 7,
a7 T48

_

e
(59

T (62
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OF YOUR CURRENT EMPLOYEES AGE 25 AND UNDER WHO WERE MIRED IN THE_LAST WO YEARS,.
TWO: ONE WHO HAS BEEN PROMOTED AND ONE WHO ,nxs NOT BEEN PROMCTED,

FITS A PARTICULAR CATEGORY, SELECT THE PERSON wHO

o,

19,

ERIC

Aruitoxt provided by Eic:

Flrm's Exparlence wlith Young Employees

Fmplowe's age

Sex

Race7Ethnicity

€dacation

Bid _empioyne have
rolm«an? voc, ed, or
MJ( e ;;rogrm in
hlgh schooi?

Hlgh school grade

roint average

Reievant voc, training
or col lege course work
Post nlgh school

polnt average

Dld amaIOyee have
any part-time or
tull=time job exper-
lence prior to hire?
How many years of
rolavart part-t ime

or fall-time jot

exper ience prlor
t0 hNirea?

Did emplioyee receive

more *ralning than
aver xje employes in
this position,

IﬁJlg tlrm recelve
subsidy for hirlng
ingivigual?

When was Indlvigual

Current wouriy wage Median:d

wnat sroductivity
scora (3 to 10Q)
woul? you Jlve em=
nioyee nowl

PLEASE SELECT
ONE_wH ED, (IF MORE THAN ONE PERSON
WAS HIRED CLOSEST TO EXACTLY 18 MONTHS AGO.)
~ NOT PROMOT ED  PROMOTED
1041) Less_than 20 401) Less _than 20 _ _
T012) 20-21 “B32) 20-21 -6 ~ T
Z303) 22 + 095 22 +
2161) m 2121 = o ~
Zh62) F 7Zigan ¢ A
531) Black . 591) Biack o
85 2) Hispanlc ~G1 2) Mispanlc o A
T223) wWhite/Other 5) Wnhite/Other
_621) Cess than high schoo! 19 1) Less than high scroal .
ZB22) High school graduate 28422) High school gradusts 713
T783) Some coliege/tralning J263) some cotlege/training
_284) Coliege grad 45 4) College grad
%%U Yos 1) Yes e —
2) No 2) No TS
18 1) A 66 2) B Il al0éar s )
ZEncIgoo Zgn c*340 ERCIN Y A
S FT ) F
2%F 6) Bon't know Z346) Don't know
110 1) ves 181 1) ves _ _
g2 v 2902 % T
11 HhA30 28 181 A _592) 8 __
29nc_5 40 Tignc " 340 i
sy E T —_ % BT
287 6) Don't kncw 2706) Don't know
321 1) ves 3661) Yes . .
og 2) % Bl % 773
168 1) None 491) None o
{03 2) Less than | )2) Less than | %
3) 1=2 T623) 1-2 _
b7 4) More than 2 1304) More than 2
50 i) ﬁocolvod more 7351) ﬁii:éiiiid nore _
37Z 2) About the same 762) About the same r I 4
12 3) Received less 3) Recelived less
12 1) Yes _1D1) Yes -
. 2) No }ﬁp?) No ri: I
3) Don't know —_©5) Don't Know
7 . / ) ) _ .
month year month yoar I~ I > - 3
i,,.ﬁ 577 ’ § - §Q — i - - —
75 90
- (86-43
T T TTas-st
o _ 5
-
106 113



Vi, ticm's Experlence with_Young Employees Who ij@vé Separatad- trom the Firm

OF THE EMPLOVLLS AGE_ 29 _OR
LY WORKING

FOR YOUR_ESTABLISHMENT, PLEASE SELLCT THREE:

