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PREFACE

Over the past decade there has boen a trend for more
and more executlve positions to be f£illod by collcge
graduates, This 1s probably the main rcason that recruit-
ment of college students has incroased enormously in inpor-
tance over this smme poriod of time, It is now a vital
activity of most business orgunizations, Strong compotition
has made 1t extrermoly difficult to attain sucecoss in the
fleld of buciness today. UHegardless of some opinions to
tho contrary, a collcge education 1s becordng noro Luportant
in the businese world, Companies are looliing moro and rore
to collegos as sources of future exccutive manpower., Since
in the noxt twenty years we wlll hove a shortago of manpouer
in the tuonty-five to forty-five year ago group, therc will
probably be more compotition in the field ol collego re-
cruiting than ever before,

It follows that the work of the collego placament officor
has increased corraszondingly in importance, !Iiore companiesn
are recruiting on campusos today, and thoy are scarchlng for
a widor variety of ecducational backgrounds, Thia necossarily
adds to the importance of the placerent officer, nzking him
the connecting force batieen the student and the rocruiting
company.

Since 6ollego recrulting has become so intonsely com-

petitive, thore are many nalpractices in the ficld. The
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regional placerient assoclatlons, numbering eight, afford
businesses and college placement officinsls an opportunity
to dlscuss various problems ané to ocliminante nisconduct,
The associations also conduct swrveys of varilous types to
ald both college officials and recrulting companies in
their respective areas,

The thesis plan, Since the recruitment of college

students by businesses has becors so irmportent, more re-
search should be conducted in this field., The purposes of
this thesis aret to give some insight into policles and
practices in the recrultment ol college astudents by tho
present day business world, and to evaluate thease policloes
end practices in order that the futurc of collezec recrult-
rnent may be more fully understood., To asccomplish these
purposes, the content has been orgsnized to coveor thé
function of the college placemont officer, thc caupany

and 1ts recruiter, ond the several regional placoment
associations. Case studles, conducted by tho author, of
both an industrial and a retail firm's policies and prac-
tices, are used as illustrations of specific operations,
These concerns wore not selected as typlcal e:amples,

Thoy were selectod because they are actively using vhat
they consider the best techniques for recrulting college
greduntes, Throurh comparison of the two companiecs, in-
gight mav bo obteined as to what improvernients micht bo
rnade in collepe recruiting pollicics and practices, and

vhnat the future may held,
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This thesis 1s centerod arcund the objective of
collego recruitnent hilch is thoe gtudont, Obtaining his
services 13 the objoctive of my recruiting orgonizution,
and prorerly placins him 1s *he objective of tho placoniont
officer. Therefore, the student will be tho main focus
of discussion throughout this thesis,

Although rocrulitment of college iromen haz increcpsed
over tho past few yeoars, it has not jyot taken on propor-
tions of great sipnificanca, The recerultiient of rtoth rien
and 'orien 1s gonerally the gswme, 4in es nuch op policices and
rractices are concorned, For this reason, the muithor haos
not felt 1t necessary to discuss the tio sopurately,

The author would lika to thank M, Waverly Andorson
of Grcenaboro,iliorth Carolina and Zr, Theomas S, 3orry of
tho Univeoraslty of Richinmond for their help in wurliing tﬁis
thocis, Also, he wishaes to oxpresa his approciuatlon to
¥r, 7, 5, Endicott rnd to the two cncnymous ca=ntnics for
their donation of vital infomiation, ‘ithout sueii help
the writing of thigs puper would have boen Lmposaille.
Pinally, it 13 hoped that dboth the reader and tho guthor
w1ll be laft vi*h e broader and more conpdrsacnsive know-
ledre of preczcent day recrultine policles cnd practices on

collepe cerpusos,

Thormas C, Laggett
Rermond, Virsinina

Yay 1, 1957
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CHAPTER I
THZ COLLLGH PLACEMIHT OXFICER

At the elose of vorld Var II the business world was
net portiecularly interested In recrulbing students Crom
collegas, It follows that placement of students in busl-
ness by colleges was rarely an important phase of collega
activities, Seldon were speeclific poersons assipgned to tho
8ale task of placing studentz. The titls of placement
officer 41d not exist 1in most colleges and the placement
functlon was a casual one,

8ince 19149, however, industry hzs constantly cnlarged
its demands for college-trained men, As a reosult, the work
of the college placement officer gt most colleges has ine
ereosed in scopo and importance, The placement officer now
has many and varled rosponaibllitlos, Io must devote his
intercsts to the atudents, rot along wlith mewbers of the
faculty, and maintain working and personsl relationships
with representatives of camponles which reerult on the campus,
He muat caunsel the student and sdvise industrisl reprosen-
tatives, His work is affected by cxpending college onroll-
monts and industry!s acceleratod noed for well-trained men,
The higher the degree of these two factors, the moro worl is
demanded from him, It also follows that the greater the
number of flelds in whlch he must place studonts, tho mors
work i1s required of hin., In this respect the work of the

plocement officer inereases geometrically rather than arith-

netieally,
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"The primary funetion of college placoment work is to
help each new gradunte find work in a soclally useful occupa-
tion, Finnl responsibility for finding a job rests squarely
upen the student, HNevertheless, the Institutlon has a definite
responsibility to provide him with competont asaslstance and
guidance throurh appropriate placement netivities. A closely
related responaibility of the placement function is to serve
employors seeling quanlified students from tho institution,

Its effectiveness in this resvect will influence greatly its
efforts to help 1ts students., Through employer contaots, more-
over, the placement staff becomes an invaluable listening post
for the faculty and administration in revicwing tho effeata of
its training and in aporailsing the development of its studanbs."l

A, Vhat 1s Expected of the Placement Officer

There are woll-defined services desired from the placement
officer by the college president, faculty, students and alurmi,
The praesident would like to report to the Board of Trustees at
the Junc mesting that every member of the sonior class has obe
tnined a job, I, rlso, desires that harmuony exist between the
college and recrulting companies,

Faculty members judge the placemont director from at loast
two mngles, He iy their {riend when he relieves then of un-
wanted correspondence and contacts wilth employers, who request
them to recormend only their "best” students for employment,

Ho 13 their foe 1f he tries to channel all contacts through his

office, They are prone to hold the placement officer responsible

when eclazsos are cut for the purpose of visiting prospective

1
?, H, Kirkpatrick (Chalrmen), IHolpins Students Find Ene
ployment, American Council on LEducation Studlies, Serdies VI
o At Boamea Wemle  Hevamhern 12 10L6 . 12 4.
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enmployers, [Faculty membors expecet to be introdueced to re-
erulters and company ofieclels visiting tho canpus, and if
possible, provided Informal conferences with thew,

Students oxpect to find good jobs throush the placerment
officer, They would like opportunities to Jisruss various
Jeb of'fers and plenty of time to deeide on s job, When they
become alwrml, they still look to the placenent officer for
ecntinued asaistance. Alro, those who ars dissatiaflled with
thelr iJobs oxpect help in securing nov positions, OSuecessful
graduates desire to recelve questionnaives oceaslionelly,
either from the placonent offico or tiie Alumnl Secretary, aske
ing for informaticn so thuat they will have the oprortunity to
brag a 1ittle, IHaturally, this astrengthens the tilee with
dear old Alma Mator,

The recrulter melkes afditlonal ronuests of the plincement
officor, laturazlly, he aporecictes prompt replles to roquests
for reerulting dates, If' these dntes cannot be assimed, he
would like sugpeationcs regarding avallable days, so that he
can revise his travel schedule, It 13 nost Immportant to the
recruiter that no partiality be shown in his assignnent of
roons and interview dates, and that he bo flven comfortable
end private quarters in wilch to do the interviewinege, If
possible, he would llke to knouw in advence 1f more or fewer
intervicwers are nceded to take care of thoene he has to inter-
view, Requests are frequently expressed for facllitles to

administer selectlon tochnlques to studente; for exarple,
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teste ave sometlues used as a pre-crpleyment prosodure,

he ir prercsed for time, tie

recriiter would 1lile to foesl froe Lo leave tegts to be ade
2

nminiztered for him,
The acquisltlon of certaln Informatlon is usually
attonded to by the placemont officer, such as finding out

3

the number ol senlor students and thelr iﬂlﬁr of’ study,

»;}

acts concerning colleoge regulations that alfeet rocrulting

ceclred, For exasple, lmportant to the over all plan

G
Ca

e
are gsuch faetors as the time studentes mey mave vieits bo
plants and the muber of Interviews g studont mey have. In
addition, the ploccrunt offlecr Is ewpezcied to nrevide ob-
Jeetive informmmbion aboubt eceh man who 2igns up for on intere
view, with atreges unon strong and weak polnts and liniting
factorz, The reerulter ic intorested not only in students,
but alurml viho are geeking employment, =and Infeormntion con-
cerning those graduatos 1n appreciated, Il in anmious to
knoir, g3 well, how faculty members ond students feel about

the coapanyts recrulting procedure,

hero sre certain preliminary stepsz that propare the

wey Tor the vislt of the recrulter, Tis viaglt shisuld be »ub-

O
ta
¥
3
)
5
ie}
5]
o
=
(94
¢

lizcizoed go that interested atudonts 1 UE nelX ange.
to be present, lizny list thoir reoquircnonts in Job specifi.

cations so that if a student 4z not qualified he w111 not

2
. Y. Borins (Cha’lrman). feport of the Covrzittes on

43.

