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Analysis of Performance in a Microcomputer Applications Class

Margaret J. Erthal
Southern Mllinois University at Edwardsville

applications.

Abstract

A quasi-experimental study was conducted to ascertain if instructional delivery technique and assignment completion method
was related to student success in a microcomputer applications class. Two intact sections of microcomputer classes were
utilized as the sample, one serving at the control group and one serving as the treatment group. Analysis of covariance
indicated that the groups did not differ on selected characteristics. Statistical significance was detected between instructional
delivery technique and final course grade, when adjusted for grade point average. Recommendations include determining
students’ prior computer experience and using both verbal instructions and demonstration when teaching microcomputer

Introduction

Computers are now commonplace in schools, with 6.6 million
classroom computers in American K-12 educational institutions
(Tabloid News Service, 1997). In addition, students may be ex-
posed to microcomputers prior to entering school. At a young
age they may see family members utilizing the microcomputer
for work, study, knowledge, and entertainment. The neophytes
of 10 years ago have been replaced by users with varying levels
of sophistication and expertise related to computer hardware and
software. Therefore, students arrive at the first microcomputer
applications class with a variety of experiences, backgrounds,
and expectations. Some students, however, bring with them
anxiety and fear and this baggage may affect their ability to learn
in the microcomputer class. Perhaps students’ success in a mi-
crocomputer class may be tied to how they are taught, i.e., lec-
ture, application, or demonstration and their preferred learning

style.
Study Objective

The objectives of this study were to determine whether instruc-
tional delivery method affects student performance and ascer-
tain if students who participate in a cooperative learning
experience perform better than students who participate in a tra-
ditional learning experience. The study sought answers to the
following research questions: (1) Is there a relationship between
instructional delivery method and student success in a micro-
computer applications class? and (2) Is there a relationship be-
tween method utilized to complete computer assignments and
success in a microcomputer applications class?

Population and Sample and Procedures

The population for this study was microcomputer students. The
sample was beginning microcomputer students at a midwestern
university. Each intact section began with 40 students who reg-

ERIC
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istered for the class based upon their schedule and the class days
and times. One section (treatment Group I) was conducted us-
ing cooperative learning, while the other section (control Group
IT) was conducted in a traditional manner, whereby students were
individually responsible. Cooperative learning was utilized dur-
ing class and students in Group I were encouraged to continue
cooperative learning outside of class. Students in Group I were
given assignment instructions verbally, while students in Group
IT watched the instructor and worked through sample assign-
ments together. Both sections completed the same assignments,
took the same tests, and were taught by the same instructor. The
topics covered included computer concepts and applications.

Instrument

The data collection device was a questionnaire adapted from
two earlier studies (Wiggs and Huter, 1994; Erthal, Wiggs, and
Huter, 1996) and the student’s final course grade. The ques-
tionnaire was pilot tested with computer students who had pre-
viously taken the course. Any ambiguous and/or unclear
directions or instructions were refined and the questionnaire was
then given to the computer students at the first class meeting

Data Analysis

Data was analyzed utilizing descriptive and inferential statistics
to include means, frequencies, standard deviations, T-tests and
analysis of covariance. The independent variables were instruc-
tional delivery method (give instructions verbally or work through
a sample problem) and cooperative learning or traditional learn-
ing. The dependent variable was final course grade. Grade
point average, computer ownership, prior computer experience,
and prior computer class were treated as covariates. Research
indicates that these variables are thought to affect computer
achievement (Speier, Morris, and Briggs, 1996; Taylor and
Mounfield, 1994, Jones and Berry, 1995; Szajna and Mackay,
1995).
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Findings

Group I and Group II began with 40 students each, but ended
with 33 and 36 students, respectively. Students who did not
complete the course were removed from the study. Group I re-
ceived the following grades: A (n=7, 21.2%), B (n=12, 36.4%),
C (n=11, 33.3%), D (n=1, 3.0%), and F (n=2, 6.1%). Group II
received the following grades: A (n=11, 30.6%), B (n=15,
41.7%), C (n=8, 22.2%), D (n=2, 5.5%), and F (n=0, 0.0%).
One-tailed t-Tests were used to determine if the groups were
similar or different on the experiences (covariates) they brought
with them to the microcomputer class. The T-tests showed no
significant differences between the groups. Based on these re-
sults, the groups were determined to be initially similar on these
covariates.

Analysis of covariance (ANCOVA) was performed on the com-
bined data from Group I and Group II. When using intact groups,
ANCOVA provides two benefits: the first is an adjustment for
preexisting differences that may be present among the intact
groups and the second is the increase in precision of the re-
search from reducing the error variance (Hinkle, Wiersma and
Jurs, 1988). The covariates (computer ownership, grade point
average, previous computer experience, and previous computer
class) were entered into the model individually. There was no
statistical significance between teaching method and students
who had previously taken a computer class. Taken by itself grade
point average was statistically significant among participants;
however, when teaching method was entered into the model,
there was no statistical significance. Teaching method did not
prove statistically significant when adjusted for participants’

computer ownership. Teaching method did produce a statisti-

cally significant relationship on final course grade when adjusted
for previous computer experience.

Discussion

A quasi-experimental study was undertaken to ascertain if in-
structional delivery method and assignment completion method
affected students’ success in a microcomputer class. Two intact
groups of computer classes were exposed to different instruc-
tional delivery methods—verbal instructions or demonstration—
and assignment completion method—cooperative learning or
work alone.

Females outnumbered males in both groups and the majority of
students were 20 years of age or younger, which accounted for
the large number of first-semester freshmen. Similar results were
obtain from earlier studies (Webler, 1992; Taylor and Mounfield,
1994; Wiggs and Huter, 1994). Computer ownership was about
the same in both classes. A small number in both groups re-
ported previously taking a computer class and a majority of stu-
dents had a formal keyboarding class. Grade point average did
differ significantly between the two classes with Group 1 report-

ing a higher percentage in tier two (gpa=3.49 - 2.5) and Group
Il in tier three (gpa= 2.49 - 1.5). Cohort groups appeared when!
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ranked on previous computer experience. Both groups reported
one year or more of experience in word processing and no expe-
rience in programming. Since the majority of students were fresh-
men, they probably gained word processing experience in high
school. Apparently, programming is not taught in high school.
This information is comparable with results from previous stud-
ies (Hunt and Bohlin, 1991; Wiggs and Huter, 1994; Erthal,
Wiggs, and Huter, 1996).

Results from the t-Tests implied that the two groups were simi-
lar on the covariates of grade point average, previous computer
class, computer ownership, and previous computer experience.
Analysis of covariance (ANCOVA) did not detect a statistical
significance for teaching methods and (a) previous computer
class or (b) computer ownership. These results are contrary to
study resuits from Taylor and Mounfield (1994). Grade point
average was statistically significant when analyzed alone, but
not when teaching method was included in the model. Teach-
ing method and course grade did produce a statisticaily signifi-
cant result when adjusted for previous computer experience. The
mean course grade was B (x =2.3636) for Group I and B
(x=2.0278) for Group II. While Group II received more A’s and
B’s than Group I, the differences were slight. The mean com-
puter experience was 6 months to 1 year (x =3.1613) for Group
I and 6 months to 1 year (x =3.4194) for Group II. Remember
that Group I students watched the instructor and worked through
assignments together, while Group II students received verbal
instructions. Bostrom (1990) urged that teaching and training
methods should be tailored to individual learning modes. There-
fore, it appears that instructional delivery method does affect
success for students with previous computer experience. Effec-
tive instructional delivery methods, student’s preferred learning
style and success may depend on finding the right match.
Mukherjee and Meir (1996) found the tutorial strategy to be ef-
fective for students with low computer exposure and students in
the lower academic level who need greater specific input about
what needs to be done. Methods that incorporate hands-on use
have been shown to be effective (Compeau et al, 1995). Bohlen
and Ferratt (1997) discovered that computer-based-training stu-
dents did better learning software than the lecture-based stu-
dents. While cooperative learning and traditional learning could
be controlled in class, it was not possible to exert these controls
outside of class.. Therefore, no conclusive evidence exists to
determine which method is superior.

Recommendations

Based on the above discussion, the following recommendations
are offered: (1) student’s with previous computer experience
should be identified; (2) student’s grade point average should be
made available to the instructor; (3) lessons and activities should
be designed that incorporate demonstration and verbal instruc-
tions; (4) students should be encouraged to work with others
and work alone when completing computer assignments; and
(5) the current study should be replicated with a larger number
of students.
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Abstract

This study determined the information technology needs of Louisiana business education teachers. Secondary business educa-
tion teachers have inadequate information technology knowledge and skill. The number of training sources used by teachers
is the best predictor of the teachers’ information technology and skill, with degree held, years experience, and ethnicity
contributing significantly to the variance in the teachers’ information technology and skill. The recommendations focused on
the continuing need for in-service training in the area of information technology and the need for business teachers to embrace
self-directed learning as one mode of upgrading their information technology skills.

Introduction

Few changes have had the impact that information technology
has had on business education. This technology assists educa-
tors in doing a better job of meeting student needs, however, it
comes with a price. The career preparation of teachers is im-
pacted by their opportunities and decisions regarding their use
of technology, which, is contingent on their information tech-
nology knowledge and skill level. Information technology is
used to manage and instruct in business education and encom-
passes not only the computer but other technologies and deliv-
ery systems.

A U.S. Office of Technology report maintained that the use of
technology cannot be fully effective unless teachers receive ad-
equate training and support (Sormumen & Chalupa, 1994). Due
to reduced funds and limited teacher in-service in a time when
technology changes rapidly, many experienced teachers have very
little or no training in this area. This, in turn, impacts the
participation of universities, state departments and others in the
professional development of business teachers. Teacher train-
ing provided by school systems designed to address the needs of
business teachers is limited. Also, keeping current is especially
critical because teachers need information technology compe-
tencies so they can transfer these competencies to students.

Numerous studies were conducted in the 1980s when the lead-
ing edge technology of the time was the microcomputer (e.g.,
Raven, 1988, Tesolowski & Roth, 1988; Yuen, 1985). Only se-
lected elements have been studied since then. When one con-
siders instructional technology, researchers should heed the words
of Thomson, Simonson and Hargrave (1991): “Educational me-
dia alone do not influence the achievement of students. Research-
ers who have attempted to demonstrate the superior influence of
educational technologies on achievement have been unsuccess-
ful. On the other hand, researchers who have attempted to iden-
tify the appropriate techniques of message organization and the
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correct process of instructional delivery with technology have
been more in the mainstream of what is considered appropriate”
(p. 1). Miller (1997) identified a 1995 report by the U.S. Office
of Technology which “. . . suggested that 30% of the nation’s
expenditures on school technology should be devoted to teacher
training” (p. 13). Golden (1997) reports that teachers don’t use
new technology because they either don’t feel comfortable with
new technology or lack proper training. An Idaho survey of
60,000 teachers regarding teacher technology needs found that
more than half of the respondents rated themselves as novices in
the use of technology; recently hired teachers with a bachelors
degree and the number of computers in classrooms were the best
predictors of teachers’ actual use of technology (Matthews, 1996).
McCaslin and Torres’ (1993) finding, that teachers were appre-
hensive about the use of microcomputers, is supported by re-
search in the area of computer anxiety of vocational teachers
(Kotrlik & Smith, 1989) that found that vocational teachers’
computer anxiety ranged from mild to severe on the aspects of
computer anxiety measured by Oetting’s Computer Anxiety Scale
(COMPASS). This is importance because they also reported that
younger teachers were more likely to have higler levels of com-
puter literacy and that computer anxiety decreased as computer
literacy increased.

The literature reveals that studies have been conducted that iden-
tified computer competencies important to business teachers (e.g.,
Echternacht, 1996; Groneman & Buzzard, 1995; Chalupa, 1993),
however, a need exists to examine the information technology
related career development needs of business teachers, with in-
formation technology being substantially different from basic
computer technology.

Purpose and Objectives
The purpose was to determine Louisiana business teachers’ per-

ceptions of their information technology knowledge and skills.
The objectives were to: (1) Determine the demographic charac-
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teristics of teachers; (2) Determine the general information tech-
nology knowledge and skill possessed by teachers; (3) Deter-
mine software specific knowledge and skill possessed by teachers;
(4) Determine the information technology training received by

teachers; and (5) Determine if selected variables explain the.

variance in the general information technology knowledge and
skill possessed by teachers. :

Proccedures

Population and Sample

The population included 848 secondary business teachers in
Louisiana. The minimum sample size was determined to be
173 based on Cochran’s sampling size formula. Based on a
sampling with replacement model, 281 teachers were randomly
selected. After two mailings and a phone follow-up, responses
were received from 166 teachers (96% of minimum sample size,
61% of the teachers in the total sample selected based on the
sampling with replacement model).

Instrumentation

The instrument was researcher developed. The scales and items
used in the instrument were selected after a review of the litera-
ture and based on the objectives. The face and content validity
of the instrument were evaluated by an expert panel of univer-
sity faculty members. The instrument was field tested with 40
teachers who had not been selected in the sample for the study.
Changes indicated by the validation panel and field test were
made. Internal consistency coefficients for the scales in the in-
strument were as follows (Cronbach’s alpha): General Infor-
mation Technology Knowledge and Skill - .94, Software
Knowledge and Skill - .94,

Data Collection

The teachers’ responses were collected using two mailings and
a telephone follow-up of a random sample of non-respondents.
Each mailing consisted of a questionnaire, cover letter, and
stamped addressed return envelope. No significant differences
existed by response wave on the key variables (general informa-
tion technology knowledge and skills and software knowledge
and skills), therefore, the phone responses were combined with
the mailed responses for data analysis and it was concluded that
the sample was representative of the population of Louisiana
business teachers.

Data Analysis
The data were analyzed using descriptive statistics for objec-

tives 1 - 4. Stepwise multiple regression was used to analyze the
data for objective 5. The alpha level was set 4 priori at .05.

Results
Objective One - Demographic Characteristics

Objective one was to describe the demographic characteristics
of the business teachers. Over half (53%) possessed a bachelor’s
degree, 25.9% had a masters’ degree, and 21.1% had a masters’
degree plus 30 hours or the education specialist certificate. None
had doctoral degrees. Almost all (91.0%) were female. Most of
the business teachers were white (78.0%), while 20.1% were
black, and 1.8% were members of other ethnic groups. Their
average age was 42.5 years (range= 23-63) and the average years
teaching was 15.5. Over half (55.6%) taught in rural areas, 24.8%
in urban areas, and 19.6% in suburban areas. Most (83.5%)
taught at the high school level, 15.2% taught at the junior/middle
school level, and .6% taught at both the high school and junior/
middle school level. Almost half (45.3%) had attended the state
vocational association convention at least once in the past three
years while only 19.8% had attended a regional or national vo-
cational association convention in the past three years. Over one-
third (37.2%) of the teachers’ schools were connected to the
Internet.

Objective Two - Knowledge and Skill

Objective two was to determine the general information tech-
nology knowledge and skill possessed by Louisiana business
teachers. The teachers rated themselves average on the eight
areas related to the use of computers in instruction and below
average on all of the newer technologies (Internet/World Wide
Web, video conferencing, satellite downlinks, compressed video,
laser disc players) except multimedia computers for which they
rated themselves as average. These data are presented in
Table 1.

Objective Three - Productivity Software

Objective three was to determine Louisiana business teachers’
software specific knowledge and skill. The teachers rated them-
selves average or below average in all utility software areas, with
the lowest ratings typically being in the area of software that has
Jjust become commonly used in the past few years (such as World
Wide Web browsers, e-mail, file transfer, lesson planning, and
presentation software). These data are presented in Table 2.

Objective Four - Teacher Training

Objective four was to determine the information technology train-
ing received by Louisiana business education teachers. The per-
centages of teachers who reported they had received training
from selected sources and the percentage who have received this
training within the last three years are as follows: university/
college course - 74.1%/29.4%; university/college workshop -
55.1%/33.5%; industry workshop - 25.6%/19.7%, professional
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Table 1
General Information Technology Knowledge and Skill as Perceived by Louisiana Business Education Teachers

General information technology knowledge and skill M SD N

Know the major components of a computer 3.90 73 162
Know how to operate a computer 3.75 67 161
Can integrate computer-based teaching materials into instruction 3.62 83 162
Can evaluate software for instruction 3.60 .85 162
Know how to prepare students to use information technology 3.53 .82 160
Can locate computer-based teaching materials for use in instruction 3.43 .85 162
Know how to select information technology that fits program needs
(computers, modems, printers, laser disc players, etc.) 3.23 94 161
Can evaluate software for program management 3.17 1.01 161
Know how to use . . .
.. multimedia computers 2.53 1.15 162
.. Internet e-mail 2.48 1.17 161
.. World Wide Web 2.35 1.15 162
... laser disc players 2.18 1.08 162
.. video conferencing 1.70 77 162
.. compressed video 1.62 .76 162
. satellite downlinks 1.61 .74 162

Table 2
Software Specific Knowledge and Skill as Perceived by Louisiana Business Education Teachers

Software specific knowledge and skill M SD N

Word Processor (Examples: WordPerfect, Microsoft Word, Microsoft :

Works, Appleworks, etc.). 3.99 .76 164
Windows (Examples: Macintosh, Windows 3.1, Windows95, Windows NT) 3.21 1.01 164
Spreadsheet (Examples: Lotus 1-2-3, Excel, Microsoft Works, Quatro Pro, etc.) 3.18 .99 165
Graphics (Examples: Corel, Paintbrush, MacPaint, Harvard Graphics,

Freehand, Print Shop, etc.) 2.94 94 164
Database (Examples: Approach, dBase, Access, Microsoft Works, etc.) 2.93 1.06 163
Desktop Publishing (Examples: Pagemaker, Ventura, desktop publishing

capabilities of WordPerfect or Microsoft Word) 2.76 1.11 164
Grade Book 2.69 1.29 162
Presentation Software (Examples. PowerPoint, WordPerfect Presentations,

Freelance Graphics, Harvard Graphics, etc.) 233 1.03 164
Internet E-mail (Examples: America On-Line, Netscape, Prodigy, Juno,

Compuserve, Eudora, etc.) 2.32 1.14 164
Instructional Software (Examples: My Resume, personal or business finance,

loan amortization, etc.) 2.31 1.34 164
Utilities (Examples: Norton, PC Tools, virus protection, Windows

uninstaller, etc.) 2.15 1.05 163
World Wide Web browser (Examples: AOL, Netscape, Prodigy, Compuserve,

Internet Explorer, Mosaic, etc.) 2.14 1.10 164
File Transfer to and from Other Computers Using a Modem 1.90 .97 163
Lesson Planning (Examples: 4MATION, PET, etc.) 1.69 .94 163




conference - 67.1%/55.3%, self-directed learning/personal ex-
perience - 93.3%/73.3%; suppliers of equipment and software -
60.2%/48.1%; school, parish or state sponsored in-service train-
ing - 83.5%/68.5%,; and written materials such as information
booklets, training manuals, etc. - 85.4%/68.1%. It is especially
interesting to note the large gap in the percentage who received
training from university/college courses (74.1%) versus the per-
centage who received training from this source in the past three
years (29.4%). It is also interesting to note that self-directed
learning/personal experience was reported most often as a train-
ing source, which is logically supported by the fact that written
materials were the second highest source.

Objective Five - Explanation of Variance in Knowledge and
Skills

Objective five sought to determine if selected variables explained
the variance in the general information technology knowledge
and skills possessed by business teachers. Four variables ex-
plained a significant amount of the variance in the teachers’
general information technology knowledge and skills score: num-
ber of training sources (22.0%), degree held (3.3%), years expe-
rience (2.7%), and ethnicity (1.1%), for a total explained variance
of 29.1%.

Conclusions

1. Louisiana’s business teachers have inadequate general and
software specific knowledge and skill, especially true with
the newer technologies.

2. It appears that the existence and/or quality of career devel-
opment opportunities for pre- and in-service education is
inadequate, and/or that teachers have failed to take advan-
tage of existing opportunities in the area of information tech-
nology.

3. Business teachers have placed less reliance on information
technology training offered by universities, and/or univer-
sities have not offered information technology training de-
sired by teachers.

4. There is a trend toward teachers’ dependence on self-di-
rected learning as a primary source of information technol-
ogy training.

5. Differences in business teachers general information knowl-
edge and skill levels are partially explained by the number
of training sources, degree held, years teaching experience,
and ethnicity.

Recommendations

1. Formal educational opportunities (courses, workshops, semi-
nars, etc.) should be offered to update business teachers’
information technology knowledge and skills on a consis-
tent basis and teachers should take advantage of these op-
portunities when offered. If the available offerings do not
meet the needs of business teachers, business teachers should
assume their professional responsibility by being proactive
in communicating this to appropriate service providers.

Teachers should also seek out mentoring opportunities and
business/industry assistance.

2. Pre-service programs should strengthen their emphasis on
preparing new teachers to be self-directed learners, espe-
cially in the area of information technology knowledge and
skills. However, universities should not abandon their re-
sponsibility to provide information technology knowledge
and skills training in pre-service programs.

3. Service providers should consider previous training sources
used by teachers, degree held, years teaching experience,
and ethnicity in planning information technology in-ser-
vice training activities.

4. The Louisiana Department of Education, college/university
teacher education programs, professional associations, and
other service providers should place a high priority on in-
creasing the information technology knowledge and skill
levels of pre- and in-service teachers.

Implications

If business programs are going to prepare students for the work-
place, both now and in the future, teachers must have this criti-
cal information technology knowledge and skill if they are to be
successful in the transfer of appropriate information technology
to their students. Certainly, if the United States is to remain
competitive in the world marketplace, this foundation consist-
ing of information technology knowledge and skill is a neces-
sity if the U.S. expects to have a well trained workforce that will
create and maintain a competitive edge.
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their examinations were also investigated.

Abstract

The study purports at determining the benefits and influence of the (American) Certified Public Accountants (CPA) certifica-
tion for hiring, promoting and career development of accountants and auditors working in Egyptian auditing firms. The study
examines the reasons which motivated Egyptian accountants and auditors to obtain the American CPA rather than the Egyp-
tian certification from the Egyptian Association of Accountants and Auditors. Methods used by CPA candidates to prepare for

Introduction

As a result of pursuing an open-door economic policy in Egypt,
most state-owned enterprises have been privatized. In recent
years, many American and multinational business firms have
been heavily investing in Egypt. Financial auditing of these
firms is usually assigned to Egyptian auditing firms represent-
ing American and other big international auditing firms. Many
Egyptian accountants and auditors obtained CPA certification
from the American Institute of Certified Public Accountants to
join these auditing firms or to be promoted to higher positions.
The importance and benefits of certification as a useful tool for
hiring and promotion have been discussed by several authors
(Jackson, 1966, Hillsman, 1979; Krizan, 1979; Mason, 1985;
Evans, 1944). A unique situation is faced in the present study,
as two parts, related to business law and taxation, out of the four
parts of the CPA examination, are related to American and not
to Egyptian legislation. Egyptian auditing firms and business
organizations have different views concerning hiring CPA hold-
ers or holders of Egyptian professional certification ESAA that
is offered by the Egyptian Society for Accountants and Audi-
tors.

Purpose of the Study

The study was designed to identify the demographic profile of
the CPA holders in Egypt and to address the following research
questions:

1. What are the demographic characteristics of the CPAs that
have acquired certification in the last ten years?

2. Why did some accountants and auditors working in Egypt
choose to obtain CPA certification and not the Egyptian
professional certification from the Egyptian Society of Ac-
countants and Auditors (ESAA)?

3. Did accountants and auditors working in Egypt benefit from
studying the two parts -Taxation and Business law- which
are related to American and not to Egyptian legislation?

4.  What were the paths used to prepare for CPA certification?

5. What were the financial and non-financial benefits CPA
holders received after being Certified?

6. When did the CPA holders acquire certification and what
effect has the certification had on their careers?

7. How do the CPA holders perceive the importance of certifi-
cation on their hiring and promotion and how do they evalu-
ate the perceived importance of their employers concerning
certification on hiring and promotion?

Methodology
Sample

The population of this study was the CPA holders in Egypt who
had obtained their CPA certification in the last ten years. As the
population of CPA holders in Egypt is very small and because of
lack of their listing, snowball sampling approach was followed
to select a judgmental sample that consisted of 110 CPA hold-
ers. The questionnaires were distributed to the sample individu-
als. The usable responses received were 66 (60%).

Questionnaire

Permission to use an instrument developed by Candy Evans
(1994) in her research entitled “Is certification a useful tool for
recruiting, hiring and/or promoting administrative managers?”
was obtained. The questionnaire was modified to suit the present
study. The questionnaire was piloted with 10 CPAs. Based on
their feedback, minor changes were made.

The first part of the questionnaire addressed demographic infor-
mation regarding gender, age, education, years of experience,
income, and type and size of business.

The second part included questions relevant to the reasons CPA
holders chose to take CPA exams and why they preferred ob-
taining certification from the USA and not through the Egyp-
tian Society of Accountants and Auditors (ESAA). This part
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also included a question concerning whether the CPA holders
benefited from studying the two parts of “Taxation” and “Busi-
ness law” which are related to American and not to Egyptian
legislation.

The third part included questions about the path(s) used to
prepare for certification.

The fourth part of the questionnaire addressed the date of certi-
fication, the effect of certification on the careers of CPAs and
the financial and non financial benefits they obtained afier be-
ing certified.

The last part of the questionnaire included three questions to
measure the perceived importance of obtaining CPA concerning
hiring and promoting the CPA holders. A four-point Likert-
type scale was used: (4) very important, (3) important, (2) some-
what important, and (1) not important

Findings
Demographics
The first research area examined was the demographic charac-
teristics of the CPA holders. Their distribution by gender, age,
educational level, business type is shown in Table 1.

Gender

Males and females constituted 84.8% and 15.2% of the sample
respectively

Age

The majority of respondent ages fall in the 30-39 year category
(54.5%).

Business Type

The majority of the sample individuals are working in auditing
firms (45%) followed by those who are working in management
& business consulting firms(24.2%)

Educational Level

All the sample individuals were university graduates holding
Bachelor’s and Master 's Degrees (75.8% and 24.2% respectively)

Egyptian Professional Certification

Thirty percent of the sample individuals are holders of the Egyp-
tian Society of Accountants and Auditors certificate, while 21%
completed the first part only from the two parts required for the
certification.

Membership of Professional Organizations

Forty-five percent of the sample individuals are members of three
or more professional organizations while 30% and 18% are
members of two and one professional organizations respectively.

Business Size

The great majority of the sample individuals (85%) were work-
ing for organizations employing more than 50 employees.

Present Annual Salary

Thirty-nine percent of the sample individuals earn more than
80,000 Egyptian pounds/year and 3.6% earn less than 20,000
Egyptian pounds.

CPA Vs. ESAA Certification

When respondents were asked to compare CPA program to that
of the ESAA regarding usefulness and professionalism, 58 (88%)
respondents indicated that the CPA certification program is more
useful and professional, while six (9%) indicated that they are
equal. All respondents indicated that CPA program is more
useful when working for multinational business firms.

When respondents were asked to compare the usefulness of the
CPA certification program to that of ESAA program when work-
ing for Egyptian business firms, 36 (55%) considered CPA pro-
gram to be more useful, six (9%) considered the two programs
equal, while 4 (6%) indicated that ESAA program is more
useful.

Noteworthy is that these perceptions are confined to those who
preferred to acquire CPA certification; thus, this result should
not be considered as a fair comparison between the two certifi-
cation programs. If accountants and auditors who choose to be
certified through ESAA were asked the same questions, differ-
ent perceptions would have been indicated.

When respondents were asked why they chose to sit for the CPA
examination. all respondents indicated more than one reason.
Ninety-one percent of respondents indicated future advancement;
89%, self improvement; 67%, possible promotion; 67%, increase
in salary; 61%, self satisfaction; 33%, required for job; 21%,
title change; 18% working in the USA; 12%, extra fringe ben-
efits; 12%, joining another organization.

Respondents gave different reasons for choosing CPA rather than
ESAA certification. Reasons given were that the CPA is inter-
nationally recognized (43%), getting higher salary (24%), ESAA
is acquired by obtaining CPA certification (18%), acquisition of
more updated knowledge (18%), better when seeking employ-
ment (15%), intention to live in the USA (15%). and CPA certi-
fication takes shorter time in preparing for the examination.
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Table 1
Demographic Profile of Respondents
No. %
1. Gender -
Male 56 84.8
Female _ 10 15.2
2. Age
20-29 16 242
30-39 36 54.5
40-49 10 152
50* 2 3.0
Missed 2 3.0
3. Educational Level
Master’s Degree 16 242
Bachelor’s Degree 50 75.8
4. Business Type
Auditing firms 30 45.5
Management & Business consulting 16 24.2
Manufacturing 2 3.0
Wholesale / Retail trade 6 9.0
Other 8 12.1
Missed 4 6.1
S. Business Size (Number of employees)
1-50 6
51-100 20
101-500 18
500" 18
6. Professional Certification (ESAA)"
Passed the first part only 20 303
Passed the two parts (ESAA holder) 14 21.1
7. Present Annual Salary (Egyptian pounds)™
20,000 or less 2 3.0
20,001 - 40,000 16 242
40,001 - 60,000 10 15.2
60,001 - 80,000 8 12.1
80,000* 26 39.4
Missed 4 6.0
8. Number of Professional Organizations
of Which Respondent is a Member
None 4 6.1
One 12 18.2
Two 20 303
Three or more 30 45.4

*ESAA = The Egyptian Society for Accountants and Auditors
certification requires passing two consecutive exams: first
part and second part.

**One Egyptian pound = 0.294 US Dollar

Benefits of CPAs Business Law and Taxation Parts

When respondents were asked if they benefited from studying
the two parts - Taxation and Business law - mainly related to the
American legislation, 18 (27%) respondents indicated that they

did not benefit from studying these two parts and 48 (73%) indi-
cated that they benefited from studying them. Respondents deal-
ing with or working for American companies doing business in
Egypt indicated the importance of these parts for their work.

Paths Used to Prepare for CPA Certification

One or more method was used to prepare for certification by the
sample individuals. The more frequently mentioned method
used was self study (76%) followed by experience gained from
on-the-job experience (58%). Thirty-nine of respondents
attended colleges and institutes review courses and the same
percentage of respondents relied on CPA study material. Thirty-
nine percent of the respondents attended internally review pro-
grams sponsored by their business firms.

Financial and Non-Financial Benefits CPA Holders Received

All respondents except six received salary increase after their
certification. The six individuals who did not receive any salary
increase were two individuals who worked for the first time af-
ter certification, two partners in auditing firms and two univer-
sity faculty members (as they are remunerated according to their
academic and not professional qualifications). Individuals who
received three or more salary increase after their certification
constituted 51.1% and those who received two and one salary
increase comprised 15.2% and 24.5% respectively.

The first salary increase calculated relative to the salary before
certification ranged between 20% and 200% with a mean of
52%. The second salary increase ranged from 10% to 100%
with a mean of 44%. The third salary increase ranged between
10% and 50% with a mean of 27%.

Ninety-five percent of the sample individuals received one or
more types of non-financial benefits after being certified. Non-
financial benefits given by employers included special title for
(46%), formal announcement and company publicity for (52%),
private office for (6%) and special gifts for (9%).

When CPA Holders Were Certified

Fifty-three percent of the sample individuals acquired CPA cer-
tification within 1-5 years after obtaining their Bachelor’s De-
gree while 29.4% after 6-11 years of their graduation and 17.7%
after more than 11 years. All sample individuals who have
Master’s Degrees acquired their certification within three years
after obtaining their degrees.

Effect of CPA Certification on Holders’ Career

Changes in employment to another organization has been made
by 38 (58%). Twenty six respondents indicated that they had
made one change while eight respondents made two changes
and four made three or more changes. Six individuals did not
respond to this question.
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Eight respondents (12%) reported that they had not been pro-
moted afier certification while 24 (36%) had acquired one pro-
motion and 20 (30%) had acquired two promotions, six
respondents (9%) were promoted three times and six (9%) were
promoted four or more times.

When respondents were asked about the number of lateral
changes in the same organization, it was found that one lateral
move had been made by 22 respondents (33%), two by 10 re-
spondents (15%), and three or more by eight respondents (15%),
twelve respondents had not made any lateral move since
certification. Sixteen individuals did not respond to this
question.

Perceived Importance of CPA Certification on Hiring and
Promotion

Sixty percent of the respondents perceived the impact of the cer-
tification on their professional career as very important.and 40%
perceived it as important.

Seventy-two percent of respondents stated that their employers
presently consider the CPA certification in hiring policies and
practices while 15.5% reported that their employers consider
certification as important and 12.5% thought that their employ-
ers do not consider certification in their hiring policies and prac-
tices.

When respondents were asked how their employers presently
consider the CPA certification in promotion practices, 40.6%
reported very important while 37.5%, 18.8%, and 3.1 % reported
important, somewhat important and not important respectively.

The perception of the CPAs showed that their employers put
more emphasis on certification in hiring policies and practices
than in promoting the accountants and auditors currently work-
ing in their business firms.

Conclusions and Recommendations
The great majority of CPA holders received substantial finan-

cial and non-financial benefits and promotions after they be-
came certified.

—

Egyptian CPA holders preferred to obtain certification through
CPA program rather than ESAA program because CPA is inter-
nationally well known and recognized, CPA certification is con-
sidered important in hiring and promotion in American and
multinational companies working in Egypt. CPA certification
enabled its holders to join the American and multinational firms
and to receive higher salaries.

As the number of the American and multinational companies
working in Egypt is increasing, consequently, the demand for
CPAs will increase. Colleges, universities, and private educa-
tional institutes in Egypt should be prepared to meet the increas-
ing demand for CPA reviewing programs for the future CPA
candidates.
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Abstract

The purpose of this study was to compare business education graduates to all other business graduates of a regional university
in the Southwest. The analysis included demographic comparisons and statistical analysis of data on educational and employ-
ment mentoring and networking. Business education respondents indicated that the most important past influence variables
were parents and family and university education. The most important future influence variables were parents and family,
university education, and networking. The most important educational mentoring influences were parents and family, univer-
sity major department faculty, university faculty adviser, and peer groups. Educational networking factors of impoitance were
pecr groups, parents and family, internships, and university major department faculty. The most important employment mentoring
influences were the immediate supervisor, parents and family, executive (higher than immediate supervisor), and co-workers.
Employment networking variables, in order of importance, were parents and family, executive (higher than immediate supervi-
sor), co-workers, friends in other work organizations, and previous employer. For business education respondents, mentoring
remained constant in importance while networking increased in importance. Business education graduates utilized the univer-

sity placement office significantly more than other school of business graduates.

Introduction

Graduates during the past years have tried many innovative strat-
egies to gain and maintain employment. Alternatives for en-
hancing employment opportunities have been publicized by many
diverse organizations. Business education graduates have seen
an increased emphasis on initial and continuing employment
designs. Networking and mentoring were two of the many strat-
egies, which seemed to aid graduates with pursuing employ-
ment opportunities and aspirations.

Review of Literature
Networking

The literature suggests that networking has remained a key fac-
tor in the development of initial employment opportunities and
for developing additional employment either for advancement
or because of job displacement. Popular literature as diverse as
Working Woman (Barbieri 1993), and The Rotarian (Flores 1993)
have extolled the virtues of networking to gain employment and
advancement. Professional organizations for many student and
career professionals have devoted space in their publications to
the advantages offered by a networking system.

Networking is the systematic process of developing helpful con-
tacts, linking people for assisting, supporting, and helping each
other find needed resources, information, job leads, opportuni-
ties, and feedback. It reduces isolation and builds participation
and self-confidence. To construct a successful network, one starts
with highly professional job performance. In addition, the
networker watches for chances to help others, keeping in mind
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that the greater strength of networking is in mutual support, not
paybacks (Gillis 1980).

An informal organization consists of networks of relationships
that employees form across functions and divisions to accom-
plish tasks quickly (Krackhardt and Hanson 1993). Stockpiling
contacts for job changes is the least important aspect of career
networking. Recently it has become common for executives to
have four or more employment changes in their careers. The
rekindling of networking relationships and input of information
into a computerized contact management system can be the most
important aspect of career management (Olson 1994). Those
who work at home must try a little harder to establish an outside
network, both for business reasons and for their own psycho-
logical health (Smith 1993).

Mentoring

Another development in the employment arena has been the
movement of mentoring from the educational establishment into
business employment. -Many authors have developed a list of
roles for which a mentor is akey component (Kram 1983; Roche
1979; Moore and Amey 1988; Olian, Carroll, Giannantonia, and
Feren 1988; Speizer 1981; Levinson, Carrow, Klein, Levinson,
McKee 1978). A limited list includes: a positive role model,
opener of doors, teacher, adviser, sponsor, guide, successful
leader, consultant, developer of talent, and one who encourages.
Collins (1983) lists five major criteria that may be utilized to
define mentorship. The person must be (1) higher up on the
organizational ladder than the person being mentored, (2) an
authority in the field, (3) influential, (4) interested in the growth
and development of the person being mentored, and (5) willing
to commit time and emotion to the relationship.
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Some research is concerned with both characteristics of indi-
viduals and interactions between mentors and proteges (Noe
1988; Olian, Giannantonia, and Feren 1988). Kram (1983) dif-
ferentiated between career and psychosocial mentoring in a study
of both proteges and mentors in a large business organization.
Noe (1988), in an educational analysis of teachers and adminis-
trators, developed both a career function and a psychosocial func-
tion. An analysis of college students indicated both a vocational
and a psychosocial function (Schockett and Haring-Hidore 1985).

Some research has indicated that female mentors have not had
male proteges. Some suggest that men do not perceive women
to be influential for careers (Erkut and Mokros 1981), while
others suggest that women actively recruit proteges (Kanter
1977). However, a recent study suggests that there are no differ-
ences between men and women in attempts to initiate mentoring
relationships and in mentoring received (Turban and Dougherty
1994).

A survey of business school graduates found that those with
greater mentoring relationships had more promotions, higher
income, and satisfaction than those with less extensive mentoring
relationships (Dreher and Ash 1990). Whitely, Dougherty, and
Dreher (1991) reported mentoring to be significantly related to
compensation and promotions. The match between prospective
mentors and proteges is key in some research studies. Chao,
Walz, and Gardner (1992) found that informal mentoring rela-
tionships that were developed were significantly more produc-
tive than formal mentors. Hill, Bahniuk, Dobos, and Rouner
(1989) found that the mentor/protege factor was similar to the
one-way, complementary, parent-child relationships of most pre-
vious mentoring studies.

The summary of the diverse functions of mentoring develops
three components of mentoring relationship: (1) direct career
and professional development, (2) role modeling, and (3) emo-
tional and psychological support (Jacobi 1991).

Purpose

The purpose of this study was to compare business education
graduates to all other business graduates of a regional university
in the Southwest. The comparative analysis included demo-
graphic information comparisons and statistical analysis of data
on educational and employment mentoring and networking.

Population and Respondents

The population consisted of school of business graduates from
the major areas of accounting, business administration, finance,
economics, information processing systems, management, mar-
keting, and office administration. Business education gradu-
ates were compared to the above majors. Listings of business
graduates from 1954-1993 who met this criterion were com-
piled.

A list of 711 business graduate addresses was collected from the
University Foundation and Alumni Associations. After elimi-
nating two duplicates and determining 132 incorrect addresses,
577 business graduates received the initial questionnaire. One
follow-up letter and questionnaire was sent. The total number
of respondents from this group was 234 (40.6 percent).

An additional 1802 names were identified from an alumni di-
rectory developed for the University by an outside consulting
firm in 1993. Nine individuals were eliminated from this list
because they reported not being business graduates while unde-

"liverable questionnaires indicated 563 incorrect addresses. Of

the remaining 1229 graduates, 314 (25.5 percent) returned ques-
tionnaires after two mailings of a cover letter and questionnaire.

A total of 548 (30.3 percent) usable questionnaires were returned.
Data indicated that business education respondents totaled 77
and all other business respondents totaled 471.

Comparison Groups

A Chi-square analysis was made between the sources of addresses
from alumni groups and the address base supplied by the con-
sulting group. The design of the study was to include potential
respondents that would be representative of graduates for the
period 1954-1993. Respondents from each group were com-
pared by past and future influence and educational and employ-
ment mentoring and networking variables. None of the
differences in source groups variables were significant at the
p<.01 level. Future mentoring and networking approached the
p<.01 level as might be expected because of the characteristic of
respondents who joined the alumni associations as opposed to
graduates who did not.

Methodology

A questionnaire was developed that included a series of state-
ments to be ranked on a Likert-type scale. Prospective respon-
dents were to indicate their responses about the importance of
past and future aspirations variables. The variables were also
compared for mentoring and networking for both educational
and employment conditions. In addition, potential respondents
were asked selected demographic data. )

The initial questionnaire was subjected to a pilot test of 22 School
of Business Alumni. Revisions were made on the basis of the
comments received from this pilot group.

