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CHAPTER I
INTRODUCTION .

College recruitment provides a valuable source of
manpower for American industry. Business considers recruit-
ment, selection, and development of talent one of its
primary administrative responsibllities.l

With the rapid growth of the economy during the past
twenty years, there has been a continued increase in company
ccllege recrulting activities, Approximately eight hundred
companies in the United States were recrulting at colleges
tn 1939.2 In 1957 this figure grew to 7,500,

Endicott reported that of two hundred five companies
surveyed, the typlical concern visited forty-five colleges.u
In a 1960 study of twenty-one ocompanies, the average firm

visited sixty-five campuses during the year.5

1pantel Joseph Sullivan, Jr., "Selectiocn Frocedures
for Specific Management Tralnee Frograms in Twenty-one
Companies,” Dissertation Abstracts, 21:2200, February, 1961,

26, L. Cullen, "Recruitment and In-Plant Training of
College Craduates,” Fersonnel, 2331388, May, 1947,

3A. E., Bach, "Recruiting on the College Campus,”
Personnel Journal, 361286, January, 1958,

uFrank S, Endicott, "Endicott Report," Journal of

College Placement, 19:42, March, 1959. o
5sullivan, loc. cit.



During 1959 there was a 19 per cent increase over 1958 in
6

L}

number of men sought for business positions,

Odiorne and Hann stated:

Over 75 per cent of college students will obtain
their first jobs through their placement office,
according teo a placement assoclation report. From
the company's viewpoint, its supply of high-talent
manpower is tied closely to campus reoruiting.?

The modern corporation without & college recruiting
program is giging itself a serious compestitive
disadvantage,

The average recrulting cost for a non-engineering
graduste is estimated at 32,685.9 Employing a college
graduate at twenty-one may mean the company has committed
itself to an investment of over 500,000, given an average
lifetime salary of $12,000,10

Odiorne and Hann presented 2 summary view of the
present and future role of college recrulting:

Today there's little doubt that college recrulting
1s blg business, The amounts of money spent on it,

6Endicott, log. Sit.

7George Se Odiorne and Arthur S. Hann, Effective
College Reg t (Ann Arbor, Michigan: Bureau of Industrial
Helations, The University of Michigan, 1961), p. v.

81b1d., p. 13.

9Robert N. Mchkurray, "How to Pick Capable Men,*
Nation's Businesg, 48148, Februery, 1960,

10yesley C. Rowles, Jr., "Management Aims in
Recruitment," Controller, 29:16, January, 1961,



the time and ingenulty applied te 1t and the
systematic coverage of almost every college seeking
able young men have continued almost unabated, in
good times and in recession, since the end of
World war II, . . .Whether this trend will continue
and recrulting will be as important as in the past
might be a matter of some concern. A study of man-~-
power statistice and industry trends in manpower
management would indicate that there wi}l be more
rather than less in the coming decade,

College recrulters are important declsion-makers in
modern day business, Good recruiters use realistic criteria
to assist them 1in making decislons concerning appllcants.12
They have definite factors by which they evaluate the
1nterv1ewee.13

A, S, Hann, Director of Flacement at the University of
Michigan Graduate 5chool of Business Administration, reported
that current business graduates who obtain the better

opportunities are characterized by certain criterla.lh

11Odiorne and Hann, gp. git., p. 1.

12rv14., p. 254,

13Lou Russell, "The Interview--~Don't Look Now, But
Your Attitudes are Showing," College Placement Annual ;%&?
(Bethlehem, Pennsylvania: College Flacement Council, 1964),
p' 50

1bA. S, Hann, "Develop an Image of Executive

Potential,” College %g%gg; 64 (Bethlehenm
Pennaylvaﬁla: Eoiﬁego %&aoemen ouncil, Ine., 1963): Pe 5.



I, THE PROBLEM

 Statement of the problem. It was the purpose of this

study to determine the importance of certain oriteria in
recrulting business graduating seniors of the Kansas State
Teachers College, Specifically, the study was directed at
the following questionss
1. What criteria are considered to be most important
in recrulting business graduating seniors?
2, What cocriteria are least pertinent in the
recrulting of applicants?
3. What factors relating to a certain oriterion do
recruiters consider to be significant, and how
important are they?

4, Are the standards beiné enmphasized by the recrulters
consistent with research results on this toplc?

Importance of the study. Information revealing the
factors which seem t0 be emphasized by college recrulters

and companies in recruilting graduates for positions would be
valuable for several reasons,

This information would be of value to faculty members
in advising students about the relative importance of various
collegiate experiences to job finding sucocess,

Such data would be helpful to the interviewing
companies in evaluating thelr college recruiting progran,
Comparisons could be made between what is emphasized by
campus recruiters and what research results indicate should

be stressed,



This information might assist students in planning
their college lives and establishing their objectives, By
being informed of the characteristics which business considers
important, students may decide for themselves what benefits

the graduates in terms of success in being interviewed.
II. DEFINITION OF TERMS USED

Company. The term “company” is used to mean a
proprietorship, a partnership, or a corporation,

Criterie. This term denotes any standards used by

recruiters to select students for company positions,

Interview. This term 1s used to mean the formal
process of the student talking with the recruiter,

Becrulter. This term denotes a company

representative who interviews,
III. LIMITATIONS AND DELIMITATIONS

The following limitations are apparent:

1. The study was limited to recruiters of businesses
who contacted the Kansas State Teachers College
Placement Bureau, Emporia, XKansas, from October,
1963, to September, 1964,

2. The study was focused on non-teaching btusiness
students interviewed by recruiters,

3. The study applies only to the Kansas 3tate Teachers
College, Emporia, Kansas, and is not intended to
be considered representative of the employment



practices in all colleges and universities,
although there i1s no reason to consider the
findings to be unusual,

IV. METHODS OF PROCEDURE

In preparation for this study, related literature and
previcus studies regarding eriteria usoq.by recrul ters in
recruiting business graduating seniors for company positions
were reviewed,

A questionnaire was formulated for gathering data, To
test 1t, the questionnaire was reviewed by three experienced
recrulters, The recruiters represented an accounting, a
pharmaceutioal, and an insurance company and were contacted
by the writer while they were interviewing at the Kansas
State Teachers College,

All suggested changes resulting from the test were
made, A copy of the revised questlionnaire appears in
Appendix A,

A letter was complled to inform its recipients of the
nature of the study., This letter stresszed the value of the
study and pointed out that no identifyling data were
requested, A copy of the letter appears in Appendix B,

A 1list of all the companies that conducted interviews
for business students at the Kansas State Teachers College
from October, 1963, to September, 1964, was complled from the



Placement Office Annual Beport for 1963-64.15 Tnis 11st

appears in Appendix C,

The questionnaires were attached to the letters and
forwarded to the rscrulters of the forty companies appearing
on the 1list in Appendix C,

Twenty-nine qQuestionnaires, 72,5 per cent of those
distributed, wers returned, and they were found to be useable
for this study. .

After the data were collected, they were tabulated,

analyzed, summarized, and prepéred for presentation,
V. ORGANIZATION OF THE REMAINDER OF THE THESIS

Chapter II is devoted to a review of literature
covering the oriteria recrulters use to recrult business
graduating seniors for company positions,

Chapter III presents the data collected from the
questionnaires, This information 18 presented in quantita-
tive terms and is analyzed statistically so that its meaning
could be interpreted with a certain degree of agsurance of
being correct,

In Chapter 1V, the data 1s summarized, conclusions

are drawn, and recommendations are made,

15'Raport of 0n~0am§ua Interviews," 0

Aganal,ggggx% for Emporia, Kansass nsag State
Teachers College Press, 1965), pp. 11-15,



CHAPTER II
REVIEW OF THE LITERATURE

Much has been written regarding interviews, employment
procedure, and selection of personnels however, not many of
these works concern recrulting. Therefore, in this chapter
only the literature that closely relates to ocollege
recruiting is presented, Specifiocally, this chapter reviews
literature concerning the criteria used in recruliting

business graduating senlors for company positions,
I. THE REVIEW

The rise of ocollege recruiting dates to the days
when George Westinghouse first began to employ young engi-

neering graduatas.l

Despite the early activity of a few
Ploneering companies, the major emphasis upon college
recruiting came during the period following World War 11.2
During this early era of recrultment, the major recrulting

eriterion was the possession of a college dlploma.3

1pichard S. Umbrock, Regruiting the Sollexe O
(New York: American Management Asgocliation, 1953), p. 3.

ZGaorgo 3, Odiorne and Arthur S, Hann,

College (Ann Arbor, Michigan: Bureau of Industrial
Relations, The Univorsity of Michigan, 1961), p. 1.

31pad.



In 1952, Edward Flash asked companies to list the
charagcteristics used to recruit their genereal business
traineessz, This survey revealed the applicant's personality
to be most important. This was followed by scholastic
achievement, extra-curriocular activities, appearance, and
conduct during the 1ntorview.u Least pertinent was work
expertanoe.s

By developing an executive pr%tllo. companies try to
determine the personal factors they need in a proaspective
employee, Such a study was made of thirty-three board
chairmen, presidents, vice-presidents, and secretary-~treas-
urers, predominantly from large companies, It was found
that these executives recelved an average grade of "B and
that 73 per cent of them had engaged in two or more extra-
ourricular activities while in oollege.6 Most of the
executives were from families with above average income and
education.’ Over one-half of the executive's fathers were

engaged in a professional or managerial occupation.s

“Edward 3, Flash, "Campus Job Interviewing: A
Survey,” Personnel, 28:367, January, 1952,

SIbad.