Bthiecs of Interviewinr Proceﬁurew, Journal of Ingincering
Iduention, 1949, 39 36L-367,




waste his tine, or that of the Interviowsr, Coupany litera-
ture 18 usunlly miado avallable to 2ll students who are In-
toreasted, This answers many cuestions ani ray save a grooh
ariount of time,
Studonta are rosuonuible in riny wiys Jor thu success
of the visit ot tho recruiter., Tney shiould reyort procptly
for interviows, Altiough the recrulter is wilililig to In-
terviow a few problem studonts, he does noit wvanv to spond
rmach tirme tallzdng to thore wio tuke Interviews rierel, to
£ain exrerlience, The rocrulter excecovs thul siuvdoents will
be counseled to consldor usevoral jobu opportunitl s tclore
aclcetin: thoso thiat offor thie toctl frar n caveopr point of
vicire YHe would 1ike to ol tihit ir oo student wecccepts lds
offer of a job, it is beeause he belioves tiaat, witer coa-
paring it with other:s, 1t 13 tiie bLeat olicer L6 Las recelved,
Cortaln courtesios ure nol alwuys oxpeoted, tut uhen rce-
celved, they avre ;reatly approclated, oLecrovarial scrvico
to arran;e for teclephone calls, telograis and travel reacrva-
tions 1a weolconed, o recruitor 1s also tharuifel Lf :chone
arranges transnortaticn ror ol at tne and of the duy or drives
him to the airport, Any oprortunivy wildcii ;o was had to icet
faculty nerbers is considered a voluavle adjunct to his visit,
nally, the recrultor looks forwsrd to the annual swtinry
and corzients on reecrulting trends welca sone collegoe plaocenont

oflicora prezare and disbribute., 1In turn, the coipuny
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roprosentative 1a In a position to roelrrocate by supnlying
follouw-up data on turnovar ant Industrial prorress of
eclless students wWho hiave hee hircd.B

It 15 sZncor2ly belliaves and honed that ro onc ~ollepe
recrulter oxpects ol of the above 2e~anda to be met in
evory casc, If thin wewe true, !t would necessitate the
addition of n oextra stalf to aininlister his needs, However,
ench recruiter has wishes peculiar to iiin individual vnrogran,
an? 1t 1s the doziras of the recrulters ss 2 "nole vhieh
have bren discussed heve,

5, Memands on the Plncenient Ofricer

Students, faculty, and employers demand full time or the

fficer, He s surrounded by pressures, His work

tive; he muxi scleet, troin, nn? motivate hic personnel). He
runt plan, orpenira, ond con‘rol placement activity et the
collaps This rnons he should be a roed interviewer, trainser,
and ebove all, & goed execcutive lender,

Tre placemcnt officer Lg ecnatantly onrlled on for inter-

»

viciing and tectlng technliaquoas, Jo i rerarded as an exnert

O

In tiero matters né an an cxort ¢ rmuat have definito in-
formintion ovallable, lore rcnd more conpanien are using tests

as an ald {h atudent selection, Tho rlacenent officer must

3

Dichard . Ukrbroels, The 7nle of the Collere rlecement
Cfficer, Personnel snd Guidance Journal, 3L:8, April, 1956,
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have the answers to all the problens of teasting Af he is to
be rospocted., This means that he rmet keep nbreast with all
seleoction methods,

Many industrialists are disturbed by the number of
graduatcs who leave their joba during the flrst year of em-
pléyment. In order to underatand the forces which result In
job dissatliafoction, 1t 1s desireble to exomine counselling
and zuidanea orograms on the esgmpuses, gt well ns the selecw
tion metheds and techniqueg used by employers in plecing and
swerviasing recently hired mon, It has beon gald that, "Three
out-of every ten gradustor will elther cuit or change tholr
Jobs within thelr first twelve rontha, The expense to tho
nationts employers: 336,610,000 for turmover, plus sn addl-
tlonnl 5106,515,000 to find and traln necessary reploacementa,”
The United States Rubber Company discovered that, "Sixty-one
of every 100yrecruits loat were lost during the flrst yeoar of
employment.") Robert N, MeMurry studied the records of 1,167
college trainces employed by 2IL7 cormanies ovor a thirteen
year period, JHe states that, "0 the 1,167 troinoes involved
in this atudy, L2 over eent (or 1190 trainnes) provgé’unsatiau

fretory and had left bofore the end of the year," The

b,
Report Card, Time, 1955, 65, 53.

Employment Stability of tho College Recruit, Maonsgeront
Record, National Industrinl €@onferonce Board, 1951’;, 16, 360.

Robavrt N, McMurry, Whnt Makes a Good College Trainee
vigg Chomical Companies?, Chemienl Industries, 1949, 6l,. 66~70;




plcture. s not completely darly, hwowever, an to turnover of
trainees; 86 per cent of Cornell cngincoring graduates eme
rloysd between 1947 ani 1951 remaincd with tholr first employers,
The Manufacturing lezartment of the Yrccter & Camble Company
has rotained 86 per cent of tlw collegoe graduntes 1t employed
durins the period 1950 - 1955,
The pleecerent oflicer's worlk &is Incrceased whon collegs
graduantes are improperly placed in tholr jfobz, The graduate
will probably roturn to the placement 6fficer and desire other
Jobz, The eompany may look wunfevorably toward that college
in future reerulting., Better progremzlng and eounscling is
neaded in collegzes; and, the »rosult thould be less turnover
if this 1s nccompllshed.
?lacemont offlcers are subjocted to anothor demand which
is of importones, This denand nay come fras studentas, faculiy,
employors, or in a survey form frowm varlous socurces. The
officors are nsked to supply onawers to manifold and sundry
quastlions auch ag the followling:
1., Yhich in bettier, preparationz for a business
careor, broad goneral training.or specialized
training? 7

2, "hat aro the advonbapres of greducte vord: vorsus
toking o job immediatoly after receiving the
bachalors degrees?

3. ‘haot are the relative rerlts of teaching versus
an irdustrial job?

How Long do College Reeruitz 8Stay in a Job? Manare-
moent Zeeord, Lintfonsl Induaztrial Conference Board, 1952, 1,

8
Richard S, Uhrbroeck, loc. clt,.

Sam——a——



L. How about a government job rather than one in

industry?
5. Yhat eve the salary trends in various occupa-
tions?

6, Should one work for a large oy o small
sommnaay?

7. TShovld one ochange Jjoba during the (irst few
yenrs of employment in order to brondon onels
flolar
An Interonting study has been mede on the question nume-
bered fovyr, vhether to select an industriasl or a govornment
Joh, The ntudy, oonducted by L, H, Hattory and C, ¥ Hersh,
Tound that one in twonty students was taking o job in iFederal
Brployrent,
Tho objectives of the questionnaire were:
1. To monsure the studentts degree of preforence

for Federal as compared uith Inducirinl em-
ployment,

S |

. Tn dizcover the extent to which studentst at-
titudes concerning ihe advantares and 4is-
advmmtaces of Fedoral nnd industrial employment
(derived frowm interviow and gusstionnsire corment
in tho nilot study) influence student job
dooigions,

3. To leeants the sources of Information concern-
ing employment which influence the studont as
he makes his jJob decelsion, rnd the relative
wvnlues that he assigns to these sources,

Ik, (a) To find the attitudes of faculty membors
ward the fuctore of enmployment iInfCluencing
studenta, (b) faculty members, sources of ine
fornation and {e¢) the relative values thoy
assipgn to theao rourcos,

5. To ocompare (a) studont and faculty atiitudes
and sources of information and (b) attitudes
of engineoring students with thnoso o scionce
and soclal sclence students,
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6, To determine the appropriate time when college
senlors male tholy final decisnion Lo accept
or rejoet aspeciiic employment opportunitics,

