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CHAPTER I 

INTRODUCTION 

College recrultment provldes a valuable source of 

manpower for Amer1can lndustry. Buslness conslders recrult

mente selectlon, and development of talent one of lts 

pr1mary admlnlstratlve responslbilltles. 1 

Wlth the rapld growth of the economy durlng the past 

twenty years, there has been a contlnued lncrease ln company 

college recrulting actlv1tles. Approxlmately elght hundred 

companles ln the Un1ted States were recrultlng at colleges 

ln 1939. 2 In 1957 th1s flgure grew to 1,500. 3 

Endlcott reported that of two hundred flve companles 

surveyed. the typlcal concern vlslted forty-flve COlleges. 4 

In a 1960 study of twenty-one oompanles, the average flrm 

5vls1ted slxty-flve oampuse. durlng the year. 

1Danlel Joseph Sulllvan. Jr., "Selectlon Froeedures 
for Speclflc Management Tralnee Frograms ln Twenty-one 
Companles." DlseertatlonAbstraots. 21:2200. FebruarY'. 1961. 

2G• L. Cullen. "Recrultment and In-Plant Tralnlng of 
College Graduate.... fersonn,l. 231)88. May. 1947. 

JA• E. Bach. "Recrultlng on the College Campus." 
Personnel ioprnal. 361286, January. 1958. 

4Frank S. Endicott, "Endicott Report." Journal 2! 
Collese flaeement. 19142. March, 1959. 

'suillvan. m. clt. 
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Durlng 1959 there was a 19 per cent lncrease over 1958 ln 

number of men sought for business posltlons. 6 

• 
Odiorne and Hann stated: 

Over 75 per oent of oollege students will obtaln 
the1r f1rst Jobs through the1r placement offloe, 
accordlng to a plaoement assoclatlon report. From 
the compan7's vlewpoint, lts supply of hlgh-talent 
manpow_r ls tied close11 to campus recrultlng.? 

The modern corporation without a college recrultlng 
program ls glying it8elf a serious competitive
dlsadvantag•• 6 

The average reorulting cost for a non-engineering 

graduate is estimated at:t2,68.5. 9 Empl07ing a oollege 

graduate at twenty-one may mean the oompany has oommitted 

ltself to an lnvestment of over ~'500,OOO, given an average 

I1fetime salary of $12,000.10 

Odlorne and Hann presented a summary view of the 

present and future role of college recruiting. 

Today there's 11ttl. doubt that college reoru1ting
is big bus1ness. The amounts of money spent on it, 

6Endlcott, 122. ~. 

7George ;;. Odiorne and Arthur S. Hann, E!t,ct1Te 
CoIl'S' Rec~ltlng (Ann Arbor, Michigan. Bureau of Industr1al 
Relat10ns, e University of Miohigan, 1961>, p. v. 

8 
~., p. 13. 

9Robert N. McMurray, "How to Pick Capable Men," 
Nation'. Buslness. 48148, February, 1960. 

10w.sley C. Bowles, Jr., "Management Aims in 
Recrultment." ContI211er, 29116, January, 1961. 
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the tlme and lngenul ty applle4 to 1t an4 the 
sTstematlc coverage of almost every oollege seeklng
able young men have contlnued almost unabated. ln 
good times and ln recess lon, slnoe the end ot 
World War II••••Whether thls trend will contlnue 
and reerul tlng will be as laportarlt .s ln the past
mlght be a matter of SODle concern. A stut\7 of man
power statlstlcs and lndu.t17 trend. ln :manpower 
management would lndlcs.te that there -tIl be more 
rath.r than le•• in the cODllng d80&48. 

College reorulters are lmportant deol.lon-makers ln 

modern day bu81n.... Good reorulter. use reallsttc crlterla 

to asslst the. ln maklng declslons ooncerning appllcants. 12 

They have def1n1te factors by whloh the, evaluate the 

1nterv1.wee.13 

A. S. Hann, D1rector of Place.ent at the UnlT8rslty of 

Mlohlgan Graduate School of Buslness AdalnlBtratlon, reported 

that current bus1ness graduates who obtaln the better 

opportunltles are characterlzed by certaln crlterla.14 

11Odlorne and Hann, 2ll. ill., p. 1. 
12lR!J1.., p. 254. 

1JLou Russell, "The Intervtew--Don't Look Now, But 
Your Attl tudes are Showing," Colles. Plaoement Annual lliS 
(Bethlehem, Pennsylvanla: College Placement Councll. 19m, 
p. 5. 

14A• s. Hann, "Develop an Image of Executlve 
Potentlal," C21kefe ~~ual ~ (Bethlehem.
Pennsylvanlal Col e~~orr-;-Inc., 1963), p. s. 
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I. THE PROBLEM 

State.ent at the prgble.. It was the purpose of thls 

study to determine the lmportance of certaln orlterla ln 

recrultlng buslness graduatlng senlors of the Kansas State 

Teachers College. Specltloally, the study was dlrected at 

the following questlonsl 

1.	 What crlterla are consldered to be most 11lportant 
ln reoruitlng busin••• graduatlna senlor.? 

2.	 What crlteria are least p.rtlnent ln the
 
r.orultlng ot appllcants?


3.	 What tactors relatlng to a certaln orlterlon do 
r.crulters conslder to be slgnltlcant, and how 
lmportant are the;y? . 

4.	 Are the standards belng emphaslzed bl the reorulters 
conslstent with research results on thls toplc? 

Iaportanol 2t ~ 'yud.I. Informatlon r.veallng the 

factors whlch se.. to be emphaslz.d b;y coll.g. recrulters 

and companl.s ln r.crul tlng graduates for posl tlons would be 

valuable for several reasons. 

Thls lnformatlon would be of 'Value to tacult;ymembers 

ln advlslng student. about the relatlve lmportance ot varlous 

collegiate experlenoes to job flndlng suooess. 

Such data would be helpful to the lntervienng 

companles ln evaluatlng thelr 0011'8' r.orultlns program. 

Comparlsons could be _4. bet••n what ls .mphaslzed b;y 

campus reoruiters and what r ....roh r.sult. lndlcate should 

be stress.d. 
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This informatlon might asslst students ln plannlns 

their colleg, 11ves and establlshlng th.lr ob3ectlves. BT 

belng lnforaed of the oharaoterlstlcs whlch 'basln.ss conslders 

lmportant, students maT declde for themselves what beneflts• 

the graduates ln teras of sucoes. ln belng interviewed. 

II. DEFINITION OF TERMS USED 

coaMV. The term It company" 1s used to m.an a 

proprletorshlp, a partnershlp, or a oorporatlon. 

Crit.ria. Thls t.rm denote. anT standards used by 

r,crulters to seleot students for company posltlons. 

Interne. Thls term ls used to mean the toraal 

process of th, student talklng wi th the recrulter. 

RS9rBit,r. This term denotes a oompany 

representatlve who intervi.ws. 

III. LIMITATIONS AND DELIMITATIONS 

Th. folloWing 11mltatlons are apparentl 

1.	 The study was 11mlted to recrult.rs of busln.s••s 
who contacted the Kansas state T_ch.rs College 
Placement Bureau, Emporla, Kansas, from October,
196). to September, 1964. 

2.	 The study was tocused on non-teachlng wsln.ss
 
students lnterviewed by reoru1t.rs.
 

).	 The studT applles only to the Kansas State Teach.rs 
Coll.ge, &aporla, Kansas, and is not lntended to 
be consldered repr.sentatlv. or the ,.plopent 
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practloes ln all colleges and universltles, 
althoush there is no rea.on to consider the 
flndiqs to be unusual. 

IV. METHODS OF PROCEDURE 

In preparatlon tor this stud7, related llterature and 

preT10us studies r ••rdiq crtterta used b7 recrult.rs ln 
• 

recruiting busine.s sraduatlns .eDlors for co.pan7 posltlons 

wre revl....d. 

A questlonnalre 11&. toraulated tor sather1ng data. To 

te.t it. the questlonnaire was r.newed b7 three experlenced 

recruiters. The recrult.rs represented an accounting, a 

pharmaceutical, and an lnsurance COllp8.!17 and were contacted 

by the wr1ter whlle they were interviewing at the Y\&n8&8 

State Teaohers College. 

All suggested changes resultina trom the te st were 

made. A COp7 ot the rens.d questionna1re appears ln 

Appendix A. 

A letter _s oomplled to intorm 1ts reolpients ot the 

nature of the study. Th1s letter stressed the _lue or the 

stud7 and pointed out that no 1dentify1ng ciata were 

requested. A COPT ot the letter appears 1n Appendix B. 

A l1st ot all the compan1.s that conducted lnterviews 

tor business students at the Kansas State Teachers College 

trom October, 1963, to September, 1964, 8S compiled from the 
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ilac",p~ ortle, Annual Report t2t 196J-6!.15 Thls 11st 

appears 11'1 Appendix C. 

The questlonnalres ..re attaohed to the letters and 

forward.d to the reoru.lters ot the tort7 oompan1e. appearlns 

on tb. 11st 11'1 Append1x C. 

Twent7-D1ne qu.stionnalre., 12.S per oent or tho•• 

d18tr1buted, were retumed, and the7 .ere found to be us.able 

tor thi8 Btudl. .. 
Arter the data wen collected, tbe;y were tabu.lated, 

ana17zed, _rlzed, and prepared tor presentation. 

V. ORGANIZATION OF THE REMAINDER OF THE THESIS 

Chapter II 18 devoted to a rene. ot 11terawre 

coverlng the criteria recru.1ters us, to recrult buslne•• 

graduatlng .enlors tor compan7 pos1tlons. 

Chapter III presents the data collected trom the 

questlonnaires. This 1nformatlon is pre..nted 11'1 quant1ta

tlve terms and 18 anal;yzed statlst1cal17 so that lts .ean1ng 

could be lnterpreted W1th a oertaln degr., or as.urance ot 

belng oorreot. 

In Chapter IV, the data is SUllllarlzed. concluslons 

are dra1fl'l. and reoolDUndatlons are _d•• 

is-aeport of on-CamIus Int8rrte.s, " lfice.,n} Orrlc,
Annal BI~~ m 196J=64 Emporia, Kansast n8a8 tate 
Teachers 01 ege Pre.s, 19 5), PP. 11-15. 



CHAPTER II 

REVIEW OF THE LITERATURE 

Much has been wrl tten regarding In'terv1ew.. eapl01JD.ent 

prooedure, and aelectlon ot per80nnel, however. not 11&117 ot 

these works conoern recrultlng. Theretore, ln thls chapter 

only the 11 te1'8ture that 010se17 relates to oollege 

nonltlng 18 presented. Speclflcally, thls chapter renew.. 

11terature concernlng the crlteria used in recruitlng. 
business graduatlng senlors for oompany posltlons. 

I. THE REV! EW 

The rlse ot college recruiting elates to the da,.s 

when George Westlnghouse flrst began to employ )"oung engi

neerlng graduates.1 Desplte the early aotlvit)" of a few 

ploneerlng companles, the major emphasls upon oollege 

reorultlng ea.e during the perlod rollowing World War 11.2 

Du.rlng thls early era of recrultment. the major reorulting 

crlterion was the possession of a college diPloma. J 

1R1ohard S. Uhnbrook, BecrultlM Jib.! COl*,g Gra~:gate 
(New York. American Manag..ent As.oclatlon. 195) , p. ). 

2George S. Odiorne and Arthur S. Hann. Iffl!1QVI 
Col).ea Reom1i2.PS (Ann Arbor, IUohlganl Bureau of Industrial 
aelatlons, The University of Miohigan, 1961). p. 1. 

" '!W. 
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In 1952, Edward Flash asked collpanies to 11s1: the 

characterlstlcl used to recrult thelr seneral buslne•• 

tralnees. This surve, revealed the applicant's personality 

to be S08t important. This was followed by' 8cholastlc 

aohievement, extra-currioular actiT1tles, appearanoe, and 

By developing an executl?e protl1e, companl•• try to 

oonduct durlng the lnterview.4 Least pertinent work 

experlene••5 
• 

determine the personal tactors they n.ed ln a prospective 

employee. Such a study was made ot thlrty-1:hre. board. 

chairmen, president., nee-presidents, and secreta17-'treae

vers, predomlnantly trom large companies. It _8 found 

that these executives received an average grade of IIBtI and 

that l' per oent of the. had engaged ln two or moN extra

curr1cular act1vities While 1n 0011ege. 6 Most ot the 

execut1ve. were from familles wlth above average lncome and 

educatlon. 7 OVer one-half ot the exeoutive's tathers were 

engaged in a protessional or managerial oocupatlon.8 

4Edward S. Flash, ·campus Job Interviewing. A 
Survey," ,.raopn'l, 28,367, January, 1952. 

Sll!1!1. 

~Obert M. Wald and Roy A. Dotr, "The Top Executive. 
A Firat Hand Profile,· ij!tylrd ~'in,sl 3,%1'1', 32145, JUl,
August, 19.54. 