UNl)FR WHO itkt HIRED_IN THE LAST TwO
. SOMEUNE

SOMEONE LAID (FF_ARD NUT REMIRED, AND _SOMEONE DaS\,M@(‘IU

FLHSON £ LTS A PARTICULAR CATLGURY PLEASE _SECECT. THE PERSON_ WHO

YEIRS BUT WHO ARE. NOT_CURRENT-
WHO RESIGNED VOLUNTARILY,

OR 1NOUCED TO_RESIGN. (IF MORE THAN ORE

WAS HIRED (LOSEST_TQ EXACTLY 18
NG HIRED OR ONLY AF TER

MONTHS AGD, IT DOES_NOT MATTER WHETHLX THE PERSON LEFT SHORTLY AHTER Bt
BEING THERL FOR ALMOST A YEAR,) T — _oiIiz:o:
ic;wjgay LAY DISCHARGE OR
L _ RESIGNATION ... OFF INDUCEQfOJ!T
1, Emplovee's age 1) Less. than 43 1) Less than 29 60 1) Less than 20 . __(6=8)
93 2) 20-2! 3T %) 20-21 2) 20-21
738 3) 22 + 145 5 32+ 5) 22 4 ]
2, % 198 1) ™ 153 11w 208 11w . (9-113
B9 2 ¢ 97 D F 120 F —
1. Race/Ethnicity 43 1) Black 37 1) Black_ 22 1) Blsck L __z-a
, 2) Hispanic_ 33_—_ 2) Hispanic 32, 2) Hispanic
2 5) wnitesOther 175 3) White/Other 247 3) wnite/Other
4, ftducation 48 1) Less than 46_ 1) Less than 59 1) Less tham (15-17%;
T . nigh schosl T migh schoot __ high school
222 2) High sthool 160 2) Righ school 913 2) High school
__ graduate ~ griduste. ] . grndvate
s 5) Some college/ 27 3) Some college/ 57 3) Som coi leges
- tralning . __ training_ - _ training .
33 4) Cotiege grad 16 _4) Coliege grad 22 %) Collegs grad 7

5. Uid amployoe iave 158 13 Yes 86 1) Yes gg 1) Yes L -——us-20
relevant voc. e8, or 220 2) No 156 2) No 2733 21 N -
major program in
high school? _ -

6. Hign_school grade 18 10 A _£52) 8 B i) A )] 8 8 A3z 8 (21-23
point average syc_jgMm o 2 -5 C g4t sy N C 1940

sy f _ Mt 75‘,;5)‘6 g
230 6) Oon't know 162-©) Con't kmow 232 6) Doa't &now

7. Relavant vocs trein= 113- 1) Yas 58 1) Yes 129 1) Yes —
ing or college <ourse 257 2) No i76. 2) Mo 2432 W
work

8. Post high schoo! 7 1A 35218 7 A8 J_A2928 (27-29
point average I e 4D [g.c__sd 373 5¢_ 240

9 F L ___SYF e F
957 6) Donit know 175 ©6) Don't know 247 6) Don't know

9. Did empioyes have 303 1) Yes 186_1) Yes 260 1) Yes £330
any part-time or_ TN g 2) No g1 2) No
tuli-time job exper=

B jence prior to hire? - -

10, How many years ot 74 1) wone - 48 1) None 17. 1) None —— —(353%
reievant part-time "R 2) Less than 1 G7_ 2) tess Than 1 7u:§§ fets than {
or tull=time job 139 3 1-2 . g3 3 1-2 - 121 3311-2
exper lence prior &) ¥ors than 2 S]1_ 4) More then 2 77_ 4) More than 2
to hire? _ -

11. Dig empioyss receive 35 1) Rezelved more _33 1) Recsived wore Ew— i Received more o
more tralning than 341 2) About the 2G4 2} Abcut the 23g. 2) About the - (56=38
aversge employes in _ samg - . sawe. _ Same

B tnis position, -7 3) Recelved less (1 -3 Rocoivod 1855 ]Q 3) Recelived iless )

12, Did tirm receive a 9 1) Yes 5 1) Yes 7% ves — (3921’
subsidy tor hiring 3692) N 231 2) %o 31y ) Mo i )
ingividual? __35) Uon't know 3_3) Don't hnow 5 3) Don't Anow a2 a3 !

13, Months at tirm Hedi - . _i 2_7_ — ::.LL___ 2 :Q:w — e :
betore separation an: fONTHS sonths sonths 7 ) 15

- ] & 47

1a, Hourly wage at $ 5 .75 3 $ S . =0
separation —&B-5Ty “%I?%ﬁ: _%g-iﬁﬂ'

15, Productivity score i ;? i 50

two weeks prior to
separation

Q

ERIC

Aruitoxt provided by Eic:
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O

¥il, Commonts
. Based upon your experisnce with young peopla, In which of the foliowlng sress of educe-

tional preparation are your appilcants typlcal ly well-propared and not well~prepsred?
Wi -Progared Not Weli-Prepaied

Mark 811 that appiy) - AMark- ali that apply)
57 ) Science 221

1 b) Engiteb-writing AbII Ity 4S6_

cJ English-Verbai Abiiity 345

o

v

g

o) Xethematics

3 e
O N
W W

|

) Dusiness Preparation 222
(8ookkeeping, typing, efc.)

-2 #3 Dlstributive or Marketing ag
Voo, Ed, 232~

3187 §) Industriel voc. ed: 2o
(Mackins trades,

voodworklng, suto

mochanics, «tes)

7 hd Dthers S A

Uo you have any opinions abou? what gkiils and compotencies schools shauid be teaching

FouThY Other comments which you think migh? be relavent fur our stdya

2. 0o you Nave aiy gonaral comments sbout yor expériences hiring youth for entry-igvel Jobs!

THARK YOU -

RIC

Aruitoxt provided by Eic:
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