6Robert M. Wald and Roy A, Doty, "The Top Executive:

A First Hand Profile,” Harvard Business Review, 32:45, July-
August, 1954,

7Ip3d., p. 48, 8

Ibid., p. 47,
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Mauer reported that General Electric placed high

priority on grades while Monsanto Chemical Company desired

"denonstrated ability and achievement.'9 He stated:s

The college student can heed the formula that,
rightly or wrongly, almost all personnel heads and
recruiters believe to be most indicative of future

business success,

This formuls involves two sets

of balances: the first between classroom performance
and extracurrioular activities; the second between
specific abilities and a well-rounded personality.
Companles look with even greater favor on students
who are active on campus; they look with greater
(slc] favoIOon active students who can get B's and

a few A's,

Two hundred forty companies were asked what criteria

they used to recrult general business graduates, This sur-

vey revealsd that the interview impression made by the can-

didate was most 1mportant.11 This was followed by grades,

personal history and background, and extra=scurricular

sctivitloa.lz Least pertinent was previous employment and

psychologloal test scorcs.13 This study agreed with a 1952

PHerryman Mauer,
Fortune, 531204, April,

10gerryman Mauer,
Fortune, 53:170, March,

*The YWorst Shortage in Business,"
1956,

*"Twenty Minutes to a Career,”
1956,

113tephen Habbe, "Employment of the College Graduate,”
Studies Eg;sggng; Policy No. 2 (New York: National
Industri&% onference Board, 1956), p. 10,

121144,

131b14.
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survey that included seventy-seven firms where the interview
impression was found to be most cruclal.iu

In e gurvey of 341 firms, 92 per cent of the
respondents indicated that high grades and extracurriocular
activities were most important.ls

The results of Endicott's study on the importance of
specific factors in the employmgnt of college graduates
indicated that personality and high marks in college wers
most pertlnent.16

In a survey of 355 women graduates, however, grades
and extra-gsurricular activity oorrelated negatively with
starting salary.17 Hence, the study results indicated that
the women who had earned high grades and had participated in
extracurricular activities received lower starting sslaries
than those with lower grades and fewer extracurriculsar

activities,

1“Wendel Swenson and Eugene Lindgren, "The Use of
Psychologlcal Tests in Industry," Personnel Psychology,
5120, May, 1952,

15Kerm1t K., Johnson, "An Investigation of Employment
Techniques with Special Reference to the Selection of Col-
lege Graduates by Business and Industry,” Dissertation
Abstracts, 1612074, November, 1956.

16prank S. Endicott, "Endicott Report,” Jouwrnal of
College Placement, 19:54, Maroh, 1959.

17snnie W, Jordon, *"Relationship Between Selected
Collegliate Experiences and Beginning Jobs for Women,"

Dissertation Abstracts, 17:1041, May, 1957.
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Husband oompared the grades and the extra-curricular
activities of his Dartmouth class of 1926 to saleries of
class members in 1956, He concluded that men who succeeded

in the world after college displayed many of the same success
patterns as undergraduates in grades or activities.la In
general, Hushand found that high grades were asgsoclated with
high earnings and that leadership actiyltlies and extra-
ocurriocular activity participation were related to later

salary 1evel.19 He reported that college fraternity men

earned more after graduation than non-fraternity men.zo

Husband's advice to the college recruiter was eg
follows:

I would suggest thet one look for the man in the
top quarter of his olass-~the top quarter in almost
anything; scholarshipi campus politicss sports; or
any other extra-curricular activity. Actually it
does not seem to make any difference in what field
or fields he made his marks, Together or singly,
in sum, grades and extra-currioular aotig}ty furnish
an excellent predictor of later suoccess,

Jamie consldered the interview impression to be the

most important factor in the reoruitment of sraduatea.zz

1851 chard W, Husband, "what Do College Grades
Predict?" Fortune, 55:157, June, 1957,

197v14. 201p14. 211b34., p. 158,

22ya11ece Jamie, "A Model Program for Corporate
Reorulitment,” Journal of Colleze Plecement, 17t¢114, May, 1957.
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The twenty minute interview an applicant has with a college
recrulter may well determine his future career.23
In a2 somewhat different vein, Whyte stated, "If the
criteriea set up by many personnsl men were to be applied

across the board, the majority of U, S, Corporation

executives would be out of a job tomorrow.'zu

A recrulter for the General Electrié Company stated
that his organlzﬁtlon reviewed the following major facts of
the applicant?s record to obtain an insight about the
student:

1, Scholastic achievement., This is not only a matter of
his final average, We also look at his standing
in clase, . . «

2, College activities, We are looking for the graduate
who has participated in sports, fraternity or
dormitory life, or college functions, . .

3. College honoraries, The man elected to Phi Bcta
Kappa or the many other honoraries has been singled
out by faculty and students for outstanding
achlevement,

4, Summer and part-time work experience, The experience
of the job itself is not often so important as the
responsibllity of having & jobgs working for 2 boss
esarning money to help finance education,

5. Personality and appearance, Is he likeable and
friendly? Does he express himself clearly and

23Gavin A, Pitt, The Twenty Minute Lifetime: 4

to Career (Englewocod Cliffs, New Jersey: Prentice
Hall. Inc.. 959 9 Po 3-

24y3111am H. Wnyte, Jr., The (Garden
City, New York: Doubleday and Company, Inc., 1957), p. 158,
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effectively? Dosg he have a pleasing businessa-
like appearance?

Robert L, MacDonald, Director of Placement at the
University of Pennsylvania, stated:

Most interviewers are inclined to evaluate a

duating senior on all of the followling points:

1) personality, (2) participation in extra-curriocular
sctivities, (3) scholastic standing,'(4) courses of
gtudy pursued, (5) gctual working experience in full
or part-time jobs,?

Harrington believed that only in a limlted sense do
corporations formulate their own hiring standerds,2?
Instead, they follow oriteria developed by induastrial psy-

chologiste .28

These specialists in turn shape thelr systems
to meet the corporation's :equirements.29

Business Week reported that in 1960, recruiters were
lesas arbitrary about academie srados.3° It continued by

saying, "whether the standards be grades, extra-curriocular

25Holon M. Barnes, "Putting First Things First,”
%anzn Elacement Annual 1959 (Bethlehem, Fennsylvanias Col-
ege Placement Council, Ine., 1958), p. 11,

26Robort L. MacDonald, "Your Placement Office,"
Plscement (Bethlehen, Pennsylvania: Col-
ege Placement Council, Ine., 1958), p. 30,

27a1an Harrington, ®“Executivest! Man: Personal
Interview," Atlantic Monthly, 204153, August, 1959.

2B1pad. 291pd.

3°"Conb1ng the Campus for Talent,” Buginess Week,
April 16, 1960, p, 111,
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aotivities or personality, everyone wants only the 'best’
men, "1

Sullivan asked twenty-one companies to rate the
importance of certailn factors in the selection of business
trainees, This study revesled that academisc grades, leader-
ship on campus, major subjeot fleld and participation in
extra-ourricular sactivities were key factors in the decision
of company reorulters to oconsider stndents.32 Semester
credits in & major fileld, faculty reference statements,
marital status, military status, and the reference of previ-
ous employers were relatively unimportant in the smploying of
college graduating seniors.33

In a study at Stanford University, Williams correlated
certain collegliate characteristics to the income levels of
Stanford*s business graduates who had been out of college for

fifteen years or more, and found results which were quite 4if-

ferent from those already presented, He found no correlation

AM1vd.

32Daniel J. Sullivan, Jr,.,, "Selectlion Procedurss for
Specific Management Trainee Programs in Twenty-one
Companies,® Dissertation Abstracts, 2132200, February, 1961,

331vad.
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between grades and earnings, but he did find that the number
of colleglate officesz held correlated with 1ncone.3u

In 1961, a study was conducted at the University of
Michigan to determine the characteristics emphasized by col-
lege recrulters, At the end of thelir interview schedule, the
recruiters indicated the strongest and weakest candidates and
gave reasons for rating the applicants as they did, The maln
tralte distinguishing the strong cendidatee from the weak
were grades, conduct in the interview, planned goals and
objectives, and maturlty.35 Marital status, family backe
ground, military status, and how education was pald for were
rated less pcrtlnent.36

Odiorne and Hann presented a summary view of the
strong candidate based on the recruiter’s oriteria:

1. He's intelligent, aes displayed by high grades,

2, He handles the interview situation well, has a high
degrees of skill in interpersonal relationships
with reoruiters.

3. He has a well thought out plan for his oareer and
willl discuss it rationally.

4, He is mature and sensible, not giddy or childish.

5. He has a friendly, pleasing personalitys the

recrulter likes him and finds little traits that
surprise and attract him,

3“Frank J. Williams, Jr., "Predicting Success in
Business,” Digsertation Abstracts, 2014305, May, 1960,

350at0orne and Hann, op. git., p. 147,

361p3d., p. 148,
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6. He has been around as much as the average fellow
his age,
7. He wagn't a bookworm in college, but took part in
8 fair share of extra-curricular activities,
8. He may not be handsome, but he doesn't have any
abnormal defeots in appearance and dresses
normally neat,37
Some interesting information lg contained in the
results of a survey that was made by Time and analyzed at
Columbia University. This atudy indicated that college
graduates were much more likely to be managers than were men
with less edncatlon.38 Also, this study showed that men who
worked their way through ocollege did not do as well in busi-
ness as those who were family supportad.39 Another factor
this study disclosed 18 that there was a difference in the
pergcentage of graduates who became manager, depending on
religlous preference, Thirty-four per cent of the Frotes-
tant, 33 per cent of the Jewish, and 26 per cent of the
Catholic dusiness graduates became proprietors or managers.ho
Bartels listed the following as traits which the
recrulter desires a potential employee to possesst abllity

to communiecate ideas, evidence of leadership activities,

371vid., p. 141,

38 momas W. Harrell 's Performance
. %%gegg;__ and
?gég?nglxgg (Cincinnati: South=Western Publishing Co.,
1), p.

6, citing Havemann and West, 1952, pp. 27-187.
391b1d., p. 53. 401pi4.
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neat appearance, grades that indicate an effort to prepars
for the future, personal integrity, personality, previous
employment that reveals a sense of team work, realistic life
goals that show the applicant thinks in terms of service,
gsense of values consistent with sooliety’s demands, and
reading habits which reveal his skills and interest in
professional and voocational litorature.M

Hann pointed out that the best offers are given those
applicants who have demconatrated administrative potential by
assuming leadership positions in college activities.hz He
stated, "Scholastic attalnment 1s perhaps the closest to
being & universal selection factor on the part of companies
recrulting college graduates."43

In 1961, Carroll compared certain personal
characteristics of business graduates at the University of
Minnesota to severeal criteria representing success in campus
recrulting., The findings of this study seem to disagree with

several surveye of firms with respect to the weight assigned

uiMartin H, Bartels, "The Interv%ew~-A Two-Yay
Street,” Elggggﬁg& Apngual 1963 (Bethlehem
Pennsyivan at College cement Couneil, Inc,, 1932), P. 33,

AZA. S. Hann, "Develop an Image of Executlive
Potential," ggélggg 215§§;gg§ Annual )i (Bethlehem
Pennsylvania: College Placement Councll, Inec., 1963): P 5.