1.ll?J.4., p. 48. 8lW., p. 47. 
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Mauer repor~ed that General Eleotrio plaoed hlah 

prlor1t7 on grades wb1le Monsanto Chemlcal Compaft7 deslred 

"demonstrated abl1lt7 and achleve1Ilent.-9 He statedl 

The oollege student can heed the tormula that, 
rightly or wrongly, almost all personnel heads and 
reomlters belleve to be most indloatl.,e ot fuWre 
business sucoess. This formula 1nvo1ves two sets 
ot balanoesl the tirst between clas.room performanoe
and extracurrioular aotlvltles, the second between 
specltic abi1itles and a well-rounded personalit7.
Companles look wl th even greateI' favor on students 
who are actlve on caapusJ the, look With sr...~r 
(slc] favor on aotlve students who can get B's and. 
a te. A's. 0 

TWo hundred torty ooapanle••ere asked what orlterla 

they used to !'eorult general business graduates. Thl. sur

ve, reT-.led that the lnterview lmpre••lon made by the can

41date .... most lmportant.11 Thls .... tollowed by grades, 

personal ft1sto17 and baokground, and extra-curricular 

act1T1 t1e•• 12 Least pertlnent was prev10us emploJDlent and 

psychological test scores.1) Thls stUdy agreed wlth a 1952 

9Herryman Mauer. "The \iorst Shortage 1n Buslness, " 
fgrtune, 531204. Aprll. 1956. 

10Herryman Mauer, "Twenty Mlnutes to a Career," 
FortJDI, 5)1110, March, 1956. 

11stephen Rabbe, -Employment ot the College Graduate,
Studies .1n ~'fS9nn.J, POJ.107 !!2. 1.S! (New Y-orkl Nat10nal 
Industr1il cnrerenee Board, 195or; p. 10. 

12~. 13nu. 
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surve,. tba:t lncluded seventy-seven fl:nas where the lnterview 

llIpre••lon was found to be most cruclal.14 

In a surve,. of 341 flrms. 92 per cent of the 

respondents lndicated that hlgh grade. and extracurricular 

actlT1tle••ere most lmportant. 15 

The results of Endicott's stud7 on the 1JIportance ot 

speclflc factors ln the emplo7llfllt ot college graduates 

lndioated that personalltJ and hip _rk. 1n college .ere 

most pertlnent.16 

In a wrvs,. of 355 women graduate., honver, grade. 

and extra-currioular actlTlt7 oorrelated negatlvely With 

.tartlng salar7.17 Hence, the study results lndlcated that 

the women who had earned h1gh grades and had partlclpated ln 

extraourrlcular act1Vit1es recelTed lo.er starting salaries 

than those 11'1 th lower grade. and fewer extraourrlcular 

actlnUes. 

14wendel S.enson and Eagene Lindgren, "The Use of 
fS7ohologlcal Tests ln Industry," P'rsonnel P'Dh9logY. 
5120, MaJ, 1952. 

1.5Kerm1t K. Johnson. "An Inv,stlgatlon of BIlploJllent 
Techn1ques Wi th Speclal Reference to the Selectlon of Col
lege Graduates by Busln, BS and InduatrJ," Dl.urtat1on 
Ab,tract., 1612074, November. 1956. 

16Frank s. End.1cott, "Endlcott Report,· Journal .at 
Collen naOPtnt, 19'54, March. 1959. 

17Azm1e W. Jordon, "Relatlonah1p Between Selected. 
Collegiate Experlences and Beginnlng Jobs for,Women,· 
P1s,ertetlon Abstraots. 11'1041, MaT. 1957. 
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Husband oompared the grades and the extra-curr1cular 

activ1t1es of hls Dartmouth class of 1926 to salar1es ot 

class members 1n 1956. He ooncluded that men who ~eceeded 

ln the world after college displayed m&D7 of the same 8OCC••S 

patterns as undergraduates 1n grades or actlvit1es.1S In 

general, Husband found that high grades .ere assoclated nth 

high earnings and that leaderahlp aotintle. and extra

currlcular act1rtt)" partlcipation were related to later 

salary 18.,.81.19 He reported that collese traterni t1 men 
20earned more atter graduatlon than non-fraternity men. 

Husband' s advice to the college reorui ter was as 

followsl 

I would suggest that one look for the man in the 
top quarter of his olass--tbe top quarter 1n almost 
an7thingl scholarship, campus polltics, apo%1;a; or 
any oth.r extra-curricular act1Vity_ Actually it 
does not .... to make any dltfer.noe in what field 
or fields he made hls marks. Together or slngl1, 
in sum, grades and extra-ourricular actint7 turn1sh 
an exc.ll.nt prediotor ot later BUcoe.s. 

Jamie consldered the lntervie. lapr.s.lon to be the 

most 1mportant factor 1n the reorultIlent ot graduate•• 22 

18R1ohard W. Husband, "What Do College Grades 
Predict?" Fortune, 551157, June, 1957. 

19~. 20lR14• 21~•• P. 158. 

22Wallace Jam1e, "A Model Program tor Corporate 
Reoruitment,W Journal 91 9011". flaQ'llRt. 111114, Ma7, 1951. 
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The twenty minute lnterview an applicant has with a college 

recruiter may well determ1ne h1s future career.2) 

In a somewhat different veln, Whyte stated, -If the 

orlterla set up by many personnel men were to be applied 

across the board, the major1t7 ot U. S. Corporatlon 
24executives would be out ot a job tomorrow... 

A recruiter for the General Electrlc Compall7 stated 

that	 his orpn1zation reviewed the tollo1dng major facts ot 

the app11cant's record to obta1n an lnslght about the 

studentl 

1.	 Scholastic achievement. This 1. not on17 a matter ot 
hi. t1nal average. We also look at his standing 
1n clas8. • • • 

2.	 College activities. We are looking for the graduate 
who has partlclpated ln sports, tratem1t7 or 
dormitory Ufe, or college funotions•••• 

J.	 Colles- honorarie.. The man elected to Phi Beta 
Kappa or the many other honorarles has been singled 
out b7 taoult7 and students tor outstand1ns 
achievement. 

4.	 Summer and part-time work exper1ence. The experienoe 
ot the job ltselt is not otten .0 important as the 
respeDslb1l1t7 of haTing a job, work1ng tor a 'bo.8 
earning mone7 to help finance educat1on. 

s.	 Per8Ona11t7 and appearanoe. Is he llkeable and 
triendly? Does he express h1mselt clear17 and 

23Gavin A. Pltt, ~ Twmtz Hlp»tl W.t'te1sII' A g!1&4!m. 21n't urmi~ (Englewood Clltfs, New Jerse1's Prentlce 
Ball, Inc., 9S9, p. 3. 

24wil11am H. Whyte, Jr., Il1I Qr~zaYloD I!.n (Garden
Clty, New York' Doubleday and CODlpany,no., 19S7-'-;-p. iSS. 
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effectively? Do!' he have a pleasing busines8
like appearance? 5 

Robert L. MaoDonald. Direc.tor of Placement at the 

UniversitT ot PennsTlvania. stated. 

Most interviewers are inclined to .~luate a 
~duatlng senior on all of the following points. 
(1) personality, (2) participation in ertra-currioular 
aotiVities, (,) soholastic standina,.(4) courses ot 
study purRed, (5) ~otual working experienoe in full 
or part-time 30bs.2 

Barrington believed 'tbIat onl,. 1n a 11.ited sen.e do 

oorporations foraulate their own hiring standar4s. 27 

Instead. ~e7 tollow onterla developed by industrial pS7

Oh010S1.ts.28 Thes. specialist8 in turn shape their 87st..S 

to .eet the oorporat1on'. reQU1rements. 29 

Bu,iMIS XUlS reported that in 1960. recruiters were 

les8 arbltr&r,- about academio grades. 30 It oontinued by 

saylns, wwheimer the standards be grade., eX1;ra-currloular 

25&elen M. Barnes. wPutting Flrst Things First,
CoUts' 1lauun' ADD•• 12S.i (Bethlehem. Pennsylvan1a. Col
iese Plaoement Counoil. Inc., 19~). p. 11. 

26aobert L. MacDonald, ·Your Placement Offloe,
gollea Flf9!NR'Y ~. Wi (Bethlehem. Pennsylvania. Col

ege Placement COUDal , Inc., 1958>, p. 30. 

27Alan Harrington, "Exeoutlves' Mana Personal 
Interview,- AileD,I; Hon'Yhl1, 204.53. August, 1959. 

281J?&j. 291)44. 

,ORComb1ng the campus for Talent,· ~Iln"s ~. 
April 16, 1960, p. 111. 



14 

aotivities or personality, everyone wants only the 'best' 

men.")1 

Sullivan asked twenty-one companies to rate the 

1mportanoe of certain factors 1n the selectlon of business 

trainees. Thls study revealed that academic grades, leader

ship on oampus, major subJeot field an~particlpation in 

extra-ourricular aotiT1tie...ere ke)" faotors in the decision 

of company reoruiters to oonsider 8tudents. J2 Semester 

credits 1n a major fleld, faculty reference statements, 

marital status, military status, and the reference ot previ

ous employers .ere relatively unimportant ln the emplo71ng of 

oollege graduat1ng senlors.'3 

In a study at Stanford University, will1ams correlated 

certa1n co11eg1ate oharacteristics to the ineome levels of 

Stanford's buslness graduates who had been out of college for 

f1fteen years or more, and found results whioh .ere quite dif

ferent from those alreaq presented. ae found no correlation 

)1~. 

J2Danlel J. SUllivan, Jr., "Selectlon Procedures for 
Spec1f10 Management Trainee Pro~s in Twenty-one
Companies," Dlsserta£lon Abstra9~•• 2112200, February, 1961. 

J~. 
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between grade. and earnings, but he did tind that the number 

of collegiate ottiee. held correlated With incoae. 34 

In 1961, a study was conducted at the Univers1ty ot 

Miohigan to determine the charaoteristics emphasized by col

lege reoruiters. At the end ot their interview schedule, the 
,. 

recruiters indicated the stron8est and weakest candidates and 

gave reasons for rating the applicants as they did. The main 

traits distinguishing the strong candidates from the weak 

.ere grades, conduot in the interview, planned goals and 

ob3eotiye., and maturity.3' Marital status, tamily back

ground, military status, and how education was paid tor .ere 

rated le.. pertinent.36 

Odiorne and Hann presented a summary View of the 

strong candidate based on the recmiter' s crtterial 

1. Be's intelligent, &s displayed by high grades. 
2.	 He handles the lnterT1e. 8i tuation well, has a high

degre. of skill in interpersonal relationships 
witb reorui ters. 

).	 He has a .ell thOUght out plan for his oareer and 
will discuss it rationally.

4. Re i8 mature and sensible, not giddy or childish. 
S.	 He has a triendly, pleasing personalit;n the 

recruiter likes him and tinds little traits that 
surprise and attract him. 

34Frank J. Williams, Jr., ·Predicting Success in 
Business," ~11'rtatloD A~.tl'.t8t 20,4305, MaT, 1960. 

3Sodlorn. and Hann, sm. S1., p. 147. 

3~., p. 148. 
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6.	 H. bas been around as much as the av.rage fellow 
his age.

7.	 He .sn't a bookworm in college, but took part in 
a falr share or extra-curr1oular act1vitles. 

8.	 ae may not be bandso.e. but he do.an't baTe an7 
abnormal detects ln appearance and dresses 
normally neat.J1 

Some lnterestlng lnformat1on 18, contained in the 

reault. of a surve,. that was made b7 :a.u. and ana17zed at 

Columbla Unlver81t;y. Thls study lndicated tha't college 

graduate s .ere much more llke17 to be __glrs than were .en 

w1'th lea. eduoatlon.)8 Also, th1s stuq Ihowed that .en who 

work.d their -1 through college cUd not do as well 1n busi

ne.s a. those 1Ibo .er. famll,. suppor't.d. 39 Another faotor 

this stuq 41sclose4 is that there __ a dlfterencl in the 

perc.n~e of graduate. who became manager, dependlng on 

rellgious pr.ter.noe. Thlrt7-four per cent of the Protes

tant, 3) per cent of the Jew18h, and 26 plr oent of the 

40Catholic buslness gra4uat.8 became proprletors or managers.

Bartels list.d the folloWing a8 traits whlch the 

recrulter de.lres a potential ...plo7e. to poS••S.' abillt7 

to communicate 1dea•• ev1dence of l.adershlp activities, 

37~., P. 141.
 

3SThomas W. Harrell, ~gtr'8 Performanoe ~
 f't"na11'i (Cincinnati. Sou~est,rn Pub11shing Co.,
19 ~,p. 6, clt1ng Hav.mann and Weat, 1952. pp. 21-181. 

39	 40ll?J:Jl., p. S:3.	 .l.J21A. 
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neat appearance, grades that indicate an eftort to prepare 

tor the tuture. personal integri ty, personality, previous 

emplo1Dlent that reveals a senae ot tea work, reali.tic lit. 

goala that ahow the applicant thinks 1n terms ot service, 

.enae ot values cons1stent with ~ooiet7t8 demands, and 
.. 

reading babits whlch reTeal his skllls and lnterest 1n 

protessional and vooat1onal literature.41 

Hann pointed out that the best otters are s1Ten those 

applicants who have demonstrated administrative po~.nUal by 

assuming leadership positions in college actlv1ties.42 He 

stated, "Scholastlc attainment is perhaps the closest to 

being a un1versal selection factor on the part or companies 

recruiting college graduates."43 

In 1961, carroll compared oertain personal 

characteristics or business sraduates at the Univeralty ot 

Minnesota to s.veral oriterta repre.entins suocess 1n caapus 

recruit1ng. The tindings of this study seem. to disagree w1th 

several surveY's ot tlrma 1f1th respect to the weight assigned 

41M~rt1n H. Bartels, "The Interview--A Two-Way 
street,· Q,.J.!~~ AMW1221 (Bethlehem t
Pennsllftn at ol~ement Counoi1, Inc., 1962), p. 33. 