Demographic Information

The responses received from each survey group of the respon-
dents were similar in demographic characteristics to the total
school of business student body for the years surveyed. All de-
mographic comparative characteristics and data are shown in
Appendix L.
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Business education respondents were predominately female (80.5
percent), while all other business respondents were 42.0 percent
female. A Chi-square analysis indicated significant differences
(p<.01) for the variable of gender when business education gradu-
ates’ responses were compared to all other business respondents.
The most frequent age category among respondents was 25 to
34 (44.2 percent for business education respondents and 46.7
percent for all other business respondents). The most frequent
overall grade point average for both groups was 3.1 to 3.5 (45.5
percent for business education and 38.9 percent for all other
business respondents). A Chi-square analysis indicated signifi-
cant differences (p<.01) for the variable of overall grade point
average. The reason for this difference was that 84.5 percent of
the business education respondents had an overall grade point
average above 3.0. The majority of both groups (100 percent
business education and 95.3 percent for all other business re-
spondents) were Caucasian.

The level of financial support for the respondents’ contribution
toward their college education was approximately 100 percent
for 28.6 percent of business education respondents and 33.1 per-
cent for all other business respondents. Some respondents re-
ported earning less than one-half of their college expenses (26.0
percent for business education and 21.0 percent for all other
business respondents).

A salary between 15,001 and 30,000 dollars was earned by 45.5
percent of business education respondents and 32.7 percent for
all other business respondents. Over 75,000 dollars were earned
by 3.9 percent and 11.9 percent of the respective respondent
groups. Business education respondents who earned less than
45,000 dollars were equal to 83.2 percent.

Business education respondents depended on major department
faculty (55.8 percent) and themselves (26.0 percent) for degree
program advisement. The percentages for all other business
respondents were 45.2 percent and 34.0 percent, respectively.
Business education respondents were just as likely to be a former
member of a business student organization as all other business
respondents,

Graduation years between 1980-1989 were greater for business
education respondents (40.3" percent) than all other business
graduates (39.7 percent). More business education respondents
(16.9 percent) graduated before 1970 than all other business re-
spondents (7.9 percent). Membership in school or university
alumni groups revealed small differences in the two groups (48.1
percent versus 41.8 percent). Business education respondents
had slightly higher current and future aspirations.

The first employment for business education respondents was in
education (57.1 percent) and administrative systems (16.9 per-
cent). The first job for all other business respondents was in
accounting/tax (28.5 percent), management (22.1 percent), and
marketing (12.1 percent). The present occupation for business
education respondents was education (50.6 percent), manage-
ment (7.8 percent). The current occupation for all other busi-
ness respondents was management (26.8 percent), accounting/
tax (21.4 percent), and other (11.9 percent).

Influence Variables

Influence variable Chi-square values for past and future influ-
ences were computed for the 548 respondents. As presented in
Table 1, the Chi-square analysis indicated significant differences
{p<.05) in the computed value for past influences for university
major department faculty and university placement office. Chi-
square analysis also indicated significant differences (p<.05) in
the computed value for foture influence for the university place-
ment office, professional organizations, information highway,
and religion.

The past influence variables were ranked as presented in Table
2. When past influence variables were ranked for business edu-
cation respondents, parents and family (31.2 percent) were ranked
most important followed by university education (24.7 percent).
The past influences ranked most important by all other business
respondents were: parents and family (30.4 percent), university
education (24.6 percent), and employer (10.4 percent).

Future influence variables were ranked as presented in Table 3.
When influence variables were ranked for business education
respondents, the most important variables were parents and fam-
ily (31.2 percent), university education (16.9 percent), and net-
working (15.6 percent). For business education respondents,
mentoring (3.9 percent) remained constant in importance while
networking (15.6 percent) increased in importance. Future in-
fluence variables ranked most important for all other business
respondents were networking (22.3 percent), parents and family
(21.2 percent), employer (18.7 percent), and university educa-
tion (11.0 percent).

Educational Influence

Educational influence Chi-square statistical analysis for
mentoring and networking is presented in Table 4. The Chi-
square analysis for educational mentoring indicated significant
differences (p<.05) for the variable of internships when the two
groups’ responses were compared. The Chi-square analysis for
educational networking indicated no significant differences
(p<.05) for the variables when the two groups’ responses were
compared.
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Table 1

Influence Variables for Business Education Graduates Compared to All Other Business Graduates (n=548)

VARIABLE ChiSquare N Square
Value df Signif. Value df Signif.

University Major Department Faculty 15.17 5 .010° 270 5 746
Peer Groups 291 ) 713 5.38 5 372
University Faculty Adviser 3.46 5 .629 6.89 5 .229
Employer 3.61 5 .607 5.85 ) 311
Parents and Family 485 5 434 4.11 5 .533
Religion 10.20 5 .070 11.89 5 .035*
University Education 4.70 5 454 4.42 5 .480
Student Organizations 1.88 ) .865 2.90 ) 715
Mentoring 3.14 5 679 3.46 5 630
Networking 7.49 5 .187 9.10 5 105
Student Organization Adviser(s) 4.2 5 221 6.54 ) 257
University Placement Office 45.14 ) .000* 33.94 5 .000*
Co-workers 5.62 5 345 3.59 5 610
University Alumni 6.20 5 .287 5.14 5 .399
Information Highway 429 5 508 15.68 5 008"
Professional Organizations 242 5 .789 5.31 5 379

‘p<.05

Table 2

Most Important Past Influence Variables Ranked for Business Education Graduates Compared to All Other

Business Graduates (n=548)

Past Rank Past Percent Past Rank Past Percent
VARIABLE Business Business All Other All Other
Education Education Business Business

Parents and Family 1 31.2 1 304
University Education 2 247 2 246
University Major Department Facuity 3 78 5 4.7
Religion 5 52 6 4.2
Employer ) 5.2 3 104
University Faculty Adviser 5 5.2 7 4.0
University Placement Office 7.5 3.9 12 6
Mentoring 75 39 8 38
Networking 95 26 4 79
University Alumni 95 26

Peer Groups 115 1.3 9 3.6
Student Organizations 15 1.3 1 11
Professional Organizations 14 4
Information Highway 14 4
Student Organization Adviser(s) 14 4
Co-workers 10 1.9
No Response 5.2 1.5
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Table 3

Most Important Future Influence Variables Ranked for Business Education Graduates Compared to All Other

Business Graduates (n=548)

Future Rank Future Percent Future Rank Future Percent
VARIABLE Business Business All Other All Other
Education Education Business Business
Parents and Family 1 31.2 2 21.2
University Education 2 16.9 4 1.0
Networking 3 156 1 23
Employer 4 7.8 3 18.7
Religion 55 52 5 7.6
Information Highway 55 5.2 75 28
University Placement Office 7.5 39 1.5 1.3
Mentoring 75 39 7.5 28
Professional Organizations 10 13 6 3.0
University Faculty Adviser 10 | 1.3 13 08
University Alumni 10 1.3 15 0.2
Co-workers 9 23
University Major Department Faculty 1.5 1.3
Student Organization Adviser(s) 15 0.2
Peer Groups 10 1.7
Student Organizations 15 0.2
No Response 6.5 25
Table 4

Educational Mentoring and Networking Influence Variables for Business Education Graduates Compared to

All Other Business Graduates (n=548)

Educational Educational

Mentoring Networking

VARIABLE Chi-Square Chi-Square

Value df Signif. Value df Signif.
Peer Groups 2.81 5 .730 9.18 5 .102
Parents and Family 537 5 372 9.04 5 107
University Faculty (non-major) 4.90 5 428 6.33 5 275
University Administration 10.90 5 .053 9.70 5 .084
Student Organization Adviser(s) 291 5 714 4.08 5 .539
University Faculty Adviser 4.64 5 .461 5.80 5 326
University Major Department Faculty 10.78 5 .056 7.65 5 A77
Internships 21.02 5 .001* 7.96 5 159
tp<.05
Q 2 8
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Educational mentoring influences were ranked as presented in
Table 5.

When educational mentoring influences were ranked for busi-
ness education respondents, the variable parents and family (23.4
percent) was the most important educational mentoring vari-
able followed by university major department faculty (16.9 per-
cent), university faculty adviser (15.6 percent), and peer groups
(10.4 percent). When educational mentoring influences were
ranked for all other business respondents, the most important

Table §

educational mentoring variable was also parents and family (39.1
percent). Other variables, ranked in importance were peer groups
(14.6 percent) and university major department faculty (13.6
percent).

Educational networking influences are indicated in Table 6. The
most important educational networking influences for business
education respondents were peer groups (26.0 percent), parents
and family (24.7 percent), internships (11.7 percent), and uni-
versity major department faculty (10.4 percent).

Most Important Educational Mentoring Influences Ranked for Business Education Graduates Compared to All

Other Business Graduates (n=548)

Q

E
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Educational Educational Educational Educational

. Mentoring Mentoring Mentoring Mentoring

Business Business All Other All Other

VARIABLE Education Education Business Business

Rank Percent Rank Percent
Parents and Family 1 234 1 39.1
University Major Department Facutty 2 16.9 3 136
University Faculty Adviser 3 15.6 4 9.6
Peer Groups 4 104 2 146
Internships S 7.8 6 4.9
University Administration 6.5 6.5 8 38
University Faculty (non-major) 6.5 6.5 5 55
Student Organization Adviser(s) 8 52 7 47
No Response 7.8 42
Table 6

Most Important Educational Networking Influences Ranked

All Other Business Graduates (n=548)

Jor Business Education Graduates Compared to

Educationat Educational Educational Educational
Networking Networking Networking Networking
. Business Business All Other All Other
VARIABLE Education Education Business Business
Rank Percent Rank Percent
Peer Groups 1 260 1 359
Parents and Family 2 247 2 26.8
Internships 3 11.7 4 6.4
University Major Department Faculty 4 10.4 3 83
University Administration 5.5 6.5 7 40
University Faculty Adviser 55 6.5 6 45
University Faculty (non-major) 7 26 5 49
Student Organizations 8 1.3 8 3.2
No Response 104 6.2

RIC

22

29




All other business respondents indicated the most important edu-
cational networking variables were peer groups (35.9 percent)
and parents and family (27.1 percent).

Employment Influences

Employment influence Chi-square statistical analysis for
mentoring and networking is presented in Table 7. The Chi-
square analysis for employment mentoring indicated significant
differences (p<.05) for the variable of university placement of-
fice when business education responses were compared to all
other business responses. The Chi-square analysis for employ-
ment networking indicated significant differences (p<.05) for
the variables of parents and family and university placement
office when responses for the two groups were compared.

As presented in Table 8, for business education respondents,
immediate supervisor (25.4 percent) was the most important em-
ployment mzntoring influence variable followed by parents and
family (22.5 percent). The third most important employment
mentoring influence variables were executive (higher than im-

Table 7

mediate supervisor) (11.3 percent) and co-workers (11.3 per-
cent).

For all other business respondents, the immediate supervisor
(21.9 percent) was the most important employment mentoring
influence variable followed by executive (higher than immedi-
ate supervisor) (21.4 percent). The third most important em-
ployment mentoring influence variable was parents and family
(19.4 percent).

As presented in Table 9, for business education respondents, the
most important employment networking influence variables were
parents and family and executive (higher than immediate super-
visor) both with 12.9 percent; co-workers ranked third (11.4
percent). Ranked fourth was friends in other work organiza-
tions and previous employer both with 10.0 percent). For all
other business respondents, friends in other work organizations
(18.2 percent) was the most important employment networking
influence variable. Next in importance were executive-(higher
than immediate supervisor) (14.3 percent), parents and family
(10.8 percent), professional organizations (10.6 percent), and
immediate supervisor (10.1 percent).

Most Important Employment Mentoring and Networking Variables for Business Education Graduates

Compared to All Other Business Graduates (n=548)

Employment Employment

VARIABLE cﬁ?i‘e,‘é’ﬂia“r% gg%‘:ﬁ'a?g
Value df Signif. Value df Signif.

Immediate Supervisor 5.74 6 333 4.05 5 542
Executive (Higher Than Immediate Supervisor) 6.66 6 .247 6.48 5 .261
Co-workers 10.66 S .058 9.31 S 097
Friends In Other Work Organizations 217 S .826 3.3 S .652
Professional Organizations 1.50 S 913 5.93 S 312
Parents and Family .83 S 975 16.40 5 006*
Previous Employer 1.90 5 .863 8.35 5 138
University Alumni 3.52 S .620 7.29 5 .200
University Placement Office 4532 | 5 .000* 5421 | 5 .000*
Friends 3.92 5 .560 4.42 5 489
Information Highway 6.00 S .306 10.10 S .072

*p<.05
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Table 8
Most Important Employment Mentoring Variables Ranked for Business Education Graduates Compared to All
Other Business Graduates (n=548)

Employment Employment Employment | Employment

Mentoring Mentoring Mentoring Mentoring

— L L
Rank Percent Rank Percent

Immediate Supervisor 1 254 1 219
Parents and Family 2 25 3 19.4
Executive (Higher Than Immediate Supervisor) 35 1.3 2 214
Co-workers 35 113 5 7.6
Friends 6 7.0 4 9.0
Friends In Other Work Organizations 5 8.5 8 46
Professional Organizations 8 42 7 6.0
Previous Employer 8 42 6 71
University Placement Office 8 42 95 1.2
Information Highway 10 14 95 12
University Alumni 11 0.7
No Response 8.8 7.9

Table 9

Most Important Educational Networking Variables Ranked for Business Education Systems Graduates
Compared to All Other Business Graduates (n=548)

Educational Educational Educational Educational
Networking Networking Networking Networking
L i A
Rank Percent Rank Percent
Parents and Family 15 129 3 10.8
Executive (Higher Than immediate Supervisor) 1.5 129 2 143
Co-workers 3 114 6 9.0
Friends In Other Work Organizations 45 100 1 18.2
Previous Employer 45 100 7 6.4
Immediate Supervisor 6 8.6 5 10.1
Friends : 7 8.5 . 8 46
University Placement Office 8 42 105 12
Professional Organizations 9 29 4 10.6
Information Highway 10.5 1.4 105 1.2
University Alumni 105 14 9 1.6
No Response 9.1 7.9
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Summary and Conclusions

The following is based upon the findings of this study for
business education respondents:

1. Business education respondents indicated that the most
important past influence variables were parents and fam-
ily and university education. The most important fu-
ture influence variables were parents and family,
university education, and networking.

2. The most important educational mentoring influences
were parents and family, university major department
faculty, university faculty adviser, and peer groups.
Educational networking factors of importance were peer
groups, parents and family, internships, and university
major department faculty.

3. The most important employment mentoring influences
were the immediate supervisor, parents and family, ex-

. ecutive (higher than immediate supervisor), and co-
workers. Employment networking variables, in order
of importance, were parents and family, executive
(higher than immediate supervisor), co-workers, friends
in other work organizations, and previous employer.

4. Forbusiness education respondents, mentoring remained
constant in importance while networking increased in
importance.

5. Business education graduates utilized the university
placement office significantly more than other school
of business graduates.

Implications

As a result of these research findings, the following implica-
tions were indicated:

1. In this study, the variable parents and family had both a
mentoring and networking impact upon the educational
and employment track that respondents tended to fol-
low. As an influence, the relative importance of this
variable appeared to be crucial in its impact upon the
study.

2. Professional organizations were not important to busi-
ness education respondents of all age groups. This may
explain, in part, the membership difficulty of national
education organizations.

3. Expansion of networking sources appears to be essential
to the respondents for future aspirations.

4. The information super highway appears to be a variable
that should be the focus of future networking studies.

5. As noted by Jacobi (1991), many of the problems of
mentoring research are the low levels of external valid-
ity when generalizing the findings to other students and
institutions. This study appears to support the findings
of previous studies in the identification of significant
variables.

References

Barbieri, S.M. (August 1993). Office Politics in the 90°s.
Working Woman , 34.

Chao, G.T., Walz, PM,, and Gardner, PD. (1992). Formal
and Informal Mentorships: A Comparison on Mentoring Func-
tions and Contrast with Nonmentored Counterparts. Personnel
Psychology, 45.

Collins, N.W. (1983). Professional Women and Their Men-
tors: A Practical Guide to Mentoring for the Woman Who Wants
to Get Ahead. Englewood Cliffs, NJ: Prentice-Hall.

Dreher, G.F. and Ash, R.A. (1990). A comparative study of
mentoring among men and women in managerial, professional, -
and technical positions. Journal of Applied Psychology, 75, 539-
546.

Erkut, S. and Mokros, J.R. (1981). Professors as models and
mentors for college students (Working Paper No. 65). Wellesley,
MA: Wellesley College Center for Research on Women.

Flores, D. (1993). The Fine Art of Mentoring. The Rotarian,
18-19.

Gillis, P. (1980). The new-girl network. Parents, 55(34), 40.

Hill, S.E., Kogler, Bahniuk, M. Hilton, Dobos, J., and Rouner,
D. (1989). Mentoring and Other Communication Support in the
Academic Setting. Group and Organization Studies, 14(3), 355-
368. '

Jacobi, M. (1991). Mentoring and Undergraduate Academic
Success: A Literature Review. Review of Educational Research,
Winter 1991, 67(4), 505-532.

Kanter, RM. (1977). Men and Wonmen of the Corporation.
New York: Basic Books.

Krackhardt, D. and Hanson, J .R. (1993). Informal Networks:
The Company. Harvard Business Review, 104-110.

Kram, K.E. (1983). Phases of the mentor relationship. Acad-
emy of Management Journal, 26, 608-625.

Levinson, D.J., Carrow, C.N,, Klein, E.B., Levinson, M.H.,
and McKee, B. (1978). The seasons of a man's life. New York:
Ballentine.

Marcus, B.W. (January 1994). Networking. New Accountant,
14-15.

25



Moore, K. M. and Amey, M.J. (1988). Some faculty leaders
are born women. In M. A.D. Sageria (Ed.), Empowering women:
Leadership development strategies on campus. New directions
Jor student services: No.44. San Francisco: Jossey-Bass, 39-50.

Mott, Brig. Gen. H.J. (Ret.). (September 1993). Inventory
Your Strengths, Weaknesses, and Skills. The Officer, 49.

Noe, R. (1988). An investigation of the determinants of suc-
cessful assigned mentoring relationships. Personne! Psychol-
ogy, 41, 457-479.

Olian, J.D., Carroll, S.J., Giannantonia, C.M., and Feren,
D.B. (1988). What do proteges look for in a mentor? Results of
three experimental studies. Journal of Vocational Behavior, 33,
15-37.

Olson, A.A. (1993). Long-term networking: A strategy for
career success. Management Review, 82(4), 33-36.

Roche, G. (1979). Much ado about mentors. Harvard Busi-
ness Review, 14-18.

Schockett, M.R. and Haring-Hidore, M. (1985). Factor ana-
Iytic support for psychosocial and vocational mentoring func-
tions. Psychological Reports, 57, 627-630.

Smith, B. (1993). Home alone and feeling blue? How to stand
all that solitude. Denver Business Journal, 44(27), 23.

Speizer, J.J. (1981). Role models, mentors, and sponsors: The
elusive concepts. Signs of Women in Culture and Society, 6, 692-
712,

Turban, D.B. and Dougherty, T.W. (1994). Role of Protege
Personality in Receipt of Mentoring and Career Success. Acad-
emy of Management Journal, 37(3), 688-702.

Whitely, W., Dougherty, T.W., and Dreher, G.F. (1991). Re-
lationship of career mentoring and socioeconomic origin to man-
agers’ and professionals’ early career progress. Academy of
Management Journal, 34, 331-351.

33



APPENDIX 1

DEMOGRAPHIC CHARACTERISTICS OF BUSINESS EDUCATION GRADUATES
COMPARED TO ALL OTHER BUSINESS GRADUATES

CHARACTERISTICS PERCENTAGE PERCENTAGE
BUSINESS EDUCATION ALL OTHER
BUSINESS
Gender
Male 19.5 57.9
Female 80.5 420
Total 77 471
Age
Under 25 39 7.9
25-34 442 46.7
35-44 26.0 293
45-54 169 127
Over 54 9.1 25
No Response 0.0 0.8
Total 77 471
Overall Grade Puint Average
2025 . 1.3 10.6
26-3.0 143 30.8
3.1-35 455 389
3.64.0 39 18.0
No Response 0 1.7
Total . 77 471
Racial/Ethnic Group
White/Caucasian 100.0 95.3
African American/Black 0 0.6
American Indian 0 2.1
Asian American/Asian 0 04
Puerto Rican American 0 0.2
Other 0 0.0
No Response 0 08
Total 77 430
Financial Support You Contributed Toward College Education
None 10.4 ’ 100
Less Than One-Half 26.0 ’ 21.0
One-Half 9.1 11.0
Over One-Half 26.0 236
Approximately 100 Percent 28.6 33.1
No Response 0 13
Total 77 471
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CHARACTERISTICS PERCENTAGE PERCENTAGE

BUSINESS EDUCATION ALL OTHER
BUSINESS
Current Annual Salary
Under $15,000 143 10.6
$15,001-$30,000 455 327
$30,001-$45,000 234 253
$45,001-$60,000 9.1 113
$60,001-$75,000 1.3 57
$75,001 or Over 39 1.9
No Response 26 25
Total 77 471
Degree Program Advisement
Friends 78 10.6
Major Department Faculty Member 55.8 452
Non-Major Faculty 7.8 55
Student Organization Adviser 0 08
Yourself 26.0 34.0
Other 26 21
No Response 0 1.7
Total 77 471
Member Of Business Student Organization
Yes 50.6 518
No 48.1 471
No Response 1.3 1.1
Total 77 471
Business Student Organizations
Accounting Ciub 0 13.0
Phi Beta Lambda 18.2 10.8
Management/Marketing Club 1.3 4.0
Alpha Kappa Psi 0 3.0
OA/BE Professionals 52 0
PBL Plus Other Bus. Student Organization 9.1 10.6
No Response 66.2 58.6
Total 77 471
Graduation
Before 1970 16.9 7.9
1970-1979 2038 242
1980-1989 40.3 : 39.7
1990-1993 241 28.2
Total 77 471
University or School Alumni Membership :
Member : 48.1 418
Not a Member 51.9 58.2
Total 77 471
Current Employment Aspirations (Ranked 1-5 with 5 high)
Rank 1 6.6 6.4
Rank 2 9.2 148
Rank 3 224 29.8
Rank 4 31.6 325
Rank 5 30.3 16.5
Total 76 457
Future Employment Aspirations (Ranked 1-5 with 5 high)
Rank 1 27 . 22
Rank 2 27 24
Rank 3 9.6 14.6
Rank 4 35.6 36.3
Rank 5 493 44.6
Total 73 460
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Abstract

This study investigates the communication systems used in U.S. corporate and public organizations, user preference, and their
impact on productivity. Data were collected from 182 companies of different sizes in a wide range of industries and 132 public
organizations of comparable sizes in higher education, law enforcement, state and local governments. The findings indicate
that although corporate and public organizations use similar communication systems, significant differences exist between
them in their use of fax, paper mail/letters, and paper memos/reports. E-mail is perceived to have the greatest positive impact
on productivity, and telephone/pager/voice mail is the most-preferred communication system.

Introduction

Business and managerial communication is recognized as an
essential part of the organizational structure in all types of or-
ganizations. The critical value of communication to organiza-
tional effectiveness means that communication systems and
processes are becoming increasingly important. More and more
companies and public institutions have been restructuring their
organizations and integrating computers, networks, groupware,
and e-mail into their most basic processes to enhance produc-
tivity and competitiveness. According to Forrester Research, 50%
of all large U.S. companies have been either evaluating or plan-
ning intranets (Simons, 1996). ‘

There is also an increasing use of communication technology in
the small business sector. Small businesses discover that e-mail
can improve customer service, interoffice collaboration, and pro-
ductivity (McCollum, 1996). McCollum’s (1997) found that over
45% of the small companies he surveyed use the Internet, an
increase from 19% just 10 months earlier. Increasingly, compa-
nies acquire more communication technology as they learn that
their customers and business partners, as well as their competi-
tors, are on the Net.

Similarly, government and public organizations use computer
networks for increasing efficiency and decreasing cost. U.S. Sen-
ate, for example, saved more than $231,000 by using network
computing and communication in 1997 (“U.S. Senate,” 1997).

As corporate and public organizations radically change the way
they communicate, the impact of such changes on productivity,
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user preference, and communication-technology training may be
significant. Therefore, business and managerial communication
educators need to know what communication systems are used
in U.S. companies and public organizations, how similarly or
differently the systems are used between the two sectors, and
how the systems affect organizational and personal productivity
and user preference. With such knowledge, educators are able to
teach students relevant knowledge and skills.

Problem Statement

The primary problem addressed in this study was to investigate
the communication systems used in U.S. corporate and public
organizations, user preference, and their impact on productivity.
The secondary problem was to test the validity of the media-
richness and media-choice theory developed by Daft and Lengel
(1986) and Trevino, Lengel and Daft (1987). To address these
problems, the following six research questions were developed:
1. What communication systems do U.S. companies and pub-
lic organizations use for business operations?
2. How are communication systems used in U.S. companies
and public organizations to perform various activities?
3. What are the perceived effects of communication systems
on organizational and personal productivity?
4. What communication systems are more or less preferred by
users?
5. Do differences exist between U.S. companies and public
organizations in their use of communication systems?
6. Do the findings of this study support the media-richness
and media-choice theory?
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Purpose of the Study

The purpose of the study is threefold: (a) to provide communi-
cation educators with the findings that will help them keep their
curricula current, (b) to provide the participating organizations
with feedback on what and how communication systems are used
in other organizations, and (c) to advance knowledge about the
media-richness and media-choice theory.

Review of Related Literature

To clarify the research problems addressed in this study, a re-
view of related literature was conducted in these three areas: (a)
communication systems used in organizations, (b) communica-
tion systems and productivity, and (c) the media richness and
media choice theory.

Communication Systems Used in Organizations

Rubach and Stratton (1995) interviewed a group of Malcolm
Baldrige National Quality Award-winning companies, includ-
ing: AT&T Universal Card Services, GTE Directories Corp.,
IMB Rochester, Motorola Inc., Ritz-Carlton Hotel Co., Texas
Instruments Inc., Defense Systems and Electronics Group, Xerox
Corp, Business Products and Systems, and Zytec Corp, to iden-
tify effective organizational communication practice. They found
several similarities in the communication systems that these or-
ganizations established to meet their needs. To support effective
and efficient organizational communication, the organizations
use face-to-face meetings, e-mail, fax, telephone, pager, voice
mail, video-conference, paper newsletters, memos and Teports.
Rubach and Stratton noted that the communication systems in
these award-winning organizations provide employees with the
information they need to do a good job, and these organizations
focused not only on sending the information but also on making
sure the information is sent the most effective way.

As Internet/Web-based communication and collaboration have
become a user-friendly and powerful communication system,
employees can use Web-equipped computers to access informa-
tion, send e-mail, or collaborate on documents and other projects
(Andreessen, 1996; Simons, 1996; Wyatt, 1995).

Sentry Market Research’s 1996 survey (Grygo, 1996) reported
that one-third of U.S. businesses have internal Web servers but
with only modest intranet development activity, because users
need time to adjust to the unexpected cultural shock waves caused
by intranets. Row (1997) found that most of the companies hav-
ing large-scale intranets are in technology industries. Large-scale
intranets are used for such activities as having online discus-
sions, holding video conference, sharing databases and applica-
tions software, communicating and collaborating on documents
and projects, developing corporate knowledge repository, pub-
lishing Web-newsletters, and sending e-mail.

2

The literature reveals radical changes from paper-based to com-
puter-based organizational communication systems; however, no
study has been found to examine how specific communication
systems are used in U.S. corporate and public organizations and
what similarities and differences exist between these two sec-
tors. Thus, these questions are addressed in this study.

Communication Systems and Productivity

Bordia (1997) conducted a meta-analysis of 18 experimental stud-
ies completed in school settings between 1985 and 1994 regard-
ing the impact of computer technology on human communication.
The meta-analysis found that, when compared to face-to-face
communication (FTF) groups, computer-mediated communica-
tion (CMC) groups took more time to complete a required task
and produced fewer remarks in the allotted time. CMC groups,
however, performed better than FTF groups in generating ideas
and in increasing productivity, when groups are larger. Further,
when there is limited time, CMC groups performed better than
FTF groups on tasks with less social-emotional interaction; but
CMC groups performed worse on tasks with more social-emo-
tional interaction. Over longer period of time, CMC groups per-
formed as well as FTF groups did.

Several other studies also investigated the relationship between
communication and productivity. Gregson’s (1987) survey of
certified public accountants reported that employee turnover was
linked to communication satisfaction. Studies conducted by Tubbs
and Widgery (1978) and Tavernier (1980) showed positive ef-
fects of communication training programs on organizational ef-
fectiveness. Clampitt and Downs’(1993) field study of two
corporate organizations reported that communication was per-
ceived to have positive impact on productivity, which varied in
both kind and magnitude. Good and Stone’s (1995) study of
technology’s impact on organizational communication and pro-
ductivity in a marketing organization found a dual integrative
role of computer technology in communication and productiv-
ity. In an operational sense, computers improve operations
through improving communication and the productivity of work.
In a strategic sense, these successful systems indirectly affect
marketing strategy by helping managers make better decisions,
and thereby, aiding strategic activities.

ThaFortune special report, Magnet (1994) stated that efforts to
reorganize companies around computers, faxes, networks, and
other infotech tools have demonstrated positive effect on busi-
ness productivity. Teitelbaum (1995, 1996) also reported that
computers have increased the efficiency of back-office jobs, cut-
ting expenses and increasing profits. By one estimate, technol-
ogy is responsible for over half of all productivity gains of the
Fortune 500 companies.

These studies have shown the evidence of general links between
communication and productivity from one level, one function,
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or one or two organizations. But no study has been identified to
investigate how users in different organizational functions per-
ceive the relative impact of each communication system on their
organizational and personal productivity and what preferences
they have when choosing communication systems. Therefore,
these questions are also addressed in this study.

Media Richness and Media Choice Theory

Daft and Lengel, and Trevino (1986, 1987, 1988) found that
communication systems vary in their abilities to (a) handle mul-
tiple information cues simultaneously, (b) facilitate rapid feed-
back, and (c) establish personal focus. Based on their studies,
the researchers theorized that face-to-face communication is the
richest medium, followed by telephone, e-mail, personal written
documents such as letters, notes and memos, and impersonal
written documents such as fliers, bulletins and reports. They
found face-to-face communication to be more appropriate for
highly ambiguous tasks such as negotiation and conflict resolu-
tion as it gives immediate feedback, multiple cues, and personal
focus. On the other hand, telephone and e-mail are not as rich as
face-to-face because they do not show eye contact and other body
language cues. As such, they are suitable for less ambiguous,
routine information exchange. Written media are the lowest on
the media-richness hierarchy because of their limited cues and
slow feedback; therefore, they are most suitable for unambigu-
ous, routine communications.

However, managers’media choices are not only influenced by
media richness but also by other factors such as distance, time
pressure, accessibility, authority, legitimacy, and formality. The
symbolism of a formal written report, for example, may serve to
increase its appropriateness in certain situations in which the
user wants to convey an impression of authority (Trevino, Lengel
& Daft, 1987).

To test the validity of a theory, empirical data are required (Frey,
Botan, & Kreps, 1991). This study will provide empirical re-
sults for testing the validity of the media-richness and media-
choice theory. ‘

Methodology

A survey was conducted among two sample groups. The popu-
lation of the first sample group consisted of the first 1,000 com-
panies listed by size in a business directory of a Midwestern
state. These companies range from the Fortune 500 corpora-
tions to small companies with less than 200 employees in vari-
ous industries. The population of the second sample group
consisted of 600 public sector organizations (excluding public
schools) based on the American Business Information’s data-
base. To guarantee that the samples would be within 5% varia-
tion from the true population value, Jaeger’s (1984) formula for
determining sample size was used to obtain two random samples
of 285 companies and 250 public organizations, respectively.

The researchers developed a questionnaire with four sections:
(a) demographics of the responding organizations; (b) available
communication systems; (C) business communication activities;
and (d) productivity and user preference.

Based on the review of related literature, seven communication
systems and ten types of business activities were included in the
questionnaire. The seven communication systems were (a) e-
mail, (b) face-to-face meetings, (c) fax, (d) groupware/intranet,
(e) telephone/pager/voice mail, (f) paper mail/letters (including
sales letters), and (g) paper memos/reports (including periodi-
cal reports and bulletins). An “other” category was provided to
identify any other possible alternatives.

Ten types of business communication activities were (a) coordi-
nating activities, (b) delivering documents, (c) giving assign-
ments, (d) making announcements, (¢) making group decisions
including negotiating and resolving conflicts, (f) receiving as-
signments, (g) replying to questions, (h) requesting informa-
tion, (i) scheduling meetings, and (j) publicizing new products
and services. These types of activities were further divided into
routine and special situations. )

A five-point scale was provided for respondents to indicate the
perceived impact of the communication systems on their orga-
nizational and personal productivity. Perceptions were used in
the study because they reflect people’s observations and recog-
nitions of reality. As Watzlawick (1978), Werther, Ruch and
McClure (1986) noted, people never deal with reality per se, but
rather with perceptions of reality. Empirical studies on the reli-
ability of human perception reported significant positive corre-
lation between perception and reality (see, for example,
Cournoyer & Rohner, 1996; Slutske & Heath, 1996).

Productivity has been operationally defined in a variety of ways;
one of them is the speed of producing high-quality products or
completing high-quality assignments (Schuler, Beutell &
Youngblood, 1989; Werther, Ruch & McClure, 1986). This op-
erational definition was adopted in the research. To identify the
user preference of the communication systems, a question was
provided for respondents to rank each system by user prefer-
ence.

To determine clarity of the survey instrument, a pilot test was
conducted with 20 randomly selected companies from the busi-
ness directory of a Midwestern state. Upon the return of the ques-
tionnaires, no major changes were deemed necessary.

A computer-assisted random sampling procedure was used to
identify the 285 companies and 250 public organizations with
the CEOs’ office phone and fax numbers from the electronic
databases of a business directory of a Midwestern state and the
American Business Information, respectively. The researchers
and their trained assistants conducted the survey by using tele-
phone, fax, e-mail, or paper mail, based on respondent prefer-

38

1



ence. One hundred eighty-two companies cooperated and com-
pleted their questionnaires, which represents 64% of the sample.
Of the 134 responses received from the public sector, 132 were
usable—a 53% response rate. The response rates of 64% and
53% may affect the reliability of the study. However, the respond-
ing companies and public organizations represent six major in-
dustry groups and three main types of public institutions,
respectively (see Tables 1 and 2).

Each completed questionnaire was coded. Frequency counts,
percentage distributions, and weighted averages were prepared
for data analysis. Follow-up crosstabulation analyses and Pearson
Chi-square tests were used to determine significant differences
between companies and public organizations in their use of com-
munication systems.

Results

The results of the study are presented in the following sections:
(a) demographics of the responding organizations, (b) commu-
nication systems, () communication activities, and (d) produc-
tivity and user preference. Significant differences between
corporate and public sectors are reported in their respective sec-
tions.

Demographics

As shown in Table 1, the 182 respondents represent six major
industry groups covering a wide range of businesses, with 31.3%
in manufacturing and processing industries, 61.6% being small-
and middle-sized companies, and 67% representing top- and
middle-level managers.

Table 2 shows the profile of public organizations. Among them
the majority were higher education institutions (54%) and small
agencies under 200 employees (59.7%). The respondents had a
variety of positions ranging from top managers to executive as-
sistants.

Communication Systems

Research Questions #1 and #5 asked, “What communication
systems do U.S. companies and public organizations use for busi-
ness operations?” and “Do differences exist between U.S. com-
panies and public organizations in their use of communication
systems?” As Table 3 shows, more than 95% of the companies
and public organizations were using five communication sys-
tems: face-to-face meetings, fax, paper mail and letters, tele-
phone/pager/voice mail, and paper memos and reports for their
business operations. By contrast, only 39% of the companies
and 41.4% of the public institutions were using groupware and
intranet. Significant difference was identified in using e-mail
system between companies (67%) and public organizations
(84%). Although only 67% of the companies reported using e-
mail, the remaining companies reported that they were either in
the process of installing e-mail system or were thinking about it.

Table 1
Demographic Profile of the Responding Private Companies
(N=182)

No. of Percent of
Characteristic Companies Total
Group Type of Company Business
1. Manufacturing/Processing Industries 57 31.3%
2. Banking/Finance/Insurance 35 19.2%
3. Retail/Wholesale 32 17.6%
4. Health Care Services 27 14.8%
5. Information/Communication
Technology 17 9.3%
6. Construction, Engineering, Mining,
Oil/Gas, Transportation/Utilities 14 7.7%
Total 182 100.0%
Number of Employees
150 - 199 56 30.8%
200 - 399 56 30.8%
400 - 599 25 13.7%
600 - 799 17 9.3%
800 - 999 8 4.4%
1000 - up 20 11.0%
Total 182 100.0%
Respondents’ Job Titles
Managers (e.g., Com, HR, IT, Office) 79 43.4%
Executive Secretary/Assistant 43 23.6%
Top Managers (e.g., CEO, CFO,
CO0) 32 17.6%
Professionals (e.g., Accountant,
Engineer, Sales & Service 28 15.4%
Sales and Service Specialists)
Total 182 100.0%

32

Communication Activities

Research Question #2 asked, “How are communication systems
used in U.S. companies and public organizations to perform
various activities?” Tables 4-13 present findings of how differ-
ent types of communication systems were selected for perform-
ing a variety of routine (e.g., familiar, non-persuasive,
unambiguous) and special (e.g., novel, persuasive, complex) com-
munication activities.

As shown in Table 4, when coordinating routine activities, more
than 55% of the users in both corporate and public sectors se-
lected phone/pager/voice mail, face-to-face meetings, e-mail, and
paper memos/reports. Although fax was chosen by the minori-
ties in companies (37%) and public organizations (20%) for co-
coordinating routine activities, the difference between the two
sectors was statistically significant. When coordinating special
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Table 2 activities, three systems—phone/pager/ voice mail, paper memos/
Demographic Profile of the Responding Public Organizations  reports, and paper mail/letters—were used by significantly more

(N=132) public organizations (78%, 67%, 54%) than companies (67%,
48%, 38%). On the contrary, fax was used by significantly more
No. of Percent of || companies (31%) than public institutions (21%) for coordinat-

Characteristic Organizations Total ing special communication activities.

Types of Organizations For delivering routine documents, more than 50% of the users
Education 71 54.0% from both corporate and public sectors reported choosing fax,
State/Local Government 38 28.6% paper mail/letters, e-mail, and paper memos/reports (see Table
Law Enforcement 15 11.4% 5). When delivering special documents, more than 50% of the
Other 8 6.0% users from both corporate and public sectors reported choosing

Total 132 100.0% fax, paper mail/letters, paper memos/reports, and face-to-face
meetings. However, as fax was selected by significantly more

Sizes of Organizations companies for delivering routine documents, the traditional pa-
Less than 10 T2 1.5% per maiVletters and paper memos/reports were used by signifi-
10-199 77 58.2% cantly more public organizations for both routine and special
200-399 21 16.0% tasks.

400-599 14 10.5%
600-799 8 6.0% Table 6 indicates that four systems (phone/pager/voice mail, face-
800-999 1 1.0% to-face meetings, e-mail, and paper memos/reports) were selected
1000 or more 9 6.8% by 40% to 75% of the users from both corporate and public sec-
Total 132 100.0% tors for giving routine and special assignments. Among these
four systems, phone/pager/voice mail and paper memos/reports

Respondents’ Job Titles -|| were chosen significantly more often by the public sector users
Manager/Director 44 33.4% than their counterparts when giving special assignments.
Supervisor 10 7.6%

President/Chancellor As Table 7 shows, when making routine and special announce-
(Col/Univ.) - 10 ' 7.6% ments, more than 50% of the users in both sectors selected e-
Vice President/Chancellor/ mail, phone/pager/voice mail, paper memos/reports, and
Provost 9 6.8% face-to-face meetings. Public sector users chose the traditional
Project Coordinator 6 4.5% paper memos/reports most frequently for making special an-
Special Assist. to Pres./Chan. 6 4.5% nouncements, whereas corporate users selected face-to-face meet-

Chief Police/Fire/Sheriff 6 4.5% ings most frequently for the same task. Significant differences
Other 14 10.6% were identified that public sector users selected paper memos/
No Response 27 20.5% reports and paper mail/letters far more often than their counter-
Total 132 100.0% parts for making special announcements. :

Table 3
Communication Systems Used in Companies and Public Organizations

Companies (n=182) Public Orgs (n=132)
Systems Percentage Frequency Percentage Frequency
Face-to-Face Meetings 99.5 181 100.0 132
Fax 99.5 181 99.2 131
Paper Mail/Letters 98.9 180 99.2
Phone/Pager/Voice Mail 97.3 177 97.0 128
Paper Memos/Reports 95.6 174 99.2 131
E-mail 67.0 122 84.0 L11**
Groupware/Intranet 39.0 71 414 55
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Table 4
Communication Systems Used in Companies and Public Organizations for Coordinating Activities

Coordinating Activities

Routine (%) Special (%)
Systems Companies Public Orgs Companies Public Orgs
Phone/Pager/Voice Mail 82 82 67 78*
Face-to-Face Meetings 76 84 73 78
E-mail 67 57 55 52
Paper Memos/Reports 58 69 48 67**
Groupware/Intranet 44 44 31 41
Paper Mail/Letters 43 56 38 54*
Fax 37 20%* 31 21*
Note. * = Diiference significant at the .01 level. ** = Difference significant at the .001 level.
Table §
Communication Systems Used in Companies and Public Organizations JSor Delivering Documents

Delivering Documents
Routine (%) Special (%)
Systems Companies Public Orgs Companies Public Orgs
Fax 83 65%* 70 76
Paper Mail/Letters 60 77* 59 83**
E-mail 55 54 37 40
Paper Memos/Reports 53 67* 51 66*
Face-to-Face Meetings 52 49 57 55
Phone/Pager/Voice Mail 45 34 35 28
Groupware/Intranet 33 39 31 34
Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.
Table 6
Communication Systems Used in Companies and Public Organizations Sfor Giving Assignments
Giving Assignments
Routine (%) Special (%)

Systems Companies Public Orgs Companies Public Orgs
Phone/Pager/Voice Mail 74 75 56 68*
Face-to-Face Meetings 62 69 65 75
E-mail 54 43 43 42
Paper Memos/Reports 53 60 40 68**
Paper Mail/Letters 29 40* 26 40*
Fax 28 16* 26 22
Groupware/Intranet 31 36 18 Khi

Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.
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Table 7

Communication Systems Used in Companies and Public Organizations for Making Announcements

Making Announcements

Routine (%) Special (%)
Systems Companies  Public Orgs Companies Public Orgs
E-mail 64 52 49 51
Phone/Pager/Voice Mail 62 60 50 55
Paper Memos/Reports 60 69 51 TE**
Face-to-Face Meetings 56 59 64 67
Paper Mail/Letters 42 58% 47 66%*
Fax 39 29 37 39
Groupware/Intranet 26 36 26 41%

Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.