“1ma.
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by companies to variousg criteris and selection methods, In
this study, appearance was found tc be more highly related to
Job finding success than grades.h“ Also, extra-~curricular
activity participation of various kinds was not found to be

significantly related to any eriterion of job finding
ks

success, .
Carroll reporteds

Subjective type personality characteristics may
be most important determinants of the Jjob finding
success of business school graduates in view of the
small amount of variance in job finding success
accounted for by the obvious and obJeot&ge
characteristics enalyzed in this study.

Alexander Clark, Director of University Placement at
Columbia University, stateds

Interviewers are charged with the responsibility
of making predictions about future potential of
candidates, Apart from demonstrated abllity in
academic work and, perhaps, significant performance
in extra-curricular aoctivity, there is not much
objective ﬂaterial upon which they can make
Judgement, 7

Y¥3tephen John Carroll, Jr., "The Relationship of
Various Personal and Blographical Characteristios to
Recruiting Decisions at the Entry Level of Management,"
Digsertation Abstracts, 2511626, September, 1964,

*Sima. 461mg.
47p1exander Clark, "Wnich Way?" Sglisas pla

1965 (Bethlehem, Pennsylvania: College Placement
Council, Inec., 1964), p. 6,
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II. SUMMARY OF THE REVIEW

The company surveys conducted by Hab’l:m,l*8 Swenson and
Lindgren,*? and sullivan50 indicated that the interview
impression was the most important c¢riterion in the recruit-
ment of college graduating senlors, The views expressed by
Jam1e51 and Pittsz endorsed the survey's results,

In studies conducted by Flash,53 wald and Doty,*
Habbe,55 Johnson,56 Endicott,57 Hushand,5a Sullivan,59 and
Odiorne and Eann,6° grades and extra~curricular activities
were important criteria used in recrulting college graduating
senlors, Concurring opinions were stated by Mauer,61 Barnes,62

MaoDonald,63 Bartals,6” and Hann.65

“aﬂabbe, doc. ¢cit. 493wenson ana Lindgren, loc. git.
5%suliivan, log. eit.  Jamie, loc. sit.

52pytt, loc. oit. 53F1ash, lo¢. git.

5%Wald and Doty, op. git., p. 145,

55Habhe, op. git., p. 10, 56Johnson, doc. glt.
57endicott, loc. oit. 58Rusband, op. cit., p. 157.
59sullivan, leog. git.  ©00dtorne and Hann, loo. git.

61Harryman Mauer, "Twenty Minutes to a Career,"
Fortune, 53:170, March, 1956,

623arnen, i09. clit. 63HacDona1d, ioc. git.
6uBartels, 100. git. 653&nn. loc. cit.
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Flash, Habve,b? sullivan,® and odiorne and Hann®9
found that one or more of the following standards were
secondary to the above mentioned criteria used in recruiting
college business senlorss work experience, military status,
marital status, and family beckground, -

Jordon's,’? Williams',’l and Carroll's’? survey
results partially contradicted the views and studies
mentioned above, as do the opinione of Whyte’> and
Harringtcn.74

66plash, 1ge. git. $7Habbe, loc. cit.
68su111ven, loc. cit.

690diorne and Hann, op. oit., p. 148,

703ordon, 100. git. 7lyil11ame, Jogc. cit.
72¢arroll, loc. oit. 73Whyte, logc. cit.
7“Earr1ngton, doec. oit.



CHAPTER III
PRESENTATION OFP THE DATA

The purpose of this chapter is to present and
interpret data in a manner which will be helpfél in agcer-
taining the importance of certain factors used by recruiters
in the recrulting of business graduating seniors of the
Kansag State Teachers College.

The questionnaire that appears in Appendix A was
forwarded to the recruiters of the forty companies listed in
Appendix C, The forty companies represented all of the firms
that oonduocted interviews for business students at the Kansas

State Teachers College from October, 1963, to September, 1964,

as determined by the Placement Office Annual Report for
1963-64.1

Twenty-nine questionnaires, 72.5 per cent of those
distributed, were returned, and they were found to be useable
for this study. Therefore, all statements made refer only
to those recrulters who replied to the quegtionnaire,

Statistical measures were applied to the returned
Qquestionnaires to determine the answers to the following

questions:

lnge "

port of On-Campus Interview," Placement
Annual Report for 1963-64 (Emporia, Kansas: Kansas State
Teachers College Press, 1965), pp.’11-15.
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1. What factors in Section I of the questionnaire

did the recrulters oconsider to be significant,

and how important were they?
2. Did the order of the questions as they appeared

in Sections I and II of the questionnaire

slgnificantly influence the order of the

answers?

3. Did the order of importance of the oriteria in
Sections I and II agree?

I, IMPORTANCE OF THE PACTORS

Section I of the questionnaire was divided into seven
categories which were scholastic record, family background,
work experience, marital status, interview impression, extra-
curricular activities, and military status,

Within each category there were 2 number of related
factors, For example, listed under the category of scho-
lastic record appeared the following related factors: over-
all academio grades, grades in the major field, grades in the
minor field, the major sudbject fleld, and the semester hours
in the major fleld.

The design of the questionnalre permitted the
recruiters to select one of the following five ratings for
each factor: extremely important, very important, important,
fairly important, and not important.

Procedure used. The number of responses for each of
the scholastlio record factor's five ratings is shown in

Table I, This table reveals that there was a wide range in
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TABLE I

NUMBER OF RESPONSES EY RECRUITERS FOR EACH OF THE
SCHOLASTIC RECORD FACTOR'S RATINGS

L3

Extremely Very Fairly Not
Faotor important important Important important important
Over-all
academioc
grades 2 14 10 3 -

Gradeg in
ma jor
field 6 13 9 1 -

Grades in
minor
field 1 5 11 10 2

Major
subject
fleld 8 13 7 1 -

Minor
subject
field 1 s 9 9 5

Semester
hours in
ma jor fleld 2 10 11 3

bt

—— oo i
———_— w— ——

Read table thuss Two recrulters consldered over-all
academic grades to be extremely lmportant,
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the number of responseszs given by reorulters for the
importance of a certain factor., For example, two recrulters
considered the appliocant’s over-all academic grades to be
"extremely lmportant,® the highest rating possible, while
fourtesn recruiters considered this factor to be "very
important,* the second highest rating,

Although Table I presents the data acourately, it was
difficult to interpret the meaning of the data, Therefore,
the data were statistiocally tested by the use of confidence
intervals,

The confidence intervals enabled the data to be
interpreted with a certain degree of assurance of being cor-
rect, When the confidence interval was established at the
95 per ocent confidence level, the data were interpreted with
a probabllity of 0,95 of being correct, Hence, the chance of
being wrong and of misinterpreting the data was only 5 per
oent, When the confidence interval was established at the
99 per cent confidence level, the data were interpreted with
a probablility of 0.99 of being correct. Therefore, the
chance of being wrong and of misinterpreting the data was
only 1 per cent.

A confidence interval 1s bound by two limits which are
known as the upper and lower limits, Since the data were

mutually exclusive, which means that only one response could
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be given for each factor, the following formula for
proportions was required to compute the limits of the
confidence intervel: CI = P +/npq * t. By means of this
formula it was established that the confidence limits at the
95 per cent confidence level are between 1,3 and 9.9.2
Since the data were discrete, which means «that they were in
whole units, it was necessary to round the limits from 1 to
10,

The confidence limits are interpreted to mean that
between 1 and 10 responses for one of the factor's five pos-
s8ible ratings could have occurred by chance at the 95 per
cent confidence level, Hence, if all of a factorts five
ratings had between 1 and 10 responses, the factor®s ratings
could have ocoured by chance, and the factor was not signifli-
gcant at the 95 per cent confldence level, For example,
referring to Table I, page 23, the responses for each of the
minor subject field factor's five ratings were bhetween 1 and
10. Therefore, all of the factor's five ratings are within
chance, and the factor was oconsidered to be not significant
at the 95 per cent confldence level.

However, if one of the factor's five ratings had over

10 responses, the factor's rating was beyond chance; and

2See Appendix D, p. 86,
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consequently, the factor was gignifiocant at the 95 per cent
confidence level., For example, referring to Table I, page 23,
eleven recrulters considered the factor of grades in the
minor subject fleld to be "important,® the third highest
rating. Therefore, as shown in Table II, the factor of
grades in the minor sudbject fleld was glgniflcant and was
conslidered to be "important®" at the 95 per cent confidence
level,

The confidence limits at the 99 per cent confidence
level were from -,3 to il.h.3 Thus, between 0 and 12
responses for ons of the factor's five ratings could have
occurred by chance at the 99 per cent confidence level,

However, if one of the factor's five ratings had over
12 responses, the factor's rating was beyond chances; and
consequently, the factor was slsnificent at the 99 per cent
confidence level, For example, referring to Table I, page
23, fourteen recrulters considered the applicant's over-all
academic grades to be "very important.* Therefore, as shown
in Table II, the factor of over-all academlo grades was
slgnificant and was oonsidered to be “very important®" at the

99 per cent confidence level,

38ee Appendix EZ, p. 87.
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TABLE II

THE DEGREE OF IMPORTANCE THAT RECRUITERS CONSIDERED
SIGNIFICANT FACTORS RELATED TO THE
APPLICANT*S SCHOLASTIC RECORD

e e ettt e et et e e ettt
Extrenely Very Bairly Not
Factor important important Important important important
Over-all
academio
grades 99

Grades in
ma jor
field 99

Grades in
minor
field 95

Major
subject
field 99

Minor
subject
fleld

Semester
hours in
ma jor fleld 95

P e e e e e e e et

Read table thus: At the 99 per cent confidence level,
the recrulters considered over-all aocademlic grades to bes very
important.
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Scholagtio record fagtor's rating results. The number
of responses for each of the scholastic record factor's five
ratings are shown in Table I, page 23, This table reveals
that more than twelve recrulters conslidered the factors of
over-all academic grades, grzdes in the major subject fleld,
and the major subject field to be "very important,” the
second highest rating, Eleven recrulters considered the
applicant's semester hours in his majer subject field and the
grades in his minor subject fleld to be "important,” the
third highest rating. The appllicant?!s minor subject field
was consldered to be both "lmportant® and "falrly important®
by nine recrulters,

Therefore, Table II reveals that at the 99 per cent
confidence level, the factors of over-all academic grades,
the major subject field, and the graodes in the major subject
flield were sisnificant end were belleved to be "very impor-
tant,” At the 95 per cent confidence level, the factors of
the grades in the minor subject fleld and the number of
semester hours 1ln the major field were significant and con-
sldered to be "important.” The minor subject fleld was not
signifiocant at the 95 per cent confidence level, since the
occurrence of nine responses was not beyond chance,