42A• S. Hann, "Develop an Image of Executive 
Potential. II .,t: i~tr'nt Ann•• 1.26!± (Bethlehem,C2ePennsylvaniar ~o ege P cement Counerr;-Inc., 196), p. 5. 

4).wg.. 
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by aompanies to varlous orlter1a and selectlon ••thods. In 

thls study, appearanoe was found to be more highly related to 

job flndlng success than grades. 44 Also, extra-currioular 

actlvity partlclpat10n of varlous klnds _. not found to be 

s1gnificantly related to any crlterlon ot Job flnding 

4Ssuocess. , 

Carroll reported. 

Sub3ectlve type personal1ty characterlstlcs ma7 
be most lmportant 4eteralnanta ot the job tln41ns 
success of buslness school graduates 1n view ot the 
small amount ot varlance 1n job tind1ns 8110cess 
accounted tor b7 the obvlous and objectlye
characterlstlcs anal;yzed ln thls stud7.4b 

Alexander Clark, Director ot Unlverslty Plaoement at 

Columbia Universlty, stated. 

Interviewers are oharged with the responslbll1t;y 
ot maklng predict10ns about fUture potent1al of 
candidate.. Apart from deaonatrated abll1ty in 
academlc work and, perhaps, signif1cant performance 
ln extra-curr1cular acttvi t;v, there is not much 
objective .-terial upon whlch they oan make 
jUdgement.41 

44stePhen John carroll, Jr., -The Relatlonshlp ot 
Var10us Personal and Blographlcal Characterlst1cs to 
Reorultlng Declsions at the Entr7 Level ot Manas.ent,
Dl,setiatloD '~'traotl, 2511626, September, 1964. 

4SlJllj. 461J'l14. 

41Alexander Clark, -Whlch way?- :t11eg. ilaORem; 
AMpl ~ (Bethleh_. Pennsylvanlal Co lege Flac_ent 
Council, Inc., 1964), p. 6. 
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II. SUMMARY OF THE REVIEW 

The oompany surveys oonducted by Babbe, 48 Swenson and 

Lindgren,49 and sulllvan50 indicated that the lnterT1e. 

impression _a the moat lmportant oritwion in the noruit

ment of college graduating seniors. The vi.ws .xpressed by 

Jamie51 and Pitt52 endorsed the survey's results. 

In studies oonducted by Flaah,S) Wald and Doty,.54 

Rabbe,5S JOhnson,56 Endioott,S7 Husband,sa Sullivan. 59 and 

Odlorne and Hann,60 grades and extra-currioular actlvities 

were important crl terla used ln recrui ting college graduatinS 

senlors. Conourrlng oplnions were stat'd by Mauer,61 Barnes,62 

MacDonald,6) Bartels,64 and Ham. 65 

48Habbe• m. ill. 49swenson and Lindgren, l22. s.u. 
50SulllTan, 12,Q• .2U.. 51Jam.1e, W. sJr.!. 

52pltt, ~• .qU. 5)FlaSh, 12.£. SoU. 

54wald and Dot7, 211. ill. t p. 145. 

5~- 56-'Rabbe, 211. ~., p. 10. Johnson, w. ill. 
57End1oott, 122. ill. 58Husband, n . .QU., p. 157. 

59sUllivan, 112. ill. 600diorne and Hann, l22• .QU. 

61B• rr1JDAn Mauer, -'!'went,. Minutes to a Career," 
Fortpne, 53.170, March. 1956. 

62 6~.Barnes, .w. ..!12.1. "'JIl&cDonald, l2.9.. sJ.!. 
64 61L

Bart.ls, 12.2. ill. "'Hann, w. ~. 
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FlaSh,66 I~bbe,67 SUlllvan,68 and Odiorne and Hann69 

found that one or more of the folloWing standards were 

secondary to the above mentioned criteria used 1n recruiting 

college business seniors I work experience, military status, 

marl tal etatUB. and tamily baokground. .. 

Jordon's,70 Williaa•• ,71 and carroll·.72 survey 

result;s partially contradicted the vi••• and stUdies 

ment10ned above. as do the opinions ot Whyte13 and 

Barrington.74 

66plaeh , m. ill. 67Babbe, ~. Ri.!.
 

68Sullivan. l2£. c1 t.
 

690dlorne and Hann, sm.. ill., p. 148.
 

70Jordon, W. S!. 71WilliaJlS, l22. n1.
 

12carroll, 19.2. S!. 73Whyte, 122. ~.
 

7~rrington. m. ill.
 



CHAPTER III 

PRESENTATION OF THE DlTA 

The purpose of th1s chapter 1s to present and , 
1nterpret data 1n a _nner wh1ch will be helpful ln ascer

ta1nlng the 1mportanoe of oerta1n factors used by recrulters 

in the recruiting of buslness graduat1ng senlors of the 

Kansas State Teachers College. 

The questlonnalre that appears ln Appendix A wa. 

t"orwarded to the reorul ters of the forty companie. 11sted ln 

Appendix C. The forty compan1es represented allot the tirms 

that conducted interviews for bu.slness students at the Kansas 

State Teachers College trom October, 1963. to September, 1964, 

.s detera1ned by the flae••nt Orfle! Anm.1Il Repot!t m. 
1963-64.1 

Twenty-n1ne questionnaire., 12.' per cent of those 

distr1buted, were returned, and they were round to be useable 

tor this stUdy. Therefore, all statements made refer only 

to thoee reoru1ters who replled to the quest1o~~1re. 

Statlst1cal measure. were applled to the returned 

quest10nnaire. to determine the answers to the following 

questions: 

1nReport of On-Campus InterY1ew,n ll!2eJ!nt Of'ic,
Aunut1 ReP2rt t2t 1963-64 (Empor1a, Kansas: Kansas State 
Teaohers College Press, 1965), pp. 11-15. 
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1.	 1Vhat factors in Section I of the questionnaire 
did the recruiters consider to be significant,
and how important were they? 

2.	 Did the order of the questions as they appeared
in Seotions I and II of the questionnaire
significantly influence the order of the 
answers? 

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

I. IMPORTANCE OF THE FACTORS 

Section! ot the questionnaire was diVided lnto .even 

oategories Whioh were soho1astic reoord, family background, 

work experience t marital status, intervle" impression, ertra

curricu1ar aotiVities, and mi1i tary status. 

Within each category there were a number of related 

faotors. For example. 1i.te4 under the oatego17 ot scho

lastic reoord appeared the following related faotors. over

all academio grades, grades in the major field, grades in the 

minor field, the major subjeot field. and the semester hours 

in the major field. 

The design of the questionnaire permitted the 

recru1ters to select one of the following five ratings for 

eaoh tactorl extremely important, very 1mportant, important, 

fairly 1mportant, and not 1mportant. 

Prooedure YI!4. The number of responses tor each of 

the scholastio 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 BY RECRUI TEaS FOR EACH OF THE
 
SCHOLASTIC RECORD FACTOR'S RATINGS
 

..
 -
-
Extre.elr Very Fa1rly Not 
Factor important important Important 1mportant 1mportant 

Over-all 
academio 
grades 2 14 10 , -
Grades in 
major 
field 6 13 9 1 -
Grades 1n 
minor 
field 1 5 11 10 2 

Major
sUbject 
field 8 13 7 1 -
K1nor 
sUbJeot 
field 1 S 9 9 S 

Semester 
hours in 
major field 2 10 11 :3 J 

Read table thus I Two reoruiters considered over-all 
academic grades to be extremel7 1mportant. 
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the number of responses given by reoruiters for the 

importanoe of a oertain factor. For example, two recruiters 

oonsidered the applicant's over-all academic grades to be 

-.xtremely important,· the highest rating possible, while 

fourteen recruiters considered this factor to be ·very 

tmportant,- the second highest rating. .. 
Althoush Table I pre.ents the uta aoourate17. it was 

difficult to interpret the meaning ot the data. Theretore, 

the data were stati8tioall,. te.ted bl the use of confidence 

intervals. 

The confidence lntervals enabled the data to be 

interpreted with a certain degree of assuranoe ot being oor

rect. When the oonfidenoe interval was established at the 

9S per cent confidenoe level, the data were interpreted With 

a probability of 0.95 ot being correot. Henoe, the chanoe ot 

being wrong and of m1sinterpreting the data WIlS only' per 

cent. When the confidence interval 11&. established at the 

99 per cent confidence level. the data were interpreted with 

a probabili t;y of 0.99 ot being correct. Theretore, the 

ohance ot being wrong and ot m1s1nterpreting the data was 

only 1 per oent. 

A confidence interval is bound by two lll1i ts which are 

known as the upper and lower limi tB. Since the data were 

mutually exolusive, which means that only one response oould 
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be given for each factor, the follow1ng formula for 

proportions was required to compute the limits of the 

confidence intervals CI - i ±lnpq • t. By means of this 

formula it _s established that the oonfidence lim1ts at the 

9S per cent confidence level are between 1.3 and 9.9. 2 

Since the data were discrete, which means ,that they were in 

whole un!ts, 1t was necessary to round the 11mlts from 1 to 

10. 

The confldenoe limits are 1nterpreted to mean that 

between 1 and 10 responses for one ot the factor's flve pos

sible ratings could have occurred by chance at the 9S per 

cent contldence level. Hence, lf allot a tactor's f1ve 

ratings had between 1 and 10 responses, the tactor's ratings 

could have occured by chance, and the factor was .wa s1gnltl

~ at the 9S per cent confldence level. For example, 

referring to Table I, page 23, the responses for eaoh of the 

mlnor subject t1eld factor's tlve ratlngs were between 1 and 

10. Therefore, all of the tactor's t1ve ratings are w1 thin 

chance, and the factor was considered to be not 8iSl'1J.tiqant 

at the 9S per cent confidence level. 

However, lf one of the factor's flve ratings had over 

10 responses, the factor's ratlng was 'beyond chance, and 

2
See Appendix D, p. 86. 
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oonsequent17, the factor was .1l'llificant at the 9S per cent 

confldenoe level. For eDDlple, referrlng to Table I, page 23, 

eleven recruiters considered the factor of grades in the 

minor subjeot tleld to be "important," the th1rd highest 

rating. Therefore, as shown ln Table II, the factor ot 

grades in the minor sub3ect field _8 Um1ticapt and was 

considered to be "important" at the 95 ~ cent conf1denoe 

leTel. 

The confidenoe limits at the 99 per cent conf1dence 

lenl were from -.3 to 11.4.3 Thus. between 0 and 12 

responses tor one of the factor's tlTe ratlngs coUld have 

ocourred b7 chance at the 99 per cent confldence level. 

Ro••ver, it one ot the factor's five ratings had over 

12 response., the faotor's rating was beyond chance, and 

consequentl)', the factor was ,1e:nlticlAt at the 99 per cent 

confidence level. For example, referring to Table I. page 

23, fourt.en recruiters considered the applicant's over-all 

academic grades to be "very important." Therefore, as shown 

in Table II, the factor of over-all academic grades was 

!lsnitlSM'nt and was oonsidered to be ·very important" at the 

99 per cent oonfidence level. 

3aee Appendix E, p. 87. 
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TABLE II 

THE DEGREE OF IMPORTANCE THAT RECRUITERS CONSIDERED
 
SIGNIFICANT FACTORS RELATED TO THE
 

APPLICANT'S SCHOLASTIC RECORD
 

Extremely Very lairl, Not
 
Factor important 1m.portant Important important lmportant
 

Over-all 
academic 

!1.
grades 99 

Grades in 
major
f1eld 99 

Grad•• in 
minor 
field 95 

Major
sUbJect 
f1eld 99 

Minor 
subJect 
fleld 

Se.ester 
hour. ln 
major fleld 95 

• 
Read table thusl At the 99 per cent oonfldenoe level. 

the recruiters oonsidered over-all a0&4eml0 grades to be very 
important. 
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Schol!,t10 repoN tactor'. rat1ns results. The nUJllber 

or responses tor eaoh of the scholastio reoord factor's five 

ratings are shown in Table I. page 23. This table reveals 

that more than twelve recruiters consldered the faotors ot 

over-a11 acad.mic grades, grades in the major subject fle1d, 

and the major subjeot field to be fiver, important." the 

second highest rating. Eleven recruiters cons1dered the 

applicant's semester hours in his Majer subject fi.ld and the 

grades in his minor subjeot field to be "important," the 

third high.st rat1ng. 'The app1icant's minor sUbJeot f1.1d 

was cons1dered to be both "1mportant" and nfalrly important" 

by n1ne recruiters. 

Therefore, Table II reveals that at the 99 per oent 

confidence level, the factors of over-all academic grades, 

the major SUbject field, and the grades ln the major subject 

field were s1gn1flcant and were believed to be "very impor

tant." At the 95 per oent confidence level, the taotors of 

the grades in the minor subjeot field and the number of 

semester hours in the major field were sl!llitazClJ1t and oon

sidered to be "important." The mlnor subject field was ~ 

A1gnifioan£ at the 95 per cent confidence level, since the 

occurrence ot nine responses was not beyond chance. 