The survey was made in 1652 by the Anerican University
to determine attitudes of graduating soniors in engineering,
solenco, and social science, The purpose was to study the
reasong why graduates did or did not talks Federal Imploymont,
A questlomnalire was glven to menlors, faculty, and placermdnt
officers in visits to fivo colleges uné universitles, This
questionnaire was supplemented with Interviews in order Lo
cbtain background information and ovinions, PFlnal assosamont
of student attitudes was based only on response to the quoes-
‘tiomnaire, Although this study was basically one determining
whether Federal Employment was or was not desired by students,
it reveals tho wvast amount of work which 1s required by plece-
ment bfficars to answer qQuestions sueh as those stated pre-
vioualy,

Findings of the Study. It has been found that twenty-
five per cent of the college senlors were available for one
ployment ns late as April - May. This was probably due to
the fact that the majority of companies did not begin campus
recrulting until Harch of the ysnr atudied, The aetual re-
erulting perlod d4id not end until around the 15th of May,

Purtherrnore, seventy-eicsht per cent ol the students
surveyed chose industrial employnent and only 5.2 per cent
chose Federal, The prefercnce was cloarliy for industrial

exployrment, There were substantlal variations among the
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gstudents in the five ingtitutlcns studiled with resyrect to
their gselection of Indusirlial or Faderal enpnlojyuent, dAnmong
thage whe had dofinitely acceptcd erplogneont, approximstaly

5 per conb of tho eaglnesring aajors o ose redcrrl Jobs,

These differences in preforences gupgpest that Jederal apgonclos
are undor a substantial handigay in atiracting and roecruiting
college senfors from aomo ingtitutions ond fros sene nmajor
flelids,

Likewirve, only 13 pev cent of the senlors! attitude
georcs wore moro favorable to rYedercl thian to Industrisl ome
rloyront, Thelr attltudes toward Pedorad, 22 comprred with
Induztrisl oonloyment varled uiitl thelr eccilege aszjor, Jor
oxsmple, mwechanlenl ongineoars definitely favored Industry,
rnd coeinl selenen me jors favored edernl Employment,

fonlorz!? vrevious enpleyiient oxperlonces alfected thelr
attitudes toward tiweiy carcer cholec Thore 1o had 6xX-
perlonco in Industry were ruch ucrs fovorable to Industrial
erploynent, Those +ho had werlkad Jor whe governmont cuno
closo 0 belns neutr»al, Tharce +hie had woriced for both
favored industrial oarloyrient to o larger degrec.

hon one examines th sponece to inddvllual fternr, those

)

chiolean 7 teh ohudents seclected as moat favoreble townrd in-
dustrial or Toleral aloyment, provids a basis Tor analysing
the diffcrences in attitudes toweris theso tiro fleldn, The
ten gtatements uzon which senifors! res-ocnscs wers most favore

able tow.r? Industrinl ermlozmont in deereesing order weres

o
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1, Grenter pay for highor level positions.

2s Students with the highest ability nore
likely to enter industrial field.

3. Incrennsd incentive for emmloyee worlk,

ke Studonts moro inclined &n -sovrk for industry,
5. Improved remeral mnnage~wnt e(ficiendy.

6. Pny dovendont unon abllity,

7. XYroroved management efficiency in their
fiCJ.(.i‘

£, iicre @iployoe eflfort,
9, General profeanional developnent,
10, Competsnt Linediete superviscrs,
18 ten staterwonts uncon wnich aonifors! rosponsocs wvere
most favorable toward Fedoral employment, In decreasing
T ne, werel

1., Individunl works "under pressure” lcss
frequently.

2, Expericnce is a3 pood recomriondation for
future work in inustry,

3. Liberzl vecation policy 1s offored,

e Libersl sick-loave policles are provided,
5. Doneficlal retirement systaa is found,

O, Job security is evident,

Te Mero iz votuor oquipent for techniccl
worls,

8, Discrininetion againnt individuanln is
lese 1ikely,

5., There are rore aveilaeble cholces for
geopraphio loeantion of positlons,
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10, Thloymemt 1 more lilely ro be permanent,
Flnesnent of ficors, facully membera, md students
wore mora favorable towerd inductrial oumployment, Inter-
views .mrported the. above rinﬁings.g

C, Profescionnl Ralationshlips of tho Placenant 0f{4cer

Thore aire cartalin woys the plecoment olfficoer may ine
greane hia preatige on the eollegse cezipus In his sphere, 1o
may trke the leederghip of voeationnl puldance activitles on

35 enmvvas, Ha shionuld bo s nember of loeal and stste guid-
amee acsociations and grculd definitoly participate in rogicnal
placoment sssoci~tion potivitles.

The nlacerent officor msy cervo &5 panel chialirann of
dfzcussion prours, uzing businesas-on eas tho narticipmnts,
This san ac~omplish a varloty cof purposes. For exanaple, it
provides for digserninetion of informations In addition, it
pglvos the businonsman an oplortunity to urge the high school
gradunte to cantimue his educniion, Aalgo, the placenont
officer son tz2lk Lafore kirh sechool groups or possibly
arrange for "Crreer Day" proprans, Thoge woauld boe very help-
ful to students and mrent: and urobably would enlipst atudents
for tha aollere.

V' wory imhortant oy to Inerense the prestige of the

plrcemiznt officar 1a “or hin to nako studles and meoure

9 ‘

Pap exponded Mrcuacion, sess L, I, llattery nand 0, ¥,
Fersh, Attitudes of College Senlors Towerd rPederzl and In-
duatsiel Trmloviient, Selance 120: 12-1, July 2, 195k,
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raliable and valld informaiion on spucific problems, ilany
probloms of eollege hlacemont have yet to be tavpedy It is
an fdoal tocl Zor an aggregsive lepder io keep abreast of
1l fbvatfons in the Zield of pluceusnt,

Let us now look ou rome difficulties facling the place-
ment of flaer,. llany ol these liave olready bteen. pointed out
in this chaptor and +111 not bo rzltorated, Verheps one
of his myst nerplexing problensg ia that in wmoest instances
he cdosg nmot have the tino to do thoe job required .of him,
Aurthormore, he 35 over-losded with rouvtine which could be
nore econpmically nnd exzeditiously handlod 1 ho had an
ndoquate staff and Zunds at his command,

In ccrtein unucusl epros, the placement offlcer has
been mom to dletort sbatistics about salaries. in order to
mnlze a rood Imprencion on evecyone cancerned, and in order
poscibly to receive a lavgor selary ¢t hinself. In scue
o~7as the placement offloer hes beoon knowa to tell students
not to accept snlarles below o cortain swn solely for his
ovm porgonsl galn, These prestioes ere neither falr to the
atudent, college, nor the company. e aleco ight show
favoritians torard some companics, windleh 1z o quostlonable
practice,

Ths plaeerient oiflcer 15 nsked to provide increased
servicas to students and prospectivo: employers at a time
vhen prices aro vising. It is estimated theb the job placo-

ment of 100 se-iors codts a college (10,000 for the lot.
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The timo may come, in tho near future possibly, whon the
question will be raised whether placeniont unds which are
vpropriated are for genuine oducattonnl purposcs, Forward
loolting placemont ofricers, who begin asaemhl ing cost
figures, nay be prepaved to meot tnis fssue ir it uriaea.lo
In conclusion, let usgs cornaidor apain jJjust what placo-

mont 1s, " In terms of the student, it is the procedure of
helping the student find his proper place in the werk of
the world, of securing that position or opportunity where
he will have the chance tc exercise the abilitles wnich he
has doveloped, of growing professionqlly, and or discovering
his moximum reward in terms of money and satiafaction,

The rosponsibilitics of the college to the vtudont ure:

1, To educato tho rtudent on the broadest
culturnl basia,

2. To exmose the student to the fullest know-
ledge of the power nnd privilege of domooracy
in contrast to their preconceived ideologles,

3, To ecaunsel tha student wisely in his choice
end proparation for a vooation,

L. To frciliteato the placoment of the student
in his choson oooupation, "

Thore rhould be the objnctives the placement officer
11
strives to rench,

10
Richard 8, Thrdrocl, loec, cit,
11
-Robert J, Canninrc, If I ‘fore a Plecenent Director,
Journnl &f Collera Plasccrient, 16:8l, Karoh, 1956,




CHAPTER 1I

THE COMPANY AND THE RECRUITER

There 1s more demand for college graduates now than
ever before, Tnis places the graduate in a position he has
never before held, and industry in one which it hopes it
will never have to contend with asgain, When our World War
II babies come of age, the situation eould possibly be re-
versed, but at present the college graduste is in a favored
positicn, Why is this so? Vhy doos Iindustry want college
graduates? How can Industry judge what a green college
groduste can do? The answersto these and other questions
willl be attempted In this chapter,

Compaonies, in general, fall into one of four types with
regpect to the recrulting of college gradustes,

1, Large nztional concerns which have highly

' organized recruliting progrems, Those firms
heve many approaches thoy use such as:

a. Advertising.

b. Visiting cempuses.