In summary, it was found that recruiters considered

the factors of over-all academic grades, the major subject
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fleld, and the grades in the major subject fleld to be "very
important.® They considered the factors of the grades in the
minor subject fleld and the number of semester hours in the
ma jor field secondary to the above factors and rated them to
be "important,”

Femlly backsground fector's rating results. The
number of responses for each of the family background fac-

tor'!s five ratings are shown in Table III, This tabdle
reveals that sixteen recruiters considered the applicant's
father's occupation to be "fairly important,* the fourth
rating. More than twelve recrulters believed that the fac-
tors of the applicantts parents being separated or divorced
and their education and income to be "not important," the
lowest rating, Also, they considered the faotor of the
applicant's mother®'s occupation to be "not important,.,*
Therefore, Table IV, page 31, reveals that at the 99
rer cent confidence level, the faotor of the applicant's
father's occupation was gignifiocant and was believed to be
"falrly important.” The factors of the applicant's parents
belng separated or divorced and their education and inconme
were gignificant and were considered to be "not important" at
the 99 per cent confidence level, Also, they considered the
factor of the applicant's mother's occupation as slgnificant
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TABLE III

NUMBER OF RESPONSES BY RECRUITERS FOR EACH OF THE
FAMILY BACKGROUND FACTOR'S RATINGS

" Extremely Very  Fairly  Not _
Factor important important Important importent important
Father's

occoupation - - 6 16 7
Mother's )

occupation - - - 10 19
Parentes not

geparated - 2 6 6 15
Parents not

divorced - 3 5 6 15
Parents?

education - 2 3 9 15
Parents?

income - 3 3 8 15

|

Read table thus: Six recrulters considered the
appliocantt's father's coccupation to be important,
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TABLE IV

THE DEGREE OF IMPORTANCE THAT RECRUITERS CORSIDERED
SIGNIFICANT PACTORS RELATED TO THE
APPLICANT'S FAMILY BACKGROUND

e e e e et i < =t et A et e S
Extremely Very Falirly Not
Factor important important Important important important

Father's

occupation = 99

Mother's

occupation 99
Parents not

separated 99
Parents not

divorced 99
Parentsg!

eduocation 99
Parents?

income 99

.
—a—

Read table thus: At the 99 per cent confidence level,
recrulters considered the applicant's father's occupation to
be fairly important,
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and believed it to be "not important” at the 99 per cent
confidence level,

In summary, it was found that recruiters considered
the factor of the applioantts father's occupation to be
*fairly important.® They considered the factors of the
applicant!s mother's ocoupation, of his parents being sepa-
rated or divorced, and of their education and income
secondary to the above factor and rated them to be *not
importent.,”

Work ezperience {sotor's rating results. The number

of responses for each of the work experience factor's five
ratings are shown in Table V, This table reveals that
twelve recruiters considered the factor of college employ~
ment to be "falrly important,” the fourth highest rating.
Nine recruiters belleved the factor of permanent employment
to be “important,® the third highest rating,

Therefore, Table VI, page 34, reveals that at the 95
per cent oonflidence level, the faotor of ocollege employment
was significant and was believed to be "fairly important.®
The factor oi nrermenent employment was not significant at the
95 per cent confidence level, since the occurrence of nine
responseg was not beyond chance,

In summsry, the recruiters considered the factor of

college enmployment to be "falrly important.® This factor was



33

TABLE V

NUMBER OF RESPONSES BY RECRUITERS FOR EACH OF
THE WORK EXPERIENCE PACTOR'3 RATINGS

e e e T A e o]
Extremely Very - Falrly Not
Factor important important Important important important

Permanent

employment 2 5 9 5 8
College

employment - 6 6 12 5
Non-

supervisory

experience - 2 9 8 10
Supervisory

experience - 6 7 9 7

e ettt e b e s ———

Head tabdble thus: Two recrulters considered permanent
employment experience to be extremely important,
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TABLE VI

THE DEGREE OF IMPORTANCE THAT RECRUITERS CONSIDERED
SIGNIFICANT FACTORS RELATED TO THE
APPLICANT®S WORK EXPERIENCE

Extrenely Very galrly Not
Factor important important Important important important

Fermanent
employment

College
employment 95

Non=~
supervisory
expsrience

Supervisory
experience

- e —— — e ————
Read table thus: At the 95 per cent confidence level,

the recruiters considered college employment to be fairly
important,
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believed to be the most important of the work experience

factore,
The faotors of supervisory and non-supervisory work

experience will be discussed later,

Marite]l status factor’s ryeting results. The number of
responses for each of the marital status factor's ratings are

shown in Table VII. This table reveals that more than twelve
recrulters considered the applicant’s being single or mar—
ried to be "not important,” the lowest rating. Ten
recrul ters considered the applicant?s being divorced to be
"very important,” while nine recrulters contidered the
applicantts being separated to be both "very important®" and
"important.®

Therefore, Table VIII, page 37, revesals that at the
99 per cent confidence level, the factors of the applicant's
being single or married were silgnificant and were bellieved
to be "not important.® The factors of the applicant®s being
separated or dlvorced were oonsidered to be not significant
since the number of responses was not beyond chance,

In summary, it was found theat recruiters considered
the factors of the applicant's being single or married to be

“not important.,”

Interview impression factor's rating results. The

number of responses for each of the interview impression
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TABLE VII

NUMBER OF RESPONSES BY RECRUITERS FOR EACH OF THE
MARITAL STATUS FACTOR'S RATINGS

~ EIxtremely Very  Fairly  Not
Factor iaportant ggfortant Important 1qgortant important

Single - i b 2 19
Married 1 4 5 b 15
Not
divorced 2 10 9 N 4
Not
sesparated 3 9 9 4 4

A -t v ppr S
o — — g

Read table thuss Four recrulters considered the
applicantts being single to be very important,
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TABLE VIII

THE DEGREE OF IMPORTANCE TBAT RECRUITERS CONSIDERED
SIGNIFICANT FACTORS RELATED TO THE
APPLICANT*S MARITAL STATUS

-

Extremely Very Falirly Not
Pactor important important Important important important

Single ’ 99
Married 99
Not
divorced
Not
separated

Read table thus: At the 99 per cent confldence level,
the reocruiters conslidered the applicant’s being single to be
not important,
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factor's ratings are shown in Table IX, More than twelve

reoruiters conslidered the factors of personality, confidence,
conduct, abllity to express one's gelf, and interest displayed
to be "extremely important,? the highest rating; while they
believed the factors of salary requested and the applicantt's
age to be "important,” the third highest rating. Thirteen
recrulters considered the factor of goals and objectives to
be "extremely important® while fourteen recruiters believed
this factor to be "very important.” Twelve recrulters con-
sldered the interviewee's appearance and preparedness to be
"very lmportant,® and they considered the applicant®s
requested location to be "important.” Eleven recrulters
believed the way in which the applicant's education had been
financed to be "fairly important,® the fourth rating.
Therefore, Table X, page 40, revaals‘that at the 99 per
cent confidence level, the factors of personality, confl-
dence, conduct, ability to express one's self, and interest
displayed were significant and were belleved to be "extremely
important.® At the 99 per cent confidence level, the factor
of goals and objectives was gignificant and was believed to
be both "extremely lmportant” and "very important.” The fac-
tors of salary requested and the applicant's sge were glg-
Riflcant and believed to be "important® at the 99 per cent
confidence level, At the 95 per cent confldence level, the

factors of appearance and interview preparedness were
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TABLE IX

NUMBER OF RESPONSES BY RECRUITERS FOR EACH OF THE
INTERVIEW IMPRESSION FACTOR'S RATINGS

Extremely Very Falfiy N;;

Factor important important Important important important
Appearance 8 12 9 - -
Personality 15 12 2 - -
Confidence 13 12 4 - -
Goals and
objectives 113 14 2 - -
Preparedness 9 12 8 - -
Conduct 13 11 5 - -
Abllity to
express
one's self 18 8 3 - -
Interest
displayed 14 12 3 - -
Salary :
requested - L 13 6 [
Location
requested 3 b 12 7 3
Applicant's
age 1 b 13 8 3

How education
had been paid - 6 8 11 4
e ——

Read table thuss Eight recrulters considered the
applicant's appearance to be extremely important,



4o
TABLE X

THE DEGREE OF IMPORTANCE THAT RECRUITERS CONSIDERED
SIGNIFICANT FACTORS RRLATZD T0 THE INTERVIEW

Factor

Extremely

Very Falrly Not
1m?ortant important Ingortsnt ;ggortant igyortant

Appearance

Fersonality

confidence

Goals and
oblectives

Preparedness

Conduot

Ability to
express
one's gelf

Interest
displayed

Salary
requested

Location
requested

Applicant'’s

age

How education
had been naid

99
99

99

99

99

99

95

99
95

99

95

99

95

Read table thus:

At the 95 per cent confidence level,

the recruiters considered the applicant's appearance to be

very important,
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Bignificant and were considered to be "very important”; while
the factor of requested location was gignificant and believed
to be "important.® At the 95 per cent confidence level, the
factor of the way in which the applicant’s education had been
financed was significant and was bellieved to be "fairly
important.”

In summary, 1t was found that recrulters considered
the factors of personality, confidence, goals and odbjectives,
conduct, abllity to express one's self, and interest dis-
played to be "extremely important.® They considered the fac-
tors of appearance and interview preparedness to be secondary
to the above factors and rated them to be "very important."
Least pertinent of the interview factors studied were salary
requested, location requested, applicant's age, and the way

in which the applicant's education had been financed,

Extracurricular sotivitles fector's rating results.

The number of responses for each of the extraourriocular
factor's five ratings are shown in Table XI., This table
reveals that more than twelve recruiters considered the fac-
tor of membership in ocollege organizations to be "important,”
and the factor of membership in a social fraternity was
believed to be *not important,"” the lowest rating. Nine
recrul ters considered being an officer of a college organiza-
tion to be "very important," the second highest rating.
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TABLE XI

NUMBER OF RESPONSES BY RECRUITERS FOR EACH OF THE
EXTRACURRICULAR ACTIVITIES FACTOR'S RATINGS

P e e

Extremely Very Falrly Not

Factor important important ;Eportant 1mportunt important
Membership
in college
organizations 2 8 13 5 1
Officer of
college
organization 2 9 8 8 2
Member
of soclal
fraternity - 3 6 5 15
Member of
honorary .
fraternity - 9 10 5 5

o+ . et AP 3 o 1 ST ) o e -t A . £ O APy APt B PP 1 e e e

Read table thus: Two recruiters consldered
membershlip in college organizations to be extremely important,
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Therefore, Table XII reveals that at the 99 per cent
confidence level, the factor of membership in college organi-
zations was significant and was considered to be "important.”
The faotor of being a& member of a soclal fraternity was
8lgnificant and was believed to be "not important® at the
99 per cent confidence level, Tha factor of being an officer
of a oollege organization was not slgniflocant since the
occurrence of nine responses was not beyond ochance.