In SUlI1l1I!.X7, it was found that recruiters considered 

the faotors of over-a11 academlc grades, the major subject 
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field, and the grades in the major subject f1eld to be "very 

1mportant." They considered the factors of the grades 1n the 

minor gubjeot fleld and the number of semester hours 1n the 

major field seoondary to the above factors and rated them to 

be "lmportant." 

Fy.~ acksrouud (aRM;' I rai3:M~. The 

number of responaes for eaoh ot the taa117 baolqp.oound fac

tor's five ratings are shown in Table III. This table 

reveals that sixteen recruiters considered the'applicant's 

father's oocupation to be "fair17 important," the fourth 

ratina. More than twelve reorul ters believed that the fac

tors of the applicant's parents being separated or dlvorced 

and their education and income to be "not 1mportant," the 

lo...t rating. AlSO, they considered the faotor of the 

applicant' 8 mother's occupation to be "not 1mportant." 

Therefore , Table IV t page 31, reveals the. t at the 99 

per cent oonfidence level, the factor of the applicant's 

father' 8 oocupat1on _8 .a.im).ta.oant and _s believed to be 

"tair17 important." The tactors ot the applicant's parents 

being separated or divorced and their educatlon and lncome 

were ,1m1flqan1; and were considered to be "not lmportant" at 

the 99 per cent oonfidence level. Also, they oonsldered the 

factor ot the applicant's mother' B occupation as slm~1:.cant 
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TABLE III 

NUMBER	 OF RESPONSES BY RECRUIT.ERS FOR EACH OF THE 
FAMILY BACKGROUND FACTOR'S RATINGS 

:: 
Extreme11 Very Fa1rl,. Not 

Fao1;c)r 1mportant 1mprtant IlI.Pgrtant !Japrtant 1.~rtant 

Father's 
occupat1on - - 6 16 1 

Mother's 
occupat1on - - - 10 19 

Farents not 
separated - 2 6 6 15 

Parents not 
divoroed - :3 5 6 15 

Parents' 
eduoation - 2 :3 9 15 

Parents' 
1ncome - ) ) 8 15 

-
Read table thus I Six recruiters cons1dered the 

applioant's father's oocupation to be 1mportant. 
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TABLE IV 

THE DEGREE OF IMPORTANCE THAT RECRUITERS CONSIDERED
 
SIGNIFICANT FACTORS RELATED TO THE
 

APPLICANT'S FAMILY BACKGROUND
 

.. 
Extremel1 Ver7 Fa1r17 Not 

Factor 1mportant 1mportant Important 1aportent 1mportant 
Father's 
occupation 99 

Mother's 
oooupation 99 

Parents not 
separated 99 

Parents not 
divoroed 99 

Parents' 
education 99 

parents' 
lnoome 99 

Read table thus. At the 99 per cent cont1denoe 1eTel, 
recruiters considered the app11cant's father's occupation to 
be talrlr important. 
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and believed it to be "not lmportant" at the 99 per cent 

confidence level. 

In summary. it was found that recruiters considered 

the faotor of the applicant's rather's oocupation to be 

"fairly important." They considered the factors of the 

applicant' 8 mother's ocoupation, of h1s parents being sepa

rated or divoroed, and of their education and inoome 

secondary to the above factor and rated them to be "not 

important. " 

• 
~ 'JPlnlAcl tat.t'S rat\M resul.". The number 

of response. for each of the work experlenoe factor' 8 flve 

ratings are shown in Table V. This table reveals that 

twelve recruiters cons1dered the factor of college employ

ment to be "falrly important," the fourth highest rating. 

Nine recru1ters belleved the factor of permanent employment 

to be "1mportant." the third highest rat1ng. 

Therefore, Table VI, page 34, reveals that at the 95 

per cent oonf1denoe level. the faotor of college emplo1llent 

was '1m1ficant and __ believed to be "fairly important." 

The factor of permanent emplo1Jlent was E ,1Wtloant at the 

95 per cent confidence level, since the oocurrence of nine 

response. was not beyond chance. 

In summary, the recruiters considered the factor of 

college employment to be "fairly important." This factor was 



'3
 

TABLE V 

NUMBER OF RESPONSES BY REeRUI 'lIBS FOR EACH OF
 
THE WORK EXPERIENCE FACTOR'S RATINGS
 

=
 Extremel,. Ver7 . Fairl, Not 
Factor important important Important 1mportant 1mportant 

Permanent 
emplo:vment 2 5 9 5 8 

College
employment - 6 6 12 5 

Non
superv1sory
experlence - 2 9 8 10 

Superv1sor7
experlence - 6 7 9 7 

Read table thus. Two reoru1ters considered permanent
employment experlence to be extr...l,. important. 
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TABLE VI 

THE DEGREE OF IMPORTANCE THAT RECRUITliBS CONSIDERED
 
SIGNIFICANT FACTORS RELATED TO THE
 

APPLICANT'S WORK EXPERIENCE
 

--ws"---m 

Enreme17 VerT iJa1r17 Not 
Factor iJlp!rtant important Important important 1m.portant 

Permanent 
emplonent 

College
emplo7Dlent 95 

Non-
supervi sory 
experlenoe 

Supervisory 
expenenoe 

Read table thus, At the 95 per cent conf1denoe level. 
the reoruiters considered college employment to be fairly
important. 
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belleved. to be the most lmportant of the work e%perlence 

factors. 

The faotors of' supervlsory and. non-supervisory work 

experience wl11 be discussed later. 

Marltal .t!tus flohr', rat!;1 A!sp.lts. The nUJllber of 

responses for each of the _rt tal statu, faotor' 8 ratlngs are 

shown in Table VII. Thi' table reveale that; more than tw.lve 

recruiters considered the applicant'. belng sin8le or _r

ned to be "not 1mport&nt;." the lo.eat ratlna. Ten 

reorul tera oonsidered the appllcant' a being d1yoroed to be 

"very important," While nine reerui tera oon1lidered the 

applicant's belng separated to be both "very important" and 

"impor'tant." 

Therefore, Table VIII. page 37, reveals that at the 

99 per cent confidence leTel, the factors of the applicant's 

belng single or married were slgn1fice.AA and w.re believed 

to be "not important." The factors of the applicant'. being 

separated or d1vorced were considered to be 1121 significant 

sinoe the number of reaponses _s not beyond chance. 

In summary. it was found that recruiters considered 

the factors of' the applicant' 8 being single or married to be 

"not important." 

Interview impnsslon [actor' 8 ;atlM results. The 

number of responses for each of the interview impression 
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TABLE VII 

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

Faotor 
E'Xtremel;r Ve'r7 Fairly Not 
1mportant iDlp!rtant Important illlJ?2rtant important 

Single ... 4 4 2 19 

Married 1 4 .s 4 15 

Not 
divorced 2 10 9 4 4 

Not 
separated 3 9 9 4 4 

Read table thus. Four recruiters considered the 
applicant's being single to be Terr 1mportant. 
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TABLE VIII 

THE DEGREE OF I~IPORTANCE THAT RECRUITERS CONSIDERED
 
81 GNIFI CANT FACTORS RELATED TO THE
 

APPLICANT- S MARITAL STATUS
 

Factor 
S1ngle 99 

Extremelf Very Fairly Not 
important important Important important important 

Married 99 

Not 
dlvorced 

Not 
separated 

Read table thus. At the 99 per cent confidence level, 
the recruiters consldered the applicant's being slngle to be 
not important. 

/ 
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faotor' 8 ratlngs are shown in Table IX. More than twelve 

reoruiters consldered the factors of personalltY'. confldence, 

conduot. abilltY' to express one'. selt. and lnterest dlsplayed 

to be "extremely lmportant." the highest ratl!l81 while they 

belleved the f"actors of lIala17 requested and the appllcant's 

age to be "lmportant," the third highest ratlng. Thirteen 

recruiters consldered the faotor of soaJ,.s and obJeotlves to 

be "extremely lmportant" while fourteen reorui tiere believed 

this fac1ior to be "ve17 important... Twelve reo1"\11ters con

sldered the lntervlewee's appearance and preparedness to be 

·ve17 important," and theY' consldered the appllcant's 

reque.ted locatlon to be "lmportant." Eleven recruiters 

believed the -7 ln which the appllcant' a educatlon had been 

f1nanoed to be "falrly lmportant," the fourth ratlng. 

-Therefore, Table X, page 40, reveals that at the 99 per 

cent oonfldence level, the factors of personallty. oonfl

denoe, conduct, abll1ty to express one's aelf, and lntereat 

displayed .ere slgnlflcant and .ere belleved to be "enremell' 

important." At the 99 per oent confldenoe level, the faotor 

of goals and objeotlves was signiflcant and was belleved to 

be both "extremell' lmportant" and "very lmportant." The fac

tors of salary requested and the appllcant's age were .I1&

D1flO1At and belleved to be "lmportant" at the 99 per oent 

confldenoe level. At the 95 per oent confldenoe level, the
/ 

faotors of appearanoe and 1nterview preparedness were 
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TABLE IX 

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

Extremely Very Fairl,. Not 
Fa0 tor 1ap!r'tant important Important !J!portant important 

Appearance 8 12 9 
Personality 1.5 12 2 .. 
Confidenoe 13 12 4 - 
Goals and 
objectives 13 14 2 - 
Preparedness 9 12 8 - 
Conduct 13 11 5 - 
Ability to 
express
one's selt 18 8 J 
Interest 
displayed 14 12 3 .. 

,
Salary
requested - 4 13 6 6 

Looation 
requested 3 4 12 7 3 

Appl1cant's 
age 1 4 13 8 3 

How educat10n 
had been paid - 6 8 11 4 

Read table thus. Eight recruiters considered the 
app11oant's appearance to be extreme17 1mportant. 
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TABLE X
 

THE DEGREE OF IMPORTANCE THAT RECRUITERS CONSIDERED 
SIGNIFICANT FACTORS RBLAT;~D TO THE INTERVIEW 

Extremely Very Fairl,. Not
 
Factor important important IaEortant important important
 

Appearance 95
 

Personality 99
 

Conf1dence 99
 

Goals and
 
objectives 99 99
 

Preparedness 9S
 

Conduot 99
 

Ability to
 
express 
one's self 99
 

Interest
 
displayed 99
 

Salary 
requested 99
 

Location
 
requested 95
 

Applicant's 
a~e 99
 

How education 
had been paid 9S 

Read table thusl At the 9S per cent confidence leTe1. 
the recruiters considered the applicant's appearance to be 
very 1mportant. 
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slgnlfloant and were consldered to be "ver7 lmportant"; whlle 

the factor of requested locatlon was glm&fieni and belleved 

to be "lmportant." At the 95 per oent confldenoe lev.l, the 

factor of the way ln whlch the appllcant's educatlon had been 

flnanced was slgn1f&CAni and was belleved to be "falrly 

lmportant." 

In summary, it was found that reoruit.ra consldered 

the factors of persona11t7, oonf1dence, goals and objectlves, 

conduct, abll1t1 to express onets s.lf, and 1ntereat dis

plaled to be -.%tre••17 1aportant." 1'hey oonsldered the fac

tors of appearance and lnterview preparedness to be seoondarJ 

to the above factors and rated them to be .very lmportant. II 

Least pertlnent of the lnterview factors studled were salar1 

requested, looatlon requested, appllcant's age, and the wa1 

1n which the appllcant's educatlon had been flnanced• 
• 

Iltt!curr1cular actly1ile. taOtor's Iftlnl result,. 

The number of responses for each ot the extraourrlcular 

faotor's flve ratlngs are shown ln Table XI. This table 

reveals that more than twelve recrulters oonsldered the tac

tor of aembershlp ln oollege orp.n1zatlons to be "lmportant," 

and the taotor of membershlp ln a 80clal fratemltT _s 

belleved to be "not important," the lowest rating. Nlne 

reoruiters consldered belng an offloer of a college organiza

tlon to be "verT lmportant," the seoond hlghest ratlng. 
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TABLE XI 

NUMBER OF RESPONSES BY BECRUITEllS POR EACH OF THE
 
EXTRACURRI CULAa ACTIVITI ES FACTORt S RATINGS
 

Ertreme17 VerT Pairly Not 
Factor 1m.portant 1mportant Important; impOrtant important 

Membership
in college
organizations 2 8 1; S 1 

Officer of 
college
organlzation 2 9 8 8 2 

Member 
ot soclal 
fratern1ty - J 6 5 15 

Member ot 
honorary , 
fra tern1 t1' - 9 10 S 5 

Read table thus I Two recruiters considered 
m.embershlp in college organizations to be extremely lmportant. 
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Therefore, Table XII reveals that at the 99 per cent 

oonfldence level, the factor of membershlp 1n college organi

zat10ns 1I&S slWf10ant and _s consldered to be "1mport&nt." 

The faotor of be1ng a member of a soclal traternl ty _s 

s1gp.1f1oant and was belleved to be "not 1mportant" at the 

99 per cent confidence level. The factor of being an offlcer 

of a oollege organizat1on was JKt! BAlaN' s1noe the 

oocurrence of nlne respon••• was not beyond ohance. 

In SUJlllUlL!'7. the reoru1ters cons1dered the faotor of 

membershlp 1n oollege organizat10ns to be "important." They 

considered the factor of belng a member Of a soclal fratern1 t7 

secondAry to the above factor and rated 1t to be "not 

important." 