¢, Openinga for Veterans.

d, Centralization of their roecruit-
ment progran for all for-flung
plents in ownershin.

e, Provislon for spenkers to sampuses,

2, Middle size firms vhich do not have a great

many vacancles., Mainly & spur of the mo-

ment type of oporation, They do meko visits
to the campus regularly though,.
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3. Small coneerns which never visit the campus
but try to keep in touch,

he Firms which_ do no type of college reerulting
whatasoever, ’

A, Employment of the College Graduate

As rocently as 1948 college recruitmont waz a ¢asual
affair for most businecsses, A compeny officlal might drop
in on his Alma Mater ‘to look over a few poople, Very seoldom
did ho feel a noed for informing the college of his arrival,
Rarsly were bool:lets sont out about his company snd intere
views seldom followed any definite pattern,

Rapid strides have boen made in the past eipht years,
however, They may ba stated as follows:

1. Compnnies have defined their objectives,

2, They have organigzed their pranctlces,

3. They have prepared desecriptive booklets
and other recrultment aids,

he They have appointed specislists to visit
tho colleges on a systematle besls, to
interview seniors, to perform a thorough
serecning job, and to make thelr recom-
mendationa for employment,

S5, Tney have developed work-study ond sumner
employrent plens for college students,

6., They have sharply inoreased their salery
offerings.

7. They have expanded end strengthened their
training prograns for eollege recruits
and opened thefr courses to selected em-
ployees who did not attend college.

8. They have conducted research to improve
thelir practices and the results obtained,

e

1
Thomas 8, Berry, Director of Flacement, University of
Richmond, Richmond, Virginia, personal interview,
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Host compznies now feel that the college eampus 1s the
best source for future exeocutives, They have found thnat the
average college sonlor has proved by his survival that he
has superior intellectual eapacitles. Somecne admitted hin,
and he has finished prior years satinfamotorily. he student
18 gt an age by this tlme to bapgin worl, snd many companiecs
foel thnt 1t is easier to train inex:eriencod men who have
ability rather than to retrain peonle who have haed provious
employment., HNearly all companies are looking generally
for the acme thing and that is potentisl ability. They
feel thet the best potential will be found on the campus
of a college, The larger the company, tho roro interested
it is in collepe graduates and the more campuses it vigits,
We mny safely sany that interest in colloge trained men varies
directly with company 3150.2

Recruiting the collere graduste, We have seen why com-

panies desire college~trained men, so lot us procced to the
petual receruiiment of them, Thero iz z need for c¢lose working
relationships between the interviewer and the college. The
beneficial effect will be that the collegs comes to know a
great denl about the company; and, in turn, the company

comens to know a great deal about the ecollege, Doetter re-
sults can be obtained if the recruiter visits the cempus
regularly, regardless of hlz company'!s needs., Hore coopora-.

tion and better understanding are tho consequences of such

2
Sterhen Habbe, Mmploymont of the College Graducnte,
Haticnal Industrial Conforence Board, Studies in Porsonnel

Policy No, 152, 1956
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a practice,

There seoms to be a docided trend for extending the re-
eruiting reriod, HMHeony companies nre already recruiting
aromsd the enlendar, Compotition is forecing thls, ond soms
companies push thoir recruiting snchedules ahead considorably.
Today 28 per cent of all compenies recruit seven months of
the year or longer, and approximstely 11 per cent reeruit
around the ealendar.

Few recrulters arrive on the campus enpty handed, They
bring with them a variety of information such as booklets
and pamphlets. Ordinarily they promote thelr srrival to
the campus wlth posters and verlous other advertising methoda,
The company sends booklebs to placenment olflcers and expects
thene nmnterials to be plseced in gsnproprizte surreundings
where they will be read. The compsny also desires that
placoment officers Iinform students of the recrulter'ts visit,

There haa been an increased interest in gecuring the
l3boral arts studont over tho past few yoars, Probably the
nain reason for this 4s the extreme shortage of teohnical
porsonnel, The srlary demnnds of the liberal arts graduate
are usually lower and, furthermore, the companies have found
that he w111 it into their orgenization,

When the interviewer gits douwn to toallt with a collego

Senior, sach should know what he wants and a good deal aboub.

winnt the othoar has to offer, The intervicwer chould know

3
Tbid,
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the number anc rhnt kindsof studentsiae 1ls looking for,

He shald also know vhat types of baclkpgrounds and training
he desires of the interviewees, and ghould dofinitoly have
full information about the company in order to pnowor
quostions the inteorviewce migsht aszlt, Tho college zenior
gshould know the compnny, whero it 1s located, and 1tas
products. 1o gshould hnve a gonepr:l idea of the type of
Job he wants,

Seloetinge the collego graduate, rreselection of

poasiblo employees 1a of groving importance in the collego
rocrulting program and the college ¢an do mueh to help
conpanles presclect those they intervicw, It saves both time
and costa sirlch nre very Important to moat firns, liot 211
conmpaniecs want the gamo type of rerson. 3Some want top
acadenle studenta, and others prefor students with out=-
st~nding personalitios,., F[or Inst nee, the company looking
for sales trainces 1s not as interested in the grades of
the proapscets as it 13 in tho degree to which they can got
slong with people,

The student, too, can benefit from preselection, Iio
rnay learn samething about the caipany mnd the jobs Wwhich
they offer., He may also size himself up ac to uhether he
has the necozsary qualificatlions ror a spocific job. If
he does not want a job with a perticul-r cupany, he probably

will not rek for an interview,
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The receruilter may desire ito have a group interview
with all intererted studeonts before having indlvidual in-
terviews, This mry eliminate disinterezted students and
mdrht attract studenta who have net ppéviaisly signed up
for an interview, The group Iinterview also has the advone
tares of giving everyono a genoral idea about the company
and saving time vhen individual interviews are holid,

After completing the group Intorview, individusl in-
terviows usunlly begin, There are varlous types of inter-
viewing techniques as follows:

1., Faect-finding - securec information about interviewee,...

Th@rggeutic - attenmpt to reorientate the ine
dividual or change him,

2. OStratogle: « try to get information the ine
terviowee is hiding ...

or
Cooporative « have an equal relatlionship,
3. Dircocted - interview is planncd ...
or

lion~directed «~ interview 4s unier conirol of
tho interviceveo,

The most frequently used teechniques are fact-Cinding,
cooperative, and directod,

Some companies use multiple interviewlinpg of candidetoes,
This typéxlnterview is a gituation where two or more inter-
viewsers converse with n eingle crnndidate at the samo time.
The maln reacon for inis iz thet one interviewer may onswer

toechnical questions about a gpecifiec jol; whorsas, the
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other has a gener-l knowledge of the company, Another ad-
vantago 1= thoe ponsibillty of giving 2 solary offer to the
interviowvee.

Wwhat does the roecrultoer talte into ecnueideration when
appraising an Interviewce? Tho lLptlonzal Industrial Conference
Board, a3 a result of its survey, hns ranked tixose connidera-
tions in their ordor o7 importanco as Tollowst

l, Impression candldante makes durlng interview,

2. !l1s pergonal hlstory and baelzground,

3. Hia gralos,

L. I1s extracurricular activitios,

5. !is employmant exzaricnce,

6. :1s orinlon of college sutioritics,

T. :Ids psyshological test scorea.

In regard to personal choracteristices, interviowers, it
socns, profor character, ability, snd personality above all
tho rout.s

After the intorview on the cemus, the gtudent ordinarily
has intervicws on the compwmy!s homo ground, 7This follows, of
course, 4 thie eompuny in 3till interested in him, Otherwlge,
thelir relationchip nny coase alfter the initlael Interviow,
‘hen tho cankiidate arrives ot tho company, he ia usually

interviewod hy a mmber of pcople, and then one porson will

L
Ibid,
5
Je L, lichaclcon, "The Xind of Han Vanted,” Journal of
College ilacerkent, 1:53, March, 1954,
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evaluate the findings of cach Interviewor, He will teke the
responsibility of declding whether to accopt or reject the
vrogpective candidate. Along with interviews the student
moy take teats ond £111 out an anplication blank,