In summary, the recrulters considered the factor of
membership in college organigations to be "important.® They
considered the factor of being a member of a social fraternity
secondary to the above factor and rated it to be "not
important,*

The factor of being & member of & honorary fraternity
will be discussed later.

Military stetus factor's rating results. The number
of responses for each of the military status faotor's five

ratings are shown in Table XIII, page 45. This table reveals
that twelve recrulters considered the applicant's aoctive
military obligation not being completed to be "not important,”
the lowest rating. Nine recruiters considered the appli-
cant's active military obligation belng completed to be "not
important,.*



TABLE XII

THE DEGHREE OF IMPORTANCE THAT RECRUITERS CONSIDERED
SIGNIFICANT FACTORS RELATED TO THE APPLICANT®S
EXTRACURRICULAR ACTIVITIES

—— ———— = —
Extremely Very Falrly Not
Factor important important Important impeortant important

Membershilp
in college
organizations 99

Officer of
college
organlzation

Member
of social
fraternity 99

Hember of
honorary
fraternlty

Read table thus: At the 99 per cent confidenoce level,
the recrulters considered the applicant's having membership
in college organizations to be important,
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TABLE XIII

NUMBER OF HESPONSES BY RECRUITERS FOR EACH OF THE
MILITARY STATUS FACTOR'S RATINGS

—

Extremely Very Falrly Not
Factor important important Important important important
Active
military
obligation
completed 8 2 6 4 9

Aotive

military

obligation

not

completed 7 3 3 & 12

Read table thus: Eight recruiters considered the
applicant's military obligation belng completed to be
extrenely important,
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Therefore, Table XIV reveals that at the 95 per cent
confidence level, the factor of the appliocant's active mili-
tary obligation being completed was significant and was con-
gidered to be "not important.” The factor of the applicant's
active military obligation being ocompleted was not signifi-
cant since the ocourrence of nine responses was not beyond
chance,

In summary, the recruiters considered the applicant's
active military obligation not being completed to be "not
important.”

Fegtor's retings which hed no responses. As previously
determined, the confidence limits at the 95 per cent confi-
dence level were from 1 to 10, Therefore, if one of a fac-
tor's five ratings had over 10 responses, the factor's rating
was beyond chances and, consequently, the factor was found to
be gimnificant at the 95 per cent confidence level,

However, & factor 1s also gimnificant.if one of its
ratings exceeds the lower limlits of the confidence interval,
In other vwords, since the confldence interval was from 1 to
10, Af one of a factor's five ratings had no responses, the
factorts rating was beyond chance, and the faotor was gisnifi-
gant at the 95 per cent confidence level, In such ocases, the
eignificant factor's rating should be stated in "negative”

termz, For example, the factor of being & member of a
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TABLE XIV

THE DEGREE OF IMPORTANCE THAT RECRUITERS CONSIDERED
SIGNIFICANT FACTORS RELATED TO THE
APPLICANT'S MILITARY STATUS

]

Extremely Very Falirly Not

Factor important important Important important important
Active :

military
obligation
completed

Active
military
obligation
not

completed 95

i — M
e

Read teble thus: At the 95 per cent confidence level,
the recruliters considered the appliocant's active military
obligation not being completed to be not important.

-
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fraternity had no responses recorded for the factor's
"extremely important®™ rating. Hence, the rating was beyond
chance, and the factor was gigniflcant. Therefore,
recrulters consldered the factor of being & member of a
soclal fraternity to be "not extremely important.”

Since it was previously determined that being a
member of a soclal fraternity wes considered to be "not
important,” astating that it was "not extremely important®
would be redundant. Therefore, Tables I through XIV
revealed the factors that were significent resulting from
having over 10 responses for one of thelr ratings,

There were three significant factors that were not
inoluded in Tables I through XIV since none of their ratings
had over 10 responses, As shown in Table XV, the factors of
non=gupervisory work experience, supervisory work experience,
and being a member of an honorary fraternity had no responses
for their "extremely important® rating.

Therefore, Table XVI, page 50, reveals. that at the
95 per cent confidence level, the factors of non-supervisory
work experience, supervisory work experience, and being a
member of an honorary fraternity were gilgnificant and were
believed to be "not extremely Amportant.”

In summary, the factors of non-supervisory work

experience, supervisory work experlience, and being & member
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TABLE XV

NUMBER OF RESPONSES BY RECRUITERS FOR
CERTAIN FACTOR'S BATINGS

Extremely Very Fairly Not
Factor important important I rtant rtant important
Non=
supervisory
experience - 2 9 8 10

Supervisory
experience - 6 7 9 7

Member of
honorary
fraternity - 9 10 5 5

Read table thus: No recruiters conslidered non-
supervisory work experience to be extremely important,
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TABLE XVI

THE DEGREE OF IMPORTANT THAT RECRUITERS
CONSIDERED CERTAIN SIGNIFICANT FACTORS

e ——

Not Not Net
extremely very ot fairly
Factor lmgortant important important important Important
Non=-
supsrvisory
experience 95
Supervisory
experience 95
Member of
honorary

fraternity 95

-
s ———

aremet

Read table

thus: At the 95 per cent confldence level,

the recruiters considered non-supervisory work experience to
be not extremely important.
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of an honorary fraternity were considered by recruiters to be
"not extremely important,”

Degree preference. In Section III of the
questionnaire, the recruiters were asked if they considered
the Bachelor of Science Degree equlvalent to the Bachelor of
Arte Degree, Twenty-elght of the twenty-nine recruiters
replied that they considered the degrees equivalent, Hence,
at the 99 per cent confidence level, the recruiters

conslidered the degrees to be equivalent.
II. QUESTIONNAIRE CONSTRUCTION TEST

A questionnairet's design and form can influence the
respondent?s answers to the questions appearing on 1it,

Hence, the data received from the questiommaire may not be
valid,

To prevent the ocourrence of the above problem, the
order of the questions on the questionnaire used in this
study was determined by the use of a random sample table,

To determine if the use of the random sample table had
prevented the order of the questions from substantielly
influencing the order of the answers, the data received from

the questionnalires were statistically tested.

Erocedure used. To determine if the use of the random
sample table had prevented the order of the questions from
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Anfluencing the order of the answers involved a two-step
procedure,
First, the statistical relationship between the order
of the questions and the order of the answers was computed by

the uege of Spearman's rank correlation equations

62 a2
Tﬂi‘ﬁ .

This statistical relationship is known as the correlation
ooerflcient.5

Second, it was necegsary, through the use of the "t"
distribution test.6 to determine whether the correlation
coefficlient was gignificant, If the correlation coefficlient
was Bignificant, the order of the questions did substantially
influence the order of the answers, However, 1f the corre-
lation was not significant, the order of the questions did not
substantially influence the order of the ansvers,

Testing the gquestionnalre. The statistlcal relatlon

between the order of the questions in Section I and the order
of the answers was computed by using Spearman's rank formula,
This statlstical relation, which 1s called the correlation
coefficient, was found to be =,2L,’

4See Appendix F, p. B8. 5See Appendix G, p. 89.

6See Appendix H, p. 90. 7see Appendix I, p. 92,
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To determine if the ~,24 correlation coefficient was

significant, which means that it was such that the order of
the questions subatantlally influenced the order of the
answers, the "t" distribution test was administered., It was
found that such a correlation coefficlient was not signifi-
ggg&.a Therefore, the order of the questions as they
appeared in Section I of the questionnalre 4id not
substantially influence the order of the answers,

Following the above testing procedure and using the
same formula, the correlation coefficlent between the order
of the questionsa in Seoction II of the questionnalre and the
order of the answers was found to be .32.° After adminis-
tering the "t" distribution teat, it was found that the
coefficlent of .32 was pot sianificant.® Therefore, the
order of the questions as they appeared in Section II of the
questionnaire did not substantislly influenoce the order of
the answers,

In summary, the use of the random sample table had
prevented the order of the questions as th;} appeared on the

questionnaire from influencing the order ¢of the answers,

BSee Appendix I, p. 92, 9389 Appendix J, p, 94,
1035ee Appendix J, p. o4,
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III, CCMPARISON OF THE ANSWER RESULTS

In Seotion II of the questionnaire, the recrulters
ranked the followling criteria in order of thelr prefere:ces
scholastic record, family background, work experience, inter-
view impression, marital status, extracurricular activities,
and military status,

The questionnaire was designed so that the resrulters!’
ranking of the above coriteria could be cross=checked with
their rating of the same categories in Section I. This was
done to determine if the recrulters' two separate rankings of
the same standards substantially agree,

Erogedure used. The comparing of two separate
rankings involved a two-step procedure.
First, the statistical relationship between the two

rankings was computed Ly the use of Spearman's rank equations

2
r-1-§3§-‘- 11
N/ = N

This statistical relatimship 18 known as the correlation
ooofficient.12
Second, 1t was necessary, through the use of the "“t"

distribution test,13 to determine whether the correlastion

11500 Appendix F, p, 88, 125¢e Appendix Gy p. B9,
13399 Appendix H, p. 90.
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coefflcient was glgnificant. If the correlation coefflclent

was significant, the two rankings substantially agreed, How-
ever, 1f the correlation coefficlent was not significant, the

two rankings substantially disagreed,

Comparing the answer results. Table XVII reveals the
mean ranking of the categories in Section I and of the sanme

criteria in Section II, It was obvious that the two rankings
of the same standards were not identical, but it was not
definite that the ratings would not substantlally agree,
Therefore, the two rankings were statistically tested,

By using Spearman's rank formula, the correlation
coefficlent between the recrulters' ranking of the categories
in Section I and thelr ratings of the same criteria in
Section II was found to be .?0.“L To determine if a ,70
correlation coefficient was gignjificant, which means that it
was such that the rankings substantially agreed, the "t®
digtribution test was administered. It was found that such
2 correlation was gg;_g;ga;{;ggnﬁ.lS .