The factor of being a member of a honorary fraternity 

w111 be discussed later. 

tta..1tan !tatu! tacwr '! rat),M results. The number 

of respon.e. for eaoh of the mill tar, status factor's f1ve 

rat1ngs are shown 11'1 Table XIII. page 45. Th1s table reveals 

that twelve recrulters considered the appl1cant's act1ve 

mil1tary obl1p.tlon not belng complet.d to be "not lmportant," 

the lowest rating. Nlne recru1ters considered the appli

cant's active mllitary obllgat1on being completed to be "not 

1mportant." 
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TABLE XII 

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

EXTRACURRI CULAR ACTIVITIES 

Ext:r..el;y Very Fa1rlY' Not 
Faotor SJaportant 1Dlponant Iaportant important 1mportant 

Membership
1n ooUege
organizations 99 

Officer of 
college
organi:ration 

Member 
of 80clal 
fratern1ty 99 

Member of 
honorary
fraternity 

Read table thus: At the 99 per c.nt confidenoe leTel. 
the recruiters considered the applicant's having membership
in college organizations to be 1mportant. 
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TABLE XIII 

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

Factor 
Active 
mll1tar1 
obligation
completed 

Extremely Very Fairly Not 
1mportant 1mportant Important 1mJ?2rtant 1mp!rtant 

68 2 4 9 

AotlY8 
military
ob11gation 
not 
completed 7 J J 4 12 

Read table thus. Eight recruiters considered the 
appl1cant's militar1 oblisation being co~leted to be 
extremely important. 
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Theretore, Table XIV reveals that at the 95 per cent 

confidence level, the factor of the applicant·. active mili

tary obligation being completed was gigp1t1eni and _s con

sldered to be "not important." The factor of the applicant's 

aotlve military obligation being oompleted was na1 J~gnlti

~ since the ocourrence of nine responses was not beyond 

chance. 

In .SU1IDIa%7, the reoral'te1'8 Doneldered the applicant' s 

active military obUaation not being completed to be "not 

important... 

f'ow;' s "tiMs 1!:h1oh ~ .n2 "'!I!9p,es. As preV1ousl;y 

determ1n~d, the confidence limits at the 95 per cent confi

dence level were from 1 to 10. Therefore, if one ot a tac

tor's five ratings had over 10 responses, the 1'actort s rating 

was 'beyond chancel and, consequently, the tactor was found to 

be si!p,ittHDt at the 95 per cent conf1dence leTel. 

However, a tactor is a180 GG1Coent,1f one of its 

ratlngs exceeds the lower llmits of the confldence lnterval. 

In other words, slnce the confidence interval was from 1 to 

10, lf one ot a factor's flve ratings had no respon.e., the 

factor's rating was beyond ohance, and the faotor _s sle;m.ti

~ at the 95 per oent confidence level. In suoh cases, the 

slgnificant tactor's rat1ng should be stated in "negative" 

terms. For example, the factor of belng a. member of a 
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TABLE XIV 

THE DEGBEE OF IMPORTANCE THAT RECRUITERS CONSIDERED
 
SI~iIFICANT FACTORS RELATED TO THE
 

APPLICANT'S MILITARY STATUS
 

Factor 
Active 
militaX7 
obligation
completed 

Extremely Very Fairly Not 
important important Important lmpor~!J!,!~rtant 

Act1ve 
military
ob11gation 
not 
completed 95 

Read table thUBt At the 95 per cent confidence level, 
the recruiters considered the applicant's active military
obligation not being completed to be not important. 
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fraternlty had no responses reoorded tor the factor's 

"extremely important" rating. Hence, the rating was beyond 

chance, and the factor was s~e;n1tlcant. Therefore, 

recrulters considered the factor of being a member of a 

soclal fratern!ty to be "not extremel;r 1m.portant." 

Slnce it _s previousl,. determined that being a 

member or a social traternity _s considered to be "not 

important." stating that it.. "not e:nrem.el:r 1Japortant" 

would be redundant. Thererore. Table. I throuah XIV 

revealed the tactors that were s3rgnltiQ!At re.ulting from 

haTing Over 10 responses for one of their ratings. 

There were three significant faotors that were not 

lnolUded ln Tables I through XIV slnee none of their ratlngs 

had over 10 responses. As shown in Table rv. the faotors ot 

non-supervisory work experience, supervisory work experience, 

and being a member of an honorary fraternity had no responses 

tor their "extremely important" rating. 

Theretore, Table XVI, page 50, reveals. that at the 

95 per cent confidence level t the factors of non-supervisory 

work experlenoe, superv1so17 work experlence, and belng a 

member of an honorary fraternl ty were Ilsp1f3reyt and were 

belleved to be "not extremely important." 

In summary, the factors of non-supervisory work 

experlenoe, supervisory work experienoe, and be1ng a member 
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TABLE XV 

NUMBER OF RESPONSES BY RECRUITERS FOR 
CERTAIN FACTOR' S RATINGS 

-
- Extre.el, Very Fa1rl, Not 
Faotor 11Ilportant btP9rtant Imrtant laJ?!rtallt 1mportant 

Non
superv1so17
experlenoe - 2 9 8 10 

SUperv1sor;r 
expen.nce - 6 ? 9 7 

Member ot 
honorary 
tratern1t7 9 10 5 s 

Read table thus: No recruiters cons1dered non
supervisory work expert enee to be extremely 1mportant• 

.. 
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TABLE XVI 

THE DEGREE OF IMPORTANT THAT RECRUITERS
 
CONSIDERED CERtlIN SIGNIFICANT FACTORS
 

ht ~t ~t 

extremel;V ver:v not fairly
Factor important 1mportant important lmP!'rt&nt Important 

Non
superv1eory
exper1ence 95 

Supervisory
experience 95 

Member or 
honor&I7 
tratern!ty 95 

Read table thusl At the 95 per-cent confidence level. 
the reoru1ters considered non·8uperv1soI7' work experience to 
be not extremely import&nt. 
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of an honorary fraternity were considered by recruiters to be 

"not extr~e17 important." 

Degree preterence. In Section III of the 

questionnaire. the recruiters were asked if they considered 

the Bachelor of Science Degree equivalent to the Bachelor of 

Arts Degree. Twenty-eight of the twenty-nine recruiters 

replied that they considered the degrees equivalent. Hence. 

at the 99 per cent oonfidence level, the reoruiters 

oonsidered the degrees to be equivalent. 

II. QUESTIONNAIRE CONSTRUCTION TEST 

A quest1onnaire's design and form can influence the 

respondent's answers to the questions appearing on it. 

Hence, the data received from the questionnaire may not be 

valid. 

To prevent the occurrence of the above problem, the 

order of the questions on the queat10nnaire used in this 

study was determined by the us. of a random sample table. 

To determine 1f the use ot the random sample table had 

prevented the order of the questions from substant1ally 

influencing the order ot the answers, the data received trom 

the questionnaires were s~At1st1cally tested. 

froCIaure~. To determine if the use ot the random 

sample table had prevented the order of the questions from 
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lnfluenolng the order of the answers 1nvolved a two-step 

prooedure. 

Flrst, the statlstlcal relat10nshlp between the order 

01' the questlons and the order of the answers 18S computed by 

the use 01' Spearman's rank correlatlon equatlons 

r • 1 _ 6£ d
2 4

NT:N • 

Thls statist1cal relationshlp 1s mown as the correlation 

ooetflclent.S 

Second, it ,.s necessary, through the use of the "t" 

distribution t.8t.6 to determine Whether the correlatlon 

coefficient was signiticant. If the correlation coetflc1ent 

,.. s1m1tlgyt, the order of the quest10ns did substantially 

lnfluence the order 01' the answers. However, If the corre

latlon was D21 !1sn1t&Q!nt, the order 01' the que.tions did not 
I~ 

substant1ally influence the order of the answers. 

Testing .!all 9uest1orma&n. The statistical relat10n 

between the order of the questlons in Sect10n I and the order 

of the answers was computed by uslng Spearman' 8 rank formula. 

Thls statist1cal relation, Which is ~led the correlation 

ooefficient, was found to be -.24. 7 

4See Appendix F, p. 88. 5See Append1x G, p. 89. 

6see Append1x H, p. 90. 7See AppendiX It p. 92. 
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To determ1ne 1f the -.24 correlat1on coeffio1ent was 

11mlf1pant. whleh means that 1t was such that the order ot 

the Q.uestions substantlally lnfluenced the order of the 

answers, the "t" distr1bution test was administered. It-.8 

found that such a correlation coeffioient .as not s1snltl

~.8 Therefore, the order of the quest10ns as they 

appeared in Seotlon I of the questionna1re dld not 

substantiall)" intluence the order ot the answers. 

Following the above test1ng prooedure and u8ing the 

same formula, the correlatlon coeff1c1ent between the order 

ot the questlons 1n Seot1on II of the quest1onna1re and the 

order of the answers was found to be .;2.9 After adminls

tering the "t" distr1bution test, it ~~s found that the 

coefficient of .32 was D21 S1gn1f1R!Dt. 10 Therefore, the 

order of the questions as they appeared in Sect10n II of the 

questionna1re dld not substantially lnfluence the order ot 

the answers. 

In summary, the use of the random sample table had . 
prevented the order of the que8tions as they appeared on the 

quest10nnaire from influenc1ng the order of the answers. 

Ssee Appendix I, p. 92. 9See Appendix J, p. 94. 

lOSee Appendix J, p. 94. 
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III. COMPARISON OF THE ANS·~fE.R RESULTS 

In Seotlon II of the questlonnalre, the recrulters 

ranked the folloWing criterla ln order of thelr preferenoe. 

soholastlc record, tamil1 background, work experlence, lnter

view impresslon, marl tal status, extraourrlcular aotlVi t1es, 

and m1l1tary atatUB. 

The questlonnalre was deslgned 80 that the reoruiters' 

ranking of the above or1terla could be cross-ohecked 1f1th 

the1r ratlng ot the same categories in Sectlon I. '!bis was 

done to determine it the recral ters t two aeparate rank1ngs or 
the same standards substantla.lly agree. 

Pm'lslurt l1!I.Sl. The oompar1ng of two separate 

rank1nss involved a two-step prooedure• 

.First. the stat1st1cal relat10nship between the two 

rank1nga was computed bJ' the use or Sp_rman's rank equat10n. 

r.1-~ •
11

NY":N 
This statistical relaticnsh1p ls known as the correlation 

12ooefficient. 

Seoond, 1t was necessary, through the use ot the "t" 

distribution test,13 to dete~in. Whether the oorrelatlon 

llsee Appendix F, p. 88. 12See Appendix G, p. 89. 

13see Appendix H, p. 90. 
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coeffic1ent was slsnltlc§Dt. If the correlation coefficient 

'NaS significant, the two rankings substantially agreed. How

ever, if the oorrelation coeffioient was not significant, the 

two rankings sUbstantially disagreed. 

COlRPflriQS .1il.! M81f!r resJ!l1iI. Table XVII reveals the 

mean ranldng of the categorles in Section I and or the same 

oriterla in Section II. It was obvious that the two rankings 

or the same standards were not identical, but it wa. not 

definite that the ratings would not substantial11 agree. 

Thererore, the two ranking! were statistically tested. 

By using Spearman t s rank rormula. the oorrelation 

coefficient between the recruiters' ranking of the categories 

in Section I and their ratings of the same oriteria in 

Seotion II was found to 'be .70.14 To determine if a .10 

correlation coefricient "s l15P i tlgant, whioh means that it 

was suoh that the rankings substantial1y agreed, the "ttl 

d1stribution test was administered. It _s found that such 

a correlation was ~ lisniri9fnt.1S 
~ 

Therefore, the recruiters' ranking of the oategories 

in Section I did not substantial17 agree With their ratings 

or the same criteria in Section II. 

14s8e Appendix K, p. 96. 15see Appendix K, p. 96. 
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TABLE XVII 

CRI TERIA MEAN RANKING BY SECTIONS 

.•
SICURD L- _~'2t~Qn U-

Criterla lean Mean 
rank Kean rank Mean 

'coD rank 'fOr, rank 
Scholastlc record 6.3 2 5.9 2 

Fam117 'background 3.6 7 2.7 6 

Work experlence 4.6 6 4.3 :3 

Marital status 4.8 5 2.4 7 

Interview impress10n 7.2 1 6.1 1 

Extracurr1cular 
activlties 5.0 3.5 4.1 4 

Militar1 status 5.0 ).5 ).1 5 
2 a 

Read table thull In Sect10n I. the app11cant' 8 
scholastio reoord mean score was 6.3. and 1 t ranked second. 
whlle 1n Seot1on II 1ts mean score _8 5.9, and it also 
ranked seoond. 

• 
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C9mput1ng !:. Composlte ranklng. Slnce the reorul ters' 

rank1ng ot the categor1es 1n Sectlon I did not substantlally 

agree with the1r re.tlngs or the same standards ln Seot1on II, 

a composlte ranking -8 attempted. The composl te rank1ng 

was developed bY' derlTing a mean rank tor the two ratinge as 

shown 1n Table XVIII. 

However, ln order tor the composlte rating to be 

valld. 1t must subetantlal17 agree nth 'the recruiters' 

ranking ot the categories in Seotion I and their rating ot 

the same standards in Section II. The sam. procedure that 

has been previous17 described was used to determ1ne it the 

composi te ranking was valld. 