Table 8
Communication Systems Used in Companies and Public Organizations for Making Group Decisions
Making Group Decisions

Routine (%) Special (%)
Systems Companies Public Orgs Companies Public Orgs
Face-to-Face Meetings 66 72 66 72
Phone/Pager/Voice Mail 46 40 39 38
E-mail 33 29 22 23
Paper Memos/Reports 31 36 28 34
Paper Mail/Letters 24 27 21 28
Groupware/Intranet 23 19 27 17
Fax 18 7* 17 12

Note. * = Difference significant at the .01 level.

When making routine and special group decisions, the majority
of the respondents from both corporate (66%) and public (72%)
sectors chose face-to-face meetings as the most appropriate com-
munication system. Far below it were phone/pager/voice mail,
followed by e-mail and others (see Table 8).

For receiving routine assignments, 50% to 77% of the corporate
respondents used four tools (phone/pager/voice mail, e-mail, face-
to-face meetings, and fax), while 49% to 74% of the public sec-
tor users chose the same tools as well as paper mail/letters and
paper memos/reports for the same task, which showed signifi-
cant differences between the two sectors (see Table 9). For re-
ceiving special assignments, public organization users reported
using paper mail/letters, paper memos/reports, and groupware/
intranet significantly more often than those from companies did.
By contrast, corporate users reported using phone/pager/voice
mail significantly more often than their counterparts for the same
task.

Table 10 indicates that when replying to routine and special
questions, more than 50% of the respondents in companies and
public organizations used a wide variety of communication sys-
tems. Among them, phone/pager/voice mail (87%, 89%) was
rated at the top as the most frequently selected. Significant dif-
ferences were identified between the two sectors in choosing
paper mail/letters and paper memos/reports for replying to ques-
tions. Public organization users selected these two traditional
systems significantly more often than by their counterpart.

When requesting routine and special information, phone/pager/
voice mail was ranked by users in both sectors at the top as the
most frequently selected, as shown in Table 11. Significant dif-
ferences between the two sectors indicate that, while fax was
used far more frequently by companies for requesting routine
information, paper memos/reports, paper mail/letters, and e-mail
were selected by public organizations far more often than their
counterparts for requesting routine or special information.

{)
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Table 9
Communication Systems Used in Companies and Public Organizations for Receiving Assignments

Receiving Assignments

Routine (%) Special (%)
Systems Companies Public Orgs Companies Public Orgs
Phone/Pager/Voice Mail 77 74 59 48*
E-mail 60 71 49 56
Face-to-Face Meetings 54 62 57 60
Fax 50 49 39 48
Paper Mail/Letters 46 60* 34 56**
Paper Memos/Reports 44 63*%* 37 66**
Groupware/Intranet 36 44 26 39*

Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.

Table 10
Communication Systems Used in Companies and Public Organizations for Replying to Questions

Replying to Questions
Routine (%) Special (%)
Systems Companies Public Orgs Companies Public Orgs
Phone/Pager/Voice Mail 87 89 72 70
E-mail 76 80 58 68
Fax 63 62 56 66
Paper Mail/Letters 60 81** 60 81**
Paper Memos/Reports 56 69* 45 69**
Face-to-Face Meetings 55 54 56 58
Groupware/Intranet 33 39 33 44
Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.
Table 11
Communication Systems Used in Companies and Public Organizations for Requesting Information
Requesting Information
Routine (%) Special (%)
Systems Companies Public Orgs Companies  Public Orgs
Phone/Pager/Voice Mail 86 82 72 81
E-mail 70 64 52 66*
Fax 64 41%* 59 55
Face-to-Face Meetings 58 57 56 63
Paper Memos/Reports 56 64 50 69**
Paper Mail/Letters 55 72* 57 78**
Groupware/Intranet 38 46 33 44

Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.
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As Table 12 illustrates, phone/pager/voice mail was selected by
the majority of both corporate users (74%-63%) and public or-
ganization users (72%-69%) for scheduling routine and special
meetings. Except for this similar choice, significant differences
- existed between the two groups in selecting other systems for
scheduling meetings. While significantly more corporate users
chose e-mail and fax for scheduling routine meetings, far more
public organization users selected paper memos/reports, paper
mail/letters, and groupware/intranet for scheduling routine and
special meetings.

For publicizing new products and services, less than 50% of the
respondents from both sectors reported choosing these systems

(sec Table 13). Significant differences were identified that far
more corporate users sclected paper mail/letters, groupware/
intranet, and fax for accomplishing such activities.

As the summary means in Table 14 show, telephone/pager/voice
mail and face-to-face meetings were rated by corporate users as
being the most frequently selected communication systems, fol-
lowed by e-mail, paper memos/reports, paper mail/letters, fax,
groupware and intranet. In contrast, public sector users ranked
paper memos/reports and face-to-face meetings as being most
frequently chosen, followed by phone/pager/voice mail, paper
matil/letters, e-mail, groupware/intranet, and fax.

Table 12
Communication Systems Used in Companies and Public Organizations for Scheduling Meetings
Scheduling Meetings

Routine (%) Special (%)
Systems Companies Public Orgs Companies Public Orgs
Phone/Pager/Voice Mail 74 72 63 69
E-mail 63 51* 52 46
Paper Memos/Reports 57 70* 48 TF0**
Face-to-Face Meetings 54 49 51 49
Paper Mail/Letters 39 53# 36 "54%+
Fax 33 22%* 29 29
Groupware/Intranet 28 46 * 21 44 *»*

Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.

Table 13
Communication Systems Used in Companies and Public
Organizations for Publicizing New Product/Service

Publicizing New  Product/Service
Systems Companies Public Orgs
Face-to-Face Meetings 44 36
Paper Mail/Letters 44 31*
Groupware/Intranet 36 1 7%+
E-mail 30 26
Phone/Pager/Voice Mail 27 20
Paper Memos/Reports 26 25
Fax 26 11 **
Note.  * = Difference significant at the .01 level.

** = Difference significant at the .001 level.
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Productivity and User Preference

Research Question #3 asked, “What are the perceived effects of
communication systems on organizational and personal produc-
tivity?” As presented in Table 15, the respondents from both
companies and public organizations perceived that e-mail, tele-
phone/pager/voice mail, fax, face-to-face meetings, groupware
and intranet helped increase their organizational and personal
productivity, with e-mail taking the lead. By contrast, paper mail/
letters, paper memos/reports received lowest scores of enhanc-
ing organizational and personal productivity. Moreover, the re-
spondents from the corporate sector perceived significantly more
positive impact of phone/pager/voice mail on their organiza-
tional and personal productivity than did their counterparts in
the public sector. Corporate respondents also perceived signifi-
cantly more positive impact of fax on their personal productiv-
ity than did those from the public sector.
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Research Question #4 asked, “What communication systems are  ings, e-mail, fax, paper memos/reports, paper mail/letters, and
more or less preferred by users?” As Table 16 shows, when asked ~ groupware and intranet. Significant difference was identified
to rank the seven communication systems by user preference, between the two sectors with the corporate respondents prefer-
the respondents of both sectors ranked phone/pager/voice mail ring to use fax more than did those from the public sector.

at the top of the preference list, followed by face-to-face meet-

Table 14
Summary of Communication Systems Used in Companies and Public Organizations for Performing Communication Activities
Summary Means

. Routine (%) Special (%)
Systems Companies Public Orgs Companies Public Orgs
Phone/Pager/Voice Mail 66 63 59 57
Face-to-Face Meetings 58 59 61 64
E-mail 58 50 46 48
Paper Memos/Reports 49 59* 44 65%*
Paper Mail/Letters 44 55% : 42 60**
Fax 44 32% 40 41
Groupware/Intranet 30 36 26 39*

Note. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.

Table 15

Perceived Impact of Communication Systems on Organizational and Personal Productivity Between Companies and Public
Organizations

Org’l Productivity Personal Productivity

Weighted Average® Weighted Average®
Systems Companies Public Orgs Companies Public Orgs
E-mail ‘ 44 43 44 44
Phone/Pager/Voice Mail 4.3 4.1* : 43 4.0*
Fax 43 42 4.2 . 4.0%
Face-to-Face Meetings 40 3.9 3.8 3.9
Groupware/Intranet 3.9 3.9 3.8 3.7
Paper Mail/Letters 33 33 33 34
Paper Memos/Reports 33 34 33 34

Note. * Responses to a Likert-type scale where 5 = greatly increase productivity, 3 = no change and 1 = greatly decrease
productivity. * = Difference significant at the .01 level. ** = Difference significant at the .001 level.
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Table 16
User Preference of Communication Systems Between
Companies and Public Organizations

User Preference
Weighted Average*
Systems Companies Public Orgs
Phone/Pager/Voice Mail 23 2.5
Face-to-Face Meetings 2.6 2.6
E-mail 2.8 2.7
Fax 3.5 4.4%*
Paper Memos/Reports 4.9 4.6
Paper Mail/Letters 4.9 4.7
Groupware/Intranet 53 5.0

Note. * Responses to a rank scale where 1 = most preferred, 7 = least
preferred, 0 = not used.

Summary and Discussion

Nearly all the respondents from both corporate and public sec-
tors reported using the following five communication systems
for performing various business communication activities: face-
to-face meetings, fax, paper mail and letters, telephone/pager/
voice mail, and paper memos and reports. E-mail was available
in 84% of the public organizations and 67% of the companies
and would soon be available in the remaining ones. Groupware
and intranet were available in 41% of the public organizations
and 39% of the companies. These findings are consistent with
the findings of the communication systems used in the eight
Baldrige National Quality Award-winning companies (Rubach
& Stratton, 1995). The finding also supports Grygo’s (1996)
survey results that about one-third of U.S. businesses have inter-
nal Web servers.

As the summary means in Table 14 show, telephone/pager/voice
mail and face-to-face meetings were rated by corporate users as
being the most frequently selected communication systems, fol-
lowed by e-mail, paper memos/reports, paper mail/letters, fax,
groupware and intranet. In contrast, public sector users ranked
paper memos/reports and face-to-face meetings as being most
frequently chosen, followed by phone/pager/voice mail, paper
mail/letters, e-mail, groupware/intranet, and fax.

A great similarity between the two sectors was that users in both
sectors selected face-to-face meetings as the most appropriate
medium for making group decisions and performing special ac-
tivities. These findings answered Research Question #6 about
~ the media-richness and media-choice theory by supporting the
theory that face-to-face communication is the richest medium
and most appropriate for highly ambiguous tasks (Daft & Lengel,
1986; Trevino, Lengel & Daft, 1987).

Significant differences existed between the two sectors in using
paper memos/reports, paper mail/letters, fax, and groupware/
intranet. Whereas corporate users selected fax as the most ap-
propriate tool for delivering routine and special documents, public
sector users chose paper mail/letters most. Public sector users
selected paper mail/letters and paper memos/reports significantly
more often than corporate users for many routine and special
activities because of their government requirements and bureau-
cratic tradition. These significant differences also answered Re-
search Question #6 by showing that media choice is not only
based on media richness but also constrained by other factors
such as accessibility, formality, authority, and legitimacy (Daft
& Lengel, 1986; Trevino, Lengel & Daft, 1987).

The respondents from both sectors perceived e-mail, phone/pager/
voice mail, and fax as being ranked at the top of the communi-
cation systems in enhancing organizational and personal pro-
ductivity. Face-to-face meetings, groupware and intranet were
ranked in the middle, whereas paper mail/letters and paper
memos/reports were ranked at the bottom for enhancing organi-
zational and personal productivity. Many respondents also added
that their companies could not exist in today’s business world if
they did not use e-mail, phone/pager/voice mail, and fax. These
findings indicate the growing positive impact of computerized
communication systems on productivity. The findings also show
that the richest medium—face-to-face meetings—does not have
the strongest positive impact on productivity. The findings are
consistent with Bordia’s (1997) meta-analysis results of 18 ex-
perimental studies. The meta-analysis found that computerized

~ communication groups perform better than face-to-face commu-

nication groups in generating ideas and increasing productivity
when groups are getting larger or when time is limited and less
social-emotional interaction is required.

Furthermore, public sector users perceived that paper mail/let-
ters and paper memos/reports have weak positive impact on pro-
ductivity, although they used these tools heavily. This finding
can be explained with the media-richness and media-choice
theory that public sector’s heavy use of paper mail/letters and
paper memos/reports might be the choice constrained by its bu-
reaucratic tradition or government policy, regardless of their
impact on productivity. This finding suggests that the public
organizations have the potential for further improvement in or-
ganizational communication practice.

Finally, a communication system’s positive impact on produc-
tivity does not always mean that user prefers the system. For
example, although e-mail was perceived as having the greatest
positive impact on both organizational and personal productiv-
ity, it was ranked below phone/pager/voice mail and face-to-
face meetings in preference by users in both sectors. Similarly,
groupware and intranet were ranked as the least preferred sys-
tems, although they were ranked in the middle for their impact
on productivity. This finding suggests the importance of com-
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munication technology training. If users were not well trained
to use a new system, they would not prefer to use it, regardless
of how good it is. Moreover, the contrast between the public
sector’s low preference of paper memos/reports and paper mail/
letters and its high-choice frequency of them once again sug-
gests an area for further improvement.

Theoretical, Managerial, and Pedagogical Implications

The findings of this comparative study, along with the related
literature, generated the following four implications for com-
munication theory, managers, and educators:

First, the findings of this study support the media-richness and
media-choice theory by demonstrating the theory’s capacity to
explain (a) why different communication systems were selected
for performing different activities (media richness) and (b) why
significant differences existed between corporate and public or-
ganizations in using paper mail/letters and paper memos/reports
(contextual factors such as formality, authority, and legitimacy).
In addition, the findings of the study advance the theory by un-
covering the imperfect relations among media richness, media
choice, perceived impact on productivity, and user preference,
and suggesting solutions to the problems. For example,
groupware and intranet were ranked in the middle of richness
hierarchy and the perceived positive impact on productivity but
were least selected and least preferred. To solve the problem,
communication technology training is suggested.

Second, as this study and the related literature indicate, to best
facilitate effective and efficient communication in the Informa-
tion Age driven by computers, both corporate and public orga-
nizations should use computerized communication systems (e.g.,
e-mail, fax, telephone, pager, voice mail, groupware and intranet)
for routine organizational communication and collaboration,
which usually involve numerous people at various locations and
require quick responses. Face-to-face meetings are more appro-
priate for special situations that require great personal presence,
strong persuasion, or tough negotiation and conflict resolution.
Traditional paper mail, letters, memos and reports should be
chosen when they are the only channels to reach readers or re-
quired by law as permanent, formal records.

If public organizations put the media-richness and media-choice
theory into practice and reduce the heavy use of paper mail/
letters and paper memos/reports, they can greatly increase orga-
nizational and personal productivity and decrease the high cost
of the paper documents, thereby saving taxpayers’ money.

Third, corporate and public organizations should provide em-
ployees with appropriate training programs when new comput-
erized communication systems such as groupware and intranets
are installed. Otherwise, users would not prefer to use these new
systems even though the systems have stronger positive impact
on organizational and personal productivity than the traditional
face-to-face and paper-based systems do.

Finally, business and managerial communication educators
should consider including the media-richness and media-choice
theory and communication technology training into their cur-
ricula and requiring students to complete their course assign-
ments by choosing appropriate systems.
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Abstract

To determine if workforce skills North Carolina employers identified as being required by high school graduates for entry-
level employment were integrated into the North Carolina Marketing Education Standard Course of Study, a matrix was
developed. If industry leaders identified a competency or skill as being required for entry-level employment and that compe-
tency or skill was covered in more than 50% of the Marketing Education course offerings, then the skill was considered to be
included in the North Carolina Marketing Education Standard Course of Study.

Introduction

Many young people across the country are entering the labor
market without the necessary skills to succeed, while employers
are having difficulty finding the trained workers needed to com-
pete in today’s global economy (Everett, 1995). Industry and
education leaders conceive this to be the result of a lack of un-
derstanding by the North Carolina State Department of Public
Instruction and current workforce preparedness educators’ and
employers’ view of what should be taught in the public school
system. With this belief in mind, as well as the constantly chang-
ing workforce, the continued demand for skilled employees re-
quires educators to recognize and understand what skills
employers think should be taught in high school. Further, the
North Carolina Marketing Education Standard Course of Study
used by educators as a curriculum guide should reflect the skills
that employers believe should be taught during secondary edu-
cation. For proper skill attainment, current workforce prepared-
ness educators, such as marketing educators, should prepare
students for the workplace by using the North Carolina Market-
ing Education Standard Course of Study. In order to have a
properly prepared workforce, the North Carolina Marketing
Education Standard Course of Study should emphasize the same
skills that employers perceive as important for initial employ-
ment.

In the past, marketing education coordinators may have only
emphasized routine, repetitive tasks. For example, marketing
educators in high schools may have taught routine, repetitive
tasks such as operating cash registers or stocking shelves. How-
ever, these simple skills may lessen the likelihood of promotion
or advancement in the workplace. Performing such repetitive
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tasks may have limited employee’s possibility of acquiring more
complex skills such as leadership skills (Agency for Instruc-
tional Technology, 1992; Camevale et al., 1991; Dole, 1989;
McLaughlinet al,, 1988; U.S. Department of Labor et. al, 1988).
Yet, leadership skills are not part of the marketing education
curriculum since North Carotina teachers are emphasizing cog-
nitive-type skills at the same time that North Carolina employ-
ers are indicating the need for affective domain-type skills (Volk
& Peel, 1994).

Another challenge facing educational leaders is convincing teach-
ers that a change might be needed in the content taught in the
classroom. When a standard course of study is developed for
educators to follow, the content to be taught is presented in a
suggested format. As a result, the format is continuously fol-
lowed year after year without any adjustments to the content.
Consequently, the skills taught to students today may be the same
skills taught to students ten years ago. More advanced futuristic
skills used in today’s workforce are rarely introduced to the stu-
dent in the workforce preparedness programs (Berryman &
Bailey, 1992). In turn, students may be exiting secondary school
with inadequate, out-of-date skills no longer used in the work-
place (SCANS, 1992). Thus, communication is needed between
employers and educators to determine what skills should be in-
cluded in the Marketing Education Standard Course of Study.
With the apparent lack of communication between employers
and marketing educators, marketing high school program
completers exit high school with cognitive- and psychomotor-
type skills but lack affective-domain type skills needed when
entering the world of work (Volk & Peel, 1994). Business lead-
ers, according to Everett (1995), indicated employees with a
higher level of employability skills are needed. Thus, business
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leaders and marketing educators need to collaborate to deter-
mine the skills that should be taught in the workforce prepared-

ness program.
Statement of Problem

The collaboration that has taken place between business leaders
and marketing educators led to the development of school to
work or JobReady (as it is known in North Carolina). However,
the issue of JobReady is still emerging. Many school systems
and businesses are beginning to realize the importance of devel-
oping JobReady programs to prepare students for work and
postsecondary education. Thus, JobReady allowed employers to
obtain workers who are better prepared to (1) make decisions,
(2) work as team players, (3) solve problems, and (4) learn
(Everett, 1995). These skills are what industry leaders believe
should be taught by educators in the classroom. Educators who
emphasize JobReady programs build connections between the
critical skills and competencies industry leaders aid education
leaders believe are needed for students to succeed beyond the
school house to the roles they, the students, exhibit upon leaving
school to become workers, parents, and citizens (Dewey, 1916).

Educators followed the North Carolina Marketing Education
Standard Course of Study 10 track students into particular jobs.
The tracking curriculum instructed educators to provide insight
on the student’s work habits. However, tracking provided no
real insight to the educator regarding the desires of industry
leaders’ beliefs of what should be taught in the classroom. Many
educators started and ended the analysis of the student’s job sta-
tus by simply checking 1o see if the students were working ac-
cording to their schedule. In addition, a lack of communication
was apparent between the student’s employer and the educator
which disallowed the educator to identify the skills that employ-
ers believed the student should be taught in the classroom. With-
out the identification of those needed skills, the student fell into
routine work habits such as operating cash registers and stock-
ing shelves. These repetitive tasks resulted in a lack of realiza-
tion as to what skills students should be taught in the classroom.
Instead of tracking students into particular jobs, JobReady broad-
ened students career options by broadening their skill level
(Everett, 1995). In turn, students who participate in JobReady
programs gained insight on what skills that they, the students,
would not have otherwise gained.

The success of the JobReady program depended upon proper
skill identification and preparation. For proper skill identifica-
tion and preparation to occur, the preference of skills employer’s
view as important for high school graduates must coincide with
educator’s view of which skills are most important. According
to the Inventory of Workforce Skills Needed by High School
Graduates (IWSRBGHG) (Peel, Joyner,& Volk, 1997), nine
skills are deemed necessary for proper skill preparation. These
skills included: (1) Critical Thinking Skills (2) Group Interac-
tion Skills (3) Reading, Writing, & Math Skills (4) Communi-
cation Skills (5) Personal Development Skills (6) Computer
Skills (7) Technological System Skills (8) Leadership Skills and
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(9) Employability Skills. Are these skills included in the North
Carolina Marketing Education Standard Course of Study? In
addition, are these skills taught in North Carolina Marketing
Education Programs? Logically, the problem of this study is to
determine if the skills identified by employers in the IWSNBHSG
(Peel, Joyner, & Volk, 1997) as being important are included in
the Marketing Education Standard Course of Study.

Hypothesis

The following null hypothesis was tested: A significant differ-
ence will not exist in the skills identified by selected North Caro-
lina employers required for entry-level employment and the
Marketing Education curriculum as mandated by the North Caro-
lina Standard course of study.

Review of Related Literature

As previously indicated, the purpose of this study was to deter-
mine perceptions of what skills are needed for high school gradu-
ates to be employable IN entry-level positions. A review of related
literature revealed extensive information concerning workplace
skills. The review of related literature presented is limited to
the complexity of communication, and the reading and writing
skills included in IWSRBHSG (Peel, Joyner, & Volk). The re-
view of these employability skills describes the desire of em-
ployers’ requirements for the workplace and employer’s beliefs
of what workforce preparedness skills should be included in the
North Carolina Marketing Education Standard Course of Study.
The literature also gives a perspective of how knowledge and
ability to learn connects to the work world.

Waorkforce Skills

Students need the ability to perform in a new environment—the
work world (Greenville, Pitt Chamber, 1995). Much of the re-
cent attention toward improving communication skills of high
school graduates may be accredited to the Secretary’s Commis-
sion on Achieving Necessary Skills (SCANS) Report (U.S. De-
partment of Labor, 1991). The SCANS report captured the
attention of educators, parents, politicians, and business leaders
by addressing the “workplace know how” (Echternacht & Wen,
Ling-Yu). In addition, SCANS outlined changes in the world of
work and the demands of the current workplace. One result of
the SCANS report has led North Carolina workforce prepared-
ness educators to develop a JobReady program to enhance high
school graduates’ skills. Thus, the JobReady program sets the
agenda of how the program will be implemented into the North
Carolina State Curriculum, specifically Marketing Education.
Successful integration of the proper skills into the North Caro-
lina Marketing Education Standard Course of Study requires
cooperation between North Carolina Industry and North Caro-
lina Workforce Preparedness Educators. Therefore, industry
leaders and workforce preparedness educators should work to-
gether in developing the content of how communication skills
are to be emphasized in the North Carolina Education Standard
Course of Study.

(3]



Employers are requiring high school graduates who directly enter
the workplace to follow instructions and speak clearly. Conse-
quently, meeting employer requirements requires the high school
graduate to carefully listen to directions given and complete the
task in an orderly fashion as directed to do so. Speaking clearly
requires the graduate to communicate clearly through under-
standable spoken pronunciation. “The employee who is able to
understand directions and communicate ideas may make major
contributions in the workplace” (Volk & Peel, 1994). Thus, an
employee who possesses such skills is likely to move from an
entry-level position to an intermediate position more rapidly than
an employee who does not have such skills. For workforce skills
to become present within the high school graduate, proper skill
preparation must be provided to high school students by
workforce preparedness educators. Thus, workforce prepared-
ness educators should develop a relevant curriculum that pre-
pares students for the real world (Treichel, 1991). Preparing
individuals with proper workforce type-skills such as the ones
mentioned in IWSRBIISG may benefit high school graduates
by allowing flexible employment opportunities (Holton & Trott,
1996) within the work place. Flexibility, according to Holton &
Trott, may allow the employee to move toward higher opportu-
nities of employment within the organization if these skills are
possessed. Thus, out of incentive, a high school graduate may
perform with greater effort allowing for success in the workforce.
In order for high school graduates to meet the requirements of
business leaders for flexible employment opportunities and
achieve success in the transition of school-to-work, the North
Carolina Marketing Education Standard Course of Study should
emphasize the development of reading, writing, and listening
skills.

One common thread among business leaders is a strong belief
that high school graduates should possess strong communica-
tion skills. “The key is finding people who come to the workforce
with communication skills and the ability to learn” (“Interview,”
1997). Finding properly prepared employees allows businesses
to grow stronger as well as improve overall elements of success.
“Employers are looking for the quality of the person, work ethic,
and ability to read for information and to communicate—to in-
terface with customers and to be able to talk with them” (“Inter-
view,” 1997). The lack of communication skills training reccived
by many high school graduates prior to entering the world of
work may explain the poor performance demonstrated in the
work place. Employees who have poor communication skills
may lack the ability to develop the bond among co-workers
needed for the creation of a team within the business structure.
Therefore, communication skills, such as the ones mentioned in
the IWSRBHSG should be included in the North Carolina Stan-
dard Course of Study, specifically Marketing Education. In-
cluding communication in the North Carolina Marketing
Education Standard Course of Study prepares the high school
graduate for successful interaction among employees and fellow
employees. '

Communication skills involve listening to other people, negoti-
ating with other people, writing effectively, and speaking effi-
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ciently. “I cannot think of any skills more important than com-
munication skills” (“Interview,” 1997). Communication impacts
all aspects of our life and is applicable to the study of any field
(National Standards For Business Education, 1995). Commu-
nication skills within industry are constantly changing at a rapid
pace as new materials and procedures advance daily. As a re-
sult, proper communication skills must also advance to keep
abreast of the changing times. Thus, an advanced shift in the
improvement of communication skills must coincide with in-
dustry advancements for effective communication to exist. The
result of advancing skills in industry has not only led industry
leaders to require their employees possess effective communica-
tion skills, but, also, those same industry leaders now require
their employees possess greater customer service and teamwork
skills. “Customer service and teamwork skills are entry-level
credentials. How one learns is at least important as what one
knows” (Feller, 1996). Thus, customer service and teamwork
are communication skills critical elements to any company’s
success. -
In turn, exclusion of these two communication skills from the
North Carolina Marketing Education Standard Course of Study
denies the high school graduate proper employability character-
istics to succeed in the workplace. According to Labor Secre-
tary Robert Reich “There is a disconnect between the skills people
have and the skills the economy requires” (U.S. Department of
Labor, 1993). Employers desire high school graduates who en-
ter the workplace to possess specific entry-level credentials. Thus,
the graduate who lacks the proper entry-level skills may not be
considered for employment upon graduation. Lacking proper
entry-level communication skills may not only prevent employ-
ment opportunities, but lack of communication may prevent all
relationships within one’s livelihood (Bolton, 1979). The de-
velopment of communication skills among students starts as early
as pre-school, where young children interact among one-another
through games and simple activities. Unfortunately, many of
these games and activities which enhance communication skills
diminish through elementary, middle-grades, and high school,
as the educator falls into a repetitive task of teaching. Repeti-
tive teaching involves routine teaching of the same skills con-
sistently, year after year, without variance from the teacher’s
instructional methodology. Thus, teachers who have fallen into
this routine may deny the student an opportunity to obtain the
proper skills to communicate efficiently. “A common complaint

"by employers in business and industry is that entry level em-
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ployees lack adequate communication skills to perform effec-
tively on the job” (Singh-Gupta & Troutt-Ervin, 1997). Altering
this communication deficiency requires educators to incorpo-
rate teamwork activities throughout the student’s educational
career.

According to Bailey (1990), the success or failure of team-based
work within organizations depends upon the basis of the inter-
action among the team members. Therefore, students should learn
to cooperate, deal with issues, and handle adverse situations
through work-based simulations created by the teacher to en-
hance the students’ ability to communicate effectively. In turn,



the students may relate communication skills learned to the work-
world. Thus, the need for communication is created and can be
transferred by the student when entering the work-world. Fur-
ther, communicating effectively requires the understanding of
words used in the workforce. Thus, high school graduates need
capable reading skills. “Generally, high school graduates who
are seeking employment need to be proficient in reading at a
level comparable to reading the local newspaper” (Volk & Peel
1994). In addition to being able to read the local newspaper,
high school graduates should be able to interpret: (1) diagrams
(2) records (3) charts (4) graphs (5) tables (6) directories and
(7) specifications (SCANS, 1991). The inability to read may
limit the high school graduate ability to read and follow simple
directions; which is a skill desired by many employers. Many
factory leaders who train new mechanics to maintain modern
equipment spend more time teaching employees to read and to
be competent at basic math than on the actual technical training
(Bailey, 1990). According to Jack Smith, CEO of General Mo-
tors, education programs should focus on reading and writing
“in a way that puts this knowledge in context of what’s needed
on the job” and must give students a solid foundation in the
basic skills required in all occupations. Smith went on to say
“vocational education in high school increases the number of
options a student has” upon entering the work force. Thus,
workforce preparedness programs, specifically in the North Caro-
lina Marketing Education Standard Course of Study, should in-
clude work-place skills capable of preparing high school
graduates to possess reading skills for success in the world of
work.

Along with reading and writing, successful communication in-
volves listening. “The secret of being heard—how to really talk
to another person—is for the most part simply to listen” (Gor-
don, 1995). Listening involves understanding what a person is
saying or says. According to Gordon, listening skills should
also involve understanding nonverbal communication such as:
(1) listening to the sound of voices as much as the words 2)
Look at how people talk both with their faces and bodies. (3)
hearing with our eyes. Employees who listen attentively to their
employers may follow directions more accordingly. Thus, lis-
tening skills is another form of communication that should be
included in The North Carolina Marketing Education Standard
Course of Study.

Previous research has shown employers are disenchanted with
the level of reading skills possessed by individuals hired to fill
vacancies in the workforce (Forum, 1997). Thus, high school
graduates should possess proper reading-related interpretation
skills upon graduation. Employers are expecting their entry-
level employees to bring reading skills to the job (Forum, 1997).
If one cannot read, one may not communicate effectively. Thus,
a high school graduate who fails to communicate may fail in
relating to others (Bolton, 1979). “Eighty percent of the people
who fail at work do so for one reason: They do not relate well to
other people” (Bolton, 1979).
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North Carolina Marketing Education Standard
Course of Study :

The North Carolina Marketing Education Standard Course of
Study mentioned several times in this study was prepared by the
Public Schools of North Carolina, under the auspices of the State
Board of Education, and the Department of Public Instruction.
Within the North Carolina Education Standard Course of Study
lies seven program areas. The program areas are as follows:
(1) Agricultural Education (2) Business Education (3) Career
Development (4) Family and Consumer Science Education
(5) Health Occupation Education (6) Marketing Education
(7) Technology Education and (8) Trade and Industrial Educa-
tion. Within each program area are course blueprints, which
describe the scope of the curriculum for a given course/program.
The blueprints include units of instruction, core competencies
in each unit, and specific objectives for each competency. The
core competencies explain what overall component of the spe-
cific objective is covered.” Specific objectiVes describe the com-
petency component in more detail. Illustrated in the blueprints
are recommended sequences of the units and competencies, the
weight and importance of the objective within the course or unit,
and the number of hours to be devoted to each. The overall
intention of the blueprints is to allow teachers to follow a stan-
dard format when planning daily lessons, constructing tests, and
planning the course of work for the year. The overall mission
and purpose of the North Carolina Education Standard Course
of Study is to aid students in developing effective participation
in an international economy as workers and citizens. As a re-
sult, high school students would be properly prepared with skills
for the workplace upon graduation.

Under the guidelines of the North Carolina Education Standard
Course of Study, Marketing Education was developed to prepare
students for advanced placement in marketing and management
careers for future studies in two-year technical/community col-
leges or four-year colleges or universities. Marketing Education
combines the use of technology with academics to build this
foundation within high school students to develop competence
in marketing functions and human resource foundations. Thus,
Marketing Education provides students with skills necessary to
succeed in the workplace. The goal in preparing the North Caro-
lina Marketing Education Standard Course of Study is to assist
in marketing educators in planning effective Marketing Educa-
tion programs that connect local school systems with businesses.
One of the reasons for the linkage between public schools and
business is that business and industry leaders are demanding
that high school graduates should possess skills in academic
and technical areas. Therefore, upon graduation, high school
students should have a well-rounded education which enables
them to pursue employment or further education in their chosen
marketing career.

Within the scope of Marketing Education, students have the
opportunity to begin taking courses in seventh grade. The pro-
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gram offerings continue through 12% grade as students have the
opportunity to develop and apply leadership, social and civic
skills through DECA, an association for Marketing Education
students. Through DECA, organized activities help the busi-
ness community, faculty, and parents to interpret the Marketing
Education Program. Marketing Education Programs in second-
ary schools offer students realistic career choices regarding mar-
keting careers. Students apply communication, problem solving,
and critical thinking skills through work-based learning activi-
ties. Thus, upon graduation, high school graduates may ad-
vance more rapidly in a chosen marketing career. The Marketing
Education Standard Course of Study has six strands:

Marketing Technologies

Sales and Technical Services

Travel, Tourism, and Recreation Marketing
Business Management and Small Business/
Entrepreneurship

Fashion Merchandising

Business Administration

Research Methodology and Design

Survey research methodology and a researcher prepared matrix
were used to test the null hypothesis. Dillman (1978) stated
survey research methodology should be used when dealing with
quantitative data, controlling costs of conducting research, and
including a large portion of the population in the sample size.
Therefore, survey research was appropriate as the research in-
volved collecting and testing quantitative data from all partici-
pating North Carolina employers. A mail survey format was
used to collect data for this study. According to Kerlinger, (1986)
surveys may be used to study “large and small populations (or
universes) by selecting and studying samples chosen from the
populations to discover the relative incidence, distribution, and
interrelations of sociological and psychological variables” (p.
376). Random sampling of the population often enables research-
ers to collect the same information rendered by a census, yet
more efficiently (Kerlinger, 1986). The mail questionnaire for-
mat selected for this study ties to Kerlinger’s pattern by enabling
the researcher to collect data from a relatively large sample of
North Carolina employers more efficiently than would be pos-
sible through other means.

Participants

The participants surveyed for Mobley’s (1998) study included
all types of businesses operating in North Carolina. The sample
identified by the North Carolina Employment Security
Commission’s On-line Labor Market Information services (avail-
able at http://www.esc.state.nc.us/html/Imi.html) for the last
quarter of 1996, identified the largest private-sector employers
by county in North Carolina. Since the Employment Security
Commission released only private-sector information, some of
the listings excluded employers who were, in actuality, among
the largest within each county. For example, public universities

and government installations, which would be the largest or
among the largest of employers, were not included in the infor-
mation received from the Employment Security Commission.

Data Collection Instrument

The data collection instrument consisted of a survey question-
naire which was mailed to contacts for the largest employers
identified through the Employment Security Commission’s On-
line Labor Market Information services. The instrument design
was based upon Volk & Peel’s (1994) Basic Academic and Vo-
cational Skills Required of Employees with Only a High School
Diploma. While a limitation of that instrument is that validity
or reliability data was not reported, reliability and validity were
addressed in the methodology for this study. The resulting in-
strument was administered to 50 individuals enrolled in two
workforce development education-related courses at East Caro-
lina University. The results were collected and analyzed to test
for reliability. The Cronbach’s Alpha for the pilot study was
alpha = .92 indicating a moderately high reliability. According
to Cronbach (1951), coefficients above 0.6 are desirable and
values above 0.8 are needed for a developed scale. Therefore,
the coefficient calculated for the instrument, alpha = .92, is above
the value needed for a developed scale or instrument. To estab-
lish validity of the instrument, a panel of five experts reviewed
the instrument. Reviewers were familiar with either workplace
skills or survey research. Panel members were asked to indicate
whether each item on the instrument was valid for measuring
both (1) the requirement or non-requirement of skills and
(2) the possession or non-possession of skills. Items that were
not clear to the panel members were either eliminated or recon-
structed.

Because the Volk & Peel (1994) study sought response from
manufacturing firms only, with 500 or more employees, the
present study required that the instrument be adapted to accom-
modate a broader range of businesses. Thus, the wording of
demographic items reflected the expanded emphasis. Thus, re-
taining the original Volk & Peel (1994) descriptors, the survey
collected data related to respondents’ opinions regarding the
extent to which skills were required from a high school gradu-
ate upon initial employment. The IWSNBHSG (Peel, Joyner, &
Volk, 1997) addressed the following skill areas: (a) reading,
writing, and math skills; (b) communication skills; (c) critical
thinking skills; (d) group interaction skills; (e) personal devel-
opment skills; (f) computer skills; (g) leadership skills; and
(h) employability skills. Respondents were instructed (1) to place
a check in the box to indicate if the skill was required for initial
employment of high school graduates and (2) to place a check in
the box to indicate if the skill was possessed by high school
graduates at the time of initial employment.

Instrument Coding

Each instrument was coded using a six-digit number to identifyv
the county, the type of business/industry, and the actual firm
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receiving the survey. This information enabled the researcher
to determine the status of survey instruments as well as to de-
segregate data based on demographics. Approximately two weeks
after the initial mailing, two other attempts were made to im-
prove the overall response rate. A second mailing was made
addressing individuals who had not responded to the first mail-
ing. Approximately two weeks after the second mailing, the
researcher contacted non-respondents via telephone to request
that the contact person complete the instrument. The data col-
lection procedures used for assembling and mailing question-
naires and appropriate follow-up mailings were modeled after
the procedures advocated by Dillman (1978).

Matrix Development

Representatives from employers in each of North Carolina’s 100
counties were requested to indicate if certain workforce skills
were required for initial employment by high schools graduates.
In addition, participants were requested to indicate if a ma,ority
of high school graduates possessed certain workforce skills at
the time of initial employment. To test the null hypothesis, 4
significant difference will not exist in the skills identified by
selected North Carolina employers required for entry-level
employment and the Marketing Education curriculum as man-
dated by the North Carolina Standard course of study, Mobley
(1998) used the Chi-Square Test of Independence to identify the
skills employers perceived as being required for entry-level
employment. The dependent variable was the workforce skill;
while the independent variables were (1) two points of the
workforce skill: required or not required and (2) two additional
points of the workforce skill: possessed or not possessed. The
Chi Square Test of Independence was used to ascertain the prob-
ability of observed differences among employers regarding (1)
the required or non-required status of a workforce skill and )
the possessed or not possessed status of a workforce skill. Ac-
cording to Hinkle, Wiersma, and Jurs (1979), the Chi Square
statistic is frequently used to compare two or more groups on a
nominal or categorical variable with two or more categories.
The results from the Chi-Square Test of Independence formed
the first part of the matrix. The skills identified from the Chi-
Square Analysis as significant were placed on the lefi side of the
matrix grid.