Therefore, the recrulters' ranking of the categories
in Section I 414 not substantlally agree with thelr ratings

of the same criteria in Section II,

14890 Appendix K, p. G6. 1530e Appendix X, p. 96,



TABLE XVII
CRITERIA MEAN RANKING BY SECTIONS

ﬁ_ﬁsssiengl__. —stotlon I1
Criteria ean Mean

rank Mean rank Mean

joore rank sgore __rank
Scholastic record 6.3 2 5.9 2
Family background 3.6 7 2.7 6
Work experience 4,6 6 4,3 3
Marital status 4,8 5 2.4 7
Interview impression 7.2 1 6.1 1
Extracurricular
activities 5.0 3.5 4,1 L
Hilltary atatus 5 0 3.5 3. 5

Read table thus: In Section I. the appliocant's
scholastic record mean score was 6,3, and it ranked secondj
while in Sectlion II its mean score was 5.9, and it alse
ranked second,
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Computing & gcomposite ranking. Since the recrulters!
ranking of the categories in Section I did not substantially

agree with their ratings of the same standards in Section II,
a oomposite ranking was attempted, The composite renking
was developed by deriving & mean rank for the two ratings as
shown in Table XVIII,

However, in order for the composite rating to de
valid, 1t must substantially agree with the recruiters'
ranking of the categories in Section I and thelr rating of
the same standards in Section II. The same procedure that
has been previously described was used to determine if the
composite ranking was valid,

By using Spearman's rank formula, the correlation
coefficient betwsen the recrulters' ranking of the categories
in Section I and the composite rating was found to be .96.16
To determine if the .96 correlation coefficient was gignifi-
sant, which means that it was such that the rankings sub-
stantially agreed, the "t" distribution test was adminls-
tered, It was found that such a correlation coefficient was
significant. '’ -

Therefore, the ocomposite criteria rating substantially
agreaed with the recrulters'! ranking of the cetegories in

Section I of the questionneire,

1634¢ Appendix L, p. 98, 1750 Appendix L, p, 98,



TABLE XVIII
DEVELOPMENT OF A COMPOSITE CRITERIA RANK

e e e e e e e e

Total Mean Com~-

Cxiteria Section Seection 1rank rank posite
Soholastic record 2 2 k.0 2.0 2
Family background 7 6 13.0 6.5 7
Work experience 6 3 9.0 4.5 5
Marital status 5 7 12,0 6,0 [
Interview impression 1 1 2.0 1.0 1
Extracurricular
activities 3¢5 4 7.5 3.8 3
Military status 3.5 5 8.5 4,3 4

P ——

Read table thust The applicant's scholastio record
ranked second in both Sections I and II for a total rank
soore of 4,0 (2 + 2), Hence, its mean rank score was 2,0
(b # 2), and 1ts composite rank was second,
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By following the above teating procedure and using the

same formuls, the correlation coefficlent between the com-
posite ranking and the recruiters' rating of the same stand-
ards in Section II of the questiommalre was found to be
.86.18 To determine if .86 correlation coefficient was
slgnificant, the "t® distribution test was administered., It
wag found that such a correlation coefficient was
sigificant.'?

Therefore, the composite criteria rating substantially
agreed with the recruiters® ranking of the same standards in
Secotion 1II of the questiomnaire,

In summary, since the composite oriterla ranking
substantially agrees with the rating of the standards in both
Sections I and II, it is valid and the best probeble ranking.
The composite criteris rating is shown below: (1) interview
impression; (2) scholastic record; (3) extrscurricular
activities; (4) military statusy (5) work experience;

(6) marital statusy (7) family background.

18803 Appendix M, p. 100. 19809 Appendix M, p. 100.



CHAPTER IV
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
I, SUMMARY

Problem. The purpose of this study was to determine
the importance of certain criteria in recruiting business
graduating senlors of the Kansas 3tate Teachers College,
Specifiocally, the study was directed at the following
questions:

1. What oriteria are considered to be most important
in recrulting business graduating senlors?

2. Yhat criteria are least pertinent in the recruiting
of applicants?

3. What factors relating to a certaln criterion do
recrulters consider to be significant, and how
important are they?

L, Are the standards being emphasized by the
recruiters consistent with research results on
this toplc?

Importance. Information revealing the factors which
seem to be emphasized by college recruiters and companies in
recrulting graduates for positions would be wvaluable for
several reasons,

This information would be of walue to faculty members
in advising students about the relative lmportance of wvarious
colleglate experiences to job finding success,

Such date would be helpful to the interviewling

companies in evaluating their oollege recruiting program,
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Comparisons could be made between what is emphasized by
canpus recrilters and what research results indicate should
be stressed.

Thie information might assist students in planning
thelr college lives and establishing their objectives, By
being informed of the charecteristics which business con-
siders important, students may decide for themselves what
benefits the graduates in terms of success in being
interviewed,

Progsedure. In preparation for this study, related
literature and previous studies regarding osriteria used hy
reorulters in recrulting business graduating senlors were
reviewed, From thia review, certain criteria were selected
for study.

A questionnalre wag formulated which contained the
selected oriteria, The Questionnaire was designed so that
upon its return the writer could statistically determine the
importance of the selected coriteria, The questionnaire was
reviewed by three experienced recruiters, and theilr suggested
changes were made,

A letter was compiled to inform its recipients of the
nature of the study, The letter, with the questionnaire
attached, was forwarded to the forty ocompanies that conducted
interviews at the Kansas State Teachers College from October,
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1963, to September, 1964, as determined by the Placement
Office Annual 3gng;&,1g:,12§3:§_.1 Twenty-nine question=-
naires, 72,5 per cent of those distributed, were returned.
The data from the returned quesgtionnalres were tabulated,

analyzed, summarized, and prepared for presentation,

Findings, Section I of the questlonnaire was divided
into seven categories, Within each oategory there were a
number of related factors used by recruiters in recruiting
business graduating seniors. The recrulters were asgked to
evaluate these factors by rating thelr degree of importance,
The recrulters could select one of the following five ratings
for each factor: extremely important, very important, impor-
tant, fairly important, and not important,

The above data was statistically tested so that their
meaning could be interpreted with a probabllity of .95 and
+99 of being correct. As & result of these tests, the fol-
lowing findings were made concerning the categorles related
factorss

1. Scholastic record. It was found that recruiters
considered the factors of over-all academic grades, the
major subject field, and the grades in the major f;gld to be

1“1eport of On-campus Interview,”

Annual Report 1963-64 (Emporia, Kanssss Kansas State
Teachers College Press, 1965), pp. 11-15,
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"very important,”" the second highest rating., They considered
the factors of the grades in the minor subject fleld and the
number of semester hours in the major fleld secondary to the
above factors and rated them to be "important,” the third
hizhest rating.

2, Family background, It was found that recrulters
considered the factor of the appllocantts fatherts occupation
to be "fairly important,” the fourth highest rating. They
considered the factors of the applicant?’s motherts ocoupation,
of his parents being separated or divorced, and of thelr
education and inocome secondary to the above factor and rated
then ¢to be "not important,” the lowest rating.

3. Work experience., The recrulters considered the
factor of college employment to be "falirly important;* while
they bellieved the factors of supervisory and non-supervisory
expsrience to be "not extremely important,® the
statistically derived first rating.

4, It was found that recruiters considered the
factors of the applicant'se being single or married to be pot
impoxtant.

5. Interview impression, It was found that recrulters
oconsidered the factors of personality, confidence, -goals and
objectives, conduct, ability to express one's sgelf, and
interest displayed to be "extremely important," the highest

rating. They considered the factors of appearance and
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interview preparedness to be secondary to the above factors
and rated them to be "very important,” the second highest
rating, least pertinent of the interview faotors studied
were salary requested, locatlion requested, applicantts age,
and the way in vwhich the applicant's edusation had been
financed,

6. Extracurrioular activities, The recruiters
oonsidered the factor of membership in college organizations
to be "important.” They considered the factor of being a
nember of a soclal fraternity secondary to the above factor
and rated 1t to be "not important.” The recruiters bellieved
the factor of being a member of an honorary fraternity to be
"not extremely important,”

7. Military status. The recrulters considered the
applicant's active military obligation not belng completed to
be "not important."

8. The following factors were found to be not
Significant by the measures useds the applicant!s being
separated or divorced, being an officer of & college organi-
zation, permanent employment, and his active military
obligation being completed,

In Section II of the questionnaire, the recruiters
ranked certain eriterliea in order of their preferena;. This
ranking was cross-checked with the recruliters' rating of the
same standards in Section I to determine if they substantially
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agreed, It was found that the recrulters' ranking of the
categories in Section I did not substantially agree with their
ratings of the same criteria in Section II,

Therefore, & composite oriteria ranking was developed
and tested to determine if 1t would substantially agree with
both the ratings of standards in Sections I and II of the
questionnaire., 'The test?’s results revealed a substantial
agreement between the ranking of the same standards in both
sections, Hence, the following ranking is the best probable
rating:

Criteria Rank
Interview impression
Scholasgtic record
Extracurricular aoctivities
Military status
Work experience
Marital status
Famlly background

~N O W o

In Section III of the guestionnsirs, the recrulters
were asked if they considered the Bachelor of Sclence Degree
equivalent to the Bachelor of Arts Degree, Twenty-~elght of
the twenty-nine recruiters replied that they considered the

degrees cquivalent,

III., CORCLUSIONS

These conclusioneg are drawn in answer to the questions

to which the study was directed,
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Criteria considered most pertinent and the relsting
factor*s importance. This study, as does certain previous
research, reveals that the interview impression is the prin-
cipal oriterion used by recruiters in recrulting business
graduating senliors, The decisions made about an applicant
during the interview may well determine his future employ=-
ment, Therefore, students would be well advised to spend
time preparing for interviews,

The recrulterts impression of the applicent's
personality, oconfidence, goals and objectives, and interest
is most important. The interviewee who 1s pleasant to talk
to, confident, has sensible goals, and displays interest
gshould favoradly impress interviewers,

The applicant's scholastic record is a major eriterlon
used by most recrulters, Grades are a tanglble standard
that usually indicate intelligence and, to some recruiters,
predict future performance.

The recrulters consider the applicant's over-all
academic grade, major subject fleld, and the grades in the
ma jJor gsubject fleld to be of prime intereat. The major
subject fleld indicates in whioch phase of business the stu-
dent is interested, and the grades in the major subject cur-
riculum reveal the applioantts abllity in this fi;id. The

over-all academic grade usually indicates intelligence and
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the applicant's scholastic performance in relationship to
other students,

Extracurrioular sctivities rank third in the
importance of the criterla studied., Participation in college
activities indicates social adjustment and the willingness to
sacrifice personal time,

This study reveals that reorulters oconeider membership
in college organizations to be important, while belonging to
a soclal fraternity 1s not essential. Hence, most recrulters
are not concerned with which organizations the applicant
belongs, but they do consider participation in some
agtivities to be important.