Hanhy comnanies have swmer-employment plans for students
other then seniors, Some flrms employ studonts out of rdgh
school on their su:?mer—emploment plan gnd send thom to
college, Others recrmuit junlore in college, for exarple,
end pive them swmer employment, Thisz eids the student in
- meeting ecollepge expenses, and also gives him some experieonce
and o chance to got acqualnted with the company, These pro-
cedures are beneficinl to the company becouse it oan then
Judge the sgtudont properly and determine his possibilitloesn,
Then, too, sumner~employment plans have thelr goodwill as-
pects. The student probably will spread a favorable inm-
pronsion of the ccmgzmy to others wvhen he returns to the
campus in the fall,

lhen the college graduate arrives at his new Job, he
nay bo assigned to a position in a 2imiloer manner to any
other now erployee, or he rif it be jiven a periled of special
training prior to his gssignent. lost cormpoinies f@el that
the veoruit needs to be indoctrinated and trained befere
being given a apecific job., This approach hes the advantage

of not »lacing the recruit haphazardly and also glving the

6 ,
Surmor Imployment Programs, Journal of College Plade-
ment, 16:69-78, Harch, 1956,
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company 2 shance to zo6 what possibilitiea the reeruit
PoOSsesses ,

B. Salaries and Recruiting Costs

A review of salary sosts Lor the past five yoars shouws
clenrly that starting salavies have incroased over 3100 a
worth for that peried of time. In 1931 the average starting
salary was betwesn 2300 and 3325 a month for technical por-
somnel, Tt has increased to a ranpe of MISH3S in 1956,
A the asme iime, reorulter after recrulier overy year has
stated that his company is net ineressing salary offers that
particular year, Yot by Hareh, many companies had increased
tholr salepriss Crom five to ten per cont! vWhy? There are
two important factors whiah haye influenced this steady
growtli, The first s denand. The second refleets the anmual
incresses which labor unions have besn able to obtain and
uhileh are projected to the siarting salsylesn of sollege
graduntes,

Starting selury wisens are in line with lobor salery rises

_ps Par as thedy percentege increase iz concovned, Thorefore,
with-rlsing snlaries in businoss, we can expoest the eollege
graduatota salary to rise also, There 1z no doubt that
galarics havo inorensed tremendouszly over the poot ton
yﬁar3? The trend gecma to be that they will continue to

riso,
It follows Yhai recrultment cosis havs rison correse

pondingly, Companles are spending more time on recrulting
.“-—7*

. Everett A, Tesl, What Are ¥ou Golng to Pay, Journal of
Collepe Flacement, 17:7, Oetober, 1956,
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than ever before; and, more timé memns more ronoy, Eznct
filgures ore hard to cbtein on recrultumcnt coats because
companies do not oares to divulge such informetion, It ia
estimated, howevsr, thot pverage costs jer recruit are nomoe
. 74
where botwsen $300 and 2300,  Theve shpll b+ more dincuusion
on salaries asnd peeruiting costy Inter In this ehanter, wnon
a survey of tho trendes in employment iz recented,
C. Malpractice:
uothing hurtsa eollege recrulting progran wore than
irresponsibilicvy and misvenresountation on the part of boih
recrulters or compnnies, Irresponaibility may exist with
respect to pocopted praotices of reeruiting ethicz, DSome
exemples are oo followst
1, Moking unreasonsblo reguscts of the placement
officer, such ss requosts for interviews with
only the top three men in a8 ¢lass, or reguest-
ing thoe Dean to make offers of cmploynent to
the engineering schodlfs entire gradusting
clnss without Intorviewing or contaoting eny
of ite members,
2, Yot respecting the confidence of the collage,
perticularly on confidentisl information it
ray give tho compony.
3. ‘Intentionnlly clrcumventing the collegels es-
tnblished placement office, practices and
srossdures,

L. Proselyting college facvlty vhen the aporosch
ia not initiated by the faculty romber,

Kisvrepregenting the fnots about a cartaln
business,-ny toke the form of overstating
1ts opnortunities, training, sdvancement
possibilities, future earnings, or travel
requirerents,

n
»

I trrpagonalbility andt misreprosentntion continue to
exlst, these undedirsble consequoncos dooner or lnter will

develop?

‘A
110,
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A growing laeck ol respect resulting in a
complote loss of confidence,

A companyls lack of conslideration or ine
tegrity. generally will rosult in little or
no cooperation on the part of a worthwhile
college,

Misropresentation and questionable tactles
will result in disillusionment and excessive
employee turnover, Such conditions contri-
bute substantially to a company's poor repu-
tation as o place to work, aus a {irm with
whrich to do business,, as a company fran which
to buy products, or as an oranni?atiog in
which personal monay.may be invested,

o have zeon whiat +111 heppen Af o firm'a recrulting

poliecies and wractices are not ethical, Now let uec look at

some of the principles of a sound recruiting program. The

following practices are ponerally accepteble:

Company reocruiting objectives and policies
shoula be formulated on: a long-range baols

To be effective, the reoeruiting function

Centralized responsibility, along with
corresvending au*hority to act, are vitael
if the company!s efl{ort is to earn the ros~
pect and cooperation of eollegs officials,

Asnirmments ruat be mede to thesze jobs of

people who will appenl to and command ro-

apect of young men; poonle who have a

thorough knowledge of the company, who have

the abllity to #ell its merits honectly and
sincerely, end wno believe. in want they rep~
rogsent. “ithout sincerity, loyalty, and
ablility, thelr offorts will be superflcial,
thoir work ineffective the caliber of its'

L

with full management suncort,
2.

must be organized properly,
3.
ha
8

J. B, 8mith, College d@cruitin&, Journal of Collere

Flagement, 17:1lL, October, 1956,




personnel mediocrs, end their coapany
w11l have 1ittle respect In the syen

of the many people whom they will not
erploy, but who may be future customeras,
suppliers, owners, or menbers of tho-
publle, :

5. ALl slements of the recrulting program
should reflect: the dorporate personalliy
of the husiness,

6, It rust resrect the vrocedures and organie
zation eatablished by the collegos with
which the ecompany chooses to work.

7. The reerviting »roppram should be consis-
tent with s code of ethilcs,Y

A sound: college reorulting program 18 esaential to
obtaln and hold the employees a company rust have to assure
its future succasses, If a firm cannot attract those people,
then it has no foundation on which to bulld good publie
relations, Sound college recruitment will nob only aid, it
will determine the kind of publie and personnel relations a
company will have.lg

D. The'nilitary Froblem

Militsary service 1s a problem of great imporiance and
there 1s 1ittle the student or company cen do to chanee it,
Hearly every student i1s faced with military service at one
time or another,

Ir the student has to go into service when graduating

froi college, he should still potively seek employmant

e

Author!s note:  Tals will be considered mpre adequately
in the next cheapter,
10
J. E. Smith, Op., Cit., p. 100,
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interviews., He has a fncility available to him through
the college placement office which hs probably will nover
hgve again, While in nilitary service, ho can think over
his job onportunitios and probably hnve interviews await-
ing him when he is releascd from sgetive duty, Tho im-
proved moturity he brings bnck Trom service will be to-
his sdvontage, If the ntudent makes contnets vhile in
8chool, he 1s more apt tp have them whon he roturns fronm.
the military,

As for corpanien, they: sare lookinp more and more to
the Armed Forces ns a source for futuro oxecutive manpower.
Most companies reanlize that the recruit han to spend at
least two yearas of his 1life in service, !lany cocmpanies
hire recruits before thoy enter service, While they are
on active duty, some firms mey raise their salarics as if
they were on the Jjob, ‘hen the recruits return, they often
make rore money than they did when they left,

If the compony doesntt hire the recruit before cnter-
ing service, ‘iT° w!ll possidbly look hin up when he is re-
lersed, A few yonra aro rany compenios would not consider
nen who had not fulfrilled thoeir military oblipations, You
the rieture har ohanred;, hovever, and eompaniec renlize
that the Arried Forees ir 2 goold {rainirrs ground, The nio-
ture may reverse, btut for the next few veanrs it snems
cortnin that militnry service will not hinder grontl: the

college graduatels chancoea of obtaining 2 Job, It 18 well
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to remesber that the graduabe 1s in o sellertc marked ab
present,. This 43 probably the primary reasen for aoinany
attitudes as thoy ero today towsrd milltary oblignaticns,

. Test Versua Interview

quchsleglcwl tests are not gensrally vsold an oo~
puzos in college ”ec“uit;ng. Taere are neny Lrctors uhich
1imit the use of theme To nase a feu, tho Interviewar
dozs not hnve time always to adominlster thom. Likewlsso,
the adninlstering of iraining programs .ofton Intsyferen
with eallege studios, Jor sehodules aro co "ight” thab
there in not enough time availeble as fnr as the collepe
i3 concerned. A good candidate who has o lot of jJob offors
ney not ses a neod Lo tako tosts and will bo lost to the
COoMpnny,.