To form the second part of the matrix grid, the North Carolina
Marketing Education Standard Course of Study was used. The
North Carolina Marketing Education Curriculum covers grades
7 - 12; however, only courses at the secondary level were in-
cluded in the study. A component of the Marketing Education
Curriculum is Vocational Education Competency Achievement
Tracking System (VoCats). These VoCats course blueprints con-
tain competencies and objectives pertaining to the course con-
tent to be covered throughout the year or semester. The
competencies for each marketing education course with a devel-

oped VoCats course blueprint were placed at the top of the grid.
Each skill identified as being required by employers for initial
employment after graduation from as high school was compared
to the competencies obtained from the North Carolina Market-
ing Education course blueprints. Within the matrix, the re-
searcher placed an “x” in the grid box where the skills coincided.
Inother words, the “x” was placed to indicate that a course com-
petency matched a skill identified as being required for entry-
level employment. A blank grid box indicated the skills were
not a part of the VoCats course blueprints. Ultimately, the re-
sults from the grid allowed the researcher to identify what skills
were indicated by employers and included in the North Carolina
Marketing Education Standard Course of Study and what skills
were indicated by employers, but not included in the North Caro-
lina Marketing Education Standard Course of Study.

Data Collection Process

Questionnaires were mailed to each of the human resource man-
agement officers of 1,000 North Carolina Firms. Of these 1,000
survey instruments, 32% or 320 instruments were mailed to
employers in the Coastal geographical region of North Caro-
lina, 43% or 430 instruments were mailed to employers in the
Piedmont geographical region of North Carolina, and 25% or
250 instruments were mailed to employers in the Mountain geo-
graphical region of North Carolina. Questionnaires were returned
by 105 respondents from 72 counties in North Carolina.

The first and second mailing attempted to obtain the probable
response rate from the ten largest employers from every county
in North Carolina. As mentioned earlier, the Employment Se-
curity Commission web list and county Chambers of Commerce
were used to obtain addresses. If the top ten employers could
not be identified from the Employment Security Commission
web list or county chamber’s, a substitution was made with an
equivalent size company from the North Carolina Manufacturer’s
Register. The first mailing consisted of 792 mailed surveys—81
surveys were returned, 62 were usable. A second mailing was
sent to 400 individuals from businesses that had not responded
to the first mailing. Thirty-five surveys were returned—30 were
usable. From the 80 responses received from the first two mail-
ings, the number of responses received per county ranged from
1 t0 4. With the goal of representation from each of the 100
counties in North Carolina, the probable response rate was us-
able instrument per North Carolina county. Approximately two
weeks after the second mailing, one business in a county that
had not responded to the survey was contacted via fax. Twenty-
five additional businesses that had not previously responded were
contacted via fax. Fifteen of those twenty-five businesses re-
sponded, and all of those were usable. The results of the three
attempts to collect data generated 105 respondents from 72 of
the 100 counties. With the response rate being 105 of 1,000
plus instruments, a stratified sampling technique was then em-
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ployed to obtain a representative sample based on the three geo-
graphical regions—Mountain, Piedmont, and Coastal—of North
Carolina. Information presented in Figure 1.1 describes the
number of counties per North Carolina geographical region, the
number of employers per North Carolina geographical region
based upon the 1997 North Carolina Manufacturers Directory,
the percentage of employers per North Carolina geographical
region, the number of responses per geographical region, and
percentage of responses per North Carolina geographical re-
gional.

Coastal Region. The percentage of employers in the Coastal
Region was 32%, while the percent of respondents from the
Coastal Region was 30%. The percent of participants respond-
ing from the Coastal Region was approximately the same as the
percent of employers in the region. Therefore, the percent of
respondents was representative of the number of employers in
the Coastal Region.

Piedmont Region. The percentage of employers in the Pied-
mont Region was 43%, while the percent of respondents from
the Piedmont Region was 44%. The percent of participants re-
sponding from the Piedmont Region was approximately the same
as the percent of employers in the Piedmont Region. Therefore,
the percent of respondents was representative of the number of
employers in the Piedmont Region.

Mountain Region. The percentage of employers in the Moun-
tain Region was 25%, while the percent of respondents from the

Mountain Region was 26%. The percent of participants respond--

ing from the Mountain Region was approximately the same as
the percent of employers in the Piedmont Region. Therefore,
the percent of respondents was representative of the number of
employers in the Mountain Region.

With the low response rate from the top 10 employers in each of
North Carolina’s 100 counties, a stratified sample based upon
the three North Carolina geographical regions was used. Based
upon this information—when the respondents are grouped by
region—the number of respondents corresponds accordingly to
the number of employers within the region. Therefore, the re-
sults are generalizable by North Carolina geographical regions.

Methodology

For this study results from a survey questionnaire (Mobley, 1998)
mailed to employers identified through The Employment Secu-
rities Commission (available at http:/Awww.esc.state.nc.us/himl/
Imi.html) On-line Labor Market Information services for the last
quarter of 1996. The survey collected data related to employer
opinions regarding the extent to which skills were required for
high school graduates employment upon entering the workforce.
The survey addressed the following skill area: (a) reading, writ-
ing, and math skills; (b) communication skills; (c) leadership
skills; (d) group interaction skills; (e) personal development
skills; (f) computer skills; (g) leadership skills; and (h) employ-
ability skills. Respondents were instructed to: (1) place a check
in the box to indicate if the skills was required for initial em-
ployment of high school graduates and (2) place a check in the
box to indicate if the skill was possessed by high school gradates
at the time of initial employment.

Analysis of Data

A researcher prepared matrix was used to ascertain if the course
competencies identified by the North Carolina Standard Course
of Study concurred with the skills identified by Mobley (1998)
as being required for entry-level employment in North Caro-
lina. Once skills were identified by Mobley (1998) those skills
were compared to the North Carolina Marketing Education
Course of Study Blueprints. The completion of the matrix pro-
duced results that allowed the researcher to identify both the
skills indicated by employers as being required for entry level
employment and included in the North Carolina Marketing Edu-
cation Standard Course of Study as well as those skills which
were indicated by employers as being required for entry level
employment but were not included in the North Carolina Mar-
keting Education Standard Course of Study. The completed
matrixes were verified by a third party who was an expert in
workforce development skills. The verification by an external
party allowed for a revisement within the matrix if needed.

The acquisition of the North Carolina Marketing Education Stan-
dard Course of Study unfolded into a two-step process. The first
contact was made to a North Carolina Marketing Education State

Figure 1.1

Total Number of Percent  Survey Pecent

_ Employers by by Response by by

NC Region Count Region Region  Region Region
Coastal 32 3,331 32% 32 30%
Piedmont 33 4,476 43% 46 44%
Mountain 35 2,602 25% 27 26%
Total 100 10,409 100% 105 100%




Department of Public Instruction Consultant to obtain all sec-
ondary level marketing VoCATS course blueprints. The first
contact resulted in the acquisition of six of 10 secondary level
VoCATS course blueprints. A second attempt was made, once
again, to request from a state consultant for acquisition of the
four missing blueprints. The result was an acquisition of two of
the four remaining blueprints. However, it was learned that two
of the VOoCATS blueprints were unavailable. Thus, Marketing
Advanced Studies, Course 6699, and Marketing Technology and
Media, Course 6665, were excluded from this study. The courses
from the North Carolina Marketing Education VoCATS Blue-
prints included in this study were as follows: (1) Business and
Financial Management I & II; (2) Fashion Merchandising;
(3) Marketing Education; (4) Marketing Management; (5) Prin-
ciples of Business I & II; (6) Small Business/Entrepreneurship I
& II; (7) Strategic Marketing; and (8) Travel, Tourism, and Rec-
reation Marketing.

To zssist the reader in comprehending the tables developed by
the researcher, the layout of each section is as follows: Tables
are used to present containing competencies included in the
course being analyzed and the workforce skills indicated by
employers as required for entry-level employment upon gradua-
tion from high school. The top of the table contains the course

competencies, while the left side of the table contains the
workforce skills. If the competencies included in the particular
Marketing Education course addressed the skills indicated by
employers’ for entry-level employment, an “x” was placed in
the grid box. A blank grid box indicates the skill was not ad-
dressed by the North Carolina Marketing Education Standard
Course of Study. Information presented in Tables 1-8 indicates
if the skills were or were not addressed by the course compe-
tency. Course competencies appear on top part of the matrix
grid. The skills identified by Mobley (1998) that employers re-
quire for entry level employment: (1) ability to read newspa-
pers, (2) understand job-related words, (3) perform simple math
Junctions, (4) listen to presentations, (5) follow instructions, (6)
give clear directions, (7) speak in clear sentences, (8) trouble-
shoot problems, (9) understand problem solving, (10) make in-
dependent decisions, (11) work well with colleagues work, (12)
well with supervisors, (13) work well as a team-member, (14)
recognize gender equality and (15) cultural diversity, (16) par-
ticipate in group discussion, (17) respect other opinions, (18)
have a willingness to ask questions, (19) exhibit self-esteem,
(20} establish personal goals, (21) work toward advancement,
(22) recognize career options, (23) possess organizational skills,
(24) demonstrate punctuality, (25} maintain work habits, and
(26) practice a healthy lifestvle.
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Business and Financial Management I & IT
Table 1

Matrix for Workforce Skills and Marketing Education Course No: 6625 (Business Management I and /)]
6625 | 6625B [ 6625 {6625 [ 6625 |6625 |6625 | 6625 [66251]6625
A C D E F G H J
Business Management 6625: | & {|
Reading, Writing, & Math
Read newspaper X X X X
Understand job-related words X X X X X X X X
Perform simple math functions X X X X X X
Communication Skills
Listen to presentations X X
Follow instructions X X X X
Give clear directions X X X X X
Speak in clear sentences X X X X
Critical Thinking Skills
Troubleshoot problems X X X X X X
Understand problem-solving X X
Make independent decisions X X X X X X X
Group Interaction Skills
Work well with colleagues X
Work well with supervisors X
Work well as a team-member X X X 4
Recognize cultural diversity X X X X
Recognize gender equality X X X X X
Participate in group discussion X X X
Respect other opinions X X
Willing to ask questions X X X X
Personal Development Skills
Exhibit self-esteem X X
Establish personal goals X X
Work toward advancement X X
Recognize career options X X X
Leadership Skills
Organizational effectiveness X X X X X X X
Employability Skills
Demonstrate punctuality X X X
Maintain work habits X X X X X
Practice a healthy lifestyle X X X
Take pride in work X X X
Have knowledge of company X X X X X X
Maintain quality standards X X X X X
Technological Systems Skills
Select proper equipment for task X X X
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Marketing Management
Table 2

Matrix for Workforce Skills and Marketing Education Course No: 6822 (Marketin

> Management)

6822A

68228

6822C

6822D

6822E | 6822F

6822
G

6822
H

68221

6822J

6822

6822

Marketing Management 6822

Reading, Writing, & Math

Read newspaper

Understand job-related words

Perform simple math functions

Communication Skills

Listen to presentations

Follow instructions

Give clear directions

Speak in clear sentences

» [ | |

»x | |x |»

»x |» | [»

Critical Thinking Skills

Troubleshoot problems

Understand problem-solving

Make independent decisions

Group Interaction Skills

Work well with colleagues

Work well with supervisors

Work well as a team-member

Recognize cultural diversity

Recognize gender equality

»x | | | |x

Participate in group discussion

Respect other opinions

Willing to ask questions

Personal Development Skills

Exhibit self-esteem

Establish personal goals

Work toward advancement

Recognize career options

Leadership Skills

Organizational efiecliveness

Employability Skills

Demonstrale puncluality

Maintain work habits

Practice a healthy lifestyie

Take pride in work

Have knowledge of company

Maintain quality standards

Technological Systems Skills

Select proper equipment for task

BEST COPY AVAILABLE
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Small Business/Entrepreneurship
Table 3
Matrix for Workforce Skills and Marketing Education Course No: 6615 (Small Business)

6615 (6615 |6615 |6615D|6615 |6615 {6615 |6615 6615|6615 |6615 [6615
A B (o} E F G H J K L
Small Bus./Entrepreneurship { & Il 6615
Reading, Writing, & Math
Read newspaper X
Understand job-related words X X X X X X X X X X X X
Perform simple math functions X X X X X X X X X
Communication Skills
Listen to presentations
Follow instructions X X X
Give clear directions X X X X X X X X X
Speak in clear sentences X X X X X X X X X X
Criticat Thinking Skills
Troubleshoot problems X X X X X X X X
Understand problem-solving X X X - X X
Make independent decisions X X X X X X X : X X
Group Interaction Skills
Work well with colleagues X X X X
Work well with supervisors X X X
Work well as a team-member X X X
Recognize cuttural diversity X
Recognize gender equality X -
Participate in group discussion X X X
Respect other opinions X X .
Willing to ask questions X X X X X
Personal Development Skills
Exhibit self-esteem X X X X X
Establish personal goals X
Work toward advancement X X
Recognize career options X X X X
Leadership Skills
Organizational effectiveness X X X X X X X
Employability Skills
Demonstrate punctuality X X X
Maintain work habits X X X X X
Practice a healthy lifestyle X X X
Take pride in work X X X
Have knowledge of company X X X X X X X X X X X
Maintain quality standards X ) X X X X
Technological Systems Skills
Select proper equipment for task X X X X

o
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Marketing
Table 4
Matrix for Workforce Skills and Marketing Education Course No: 6621 (Marketing)

6621 16621 |6621 |6621 |6621 |6621F 6621 |6621

A B C D E G H
Marketing 6621
Reading, Writing, & Math
Read newspaper X X X X X
Understand job-related words X X X X X X X X
Perform simple math functions X X X X
Communication Skills
Listen to presentations X X X X X X
Follow instructions X X X X X X X
Give clear directions X X X X X X X
Speak in clear sentences X X X X X X X X
Critical Thinking Skills
Troubleshoot problems
Understand problem-solving X
Make independent decisions X X
Group Interaction Skills
Work well with colleagues X X X
Work well with supervisors X
Work well as a team-member| x X
Recognize cultural diversity |  x X X
Recognize gender equality| x X X
Participate in group discussion X

Respect other opinions

Willing to ask questions X X X

Personal Development Skills

.Exhibit self-esteem

X X X
Establish personal goals X X X
Work toward advancement X X
Recognize career options X X X X
Leadership Skills
Organizational effectiveness X X X X X
Employability Skills
Demonstrate punctuality X X X
Maintain work habits X X X
Practice a healthy lifestyle X X
Take pride in work X X
Have knowledge of company X X X X X X X
Maintain quality standards X X X X X X
Technological Systems Skills
Select proper equipment for task X X X X
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Principles of Business I & 11
Table §

Matrix for Workforce Skills and Marketing Education Course No: 6600 (Principles of Business 1 & 11)
6600 | 6600 | 6600 | 6600 | 6600 | 6600 | 6600 | 6600 | 6600 | 6600
A B8 (o} D E F G H | J-
Principles of Business | & |l 6600
Reading. Writing, & Math
Read newspaper| x X X X X X
Understand job-related words X X X X X X X X X
Perform simple math functions X X X X X X X X X
Communication Skills
Listen to presentations X X
" Follow instructions X X X X X X X
Give clear directions X X X X X
Speak in clear sentences X X X X X X
Critical Thinking Skills
Troubleshoot problems X X X X X X
Understand problem-solving X X X X X X
Make independent decisions X X X X X
Group Interaction Skills
Work well with colleagues X X X X
Work well with supervisors X X X
Work well as a team-member X x X
Recognize cultural diversity [ x X X X X
Recognize gender equality X X X X X
Participate in group discussion X X X
Respect other opinions X X X X
Willing to ask questions X X X X X X
Personal Development Skills
Exhibit self-esteem X X
Establish personal goals X X X
Work toward advancement X X X X
Recognize career options X X
Leadership Skills
Organizational effectiveness X X X X X X X X
Employability Skills
Demonstrate punctuality X X X
Maintain work habits X X X X X
Practice a healthy lifestyle X
Take pride in work X X X
Have knowledge of company X X X X X X X X
Maintain quality standards X X X X X
Technological Systems Skills
Select proper equipment for task X X X X X X X X
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Fashion Merchandising
Table 6
Matrix for Workforce Skills and Marketing Education Course No: 6636 (Fashion Merchandising)

6636A | 6626B | 6636C | 6636D | 6636E | 6636F | 6636
G
Fashion Merchandising: 6636
Reading, Writing, & Math
Read newspaper X X X X
Understand job-related words X X X X X X
Perform simple math functions X X X
Communication Skills
Listen to presentations X X X
Follow instructions X X X
Give clear directions X X X X X
Speak in clear sentences X X X X X X
Critical Thinking Skills
Troubleshoot problems X X X X
Understand problem-solving X X X
Make independent decisions X X X X
Group Interaction Skills
Work well with colleagues X X
Work well with supervisors X
Work well as a team-member X X X X
Recognize cultural diversity X X X X
Recognize gender equality X X X X
Participate in group discussion X X
Respect other opinions X
Willing to ask questions X X X X X
Personal Development Skills
Exhibit self-esteem X X X X
Establish personal goals X X X
Work toward advancement X X
Recognize career oplions X X X
eadership Skills
Organizational effectiveness X X X X X
Employability Skills
Demonstrate punctuality X X X
Maintain work habits X X X
Practice a healthy lifestyle X X
Take pride in work X X X X
Have knowledge of company X X X X X
Maintain quality standards X X X X
Technological Systems Skills
Select proper equipment for task X X X X

62

ERIC e

Aruitoxt provided by Eic:



Travel, Tourism, and Recreation Marketing

Table 7

Matrix for Workforce Skills and marketing Education Course No: 6645 (Travel & Recreation)

6645 6645 6645 6645 6645 6645
A B Cc D E F
Travel/Tourism, & Recreation 6645
Reading, Writing, & Math
Read newspaper X X X X X
Understand job-related words X X X X X X
Perform simple math functions X X
Communication Skills
Listen to presentations X X
Follow instructions X X X
Give clear directions X X X X X
Speak in clear sentences X X X X X X
Critical Thinking Skills
Troubleshoot problems X X
Understand problem-solving X
Make independent decisions X X
Group Interaction Skills
Work well with colleagues X X
Work well with supervisors X X
Work well as a team-member X X -
Recognize cultural diversity X X X
Recognize gender equality X X X
Participate in group discussion X X
Respect other opinions X
Willing to ask questions X X X
Personal Development Skills
Exhibit self-esteem X X X
Establish personal goals X X
Work toward advancement X X
Recognize career options X X
Leadership Skills
Organizational effectiveness X X X X X X
Employability Skills
Demonstrate punctuality X X
Maintain work habits X X
Practice a healthy lifestyle X X
Take pride in work X
Have knowledge of company X X X X
Maintain quality standards X X X X
Technological Systems Skills
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Strategic Marketing

Table 8
Matrix for Workforce Skills and Marketing Education Course No. 6626 (Strategic Marketing)
6626 | 6626 | 6626 | 6626 | 6626 | 6626 | 6626 | 6626 | 6626 | 6626 | 6626 | 6626
A B C D E F G H I J K L
Strategic Marketing 6626
Reading, Writing, & Math
Read newspaper X X X X X X X
Understand job-related words X X X X X X X X X X
Perform simple math functions X X X X X X X
Communication Skills
Listen to presentations X X X X X X
Follow instructions X X X X X X X X X
Give ciear directions X X X X
Speak in clear sentences X X X X X X X
Critical Thinking Skills
Troubleshoot problems X X X X X X X X
Understand problem-solving X X X
Make independent decisions X X X X
Group Interaction Skilis
Work well with colleagues X X X X
Work well with supervisors X X X X X
Work well as a team-member X X X X
Recognize cultural diversity X X X X
Recognize gender equality X X X X
Participate in group discussion X
Respect other opinions X X
Willing to ask questions X X X X
Personal Development Skills
Exhibit self-esteem X X X X X
Establish personal goals X X X
Work toward advancement X X X X
Recognize career options X X X X
Leadership Skills
Organizational effectiveness X X X X X X X X
Employability Skills
Demonstrate punctuality X X X X
Maintain work habits X X X
Practice a healthy lifestyle X X X
Take pride in work X X
Have knowledge of company X X X X X X X X X X
Maintain quality standards X X X X X X X
Technological Systems Skills
Select proper equipment for task X X X X X X X X X X
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Discussion
Reading, Writing, and Math

When the skills identified by Mobley (1998) that employers in-
dicated were required for entry-level employment upon gradua-
tion from high school were compared to the North Carolina
Marketing Education Standard Course of Study, the following
reading, writing, and math skills—(1) understand job-related
words, (2) reading newspapers, and (3) comprehending simple
math functions—were included in the course of study. Based
upon the data collected within this study, the North Carolina
Marketing Education Standard Course of Study is addressing
skills needed for success in the workforce.

Communication Skills

Business leaders also indicated high school graduates who di-
rectly enter the workforce possess efficient communication skills
to speak in clear sentences, follow instruction, give clear direc-
tions, and listen to presentations. Employers deem communica-
tion skills important for entry-level success in the workforce.
High school graduates should possess communication skills to
develop a bond between co-workers—consequently, teamwork
develops. As mentioned earlier, almost 80% of people who fail
at work do not relate well with others. Thus, communication
skills are and should be in the North Carolina Marketing Edu-
cation Standard Course of Study.

Critical Thinking Skills

When the skills identified by Mobley (1998) that employers in-
dicated were required for entry-level employment upon gradua-
tion from high school were compared to the North Carolina
Marketing Education Standard Course of Study, the following
critical thinking skills were not included in the course of study.
The critical thinking skills not covered were: (1) troubleshoot
problems, (2) understand problem solving, and (3) make inde-
pendent decisions. Based upon the data collected within this
study, the North Carolina Marketing Education Standard Course
of Study is not addressing skills needed for success in the
workforce

Based upon the data collected, a clear pattern could be ascer-
tained regarding the status of inclusion or non-inclusion of the
skills identified by Mobley (1998) that were required by em-
ployers for entry-level employment upon graduation from high
school in the North Carolina Marketing Education Standard
Course of Study. Thus, there is little likelihood that the skills
identified by employers as being required for entry-level em-
ployment were not being taught by marketing educators. There-
fore, the null hypothesis—A significant difference will not exist
in the skills identified by selected North Carolina employers re-
quired for entry-level employment and the North Carolina Mar-
keting Education curriculum as mandated by the North Carolina
Marketing Education Standard Course of Study—was rejected.
As a result, the skills required for entry-level employment were
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not a major component of the North Carolina Marketing Educa-
tion Standard Course of Study.

Conclusion

Numerous high school graduates across the country are enter-
ing the workforce lacking the necessary skills to succeed. Ap-
parently, a lack of understanding is present between workforce
preparedness educators and employers across the state of what
should be taught in high school. Thus, collaboration must oc-
cur between marketing educators and business leaders to design
a Marketing Education Standard Course of Study that addresses
the needs of business and industry.

Regardless of whether or not workforce educators and business
leaders will use studies such as these to collaborate in building
workforce preparedness programs, it is important for educators
to research its use as they would for any new information re-
garding improving education-programs. Further, all educators
and business leaders should become aware of how workforce
preparedness programs enhance a student’s ability to succeed,
not only in the workplace, but also in life, itself.

As America moves into the 21* Century, today’s workforce will
be quite different from tomorrow’s workforce. The impact of
low productivity, skilled and unskilled workers, and changing
workplace demographics will continue to-be felt throughout
America’s economy. Thus, America’s educational community
will be in a good position to positively. affect tomorrow’s
workforce. According to the literature review, business and in-
dustry will need problem-solvers, critical thinkers, cooperative
and responsible workers, and highly skilled, multi-talented em-
ployees (Stitt-Gohdes, 1996). Therefore, workforce development
education must provide educational opportunities that will pre-
pare students for tomorrow’s workplace. In order to provide
these educational opportunities, workforce development educa-
tors will need to understand what skills business and industry
require for entry-level employment as well as which of those
skills required for entry-level employment are currently in the
North Carolina Marketing Education Standard Course of Study.
After all, today’s students will become tomorrow’s workforce.
In order to be gainfully employed, those students will need spe-
cific workplace skills to be successful in the 21* Century.

References

Agency for Instructional Technology. (1992). Workplace
readiness. Bloomington, IN: Agency for Instructional Tech-
nology.

Berryman, S.E., & Bailey, T.R. (1992). The double helix of
education and the economy. New York, NY: The Institute on
the Education and Economy, Teachers College, Columbia Uni-
versity.

Bolton, R., (1979). People Skills: How To Assert Yourself,
Listen To Others, and Resolve Conflicts. (6-7).

65

59



Dewey, J. (1964). How We Think: A Reinstatement of the
Relation of Reflective Thinking to the Education Process. In
R.D. Archambault (Ed.), John Dewey on Education. (242-259).
Chicago, IL: The University of Chicago Press.

Echternacht, L.., Wen Yang, L. M. The Importance of Work-
place Basics Competencies (SCANS) as Perceived by Business
Teachers. NBTE REVIEW. Iss. # 22, 38-41 (1995).

Employers’ Perceptions of Work Skills., NABTE Review-
Spring 1997. Business Education Forum. April, 1997. (11-
17).

Everett, D. (1996). Delta PI Epsilon: Utilizing Action Re-
search to Assess a Teaching Philosophy. 227-241.

Feller, R. (1996). The Future of Work. Vocational Educa-
tion Journal. April, 1996. (24-27).

Holton, E.F., Trott, JW., (1996). Trends Toward A Closer
Integration of Vocational Education and Human Resource De-
velopment. School of Vocational Education, Louisiana State Uni-
versity.

Interview With Business and Industry: What Do Employers
Want? Techniques: Making Education and Career Connec-
tions. May, 1997. (22-25).

Peel, HP, Joyner, R.L., & Volk, K. (1997). Survey Instru-
ment: Inventory of Workforce Skills Needed by High School
Graduates.

Peel, H.P, Volk, K. (1994). Executive Summary: Basic
Academic and Vocational Skills Required of Employees With
Only a High School Diploma.

Riley, R W. (1997). Fourth Annual State of American Edu-
cation Address. Putting Standards into Action. [On-line]. Avail-
able: http://www.ed.gov./Speeches/02-1997/State of ED.htm!]

Secretary’s Commission on Achieving necessary Skills
(SCANS). (1992). Academic Innovations. [On-line]. Avail-
able: http:/fwww.esc.state.nc.us/html/Imi.htm!

Sing-Gupta, V., Troutt E, E., (1996). Assessment of Work-
place: Writing and Incorporation Into Curriculum. Depart-
ment of Technical and Resource Management, Southern Illinois
University.

Stitt-Gohdes, W. (1996). Business and Industry Need Quali-

fied. Classroom Strategies: The Methodology of Business Edu-
cation. National Business Education Yearbook, 34, pp. 1-9

66

60



Computer Competencies Needed for Entry-Level Employment

Cheryl Wiedmaier
Brett Owens
Eastern Kentucky University

usage of technology-enabled communications.

Abstract

The purpose of this study was to identify the skills needed to acquire entry-level business-related positions. The study included
interviews with corporate employers in manufacturing, banking, and insurance. Although the study attempted to identify
specific computer-related skills, this task was found to be unrealistic. However, the study did identify the following three
commonalties among the participants: software competencies used for day-to-day tasks, transferability of basic skills, and

Introduction

Although the cost of new computers have steadily fallen over
the past twenty years, the costs associated with training and re-
training staff to use this equipment have increased. These in-
creases in training costs have occurred for two reasons. First,
the costs associated with education have risen. Educational in-
stitutions and training centers must stay on the cutting edge and
have a greater abundance of equipment and software necessary
to teach staff and students the skills necessary for employment
today. Second, today’s employees are expected to be computer
literate and to accomplish specific tasks. In order to accomplish
these tasks, they must be trained properly.

The U.S. Department of Labor Secretary’s Commission on
achieving Necessary Skills (SCANS) [1992] listed five work-
place competencies and three foundation skills needed by em-
ployees at all levels. Included in these workplace competencies
were Information (which includes acquiring and evaluating data,
organizing and maintaining files, and using computers to pro-
cess information) and Technology (which includes applying tech-
nology to specific tasks). Workers who are well prepared will
allow the employer to reduce training time, reduce training costs,
and increase overall productivity of the organization.

The increase in training expenses may result in employers re-
quiring software-specific skills when hiring a new employee. A
study by Office Team concluded 70 percent of managers sur-
veyed identified the importance of an applicant possessing spe-
cific skills in software used by the company with whom they are
applying (Anonymous, 1994).

In 1997, the Human Performance Practices Survey (HPPS) was
conducted to determine the training practices and expenditures
from 540 organizations. The survey was conducted as a joint
effort of the American Society for Training and Development
(ASTD), Times-Mirror Training Group, Development Dimen-
sions International, the Forum Corporation, and the U.S. De-
partment of Labor (Bassie and Van Buren, 1998). The survey
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results concluded that $504 per employee was spent on training
in a typical private-sector organization with 50 or more employ-
ees. The expenditures were divided as follows: 39.6 percent
spent on trainers’ wages and salaries, 27.3 percent spent on out-
side payments to training companies and trainers, 13.9 spent on
tuition reimbursement, and 21.9 spent on other expenditures
(Bassie and Van Buren, 1998).

The HPPS survey also reported an average of 68.7 percent of
employees received training. Computer literacy and applica-
tions training were offered by 91 percent of the survey partici-
pants. Job-specific technical skills and computer skills received
approximately 25 percent of all training time (Bassie and Van
Buren, 1998).

The HPPS survey results concluded that a “solid relationship
does exist between a company’s performance and its workplace
learning and development practices” (Bassie and Van Buren, p.
42, 1998). Of the 540 organizations participating in the survey,
61.5 percent reported an increase of training expenditures dur-
ing 1996 while 57.7 percent expected an increase of training
expenditures in 1997 (Bassie and Van Buren, 1998).

Purpose of the Study

Business educators must work with business and industry to
determine the skills needed by students entering the workplace.
By hiring employees possessing needed skills, organizations will
be able to reduce training expenditures and increase overall pro-
ductivity. Determining the needs of organizations should be a
priority of all educational institutions and programs.

The study addressed the following questions:

1. What software do businesses use for completion of day-to-
day tasks?

2. What transferable skills do employers hope new employees
possess upon hiring?
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3. What technology-enabled communication are businesses ex-
pecting new employees to use?

Methodology

A sample of businesses indicative of the central Kentucky
economy was used. Face-to-face interviews were conducted with
human resources managers from two major manufacturers, an
independent banking institution, and a small insurance com-
pany. A list of 15 questions was prepared and used in all inter-
views. The participants were given the flexibility to discuss
additional topics. The interviews were recorded, transcribed,
and analyzed for similarities and differences.

Two major manufacturers and employers were included in the
sample. LexMark employs 6,000 employees from many of the
surrounding communities. The mission of this company is “Cus-
tomers for Life.” Toyota employs 7800 employees also from
many surrowsiding communities. The mission of this company
is to “build a high-quality vehicle that is very competitive on the
marketplace today.”

Central Bank is an independent banking institution employing
approximately 280 employees. The mission of this company is
to be “a high performance sales marketer of a financial services
institution providing the best possible quality service to our cus-
tomers.” Greater Lexington Insurance employs under 10 em-
ployees and provides insurance coverage to many area businesses.

Findings

Although a list of software packages and the specific skills gradu-
ates should possess were expected, it was determined that the
employers were approaching the problem from a different angle.
Employers are concerned with the graduate’s ability to fit into
the environment and to learn new tasks. Over the course of the
interviews, three areas emerged that represented commonalties
among the participants. These commonalties include the use of
a variety of application software packages to accomplish daily
tasks, transferability of skills, and growth in the use of technol-
ogy-enabled communication skills and software. These specific
areas are discussed in the following sections of this paper.

Daily Tasks

All company participants in the study use software to accom-
plish a variety of daily tasks including numeric manipulation,
financial reporting, and document preparation. However, a va-
riety of software packages were used to perform these tasks.

The small business that has a technologically aggressive man-
ager may be the most likely company to operating with cutting-
edge technology. Greater Lexington Insurance was the only
participant in the study to discuss the use of digital imaging and
document scanning. Furthermore, they were the only partici-
pant to indicate the use of the latest Microsoft (Windows 98)
operating system. However, at Greater Lexington Windows 98
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was only being used on the manager’s system and had not yet
been implemented company-wide.

Intellectual capital, budgetary control, and operational freedom
may be the factors that contribute to Greater Lexington’s ability
to adopt advanced technology prior to the other companies in-
terviewed during this study. Because Greater Lexington Insur-
ance has a manager who enjoys experimenting with new
technology and equipment, they possess the in-house intellec-
tual capital necessary to implement appropriate new technology
in their day-to-day operation. The size of Greater Lexington
permits new technology to be added, or upgrading existing tech-
nology, without tremendous advanced planning. Costs associ-
ated with upgrading an operating system for such a company
could range from $300 to $500. Furthermore, the autocratic
nature of many small businesses eliminates the need to go through
a long approval and adoption process.

Although each participant did discuss the use of Microsoft Of-
fice 97, it had not been fully standardized in all companies. In
many cases Microsoft Office 97 was used intermittently through-
out the company, and in most cases Microsoft Office 97 will
never be fully integrated. Both Greater Lexington Insurance
and Central Bank used industry-specific software for the major-
ity of their day-to-day tasks. This was largely as a result of the
need for compatibility with companies that they do business with.

Jerry Kroggel (manager of Greater Lexington insurance) indi-
cated, "As far as support staff use goes, it's entirely an insur-
ance-based software package that was written years ago by Rob
Thompson when he developed a company called Redshaw."
Redshaw has been purchased by Delphi and is currently avail-
able in the seventh revision. This system fulfilled all of the file
management and database needs of the company. In addition,
the Redshaw system provides word processing capabilities that
integrated the client’s address and account information as well
as provide internal documentation in the client’s record man-
agement system. This internal documentation helps employees
at Greater Lexington Insurance easily locate correspondence.
Mr. Kroggel indicated the office did have one copy of Microsoft
Office 97 that he used when preparing many financial reports.

Central Bank also used industry-specific software provided by
Marshall and Islay, their service bureau. The primary software
package used by their tellers was called PC-Teller. Central Bank
also had software that created forms and documentation associ-
ated with setting up new accounts. In addition to the industry-
specific software used by Central Bank, on the operations side
of the business they supported a Local Area Network (LAN)
which offered WordPerfect 6.1 for word processing, and Quattro
Pro spreadsheets for financial and numeric manipulation. Cen-
tral Bank has maintained a strong relationship with WordPerfect
products, and it appears that any future upgrades will include
the Word Perfect label. However, the Central Bank Trust Cor-
poration, a completely separate legal entity that shares the Cen-
tral Bank name and many clients, does exclusively use Microsoft
Office 97 products.
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LexMark employees indicated they were currently using the Lotus
Suite of products to accomplish daily tasks. However, they cur-
rently have many individuals using portions of Microsoft Office
97 and do plan to convert most of the facility in the near future.
The accounting department at LexMark is using A.G. Edwards,
a task-specific software package, and plans a conversion to People
Soft in the next year.

Almost without exception Toyota Employees used Microsoft
Office 97 for their daily tasks. However, Scott Roach indicated:

We have just converted over to a new human resources
database that is called People Soft... So depending on
what section the person is hired in, certainly People
Soft experience would be helpful, but I don=t believe
that type of system would be taught in the schooi..

This conversion will take Toyota approximately three years and
represents a tremendous financial investment for Toyota.

Transferability of Skills

All of the participants in the study were reluctant to provide a
list of computer-related skills needed and indicated they were
more concerned about corporate fit than specific skills. How-
ever, these employers expect new employees to bring basic com-
puter skills to the job just as they expect basic English speaking
skills. It quickly became apparent the way to get a job was to
have a job. Prior experience was very important. Central Bank
indicated they do not have a single position in their organiza-
tion that does not require some previous work experience. Jerry
Kroggel of Greater Lexington Insurance was more concerned
about insurance specific knowledge than other related office
skills. Toyotaand LexMark indicated they were making a strong
effort to acquire new employees through their co-op and intern
programs.

Central Bank does test very basic skills like keyboarding and
10-key calculator skills. Although such testing may appear some-
what dated, Central Bank's explanation strongly supported the
use of testing and the importance of measuring such skills. Laurie
Cunningham indicated that Central Bank often looks for a key-
boarding rate of 40 to 50 words per minute for an administrative
assistant position. Although this is may seem reasonable, Ms.
Cunningham stated: : '

I will tell you that it's a struggle for a lot of folks... a lot
of people who have a lot of computer background come
in here, but you can tell they've never been taught the
keyboard. They hack. So, when it comes to taking an
actual typing test, and that's part of the computer-based
testing... They really struggle with it because they are
self- taught hackers rather than actual typists. Although
many people know 6 or 7 software packages they
struggle with them when asked to produce a document
in a timely manner, and that comes out in the testing.

Jerry Kroggel also addressed keyboarding skills by stating the
following:

Obviously if they have had a keyboarding class as op-
posed to a Microsoft Word class, those kind of things
carry over. The keystrokes students learn for Windows
won't carry over because our system is a Unix based
program...Insurance knowledge is more important. If
a person comes from any other automated agency, and
has used any other automated insurance specific soft-
ware, they can be easily trained on our system.

At LexMark each manager evaluates the skill level of the poten-
tial employee during the interview. However, Bill Spears indi-
cated experience with software categories such as spreadsheets
or databases may be more important than having used a specific
package because packages change. Often by the time a student
graduates from college, the software packages they have learned
may have gone through many revisions.

Scott Roach indicated flexibility was probably the most critical
component necessary for a person to be successful at Toyota. He
added:

We need somebody that's flexible, somebody that can
adapt to change, multi task, when I say that I'm talking
about working on several major tasks at the same time.
All employees must be able to work with people from
all levels throughout the plant. Many things can be
taught or trained, but I believe flexibility is difficult to
teach.

Toyota strongly encourages cross-training and supports stafl
development by offering a core of in-house classes. In
addition, Toyota employees have the opportunity to attend two
out of house training activities per year. Furthermore, they are
also willing to support on-the-job training for people who are
interested in other functional areas of the operations.

Technology-Enabled Communications

Among those companies included in the study, Toyota was the
clear leader in the use of technology-enabled communications.
Toyota has an intranet, which currently uses Hyper Text Markup
Language (HTML) throughout many departments in the orga-
nization. Recently they have started to place job postings on the
World Wide Web (WWW). Scott Roach indicated:

It's amazing how powerful the Internet is. Through our
€o-op program, we put out what we call a housing packet
or housing information on the Web. This system al-
lows students to pull up a roommate list, and they can
pull up apartment information in the local area. That's
been very helpful to us. We also use e-mail and have
found it is the best way to communicate with college
students. Using e-mail has helped us avoided problems
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that existed when we had to play telephone tag and leave
messages. We also do a lot of e-mailing back and forth
to all of our affiliates, especially with the Indiana and
West Virginia facilities.

Although LexMark indicated they were not using the World Wide
Web as extensively as Toyota, future plans suggest they may
soon exceed Toyota’s use. Susan Keene stated that like Toyota,
LexMark is currently placing job postings on the internet, but
she envisions LexMark may one day have personnel forms avail-
able online. Bill Spears added:

.. . as we get more involved in the inter and intranet,
each of the various departments are going to have to be
developing their own pages. The IS (Information Sys-
tems) staff won't have the time needed on a daily basis
to do such updates. Therefore, I think HTML knowl-
edge would be a very good skill for a graduate to have.

LexMark is currently receiving many resumes as e-mail attach-
ments. However, these attachments are ofien being sent as
Microsoft Word or WordPerfect documents. Bill Spears finds
this frustrating because he does not currently have the ability to
easily read these attachments on his workstation. Mr. Spears
recommended when sending a resume via the World Wide Web
candidates should include multiple formats or simply integrate
the text in the e-mail to ensure the recipient can quickly evalu-
ate the candidate’s skills. LexMark has also found e-mail is one
of the best ways to communicate with college students and po-
tential job candidates. Lola Humphry suggested that about 40
percent of the new resumes LexMark receives do include e-mail
addresses; however, they would like to see that number grow.

Both Greater Lexington and Central Bank do have programs
that involved such communications. Jerry Kroggel of Greater
Lexington indicated: "We have the beginning stages of an agency
homepage.” He indicated Greater Lexington was currently us-
ing the World Wide Web for marketing purposes. In addition he
currently received an HTML based CD-ROM every month from
an Insurance Management Marketing program that would soon
be available online. When asked if he envisioned the use of an
HTML browser based office communication system, Mr. Kroggel
indicated:

I can yell and everybody in the office can hear me. Be-
cause of the size of our office, I don't think it's necessary

. Tight now. However, we are thinking about placing of-
fice manuals on the system in Microsoft Word format so
they can be viewed from any of the work stations.

Mr. Kroggel also admitted that currently the primary use of the
Internet access in the office was so he and the other active agents
in the office could get fishing guides and reports.

Central Bank's use of the World Wide Web included a homepage

that was administrated by the Marketing department. This
homepage included basic banking and product information.
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Although some employees at Central Bank do have access to the
World Wide Web, most employees simply need to be concentrat-
ing on the job at hand and do not need World Wide Web access
to assist them. The nature of the banking industry also requires
closed networks that offer greater security. Perhaps this is why
Central Bank’s new e-mail environment is also internally-based.