Sriteris considered least pertiient snd the yelating
factor's importance. The male applicant's mllitary status
ranks fourth in the standards studled and 1s considerably
less important than the above criteria studled,

The applicant'’s active military obligation not being
completed 1s considered to be not ilmportant. Although most
companies may prefer that an applicant have his active
military obligation fulfilled, it appears that it is not a
pertinent reocrulting factor.

The applioant's work experience record is the fifth
most important oriterlion studied, It appears that the
experience of the job itself is not so important as having

been employed.
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Recruiters consider college employment and the way in
which the applicant's education has been finansced to be
fairly important, This indicates that employment during col=
lege to help finance educational expenses i1s of interest to
recrul ters,

The applicant's marital stetus ranks sixth in
importance of the standards studied, It appears that the
applicant?'s being single or married 1s of minor concern to
most reoruiters,

Family background is the least pertinent of the
criteria studied, The importance of the spplicant's family
background could be sumarized by a recruiter who commented
that he 1s interested in hiring the student, not his family.

However, the applicant's father's ocoupation ie
congldered by recruiters to be failrly important, This may
indicate that companies are interested in lknowing about the

applicant's home cocupational environnment,

Degree preference. Most recrulters consider the
Bachelor of Science Degree egquivelent to & Bachelor of Arts
Degree,

Comparison of the study results with previous
regearch. The company surveys conducted by Habbe,z Swenson

2Stephen Habbe, "Employment of the College Graduate,™

Studlies 1n Personnel Polioy No. 152 (New York: National
Industrial Conference Board, 1956), p. 21.
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and Lindgren,’ and Sullivan’ indicated that the interview

impression was the most important criterion in recruiting
graduating seniors, The views expressed by Jamie5 and Pitt6
endorsed the survey’s results, In the present study, the
interview impression rated as the primary standard used by

recrulters in recrulting students for employment,

3Wendel Swenson and Eugene Lindgren, "The Use of

Paychological Tests in Industry," Personnel FPsychology,
5220, 1952,

Ybaniel J. Sulliven, Jr., "Selection Procedures for
Specific lManagement Tralnee Programs in Twenty-one Companies,”
Digsertation Abstrsets, 2112200, February, 1961,

Swallace Jamie, "A Model Program for Corporate

Iliggguitmnt.' Journal of Collesme Placement, 17:iilk, May,

6

Gavin A, Pitt ;hg gngggz §1ng§g Lifetine: Guide
o %gggg;,g;%g§;§g (Eﬁs ewood Cliffs, New Jersey! Pf%ntice
Hall, Ine.

Q99’p-3-
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In studies conducted by Flash,’ Wald and Doty,>

Habbe,? Johnson,!® Endicott,'! Husband,'? sullivan,'’ ana
Odiorne and Hann,l” grades and extrscurricular activities
were important oriteria used in recruiting ocollege graduates,

Concurring opinions were stated by Hauer,15 Barnes,16

7Edward s, Flash, "Campus Job Interviewing:s A
Survey," Personnel, 28:367, January, 1952,

8Robert M. Wald and Roy A. Doty, "The Top Executive:

A First Hand Profile,® Harvard Business Review, 37154,
July-August, 1954,

9Habbe, log. cit.

1°Kerm1t K, Johnson, "An Investigation of Employment
Techniques with Special Reference to the Selection of College

Graduates by Business and Industry," Dissertation Abstracts
1632074, November, 1956. ’ ’

1prank s. Endicott, “Endicott Report,* Jourpal of
Collexe Placement, 19:54, Maroch, 1959,

12R40hard W, Husband, "What Do College Grades Prediot?®
Fortune, 551157, June, 1957,

13sulitvan, log. cit.

1uaeorgo S. Odiorne and Arthur S, Hann, Effeotlve
College Recruiting (Ann Arbor, Michigani Bureau of Industrial
Relations, The University of Michigan, 1961), p. 1.

15Herrymen Mauer, "The Worst Shortage in Business,*®
Fortune, 53:204, April, 1956. .

16gelen i, Barnee "Putt%ng First Things First,"
gg%1ggg z%gggmggg 1959 (Bethlehem, Pennsylvaniat
College Placement Council, Inc,, 1953), 5. 11.



71
MaoDonald,17 Bartels,18 and Hann.19 In the present study,
grades and extracurricular activities ranked second and third,
respectively, in the standards studied,

Flash,2? Habbe,?! sullivan,2? and Odiorne and Hann’-
found that one or more of the following standards were
secondary to the above mentioned oriteria used to reocrult
college graduates: work experience, military status,
marital status, and family background, This study revealed
that these standards were of less importance than the inter-
view impression, scholastic record, and extracurrioular

activities.

17rovert L. MacDonald, :Iour Pt&cament Office,”
Annual 1959 (Bethlehem, Pennsylvanias
cii%ﬁib saseas Council, Inc., 1958), p. 30.

18Mart1n H, Bartels, "The Interview--~A Two-Way
Street,"” Elacement 1963 (Bethlehem, Pennsyl-
vania: College Placement Council, Inc,, 1962), p. 33.

19A. S. Hann, “"Develop an Image oi ?xeoutiva
‘Potential," lelgfg 21&%5&&32 Ang&gl igé Bethlehen,
Pennsylvaﬁiat College Placement Council, Inec., 1963): P. 5.

20p1ash, loc. oit.  °'Habbe, lgc. cit.

22Sulllvan, loc. git. 230a10rne and Hann, log. cit.
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24 26

Jordon's, w1111ams',25 and Carroll's survey
results partially contradicted the views and studles
mentioned above as do the opinions of Whyto27 and
Harrington, 28

In general, with a few exoeptions, it appears that
the present study results are in agreement with the findings

of previous research,
III. RECOMMENDATIONS

In view of this study's findings, the following
reconmendations are made:

1, This study, as with certain previous research,
revealed that the interview impression is the most important
recruiting criterion employsd by reoruiters, A large

24, nnte W. Jordon, "Relationship Between Selected

Collegiate Experiences and Beglnning Jobs for Women,"
Digsertation Abgtracts, 17:1041, May, 1957.

25Frank J. Williems, Jr., "Predicting Success in
Business,* Disgertatlon Abstraots, 20:4305, May, 1960,

ZGStephan John Carroll, Jr., "The Relationship of
Various Personal and Blographical Characteristiocs to
Recrulting Deoclslions at the Entry Level of Manzﬁoment,'
Disgertation Abstraots, 2511626, September, 1964.

27w111lsm H, Whyte, Jr., The Orzanization (Garden
City, New York: Doubleday and Company, Inec., 1957), p. 155.

zaAlan Harrington, "Executives® Mans FPersonnel
Interview," Atlantic Mopthly, 2043153, August, 1959.
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majority of decislons made about students evolve essentially
from the brief meeting of the ocollege recruiter and stu-
dsnt.zg Since so much depends upon the interview, it is
recommended that the Kangas State Teachers College Placement
Cffice place considerable emphasis on a preparatory progream
for students on employment interviewing.

2, The student's scholastic record and participation
in extracurriocular activities are major standards used by
recrulters in svaluating business graduates, It is suggested
that faoculty advisors continue to emphasize the importance of
academic achlevement and to encourage student participation
in college activities., To assist the advisors in this tasgk,
it is further recommended that this study's findings and con-
clusions be published and distributed by the faculty advisor
to new students,

3. This study was limited to the evaluation of
certain oriteria by business recrulters, The research
results may not be indicative of the standards employed by
school administrators when reeruiting business teachers, It
is suggested that & similar study be conducted to determine
the importance of the criteria used by recrulters in the
educational fleld,

293emie, 1log. cit. .
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APPERDIX A
QUESTIONNAIRE
A STUDY OF THE IMPORTANCE OF CERTAIN CRITERIA
IN SELECTING BUSINESS GRADUATES AT THE
KARSAS STATE TEACHERS COLLEGE
INSTRUCTIONS: Please check only one rating for each entry.
I. How do the following factors rank in your evaluation of applicants?

Extremely Very Feirly Not

Important Importsant Important Important Important
SCHOLASTIC RECORD
Over-all academic grades

Grades in msjor field

Grades in winor field

Major subject field

Minor subject field

Semester hours in
ma jor field

Others

FAMILY BACKGROUND
Father's occupation

Mother's occupation

Parents not separated

Parents not divorced

Parents' education

Parents' income

Others
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Extremsaly Very Fairly Rot
Importent Impoxrtant Important Importsnt Important

WORK EXPERIENCE
Permanent employment

College employment

Non-supervisory
Experience

Supervisory Experience

Others

MARITAL STATUS
Single

Married

Not divorced

Kot separated

INTERVIEW IMPRESSION
Appedrance

Personality

Confidence

Goals snd objectives

Preparedness

Conduct

Ability to express
one's self

Interest displayed

Salary requested

Location requested

Applicant's age

How education was paid for

Others
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Extremely Very Fairly ot
Important Important Important Importsnt Important

EXTRACURRICULAR ACTIVITIES
Membership in college
orgenizations

Officer of college
organization

Member of social
fraternity

Member of honorary
fraternity

Others

MILITARY STATUS (MALES)
Active military
obligation completed

Active military obliga-
tion not completed

II. Which 5 of the following factors do you consider most important when
selecting college graduates? (List in order of preference, e.g., lst,
2nd, 3rd, etc.)

Scholastic Record
Family Background
Work Experience
Interview Impression
Marital Status

Extrascurricular Activities

Military Ststus
III. Do you consider a Bachelor of Science Degree equivalent to a Bachelor of
Arts Degreel
( ) Yes ( ) No
IV. Feel free to add any comments you wish to make, (Use reverse side to contiaue)
Beturn to: Jerry V. Bradbrd

Apartment No. 1
1301 East 1llth Street

Exporia, Kansas



APPENDIX B
LETTER OF TRANSMITTAL

Apartment Number 1
1301 East 1llth Street
Emporia, Ransas

February 24, 1965

Dear Sir:

Ag part of & graduate program at the Kansas State Teachers College, I am
currently conducting a study for a Master's degree. For this project I
need your views and those of your organization concerning the importance
of certain criteria in selecting college graduates for business positions.

I am soliciting your assistance for information pertaining to this subject.
The study could benefit the following groups:

- my school's faculty, in advising students of business desires.

- the students, by knowing what business wants and giving them
the opportunity for preparing themselves accordingly.