There 18 cvidenes that the intorview ls the wealost
zelectlion technlique of thoge in use. ‘hy then Jdo tho
majority of componles use tho interview on owuruses vather
thon textay 00 course, the sbove reccons hnove rueh to do
with it, dul there oro othors, Dolorc proceeding, thore
are threo naln typos ol psycheologlerl tents: 2blllty, ine

tereat, snd parsonsliiy. The hepdest type to sdministor

R - » Y, . Er™ . . - ~ 3 ;
and Judpe i the Jevgonullity tesd, snd this fret cheuld be

e

Tho intervicwor has ot his disposal certain objective
data sueh as grade rocords, scholastic antitude and nersone
ality test soorosn, amount of tralining, prot euploynent

exporionces and tho 1like,
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Pros this the Intervliower and the coupeany con secure a.

Lulnrly acowrabte ldew of tlw.piudent's gbilities znld

It 1s an aceeptod fect that nergonality tests are

not ozoeptlonnlly velld or reliablc, lerasonalily lo

vgually for mopo lupordant than intel genee‘ar‘aptitﬁdo
In the overall pleturs of colloge slacenont, In all
collops rlacemend, we ore deelling it she Intanglblos
wileh o o nelio up a tobal porsonnlity,

Tt gormg nizab componles Mool that tho Znierdloser con
ba a bobter fulge of _ersonaliiy than the test,  Hoverthes
lerg, Interviering can Lo lwproved In order te cbicldn a
groater degree ol reliablility end volidity by

1. GSeleetling betoior interviouers.

2, Improving toclhwiques and tralning ol
interviewers,

3¢ Deoeiding in advance the charactorlstios of
the interviewses whleh nye to be eprralsed,

., Dolfining cach gharacteristic,

Setting up rabtlng prosodurs T

W
»

O

-

?zcikin" In alvance Low to obtain Inlorastlon,

And finally, oiving unawblguons gbatemonts
of appralsal,

-
-

If and when vorsonalily becomes leasg difficult to tast,
companies may change from *ntorviow;ng to tosting as

1T
G, H, Estabrooks, Test or Intervicw, Journal of College

?1:1*3 31;6331‘6, 1)6;;.&.’ La,;, 19;5,




32

primary source of information in evanluating the reerult,
Lven 1f this happons, the author fcsls thero uill'aiwayu
be an Interviewer on the collegc compus, ant until it
happens, teoting teciiniquoes shall vonaln subordlinate to
the intervies,

s Surroestions from Placomont Officers to Intorvicwers

o hinve gseen in the aravious chapter what rebruitors

expect of the rlaecement ofTicer, Althou-h thecne éxvocta-
tiong arc reansonnbly justificd, tho rocrulter 2a not above
reprooch, In n survey conduceted by Potroleum Hefiner, tre
folloving ranking was surgented by forty-rive ecollepge place-
ment directora for the useo of intcrviawers:

1, ™ell 4in ndvence or camnua vigit, provide the
College Placereont Bureau vith definite infor-
nation concerning:

n. Plens for visit and time of arrivnl,
b, Canpus schodule,

c., Nvmber and type of praduantes wented,
d, Corinl-te doserintion of jnb oreninrs
including tyHo of worl, loecation,

galary «nd adveneasent ponsibllitien,

e, Plang for Caculity conferciicesn,

f. lanmtor rn! nnmas of ropresentativos
wvho will visit campus,

. Handling of nialication forns in ade
vanco of arvival, iTicze points were
mentioned by 20 of tne L5).

2. Hoke all arrangements for ocampus visits at lcast
onc monthi In advance, (21 mentions).
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9.

11,

Notify student promptly on desisicn, Jdond
2uilicates of corresvondence to the Plange-
mont Pureau, (21 riontions),

Provide woll qualifled interviewers wnos
2, Fnouw and like tholr rork,

b, Fave ™11 unlderctandin:- of collerg.ace
prople,

c. Aroc woll-informivd about job oponings.

d, Are faalliar :ith all phnses of tholr

s~rinany fa oneration:s,

. Pnsie hor to conduct Interviows, (17
montiona).

At leazt tro weolts In advince of vialt, sond
Trnetnrnl comnmr liSerature and hyachuras in
quantities that meot the situation, ot as
moiarous and veolumincus as o regquiroe an oxe
coaaive arownt of sypace for dimplay, and
roatin~ ti=e on the nart of the student, (12
xontions),

Organize progran with one contral offico for
entira cenminy and suesldiarien, rethep than
on donartmontal or intor-coapany basis. (12
mantions).

Into~viewera arrive on tino and rtay astriotly
within tiheir scncdule wilh no last minute
egannger, (10 montions),

NenAucd 211 businesn n q direcet canzmar hoth
wisn the Plecement Zurenu znd the students
157 o unctiierl tacticn, (3 mentionn),

Yoor In =ind thaet prcooszfNul reeuiting 18 ale
rost alenya tlod iIn Wit goné feeculty rola-
tirn'ﬁipﬂ. focn In cevroonrl eomdect vith
Ilace~ant oraaus ard enllicso deartioontsa
durtnp the off zoaron, (I arnticns).

*oter Intarvieun, return to the (l-eorent
Crrlce fer 61~ruv"*cn of e~ncldatog befor
loaving. (4 meitions).

t neo)- ?2~cr ent Dreetsra to rmolte do-
ona on candidetes,
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12. Understand the limltations of placoment
facilitics and do not ask the lmposslble,

13. Arrange for ctudents to uake plant vinits
during clacc bresalis und hollidays,

1, Arpanpe exmous rocmiting procran for June
soniors and Interview betweecn Seuruury and
»11.

15. Collere intorviowor: thonldé famtlinrize
themeselvea with degroses oliored by any
"1v0n 5730“1 holore writing for intervicw

rrangenents.

‘16, Interviewers should glve sufrlicient weipht
Lo porbltive wvorl ant extracurrleoular ac-
tivitios wirlch ndght have a tendeney to
lover (rrde volnt nversraoa,

17. Courteny gshould he o wom to she Taverago'
candidate as well as’ the outrtnnaing ono,
e shisnld uloo be pliven the acimoe L7 e of
interviewr,

18. The 1deal interviewing group consists of
 one teehnical mian and conce versonncl non,

19, T2 collepe Interviercr prorpam should be
cxible enomgh to flt into eny campus
situanticn,
20, Intervicwers rhould be thorpovchly convor-
grmt with comany sr'rangements witn the
Tlacenent Muronu, 12

G. Trcrds in Tr2loyment

Por

~

inne the best o'nile curvey In G £ield of college

plagoment L2 thoet eordueted Ly i, Tran't 3, Indicott, Director

cr

14led

O
I

- b | PR A - | L., . .
of Plrgeoment nt Uorthiesinern UTniveratty,. Tt is

pends {n the Tanlogment of 8ollege and Universliy Oraduates

12
Don- E, Lamdart, The Comsaon Ground, Journal of College
Flacement, 17: No« 1, p. 19, o
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in Busineos and Industry," This sub-chaptor ahall te davoted

to 1t and a comparison 1ill be mode from 195h through 1957,

Thig 4g 2 survey of policy and wractice in the enuployment of

college ond university graduntes in buniness and industry,
The study 13 published arvwmally in the Journal of

Collero Plucement and hias béen conducted ior eleven years, The

reports covered in this-s§b~chapter<uere‘3acureﬁ‘rrom the
originntor of the =urvey. 3

Two matters w111l te covered by tHe author: trends in
ormloyment and trends in salarios, This is by no means the

acope of the ontire survey,
Seurcen of Doba

The revsorting companicg are as JTollowsg:
1957 19:30 1955 125[&

Lirht Vanufacturing 32 25 30 Lo
Banlting, Insurance snd
Investment 26 21 20 25
Food Manufacturing and
Procoasing 19 21 19 21
Machinory ond Heavy Egulpment 17 15 15 19
Drugs, Chenlenls, sand ledienl
Supplies 17 12 10 16
Utilitien 1y 10 9 10
Automobiles snd Alreraflt p2 1 10 7 10
011 12 7 6 10
Steel snd Other Hetals g 7 & g
Public Accounting 6 7 5 9
Retail Store - Mail Ordor 6 G 5 8
Papep 4 6 3 7
Builﬂinp Haterinls I 6 3 6
Tortiles - Aypvovrel - Shoes 1 £ 3 6
T{res and Rubber 3 3 2 5
Carriers 3 2 2 5
All Othors T I 7 10
560 16 192 216

13
Fpank 3,indleott, frends in the Fmployment of Collepe
and University Oraduates In Lusiness and Incustry, 1957,

1986, 1955, 1954,
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From the chart on the next page, the followlng data

may be gecured:

Parcontage Increacse of Predictichs "or Coming Yenrs
Oveyr Actunl Imoplowient for snai Yeap

1957 1956 1959 195)
Total - Englnecering,
Chemistry, ond . ) .
Physics up 354 up h7.25 up 18.8% up 8,69
Total - All other B L
flelds up 307 uwp 15.5% wup 2.27 uwp 1.0%

Grand Total up 32% up 29.9% up 9,15 wp L.h¥%
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RAGE STARTIEG SALARTIES FOR COLLEGE MER.