Conclusions and Implications

Educational institutions must maintain a balance between occu-
pational competencies and educational activities that are designed
to enhance the total person. The Prichard Committee on Higher
Education identified this as early as October 1981 in their re-
port entitled The Pursuit of Excellence.

The provision of occupational competence alone does
not suffice as a higher education, but higher education
is not complete without the provision of a basis for at-
taining occupational competence. These two central
purposes are in harmony when higher education of high
quality is provided. However, such harmony may be
threatened when short-range economic conditions en-
courage higher education to emphasize narrow occupa-
tional training. This tendency should be avoided. The
future will demand that workers and citizens have
breadth of knowledge and be adaptable, rather than have
narrow skills. (Prichard, p. 19)

Although this study attempted to identify a set of specific skills
needed for entry-level employment, employers who participated
in the study suggested this goal may be unrealistic if not impos-
sible due to the diverse nature of their industry’s needs. How-
ever, flexibility and depth and breadth of knowledge gained from
past experience may prove more valuable when selecting entry-
level employees.

The following four findings emerged from the commonalties
which existed among the participants in the study.

1. Business educators should be advocates of teaching con-
cepts rather than teaching specific and perishable skills.
Students need additional exposure to concepts concerning
graphics presentation technology and technology enabled
communications.

Business educators need to continue to place emphasis on
flexibility as well as transferability of skills and knowledge
in addition to the competencies identified by the SCANS
Report and addressed in the National Business Education
Association’s Yearbook (Number 30), The Hidden
Curriculum.

A set of skills needed by all employers in a geographic area
may not be attainable. However, such a list of skills may be
compiled by individual industries.

Future studies may include expanding the base of industries that
participated in the study. In addition, future studies may also
wish to explore competencies needed in specific industries.
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Abstract

The purpose of this study was to examine computer hardware and software, time, and costs involved in formal computer
hardware and software training for manufacturing firms in Pitt County, North Carolina. A survey research design was used for
the study, and the survey was mailed to 140 manufacturing firms. The Chi Square Test of Independence was used to test the
null hypothesis, and the hypothesis was not accepted. Thus, respondents indicated that there was a need for formal computer
hardware and software training in manufacturing firms operating in Pitt County, North Carolina.

Introduction

The increase in international competition, new technologies such
as information technology, and changing work organization have
contributed to a growing debate in the United States of America
about the ways in which workers accumulate skills relevant to
the rapidly developing workplace. In the United States, em-
ployers have historically relied on formal school-based educa-
tion followed by informal learning by performing on the job.
The primary reason employers relied on school-based education
followed by informal learning was to obtain the necessary level
of human resources required by their specific production tech-
nologies (Bishop, 1994). Presently, this approach does not ap-
pear to be as successful in satisfying the human resource needs
of employers as in the past (Kaupins, 1997). Employers today
are looking for workers who have a broader and deeper educa-
tion than in the past (Carnevale, 1990) so that employees can
adjust to the changing skills’ requirements. These requirements
are associated with new and ever~changing technologies and
workplace practices such as just-in-time production, job rota-
tion, and cross-training. Skills such as computer hardware and
software usage are not easily learned through informal, on-the-
Jjob training (Benton, 1991). Hence, the issue of formal com-
puter hardware and software training deserved consideration.

Need for the Study

Although the skill needs of employers have changed, the re-
serves of employees in the United States does not appear to be
delivering a sufficient supply of workers with high levels of skill
(American Association of Community Colleges, 1993). Reduc-
tion in the number of workers available for employers was evi-
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dent by the larger salaries being paid for those with more educa-
tion and skills (Carnevale, 1995). In other words, there is a
potential failure of business and education in the provision of
more overall training evident by the large numbers of low wage
and untrained workers in America today (Carnevale, 1995).
Possible reasons for this market failure included the presence of
large, fixed components in training costs that make training more
expensive for smaller firms than for larger firms (Bishop, 1994).
In addition, there may be high employee turnover and employ-
ers are not able to recoup their training investment (Benton,
1991). Therefore, the issue and need for training in the United
States is ever present and required addressing.

Statement of the Problem

The purpose of the study is to examine computer hardware and
software, time, and costs involved in formal computer hardware
and software training for all manufacturing firms in Pitt County,
North Carolina. The focus of the study was to identify the
employer’s need for formal computer hardware and software
training. Formal computer hardware and software training, as
defined and used in this research, referred to training provided
through a focused computer hardware and software training pro-
vider or vendor to address the specific training needs of the busi-
ness or manufacturer. Therefore, by addressing the training needs
of the business or manufacturer, the office worker was directly
affected.

OfTice workers comprise a majority of the workforce in the United
States, and office worker’s numbers are projected to increase to
40% of the workforce by the year 2000 (U. S. Department of
Labor, 1996). Office workers are the group whose lives are ex-
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pected to be transformed by the technology-driven workplace.
However, many workers, including office workers already in the
workforce, do not demonstrate the skills needed for a competi-
tive and constantly changing business market (Bishop, 1994).
Thus, employers are looking for ways to provide basic and ad-
vanced computer skills and training for their employees. How-
ever, training and development were seen as non-essentials in a
business society that measures success by doing more with less
(Carnevale, 1995). Therefore, with pressures from cost cutting
to technology advances, firns needed employees who are trained
not only for current technology but also ever increasing advances
in technology.

Hypothesis

The following hypothesis was tested: A significant difference
will not exist in the computer hardware and software training
needs for manufacturing firms operating in Pitt County, North
Carolina. :

Review Of The Literature

The importance of employee training for building a skilled
workforce and increasing productivity has been stressed by pro-
fessionals since the turn of the twentieth century. However, the
literature on the use of training in the United States was scat-
tered and presented conflicting views. Despite the varying view,
United States of America’s firms provided considerably less for-
mal training than do their Japanese and German counterparts
(Office of Technology Assessment, 1990). Currently, defi-
ciencies exist in our secondary educational system that make it
more difficult to train current graduates who are now entering
or are projected to enter the workforce (Brown & Reich, 1997,
Filipczak, 1993; Hayajneh, Uden, & Kedia, 1994). The Ameri-
can secondary education system has no method to deliver indi-
viduals trained to the specific skills needed in organizations
(Amin & Hagen, 1998; Filipczak, 1993; Hayajneh, Uden, &
Kedia, 1994). With no such method in our educational system,
the United States was placed at a disadvantage in global compe-
tition with countries such as Japan and Germany who have such
an educational system in place.

In the current economic status of many American organizations,
many felt compelled often to reduce training commitments in
order to maintain financial budgets. Statistics revealed that U.
S. companies invested approximately 1.5 percent of payroll in
training while Japanese and European companies spent three to
five times as much for employee training (Amin & Hagen, 1998;
Labor letter, 1993). And to confound this situation, of the 1.5
percent of payrolls invested in training in the U. S., only 10
percent of the workforce was reached with formal training (Amin
& Hagen, 1998). Formal training must become a way of life for
successful organizations (Office of Technology Assessment,
1990). Both employer and employee benefit from training. Most
employees had a great capacity for training and education that
was never tapped (Marshall & Tucker, 1992). And training pro-
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vided the material to build a personal resume which increased
an employee’s value in the organization, built self-image, and
provided a measure of personal security (Goldstein, 1993).

Mounting evidence indicated that a growing share of office em-
ployees were either not trained or under trained (Carnevale,
Gainer, & Meltzer, 1990; Frazis, Herz, & Horrigan, 1995).
However, with today’s information-based technology increasing
the skill requirements and importance of office employees
(Carnevale, Gainer, & Meltzer, 1990; Office of Technology As-
sessment, 1990), more office personnel must have qualifying
training and upgrading. Therefore, more in-depth outside train-
ing, usually in the form of seminars, is needed (Office of Tech-
nology Assessment, 1990) in order to provide the skills required
to face the challenge of global competition.

Instrumentation

- The survey instrument consisted of fifteen questions. Questions
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one and two were to obtain demographic information about the
firm. Questions three and four asked for information correspond-
ing to professional development. Questions five through twelve
concentrated on when and where training was conducted and
how much time and money was spent on formal training. Ques-
tion thirteen asked why there was no need for training if the
firm had no need for training or to provide training. Question
fourteen asked if the firm was satisfied with their current train-
ing. The final question, fifteen, asked if more training was needed
on computer hardware and software items. The answers were
divided in two groups; hardware and software. In each group,
hardware and software, subgroups were formed relating to the
group heading. One subgroup titled “other” was utilized in or-
der to obtain information on hardware or software that was not
listed and unique to a particular firm. Content validity was ob-
tained by using a panel of experts to assess the validity. The
survey was revised based upon their comments.

Pilot Study

A pilot study was conducted in two college classrooms at East
Carolina University. Both graduate classes were chosen from
the Department of Business, Vocational, and Technical Educa-
tion to test the questionnaire. Each student received a question-
naire with a cover letter attached. Students were asked to read
the cover letter, complete the survey, and answer each question
as it applied to their particular situation or work position. Once
the students had completed the survey, all the students were asked
for comments on the cover letter and instrument, as well as sug-
gestions for improvement. The students made suggestions for
change, particularly in the wording of some of the questionnaire
items and the order of the questionnaire items. The survey was
revised according to their suggestions.

All data collected from the two graduate classes were compiled

in order to estimate internal consistency of the questionnaire.
Cronbach’s alpha was used to estimate the internal consistency
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reliability coefficient. A reliability analysis was performed by
utilizing the Statistical Package for Social Sciences. Alpha was
determined from the data collected in the pilot study and was, a
= 7602.

Participants

This study examined the perceived need for training office em-
ployees to use current computer hardware and software in manu-
facturing firms in Pitt County, North Carolina. Information
needed to conduct this study, such as address, name of contact,
telephone numbers, and number of employees was assessable
and complete on manufacturing firms in North Carolina through
manufacturing trade publication manuals. The necessary infor-
mation was obtained from two sources, the 1997 North Caro-
lina Manufacturers Directory and the 1996 North Carolina
Manufacturers Register. All manufacturing firms in Pitt County,
North Carolina, were chosen for the study due to the adjoining
proximity to East Carolina University and'the time constraints.
Therefore, all manufacturing firms within Pitt County, North
Carolina, were specified as participants in the study.

Data Collection

The survey was mailed to all 140 manufacturing firms listed in
the 1997 North Carolina Manufacturers Directory and the 1996
North Carolina Manufacturers Register with a cover letter from
the researcher and a return envelope. Approximately two weeks
after the survey was mailed, a follow-up post card was mailed to
firms who had not responded by that time. For each survey that
was returned as undeliverable, a check was made to see if that
firm had moved within the county, closed or out of business, or
the wrong address was obtained. Another instrument was mailed
if the firm had moved and was located within Pitt County, North
Carolina. After the third week from the initial mailing, phone
calls were made to all manufacturing firms that had not responded
to the survey for a final request. If the manufacturing firm had
not received a survey or lost the survey, another survey was faxed
totheir location. Completed surveys were received from 46 firms
reflecting a 32.9 percent return rate. This excludes one survey
that was unusable and nine surveys that were returned undeliv-
erable. There were three surveys not returned due to duplica-
tion error by the researcher. Questionnaires were mailed to each
of the presidents or human resource managers of all the manu-
facturing firms in Pitt County, North Carolina. Of the 140 firms
that received a questionnaire, 46 responded for an overall re-
sponse rate of 32.9 percent. This return rate is considered ac-
ceptable because it compares favorable with other studies of this
type. For example, in a survey conducted by the Commission on
the Future of the North Carolina Community College System
(1989) of 1200 business and industry leaders in North Carolina
had a return rate of 31 percent. Also, in a survey conducted by
Department of Community Colleges, Raleigh, North Carolina,
of 1200 business and industry leaders in North Carolina had a
return rate of 31 percent (Wilms, 1993). And finally, in two

surveys of oil-related manufacturing businesses in the Midland
area of Texas conducted by Midland College and the Midland
Chamber of Commerce, the percentages of returns were 35 per-
cent and 30.2 percent, respectively (McCarty, 1990).

Statistical Analysis

Data from the returned survey instruments were entered into a
spreadsheet. Tables were used to describe data and to aid in
checking whether the assumptions required for the inferential
statistics that were used were satisfied. Frequency distribution
tables were used to list categories of possible values for vari-
ables, together with a tabulation of the number of observations
in each category. Relative frequencies for categories were cal-
culated to determine the proportion of the total set of observa-
tions in those categories. A chi square analysis was used to
determine if a significant difference exists and to test the hy-
pothesis. A chi square test compares proportions actually ob-
served in the study with proportions expected, to sce if the
proportions were significantly different (Gay, 1992). The chi
square value increased as the difference between observed and
expected frequencies increased. Therefore, a chi square analy-
sis was used in order to determine if significant differences ex-
isted in responses to items on the survey which established
whether there were computer hardware and software training
needs for manufacturing firms in Pitt County, North Carolina.

Demographics

When analyzing by size, 54.3 percent of the responses came
from firms employing 50 or fewer employees. Firms with 51-
100 employees accounted for 17.4 percent of the total 46 re-
sponses. Finally, firms with 101 or more employees accounted
for 28.3 percent of the total 46 responses (See Table 1).

Table 1
Frequency Distribution of Number of Employees Employed
by Firm (Survey Question 1)

Response Frequency Percent
1-50 25 543
51-100 8 17.4
101 or more 13 283
Total 46 100.0

Although all the firms were classified as manufacturing firms
according to the 1997 North Carolina Manufacturers Directory
and the 1996 North Carolina Manufacturers Register, respon-
dents were asked what type of product or service was manufac-
tured (See Table 2). Of the 46 respondents, 47.8 percent
considered their primary function as manufacturing. Other re-
sponses, which totaled 17.4 percent were lumber milling, com-
munications, concrete production, furniture repair, box
manufacturing, screen printing, print shop, and food
processing.
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Table 2
Frequency Distribution of Product or Service Provided by
Business (Survey Question 2)

Response Frequency Percent
Agriculture 7 5.2
Construction 2 43
Manufacturing 22 47.8
Media, Video, Graphic Arts 3 6.5
Retail Trade 3 6.5
Medical, Health-related 1 2.2
Other 8 17.4

Total 46 100.0

Support for Professional Development

For question 3, “Does your company support professional devel-
opment to improve or enhance employee skills?,” 69.6 percent
of the firms responding to the survey indicated that the respon-
dent did support professional development to improve or en-
hance employee skills (See Table 3). When comparing the actual
response to the expected response, the results of chi square analy-
sis yielded a probability level of 0.0079 (See Table 3), which
was significant at a priori alpha level of .05. Therefore, the
company support of professional development to improve or
enhance employee skills was of significant difference among the
firms responding to the survey. The difference was within the
“Yes” responses (69.6 percent), which indicated a majority of
the firms supports professional development.

Table 3
Frequency Distribution and Chi Square Analysis of Whether
Firm Supports Professional Development

In response to question 4, the majority of the respondents choice
(52.4 percent) was tuition or book reimbursement to encourage
professional development (See Table 4). Also, no one respon-
dent chose child-care as a means to encourage professional de-
velopment. Respondents had a choice of answering one or more
choices. Respondents listed other choices as send employees to
workshops or seminars, certification classes, on-site skills train-
ing by Pitt Community College, offer cash to employees who
attend classes at local schools, and on-the-job training.

Table 4

Frequency Distribution and Chi Square Analysis of What Firms
Utilize to Encourage Professional Development (Survey
Question 4, Multiple Responses)

Response Frequency Percent
Release time 11 6.2
Tuition/books reimbursement 22 52.4
Other 9 214

Total 42 100.0

X2 (3, N =46) = 7.7055, p < .05

Table 5 reported the percentages regarding the site or sites used
for all employee training. This would include not only training
for office employees but all employees in the manufacturing firm.
On-the-job training as the site used for all employee training
was indicated by 35.7 percent of the respondents. Other choices
were trade schools, various seminars, national associations, in-
house classroom training, sister plant in North Carolina, and
consultants.

Table §
Frequency Distribution of Site Used for all Employee Train-

(Survey Question 3) ing (Survey Question 5, Multiple Responses)

Response Frequency Percent Response Frequency Percent
Yes 32 69.6 On-the-job training 40 35.7
No 14 304 Community college 23 20.5

Total 46 100.0 College/university 18 l16.1
Corporate/vendor training programs 23 20.5

X2 (1, N =46) =0.0079, p > .05 Other resources 8 7.2
Total 112 100.0

For question 4, “What does your company use as a means to
encourage professional development?”, 26.2 percent of the firms
responding to the survey indicated that release time was a means
to encourage professional development, 52.4 percent indicated
tuition or book reimbursement was a means to encourage pro-
fessional development, and 21.4 percent responded with other
choices. (See Table 4). When comparing the actual response to
the expected response, the results of chi square analysis yielded
a probability level of 7.7055 (See Table 4), which was not sig-
nificant at a priori alpha level of .05. Therefore, what compa-
nies use as a means to encourage professional development was
not of significant difference among the firms responding to the
survey. Thus, there was no significant difference among the
responses given by the respondents.
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Formal Training

Table 6 summarized the responses to survey question 6, “Is there
a need to provide formal computer hardware and software train-
ing (workshops, seminars, classes, etc.) for your office employ-
ees?” (See Table 6). For question 6, 69.6 percent of the firms
responding to the survey indicated that there was a need to pro-
vide formal computer hardware and sofiware training for office
employees (See Table 6). When comparing the actual response
1o the expected response, the results of chi square analysis yielded
a probability level of 0.0079 (See Table 6), which was signifi-
cant at a priori alpha level of .05. Therefore, the need to pro-

J
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vide formal computer hardware and software training for office
employees was of significant difference among the firms respond-
ing to the survey. The difference was within the “Yes” responses
(69.6 percent), which indicated a majority of the firms feel there
is a need for formal training in their firm.

Table 6
Frequency Distribution and Chi Square Analysis of Whether
A Need for Formal Training (Survey Question 6)

Response Frequency Percent
Yes 32 69.6
No 14 304

Total 46 100.0

X2 (1,N = 46) = 0.0079, p > .05

Table 7 indicates when employees are formally trained if the
firm feels there is a need for formal training (See Table 7). Other
arrangements indicated were as needed and self determination
of need. Respondents had a choice of answering one or more
choices for question 7. For question 7, when comparing the
actual response to the expected response, the results of chi square
analysis yielded a probability level of 1.0241 (See Table 7), which
was not significant at a priori alpha level of .05. Therefore,
when employees were formally trained and if a need for formal
training existed for a specific job, there was not of significant
difference among the firms responding.

Table 7

Frequency Distribution and Chi Square Analysis of When Em-
Ployees are Formally Trained if There is A Need for Formal
Training (Survey Question 7, Multiple Responses)

Response Frequencv _ Percent
Orientation sessions for new employees 9 14.8
On the job, in the position 28 459
At supervisor’s determination 10 16.4
Fixed amount of time during employment 3 49
Other arrangements 11 18.0

- Total 61 100.0

X2 (4,N =46)=10241,p < .05

Table 8 summarizes the responses to the survey item of whether
the firm provided the formal computer hardware and software
training for the employees (See Table 8). For question 8, 78.1
percent of the firms responding to the survey indicated that the
firm provided the formal computer hardware and software train-
ing for the employees (See Table 8). When comparing the ac-
tual response to the expected response, the results of chi square
analysis yielded a probability level of 0.0007 (See Table 8), which
was significant at a priori alpha level of .05. Therefore, whether
the firm provides the formal computer hardware and software
training for the employees was of significant difference among
the firms responding to the survey. The difference was within
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the “Yes” responses (78.1 percent), which indicated a majority
of the firms provided formal computer hardware and software
training in their firm.

Table 8
Frequency Distribution and Chi Square Analysis of Whether
Firm Provides Formal Computer Hardware and Software
Training (Survey Question 8)

Response Frequency Percent
Yes 25 78.1
No 7 21.9

Total 32 100.0

X2 (1,N =46)=0.0007, p > .05

Table 9 indicates the location or locations firms used when em-

ployees are formally trained for computer software and hard-
ware. Other responses to the question 9 were national association
meetings, training centers, on-the-job, and computer reseller.
For question 9, when comparing the actual response to the ex-
pected response, the results of chi square analysis yielded a prob-
ability level of 9.3775 (See Table 9), which was not significant
at a priori alpha level of .05. Therefore, the location or loca-
tions where employees were formally trained when conducting
classes for formal computer hardware and software training was
not of significant difference among the firms responding to the
survey. Thus, there was no significant difference among the
responses given by the respondents.

Table 9 :

Frequency Distribution and Chi Square Analysis of Location(s)
Where Employees are Formally Trained (Survey Question 9,
Multiple Responses)

Response Frequency Percent
At your business site 21 38.9
At college or university 4 7.4
At corporate/vendor training facility 15 27.8
At community college 9 16.7
Other 5 9.2

Total 54 100.0

X2 (4,N=46)=93775,p < .05
Computer Hardware And Software Training

Table 10 indicates the number of hours on average that was spent
in formal computer hardware and software training (See Table
10). The most frequent response was 11-20 hours (36.0 per-
cent) followed by 5-10 hours (24.0 percent) of training.

Table 11 summarizes how often formal computer hardware and
software training was provided for each employee. The major-
ity of the responses (60.0 percent) were other responses (See
Table 11). The other responses were as needed, depends upon
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Table 10

Frequency Distribution of Hours Spent in Formal Computer
Hardware and Software Training On Average (Survey Ques-
tion 10)

Response Frequency Percent
Less than 5 5 20.0
5-10 6 24.0
11-20 9 36.0
21-50 1 4.0
51 or more 4 16.0

Total 25 100.0

type and/or usage of computer process, when new hardware and
software are purchased, with each major upgrade, and when
equipment is changed or updated. For question 11, when com-
paring the actual response to the expected response, the results
of chi square analysis yielded a probability level of 4.9806 (See
Table 11), which was not significant at a priori alpha level of
.05. Therefore, how often formal computer hardware and soft-
ware training was provided for each employee was not of sig-
nificant difference among the firms responding to the survey.
Thus, there was no significant difference among the responses
given by the respondents.

Table 11

Frequency Distribution and Chi Square Analysis of How Of-
ten Formal Computer Hardware and Software Training Pro-
vided (Survey Question 11)

No Need for Formal Training

Table 13 summarized the responses to question 13, why firms
feel there was no need for formal training or why the firm does
not provide training. The majority of responses were other at
58.7 percent (See Table 13) and included does not apply to our
firm, in-house person does training, all computers are in home
office at another location, expense of getting formal training,
require employee to have high level of skill before hiring, and
customized programs by owner of company. For question 13,
when comparing the actual response to the expected response,
the results of chi square analysis yielded a probability level of
0.0008 (See Table 13), which was significant at a priori alpha
level of .05. Therefore, why firms feel there is no need for for-
mal training or why the firm does not provide training was of
significant difference among the firms responding to the survey.
The difference was within the “Other” responses (58.7 percent).
This difference was indicated by a majority of the firms which
felt that-does not-apply to our firm, in-house person does train-
ing, all computers are in home office at another location, ex-
pense of getting formal training, require employee to have high
level of skill before hiring, and customized programs by owner
of company were the reasons why firms felt there was no need
for formal training or why the firm does not provide training.

Table 13

Frequency Distribution and Chi Square Analysis of Why There
is no Need for Formal Training or Why Firm Does Not Pro-
vide Training (Survey Question 13)

Response Frequency Percent Response Frequency Percent
Only upon initial employment 4 16.0 All employees are already
Monthly 1 4.0 sufficiently trained 12 26.1
Yearly 5 20.0 Job not require skilled or
Other 15 60.0 trained employees 7 15.2
Total 25 100.0 Other 27 58.7
Total 46 100.0
X2 (4, N =46) = 4.9806, p < .05

Table 12 summarized the responses to the question 12, how much
was spent on formal computer hardware and software training
last year on average. The response of 0 to $500 had the greatest
response of 44.0 percent.

Table 12
Frequency Distribution of How Much is Spent on Formal Com-
puter Hardware and Software Training (Survey Question 12)

Response Frequency Percent
0-$500 11 44.0
$501-$1,000 1 4.0
$1,001-$5,000 6 24.0
$5,001 or more 7 28.0

Total 25 100.0

X2 (2,N =46)=0.0008, p> .05

Table 14 summarized the level of satisfaction with current train-
ing by respondents to the survey (See Table 14). For question
14, when comparing the actual response to the expected response,
the results of chi square analysis yielded a probability level of
0.0008 (See Table 14), which was significant at a priori alpha
level of .05. Therefore, the level of satisfaction with current
training by all firms was of significant difference among the
firms responding to the survey. The difference was within the
“Could be improved” responses (43.5 percent), which indicated
a majority of the firms felt the current level of training in their
firm could be improved.
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Table 14 Table 15 (Continued)

Frequency Distribution and Chi Square Analysis of Satisfac-
tion With Current Training (Survey Question 14) Compact Disk Frequency Percent
Speed (2x, 4x, 8x, 16x, 20x, 24x) 9 75.0
Response Frequency Percent Recordable 1 8.3
Satisfied _ 16 " 348 Digital Video Disk (DVD) 2 167
Adequate 6 13.0 Total 12 100.0
Could be improved 20 43.5
Dissatisfied 4 8.7 Media Frequency Percent
Total 46 100.0 Video Conferencing 5 31.2
: LCD (Liquid Crystal Display) :
X2 (3,N =46)=00013,p> .05 Connected to computer 2 12.5
- Digital Camera 7 43.8
More Training Needed Digital Video 2 12.5
Total 16 100.0
Table 15 summarized items indicated by respondents in which _
more computer hardware and software training was needed (See Other Software or Hardware not Cited
Table 15). Respondents had a choice of answering one or " Frequ;ncy Percent
morechoices for question 15. The majority of the respondents Photoshop 18.1
indicated that firms needed more training for IBM or compat- anrk i Tool : 3;
ible computers. Also, the majority of firms that responded indi- I’;"‘C’P” ool : o
cated that more training was needed for Microsoft Word, Excel, ewing Ha . :
and Access. Epilogue Laser Printer 1 9.1
Microsoft Windows 95 1 9.1
Table 15 Microsoft Project 1 9.1
Frequency Distribution of Respondents Indicating They Need MlC-l'OSOﬁ Powerpoint 1 9.1
Additional Training in Types of Hardware or Software Mellzslel;gr'flén 200 XI;]C 1 9
(Survey Question 15, Multiple Responses) cc:M,:ierl ery Machine 1 9: :
Computer Frequency Percent Total 1 100.0
IBM or Compatible 24 85.7 . .
Macintosh 3 10.7 Voice Recognition Frequency Percent
Other 1 36 IBM Voice 1 100.0
Printer Frequency Percent Video Conferencing Frequency Percent
Laser 13 342 Whitepine 1 25.0
Inkjet 12 316 CU-SeeMe 1 25.0
Color 7 18. 4 |||Microsoft NetMecting 2 50.0
Dot Matrix 6 15.8 Total 4 100.0
Total 38 100.0
0 Internet Access Frequency Percent
__Scanner Frequency Percent America On Line 1 ;’7
Flatbed | 12 66.7 |||EastNet I 7
Handheld 3 16.7 CostalNet 1 7.7
OCR Software (Xerox) 3 16.7 ScanTech . 3 23.1
Total 18 100.0 Internet Of Greenville 4 30.7
- Intra Star 1 1 7.7
Back Up Frequency Percent Generic I ;;
Tape 13 520 |[|UVNet ! oo
Disk (Zip, Jaz) 11 440 Total 13 -
Oﬁ:-riltfl 2; 10(4)’8 Table 15 (Continued)
Table 15 (Continued)
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Table 15 (Continued)

Internet Browser Software Frequency Percent
Internet Explorer 4.x 8 40.0
Internet Explorer 3.x 4 20.0
Netscape 4.x 6 30.0
Netscape 3.x 2 10.0

Total 20 100.0

Integrated Software Frequency Percent
Microsoft Office 19 82.6
Microsoft Works 3 13.0
ClarisWorks Office 1 4.4

Total 23 100.0

- 3pecific Software Frequency Percent
Microsoft Word 20 24.6
WordPerfect 4 4.8
Word Pro 1 - 1.2
MacWrite 1 1.2
Microsoft Excel 17 20.9
Lotus 123 5 6.1
Microsoft Access 13 16.0
Peachtree 1 1.2
QuickBooks 4 4.8
Harvard Graphics 1 12
PageMaker 4 4.8
Microsoft FrontPage 3 3.6
HomeSite 1 1.2
Microsoft Powerpoint 2 24
Coral Draw 1 1.2
Lotus Approach 1 1.2
Industry Specific 1 1.2
ClarisWorks 1 1.2
Quicken 1 1.2

Total 81 100.0

Testing of Hypothesis

To test the null hypothesis, 4 significant difference will not exist
in the computer hardware and software training needs for manu-
Jacturing firms operating in Pitt County, North Carolina, the
Chi Square Test of Independence was used to ascertain the prob-
ability of observed differences among manufacturing firms in
Pitt County, North Carolina, regarding a need for formal com-
puter hardware and software training for office employees. Ques-
tions 3, 6, 8, 13, and 14 were used to test the hypothesis. The
remaining ten questions gave support to the need for formal com-
puter hardware and software training. Responses to questions
4,5,7,9,10, 11, 12, and 15 indicated that firms were involved
in some sort of training (69.6 percent). Questions 1 and 2 were
used to obtain demographic information for the study.

When respondents were asked did their company support pro-
fessional development to improve employee skills and was there

ERIC

IToxt Provided by ERI

a need to provide formal training, questions 3 and 6 received the
same responses. With the same responses, both questions re-
ceived the same results when the Chi Square Test of Indepen-
dence was used to ascertain the probability of observed
differences. The results of the Chi Square Test of Independence
was of significant difference among the firms responding to the
survey for questions 3 and 6. Also the results of questions 8, 13,
and 14 confirmed a significant difference among the firms re-
sponding to the survey. Therefore, the null hypothesis was re-
jected at the priori alpha level of .05 based on data indicating
there was less than a five percent chance that the observed dif-
ferences in computer hardware and software training needs of
manufacturing firms operating in Pitt County, North Carolina
could have occurred by chance. Thus, respondents indicated
that there was a need for formal computer hardware and soft-
ware training in manufacturing firms operating in Pitt County,
North Carolina.

Conclusions

The importance of a skilled workforce is essential in today’s
highly competitive business domain. Employers today are look-
ing for workers who have a broader and deeper education than
in the past so that employees can adjust to the changing skills’
requirement. These requirements are associated with new and
ever-Changing technologies and workplace practices. With con-
tinual revisions and innovations to-hardware and software, em-
ployees and employers must be trained in order to update their
knowledge to effectively utilize the various software and hard-
ware in the workplace.

Information-based technology increased the skill requirements
and importance of office employees throughout the business
world. Nearly all of today’s office employees operate a com-
puter for word processing or information processing. However,
mounting evidence indicated that a portion of office employees
were either not trained or under trained (Carnevale, Gainer, &
Meltzer, 1990; Frazis, Herz, & Horrigan, 1995), since U. S. firms
spend only 1.5 percent of their payroll on training (Labor Letter,
1993). Therefore, a need exists for businesses to examine their
office employees and invest in training to meet the skill require-
ments that information-based technology has placed on
business.

Employers must continue to train their employees in order to
maintain a quality workforce. In order for the United States to
compete in the current global marketplace, workers must recog-
nize their potential by having the expertise to perform the job
assigned through formal training. The current literature has
shown that American companies do not invest in training as do
the Japanese or European companies (Amin & Hagen, 1998)
where training is an investment in human capital, not an ex-
pense. Only eleven to twenty hours was the average time spent
in training for manufacturing firms in Pitt County for all em-
ployees, therefore indicating some training was being accom-

plished.
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When respondents in the current study were asked where train-
ing was conducted and when employees were formally trained,
a majority of the responses from the survey preferred training
sites were on-the-job sites or at the employees’ work location. A
recent survey by the Bureau of Labor Statistics concurred with
this study, showing nearly two-thirds of establishments surveyed
considered on the job or in the position training as the first choice
for location to train employees (Frazis, Herz, & Horrigan, 1995).
One possible implication affecting the choice of on-the-job train-
ing is the cost compared to formal or contracted training. In
this study and other studies (Frazis, Herz, & Horrigan, 1995),
cost of training influenced businesses decision on how often and
how much training was utilized. Therefore, this study and the
literature showed a trend of training on the job as the preference
among most businesses.

Recommendations

Based upon the experience in completing this study, the follow-
ing recommendations were set forth:

1.

In order to compare findings in the future, replicate this
study. Increase the number of participants to all companies
in Pitt County to strengthen the validity and generalizability
of the data. Information drawn from a wider, larger sam-
pling would make using more rigorous statistical procedures
possible.

As stated earlier, this research attempted to add to the exist-
ing body of research. Expanded research should be per-
formed in the area of formal training and specifically
computer hardware and software training for office employ-
ees. Since computer hardware and software constantly
changes and expands along with demands of office employ-
ees, research would provide evidence of the need for ex-
panded formal training, changes since other studies, and
how changes have affected employers and employees. A
sampling of office employees from other types of businesses
would give the research an expanded observation of train-
ing needs. _
The literature is not clear on what “training” or “some form
of training” really means. The researcher felt that as more
research in training is conducted, “training” and “some form
of training” can be clearly shown in terms of specific kinds
of training, or training for what functions, or training on
what specific equipment. Once a clear picture is drawn, the
literature will become distinguishable and comparisons can
be made and better understood in future research.

Further research should expand in greater detail to the ef-
fects of child-care as a means to promote professional de-
velopment. No respondent in this study indicated that
childare was used to promote professional development,
yet the number of dual-earner and single-parent households
raising children continue to grow (Goodstein, 1994). With
further research, relationships could be drawn among child-
care and training, the benefits and drawbacks, and the ef-
fects on employers and employees when child-care was used
to promote professional development.
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5. For future study, it is recommended that question 15, “Check
all items in which more computer hardware and software
training is needed,” focus not only on software and hard-
ware training but include software and hardware currently
utilized in the firm. With current data on software and hard-
ware usage, analysis could be made and used to compare

firms of differing demographics.
Implications

This research attempted to add to the existing body of research
by analyzing the data from the manufacturing firms in Pitt
County, North Carolina. The survey questions focused on the
question of providing formal training and related factors. The
majority of the respondents, 69.6 percent, agreed there was a
need to provide formal computer hardware and software train-
ing for office employees. In addition when asked if the respon-
dents were satisfied with the current amount of training, 52.2
percent replied that the current amount of training was unsatis-
factory or could be improved. Results from this research con-
curred with current literature which indicated American
companies see a need for formal training but have not invested
the necessary resources to have a successful training program
(Hayajneh, Uden, & Kedia, 1994; Office of Technology Assess-
ment, 1990).

Perhaps the size of the firm would have an impact on responses
to items in the survey. Respondents indicated that 53.4 percent
of the responding manufacturing firms had 50 or fewer employ-
ees. Results from this study indicated there may be relation-
ships among the available figures. An example was question
12, “On average, how much did your company spend on the
formal computer hardware and software training for all office
employees last year?” The majority of responses, 44 percent
indicated “0-$500” as the average spent on all employee train-
ing last year, which concurred with related literature reviewed.
For example, firms of 500 or more employees spent large sums
of money on training, while firms with 100 or fewer employees
spend little or nothing on training (Benton, Bailey, Noyelle, &
Stanback, 1991; Office of Technology Assessment, 1990). These
results indicated that the majority of responding firms spend
little or nothing on training. Thus, a relationship between the
size of the firm and money spent on training may exist. In other
words, as the size of a firm increased in number of employees,
the amount of money spent on training also increased.

No respondent in this study indicated child-care as a means to
encourage professional development, but 32 of the 46 respon-
dents indicated that the organization supported professional de-
velopment. Could this be related to the size of the firms
responding? According to Grossman (1992), a strong relation-
ship existed between the size of the firm and policies on child-
care in the workplace. Also, Hayghe (1988) reported a clear
association between firm size and firms offering any type of child-
care programs. Yet, the results from both studies indicated em-
ployers with child-care incentives ranged from 9 percent for firms
with under 50 employees to 32 percent for firms with over 250
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employees. This would indicate that smaller firms are limited
in offering benefits to their employees which would affect re-
cruitment. Thus, strong evidence supported the premise that
firms with less than 50 employees would not have child-care
incentives established. Therefore, smaller firms may limit their
supply of employees by offering fewer benefits and incentives.
The sclection of potential employees may be affected if child-
care is required by qualified applicants.

The results from this study indicated that most firms perform
some form of training. However, the majority of the training
indicated by the respondents was clearly on-the-job training.
Perhaps the results of the study were affected by the size of the
firms that responded. The literature indicated that small firms
are less likely to invest money in training than larger firms. A
majority of the responding firms in this study had 50 or fewer
employees, and those firms spent 0-500 dollars on training which
corresponds to the literature reviewed.

Finally, American firms, small or large, may learn from a better
understanding of the role of the on-the-job training system in
Japan. On-the-job training in Japan is structured to deepen and
broaden workers’ skills. The highly structured and organized
character of Japan’s training system was the key feature distin-
guishing Japan from the United States. In Japan, on-the-job
training is as carefully planned as company-provided classroom
training. Training and skill development has been an expected
part of every worker’s job. Cross training was as important as
training for career advancement. Since the majority of the re-
spondents in this study and studies reported in the literature
indicated on-the-job training or some sort of training as the pre-
ferred method, perhaps investigating a structured method of train-
ing comparable to the Japanese would benefit American
businesses. The Japanese method of on-the-job training would
require more time invested in employees than money. Since
less money is required, perhaps smaller firms could invest the
required time to train employees. The final result could mean a
qualified workforce and the ability to compete in the world mar-
ketplace.

Small firms in Pitt County have indicated that on-the-job train-
ing or on-site training is a preferred method to train employees.
Small firms in Pitt County also indicated they spend little or
nothing on training. If community colleges and other training
providers are to play a vital role in providing training and re-
training of the workforce that business and industry require as
the U.S. economy becomes increasingly dependent upon tech-
nology, training issues such as modest sums of time and money
must be taken into consideration when developing training pro-
grams. Therefore, alternative ways to provide training must be
considered to deal with small firms and their training needs.
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Abstract

Roles and responsibilities of office professionals have changed dramatically in the past decade. Increasing responsibilities
necessitate higher education and training. This study examined the educational needs of office professionals as perceived by

preparation needed for various office support positions; (b) specific courses needed for Job success; and (c) factors that could
bring greater recognition to the profession. Respondents agreed that a 2-year community college degree is minimum prepara-
tion needed to get jobs and that a 4-year degree in an office support area merits the greatest potential for promotion.

Introduction

As technology continues to affect the workplace, many job re-
sponsibilities of employees continue to change. The secretarial
field seems to be a continual reflection of the advancement of
technology. Skills and competencies that helped secretaries reach
the top of their profession in the past are inadequate in today’s
dynamic offices. According to Stone (1995), office profession-
als’ roles have changed as they are beginning to receive recog-
nition for their knowledge of new office systems. Managers
have come to realize the level of education, training and knowl-
edge the jobs require.

Dentzer (1994) reported corporate restructuring and downsizing
has eliminated middle managers and often the secretaries who
worked alongside them. Meanwhile, the remaining jobs have
been drastically “upskilled.” Thousands of secretaries now work
the latest software or organize data and systems for an entire
office. Richardson (1998) extended the responsibilities list for
administrative support staff by adding the role of change agent.
He explained that most administrative support personnel have
well-developed communication skills, having become skillful at
oral communications and listening through the normal process
of doing their jobs.

Kerka (1995) and Stone ( 1995) noted that secretaries are under
increased workloads and are assuming duties previously per-
formed by management. The increasing responsibilities being
assumed by secretaries are necessitating higher education and
training, but formal training for technology and managerial/su-
pervisory duties is somewhat lacking. What, then, are educa-
tional needs of evolving occupations involving office
professionals?

Research Objective and Research Questions

The objective of this study was to determine educational needs
of office professionals as perceived by members of Professional
Secretaries International. Specific research questions were: (a)
What are perceptions of selected office support personnel re-
garding educational preparation needed for various office sup-
port positions? (b) What specific courses do selected office
support personnel perceive to be needed for job success? and ©
What factors could bring greater recognition to the profession
according to selected office support personnel?

Literature Review

Research shows that today’s secretaries operate more like infor-
mation managers rather than “coffee-fetching gofers.” Success-
ful secretaries have adapted to the Information Age by expanding
their job skills and realizing that knowledge is power (Male sec-
retaries, 1996). The Administrative Development Institute (The
impact, 1994) surveyed members of Professional Secretaries In-
ternational (PSI) and found that 71% of the secretaries were
taking on duties such as purchasing office materials, hiring per-
sonnel, training and supervising, and supervising quality man-
agement programs that had been performed by management.