By uslng Spearman's rank formula, the oorrelat1on 

coefflcient between the reoruiters' ranking of the catesori•• 

1n Sectlon I and the com.posite rating was found to be .96.16 

To determine if the .96 correlation coeffio1ent was 11gn1t,

.2!:A1i, whlch means that lt _s suoh tl'at the ran1t1ngs sub

stantlallY' agreed, the "t" dlstrtbutlon test was adm1nls

tered. It was found that such a correlatlon coefficlent was 

Jlcm1ticant.17 

Theretore, the composite oriteria rat1ng substantiallY' 

agreed wi th the reor1.l1 ters' ranking of the categar! es ln 

Seotlon I ot the questionna1re. 

16S8e Appendix L, p. 98. 17See Appendix L, p. 98. 
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TABLE XVIII 

DEVELOPMENT OF A COMPOSITE CRITElUA. RANK 

Total Mean Com
enteria Section Section rank rank pos1t. 

I raM U DOL. lila rank'90"
Scholast10 record 2 2 ".0 2.0 2 

Faml17 background 7 6 13.0 6.5 7 

Work experienoe 6 3 9.0 4.5 5 

Marital status 5 7 12.0 6.0 6 

Interview tmpresslon 1 1 2.0 1.0 1 

Extraourricular 
act1Vities 3.5 4 7.5 3.8 :3 

Ml11taX7 status 3.5 5 8.5 4.3 4. 
Read table thus. The applicant's sCholasti0 record 

ranked second in both Sections I and II for a total rank 
score ot 4.0 (2 + 2). Hence. ita mean rank score was 2.0 
(4 • 2), and its composi te rank _8 second. 
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By folloWing the above test1ng procedure and using the 

same formula, the correlation coefficient between the com

posite ranking and the recruiters' rating ot the same stand

ards in Section II of the questionnaire 'Na8 found to be 

.86.18 To determine if .86 oorrelation coeffioient was 

s1sn1t19!nt, the "t" distribution test _s adm.in18~ered. It 

was found that such a oorrelation coefficient _s 

li;miti oant •19 

Therefore, the composite criteria rating 8ubstantiallT 

agreed wi th the reoruiters' rank1ng ot the same standards in 

Seotion II or the questionnaire. 

In summary, sinoe the oomposite oriteria ranking 

substantially agrees with the rating of the standardS in both 

Sections I and II, it is valid and the best probable ranking. 

The oomposite criteria rating is shown 'belowl (1) interview 

impression, (2) soholastio record; (3) ext~"curricular 

aotivities; (4) military status; (5) work exper1ence; 

(6) marltal status I (7) family 'background. 

" 

l8See Appendix M, p. 100. 19see AppendiX M. p. 100. 



CHAPTER rv 

SUMHARY. CONCWSIONS, AND RECOMMElJDATIOnS 

I • SUNI11ARY 

P;:g:t?lg. The purpose 01' this study was to determine 

the importance ot certain cr1teria in rec:ruitlng business 

graduating semors 01' the Kansas State '1'_oh.rs College. 

Speeitioal17, the stud7 _. direoted at the tollow1ng 

questions I 

1.	 What criteria are considered to be most 1mportant
1n reeruiting business graduating seniors? 

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

J.	 What factors relating to a certain oriterion do 
recruiters consider to be signiticant, and how 
important are the;y? 

4.	 Are the standards be1ng emphas1zed by the 
recruiters consistent with research results on 
this topic? 

IDm2rtanp,. Informat1on r'Teallng the taotors whioh 

seem to be emphas1zed by college r.orul ters and oompanies in 

recru1tlng graduates for positiona would be val.uable tor 

several reasons. 

This	 information would be 01' value to faculty members.. 
1n adVising students about the relative importanoe 01' various 

collegiate experi.nces to job find1ns suocess. 

Suoh data would be helpful to the 1nterviewlns 

companies 1n evaluat1nS the1r oollege reoruiting program. 
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Comparisons oould be made between 1that is emphasized b7 

oampus recru1ters and what researoh 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 oon

siders important, students may deoide tor themselves what 

benefits the graduates in terms 01' succ.as in being 

interviewed. 

froc.4we- In preparation tor this stud7, related. 

literature and preVious studies regarding oriterla used by 

reoruiters in recruiting business graduating seniors were 

reviewed. From this review, certain criteria were seleoted 

tor study'. 

A questionnaire _. to:rmulated which contained the 

selected oriteria. The questionnaire was designed so that 

upOn 1t8 return the wr1ter oould IJtatistlcally determine the 

1mport&nce 01' the selected oriteria. The questionnaire was 

reviewed by' tm:ee experienoed reoruiters, and their su.ggested 

change. were made. 

A letter was oompiled to intor. its reoipients of the 

nature 01' the study. The letter, with the questionnaire 

attached. -'s torwarded to the torty companies that conduoted 

interviews at the Kansas state Teaohers College tram October, 
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1963, to September, 1964, a8 determined bT the Illoemep,t 

Offlcl Awn.' Report.&:sa: 196j=64.1 Tlrent7-n1ne question

nalres, 72.5 per cent of those d1atribu.ted, were returned. 

The data from the returned questlonnaires .ere taba.lated, 

analyzed, summarlzed, and prepared for presentation. 

findiDSI- Seotlon I of the questionnaire was divided 

lnto seven categories.. W1thin each oateS01"1 there were a 

number of related factors used by reoru1ters in recruiting 

business graduating seniors. The non!ters were asked to 

evaluate these faotors by rating their degree at lmportanoe. 

The recrui tars could select one of the following flve ratings 

for each factor: extremely lmportant, very important, impor

tant, fairly lmportant, and not important. 

The above data was statistically tested so that their 

meaning oould be interpreted with a probabillt;r of .95 and 

.99 of being correct. As a result of these tests, the fol

lowing findings were made conceming the categanes related 

factors. 

1. Scholastic reoord.. It wa. found that recruiters 

considered the factors of over-all academic grades, the 

major subjeot field, and the grade. 1n the major fleld to be 
• 

lltHeport of On-campus Interview,· U1cwnt ~ 
AMual Report w ,263-64 (Emporia, Kansasa ¥..ansas state 
Teachers College Press, 1965), PP. 11-15. 
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"ve17 Important," the second hlghest ratlng. TheY' consldered 

the faotors of the grades In the mlnor subjeot fleld and the 

number of semester hours 1n the major fleld secondary to the 

above factors and rated them. to be "lmportanti." the thlrd 

highest ratlng. 

2. Family background. It was found that recruiters 

consldered the tactor of' the applicant'. ta~.r'. oocupatlon 

to be "falr17 1mportant," the fourth lUghe.t rating. They 

consldered the factors of the appllcant's JIOtber'. oooupatlon, 

of his parenk being separated or d1voreed, and of: tneir 

educatlon and income secondary tio the a'boTe factor and rated 

them to be "not 1mportant," the lowesti ratlng. 

:3. Work experlence. The recm1tel'S considered the 

factor of college employment to be "falr17 important;" while 

they believed the factors of super'V1sory and non-auperv1sol'7 

experlence to be "not extremely Important, If the 

statlstlcal17 derlved flrsti ratlng. 

4. It _8 found that recrulters consldered the 

factors of the appllcant' .. belng slngle or married to be JI2! 

1JAportan1i. 

s. Interview impresslon. It was found that recrulters 

oonsldered the factors of personallt7, confldenoe, "'soaJ.. and 

ob3eotlve., conduct, abll1t7 to expres. one's self. and 

Interest cl1splaY'ed to be "ertre••17 1JIlportant, It the hlgheat 

1'8tlng. They oonsldered the factors of appearance and 
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interview preparedness to be seoonda17 to the above factors 

and rated them to be "verr important, It the second highest 

rating. Least pertinent of the interview factors studied 

were sala17 reQ.uested. looation requested, applicant's age, 

and the -7 1n 1Ih1oh the applicant'. educat10n had been 

financed. 

6. Extraourrioular &0t1rttie.. The reoru1ters 

cons1dered the tactor of membersh1p in oollege organ1zatioBS 

to be "1mportant." They conaidered the faotor of being a 

member ot a social tratern1t1 secondar1 to the above factor 

and ra'bed it to be "not important." The reoruiters believed 

the faotor cf being a member of an honorary fratern1ty to be 

"not extreme11 important." 

7. Militar1 status. The recru1ters considered the 

applicant's aotive militarr obligation not being completed to 

be "not important." 

8. The following faotors were found to be m 
81gp1tiRlRt by the measures used. the applicant's being 

separated or d1TOrced, being an oftioer of a oollege organi

zation, penaanent employment, and his active military 

ob11gation beil~ completed. 

In Seotion II of the questionnaire, the recruiters 
'" 

ranked oertain criterta in order of their preferenoe. Th1 B 

ranking was crosB-ohecked with the reoru1ters' :rating of the 

same standards in Section I to determine if they- substant1ally 
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agreed. It was found that the recruiters' ranking ot the 

eategories 1n Section I did not substantially agree wi th their 

ratings or the same criteria in Section II. 

Theretore, a composlte or!ter1a rsnk1ng was developed 

and tested to determine if it 'MOuld substantially agree w1th 

both the ratings of standards in Seotions I and II ot the 

questionnaire. If'he test'll results re......led a substantial 

agreement between 'the ranking of the same standards in both 

sections. Henoe, the following rank1ng 115 the best probable 

ratinga 

£d,ter1a !!Jmk 
Interview impression 1 
Scholastic record 2 
Extraourricular aotivities 
Military status 4 
Work experienoe gMarital status 
Family background 7 

In Section III of the questionnaire, the recruiters 

were asked lf they considered the Bachelor of Solence Degree 

&qUivalent to the Bachelor of Art. Degree. Twenty-eight of 

the twenty-nine reorul ters replied that they considered the 

degrees eqUivalent. 

III. CONCLUSIONS 

Th.ese conolusions are drawn in answer to tJ\e questions 

\ to 1Ihlch the study -'8 direoted. 
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Crlt'tla con'l~ef!d IQ!! pertinent !n4 1b! tllf$lng 

tac1;qr's lmporBupe. Thls study, as does oertain previous 

research, reveals 'that the 1n'terv1.ew 1mpresslon is the prin

olpal criterion used b1 reoruiters in reorulting business 

graduatlng senlors. The deoislons made about an applicant 

dUring the lnter'l1ew mal well determine his 1"u.ture employ

ment. Theretore, students would be ••11 advised to spend 

time preparlng tor lnterv1en. 

The reoruiter', impresslon ot the applicant'. 

personall1:7, confidenoe, goals and ob3ectlves, and lnterest 

ls most lmportant. The lnterviewee who is pleasant to talk 

to, confident, has senslble goals. and displays lnterest 

should tavorably impress lnterviewers. 

The appllcant's soholastic record is a major criterion 

used bY' most recruiters. Grades are a tangible standard 

that usually indicate lntelligence and. to some reoruiters, 

prediot tuture performance. 

The recruiters oonsider the applicant's over-all 

academic grade, major subject field, and the grades in the 

major sUb3ect 1'leld to be 01' prlme lnterest. The ma30r 

SUbject field lndicates in Whloh phase of business the stu

dent is 1nterested, and the grades in the ma~or subject cur
~ 

rloulum reveal the applioant·s abllity ln this field. Th. 

over-all academlc grade usually lndicates intelllgence and 
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the applicant's scholastio performance in relatlonship to 

other stUdents. 

Ertracurrioular aotivitles rank third in the 

importanoe of the orlterla studied. Partlcipat10n in college 

activitles indlcates sooial adjustment and the willingness to 

saorifioe personal time. 

This stud1 reveals that %'eorulters oonsider m_bersh1p 

in college organlzatlons to be 1JD.portant, while belonslng to 

a soolal fraternlty 1s not essential. Henoe, 1Iost reoruiters 

are not concerned with which organizations the applicant 

belongs, but they do consider partioipation in 80me 

aotivitie. to be important. 

criteri! 29ruU,d,red least PlrtineJ}~ and .:!al.! r'J:at1J)6 

fact9r's importance. The male applioant's m1litary status 

ranks fourth in the standards studied and 1s oonsiderab17 

les8 important than the above oriteria studied. 

'The applioant's ac'tiye JD111tal")' obligation not being 

completed 1s consldered to be no~ 1aportant. Although most 

companies DI&7 prefer that an applloant have his aot1va 

JI1lltary obligatlon fulflll.d, it appears that it ls not a 

pertinent reoruiting faotor. 

The applicant' 8 work experi.nc. reoord i8 tlle f1fth 

\\	 most lmportant criterion studi.d. It appears that the 

experienoe of the job 1ta.lt 1a not 80 important aa haVing 

been employ.d. 
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Recru1ters consider college employment and the W87 in 

wh1ch the applicant's edueat10n bas been financed to be 

fa1rlY' important. This indicate. that emplo7ment during col

leg. to help finance educational expenses is ot 1nterest to 

reoru1ters. 

The applioant's marl tal status ranks sixth in 

1mportance ot the standards studied. It app.ars that the 

applicant's being s1ngle or married i8 of m1nor concern to 

most reoruiters. 

Family background 1s the least pert1nent of the 

or1teria studied. The importL~ce of the app11cant's family 

baokground could be summarized by a recruiter who commented 

that he is 1nterested 1n h1ring the student. not his family. 