Predicted Actual Predicted Adetunl

~1957

Fnginsering 33 25 £39) 5371
Accownting 389 - 372 352 339
Sales 383 370 358 339
Génow 1 Busines% S e "
Trainees 382 363 3.8 337
Other Fields | g 39 “37& 362

Average Starting
~8alary in All-

Fields o1 303 366 349
Trends.  In 195l and 1955, there wns a tondency for
business concerns to "level off" in the number of non-
technical men to be employed from college and university
gradusting classes, In 1956 and 1957, this trend was re-
vorsed, and 1t seema thet in 1958 there will be an even

greater need for non-toehnienl mon, The need for tech-

nical men has Inereased through gll four yenrs,
Starting*salarieﬁ continue to rise and 2hay will
probebly reach-en all-time hlzh this year, It has glready
boen noted that cermpanies usually raise thelr salariesn
sbove thelr predictiocns for the year, In 19%6, actual
selories were above those prediected in évery field, From
these datn we cnn forecant that salarlen will increase

from 2 to 5 per cent over the 1957 predicted salaries.

1656 1956 . 1955

TR a e
Sl e oayp
‘,1?3g? iﬁ§é5}£ ;7;3155" 
AT g g
@ o3 oqe
o **’”77;3ﬁ5ff  §55éé' .

M 336

323
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It 1s Interesting to note Liat the prodloted average
stertine salary for all fields of over €400 per month
15 about twlee the starting rate ten to twelve years ago,

An intérestinﬁ finding in +the 19546 revort rs theo
fret thnt 87 ror cent of tho college graduates hired five
years aro wore otill amninyaﬁ or in militesry service,
nand thet nearly 80 por cont of those who left for military
serviece were exrected to return to the eomany. 0f
spacial interest waz tho fnet that through nmore careiul
selection and a wellaplanned training program, sore of
thosne lossez mizht have been reduced,

In the current study, Information wus obtalned re-
garding the everage earnings of mon hired three yoars,
five yenrs, soven year:s, and ten yesrs aio., It was found
that, on the average, the nen in non-engincering flelds have
sonewhat higher carnings after ten years then do the en-~
gineersg, It shmld bo remembered thst, albter the [irst
years of tralining, thoze ren progress on nerlt, and thet
some move f{oruwsyd more ropidly than others. It scoms
13kely ﬁhat inereasod adminlstrative responsibility ac-
counts for some of ths higher salarlies in non~technieal
fields, Fxecopt for the third year engineers, highest

average earnings were In tho field of sales.
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Let us keep in mind that collegs recrulting in becoming
e somewhet large and impersonal business. There are many
malpractices in the field which could be eliminsted if o

proper code of ethlcg could be formulated and establicshed,




CHAPTER III
THE REGIOHAL PLACEMENT ASSOCIATTIONS

There are eight regional placement associations in
the United States and Crnada. They are as follows:
1, Eastern College Porsonnol Officers.

2. Middle Atlantie Placement Officers
Association.

3. Midwest College Flacement Associ&tion.

I Rocky Mountanin Agsoclation of College
Placement Officersn.

S. Southern College'Placément Officors
Asasceliation,

6. Southwest Placenent Agsoclation.

7. University Counselinp and Placement
Associntion. (Canada)

8. Western College Placement Associntion.
The ‘one cormon baaic/abjectiva of these assoclations
1a"to establish and maintain a gervice that 1s desicned to

be of maximum benefit to the student In aszisting him in

the realization of his carecr objectivos, through the
maximut utilization of his native abilitles and acquired
sk311s, both voeationally end in terms of soclal useful-
nesa, "

One of the factors which makes the reglional ansoela-
tion 30 important is that it i1s a meeting place for

placement officers and companies, It 1s a place In which

1
Our Ethies, A qurnal rorum, Journal of College

Placement, 17:10 December, 1956,
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problems of each ¢an be discussed openly, snd which
affords an opportunity {for tolution of these problems,
The  author fecels that these are the primary reasons for
its exigtonce  and growth,

The reglonal assoclations have done much to amid
both the industry and the college, They are constantly
conductiﬁg studies ond surveys of various kinds, For
example, ono associaﬁion’is attempting to deelde on proper
recrulting mothods snd prectices, The results of such a
study will probably bring about more cooperation betwoen
the eollege and the company., FFrom such a study friction
will be more than llkely lessened between the two, and
problems of each may be solved becnuse of 1it,

Porhaps the most actlive regional associntion is the
Midwent College Plpcement Assoclation, Every year it
publishes a recrulting survey which will be discussed
later in this chapter, The members of this assoclation
are also very aotive 1n oconducting a variety of studies,
Mr, Frank S,Endicott of Northwestern University, current
proesident of the associntion, has made invaluable con-
tributions to the fleld, His annual survey of "Trends
in the Employment of College and Universaity Graduates in
Business and Industry," whieh: he has conducted for the
past ten years, is a striking oxample of his untiring

efforts,
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Cne
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Code of Ethics

of tho most recent activities of the Collego

Plncemont Associations took place in December of 1956,

A code of ethics was rocorrmendoed for adoption by them

for ermployors, recruiters, and universlity plocement

off{ces, The precommended Code of Ethlcs 1s stated as
2
follows:
"l. The drawing up in elear, concise, and under

2.

3e

e

Se

standable torms of the basiec princinles
under which it 1s consldored desirable that
campus rooruiting activities be conducted,
yot in broad enough torns to allow for
necessary individual variations,

The delincation of the common practices and
techniques which orderliness in a rapidly
rmashrooning operation, as well as common
courtesy, dictatos as dosirable,

The definition of torms used, in as clear

a fashion as the intricacles of semantics

will permit, in order to oliminate at the

outsot the maxirmm possible number of mis-
understandings,

Accoptance by the college rlacement of fice
of the responsibllity to ace that each
student registering for vnlacoment purposes
is given a copy of the rules, particularly
thoso parts of the nrinciples and practices
that pertain to himg and, that departures
from deslirgble practice are promptly called
to hilg attention, and proper action taken
where nececsary, witnin the limits that such
nction may be taken on Individual campuses,

Accoptance by the college of the responsibility
for sesing that: :

a, Each rocruiter 1s given a copy of the
principles and vractices arrived at,
at the timo he makes hls dante to visit
the csmpus; end, that ,...

——

Ibid.

Sonemesaseam—
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b, departures from desirable practices
are promptly brought to the recrulter's
attentlion as soon as reported to the
placement director, with sppropriante
action individually or in concert with
others, where transgressions persist,

Acceptance by the reerulter of hils responsi-
bllity,

&, for ablding by the spirlt as well as
the letter of the principles and
practices agreed upon, unless by.
rmitual agreemont wlith the nlacocment
office g departure from the standard
is desirable or necessary; and,

b. for seeing that hls top management and
operating personnel concerned with
college recrulting activitles are
thoroughly infornmed of these prin-
ciples and practices which recrulters
are exzpected to obsorve,

Setting up machinery to provide for necessary
roview ond revision of the prineiples and the
practicos agreod upon, to pucrantee thelr
timeliness arnd aprlicability in a rapldly
changing, dynanlec environment, Thls in Ine
portant beosuae, just as today's practices
which in the pnat have been congsidersd perw
fectly acceptable and even encouraged may
noyw have become anathena through sheor weipht
of numbers, so tomorrow'!s situations may well
arine requiring prompt group metion,

Professionnl ond business groups or socioctics
directly or indirectly interested in or
affected by the activities in which we are
engaged chould be actively solicited and en-
eouraged to contribute to and surport the
ends we geal to achieve,

Responsibility'of‘Employer:

1.

It shall be the responsibdility of the employer
to contact the colleges early enough so that
the schools ¢nn plan to take care of those
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3.

Se

Te

organizationa who wish to interview theilr
studentas, Dug to the limited number of
companies that enn be handled at one timo
on the campua, 1t i3 necessary to care-
fully schedule arrlvals and interviews,

In theo origlinal request for Interview dates
it s imperative that indication be made
of the number of separate interview
schedules desired,

At the econclusion of the interviow the
student should be Informed by the inter-
viewer what the exact next procedure will
be or that there is no mutual interest.