North and Worth’s (1997) research on 1995 workplace compe-
tencies found that more than 80% of the entry-level classified
advertisements in business/professional areas included technol-
ogy skills. Marino’s (1993) research concluded that despite the
promise that technology- will expand the roles of support per-
sonnel, findings suggested that organizations are not using in-
formation technology to change the jobs of these support workers.
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McEwen (1996) polled office support personnel to identify skills  suggestions regarding the instrument. Changes were incorpo-
performed in office support positions and noted that more pro- rated into the final instrument, and approval to gather data was
fessional behaviors of office support positions were being desired. granted by the Human Subjects Committee at Southern Illinois
Linkemer (1996) also provided a list of duties that reflect the University at Carbondale.

higher level skills needed by today’s secretaries. Farnham (1997)

reported that though secretaries have declined by one-fifth in  The national office of Professional Secretaries International
numbers, fewer and fewer function in traditional secretarial roles. provided a randomly selected list of 1,000 PSI members and
Instead, they are being asked to take on various tasks once handled  addresses. A cover letter and the instrument were sent to all
by displaced middle managers. This newfound authority requires 1,000 members. Responses were received from 325; however,
that secretaries be skilled in managing projects, selecting soft- not all instruments were correctly completed: An adjusted
ware, and making decisions about vendors. And these new re- sample of 302 responses was used for data analysis represent-
sponsibilities definitely demand a return to the classroom which ing a 30.2% return rate.

creates higher productivity when office professionals are allowed

to fully utilize their potential (Stone, 1995). Findings

According to Waldrop (1994), “about half of Professional Secre- Respondents ranged in ages from 21 to 74 years with 192
taries International (PSI) members say they are frustrated bythe (65.0%) respondents being between 31 and 50 years of age.
lack of training available, and 62 percent of secretaries say com-  While 29 (9.8%) respondents were under 30 years of age, 12
puter training would benefit them-most” (p. 4). Fammham (1997) (4%) were over 60. More than half of respondents (N=153,
said that until recently, employers didn’t give secretaries a finan- 51.5%) have worked for their present employer from 1 to 5
cial incentive to learn new skills. Nearly a third of the companies  years with 81 (27.3%) having worked for their present employer
still pay secretaries according to a system known as “rug rank- from 6 to 10 years. Respondents have worked an average of
ing” which ties pay to the level of the person for whom a secre- 6.97 years in their current position and have an average of 19.64
tary works. years’ experience in office support positions.

A major trend influencing the work environment today is the Manufacturing was listed as the principal business for the larg-
training and development of the nation’s workforce, according  est group of respondents (n=85, 28.7%). As shown in Table 1,
to Cochrane, Hart, and Morris (1996) who emphasized industry’s  the second largest number of respondents marked the “other”
need for end-user learning and universities’ obligation to pro-  category for principal business, 36 (12.2%) indicated insurance
vide programs to prepare students for the roles in training.  followed by medical/health care, education/research, and gov-
Alexander (1996) studied the secretary’s new role as trainerand ernment. Table 1 summarizes responses concerning principal
the implications for office educators and found that “Over one-  business of respondents’ employing organization.

quarter of the secretaries surveyed are training co-workers to use

computer hardware, and almost half are training co-workers to  Table 1

use computer software” (p. 23). Organization’s Principal Business Classification
McEwen (1997) suggested that office professionals should “take Business Classification Number of Responses Percentage
advantage of opportunities to grow, to develop, and to make him-
self or herself a valuable member of the organization” (p. 45). As Manufacturing 85 28.7
the secretarial role continues to change with technological ad- }{Other 58 19.6
vances and changes in the business environment, new education ||Insurance 36 12.2
and training demands for the office professional must be consid- ||Medical/Health Care 32 10.8
ered by educators. Education/Research 22 7.4
Government 22 7.4
Research Procedure Utilities/’Communication 14 4.7
Banking/Finance 11 3.7
A descriptive research design using the survey method was used ||Wholesale/Retail 9 3.0
to gather data for this study. Using a focus group approach, mem- |(Legal ) 7 2.4
bers of Beta Omicron Chapter, Delta Pi Epsilon, who are in- Totals 296 99.9
volved in preparing office professionals, were queried regarding -

their perceptions on educational needs of office professionals.

Focus group results were then framed into survey instrumentitems  The largest number of respondents (N=82, 28.0%) report sal-
to answer research questions. The pilot test for instrument reli- ary ranges of $36,000 and over with the second largest number
ability was conducted by 15 members of Beta Omicron Chapter.  (N=80) indicating salaries between $30,000 - $35,000. Table2
Each member contacted at least one office professional asking summarizes annual salary ranges as reported by respondents.
him or her to complete the instrument and identify questions or
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Table 2 ' ‘
Annual Salary Reported by Respondents

Salary Range Number of Respondents Percentage
Under $20,000 32 10.9
$20,000 - $25,000 52 17.7
$25,100 - $29,900 47 16.0
$30,000 - $35,000 80 273
$36,000 and over 82 28.0

Totals 293 99.9

Ninety-three respondents indicate they have completed a four-
year college degree with 24 having completed more than four
years of college. Table 3 provides a summary of respondents'
highest educational level completed.

Table 3
Educational Level of Respondents
Number
Highest Educational Level Completed of Responses

High School 225
Business school/career (secretarial) 98
One year of college 57
AA Degree 23
AS Degree 74
Two years of college, no degree 24
Three years of college 15
Four years of college, no degree 4
Four-year college degree 93
More than four years of college 24

*Some respondents indicated more than one educational level.
Educational Preparation Needed Jfor Office Support Positions

The first research question was to determine perceptions of se-
lected office support personnel regarding educational prepara-
tion needed for various office support positions. Analysis of
questionnaire items indicate that the largest number of respon-
dents (N=82, 27.2%) believe a 2-year community college degree
with a major in business would be required if new employees
were hired in office support positions. A fewer number of re-
spondents (N=64, 21.2%) feel a 2-year degree from a business/
career school would be needed while 61 (20.2%) feel a four-year
degree in an office support area would be needed.

When asked the primary source of preparation for their posi-
tion, 61 (20.3%) respondents indicated the 4-year college de-
gree in office support; an equal number, 47 (15.6%) listed the
2-year business school and a 2-year college/university degree.
Eighty-two (27.2%) respondents feel the 2-year community col-
lege degree with a business major is the level of education needed
for entry-level office support positions. The largest number of
respondents (N=88, 29.1%) feel the 2-year college degree with a

business major is the minimum education needed to get jobs in

office support and be promoted while 96 (32.8%) respondents
believe the 4-year business degree is the educational level needed
to merit the highest starting salary. The 2-year community col-
lege degree with a business major is believed to be the most
beneficial to new employees, and the 4-year business degree is
believed to be the level of education providing the greatest po-
tential for promotion. See Table 4 fora summary of all responses.

To answer rescarch question 2, respondents were asked to rate
specific courses needed for job success. Ratings included very
beneficial, somewhat beneficial, of little benefit, or respondent
did not take the specific course. As shown in Table 5, the three
courses identified by the largest number of respondents as very
beneficial for job success included typewriting/keyboarding
(N=256, 85.6%), computer software applications (N=255,
85.6%), and business communications (N=243, 81.8%). While
only 19 (8.8%) respondents listed accounting as very beneficial
for job success, 123 (56.9%) respondents felt accounting was-
somewhat beneficial. Business law was identified as somewhat
beneficial by 116 (38.8%) respondents while 89 (29.8%) respon-
dents felt business law was of little benefit. Table 5 provides a -
complete summary of responses for all courses.

Respondents ranked English courses (N=239, 82.7%), self-learn-
ing (N=234, 79.3%), and workshops or seminars (N=230, 76.9%)
as very beneficial in preparing them for their jobs. Company-
sponsored training, high school business courses, and business
courses at 4-year colleges were ranked as very beneficial by more
than half of respondents. Table 6 summarizes respondents’ per-
ceptions of best sources for their job preparation.

The third research question was to determine factors that could
bring greater recognition to the office support profession ac-
cording to selected office support personnel. According to re-
spondents, both a 4-year college degree and CPS certification
are equally important in bringing greater recognition and/or a
better image to their positions. Fifty-seven respondents feel CPS
certification will bring greater recognition to their profession
while an almost equal number (N=56) feel the image of their
position does not need to be improved. More than half of re-
spondents (N=169) believe the CPS rating provides the greatest
help in achieving internal satisfaction. Ninety-three respon-
dents feel CPS certification helps office support personnel gain
respect from co-workers, and 74 believe CPS certification aids
in their potential for promotion.

When asked their opinion about the overall status of office sup-
port personnel, 142 (43%) feel the status is better than it was a
few years ago. Eighty-five (27%) respondents believe the status
of office support positions is good, while 22 respondents believe
the status is excellent. Additional education, becoming more
professional, and more technical computer knowledge are all
identified as factors needed to improve the status of office sup-
port positions.
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Table 4
Educational Preparation needed for Office Support Positions

" Educational High 2-year 2-year 2-year 2-year 4-year 4-year Any 4- | Other
Level school | business | college college univer. degree degree year
school | (gen. ed.) (bus) (office) business degree
degree
Fill office 23 64 4 82 33 61 22 11 2
support (7.6%) | 21.2%) | (1.3%) | (27.2%) | (10.9%) (20.2%) (7.3%) (3.6%) | (0.7%)
sitions
Primary 40 47 4 47 31 61 32 10 29
source of (13.3%) | (15.6%) | (1.3%) | (15.6%) | (10.3%) (20.3%) (10.6%) (3.3%) | (9.6%)
education
Entry-level 25 63 5 82 .31 63 20 10 2
positions (8.3%) | 20.9%) | (1.7%) | (27.2%) | (10.3%) (20.9%) (6.6%) (3.3%) | (0.7%)
. Get jobs and 41 54 8 88 50 33 16 . 8 4
be promoted | (13.6%) | (17.9%) | (2.6%) | (29.1%). (16.6%) (10.9%) (5.3%) (2.6%) | (1.3%)
Merit 2 9 2 29 8 68 96 75 4
highest (.7%) 3.1%) (.7%) (9.9%) (2.7%) (23.2%) (32.8%) | (25.6%) | (1.4%)
starting
salary
Level most 1 47 7 85 23 79 39 17 1
beneficial to (3%) | (15.7%) | (23%) | (28.4%) | (7.7%) (26.4%) (13.0%) (5.7%) | (0.3%)
new
employees '
Providing 4 11 1 19 7 59 123 65 6
greatest (1.4%) | (3.7%) (0.3%) (6.4%) (2.4%) (20.0%) 41.7%) | (22.0%) | (2.0%)
promotion
tential
86
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Table §
Specific Courses Needed for Job Success

Very Somewhat Of Little Did Not
Courses Beneficial Beneficial Benefit Take
Accounting 19 123 65 9
(8.8%) (56.9%) (30.1%) (4.2%)
Business Communications 243 37 4 ‘ 13
(81.8%) (12.5%) (1.3%) (4.4%)
Business Law 69 116 89 25
(23.1%) (38.8%) (29.8%) (8.4%)
Business Management 175 77 14 34
(58.3%) (25.7%) (4.7%) (11.3%)
Business Math 97 122 47 28
(33.0%) (41.5%) (16.0%) (9.5%)
Computer Programming 138 49 32 78
(46.5%) (16.5%) (10.8%) (26.3%)
General Business 15 101 14 23
(9.8%) (66.0%) (9.2%) (15.0%)
Computer Software Applications 255 21 7 15
(85.6%) O (.0%) - (2.3%) (5.0%)
Office Management 217 55 9 18
(72.6%) (18.4%) (3.0%) (6.0%)
Office Procedures 228 54 6 11
(76.3%) (18.1%) (2.0%) (3.7%)
Office Systems Courses 180 61 14 40
(61.0%) (20.7%) (4.7%) (13.6%)
Recordkeeping 118 98 37 41
(40.1%) (33.3%) (12.6%) (13.9%)
Shorthand/Speedwriting 100 100 72 27
(33.4%) (33.4%) (24.1%) (9.0%)
Typing/Keyboarding 256 31 6 6
(85.6%) (10.4%) (2.0%) (2.0%)

Percentage based on number of responses in each category.
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Table 6
Best Sources for Job Preparation

Sources Very Somewhat Of Little Did Not
Beneficial Beneficial Benefit Take
High School Business Courses 164 61 16 55
(55.4%) (20.6%) (5.4%) (18.6%)
Business Courses in Vocational School 39 20 15 186
(15.0%) (7.7%) (5.8%) (71.5%)
Business Courses in Business/Career School 124 24 3 124
(secretarial) (45.1%) (8.7%) (1.1%) (45.1%)
Business Courses in Community College 111 4 6 113
(47.4%) (1.7%) (2.6%) (48.3%)
Business Courses at 4-year College 143 25 1 101
(53.0%) (9.3%) (0.4%) (37.4%)
English Courses 239 31 5 14
(82.7%) (10.7%) (1.7%) (4.8%)
Math Courses 107 111 37 25
(38.2%) (39.6%) (13.2%) (8.9%)
Workshops or Seminars 230 63 5 1
. (76.9%) (21.1%) (1.7%) (.3%)
Company-Sponsored Training 198 60 10 24
(67.8%) (20.5%) (3.4%) (8.2%)
Self-Learning on My Own 234 56 2 3
(79.3%) (19.0%) (.7%) (1.0%)

*Percentages based on number of responses for each category.

Conclusions

Respondents believe a 2-year community college degree is needed
by personnel to fill office support positions, is the educational
level needed by entry-level office support personnel, and is the
minimum level of education employees need to get jobs and be
promoted. The 4-year college degree is perceived to merit the
highest salaries and to provide the greatest potential for promo-
tion. Professional workshops and seminars are believed to be
the most beneficial methods for keeping up to date and prepared
for office support job.

Typing/keyboarding, computer software applications, business
communication, office procedures and office management are
identified as very beneficial courses. Respondents rated English
courses, self-learning, and workshops and seminars as very ben-
eficial in preparing them for their jobs.

Respondents believe that both a 4-year college degree and CPS
certification are equally important in bringing greater recogni-
tion and/or a better image to their positions. Respondents feel

CPS certification helps office support personnel gain respect from
co-workers. Additional education, becoming more professional,
and more technical computer knowledge are all identified as
factors needed to improve the status of office support positions.

Recommendations

Based on the findings of this study, the following recommenda-
tions are offered:

1. More research is needed as educational leaders plan and de-
velop office support programs. Input from office support
personnel should be considered to make courses and pro-
grams more relevant to needs of office support personnel.

2. More focus may be needed in developing workshops and
seminars to help office support personnel maintain skills for
their positions.

3. Students majoring in office support programs should be en-
couraged to complete 4-year college degrees in order to merit
the highest salaries and the greatest potential for promo-
tion,
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the two study groups.

Abstract

This study was designed to test the effectiveness of applying frequent quizzes in a business communications class. This study
compared two groups. Section A had announced quizzes applied at the end of each chapter of a multi-chapter unit. Section B
did not have announced quizzes applied at the end of each chapter of a multi-chapter unit. Two intact sections of business
communications classes at the collegiate level were studied. The student’s scores on multi-chapter unit tests were compared to
determine whether applying frequent tests enhanced student’s performances. No significant differences were found betwecn

Conclusion of the study are: (a) Both applying quizzes after individual chapters and not applying quizzes after individual
chapters produce similar student performance results relative to achievement on multi-chapter unit tests. (b) Administering
announced quizzes after individual chapters does not appear to motivate extra reading or studying for unit test preparation.

Few tools are as universally applied in education as testing.
Testing is used to evaluate students mastery of instruction and
to motivate them to receive instruction. "Testing can help the
teacher determine the pace of classroom instruction. Test re-
sults are useful tools for measuring the effectiveness of instruc-
tion and learning" (Rudman, 1989).

A great deal of research has been conducted concerning the
frequency, type, and length of testing instruments. Researchers
have also investigated whether tests encourage students in mas-
tering instruction. Advocates of testing contend that frequent
testing would encourage students to study and review more of-
ten and increase instructional effectiveness. They also argue
that additional testing would offer opportunities for teachers to
correct student errors, reward good performance, and inform
students of their current progress. Other researchers, however,
have noted that frequent testing could take time away from in-
struction. With greater emphasis placed on testing, some re-
searchers maintained that students may direct their efforts toward
their test performances rather than learning. "Those educators
also said that too frequent testing might inhibit integration of
larger units of instructional materials and become tedious for
students and consequently, reduce their enthusiasm about learn-
ing" (Bangert-Drowns, Kulik, & Kulik, 1986, p.89).

Tests may be an important tool for instructors in the entire teach-
ing process. "Testing and teaching are not separate entities . . .
Whether this process took place through systematic teaching
and testing, or whether it was through a discovery approach,
testing was and remains, an integral part of teaching" (Rudman,
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1989). This study focused on the possibility that frequent quiz-
zes could encourage students' learning and performance in busi-
ness communications classes.

Statement of the Problem

Which method of business communications classroom instruc-
tion, using frequent quizzes or not using frequent quizzes, is
more effective for promoting learning. "Teacher educators should
provide leadership in conducting and applying research which
assumes that instruction is based on valid information, new con-
cepts, and technological advances" (Policies Commission for
Business and Economic Education, 1993). If teachers of busi-
ness communications are to effectively instruct and prepare stu-
dents, information relative to the effectiveness of various
instructional methods must be analyzed systematically. This sys-
tematic analysis should include methods of motivation, measure-
ment, and evaluation.

Business communications courses usually are taught in class-
rooms designed for the lecture method of instruction. The in-
structional facility usually is equipped with a chalkboard or
whiteboard, overhead projector, and sometimes microcomputer
presentation equipment. The teacher lectures using visual aids
as students follow along. Students are expected to take notes,
read assigned information, complete assignments, and prepare
for exams. Motivating students to read assigned materials and
prepare for exams is a challenge for business communications
instructors. ,
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Purpose of the Study

The study is designed to identify the effectiveness of frequent
chapter quizzes as a method for motivating stronger student per-
formance on unit tests in a business communications class. Spe-
cifically, the research addressed: Is there a difference in student
performance on multi-chapter unit tests between students who
complete announced quizzes at the end of each chapter and stu-
dents who do not complete anncunced quizzes at the end of each
chapter?

Related Literature

A thorough review of the related literature was conducted. The
effectiveness of testing has been the concern in the areas primar-
ily of educational psychology. No research was discovered fo-
cusing on the effectiveness of testing in business communications.

A paper by Bangert-Drowns, Kulik, & Kulik (1986) noted that
"testing advocates argued that more frequent testing would in-
crease instructional effectiveness and would encourage students
to study and review more often." The paper also noted that
frequent testing could reduce instructional time and motivate
teachers to direct their efforts toward test taking instead of learn-
ing. Bangert-Drowns, Kulik, & Kulik concluded that one may
expect positive effects from frequent classroom testing and that
teachers can improve the affective outcomes of instruction with
frequent testing. The papers suggested that increasing the fre-
quency of tests may create a more positive classroom atmosphere.

A study by Becker, Davis, and Grover (1989) allowed student
participants of the study to choose between frequent (chapter-
by-chapter) tests and unit (four-chapter) tests. This study reported
no advantage from frequent testing. No significant differences
were found between the chapter tests group and the unit tests
group. Becker, Davis, and Grover found no significant differ-
ence between the two groups regarding an attitude survey which
was administered. However, when asked "How well did the op-
tion selected suit your needs?," all of the chapter tests group
reported that they would select that option again, but only one
half of the unit tests group reported they would select the unit
tests option again.

A study by Bergstrom and Gershon (1991) focused on the indi-
vidual differences in anxiety, computer literacy, and satisfaction
when taking a computer adaptive test. Gershon and Bergstrom
reported that apprehension after the test was effected by the total
number of test items administered. "The more items a person
received, the more apprehensive they were following the tests."
Dixon, Kika, and McLaughlin (1992) examined the effect of
frequent testing on eleventh grade algebra students’ performance.
One group was administered weekly testing. The second group
was administered biweekly testing for two months. Then the
testing schedule was reversed. The results indicated performance
improvements during the weekly tests versus the biweekly tests.
Attitude surveys indicated that students preferred weekly
testing.
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The purpose of a study by McDaris (1984) was to measure col-
lege students' performance on more frequent testing by dividing
a unit of study into smaller segments and administering three
short tests, and comparing results to those for one long tests.
McDaris found that the frequent testing group improved their
performance and preferred frequent testing. The frequent test-
ing group reported they believe they are learning the material
more thoroughly and spend more time studying for the tests.
McDaris stated that "testing students more frequently also seems
to be more consistent with the way in which individuals store
and process information.”

The frequency of testing was the focus of several older studies
(Fitch, Drucker, & Norton, 1951; Hertzberg, Heilman, &
Leunberger, 1932; Keys, 1934, Turney, 1931). Each of these
studies found that frequent testing aids performance in college
courses and points to factors such as the amount of feedback and
studying as possible explanations.

z

Methodology

The study utilized a quasi-experimenta!l design. Two groups
(intact classes) were studied and designated as Treatment Groups
A and B. In Treatment Group A students were administered a
chapter quiz after each chapter within a unit and a unit test at
the end of a multi-chapter unit. Treatment Group B was not
administered chapter quizzes within a unit but was adminis-
tered a unit test at the end of a multi-chapter unit.

Treatment Groups A and B used the same course materials. Both
groups completed the same textbook readings and assignments.
Identical unit tests were administered to both groups. Only the
unit tests scores were used for data analysis.

Two sets of variables were identified in the study. The indepen-
dent variables were (a) quizzes administered after each chapter
of a multi<chapter unit and (b) no quizzes administered after
each chapter of a multi-chapter unit. The dependent variables
were (a) unit test scores of students who were administered a
quiz after each chapter and (b) unit test scores of students who
were not administered a quiz after each chapter.

The two treatments were conducted during the 1997 fall semes-
ter at the collegiate level with two intact -sections of a business
communications course. The two sections were taught by the
same business communications instructor.

Findings

The population of the study consisted of 50 students enrolled in
two intact sections of an undergraduate business communica-
tions course at a university. A single factor analysis of variance
(ANOVA) was applied to the beginning grade point averages
between both groups. The ANOVA revealed no statistically sig-
nificant difference between the groups beginning grade point
averages.
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Descriptive statistics consisting of means and standard devia-
tions of the unit tests scores for Treatment Groups A and B are
presented in Table 1.

Table 1 .
Unit Test Score Achievement: Means and Standard Deviations
of the Unit Test Scores Between the Two Treatment Groups

Standard
Groups n Sum  Mean Deviation
Treatment A 22 845  38.409 13.331
Treatment B 28 1055 37.679 13.683

Table 2 depicts the results of the single factor analysis of vari-
ance (ANOVA) between the unit tests scores of students who
were administered chapter quizzes (Treatrrent Group A) and
students who were not administered chapter quizzes (Treatment
Group B). The analysis revealed no statistically significant dif-
ference in the scores between the two treatment groups.

Table 2
Analysis of Variance for Treatment Groups on Unit Tests
Achievement

Source of Variation SS df MS F D

Between Groups 6.575 1 6.575 0.486 0.489
Within Groups 649.425 48 13.530
Total 656.000 49

Conclusions

Based on the findings of this study, the following conclusions

are drawn:

1. Both applying quizzes after individual chapters and not ap-
plying quizzes after individual chapters produce similar stu-
dent performance results relative to achievement on
multi-chapter unit tests.

2. Administering announced quizzes after individual chapters
does not appear to motivate extra reading or studying for
unit test preparation.

Implications

The results of this study suggest implications for classroom teach-
ers and teacher educators. The findings revealed that adminis-
tering quizzes to students after each chapter of a business
communications class did not improve student scores on multi-
chapter unit tests. Thus, classroom teachers should consider if
the time needed for the creation, administration, and evaluation
of chapter tests is a valuable teaching tool or if that time should

Q

be spent on other teaching methodologies that have been proven
effective.

Recommendations for Further Study

1. The study should be replicated with different age groups.

2. Other factors that affect student test-score outcome should
be investigated.

3. Other instructional methods for teaching business commu-
nications should be investigated.

4. The study should be replicated and include an investigation
of student?s perceptions of the course.
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Abstract

The Internet and intranets are rapidly altering the manner in which companies take care of business. The purpose of this
research was to determine exactly how businesses are using these growing phenomena. Type and size of companies using the
Internet/intranet, classifications of employees and competencies required for those employees, and specific uses and impor-
tance of the Internet/intranet were examined. Data reveal that the Internetintranets are, indeed, an integral part of doing
business today and that employees will need new skills and knowledge in order to be successful in an environment rich in
technology. What, then, is the expectation for future curriculum and instruction in business education?

Introduction

Electronic communication is a phenomenon much like the In-
dustrial Revolution at the turn of the 20th Century. Numerous
authors, such as Banham (1995), are suggesting that the Internet
is as significant as the invention of the printing press or tele-
phone. Without a doubt, the Internet is the fastest growing com-
munication medium of all time. According to a U.S. Commerce
Department report available online at www.ecommerce.gov, ra-
dio took 30 years to reach an audience of 50 million, TV took
13, and the Internet took just four years. Moreover, Rosen (1997)
reports that "increasing information flow increases employee
efficiency” (p. 3). The Internet may provide the path to this needed
employee efficiency believes Edwards (1997).

Companies that are trying to make money at a place
like Internet World [exhibition of Internet-related prod-
ucts] are in large part trying to sell tools to businesses
in order to help businesses become more efficient in-
ternally and to communicate better with their own staffs,
customers, suppliers (Edwards, 1997, p. 4).

Definitions

The Internet is defined as "A bunch of computer networks all
connected together. Several million computers all over the world
are connected to those networks, and if you have access to one
network, you have access to all the others" (Levine & Young,
1996, p. 8-9). Edwards (1997) reports that the Internet is heavily
used to buy and sell things; in fact, in a recent survey, Nielsen
research people reported that 10 million people in the United
States and Canada have bought something online (p. 4).
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Intranets are defined by Hannon (1998) as LAN or WAN net-
works connecting only an organization’s internal computers and
using the same TCP/IP protocol of the Internet that enables com-
puters to communicate with each other regardless of computer
type. “For example, Apple computers can talk to IBM comput-
ers, and UNIX based computers can send and receive informa-
tion from IBM AS400s” (p. 22).

Purpose of the Study

Historically, business teachers have prepared students for em-
ployment in the business world. Numerous professional groups
such as the National Business Education Association, the Ohio
Business Teachers Association, and Delta Pi Epsilon as well as
numerous individuals have identified electronic communications
as an important part of today’s workplace. These individuals
today are joining teachers across the curriculum in using tech-
nology in general and the Internet in particular to teach students
to access information and to utilize communication capabilities.
However, business teachers do not have necessary documenta-
tion about the Internet and intranets; and afier a review of lit-
erature, no specific findings with reference to usage, importance,
and competencies as related to the Internet and/or intranets were
identified.

Problem statement

The current research project was designed to determine how
companies are currently using the Internet and intranets, what
importance companies place on the Internet/intranet in terms of
success of their business currently and in the future, and what
competencies are required of users. The study is an ex post facto
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research design because the research measures usage and extent
and does not in any manner attempt to manipulate any vari-
ables. Several research questions were developed:

1. What is the profile of businesses using the Internet and
intranets?

2. How important are the Internet/intranets to the success of
businesses now and in the future?

3. What type and percentage of employees use the Internet/
intranets?

4. How are employees using the Internet/intranets?

5. What Internet/intranet competencies are expected of pro-
spective employees?

6. How are employees trained for using the Internet and/or
intranets?

7. What are the implications of Internet/intranet usage for Busi-
ness Education? '

Methodology

Warwick and Lininger (1975) write, "The greatest single ad-
vantage of a well-designed sample survey is that its results can
be generalized to a larger population within known limits of
error” (p. 11). Because of the need to apply results to reform
curriculum and instruction across the U.S., a survey was de-
signed and a pilot study of 50 Fortune 500 companies ensued. A
list of Fortune 500 companies was acquired from the Internet,
and a randomized numerical search produced 50 organizations
to whom the survey, along with a letter of explanation, was mailed
on January 5, 1998. Sixteen percent of the companies responded
to the questionnaire; all respondents indicated that the compa-
nies used the Internet/intranets extensively and in a variety of
ways.

Because of the overwhelming similarity of answers to the pilot
mailing, the researchers decided to broaden the investigation to
Ohio companies. A list of Ohio companies was generated from
the American Business Directories' database and 486 compa-
nies with employees of 100 and over were randomly selected. A
second search of Ohio companies from the American Business
Directories was conducted to identify companies with employ-
ees of less than 100; 150 companies were randomly selected.
The adjusted survey with instructions built in at the top of the
instrument (instead of a separate letter) contained 25 questions
designed to gather data necessary to answer the seven research

Table 1
Rate of Return of Questionnaires

questions. The instrument was mailed on March 24, 1998, to a
total of 636 companies in 11 Ohio citiess—Akron, Canton, Cin-
cinnati, Cleveland, Columbus, Dayton, Findlay, Marysvitle, To-
ledo, Warren, and Youngstown—representing the five regions
(northeast, southeast, central, northwest, southwest).

‘Narrowing the search to Ohio companies provided an opportu-

nity to learn about usage in the workplace where Youngstown
State University and Kent State University office support and
business education graduates would likely be employed. More-
over, since the survey was mailed to a large number, further
generalizability was established. The researchers continued to
deem information about Fortune 500 companies to have rel-
evance, especially for comparison purposes; therefore, the in-
strument was altered (Questions 2 and 4), and 100 Fortune 500
companies different from the 50 pilot study companies were ran-
domly selected. The instrument was mailed on March 30, 1998.

Rate of Return

The initial response to the survey was low—10 percent. Many
surveys were returned because individuals to whom the surveys
were addressed were no longer with the company and so the
questionnaires were discarded by the recipient companies rather
than being forwarded to an appropriate individual. Surveys were
remailed to companies whose addresses could be found through
library records. All in all, questionnaires were sent to 736 busi-
nesses, but this number was subsequently reduced to 703 as 33
of the firms were not included in the response rate computation
due to undeliverable mail. Those companies that did not respond
after one month were sent another survey addressed to “Director
of Technology” in place of a specific name. Responses from the
second mailing increased the rate of return to 16 percent. As a
last resort to improve the percentage of returns, the researchers
placed 115 phone calls which increased the return rate by 9 per-
cent for a total response rate of 25.2 percent as illustrated in
Table 1.

Data Analysis

Once the questionnaires were returned and follow-up efforts were
exhausted, researchers used the quantitative data to answer re-
search questions. Questionnaire answers were inputted into a
computer to establish a database to investigate the research
questions.

Number Number Number Return Rate
Population Number Mailed Undeliverable Valid Completed (Percentage)
Ohio Businesses 636 33 603 158 26.2
Fortune 500 Companies 100 0 100 _19 19.0
Totals 736 33 703 177 252
o)
o JJ
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Responses to survey items 1 through 4 were subjected to de-
scriptive statistical analysis, e.g., frequency and percentage of
the number of organizations whose nature of business is finan-
cial/insurance. Glass & Hopkins (1984) write that “Percentages
are more useful than frequencies when the number of observa-
tions is arbitrary, as in the number of persons in a sample” (p.
18). Since observations correspond to respondents in the cur-
rent study, percentages depict responses in a clear manner and
are, therefore, used along with frequencies to clarify data.

Survey responses to items 5 through 25 provided the basis for
comparison of the extent of usage and importance of the Internet
and intranets. Glass & Hopkins also write that “The chi-square
(X?) test statistic can be used to determine whether the observed
preportions differ significantly from a priori or theoretically ex-
pected proportions” (p. 282).The data in the current study came
from observed proportions. Therefore, the chi-square was used
to test the significance of diff=rences among variables at the .05
level. The independent variables are: nature of organization,
number of employees, organizational identification as national
or multinational, and location. Using these independent vari-
ables, researchers determined, for example, the relationship, if
any, between size of organization and Web Site ownership.

Significance of the Study

The results of this study are important for business teachers as
they prepare students for the ever-changing workplace and/or
postsecondary education. These researchers provide valuable
information about the importance of Internet/intranet skills and
concepts needed by upper-level administrators, middle-level
managers/supervisors, and office support personnel who are typi-
cally those served in business courses. The results are poten-
tially significant, too, for those school leaders who critically
examine curriculum and instruction and then engage in teacher
preparation for a reconceptualization of curriculum. Students,
likewise, could be beneficiaries of this research as they are the
workers of the future who will find, keep, and advance in posi-
tions because of the skill and knowledge attainment instituted
by their teachers.

Results

The purpose of this section is to present the results of the current
study. The data are derived from surveys. The findings are pre-
sented in relation to the seven research questions.

Representative Demographics: Entire Population

The value of reporting descriptive statistical findings is based
on the need to illustrate that the sample groups are representa-
tive of the populations (Tuckman, 1988). Responses to Ques-
tions 1, 2, 3, and 4 of the survey provide necessary demographics
to establish representativeness of both groups.

Nature of Business

The companies surveyed were to choose a category that best de-
scribed the nature of their business from a list of nine catego-
ries. Table 2 illustrates the answers. Included in the “other”
categories were: telecommunications, publishing, security ser-
vices, 3rd party logistics, direct sales, construction, architectural/
engineering, wholesale distribution, industrial distribution, waste
management, broadcast communications, metal finishing, con-
sulting, local governmental agency, industrial design, non-profit
mental health, scrap processor, service-contract packager, photo
studio, interior contractor, religious, non-profit training for em-
ployment, telemarketing, and retirement community. The larg-
est percentage of respondents was in the manufacturing category.

Findings also reveal that 49.7 percent of the companies were
multinational companies. On the other hand, 46.9 percent of
the companies reported that they were not involved in interna-
tional business. :

Table 2

Nature of Business
Nature of Business Number Percent
Financial/Insurance 9 5.1
Manufacturing 82 46.3
Retail 12 6.8
Utilities 2 1.1
High Technology 3 1.7
Health/Medical 13 7.3
Transportation 8 4.5
Legal 2 1.1
Other 45 254
Missing 1 __.6

Totals 177 100.0

Number of Employees

The companies were to choose a category to indicate the number
of employees the firm employs. Number of employees in the
companies that responded ranged from 1 to 125,000 as depicted
in Table 3.

Location of Businesses

At the outset of the research, 11 cities in Ohio (Akron, Canton,
Cincinnati, Cleveland, Columbus, Dayton, Findlay, Marysville,
Toledo, Warren, and Youngstown) were selected because of their
location in either the northeastern, northwestern, southeastern,
southwestern, or central regions of Ohio. Table 4 depicts the
geographic areas of the respondents. The 100 Fortune 500 com-
panies were located throughout the United States.
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Table 3

Inferential Statistical Findings

Number of Employees
What Businesses Use the Internet and/or an Intranet?
Size of Company Number Percent
“Business-to-business electronic commerce will represent $66
1-10 13 7.3 billion in U.S.-related Internet revenues by the year 2000” with
11 -30 6 34 the overall [business and personal] Internet economy expanding
31-50 2 1.1 from the current $15 billion to around $200 billion reports one
51 -100 15 8.5 Web Site author (http://watson2.cs.binghamton.edu/~jlubinsk/
101 - 500 88 49.7 ec/how.html). Amano & Blohm (1997) used employment fig-
Over 500 50 28.2 ures to study Internet usage and found that the Internet added
Missing _3 17 approximately “three-quarters of a million jobs” in publicly
Totals 177 100.0 traded firms in the U.S. in 1996; this represents one-half of all
of U.S. job growth (p. 8).
Table 4 Current findings illustrate that 100 percent of the Fortune 500
Location of Businesses companies use the Internet while 81.6 percent of all sizes of
Ohio companies use the Internet. The difference of .045 was
Region Number Percent significant at the .05 level because of the higher usage by For-
tune 500 companies. The study also gathered results regarding
Ohio intranets—94.7 percent of the Fortune 500 companies use an
Northeastern Ohio 91 51.4 intranet while 53.2 percent of all sizes of Ohio companies use
Northwestern Ohio 20 11.3 an intranet. The difference of .001 was significant at the .05
Southeastern Ohio 6 34 level again because of the higher usage by Fortune 500 compa-
Southwestern Ohio 15 8.5 nies. Table 5 depicts these results.
Central Ohio 22 12.4
Multiregional Ohio 4 2.3 Importance of Internet/Intranet to the Success of the Business
Fortune 500 Current status. In response to the question, “How important is
Northeastern U.S. 9 5.1 an intranet to the success of your organization?” answers from
Southeastern U.S. 0 0 Ohio companies generated a mean score of 3.22 and from For-
Northcentral U.S. 5 2.8 tune 500 companies, 3.28. These mean scores indicate that the
Southcentral U.S, 2 1.2 ‘importance of an intranet is at a point somewhere between “Im-
Southwestern U.S. 1 .6 portant” and “Very Important” for all respondents.
Multiregional U.S. 2 _ 11
Totals 177 100. The mean scores on importance of the Internet are lower than
those for intranets depicting the importance of the Internet as
having less value, with a level of just above “Somewhat Impor-
tant” (mean score equals 2.21) for Ohio companies and almost
“Important” (mean score equals 2.89) for Fortune 500 as de-
picted in Table 6.
Table §
Businesses Using the Internet/Intranets
Group Businesses Using Businesses Not Using Missing Statistical
Percent Number Percent Number Percent Number Difference
Internet
Ohio Companies 81.6 129 17.7 28 .6 |
Fortune 500 Companies 100 19 0 0 0 0 045 (<.05)*
Intranets
Ohio Companies 53.2 84 418 66 5.1 8
Fortune 500 Companies 94.7 18 53 1 0 0 .001 (<.05)*

*Difference is significant at the .05 level.
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Table 6

Current Importance of Internet/Intranet to the Success of the Business

Rating Ohio Companies Mean Fortune 500 Companies Mean
Percent Number Percent Number
Intranets 3.22% 3.28+*
Very Important 27.8 44 36.8 7
Important 10.8 17 474 9
Somewhat Important 10.1 16 10.5 2
Not Important 32 5 0 0
Missing 48.1 76 53 1
Internet 2.21% 2.89*
Very Important 8.8 14 36.8 7
Important 15.2 24 26.3 5
Somewhat Important 43.0 68 26.3 5
Not Important 15.8 25 10.5 2
Missing 17.1 27 0 6

*The mean is calculated from answers on a Likert —type scale: 4=very important; 3=important, 2=somewhat important; 1=not important

Future status. When asked to predict future importance of the
Internet/intranets to the success of their businesses, companies
in general project that Internet/intranet usage would be even
more important than today as illustrated in Table 7. All of the

Fortune 500 projected that the Internet and/or intranets would
be “more important” than today and a high percentage of Ohio
companies projected in an similar manner as can be seen by the
mean scores of 3.00 and 2.88 respectively.

Table 7
Future Importance of Internet/Intranets to the Success of the Business
Rating Ohio Companies Mean Fortune 500 Companies Mean
Percent Number Percent Number
More Important 67.2 107 2.88 100.0 19 3.00
Same Importance 7.0 11 0 0
Less Important 1.3 2 0 0
Missing 24.1 38 0 0

*The mean is calculated from answers on a Likert —type scale: 3=more important; 2=same importance; 1=less important

Employee Usage of the Internet

The researchers attempted to determine the degree of usage ac-
cording to job titles. Answers to Questions 7 through 10 and 16
through 19 provided the data. The data shows that upper-level

g5

administrators used the Internet and the intranet the most and
the office support personnel the least. See Tables 8, 9, 10, and
11 for details. The data also illustrate that most companies re-
port usage in the range of 29 to I percent.
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Table 8
Total Employee Usage of the Internet and Intranet as Reported by Participating Businesses

Internet Intranet
Percent Companies Responding Companies Responding
of Employees Percent Number Percent Number
90-100 4.5 8 10.2 18
89-70 2.8 5 7.9 14
69-50 4.0 7 10.2 18
49-30 16.4 29 13.6 24
29-1 55.4 98 14.7 26
Not Used 169 30 435 1
Totals 100.0 177 100.0 177
Table 9
Upper-level Administrators Usage of the Internet and Intranet as Reported by Participating Businesses
Internet Intranet
Percent Companies Responding Companies Responding
of Employees Percent Number Percent Number
90-100 14.7 26 249 44
89-70 10.2 18 5.1 9
69-50 6.8 12 7.3 13
49-30 9.0 16 4.5 8
29-1 36.2 64 13.0 23
Not Used 231 41 452 _80
Totals 100.0 177 100.0 177
Table 10
Middle-Level Managers/Supervisors Usage of the Internet and Intranet as Reported by Participating Businesses
Internet Intranet
Percent Companies Responding Companies Responding
of Employees Percent Number Percent Number
90-100 8.5 15 20.9 37
89-70 6.8 12 10.2 18
69-50 . 85 15 5.6 10
49-30 10.7 19 5.6 10
29-1 412 73 11.3 20
Not Used 243 43 463 82
Totals 100.0 177 100.0 177
; J9




Table 11

Office Support Personnel Usage of the Internet and Intranet as Reported by Participating Businesses

Internet Intranet
Percent Companies Responding Companies Responding
of Employees Percent Number Percent Number

90-100 4.0 7 22.0 39
89-70 34 6 79 14
69-50 5.6 10 5.1 9
49-30 11.3 20 73 13
29-1 40.1 71 11.9 21
Not Used 35.6 63 458 81
Totals 100.0 177 100.0 177

How Companies Are Using the Internet/Intranet

Statistics are important when change in curriculum and instruc-
tion is under consideration because historically business teach-
ers have based what they do in the classroom in large part on the
needs of the workplace. The data above illustrate that compa-
nies are using electronic communication, but how they are us-
ing this medium is a relevant concern for business educators
who are intent on keeping curriculum and instruction current.
Because of the relevance regarding how the Internet/intranets
are used, the following question was included on the survey:

Employees in your organization use the following Internet/
intranet applications: (circle all that apply)

. Communicate with E-Mail

. Browse the World Wide Web for information
Purchase products from other companies

. Market/sell your organization’s products
Manage inventory

Download software

. Send and receive files

Train/Develop employees

Telecommunting (link office and home)
Publish Information

. Virtual Store/Office

Link to our suppliers or other businesses with whom we
work

M. Other

FrR=“—“Zommuowy

Table 12 reveals that “Communicate With E-Mail” and “Browse
WWW for Information” are at the top of the list in importance.
Percentages are divided for deeper consideration; the first per-
centage depicts percent of usage as compared to all companies
responding to the question with either a “Yes” or a “No” an-
swer. The second percentage is more meaningful than the first
in that it shows the percent of Ohio company usage compared to
all Ohio respondents and the percent of Fortune 500 usage com-

pared to all Fortune 500 companies using the Internet and/or
intranet to complete a task. An example based on E-Mail usage
follows: 139 companies answered the question by choosing A—
“Communicate With E-Mail” with either a “yes” or “no” an-
swer. Of those 139 answers, 124 were “yes” answers; and of
those, 107 were from Ohio companies resulting in a percentage
of 77(107/139). Calculation of the percentage of just Ohio com-
panies communicating with E-Mail resulted in a percentage of
67.7 (107/158).