- your organization, by acquiring a better business graduate.
I shall be grateful if you will complete the attached questionnaire, which
does not request any identifying information about your firm. Therefore,
please feel free to express your policies and views openly.
I em inclosing & stamped, self-addressed envelope for the return of the
questionnaire, and would appreciate having the information not later than
two weeks after you receive this letter.
1 offer my thanks in advance for your cooperation.

Sincerely yours,

Jerry V. Bradford
Graduate Student



Goodyear Tire & Rubber Company
Chiocago, Illinols

Hallmark Cards
Lawrence, Kansas

Hogue, Beebe, & Trindle, C.P.A,
Dodge City, Kansas

International Business Machines
Kansas City, Missourl

Interstate Bakeries <Corporation
Kansas City, Missourl

J. C. Penney Company
Denver, Colorado

Kansas City lLife Insurance Company
Kansas City, Missourl

Kennedy & Coe, C.P.A.
Saline, Kansas

Maurer-Neuer Packing Compeny
Arkansas Clty, Kansas

Motors Insurance Corporation
Wichita, Kansas

Mutual of Omaha~United of Omaha
Omeha, Nebraska

Northwestern Mutual Insurance Company
Kansas City, Kansas

Peat, Marwlok, & Mitchell, C,P.A,
Kensas City, Missouri

Phillips Petroleum Company
Bartlesville, Oklahoma

Plerce, Farris, Cochran & Sutton Co,
Hutchinson, Kansas

Procter & Gable Distributing Company
Kansas Clty, Mlssourl



Reno Hardware & Implement Company
Hutchinson, Kansas

R, J. Reynolds Tobacco Company
Richmond Helghts, Missouri

Robert Coe, C.P.A.
Grand Junction, Colorado

Ross, Fuller, & Costello
Kansas City, Missourl

Southwestern Bell Telephone Company
Topeka, Kansas

State Farm Insurance Company
Columbia, Missouri

Swift & Company
Kansas City, Kansas

UpJjohn Company
Kansas City, Missouri

Woolworth & Company
Denver, Coclorado

85



APPENDIX D

COMPUTING THE 95 PER CENT CONFIDENCE INTERVAL

A. Confldence Interval Formula for Proportions

*
ot =F s fopa * t 55 4 ¢

B, Computations

CI = 5.6 17.16 « 28 .+ 2,05
Cl m 5¢6 i; E.h’s . 2.05

CI = 5.6 + 2,11 * 2,05

CI = 5Q6 i l"l3
CI = 1.3 to 9.9

C. Findings

This formula establishes the confidence limits at the
35 per cent confidence level from 1,1 to 9.9. 3Since
the data is discrete, it is necessary to round the

lJimits and make the confidence interval from i1 to 10,

#The expected frequency in each cell by chance would be 5,6,



APPENDIX E
COMPUTING THE 99 PER CENT CONFIDENCE INTERVAL

A. Confidenge Interval Foymuls for FProportions

3t

—

CI =P t/npq * ty 4 ¢,

B. Computations

CI = 5.6 + /.16 * 28 + 2,77
CI = 5.6 + /H.48 + 2,77

CI = 5.6 i 2.11 . 2.77

Cl = 5.6 k4 5'9
CI = "03 to 11-“

C. Eindings

This formula establishes the confidence limits at the
99 per cent confidence level from -,3 to 11,4, Since
the data is dlscrete, it 1s necessary to round the

linits and make the confidence interval from 0 to 12,

*The expeoted frequency in each cell by chance would be 5.6,



APPENDIX F
SPEARMAN'S RANK CORRELATION

One of the oldest and for many years the moat widely
used of all temting methodz is known as the rank correlation
test. Being & non-parametric test, which means that no
agsumptions whatsoever have to be made about the distribution
of the underlying population, it is not necessary to assume
normality about the population., It 1s only necessary to be
able to arrange the sample observations in rank order.

This test messures the statisgtical relationship
between two variables (rankings). The statistical relation~
ship 18 known as the ocorrelation coeffiolent. The correla-
tion coefficlient can range from +1 to -1, A value of -1 is
Just as perfect correlation as a value of +1, the only dif-
ference being the direction of the relationship. A high
value for the correlation coefficlent simply indicates a

high degree of "co-relation,”



APPENDIX G

INTERPRETING THE CORRELATION COEFFICIENT

The correlation coefficient indicates the statistical
relationship between two variables (rankings). The degree
to which the two rankings correlate 12 the degree of
accuracy in which one of them may be estimated from the
known value of the other. Although this information is not
vital to this study, the writer thought it might be of
interest. The degree of accuracy in which one variable may
be estimated from a known value of the other is shown below:

1. If the coefficient 18 greater than .95, there is
a high degree of correlation between the variabdles

and one of them may be quite accurately estimated
from a known value of the other,



APPENDIX H
nre DISTRI BUTION

nT® distridbution 18 a continuous probablility
distribution with an infinite range. The T distribution,
although symmetrical, is more widely dispersed than the
normal distribution., The smaller the sample size the more
widely dispersed 13 the T distribution, Since the size of
the sample 18 relevant to the T distribution, it is necessary
to refer to the concept of degrees of fresdom. Thlis temm
refers to the maximum number of mutually independent
variables in a system, In a sample of size n, there are
n-1 degrees of freedom, because if n-1 frequencies are
specifled, the other frequency is determined by the total
8ize of n., Thus, 1f there are five items whose total 1is
fifteen and four of the items have walues of 1, 2, 3, and 4,
obviously the final items must have a value of 5 or more.
Therefore, 1f n=5, there are four, or n-l1 degrees of free-
dom, The T distribution has a different value for each
degree of freedom and when the degrees of freedom are
infinitely large, the T distribution is equivalent to the
normal distribution,

Flnding the significence of the rank correlation
coefficient. The correlation coeffiolent indiocates only the
statistical relationship between two variables (rankings).
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To determine the significance of this relationship, it is
necesgsary to administer some testing method. Since the
number in the sample wae under thirty, the T distribution
test was used,

As previously stated, the correlation coefficient
reveals only the statistical relationship between variables,
By the T distribution formula, the correlation coefficient
is converted into a T score, The T score, taking into
agocount the above concept of degrees of freedom, determines
if the correlation coefficlient is significant at the

confidence level desired.



APPENDIX I

SECTION I CONSTRUCTION TEST

A. Statement of the problem

Did the order of the questions as they appeared in
Section I of the questionnalre substantially influence
the order of the answers?

B. Computations

1. Spearman's rank correlation was computed as shown
belows

T e -, 24

2, To determine 1f -.24 rank correlation coefficlent ia
significant at the 95 per cent confidence level, the
"ttt distribution test of significance was administered
as shown below:

N - 2
t =
712
_ =2
b= =2h 106
t*--55

At the 95 per cent confidence level, with 6 degrees of
freedom, "t" equals 2,45, Since "t" score -,55 is less
than 2,45, the correlation coefficient -.2l4 is not
significant,



C. Conolusion

Therefore, the order of the questions as they appeared
in Section I of the questionnaire did not substantially
influence the order of the answers,
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APPENDIX J

SECTION II CONSTRUCTION TEST

A. Statement of the problem

Did the order of the questions as they appeared in

Section 11 of the gquegtionnaire substantially influence
the order of the answers?

B. Computations

1. Spearman's rank correlation was computed as shown
below:

T =
r= ,32

2, To determine if .32 rank correlation coefficlent 1is
slgnificant at the 95 per cent confldence level, the

nt® distribution test of significance was administered
as shown belows:

At the 95 per cent confidence level, with 6 degrees of
freedom, "t" equals 2,45, Since "t* score .72 18 less
than 2,45, the correlation coefficient .32 1s not
signifiocant.



c. Conclugion

Therefore, the order of the qQuestions as they appeared

in Seotion II of the questionnalire did not substantially
influenca the order of the answers.,
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APPENDIX K

COMPARING SECTION I AND 3ECTION II RANKINGS

A. Stetement of the problem

Did the recruiter's ranking of the categories in Section I
substantially agree with thelr ratings of the sanme
criteria in Section II?

B. Computations

1. Spearman's rank correlation was computed as shown
below:

AERS K
r=1 - 3%%

r= ,70

2, To determine if ,70 rank correlation coefficient is
significant at the 95 per cent confidence level, the
"t" distribution test of significance was administered
as shown below:

t = 2,23

A the 95 per ocent confidence level, with 6 degrees of
freedor, "t" equals 2,45, Since "t" score 2.23 is
leas than 2,45, the correlation coefficient .70 is
not significant,



C. QOQOLEB;OB

Therefore, the recrulter's ranking of the categories in
Section I 414 not substantially agree with their ratings
of the same criteria in Sectlion II.
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APPENDIX L

COMPARING THE COMPOSITE CRITERIA AND SECTICON I RANKING

A. Statement of the problem

Did the compesite critsria rating substantially agree with
the recrulter's ranking of the categories in Section I of
the questionnaire?

B, mpu jions

i. Spearman’s rank correlation was computed as shown

belows
63 a?
AR

, _46) (2.5)
=l .
ce -

r = ,96

2. To determine if .96 rank correlation coefficient is
significant at the 95 per cent confidence level, the
"t" distribution test of signifiocance was administered
as shown below:

t-.96; Z___:_;_Q

t'?-SB

At the 95 per cent confidence level, with 6 degrees of
freedom, "t" equals 2,45. Since "t" score 7.58 is
greater than 2,45, the correlation coefficlient .96 is
significant,
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C. Comclusion

Therefore, the composite criteria rating substantially
agreed with the recrulter's ranking of the categories in
Section I of the questionnaire,



APPENDIX M
COMPARING THE COMPOSITE CRITERIA AND SECTION II RANKING

A. Statement of the problem
Did the composite criteria rating substantially agree

with the recruiter's ranking of the same standards in
Section II of the questionnalre?

B, Computationsg

1. Spearman's rank correlation was computed as shown
belows

63 a®

T=1-33_x
r-i-‘a'%%

r = .86

2. To determine if .86 rank correlation coefficient is
slgnificant at the 95 per cent confidence level, the
"t" distribution test of significance was administered
as shown below:

N - 2

t = 3076

At the 95 per cent oconfldence level, with 6 degrees of
freedom, “t" equals 2.45., Since “t" score 3,76 1is
greater than 2.45, the correlation coefficlent .86

is significant,
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C. Conclusion

Therefore, the composite criteria rating substantially

agreed with the reorulter's ranking of the same standards
in Section II of the questionnaire,