However. the applicant' 8 father's ocoupation is 

oonsidered by reoru1ters to be fairly 1mportant. This mB.7 

indlcmte that companies are 1nterested 1n knowing about the 

applicant's home occupational enT1ronment. 

otl5r!t Rr!t,rence. Most reoniters oonsider the 

Bachelor of Solence Degree equivalent to a Bachelor of Arts 

Degree. 

goapar1lOn 2! !h!. sty.l DlUlg .!!2Jih prenpus 

reeearch. The company surveY's conduoted by Rabbe,! Swenson 

2stePhen Babbe, u&DploJ1l1ent of the College Graduate.· 
StuSU'1 1n f,rl0N1.t1; Pollo: 12. 15! (New York. Nat10nal 
Industr1al Conference Board, 19501; p. 21. 
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6 

4and Lindgren,) and sullivan indicated that the interview 

impression _s the most important crtterlon in reoru1ting 

gra.duating seniors. The views expressed b7 JamieS and Pi tt

endorsed the survey's results. In the present study. the 

intervi.w impression rated as the pr1ma17' standard used by 

recru1ters 1n reoru1t1ng students for employment. 

3Wendel Swenson and Eugene Lindgren. "The Use ot 
Psychologioal Tests 1n Industry," f!rsonne1 PSlgbglo&y,
5t20, 1952. 

4Daniel J. SUllivan. Jr., ·Seleotion Procedures tor 
Specific Management Trainee Programs in Twenty-one Companies,· 
p1'.tEta~19n Abstr@9tg, 2112200, February, 1961. 

Swallace Jamie, itA Model Program tor Corporate 
Recruitment," Jg!S'DfJ. 2t gIl-leg. Placpent, 171114J rota7, 
1957. 

6GaV1n A. Pitt, ~~ '1nutt L1t,!1;1". A QUiA. 
~ CE'!r ~ (EngIeWoCiCfClffs, New Jerseyt Prentice 
Bali, Inc.~~39T; p. 3. 
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In studies conduoted by Plash, 7 Wald and Dot)",8 

Habbe,9 JOhnson,10 Endlcott. 11 HUSb8nd,12 SUl11van,1; and 

Odlorne and Hann,14 grades and .xtraourncular aot1v1t1es 

were 1mportant orlter1a used in reoruit1ng oollege graduate•• 

Concurring op1nions were stated by Mauer,lS Bames.16 

7Edward S. Flash, "CUlpus Job Interviewing. A 
Survey," P,rS2nne1, 28,367. January, 1952. 

8Robert M. Ha14 and Roy A. Doty, "The Top Exeoutlvel 
A F1rst Band Protlle," Harvard PBs.nlss ae!1l!, 37154 , 
July-August, 1954. 

9Rabbe, .JasA. 01 t. 

10Kerm.1 t K. Johnson, "An Invest1gatlon or Empl011'llent 
Techniques wlth Speclal Reterence to the Seleotlon ot College 
Graduates by Bus1ness and Industry," Dis.,rtat1on Absmot;s, 
16,2074, November, 1956. 

11Frank S. Endicott. "Endicott Report," JourMl Sll. 
Coll.ge Placp,nt. 19154. Maroh. 1959. 

12R1chard W. Husband, "What Do College Grad,. Prediot'· 
Fortune, S5t157, Jun., 1957. 

13sul11van, 19,Q.. AU. 

14Georg• S. Od1orne and Arthur S. Hann, l'f'Q~a.I' 
Co},leg. B,crnlt1ns (Ann Arbor, Mlohlgaru Bureau of Industrlal 
aelat1ons, The Un!verst ty ot M1oh1gan, 1961). p. 1. 

lSHerryman Mauer, "Th. Worst Shortage ln Busines8,
Fortune. 53,204, April. 1956. • 

16aelen M. Barnes "Putting First Th1ngs First,"
C2M,g, l!:9emlD~ ;:;';';;;I1.25i (Bethlehem, Pennsylvania.
Co~ege P acement c;unerl, Inc., 1958), p. 11. 
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l-iacDonald.11 Bartels,18 and Harm.19 In the present study, 

grades and extracurricular aot1vities ranked seoond and third. 

respect1Ye11, in the standards studied. 

Flash,20 Habbe,21 Sullivan.22 and Odiorne and Bann2; 

found that one or more of the foUoW1ng standards were 

secondaIT to the above mentioned or1teria used to reoruit 

coUege graduat.Sl work experienoe. military status. 

marl tal status, and tamil)' baokground. This s'tUdy reTealed 

that these standards were of le8S 1JD.portanoe than the inter

view impression, soholastic record. and enraourr1oUlar 

aotiVities. 

17Robert L. MaoDonald, "lour Plaoement Off1ce," 
CPR!S' H:'sgent; AnDM. 12.Si (Bethlehem, Penns)'lvania. 
Corege P oement Colmo11, Ino•• 1958). p. )0. 

18Mart1n H. Bartels, "The Interview--A Two-Wa, 
Street," .ft::IS' f1.fcWD!; ADDIf' .122J. (Bethlehem. Penns71
Tan1a: Co age Placement Councl • Inc., 1962), p. ". 

19A. S. Hann. ..Develop an Image or Executive 
Potential," cq~~AP~ ~ (Bethlehem.
PennS71van1al 00 e~nt Wtc~Ino., 196,>. P. s. 

20 21Flash, l25!. oit. Rabbe, 12Q• .2U,. 

22SU1.11van. l2.2. ill. 230dlome an~ Hann, l22. .w. 
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JOrdon'8,24 Wlll1ams,.25 and carroll,.26 survey 

resulta partlally contradlcted the vlews and studies 

mentloned above as do the oplnlons ot WhTte27 and 

Barr1ngton. 28 

In seneral, w1 tb ate. exoeptlons. 1t appears that 

the present stud7 results are 1n aare.ent wlth the tlnd1ngs 

or previous re...roh. 

III. RECOMMENDATIONS 

In T1ew of this study's f1nd1ngs, the follo1l1ns 

recommendat1ons are madel 

1. This study, as wlth certaln previous researoh, 

revealed that the lnterview impresslon is ~e most important 

recru1ting criterion emplo7ed by recruiters. A large 

1!,1 

24Ann1e W. Jordon, "Relationship Be.een Selected 
Collegiate Experiences and Be61nn1ng Jobs tor Women," 
Di••,rtatlon Ab.traots, 1711041. Ma7, 1957. 

2Sp.rank J. Wi111ams, Jr.. "Predicting Sucoess in 
Buslnesa," PiSllrtat10n Abst;Act., 20,4305, Ma7. 1960. 

26Stephen John Carroll, Jr., "The Relationship of 
Varlous Personal and Biograph1oal Charaoteristics to 
Recrul tlns Deolsions at the Ent:r)' Level of M~gementt· 
Dil.!rttt19n·Abft~2tl. 25'1626, september, 1964. 

27willlam H. Whyte. Jr., 1hI. Orpn1p»on }1y (Garden 
C1ty. New Yorkl Doubleday and Co1Ilpan7, Inc., 19S7T,-p. 155. 

28Alan Harrington, "Executlves' Mans Personnel 
Interview," A3i1!ntl; Monthll, 204,53. August, 1959. 
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maJorl t;y 01' declslons made about students evolve essentlally 

from the brief meetlng of the college recruiter and stu

dent. 29 Slnce so muoh depends upon the interview, lt 18 

recommended that the Kansas state Teachers College Placement 

Offlce place conslderable emphasls on a preparator;y program 

for stUdents on employment lnterv1e1f1ng. 

2. The student's scholast1c record and partlclpatlon 

ln extraourrtoular act1V1t1e. are major standards used b;y 

reoru.iters ln evaluating buslness gradUates. It ls suggested 

that faoUlty advlsors contlnue to emphasize the lmportance 01' 

academlc aoh1evement and to encourage student partloipat10n 

in college actlvitles. To asslst the advisors ln thls task, 

1t is further recommended that thls study's findings and con

clusions be published and distributed by the faculty advisor 

to new students. 

J. This study 1t!UJ l1m1ted to the evaluation or 

oertain criteria by bus1ness recruiters. Theresearch 

results may not be indlcatlve 01' the standards emploTed by 

sohool administrators When norultlng business teachers. It 

is suggested that a siml1ar study be conducted to determine 

the importance o't the crlteria used by reoru1tars ln the 

educational field. 

29Jemle. ls.,Q. ill. -
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APPDDIX A 

QUBSTlOIDIADlB 

A S'rUDY or TIE lHlIOIlTAltCB OF CRDIB ClUTDIA 
U SBLBCTIS BUSINESS GlADUATBS AT. THE 

IbSAS SUD TIACBEBS OOJ..LBGB 

I.BSTaUCTIOHS: Ple.ae check only one ratiaa for each entry. 

I. Bow do the follow1.l:la factors rank in your e_lat1oo of appl1canta'l 

SCJI)USUC UCOltD 
Over-all academic aracles 

Extr_ly 
Iaportaat 

Very 
IIIIportant l!pgrtant 

Fairly 
Ie!ort8l1t 

Bot 
IIIportant 

araele. ill ..jor flelc1 

Grades ill mDOr field 

Major subject fie1cl 

Hinor subject field 

Semester hours in 
_jor field 

Others 

FAMILY BACKGJlOUNI) 
lather's occupation 

Mother's occupation 

Parents not separated. 

Pareats not divorced 

Parenta' education 

Parent.' income 

Othera 

.. 
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Extrsely 
Iepertgt 

Very 
l!IRortant Tpgrtaet 

Fairly 
!r&ta.t 

lot 
Trmrtyt 

won KXPIJlIUI:B 
Permaaent elllplo,.ent 

College eaployant 

NoD-auperviaory 
Experience 

Supervisory Bxperieoce 

Others 

MU.1'DL STA'!US 
8iDgle 

Harrieet 

Not di'VOl:'ced 

Bot ..parated 

I.R'1'DVIBW DOUSSION 
AppearaDCe 

Personality 

CoIlfidence 

Goa 18 aDd objectives 

PreparedDeas 

CoDduet 

Ability to express 
ODe'S self 

Interest displayed 

salary reque.teet 

Location requeated 

Applicant'. ale 

How edu~tiOll wa. paid for, _ 

Other. 
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btr_ly	 lairly HotVery !eenrtaXrrrt8Jlt I'P2I tagt nt Ienrtant Tppertept 

EX.DACUJUUCULAI. AC'rIVI'lIBS 
Membership in collele 
01:'88Dizatioua 

Officer of colleae 
organization 

Member of aoeia1 
frateruity 

Member of honorary 
fraternity 

Others 

HILI1'AI.Y S'lA"lUS (HALBS) 
Active military 
Obl1pt1ol1 cOIIpleted 

Active military Oblise
tiOD	 not completed 

11.	 Which S of the follow!aa factora do you consider aoet iIaportaDt when 
8elect1Dg college graduates" (Liat in order of preference, e.g., let, 
2Dd, 3rd, etc.) 

_______...:Schola8tic Record 

______F8I11y	 BackcJound 

_____...:Work Experience 

_____...,;lnterview Impreaaion 

____...:Harita1 Status 

____...:Extracurricular .Activities 

___--:M1litaTy Stat.,. 

III. Do you	 COIUIider a Bachelor of Seienee Dearee equivalent to a Bachelor of 
Arts	 Deareet
 

l-J Yes L.J No
 

IV. Feel free to add 8ny COIBeIlta you wi8h to _Ire. (Uee reverse side to cout1D.ue) 

1leturu to:	 Jerry V. Bradf>rd 
Apart.ent No. 1 
1301 East 11th Street 
Impori.. laDS8S 



APPBIIDIX B 

LB'l'ftI. OF TIARSM1'1'TAL 

Apart:lleDt Number 1 
1301 Ea.t 11th Street 
1IIlpori8, Eauas 

February 24, 1965 

Dear Sir: 

Ae part of a graduate proar_ at the lCauas State Teachers Colleg., 1 am 
currently eoaduct1ua a study for a ..ster's deane. For tbi. project 1 
Deed your vi... and those of your oraaaizatiOD coneemiDI the importance 
of certain criteru 111 se1ectiq collep &radustea for buaiDes. POSit1OD8. 

1 .. solicitiDl your ass1atance for info~t1OD pertaiD1raa to tb1a eubject. 
The study could benefit the following &r0ups: 

- ., aCboo1's faculty, in advisiaa students of bu81Dess desires. 

- the students, by kDowiug what builless wants aDd giviDi them 
the opportunity for prepariua th...e1vea accordingly. 

- your orgallizat1OD., by aequir1n& a better bualnes. graduate. 

1 &ball be l1'atefu1 if you will eGIIIplete the attached quest1ODDaire, which 
does DOt request any identifylDg iDfOl'Mtion about your firm. Therefore, 
pleas. feel free to expre.s your policies aDd views openly. 

1 am inclos1raa a staaped, aelf-addres..d eave10pe for the return of the 
ques t1ollD8ire , aacl would a.pprec:iate lIaviDg tile 1DfonaatiOll DDt later than 
two weeks after you receiYe thia letter. 

I offer my thanks in advallCe for your cooperat1oD.. 