In order to elaborate on the “other” answers and to broaden the
current information, the surveys were scrutinized. Companies
often selected “other” to elaborate on one of the categories speci-
fied on the questionnaire. One company that answered “other”
reported using its intranet to download/upload quotations, pho-
tos, etc.; and another reported using its intranet for gathering
“real time data.” “Today, the most common method in the way
information is distributed involves users connecting to and pull-
ing information from Internet Web Sites,” write Frueling, Kerin,
and Sebastian (1997). Further, one franchise reported using elec-
tronic communicating for franchiser communicating -and data
reporting. A fourth company wrote that it uses both Internet and
intranet for sharing common files, forms, company information,
training schedules, etc. Another reported that they “linked to
customers.” An individual in a large Fortune 500 firm wrote:
“nearly every critical business process is on the intranet.”

These answers add certainty to Frueling, Kerin, and Sebastian’s
(1997) statement that the traditionally paper and forms inten-
sive offices of federal and state agencies are adapting technol-
ogy to streamline many processes. For example, over 15 million
of the 50 million returns the Internal Revenue Service received
in 1997 were submitted electronically (p. 68).

To “do business on the Internet,” a Web Site is a necessity. There-
fore, these researchers were interested in what companies have
Sites and how these companies are developing and maintaining
their Pages.
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Table 12
Rank Order of Internet/Intranet Applications Usage

Statistics Based on Respondents Answering “Yes” to the Type of Use
Used By
Type of Use Companies Ohio Companies Fortune 500 Companies Statistical Difference
Yes No Percentage Number Percentage  Number Between Companies

Communicate

With E-Mail 124 15 77.0/67.7 107 12.2/89.5 17 968 (>.05)
Browse WWW

For Information 110 30 66.4/58.9 93 12.2/89.5 17 213 (>.05)
Send/Receive Files 96 43 57.6/50.6 80 11.5/84.2 16 124 (>.05)
Download Software 81 58 46.8/51.3 65 11.5/84.2 16 014 (<.05)*
Market Products 63 76 36.0/31.6 50 9.4/68.4 13 .030 (<.05)*
Link With Suppliers -

And Other

Businesses 58 81 32.4/28.5 45 9.4/68.4 13 011 (<.05)*
Publish Information 47 92 23.7/20.9 33 10.1/73.7 14 .001(<.05) *
Telecommuting 44 95 25.9/22.8 36 5.8/42.1 8 292 (>.05)
Purchase Products 35 104 20.1/17.7 28 9.4/68.4 7 207 (>.05)
Train Employees 31 68 18.0/158 25 4.3/31.6 6 296 (>.05)
Manage Inventory 30 109 36.0/17.1 27 2.2/15.8 3 .509 (>.05)
Virtual Store/Office 8 131 3.6/3.2 5 2.2/15.8 3 043 (<.05)*
Other 8 131 4.3/.03 6 1.4/10.5 2 .337 (>.05)
*Significant difference due to higher use by Fortune 500 companies.
Size and Type of Companies with a Web Site Types of companies. Results in Table 14 depict that utility and

high technology companies are the most likely to have a Web
Size of companies. Results of the current research illustrate Site; however, financial/insurance companies are also likely to
that companies with 51 or more employees are more apttohave  have a Web Site as are retail and manufacturing firms. Many of
a Web Site than companies with less than 50 employees as illus-  the respondents said that their company fit into the “other” cat-
trated in Table 13. egory, and 73.3 percent of these companies indicated that they
have a Web Site.

Table 13

Size of Companies With a Web Site

Number of Employees ~ Number of Companies ~ With Web Site Without Web Site Missing

Percent _ No. Percent  No. Percent _ No.
1-10 13 30.8 4 53.8 7 15.4 2
11-30 -6 333 2 333 2 333 2
31-50 ' 2 0 0 100.0 2
51-100 15 66.7 10 13.3 2 20.0 3
101-500 88 68.2 60 15.9 14 159 14
Over 500 50 80.0 40 12.2 6 82 4
Missing _3 333 _1 - 9 66.7 2
Totals 177 66.1 117 17.5 31 164 29
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Table 14
Iypes of Companies with a Web Site

Type of Company Number of Companies ~ With Web Site Without Web Site Missing

Percent No. Percent No. Percent  No.

Financial/Insurance 9 88.9 8 11.1 1 0 0
Manufacturing 82 610 50 258 17 185 15
Retail 12 66.7 8 0 0 333 4
Utilities 2 100 2 0 0 0 0
High Technology 3 100 3 0 0 0 0
Health/Medical 13 61.5 8 30.8 4 7.7 1
Transportation 8 50.0 4 12.5 1 375 3
Legal 2 50.0 1 50.5 1 0 0
Other 45 73.3 33 15.6 7 11.1 5
No Response 1 0 0 100 1
Totals 177 66.1 117 17.5 31 164 29

Web Page Development and Maintenance

Administrating an Internet connection may require the
addition of an Internet resource executive. This posi-
tion is not strictly technical, the position requires expe-
rience in marketing, networking, the Internet, strategic
planning, and an understanding of the firm’s mission.
The person in this position works with all the units
within the organization in attempting to coordinate and
promote activities on the internet. The Internet resource
executive occupies a unique position from which to en-
sure that the divisions of a business organization share
resources resulting in cost savings. While each division
with an organization must have the autonomy to pursue
its own objectives, all divisions need to work coopera-
tively when developing the company-wide Internet site
(Davis & Walker, 1998, p. 101)

Companies are utilizing their own employees to develop Web
Pages according to the current results—40.7 percent of the re-
spondents report developing their Web Site internally. About
one-fourth of the companies are using outsiders for this task.
The same scenario exists for Web Site maintenance—44.1 per-
cent of companies are maintaining their own Pages while only
19.2 percent are using outsiders.

Internet/Intranet Competencies Expected by Employers

The competency “keyboarding/typing” is still ranked high by
employers with approximately 60 percent of employers desiring
employees with this skill. Percentages in Table 15 are divided
for thorough consideration in the same manner as Table 12 data.
Answers show that possession of Internet/intranet competencies
depends on the job classification—almost 47 percent of the re-
spondents said that competencies expected are aligned to the job
classification rather than aligned generally with Internet/intranet
tasks. Almost 44 percent of the respondents reported expecting
E-Mail knowledge and skill even though Web Sites were impor-
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tant to companies. The ability to create and publish these Pages
was not high on the priority list of competencies at the time of
hiring.

Training for Electronic Communication via the Internet/
Intranets

Working in an information intensive environment requires skills
very different from those required during the assembly-line era.
Employees trained to meet the challenge of technological work-
place will survive and be promoted in the next century. Typi-
cally, the information worker needs to use common computer
applications such as word processing, spreadsheets, databases,
presentation and graphics. However, today those computer ap-
plications need to be integrated with intranets and the Internet
in order to access information, communicate using e-mail, tele-
conferencing and video conferencing and conducting business-
to-business commerce on a global basis writes Frueling, Kerin,
and Sebastian (1997). Question 23, “In your organization,
Internet/intranet training is done: (check all that apply)

In-House

By external organizations
Via the Internet

Via the intranet
‘Self-taught

Other

MU0

attempted to determine how employees without Internet/intranet
skills or with outdated electronic skills are learning how to uti-
lize electronic communication while at work. Results shown in
Table 16 illustrate that most companies are providing training
through internal sources rather than through an external orga-
nization. A high percentage of employees are also learning how
touse the Internet and/an intranet by teaching themselves, which
substantiates what other researchers are writing (Frueling, Kerin,
and Sebastian (1997). Interestingly, intranets and the Internet
are not used a high percentage of the time for training.
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Table 15

Rank Order of Internet/Intranet Competencies Employers Expect When Hiring Employees

Type of Skill Total Ohio Companies Fortune 500 Companies Statistical Difference Between
Companies Percent No. Percent No. Ohio and Fortune 500
Keyboarding/Typing 83 52.5/46.2 73 7.2/52.6 10 498 (>.05)
Depends on Job .
Classification 65 39.6/34.8 55 7.2/52.6 10 581 (>.05)
Communicate with
E-Mail 61 36.7/32.2 51 7.2/52.6 10 .408 (>.05)
Not Part of Hiring
Process 36 22.3/19.6 31 3.6/26.3 5 .964 (>.05)
Browse the WWW
For Information 29 17.3/15.1 24 3.6/26.3 .529 (>.05)
Download Software 20 13.7/12.0 19 .7/5.2 1 .223 (>.05)
Create and Publish
Web Pages 7 5.0/4.4 7 0 0 .280 (>.05)
Other 2 1.4/1.2 2 0 0 571 (>.05)
Question 2: How important are the Internet/intranets to the
Table 16 success of businesses now and in the future?
Methods of Training Employees in Internet/intranet Usage
After careful consideration of the data, these researchers con-
Method Percentage/Number clude that the Internet and intranets are used in the workplace
extensively. This statement is supported by these two facts:
In-House 58.8 (104) (a) 100 percent of Fortune 500 companies use the Internet and
Self-Taught 37.9 (67) (b) 81.6 percent of Ohio companies use the Internet.
External Organization 209 (37)
Via the Internet 23(4) A second conclusion is that intranets are used at a significantly
Via the Intranet 4.0 (7 higher rate by Fortune 500 companies than by Ohio companies.
This statement is supported by these facts: (a) 94.7 percent of
Fortune 500 companies use intranets and (b) 53.2 percent of
Conclusions Ohio companies use intranets.

The seven research questions provide order for the conclusions.
Representative demographics: Entire Population

Question 1: What is the profile of businesses using the Internet
and Intranets? ‘

Manufacturing companies were the largest percentage of com-
panies to respond to the questionnaire. Companies with employ-
ees from 101 to 500 also were the largest percentage of
respondents. Companies located in Northeastern Ohio responded
at a higher percentage than companies in any other region in
Ohio. The results appear skewed to Northeastern Ohio. This
was not intentional on the part of the researchers; however, com-
panies in that region may have responded in high numbers be-
cause of the proximity to Kent State University and Youngstown
State University, the major universities where the researchers
are teaching.

Another important conclusion is that Fortune 500 companies
consider the Internet as “Important” to the success of their com-
pany, while Ohio companies consider the Internet as “Some-
what Important” to their success.

When reporting of importance of intranets, Fortune 500 compa-
nies again consider intranets as “Important.” Ohio companies
also consider intranets as “Important” to the success of their
companies. Data also illustrate that the importance of both the
Internet and intranet will be even more critical in the future.

The conclusion then is that while there is some difference in the
mean scores, these tools will play an even more important role
in the future. Moreover, these resuits show unquestionably that
company intranets currently play a more important role in the
success of companies than the Internet. Clearly the results reit-
erate Bartlett’s (1998) prediction in the NBEA Yearbook that
corporate intranets will be a key component for companies to




compete in the 21" Century. Bartlett writes further that compa-
nies have seen the positive results of using the Internet and are
using the power of Web technologies and LANS to enhance effi-
ciency within an organization.

Role of Internet/intranets to the Future Success of Organiza-
tions. All Fortune 500 companies reported that the Internet/
intranets will be “More Important” to the success of their com-
panies, while 67.2 percent of Ohio companies reported the tools
will be “More Important” to their success.

Question 3: What type and percentage of employees use the
Internet/intranets?

A critical conclusion is that currently not all employees are us-
ing the Internet/intranets. Most companies report that 29 to 1
percent of their employees use these tools. Moreover, upper-level
administrators use the tools the most while office support per-
sonnel use the tools the least. The Conference Board’s 1996 sta-
tistics: “Of the companies reporting Internet access, 74 percent
reported that the Internet was not available for all employees.”
This appears to agree with current findings that most compa-
nies report only 29 to 1 percent of their employees use the
Internet/intranet. Even though the current research did not delve
into the reasons for limiting usage, the Conference Board (1996)
reported several reasons for limiting use:

1. Requirements of management approval
2. Limitations of network/hardware/support systems
3. Limitations on applications

Question 4: How are employees using the Internet/intranets?

“Communicate With E-Mail” is the task completed at the high-
est rate by all companies surveyed, while “Browsing the WWW
for Information” was second. Using the Internet/intranet as a
Virtual Office/Store evidently has not caught on as it was used
at the lowest rate. Interestingly, though, small companies used
this application at a higher rate than larger companies. Signifi-
cant differences were found in five tasks:

1. Download Software

2. Market Products

3. Link with Suppliers and Other Businesses
4. Publish Information

5.

Virtual Store/Office

These researchers conclude that the high percentage of compa-
nies using the Net currently to complete tasks provides further
fuel to what others are saying about future use of the Internet. .
Managerial and marketing strategies should include establish-
ing presence on the Internet advise Davis & Walker (1998).
Wilder (1997) writing in /nformationWeek reports that a recent
survey suggests that by 1999, 39 percent of U.S. retailers plan to
sell online, and according to Frueling, Kerin, and Sebastian
(1997) consumers will be ready to purchase online since 15 per-
cent of those consumers (47 million) have already bought prod-
ucts or information online

To facilitate many of the tasks completed on the IntemneVintranet,
Web Sites are a necessity. Therefore, Web Pages must be part of
the-standard operating procedures for companies. Size of com-
pany did make a difference in Web Site ownership. Only 13.6
percent (16) companies with 100 or fewer employees have a site,
while 85.4 percent (101) companies with more than 100 em-
ployees have a Site. On the other side of the data, 51 percent of
companies with 1 to 10 employees did not have Web Sites con-
cluding, therefore, that the more employees a company has, the
more apt they are to have Web Sites.

Nature of business conducted by companies also made a differ-
ence in Web Site ownership—88.9 percent (8) of financial/in-
surance companies have a Site. Approximately 67 percent of
manufacturing, health/medical, and retail companies also have
Sites. Even though the number of utilities and high technology
companies responding was low, 100 percent of those types of
companies have Sites. When determining what type of compa-
nies do not have a Site, Table 11 illustrates that Legal entities
are just as likely not to have a Site as they are to have a Site.
One-third of Health/Medical respondents reported not having a
Site. Moreover, companies are developing and maintaining Web
Pages in-house rather than utilizing outside sources. The re-
searchers conclude, then, that the ability to create Web Pages is
important.

Question 5: What Internet/intranet competencies are expected
of prospective employees?

Keyboarding/Typing continues to be a competency expected by
employers. One-fourth of the respondents do not consider
Internet/intranet related skills when hiring; 37 percent reported
that competencies “Depend on Job Classification.” “Download-
ing Software” and “Create and Publish Web Pages” were ranked
the lowest. The conclusion, therefore, is that the common com-
petency of “Keyboarding/Typing” is a must, but the high-end
technology skills, such as creating Web Pages, are not expecta-
tions at the outset of employment.

Question 6: How are employees trained for using the Internet/
intranets?

Training is chiefly accomplished “in-house” or “self-taught”
which substantiates what other researchers are writing (Frueling,
Kerin, and Sebastian (1997). A insignificant amount of training
is accomplished via Internet/intranets concluding that those de-
siring employment involving the Internet/intranets need to pos-
sess lifelong learning ability and the ability to read and interpret
documentation either via written or electronic mediums.

Implications

Question 7: What are the implications of Internet/intranet
usage for Business Education?

Educational institutions believe in preparing students for a fu-
ture workplace where technology will play an enormous role in
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“getting the jdb done.” The Policies Commission for Business
and Economic Education stated in Policy Statement 53, This We
Believe About the Role of Business FEducation in Technology:
“Business Education will need to adapt to continuous advance-
ments in technology; and the discipline’s future will be based,
in large part, on the role it assumes in addressing technological
changes.”

According to the data gathered, 83.1 percent of the wide variety
of businesses surveyed are currently using the Internet/Intranet.
A U. S. Commerce Department report available online at
www.ecommerce.gov, states that Internet traffic is doubling ev-
ery hundred days, and electronic commerce should reach $300
billion by 2002. Existing and emerging Internet technologies
are impacting the way employees work in businesses worldwide.

It is evident that business educators must provide their students,
America’s future employees, with the knowledge, skills, and
aptitudes necessary to become Iniernet savvy.

Since the top five most frequently reported uses of the Internet
are communicating with e-mail, browsing the World Wide Web
for information, sending/receiving files, downloading software,
and marketing products, these Internet features should be in-
cluded in the business education curriculum.

1. The highest reported business use of the Internet/intranet
is for e-mail. Hinton (1997) reports that over 15 billion
e-mail messages are sent each month. E-mail’s popular-
ity is attributed to its speed, convenience, and relatively
low cost. Students need to be aware of how to use e-mail
locally and abroad following basic rules, guidelines, and
cautions; how to send and receive attachments; how to
use the address book, listservs, and other multiple desti-
nation addresses; and how to save and organize impor-
tant messages.

2. According to the popular online Komando Newsletter,
there are over 320 million pages on just the World Wide
Web portion of the Internet. Searching through Web Pages
can be like trying to find a needle in a haystack. There-
fore, being able to search efficiently with knowledge of
the available search engines and Boolean operators and
proper search strings saves valuable time in capturing
pertinent information; and in business, time is money.
Students need to know how to conduct simple and com-
plex searches; how to organize Web Pages with book-
marks, and how to organize bookmarks into folders.

3. Above all, students need to be encouraged to be inquisi-
tive, systematic, well organized, and focused on the prob-
lem at hand. In order to practice these traits, students
could form teams to investigate the Internet’s current hot
topics whatever they may be. At the present time they
could include the differences among the Internet, Intranets,
and Extranets; Internet security issues; audio Internet
conferencing; electronic cash; and avoiding viruses.
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4. The average person reads or hears “Visit us at our Web
Site” many times a day. It is interesting to note that 66.1
percent of the respondents reported having a Web Site.
Being able to create and publish Web Pages was not high
on the priority list of competencies at the time of hiring,
but this skill is nevertheless a market niche. Actually, a
whole new industry has grown up around the Web using
programmers to build Sites and computer literate graphic
designers to create attractive Home Pages.

5. Downloading software: Many businesses put their site
licensed software on their intranets for the convenience
of their employees to download as needed. With Microsofi
Office 97 applications, you can access a company’s
Intranet or the Internet from inside Word, Excel,
PowerPoint, or Access as well as publish documents,
spreadsheets, presentations, and database information to
HTML documents for viewing on an Intranet or the
Internet. For practice in downloading, students can be
given the opportunity to download shareware, freeware,
or Public Domain software.

Additional implications for business education emerge from the
findings of the study. Companies who use the Internet have a
competitive edge over those who do not, and students who have
Internet knowledge, skills, and aptitude have a competitive edge
over students who do not, as more and more businesses move
toward Internet technology.

Business educators must stay abreast of the changing skills re-
quired in the workplace and empower their students to pursue
the process of lifelong learning.
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significantly different from non-business education students.

Abstract

Knowledge of one’s personality type and that of individuals one interacts with is important to understand how and why certain
decisions are made. For teachers and students, this knowledge is important to understand how students learn and function.
This study was performed to establish if common personality types existed in secondary business education students and if
personality type of business education students differed from non-business education students. The findings indicate high
school business education students are not clustered in one specific personality types and business education students were not

Introduction

Students, like individuals, are different in numerous ways. Per-
sonality type, or preference, is one method of characterizing the
way individuals differ. One’s personality type influences the
way one functions in daily life. Therefore, an awareness of one’s
preference, specifically how it relates to daily life functions.can
be valuable information for all individuals to improve individual
effectiveness. Since students are constantly interacting with
teachers, peers, and family members, the knowledge of one’s
preference is essential to interact effectively. The knowledge of
the individual’s preference helps teachers to understand how and
why students make some of their decisions. These preferences
influence students learning styles, achievement, extra-curricu-
lar activities, course selection, and preferred teaching styles. Table
1 shows the characteristics of personality type preferences in
indexed pairs.

Many studies have revealed relationships between personality
type and numerous other characteristics including career man-
agement, career counseling, management, leadership, teams,
academic achievement, learning styles, teaching styles, health,
stress, and coping (Hammer, 1996). Literature has identified
the existence of common characteristics associated with similar
personality types and temperaments. However, few of these stud-
ies examined secondary students and even fewer, secondary busi-
ness education students.

Business and industry is operating in an environment with an
influx of technological advances, which has developed a global
economy. Business educators are challenged with the mission of
preparing students to function effectively in this new environ-
ment. From 1990 to 1993, businesses spent more on communi-
cation and computer technology than on all other capital
equipment. With this investment business educators must also
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invest in examining the best way to educate students with the
skills needed to operate this changing technology.

McPherson (1995) identified personality type awareness as an
important aspect in training. To function better, employees or
students need to be aware of their own personality type and the
characteristics of other personality types. Hence, identifying
commonalties in personality type of business education students
will aid business educators. Business educators would be aware
of teaching styles, learning styles, in-service training, and inter-
personal communication that more students prefer to use in and
out of the classroom. Motely and Smith (1989) state that tem-
perament information is exchanged through interpersonal com-
munication during informal and structured encounters. This
supports the idea that personality types can be used to predict
behavior.

Previous literature has identified personality type research us-

"ing the Myers-Briggs Type Indicator (MBTT) with business edu-

cators. A limited amount of current research has been found
that examines high school business education students’ person-
ality types. Vogt and Holder (1989) examined 47 business edu-
cation students in a post-secondary institution. They found that
the personality type of ESTJ and ESFJ (refer to Table 1 for de-
scriptors) appeared at a more frequent rate than others.
Post-secondary marketing education students also demonstrate
the same two personalities with more frequency than others do,
according to Elias and Elias (1990). ESTJ and ESFJ were the
highest frequency of personality types observed. Waner and
Echternacht (1993) conducted a regional study of business edu-
cators who were members of Delta Pi Epsilon (DPE), and iden-
tified a predominance of four personality types in the group.
The majority of the respondents were ISTJ, followed by ESTJ.
There were equal numbers of ISFJ and ESFJ. The studies on
personality type among business educators (Vogt & Holder, 1989;
Elias & Elias, 1990; Warier & Echternacht, 1993) have reported
finding similar results with slight variations.
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Table 1

Characteristics of Personality Type Indexes in Pairs

Extroverts (E) Introverts (I)
Sociability Territonality
Interaction Concentration
External Internal
Breadth Depth
Extensive Intensive

Multiplicity of relationships
Expenditure of energies
Interest in external events

Limited Relationship
Conservation of energies
Interest in internal reaction

Sensing (S) Intuitive (N)
Experience Hunches
Past Future
Realistic Speculative
Perspiration Inspiration
Actual Possible
Down-to-earth Head-in-clouds
Utility Fantasy
Fact Fiction
Practicality Ingenuity
Sensible Imaginative

Thinking (T) Feeling (F)
Objective Subjective
Principles Values
Policy Social values
Laws Extenuating circumstances
Criterion Intimacy
Firmness Persuasion
Impersonal Personal
Justice Humane
Categories Harmony
Standards Good or bad
Critique Appreciate
Analysis Sympathy
Allocation Devotion

Judging (J) Perceptive (P)
Settled Pending
Decided Gather more data
Fixed Flexible

Note. Table from Please Understand Me by Keirsey and Bates (1984)

Purpose of Study

The present study examined the personality type of business edu-
cation students and general education students. This study ex-
plored if commonalties exist between the business education
students. The study also sought to identify if there is a signifi-
cant difference in the proportions of personality types among
business educators compared to the general population. The per-
sonality types that were examined fall under the 16 Myers-Briggs
types. The types are identified by preferences in degrees of one
or the other, not in pairs of one or the other (se¢ Table 1).

Methodology
Participants

The target population for the study was defined as high school
students in Pennsylvania. Two specific subgroups were exam-
ined in this population. high school students currently enrolled
in business education courses and high school students not cur-
rently enrolled in business education courses. The sampling plan
for the study included the following steps: (1) two teachers (one
a Business Education teacher and one an English teacher) in
one high school were identified that were willing to participate
in the study; (2) All of the business courses taught by the partici-
pating teacher were included in the study, specifically Typing 1,
Office Technology, Business Math and World of Business. The
courses laught by the English teacher participating in the study
included Freshman English, Introduction to Writing, and Theme
Writing, and (3) All students enrolled in the selected teachers’
sections of these courses were selected as members of the re-
search sample. The sample included students at grade levels 9-12.
A total of 60 business education students and 61 English stu-
dents were selected to participate in the study.

Instruments

Two instruments were used to collect data for the study. One
was the Myers-Briggs Type Indicator Form-G . This instrument
has been identified as both a valid and reliable instrument for
assessing personality type. The second instrument was a re-
searcher developed demographic form designed to collect se-
lected personal and academic information on the participants.

Data Collection

To collect the data for the study, the researcher first arranged a
time that was mutually acceptable for both of the teachers par-
ticipating in the study. On the prearranged day, the researcher
went to the school, explained the data collection procedures to
the classroom teachers, and remained at the school to be avail-

~able for assistance to either teacher if the need arose.
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Results

The objectives of the study were to describe and compare high
school students not currently enrolled in a business education
course to students that are currently enrolled. The business edu-
cation students and non-business education students participat-
ing in this study were similar on their demographics except on
the mean age and gender. On the variable age, the business edu-
cation students had a mean age of 16.6 years, while the
non-business education students had a mean age of 15.0 years.
Of the business education students 36.7% were male and 63.3%
were female,. while the non-business education students were

53.3% male and 46.7% female. These percentages are repre-
sentative of typical business education enrollment.

On the variable of personality type, the largest numbers of busi-
ness education students were in the following two types as mea-
sured by the MBTI: ENFP (20%) and ESFJ (11 %), see Table 2.
The two largest groups of non-business education students were
in the ESFP (19.7%) and ENFP (13.1%). The group which
showed the greatest discrepancy between the two groups of stu-
dents was the ESFP which made up 19.7% of the non-business
education students and only 8.3% of the business education group.

Table 2
Frequencies of Personality Types of Respondent (N=12 1)

ISTJ ISFJ INFJ INTJ
Business Students Business Students - . Business Students Business Students
(3)5.0% (2)3.3% (2)3.3% (0)0.0%
General Students General Students General Students General Students
(4)6.6% (2)3.3% (3)4.9% (N1.6%
ISTP ISFJ INFP INTP
Business Students Business Students Business Students Business Students
(3)5.0% (6)10.0% (4)6.7% (D1.7%
General Students General Students General Students General Students
(6)9.8%: (0)0.0% (1)1.6% - (3)4.9%
ESTP ESFP ENFP ENTP
Business Students Business Students Business Students Business Students
(5)8.3% (5)8.3% (12)20.0% (2)3.3%
General Students General Students General Students General Students
(ND11.5% (12)19.7% (8) 13.1% (6)9.8%
ESTJ ESFJ ENF]J ENTJ
Business Students Business Students Business Students Business Students
(6)10.0% MIL71% (2)3.3% (0)0.0%
General Students General Students General Students General Students
(3) 4.9% (3)4.9% 1)1.6% (1)1.6%

Implications and Recommendations

Secondary business education students have a diverse background
of personality types. Unlike other post-secondary studies, high
school business education students are not as clustered into cer-
tain MBTI types. Business education students had the same domi-
nant type preference as non-business education students of ESFP.

These findings tell business teacher educators that business edu-
cation students are not significantly different in personality type
from other non-business education students. Business education
students fell within 14 of the 16 types, which presents more
empirical data that teachers must take measures to reach stu-
dents with a diversity in preferences. It is essential for teachers
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to be aware of these preferences and make certain adjustments
when in the classroom to insure a methodology that will reach
all students.

The research supports the importance of teachers going outside
of their own learning styles and preferences when teaching to
accommodate all students in the classroom. Business education
students do not have the same preferences and learning styles.
Furthermore, the general population of students has a wider range
of preferences. A practical suggestion for the classroom teacher
is to use as many teaching strategies as possible. These methods
or techniques may include lecture, discussion, participation, co-
operative learning, multimedia, computer based, and innova-
tive ideas.
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Further research is needed to explain the personality preferences
of business education students and other characteristics. Sug-
gested areas of further study include:

1. Areas of study within business education need to be com-
pared to see if commonalties exists among students in com-
puter technology classes, office procedures, cooperative
education, and marketing.

2. Other vocational areas need to be examined to see if com-
monalties in personality type exist.

3. Self-directed learning needs to be compared with personal-
ity type in high school business education students.
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Abstract

The purpose of this exploratory correlational study was to determine the apphcablhty of social cognitive career theory (SCCT)
to African American female adolescents’ career development. Specifically, the objectives were to determine the correlation
between (a) career self-efficacy and vocational interests, (b) career self-efficacy and career consideration, and (c) vocational
interests and career consideration for African American female adolescents. The high school population consisted of 157
African American females from a Midwest metropolitan city school district. On an aggregate level; findings revealed no
statistically significant differences between career self-efficacy and vocational interests or career self-efficacy and career consid-
eration. A statistically significant relationship was found between vocational interests and career consideration.

Introduction

Social and economic patterns in conjunction with innovative
technologies have created a society of challenging new realities
for American youth. Challenging new realities of education
prerequisites, work complexities, technology enhancements, eco-
nomic outlooks, demographic trends, and family structures re-
quire adolescents to exercise considerable control over their
endeavors. These diverse factors affect personal efficacy beliefs,
which contribute to the formation, selection, and management
of educational pursuits and career paths during rapidly chang-
ing societal conditions.

Embedded within Bandura’s general social cognitive theory is
the self-efficacy belief system that involves implementing ac-
tion based on confidence in knowledge. Self-efficacy refers to
belief in one’s capability to plan and implement action required
to complete specific tasks (Bandura, 1986). An extension of
Bandura’s (1986) general social cognitive theory, social cogni-
tive career theory (SCCT) as proposed by Lent, Brown, and
Hackett (1994), connects three important aspects of career de-
velopment: (a) the formation of career interest, (b) the selection
of academic and career choice options, and (c) the performance
and persistence in educational and occupational pursuits.

Purpese and Problem

Research has not focused on the academic and career develop-
ment of African American females (Evans & Herr, 199 1; Hackett
& Byars, 1996), resulting in little knowledge of the psychologi-
cal and sociological process of African American female’s ca-
reer development. Even though the role of efficacy beliefs has
been implied in the literature on African Americans’ career and
academic behavior, much more research is needed (Brown, 1995;
Hackett, Betz, Casas, & Rocha-Singh, 1992; Post-Kammer &
Smith, 1986; Post, Stewart, & Smith, 1991). -

The purpose of the exploratory study was to determine (a) the
level of career self-efficacy, (b) the degree of vocational inter-
ests, and (c) the range of career consideration among African
American female adolescents. Career self-efficacy research can
provide insight into how business educators can strengthen stu-
dents’ academic and career efficacy beliefs. Enhanced efficacy
beliefs effectively increase students’ educational achievements
and career decision-making skills.

The research answered the following questions:

1. Which occupations generate the highest level of career self-
efficacy among African American female adolescents?

2. Which occupations generate the greatest degree of vocational
interest among African American female adolescents?

3. Which occupations generate the most common range of ca-
reer consideration among African American female adoles-
cents?

Methodology
Population and Sample

Permission to conduct research was obtained from the research
and testing department of a large metropolitan school district
located in the central region of the United States. Three high
school principals from two comprehensive high schools and one
magnet high school granted permission to collect data from the
African American female population. Random selection was
used to identify 100 African American female students from each
of the two comprehensive high schools to participate in the study.
All 100 African American female students from the magnet
school were selected to participate. A sample size of 300 repre-
sented 43% of the 692 identified as the total African American
female population in the metropolitan school district.
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A total of 171 participants completed the questionnaire packets
and produced 157 (92%) usable questionnaires. Usable ques-
tionnaires were received from 43 (27.4%) seniors, 60 (38.2%)
Juniors, and 54 (34.4%) sophomores. Students ranged in age
from 15 to 18 years old; 20 (12.7%) were 15 years olds, 52
(33.1%) were 16 years old, 60 (38.2%) were 17 years old, and
25 (15.9%) were 18 years old.

Instruments

A pilot study was conducted to establish reliability and validity
for all four instruments. Twenty-one high school students en-
rolled in a business skills course were the pilot study partici-
pants. Seven seniors, 11 juniors, and 3 sophomores provided
feedback that contributed to instrument revisions,

Participants completed an investigator constructed Background
Questionnaire that consisted of nine questions about age, grade
classification, education expectations, academic intentions, and
career plans. The investigators also constructed three career
-assessment questionnaires. Each questionnaire listed the same
70 occupations selected from the 1997-1998 edition of the Oc-
cupational Outlook Handbook compiled by The United States
Department of Labor. The selected list of occupations appears
in Table 1. Using a 5-point Likert-type scale, respondents rated
their (a) confidence in completing the education and training on
the Career Self-efficacy Scale, (b) career interests on the Voca-
tional Interests Scale, and (c) range of consideration on the
Career Consideration Scale.

Cronbach’s alpha, based on the average inter-item correlation,
is the internal consistency model displayed in Table 2.

Findings

The 70 occupations listed on the career self-efficacy, vocational
interests, and career consideration instruments were segmented
into three categories by gender: traditionally female dominated,
traditionally gender neutral, and traditionally male dominated.
The same 70 occupations were also segmented into two catego-
ries by the required education level: secondary education re-
quired and postsecondary education required. Table 3 provides
the means, standard deviations, and ranges of scores for the three
study scales.

Respondents had a higher career self-efficacy mean score for
traditionally female-dominated occupations. Mean scores for
career self-efficacy categorized by education level required re-
vealed a higher score for secondary education than for
postsecondary education. Respondents expressed higher voca-
tional interest in traditionally gender-neutral occupations. Vo-
cational interests mean scores were higher for occupations that
require postsecondary education than for those that require sec-
ondary education. Career consideration of traditionally gender-
neutral occupations had the highest mean score. Career
consideration mean scores were higher for occupations that re-
quire postsecondary education when compared to those occupa-
annc that require only a secondary education. '

Table 1
Listing by Gender

Occupation Education % Female % Black
Female-Dominated
Secretary Secondary 98.6 9.3
Day Care Provider Secondary 98.5 88
Dental Hygienist Post-Secondary 98.2 -
Receptionist Secondary 96.9 9.8
Licensed Practical Nurse  Post-Secondary 95.3 14.0
Bookkeeper Secondary 91.9 5.6
Manicurist Post-Secondary 91.1 10.2
Beautician Post-Secondary 91.1 10.2
Dietitian Post-Secondary 90.2 29.3
Bank Teller Secondary 90.1 9.7
Data Entry Clerk Secondary 84.5 17.0
Paralegal Post-Secondary 82.9 7.5
Housekeeper Secondary 82.7 29.6
Librarian Post-Secondary 81.8 7.9
Flight Attendant Secondary 81.2 10.2
Office Clerk Secondary 80.8 12.1
Cashier Secondary 78.1 15.6
Waitress Secondary 77.9 4.8
BlackTravel Agent Secondary 75.8 53
Teacher Post-Secondary 74.4 9.8
Clinical Lab Technician  Post-Secondary 73.3 16.1
Counselor Post-Secondary 69.8 15.0
Social Worker Post-Secondary 68.5 22.6
Gender-Neutral
Salesperson Secondary 65.3 11.4
Physical Therapist Post-Secondary 61.9 3.8
Psychologist Post-Secondary 61.4 22.6
Fashion Designer Post-Secondary 57.5 2.1
Urban Planner Post-Secondary 56.9 9.0
School Administrator Post-Secondary 56.9 10.2
Hotel Manager Post-Secondary 56.7 9.2
Accountant Post-Secondary 56.0 88
Newspaper Reporter Post-Secondary 55.7 6.5
TV Anchor Post-Secondary 55.7 6.5
Management Analyst Post-Secondary 54.4 39
Financial Manager Post-Secondary 54.0 6.5
Surgical Technologist Post-Secondary 52.5 9.4
Florist Secondary 50.4 1.7
Artist Secondary 494 6.0
Professional Dancer Secondary 494 6.0
Politician Post-Secondary 47.7 12.9
Manager (Corporation) Post-Secondary 438 6.9
College Professor Post-Secondary 43.5 6.5
Pharmacist Post-Secondary 42.6 6.8
Actress Secondary 413 10.2
Biologist Post-Secondary 390 4.7
Advertising Executive Post-Secondary 37.8 2.9
Public Relations Manager Post-Secondary 37.8 29

(Table 1 continued)
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Table 3

Occupation Education % Female % Black Descriptive Data on Variables
Male Dominated Scales n M SD Rangd
Musician Secondary 34.2 12.8
Professional Athlete Secondary 30.9 5.6 Career Self-efficacy 157 3.53 72 1-5
Computer Programmer Post-Secondary 30.8 53 Female 157 3.86 .82 1-5
Lawyer Post-Secondary 29.5 35 Gender Neutral 157 3.57 .75 1-5
Judge Post-Secondary 29.0 3.4 Male 157 3.16 .73 1-5
Photographer Post-Secondary 28.6 6.8 Secondary _
Chemist Post-Secondary 28.6 3.7 Education 157 3.62 74 . 15
Postal Service Worker Secondary 28.3 14.1 Postsecondary
Physician Post-Secondary 26.4 4.5 Education 157 3.48 75 1-5
Farmer Secondary 23.1 0.5
Landscape Gardner Secondary 17.5 6.0 Vocational Interests 157 2.65 .56 1-5
Security Guard Secondary 17.3 24.1 Female 157 2.58 .66 1-5
Military Personnel Secondary 14.0 30.0 Gender Neutral 157 2.88 .62 1-5
Dentist Post-Secondary 13.7 1.2 Male 157 2.47 .62 1-5
Police Officer Secondary 12.9 12.6 Secondary
Electronic Technician Post-Secondary 12.7 8.2 Education 157 2.40 .61 1-5
Clergy Post-Secondary 12.3 11.2 Postsecondary
Engineer Post-Secondary 8.5 4.2 Education 157 2.78 .60 1-5
Electrician Post-Secondary 2.5 7.9
Paramedic Post-Secondary 1.8 13.8 Career Consideration 157 1.90 .49 1-5
Pilot Post-Secondary 14 1.4 Female 157 1.88 .61 1-5
Carpenter Post-Secondary 1.3 6.2 Gender Neutral 157 2.02 .58 1-5
Auto Mechanic Post-Secondary 1.2 7.6 Male 157 1.79 48 1-5
Secondary :

% Female = African-American, White, and Hispanic Females Education 157 1.73 57 1-5
% Black = African-American Females and Males Postsecondary

Education 157 2.00 Sl 1-5
Table 2

Internal Consistencies of Study Scales

Scales Alpha Coefficient
Career Self-efficacy 97
Female .94
Gender Neutral 91
Male .89
Secondary Education .90
Postsecondary Education .96
Vocational Interests .94
Female .85
Gender Neutral .85
Male .87
Secondary Education .87
Postsecondary Education 91
Career Consideration .92
Female .86
Gender Neutral .83
Male .78
Secondary Education .87
Postsecondary Education .88

Table 4 presents the 20 occupations that generated the highest
levels of career self-efficacy among African American female
adolescents. Fourteen of the 20 (70%) occupations with the
highest mean scores were traditionally female occupations.
African American female adolescents were highly efficacious
about one traditionally male occupation (photographer). More
confidence was expressed for 12 of the 20 (60%) occupations
that require a secondary education.

Table 5 presents the 20 occupations that displayed the highest
degrees of vocational interests among African American fe-
male adolescents. Ten of the 20 (50%) occupations with the
highest mean scores were gender neutral occupations. African
American female adolescents were highly efficacious about five
traditionally male occupations and five traditionally female oc-
cupations. Greater confidence was expressed for 17 of the 20
(85%) occupations that require postsecondary education.