Siacere1y youra, 

Jerry V. Bradford 
Graduate Student 

'"
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Goodyear T1re &: Rubber Company 
Ch1cago, Il11n01s 

Hallmark carda 
Lawrenoe, Kansas 

Hogue, Beebe, & Tr1ndle, C.P.A. 
Dodge C1ty, Kansas 

Internat10nal Buslness Machines 
Kansaa Clty, M1ssourl 

Interstate Bakeries ~orporation 
Kansas City, Mlssourl 

J. C. Penney CompaZl7 
Denver t Colorado 

Kansas Cltl Lite Insurance Comp&n7 
Kansas Clty. Mlssourl 

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

Maurer-Neuer Packing Company 
Arkansas C1 ty, Kansas 

Motors Insurance Corporatlon 
Wlchl ta. Kansas 

Mutual ot Omaha-Unl ted ot Omaha 
Omaha. Nebraska 

Northwestern Mutual Insurance Company 
Kansas Cl ty, Kansas 

Peat, Marwlok. & Mitchell, C.P.A. 
Kansas Clty, Mlssourl 

Ph11l1ps Petroleum Company 
BartlesV111e, Oklahoma 

Plerce, Farrls, Cochran & Sutton Co. 
Hutch1nson. Kansas 

Prooter & Gable D1stribut1ng Company 
Kansas Clty, Missourl 
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Reno Hardware &: Im.plement Compatl7
Hutchinson. Kansas 

R. J. Reynolds Tobacco Company
Richmond He1ghts, Mlssourl 

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

Ross, Fuller, & Costello
 
Kansas Clty t Mlssourl
 

South.estern Bell Telephone Company

Topeka, Kans.s
 

State Farm Insuranoe Compal11'

Columbla , M1ssourl
 

Swift &: COllpa!17

Kansas Clty, Kansas
 

Upjohn Company
 
Kansas C1 ty, Hlssourl
 

Woolworth & Company

Denver, Colorado
 

a ..•
 



APPENDIX D
 

COMPUTING THE 9.5 PER CENT CONFIDENCE INTERVAL
 

A. QgntlAeno. Xnternl fomul.! !.2l: Propot~ton, 

CI • f ±7npQ.	 • t 28 d.r. 

B.	 QglD.pu.ilt121l1 

CI • 5.6 ±7.16 • 28 • 2.05 

01 • 05.6 ±/4.48 • 2.05 

CI • .5.6 ± 2.11 • 2.05 

CI • .5.6 .t 4.3 

CI • 1.3 to 9.9 

o.~ 

Th.18 formula establ1sh•• the confldence llm1te at the 
95 per oent conf1denoe level from 1.1 to 9.9. Slnce 
the 4ata 18 discrete, 1 t 1s n.0.88a17 to round the 
l1m1ta and make the conf1denoe 1nterval from 1 to 10. 

·The expected frequencY' in eaeh eell bY' chanoe would be 5.6• 

...
 



APPENDIX E 

COMPUTING THE 99 PER CENT CONFIDENCE INTERVAL 

A.	 ContlMUH IG'ryal Fomw .t2.£ ftoportlonA 

* 
01 • P ± 7npq • t 28	 d.f. 

B. COJlPU1al3ilo;s 

01 • 5.6 ± 1.16 • 28 • 2.77 

01 • 5.6 %/4.48 • 2.77 

01 • 5.6 ;t 2.11 • 2.77 

01 • 5.6 ± 5.9 

01 • -.3 to 11.4 

O. F1DSllna 

This formula establish•• the oonfidence limits at the 
99 per oent confidenoe level from -.3 to 11.4. S1noe 
the data is disorete, 1 t is neoessary to round the 
11m1ts and make the confidence lnterval from 0 to 12. 

*The expeoted frequency 1n each cell by ohance would be 5.6 • 

..	 •
 



APPENDIX F 

SPEARMAN'S RANK CORREIATION 

One ot the 01de8t and tor IDIiLIl7 ,.ears the most widel;, 

used ot all testing methods is known as the rank correlat1on 

test. Be1ng a non-paraaetrl0 test, wh1ch aeans that no 

aSSUDlp'tlons whatsoever have to be made about the dlatr1bution 

of the underlying population. 1t 1a not necessary to assuae 

normall't7 about tite population. It 18 onl7 necesaar,. to be 

able to arrange the sample ob8ervationa 1n rank order. 

This te.t meesure. the stat1stical relatlon8h1p 

between two variable. (rankings). The atatlst10al relat1on

sh1p is known as the correlat1on coefficlent. The correla

tion coeft1cient can range from +1 to -1. A value of -1 18 

just as perfect oorrelation as a value ot +1, the onl,. 41t

ferenoe being the direotion of the relationship. A hiah 

value tor the oorrelation coefficlent simply indicates a 

high degree of "co-relation." 

• 



APPENDIX G 

INTERPBB:rIHG THE CORRELATION COEFFICIENT 

The correlation coefflclent lndicates the statistical 

relatlonshlp between two variable8 (ranklngs). The degree 

to whloh the two ranking. correlate is the degree of 

accuracy in which one of them ID&7 be e.tl_ted from the 

known value ot the other. Although this information 18 not 

vi tal 1;0 th18 atudy. the wr1 ter U1oU8h't it alght be ot 

interest. The degree ot aocuraoy ln wbloh one variable -7 

be estt.mate4 troll a known ftlue of the other 18 Mown below. 

1.	 If the coefflclent ls greater than .95, there 18 
a high degree ot correlation between the variables 
and one ot them -7 be qulte aoourately e.tlmated 
troll a known value of the other. 



APPENDIX H 

"Tft DISTRIBUTION 

"T" 41stTlbutlon i8 a contlnuous probablllty 

d1strlbutlon with an infinite range. The T distribution, 

although symmetrlcal, 1s more widely 41spar.ed than the 

normal d1strtbution. The smaller the sample slz8 the IlOre 

w1del;y dispersed is the T d1atrlbutlon. Slnoe the size of 

the sample is relevant to the T distribution, it 1a neoea_X7 

to reter to the conoept of degree. of 1're.40.. Tbl. tera 

refera to the max1mum number 01' lDutlJal17 independent 

variables in a system. In a sample 01' s1ze n, there are 

n-l degrees of freedom, because if n-l frequencies are 

spec1fied, the other frequency ls determ1ned by the total 

size ot n. Thus, if there are flve 1tems whose total 1s 

f1fteen and four ot the items have values of 1, 2, 3, and 4, 

obviously the final 1tems must have a value of 5 or mare. 

Therefore, if n ll: S. there are four, or n-l degrees of tree

dome The T d1stribut10n 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 distributlon. 

FlntUM Jtl1!. ,le;nlflcance .2.t ~~ comJ,at1on 

qo.tt101ent. The correlation coeffloient lndicates only the 

statlstical relationship between two variables (ranklngs). 
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To determine the signitlcance of this relationshlp, 1t 1s 

necessar;y to adm1n1ster some test1ng method. Since the 

number in the sample was under thirty, the T distr1but1on 

test _s used. 

As previously stated. the oorrelation coeftioient 

reveals only the stat1st1cal relationship between var1ab1es. 

By the T d1stribution formula, the correlation coeffic1ent 

ls conTer'ted into a T score. The T score, tak1ng into 

account the above ooncept of degrees of fr••doll, determines 

If the correlat1on ooeffic1ent is significant at the 

confidenoe level desired. 



APPENDIX I 

SECTtON I CONSTRUCTION TEST 

A.	 St&ttmPt.lt.3m. I!l'Oblw 

Old the	 order of the questlons as the7 appeared ln 
Sectlon	 I ot the questlonnalre substantlal17 influence 
the order ot the answers? 

B.	 Computatl0N' 

1.	 spearman's rank correl-atlon 11&8 computed as shown 
bel-ow, 

r .. 1 _	 6~d2
 
N3 - N
 

~Q9---5l 
r .. 1 -	~ 

(6) (69,5) 
r - 1 - 336 

r - -.24 

2.	 To determine If -.24 rank correJ.atlon coefflclent ls 
signiflcant at the 95 per cent confldenoe level.. the 
"tn distrlbutlon test of signif1cance was admlnistered 
as shown below. 

~ 
t-r/~ 

-rz::2 
t .. -.24/ r-:-706 

t .. -.55 

At the 95 per oent oonfldence level, with 6 degrees of 
freedom Itt" equal.s 2.45. Slnce "t" score -.55 ls less 
than 2.45, the correlatlon coetflclent -.24 ls not 
s1gnifl cant. 
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c. gorwlUl1on 

Therefore. the order of the questions as they appeared 
in Seo1;101'1 I of the quest1onna1re did not substant1al17 
intluenee the order ot the answers. 



APPENDIX J 

SECTION II CONSTRUCTION TEST 

A.	 Sta.t8MD' SIt ~ RlOblR 

D14 the order of the questions as theY' appeared ln 
Sectlon II of the questionna1re subatantlal17 1nfluence 
the order ot the answers? 

B.	 ComPUtatr10N 

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

r _ ~,~d:1_
{6) {381 

r • 1 - J4J - 7 

(6) (J8)
r =r 1 - 336 

r- .32 

2.	 To determine 11' .32 rank correlat1on coefficlent ls 
sign1flcant at the 9.5 per cent cont'1dence level. the 
"t" distribut10n test of sign1t1canoe was administered 
as shown below: 

::7N-2 
t-1j'1_r2 

::17 - 2 
t • .32/ 1 - .01 

t ••12 

At the 95 per cent confldence level. w1 th 6 degrees of 
freedom "tft equals 2.4.5. Slnce Itt" score .12 i8 less 
than 2.45. the correlation coefficient .32 is not 
significant. 
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c. ConclV~2P 

Theretore. the order of the quest10ns as the7 appeared
1n Seotion II or the quest10nnaire did not substant1al17 
influence the order of the answers. 



APPENDIX K
 

COMPARING SECTION I AND SECTION II RANKINGS 

A.	 Statg,ent 2!'. !!:!! problem 

Dld the	 recrulter's ranklng or the categorles ln Sectlon I 
sUbstantlallY' agree nth thelr ratings or the aame 
criteria in Section II? 

B.	 Computation! 

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

r • 1 _	 g~d2
 
1'13 - N
 

r • 1 -	 ~_ 7 

r • 1 -	 3~~ 
r •• 70 

2.	 To determine if .70 rank correlatlon coefticlent ls 
slgniflcant at the 9.5 per cent contldence le.8l, the 
Nt" distributlon test of signiflcance was administered 
as shown belowl 

7D...::...!..t • r;	 1 - rZ 

--r:c;;2
t • .10/ r:-.49 
t • 2.23 

14; the 95 per cent confldence level, with 6 degrees of 
treedom, "t" equals 2.45. Slnce "t- score 2.2) ls 
less than 2.45, the correlation ooefficient .10 ls 
not s1 gni ti oant. 

~~~' 



97 

c. Copoluslon 

Theretore, the recru1ter' s rank1ng of the categories in 
Sect10n I 414 not substant1ally agree w1th the1r rat1ngs 
ot the .... oriteria in Section II. 



APPENDIX L
 

COMPARING mE COMPOSITE CRITERIA AND SECTION I RANKING 

A.	 StatgeD~ 9t !U WObl-

Old the oom.poalte criteria ratlng aubstantlal17 agree w1th 
the recrUiter's ranklng of the categorles ln Sectlon I of 
the questionnaire? 

B. COIllRut!t1oUa 

1. Spearman' s rank correlatlon was computed as shown 
below. 

r _ 1 _ 6~ d2 

Nj - N 

ill..J.!a..U 
r - 1 - 34) - 1 

r • 1 - 3~g 

r • .96 
2.	 To dete1'Dl1ne 11' .96 rank correlatlon coeffloient is 

significant at the 9S per oent confldence leTel, the 
.. t" d1strlbution test of signiflcance was a4a1n1atered 
as shown below. 

2 
1; .. rJ.!l...= ~ 

.9VZ- 2_:
t • 

t • 1.58 
At the 95 per cent confldenoe leTel, w1 th 6 degrees of 
freedom, "t" equals 2.45. Slnce "t" score 1.58 ls 
greater than 2.45. the correlation coefflclent .96 ls 
81gnlf'1cant. 
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c. CongJ,u81on 

Therefore, the co.pos1te cr1ter1a rat1ng substantlal17 
agreed nth the recruiter's ranld.ng of the categories 1n 
secUon I ot the quest1onna1re. 



APPENDIX M 

COMPARING THE COMPOSITE CRITERIA AND SECTION II RANKING 

A.	 St&teMn! 2.t .!&!. problem 

Did the composite criteria ratlng substantial17 agree
 
nth the Neroitar's ranking of the same standards in
 
Sectlon II of the questionnaire?
 

B.	 ComputatloD' 

1.	 Spearman's rank correlation .... computed as shown
 
below,
 

6~d2 
r - 1 - N3 _ N 

r-1-~ 

r • 1  ,51 _. 

r - .86 

2.	 To determine it .86 rank correlation ooefficient 1s
 
significant at the 95 per cent confldence level. the
 
"til d1strlbut1on test of significance was administered
 
as shown below,
 

~ 
t-'l1-r2_ 

~ 
t • .86/ ~4 

t - ).76 

At the 95 per cent confidence level, with 6 degrees of 
freedom, "t" equals 2.45. Slnoe "t" score 3.76 1s 
greater than 2.45. the correlatlon coefficIent .86 
is signifIcant. 
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c. Conqlu'len 

Therefore. the composite criteria rating substantlal17 
agreed 111th the reoru1ter' s ranking or the same 8tandards 
in Seotion II or the questionnaire. 