Table 6 presents the top 20 careers considered by African Ameri-
can female adolescents. The range of career consideration
among the top 20 occupations is representative of all three gen-
der categories. Eight of the 20 were gender neutral, six were
traditionally female, and six were traditionally male dominated
occupations. More consideration was given by the African
American female adolescents to 16 of the 20 (80%) occupa-
tions that require postsecondary education.
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Table 4
Level of Career Self-efficacy

Table 6
Range of Career Consideration

Occupation Mean SD Occupation Mean SD
1.Day Care Provider 4.31 1.10 1. Lawyer 2.96 1.59
2.Cashier 4.31 1.15 2. Fashion Designer 2.64 1.34
3.Photographer 4.23 1.05 3. Counselor 2.62 1.40
4.Waitress 4.18 1.33 4. Physician 2.62 1.56
5.Counselor 4.16 1.08 5. Computer Programmer 2.61 1.53
6.Secretary 4.13 1.15 6. Beautician 2.61 1.53
7.Manager (Corporate) 4.06 1.17 7. Licensed Practical Nurse 2.54 1.46
8.Licensed Practical Nurse 4.04 1.18 8. Day Care Provider 2.50 1.47
9.Bank Teller 4.03 1.16 9. Physical Therapist 2.47 1.41
10.Salesperson 4.03 1.26 10. Teacher 2.45 1.48
11.Fashion Designer 4.03 1.11 11. Photographer 2.42 1.42
12 Hotel Manager 4.01 1.20 12. Psychologist 241 1.52
13 Receptionist 4.01 1.24 13. Social Worker 2.38 1.50
14.Travel Agent 4.00 1.20 14. Manager (Corporation) 2.34 1.51
15.Social Worker 3.99 1.27 15. Musician 232 1.49
16.Florist 3.93 1.24 16. Actress 2.27 1.31
17.Teacher 3.93 1.38 17. Advertising Executive 224 1.35
18.Housekeeper 3.93 1.42 18. Professional Dancer 2.21 1.49
19.0ffice Clerk 3.92 1.28 19. Accountant 2.17 1.34
20.Flight Attendant 3.87 1.29 20. Judge 2.16 1.52
Table 5 Conclusions
Degree of Vocational Interest
1. African American female adolescents have more confidence
Occupation Mean SD in their ability to complete the education and training re-
quired by traditionally female dominated occupations.
1. Fashion Designer 377 113 2. African American female adolescents possess a higher level
2. Manager (Corporation) 3 64 120 of career self-efficacy for occupations that require a second-
3. Actress/Actor 3.52 127 ary education.
4. Photographer 3.51 1.15 3. African American female adolescents expressed a higher de-
5. Lawyer 347 136 gree of vocational interest in gender neutral occupations and
6. Computer Programmer 345 1.30 occupations that require postsecondary education.
7. Advertising Executive 3 40 113 4. The majority of the careers considered by African American
8. Counselor 338 1.29 female adolescents require postsecondary education, how-
9. Physical Therapist 337 1.25 ever the range is disbursed fairly equally among all three
10. Physician 3.33 132 gender categories.
11. Psychologist 327 1.34 )
12. Beautician 324 1.30 Recommendations
13. Licensed Practical Nurse 3.21 1.39 . .
14. Financial Manager 315 123 A similar study that examines the impact of gender and cultural
15. Day Care Provider 311 1.33 differences, as well as effects of socialization and economic cir-
16. Judge 3.06 1 44 cumstances on career self-efficacy beliefs, vocational interests,
17. Professional Dancer 303 1.45 and range of careers considered should be conducted. Knowl-
18. Pharmacist 296 1.32 edge of gender, cultural background, social attitudes, and so-
19. Social Worker 294 1.45 cial-economic status distinctions can be incorporated into
20. Accountant 292 1.29 classroom instruction and enhance career development

activities.

112

114




A study that examines the relationship between career self-effi-
cacy beliefs, vocational interests, and range of careers consid-
ered before and after a career exploration program is needed.
Facilitating individuals in identifying career self-efficacy beliefs
and their relationship to vocational interests and careers consid-
ered may help remove barriers in the career development pro-
cess of adolescents.
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for the Next Millenium
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them for the 217 century workplace?

Abstract

Today’s students are requesting instructional strategies that are relevant and practical to preparing the workforce of the 21*
Century. Yet, integrating business education and science education may provide such a strategy to train students to solve
problems and make decisions. Therefore, this study was designed to evaluate students’ perceptions of the use of electronic
communication in selected business and science education classes. Specifically, the research addressed: Do business and
science education students perceive electronic communication as a relevant and practical teaching/learning tool in preparing

Introduction

The mismatch that exists between education and real-life re-
quirements has surfaced as a major concern related to economic
growth and quality of life in the United States of America. This
mismatch has emerged from a curriculum designed for a world
long past—a world where workers performed menial repetitive
tasks under the direction of autocratic management. In this type
of workplace, the only “thinkers” needed were management
(Drucker, 1989). Workers in this environment needed only to
concern themselves with a few tasks, and those tasks often re-
mained constant throughout a worker’s career. Indeed, it may
have been possible for workers to retire without seeing any
changes in the workplace. Most education practices prepared
workers very well for this type of environment, where innova-
tion was secondary to obedience. Yet, advances in technology,
shifts in the labor force, and accelerated demands for up-to-date
information presented in different formats have results in an
emerging need for workers to be able to think and solve prob-
lems, i.e., make decisions—not the typical worker described by
Drucker. Thus, the ability to think creatively and solve prob-
lems has emerged as a tool needed by almost every American
worker in all types of organizations and at every level in the
hierarchy of these organizations (Carnevale, Gainer, & Meltzer,
1990; SCANS, 1991). Educated workers who are thinkers, prob-
lem-solvers, communicators, and decision makers will be in
demand, and employees who know how to apply their workforce
preparedness skills and knowledge in unpredictable circum-
stances will fare better (Hall & Hicks, 1995). Therefore, workforce
preparedness educators as well as educators from other disci-
plines are being challenged to provide instruction that adequately
prepares entry-level workers for today’s work environment.

Not only are educators being challenged by business and indus-
try, but also they are being challenged by today’s students. Stu-
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dents, today, want a relevant, practical curriculum that prepares
them for entry into the workplace (Treichel, 1991). Thus, edu-
cators need to incorporate practical examples of real-world ac-
tivities in their education programs to teach students to solve
problems and make decisions. One approach that has been sug-
gested to provide this relevant, practical, and real-world like
training for developing problem solving and decisions making
skills is telecommunicating via electronic communication (Elec-
tronic communication). Conducting class projects using Elec-
tronic communication allows students to cooperate with others
of similar interests around the globe to answer important ques-
tions and solve real-world problems (Beasley, 1993). Accord-
ing to Beasley (1995), Electronic communication allows diverse
groups with differing cognitive abilities, skill levels, ideas, and
beliefs to work together to reach a common goal—to complete a
project that requires simulating a typical real-world like situa-
tion where students develop a solution. Therefore, the use of
electronic communication in classroom instruction is likely to
provide realistic, practical learning exercises today’s students.

The Problem

Today’s students must be taught using instructional strategies
that are perceived as being relevant and practical as well as pre-
paring them for the workplace. Moreover, integrated learning
activities between and among disciplines are likely to provide
appropriate instructional strategies to develop the ability to solve
problems and make decisions that today’s students perceive as
relevant and practical. Therefore, this study was designed to
evaluate students’ perceptions of the use of telecommunications
in selected business and science education classes toward tele-
communications’ relevance in providing them a practical learn-
ing environment for the world of work. Specifically, the research
addressed: Do business and science education students perceive
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electronic telecommunication as a relevant teaching/learning tool
in preparing them for the workplace?

Electronic Communication

Many authors have described situations where the use of elec-
tronic communication has proved valuable when integrated into
classroom instruction (e.g., Andrews. 1995; Bartel, 1995; Joyner,
Arnold, Lush, Kandies, & Truell, 1996; Lopez & Nagelhout,
1995; Mabrito, 1995; Peck, Roxas, & Peek, 1995; Poling, 1994;
Quible & Ray, 1995; and Sutton, 1995). According to Poling
(1994), for instance, instructors should take advantage of elec-
tronic communication and use it for both administrative and
classroom functions. In addition, electronic communication may
be a very effective tool in answering student questions, counsel-
ing students, assigning course projects, posting class announce-
ments, and administering an occasional quiz. Several writers
have described procedures for successfully integrating the use of

-electronic communication into communication courses (e.g.,

Andrews, 1995; Bartel, 1995; Joyner, Arnold, Lush, Kandies,
& Truell, 1996; Lopez & Nagelhout, 1995; Mabrito, 1995; Peek
etal, 1995; Poling, 1994; Quible & Ray, 1995; and Sutton, 1995).
Most of the writers agree that electronic communication assisted
students with writing skills as well as provides instructional
opportunities to develop decision-making skills.

Peck et al. (1995) described electronic communication as a tool
to facilitate cooperative learning when discussing ethical issues.
Students from two universities were team to discuss via elec-
tronic communication a videotaped vignette from the Arthur
Andersen Business Ethics Program. BY employing this ap-
proach, students developed a variety of communication and tech-
nical skills through the use of electronic communication. Prior
to sending any electronic messages, students viewed the video-
tape and listened to peers to gain full understanding of the ethi-
cal issues and related alternatives. The use of electronic
communication to complete this assignment required that all
students have a basic understanding of word processing, net-
work access, and an electronic communication system. Ulti-

mately as described by Peek et al (1995), the project simulated a -

realistic communication process where informal discussion leads
to a formal written document based on electronic messaging.
Since the Internet is world wide, electronic messaging and re-
lated projects could very easily broaden communications’ courses
from a national or regional scope to an international scope.
Further, students who participated in this project considered the
instructional activity as relevant to their preparation to enter the
workforce.

Bartel (1995) described an instructional setting where electronic
communication was used students to examine their strengths
and weaknesses in different communication channels. In the
Communicating Within Organizations class at Boston Univer-
sity, students used various communication channels—public
speaking, written feedback, and active listening in the class-
room. After communicating via the different channels, students
evaluated the effectiveness of the channel in regard to percep-
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tions of the feedback though each channel. Most of the students
upon entering the class believed face-to-face communication
would be the most effective way to provide feedback. However,
after the experience, students were much more willing to evalu-
ate the different communication channels and to think critically
in determining which method of communication would be most
effective in providing feedback. Students who completed this
course realized that electronic communication could bring a re-
alistic and practical dimension to the classroom as well as pre-
pare them for the world of work.

According to Quible and Ray (1995), the millions of computers
connected via electronic communication will have had and will
continue to have a profound impact on written business commu-
nication and the manner in which information for the decision
making process is collected. Yet, students may also use elec-
tronic communication to gather information when preparing
reports, to communicate with fellow students at both on- and
off~campus locations, or tc seek employment. Quible and Ray
recommend the use of communication-oriented, decision-mak-
ing activities to provide students with an opportunity to use elec-
tronic communication as a tool for locating resources to bring
an element of relevancy from the world of work into the class-
room. As the number of electronic communication resources
currently available to the classroom instructors is constantly in-
creasing, courses should be designed to include the use of elec-
tronic communication as an instructional strategy to provide the
relevant and practical education that today’s students are de-
manding.

Mabrito (1995) described an approach for using electronic com-
munication discussion groups as a process for planning and for
writing business documents. In class, Mabrito (1995) used an
electronic communications bulletin board as a medium for stu-
dents to discuss writing assignments. Electronic communica-
tion text, discussed by students via the electronic communications
bulleting board, was analyzed by students to determine how elec-
tronic-based communication differed from written and/or oral
communication. After analyzing the text, students were able to
draw conclusions regarding the strengths and the weaknesses of
electronic communication. Students were then requested to out-
line their observations and conclusions in a memo describing
what they, the students, would consider effective electronic com-
munications strategies. An interesting result of the process was
that students were able to develop insight into what constitutes
effective electronic communication and the role electronic com-
munication plays in an organization through this applied ap-
proach. Again, electronic communication provided opportunities
for students to develop decision-making skills in a manner that
may be typical of the workplace.

Instrumentation
An attitude scale which asked participants to rate themselves on
a number of positive and negative attitudes toward the relevance

and practicality of using electronic communication and a real-
world type problem was used to collect data for the study. The
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survey instrument consisted of two sections from which the mea-
surement of variables was obtained. The independent variables
chosen for the study were: (a) attitudes toward electronic com-
munication technology and (b) demographic characteristics such
as age, gender, student classification, and college major. The
dependent variables, self-efficacies with electronic communica-
tion, were categorized according to essential function of use.

Attitudes Toward Electronic Communication
Technology Scale

Kinzie and Delcourt (1991) developed a scale to measure indi-
vidual attitudes toward computer technologies (ACT) which syn-
thesizes and augments the research that has been done in this
area over the last 15 years (Kinzie, Delcourt, & Powers, 1994).
Author permission was secured to use the scale and to make
appropriate revisions. The general phrase attitude toward com-
puter technology was changed to attitude toward electronic com-
munication technology and minor changes in wording were made
to a number of items to make the questions more appropriate for
this particular student group. A final statement regarding elec-
tronic communication technology as an overrated tool for pro-
ductivity was added. The original instrument contained 19 items,
11 items measuring Usefulness (for example, Communicating
with others over a computer network has made me be more ef-
fective in my work) and eight items measuring Comfort/Anxi-
ety (I feel comfortable about my ability to work with electronic
communication technology). The phrasing of the statements
was balanced equally between positively and negatively phrased
statements, as recommended by Likert (1932).

After administration to 328 university students, the developers
of the instrument used a principal component analysis to the 19-
item ACT instrument to identify three empirical factors which
explained 52.3% of the variance among ACT items. Factor I
contained eight items which loaded significantly. These items
reflected Comfort/Anxiety in relation to computer technologies.
The 11 items representing Usefulness loaded on Factor II and
Factor III. These two factors were combined into one construct
for two reasons. Factor II and Factor III correlated moderately
positively (r = .45). Also, Factor II items are positively phrased
and Factor III items are all negatively phrased. These results
provided evidence for retaining the two factor instrument (Com-
Jort/Anxiety and Usefuiness). Alpha reliability for the ACT in-
strument was high (r = .89); as were the values obtained for
reliability of the two individual conceptual factors (Comfort/
Anxiety, r=.90; Usefulness, r= 83). As aresult of these analy-
ses, the authors imply that construct validity is assured and the
scale may be used without much reluctance. The authors sate
that although the instruments were designed for administration
to secondary teachers and teacher education students, the in-
strument can easily be adapted for use with other specialized
population groups, such as those from business education or sci-
ence education.
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Self-Efficacy with Electronic Communication Scale

As with the use of any technology, a person’s perception of com-
petence with computer technology reflects on the ability to per-
form the behavior to produce specific outcomes. Kinzie and
Delcourt (1991) have developed a scale to measure individuals’
perceived self-efficacy for computer technologies (SCT). The
scale is designed to assess teacher education students’ and prac-
ticing teachers’ self-efficacy for word processing, electronic com-
munications, and CD-ROM data bases. Author permission had
previously been obtained, and the section of the instrument per-
taining to electronic communication technology as the core items
in an augmented scale was used for this study. The electronic
communications section of Kinzie and Delcourt’s self-efficacy
scale contained nine items that addressed basic functions of elec-
tronic communications. Respondents were provided the stimu-
lus phrase, / feel confident . . ., followed by statements such as
Logging on to electronic communications, and Sending the same
message to more than one person. The items that were added to
the scale to reflect more advanced functions such as uploading
and downloading files from the electronic communications en-
vironment.

Using only one section of a three-section scale that included
word processing, electronic communications, and CD-ROM data
base was deemed appropriate since self-efficacy is considered to
be task specific (Schunk, 1985). The measure of self-efficacy
with regard to specific performances are more important than
an attempt to measure a global construct. In fact, during the
development of the SCT, Kinzie and Delcourt (1991) noted sig-
nificant factor loadings generated by Varimax and oblique rota-
tions. Also, using Kaiser’s criterion, a principal Component
Analysis revealed a three-factor solution accounting for 84.4%
of the variance in the total set of 25 items for 313 respondents.
Further, interrelations between Factor 1 (word processing) and
Factor II (electronic communication) of r = .42 and Factor 11
(electronic communication) and Factor 111 (CD-ROM data base)
of r = 41 indicate low to moderate relationships between the
factors. Since, by definition, measures of self-efficacy are task
specific, keeping these factors separate is conceptually prefer-
able. The internal consistency reliability was .98 (alpha esti-
mate) for the electronic communications factor of the original
self-efficacy scale.

Electronic Communication Instruction

The instructor devoted approximately 35 minutes (70%) of one
class period to provide electronic communication instruction
through lecture supplemented by demonstration. While lectur-
ing, the instructor used a portable teaching unit with Internet
access capability 1o demonstrate appropriate electronic commu-
nication use. Topics addressed included logging on to the
Internet, using the address book, adding and deleting electronic
messages, composing electronic messages, using the spell-check
features. sending electronic messages to one receiver, sending
electronic messages to multiple receivers, sending a copy of elec-
tronic messages, forwarding electronic messages, printing
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hardcopies of electronic messages, uploading/downloading files,
and using electronic communication ethically. After the class-
room instruction, students were then directed to practice using
electronic communication by corresponding with the instructor
and with each other a minimum of two times daily for one week.
After the practice session, East Carolina University (ECU) Sci-
ence Education students began corresponding with ECU Busi-
ness Education students.

Methodology

To prepare tomorrow’s workforce today, students in selected
Business Education (BE) and Science Education (SE) courses at
ECU participated in a semester-long project designed to apply
knowledge, skills, and abilities as they would be used in the
workplace. Students in the BE and SE courses worked together
as a team to solve a problem which had implications for both
business and science. Thus, the BE students were the business
and economic experts, and the SE students were the science/
ecology experts.

Specifically, participants were undergraduate and graduate stu-
dents who were either BE teacher education majors or SE teacher
education majors at ECU. BE students were enrolled in a teacher
education methods’ course, and the SE students were enrolled
in a middle grades science education methods course. Instruc-
tors of the BE and SE course cooperatively designed a relevant
to the eastern North Carolina economy concerning business and
ecological issues. For the purpose of this study, three issues
extremely important to the economy of eastern North Carolina
were used—(1) hog farming and the possible impact on water
safety, (2) construction at beach resort property and the possible
harmful effects of weather, and (3) microorganisms affecting
river water safety. The instructors directed students to select
one of the topics; and based on the students’ choices, the stu-
dents were grouped into one of the three areas. Thus, each class—
BE and SE—had one group which corresponded to each of the
three areas. Students enrolled in the BE course were the “busi-
ness” consultants and the students enrolled in the SE course
were the “science” consultants.

At this point, both the BE and SE instructors distributed a fact
sheet for each potential problem. From the fact sheet, BE and
SE students learned that they had been hired as consultants to
recommend to the company’s management whether or not the
proposed business opportunity should be implemented. Students
were to correspond via electronic communication to coopera-
tively research the problem. BE students corresponded with SE
students regarding ecological issues, and the SE students corre-
sponded with the BE students concerning business and economic
issues. Both the BE and SE instructors provided suggested ques-
tions for the participants to consider while solving the problem.
At the end of the semester, both the BE and SE students jointly
presented to the BE and SE instructors a multimedia presenta-
tion describing their research, their recommendation, and their
rational for the recommendation. In addition, the BE and SE
instructors provided class time for groups to meet periodically
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during the semester to prepare a joint presentation for the Board
of Directors. The final examination for both the BE and SE
course was the formal multimedia presentation.

Data Collection

An attitude scale which asked participants to rate themselves on
a number of positive and negative attitudes toward the relevance
and practicality of using electronic communication and a real-
world problem was used to collect data for this study. Kinzie
and Delcourt’s scale (1991), designed to measure individual at-
titudes toward computer technologies (ACT) which synthesizes
and augments the research that has been done in this area over
the last 15 years (Kinzie, Delcourt, & Powers, 1993; Steinfield,
1983), was refined for this study. Participants completed the
attitude scale as a pre-test prior to completing the electronic com-
munications project and as a post-test following the completion
of the electronic communications project at the end of the se-
mester. Appropriate approvals were obtained from human sub-
ject committees prior to the execution of the study.

Analysis of Data

In addition to descriptive statistics, the two primary statistical
tools used to analyze the data were factor analysis and multiple
regression. The findings from these two analyses allowed the
researchers to describe the relationships existing among the vari-
ables and to use the known correlations to predict from one vari-
able to another. Factor analysis was performed upon the attitude
items for two purposes: (a) to determine if the factors would
load similarly to the factor loadings on the instruments (Kinzie
& Delcourt, 1991) from which the scales were adapted and (b)
to identify a smaller number of factors to facilitate multiple re-
gression procedures. To analyze the intercorrelations among
the large set of measures in the attitudes, and the self-efficacy
part of the survey instrument, factor analysis was performed to
identify a smaller number of common factors. Identifying the
pattern of relationships that exist among the variables, multiple
regression analyses were used to predict the effect of attitude
and demographic characteristics on self-efficacy of electronic
communication.

The results of a principal component analysis of the 14 attitude
items are presented in Table 1. The scores for all negatively
phrased questions were recoded to match the range of scores in
the positively phrased questions (4 =1,3=2,2=3,and 1 = 4).
Factor I, which reflected Usefulness of electronic communica-
tion technology, contained nine/eight items which loaded con-
vincingly, .695 to .951, after the factors were rotated. The
correlation for Item 12, Communicate with more people, was
somewhat lower than for the other items, .433. Students were,
apparently not, as yet, using electronic communication for pur-
poses other than this project. Factor II, which reflected Com-
fort/Anxiety with electronic communication technology,
contained six five items that loaded convincingly after the fac-
tors were rotated, .656 to .896.
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Table 1

Principal Component Analysis: Varimax Rotation for Attitudes Toward Electronic Communication®

Item Stem Factor I Factor II
Factor I: Usefulness
1 Idon’t have use for electronic communication on a day-today basis. .688 .057
2 Using electronic communication in my class has only meant more work. .559° .180
3 Idon’t think electronic communication is useful in my profession. 579 197
5 With electronic communication, I can enhance my communication. .653 122
6  If I use electronic communication, I will be more productive 743 .012
7 Anything that electronic communication can be used for, I can do just as well in some other way. .551° 154
10 I can use electronic communication to access many types of information for my work. .640 341
12 I communicate more often and/or with more people since using electronic communication. 433 423
14 Electronic communication is an overrated tool for productivity. .681° .046
Factor II: Comfort/Anxiety
4 I feel at ease using electronic communication. 241 .616
8  The thought of using electronic communication makes me anxious. . .153 .687°
9  Electronic communication technology is confusing to me. - .087 .703°
11 I am anxious about electronic communication because I don’t know what to do
if something goes wrong. .144 .055°
13 I feel comfortable about my ability to work with electronic communication .144 732
*n=25

*Scores for negatively phrased stems were recoded before factor analysis was performed. These two factors accounted for 57.8% of the variance

for the 14 items in this scale.

Information presented in Table 2 shows the means and standard
deviations of students’ attitudes toward electronic communica-
tion technology. The mean of the response range would be 2.5
since 1 ~ agree and 4 = disagree. As with the factor analysis,
negatively phrased items were recoded to match the range of
scores in the positively phrased items (4 =1,3=2,2=3, and 1
= 4). Therefore, means lower than 2.5 indicate that students
have a positive perception of the concept of electronic commu-
nication as it relates to the item topic. For instance, students
really believe electronic communication will not enhance com-
munication (mean = 2.55). Further, students do perceive elec-
tronic communication as a highly professional tool (mean = 2.76)
which has potential to enhance productivity (mean = 2.25) with-
out creating more work for them (mean = 2.32). Student re-
sponses to the item, Electronic communication does not make
me anxious, indicate that, in general use, electronic communi-
cation does not create a level of anxiety (mean = 2.38) worthy of
concern. However, if students encounter some difficulty during
the process of using electronic communication, students’ levels
of anxiety tend to rise slightly (mean = 2.45). On the other
hand, students participating in this study perceived that practice
time available for using electronic communication (mean = 1.96)
or in accessing information via electronic communication (mean
= 1.04) is not needed as currently provided by both the Business
Education and Science Education participants.

Information presented in Table 3 displays the means and stan-
dard deviations of students’ perceived level of comfort with elec-
tronic communications. Business and Science education students

in this study were comfortable with reading electronic commu-
nications (mean = 1.42). Interestingly, students were more com-
fortable with sending electronic messages (mean = 1.06) than
responding to electronic messages (mean = 1.98).

Discussion

Today’s students have been labeled the Multimedia Genera-
tion as they have been exposed to computer technology through-
out their lives. Therefore, traditional instructional strategies
and methodologies which do not involve electronic information
technology are not relevant and appropriate for training the 21*
century workforce. Further, today’s Multimedia Generation ex-
pects the instructional process to include all types of technology
to prepare these students for their future. Yet, educators—both
business education and science education—face a dilemma.
Business and science educators have not been and are not able
to keep pace with rapidly advancing electronic information tech-
nology. With the mandate for all classrooms to be Internet ac-
cessible, educators can take advantage of new electronic
information technology. Thus, educators can now provide rel-
evant and practical instruction by using this electronic
technology.

The ECU Business-Science connection used electronic commu-
nication technology and a decision-making activity to link the
real world, the local environment, and the educational process.
Participants in this activity were required to use knowledge gained
from previous coursework, as well as current coursework, to
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Table 2

Means and Standard Deviations of Attitudes Toward Electronic Communication®

Variable Mean® SD
Electronic Communication is useful on a daily basis 1.48 .08
Electronic Communication does not mean more work 1.32 .96
Electronic Communication is not useful in my profession 2.76 L11
Feel at ease using electronic communication 1.96 78
Enhance my communication 2.55 .98
More productive using electronic communication 2.25 .74
Cannot do another way than with electronic communication 1.92 1.07
Electronic communication does not make me anxious 2.38 1.09
Electronic communication technology is not confusing 1.44 12
Access information using electronic communication 1.04 99
Not anxious if something goes wrong 1.92 1.18
Communicate more often 3.78 1.52
I feel comfortable with electronic communication 2.32 94
Electronic communication is not an overrated tool 1.94 1.58

'n=25

bRespondents were asked to agree or disagree with statements about electronic communication. The following scale was used:
1 = Agree, 2 = Slightly Agree, 3 = Slightly Disagree, and 4 = Disagree.

Table 3

Means and Standard Deviations of Self-efficacy with Electronic
Communication®

Variable Mean SD
Reading electronic communication 1.42 0.45
Responding to electronic communication  3.75 0.56
Sending electronic communication 1.06 0.74
Forwarding electronic communication 1.98 1.25
Downloading electronic communication 2.49 0.86
Uploading electronic communication 2.47 0.79
Printing electronic communication 1.98 0.99
Deciding which to discard 1.85 0.45

*n=25

®Respondents were asked to agree or disagree with statements about
electronic communication. The following scale was used: 1 = Agree,
2 = Slightly Agree, 3 = Slightly Disagree, and 4 = Disagree.

handle a business problem. When examining the collected data,
conflicting information may appear upon initial review. How-
ever, after reviewing the information thoroughly, students’ per-
ceptions regarding the use of electronic communication
technology to solve a problem becomes much clearer. Students
indicated that the use of electronic communication technology
added a favorable dimension to the learning process—students
like the use of the technology to solve a “real world” problem.
Both business education students and the science education stu-
dents reported increased awareness of the need for accurate,
timely, and useful information in the decision-making process
as well as a better understanding of the need to work together to
o '
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reach a mutually agrecable decision. Moreover, many students
indicated that the business education-science education connec-
tion was a good experience—the activity provided additional
electronic communication skills and decision making skills. Yet,
and most important, students—both business and science—felt
the activity was pertinent and relevant to preparing both busi-
ness and science students for the 21* century.

Conclusion

Both the ECU business education and science education stu-
dents liked the use of electronic communication to solve a busi-
ness problem and work cooperatively to reach a mutually
satisfying decision. Thus, both business and science education
students felt that this activity was relevant and practical as it
prepared them for the world of work. Therefore, the inclusion
of activities involving electronic communications is a viable
approach to provide practical, pertinent, and relevant learning
situations that students want in their preparation for the future.
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International Business Education—
What Should be Taught and by Whom?

Nancy D. Zeliff
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Abstract

An updated report of the national DPE research project on the teching of international business competencies will be presented
by the researchers. The project will be discussed and DPE chapters are invited to be participants in the research. The intent of
the study is to identify which competencies business educators feel responsible for teaching, which competencies social studies
educators feel responsible for teaching, and what competencies are neglected between the two groups.

Business educators have three basic areas of instruction in their
classroomsCfor business, about business, and leadership devel-
opment. An underlying goal for all business education programs
is preparing students to Ahandle their own business affairs and
to function intelligently in a business economy@ (Blockhus,
1990, p. 106). One of the more significant changes in the in-
structional areas is an adaption to an interdependent world
economy (Redmann and Davis, 1993). In America 2000, six
long-range goals are addressed, including the need for individuals
to be literate, knowledgeable, and competent Ato compete in a
global economy as an informed citizen (America 2000, 1991, p.
64). Zeliff stated that Ait is important for a nation=s people to
be sensitive to the cultures and customs of other nations and at
the same time be informed of governmental laws and action@
to participate in a global economy as an informed citizen (1993,
p. 20). Scott (1990) suggested that U.S. secondary schools are
lagging behind the educational standards of other nations with
the absence of international business instruction.

International literacy may be integrated into the current cur-
riculum or taught in a separate course. In a recent survey of
educational professionals, ten percent anticipated adding a course
in international business within the next two or three years. An
additional 70 percent of those who do not currently teach inter-
national business recommended the addition of such a course or
unit of study in the near future (Beistle, 1991). Redmann and
Davis (1989) completed a literature search and found a limited
number of relevant materials which focused on intercultural
education topics.

Objective and Need for the Project
Some international business curriculum materials can be pur-
chased and used in the business classroom. Texts and supple-

mental materials have been published. One of the objectives of
this proposed research includes the identification of international
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business competencies which both business and social studies
educators consider to be important and which of these objec-
tives are part of their own teaching domain. In addition, any
areas of overlap and neglect would be identified, with the ne-
glected areas representing a potential teaching area for business
educators. Additionally, publications benefitting the profession
of business education could result from this research—service
bulletins on the international business curriculum and the iden-
tification of a body of knowledge to be used for in-service work-
shops on international business

Type of Research

A descriptive study will be undertaken and will be self-reported
survey research. Surveys will be collected from participants in
order to determine the current international business practices
in business education and social studies.

Methodology

The population for the study will consist of all Delta Pi Epsilon
members and their social studies peers within the same educa-
tional institution. The sample drawn from this group will be
selected utilizing a nonprobability sample technique.

The data collected from the respondents will come from an in-

strument that was developed by the researchers in conjunction
with the national DPE Research Projects Committee. Thirteen
demographic questions are asked of each participant. The pilot
instrument lists 82 international business competencies, drawn
from six state curriculum guides and the National Business Edu-
cation Association (NBEA) National Standards for Business
Education. The pilot instrument is under review by five sec-
ondary and five post-second/collegiate business educators, one
from each of the five NBEA regions. In turn, each of the ten
business educators will request that a social studies peer within
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their organization complete the same instrument from a social
studies perspective. Comments regarding the listed competen-
cies and the construction of the instrument are also sought from
the twenty pilot individuals.

Based upon the results of this pilot, a final survey will be devel-
oped for use in the study. This survey will identify which com-
petencies business educators feel responsible for teaching, what
competencies social studies educators feel responsibility for teach-
ing, what competency areas overlap, and what competencies may
be neglected between the two groups. Demographic items will
remain a part of the instrument.

A random sample of DPE members in each region will be se-
lected for participation in the study. The selected DPE members
will complete the final instrument from the business education
perspective and ask a social studies educator within the institu-
tion to complete the instrument from a social studies
perspective.

The rescarchers anticipate analyzing the collected data in sev-
eral ways. Descriptive statistics will be derived from the demo-
graphics section and others of the instrument. Frequencies will
be generated to illustrate which competencies each classifica-
tion of educator feels belongs in the business or social studies
curriculum, along with identifying any potential overlap or area
of neglect. Other tests of significance will be run to potentially
identify any differences which may exist on a regional basis.
Other statistical tests which seem appropriate will be completed
during the data analysis phase of the study.
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Potential Contribution to the Field

The results of this research will contribute to the field of busi-
ness education through the identification of international busi-
ness competencies taught by the respective disciplines of business
education and social studies. Identified competencies and top-
ics that overlap between disciplines and those that are neglected
can be evaluated as to their presence in the curriculum of busi-
ness education and social studies.

Description of Human Subjects Involved

The human subjects involved in this project are Delta Pi Epsi-
lon members selected randomly and their chosen social studies
peers from the same institution. The Delta Pi Epsilon members
would volunteer their time and knowledge to complete the
instrument(s), as well as guarantee the participation of their col-
leagues. Both sets of instrumentation would then be returned by
the DPE member to the primary researchers for interpretation
and dissemination of the results of the study.
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International Business Survey

Lila D. Waldman
Murray State University

Abstract

In 1996, 659 businesses of various sizes in Western Kentucky, Western Tennessee, Southern Illinois, and Southeastern Mis-
souri were contacted. Twenty-six percent indicated that they were involved in international business. A majority of these
businesses are involved in manufacturing or wholesale/distribution and are small businesses with 100 or fewer employees. The
percentage of employees involved with international business within this region is expected to either remain the same or
increase over the next ten years. Most of these businesses do not use languages other than English while conducting business
and many companies experience communication problems when dealing with persons from other countries.

Purpose

“Nowhere is the trend toward globalization more apparent than
in the U.S. (Clark, 1996, 102).” International business is in-
creasing throughout the United States, even in rural regions in
the center of the country. In 1990, export sales rose substan-
tially in three such states: Kentucky by 28 percent, Missouri by
33 percent (Ellsworth, 1992, 19-20), and Tennessee by 26 per-
cent (Ellsworth, 1992, 18). In fact, “about one of every nine
manufacturing jobs in Kentucky were traceable to exports of
manufactured products” in 1985 (Ellsworth, 28). “There are
over 600 Japanese companies in the state of Tennessee alone
(Mendenhall, 1997).”

Murray State University, a state university of approximately 8,500
students, is located in a predominately rural area of Western
Kentucky and services students from Western Kentucky, West-
ern Tennessee, Southern Illinois, and Southeastern Missouri.
Accredited by the Association of American Colleges and Schools
of Business (AACSB), the College of Business and Public Af-
fairs has begun placing increasing emphasis on international
business in its programs. In addition, a new program in Inter-
national Business has been developed. Because of these events
and the increasing emphasis on international business in busi-
ness programs throughout the United States, the need to deter-
mine the amount and type of international business activity within
the university’s immediate region developed.

The following questions were intended to be answered by this
study:

1.  What percentage of employees are involved in international
business and what factors are important in hiring employ-
ees who will be involved in international business?

2. ‘What percentage of the companies’ total business is done
internationally and will that percentage increase?

3. With what countries are these companies doing business?

4. Are expatriate employees working in these companies? In
which countries are these people working or where are they
from?
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5. What languages other than English are being used while
conducting business? What are those languages?

6. Arethere problems when communicating with persons from
other countries?

7. What types of communication are being used by employees
when communicating with persons from other countries?

Procedures and Design

Using Chamber of Commerce membership rosters and telephone
directories, a database of 1,458 entries was generated of busi-
nesses of all sizes within a 90-mile radius of Murray, Kentucky,
in the United States. This geographic region included Western
Kentucky, Western Tennessee, Southern Illinois, and Southeast-
ern Missouri. Certain types of businesses, such as service sta-
tions and beauty salons, were eliminated as being unlikely to be
involved in international business.

These businesses were contacted randomly by telephone and
asked if they were involved in international business. If the
response was positive, the respondent was asked if he/she would
be willing to complete a survey. If the respondent agreed, a two-
sided single sheet survey form and a business reply envelope
were mailed. Follow-up telephone calls were made if the com-
pleted survey was not returned with a two-week period. This
process was continued until at least 100 completed surveys were
received.

During 1996, 659 businesses were contacted by telephone. Of
these, 172 (26 percent) indicated that they were involved in in-
ternational business. Although only four companies indicated
that were not willing to complete the survey, 102 (61 percent)
surveys were completed by the end of 1996.

Findings
Of the 102 respondents, 66 (64.7 percent) indicated that the
majority of their business was involved in manufacturing; 20

(19.6 percent) indicated that the majority of their business was
either wholesale or distribution. Over half (57 respondents or
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55.9 percent) indicated that 100 or fewer employees were em-
ployed in their Western Kentucky, Western Tennessee, Southern
Ilinois, or Southeastern Missouri locations.

Employees

Respondents were asked to estimate the percentage of their em-
ployees who were involved with international business. Of 102
respondents, 61 (60 percent) indicated that 25 percent or less of
their employees were involved with international business. How-
ever, when asked how they anticipated the percentage of em-
ployees who were involved with international business would
change over the next ten years, 43 percent of the respondents
indicated that they expected that percentage to increase and 53
percent expected the percentage to remain the same. None of
the respondents indicated that they expected the percentage of
their employees involved with international business to decrease
over the next ten years.

Factors Used in Hiring

The respondents were given a list of factors and asked to evalu-
ate the importance of each of those factors when hiring employ-
ees who would be involved in international business. They were
asked to differentiate between those employees who would be
located in the United States and those who would be sent over-
seas. The responses are shown in Table 1 below. Factors which
were ranked as most important are indicated by the number 1,
second most important as 2, etc., for each category.

Table 1
Factors Used When Hiring International Business
Employees

Percentage of Business

Respondents were asked to estimate the percentage of their total
business that was done internationally. Of the 102 respondents,
71 (69 percent) indicated that 25 percent or less of their busi-
ness was done internationally. When asked how they antici-
pated that that percentage would change over the next ten years,
66 percent of the respondents indicated that they expected the
percentage of international business done in their organizations
to increase, 26 percent expected that percentage to.remain the
same; and 5 percent expected that percentage to decrease.

Countries

Respondents were asked to list the countries (outside of the United
States) with which their organizations currently were doing busi-
ness. Table 2 shows the countries/regions listed by these re-
spondents. Most indicated more than one country. In all tables
countries with at least nine responses are listed separate from
their regional classification.

Rank for Rank for
Assignment Overseas
Attributes of Employees inU.S. Assignment
College degree 3 2
Coursework in international business 5 4
Work experience with international

business in the U.S. 2 3
Ability to speak a foreign language 4 1
Work experience in another country 6 5
Study in another country 8 7
Good English communication skills 1 6
International travel 7 8
Other 9 9

Table 2
Countries/Regions Where Business Is Conducted
Country/Region Number of Companies

Canada 37
Europe 35
Mexico 34
Japan 32
Asia 25
England 23
Germany 21
Central America 15
Australia 15
Middle East 14
Africa 11
China 10
Brazil 9
Caribbean 9
Taiwan 9
All Countries 7
Eastern Europe and Russia 5

Other factors listed by respondents included: cultural skills,
mechanical skills, willingness to work and learn, personality,
and flexibility.
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When asked if they anticipated doing business with any addi-
tional countries (outside of the United States) in the future, 56
(55 percent) of the respondents indicated that did expect to do
business with more countries and 29 (28 percent) indicated that
they did not. Table 3 indicates those countries with which the
57 respondents expected to do business with in the future.

Expatriate Employees

An expatriate employee was defined in the survey instrument as
“a person working and/or living outside of his/her own coun-
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try.” Respondents were asked if their organization had U.S.
employees working in other countries. Of the 102 respondents,
20 (20 percent) indicated that they did have U.S. employees
working outside of the United States and 77 (77 percent) indi-
cated that they did not. Table 4 shows the countries in which
respondents indicated that these employees are currently work-
ing. Several respondents listed more than one country or
region.

Table 3
Countries/Regions Expected to be Included in the Future

Additional Countries/Regions Number of Companies

Asia 1
Europe

South America

Mexico

China

Eastern Europe and Russia
Australia and New Zealand
Central America

Germany

Brazil

Japan

Caribbean

Middle East
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Table 4 .
Countries/Regions Where U.S. Expatriates Are Working

Countries Where

Employees Are Working Number of Companies

Europe

Canada
Australia and New Zealand
Germany
Mexico

Asia

Caribbean
England

Japan

Taiwan

Central America
Africa

China

South America

_e—e N W W W R A N

5 shows the home countries of these employees. Many respon-
dents indicated more than one country or region.

Languages

Respondents were asked if languages other than English were
currently being used while conducting international business in
their organizations. Of the 102 respondents, 36 (35 percent)
indicated that languages other English were being used and 61
(60 percent) indicated that they were not being used. Of the 36
who indicated that languages other than English were being used,

Table 5
Home Countries/Regions of Expatriate Employees

Home Countries of Employees Number of Companies

Germany
Japan
Canada
England
UK.
China
Europe
India
Mexico
Dominican Republic
Guatemala
Taiwan

_——= NN N W WA 00

30 (83 percent) indicated that 25 percent or less and 16 (44
percent) indicated that less than 10 percent of their business was
conducted in a language other than English. Table 6 shows the
languages o