Al)l organizations should give the students
gmple time to objectively conaider tho em-
ployment offer before requiring the answer,

The employer should provide written materinl
which will give the student a real picture
of the oormpany such as the "campany inforna-
tion sheet" or similar material proparing

the student for the interview, This informa-
tion should be supplied to the plucenont
office in adequate quentity. The student
shovld be clearly informed by the employer
i1f he 111 be exzocted to take psychologleal,
avtitude, or other tests before being ac-
copted for a job, Other elariflecation should
include reforence to the signing of patent
arreemonts, passing of physical oxaminations
and other incidentals to [inal accoptuanco,

The enployer chould inform the placcment
officer of broad categories of cmployment
possibilities and the particular degrees
desired.

The employer has, as port of the over-all
educationnl plan, the responsibility of
guidence and assiastance to students, It
is, therefore, recommended that interviews
bo conducted regularly, year aftor year,

Dates supggested by the employers for plant
visits should be flexible so ng to eause

. the lenst interference with elasgaroon

schedules, The Invitation to visit the ene
ployer?s plant should indicate what exzpenses
the company will nay and how and whon
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reimbursement will be madoe. (Many students.
borrow money to make tiese trips)., If more
than one company 1ls vigcited during the aame
trip, the oxpenses should be pro rated,
Elaborate entertainment and other selling
techniques should be avoided.

8. Placomont officos should recoive carbon
. eoples of all correspondence with students
ond faculty members.

Qe+ The employer rhould recognize the necossity
of punctuality. He should advise tho place-
nent office or faculty of his eupected
nenival time, arrivoe as apreed, and malntain
his interviewing schedule. The »ractice of
requesting psychologleal and other testing
servicoes by the nlacement office zhoauld be
di scauraged,

10, It is recomended practice to have not nore
than two represcntatlives for each interview
schedule,  One 1ls proferred,

11. An employer who desires to contaot a par-
tleular individual at the time of his intor-
viewing vialt should write that individual
with a copy to the plocement office at
leazt two weeks in advance,

12, An cmployer should not offer a student. any
speclal payment or salary arranpement which
is not already e part of hils company!s
salary program, Gifts, bomises, anéd other
Inducements for thich the student has not
worked are basleally wrong; and, sny atterpt
to hurry the studentt!s decision dbeyond
normal reasonable 1limits or to bheneflt a
third porty due tg relationshipz with the
gtudent is wrong,"3

The associntions are now trying to establish this code
of athics on s natlonwide basis, As hes boen sesn by the
prece ding code, it in quite acparent that there 1s a EroW=
ing distaste for some of the practiees, not only from repro-
sentatives of colleges, but from industrial resresentatives

ags well,

Sbid,
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B, Midwoat College Placorwont Associantionts Survoy

How let ua look into one of tho associaticn's surveys
on aiditinel reoruiting polirles and vracticen, The Mid-
woest Collegn Flacoment Aasocintion conductns a rooruiting
survey ¢ach yenr, It i3 tho mort ecomproehonaive survey eon-
ducted by any recional placoment asnsociation,

The types of industries covered pro:

Code Tyve
A iublic Utilitlos and Comwunication
B Harmmufecturing
c Horcliandlalng
o) Banks, Insurance, Invest-ent
& Cheriecal « Potroleum
P Governniont
G Others

The (irst quest’'on of the gurvey askeg, lLow will your
1957 requirements for eollege level ren corpare with your
1956 needs?

ifore Sone less

A. Toehnicenl 7 13 1
lon-Toechnienl 2 11 1
3, Technienl 1 62 3
don-Technical 23 71 th
C, Technieal % 2 0
Hon-Tochnlenl s 1
" = n 2 5 1
e fogmienliom 100 13 o
E, Techntienl Y, 18 2
Yion=-Techn‘cal 6 17 2
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- Hore Same Less

F, Technical 11 1 0
Non~Technical 0 1 0

G, Technical 8 5 1
Ron-Technical ; 3 10 1

Totals

1957 Technical 90 106 8
Non-Teohnical 50 128 12

1956  Technical 79 93 6
Non-Technical LS 110 L

1955 Technionl 32 102 26
Non-~-Teshnilesal 17 10% 30

195,  Teehniecal 32 63 32
Non-Technical 15 6 18

1953 Technical 38 6l 11
Non-Technical 36 61 7

(It wil1ll be noted that there has been a trend to need
more graduntes each year ratﬁer than fewer.)
| As the second quegtio%)the survey asks; based on this
past seasonts (1956) experiences and rosulis, are you plan-
ning on adjusting your salariecs for next yearls prograns?
Yes (no amount stated - 31
Yes (0% = 57%) - 28
Yes (6% - 10%) - 17
Keeping it the sams -105
The third question: How soon after employmant are

salary inereases granted‘ahd of what nature are they?
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(The most common were:)

1956 1955 195h 1953

6, 12, 18 months ™ W 39 30
6, 12, 2} months 30 22 21 17
12, 2, 35 months 23 18 18 13

Others - (grouping from
one to three inoroases
at various times) 73

Types of Increnssg!?

fAutomatic . Verit

1956 I955 105l 1953 1956 1955 19541953
1st Incresse 83 64 70 58 130 125 113 77
2nd Ineresse L1 33 38 31 135 127 123 74
3rd Increase 18 16 16 13 130 117 113 65

(As can be seen, approxdmately 4O per cent of the companies

make the first increasse automatic, Tho second, and especially

the third increase, is usually based on merit,)

Fourth: Do you pay moving expenses from new (inexperienced)

employeets home (or college) to first work location?

- Household Goods Personal ansyp. Family Trenso
S ToR o Ty 19 :

1956 3955 1951 1953 1956 1955 i 1955 195
None 117 119 123 96 117 117 115 97 126 135 131
Part 23 20 7 14 10 7 L 6 m 7 L
A1l 81 60 43 31 93 68 W4 35 6y 50 28

(There is a slight trend showing that more companies are pay-

ing expcenses for all three mentioned above, percentage wise,

There 1s no apprecisble increase, however,)

1633
106
7
2L
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Fifth: How msny men haove you hired in past college
recrulting soason 1955567 |

Technical ,695 7{%55 f%B EB 3:%§2~ %2 5%9
No, of Co, Repr. 19 112 5 6 3k 2 10
Yon~Teohnical 3t 4,37 779 1,093 933 21
No, of Co, Repr.” 18 8 10 23 22 12
Totals | . ;

- 1956 1955  195h 1953
Technical 11,590 9,309 6,691 7,225
Non-Technical 7,764 5,221 3,412 3,368

Sixth: What porcentage is this of the number of men you

5cught? (1956)

O ot P e fw T e fuw rm
of « 258 4 5 1 2 2 1 1
26% » 504 6 132 ‘9 2 3 3 8 11 L 1
S1% - 75% 3 3916 1 3 1 612 1 3 1
76% -100% L 152259 3 3 2121119 3 8
Totals | |

PO onn P AR P
6% - 253 12 3 8 4 5 9 3 3
26%.~.507 sh 17 31 25 23 11 2, 7
51% - 75% 60 26 5720 39 21 25 10
763 -100% BS 126 62 96 77 89 65 66



Seventh: YWhat was your ratio of acceptancoes to Job

offers?
Per Cent of A B L D L F G
fecoptances T MT T NI I LT ZTHT T NI INI 2 T
0% - 255 7 33 7 2 1 3 10 1 111 3 2
4 - 0% 9 2 39 30 3 5 8 20 10 5 5
51% - 75% 5 13 24 ly 7 L 7 12
76% 1007 8 7 18 1 1 2 L 3
Peﬁzggg%gbf 1956 ~245 195l _252
Acceptances I ¢y ET iy ar Y NT
0% - 25% 66 12 38 10 19 12 3 15
26% - 507% 89 60 i 39 59 a8 hr 16
51% - 75% 20 49 26 4y 28 31 22 24
765 <1003 8 32 16 33 18 50 10 28

(The teehnicnl acceptonces are relatively low above the 507
bracket, The non-technicrl acceptnnces are relatively high
above the 507 bracket, This tonds to —oint out that there is
avconsidorablo shortage of technicnl inen,)

The averare salary in 1956 paid to graduates ranged from
40T - #4125, In 1955 thoe average range was from $376 - £400,
195k was 2351 - 5375, and 1953 was onproximately $326°— 3350,

3

For expandecd discussion see: "Journal of Collepe Placo-
rient," October 1956 and Dscombor 195,

Additional information on this survey was secured from
Mr, Fo S.Endicott, Director of Flacerwsnt, liorthwestern
University, ZEvanston, Illinois



This survey roveuls z .oint th:ot sh-uld be diseussed
at thin tire. Sorme d-ta in 1tdae too Crammentary to warraent
reliable ~nd valid conelunsicns, Therofare, wve rmust eny that
this survey 1a noither valid nor reliasble, Wny 43 thise so?
Thero 14 no question that the survey ltsclf 1s csmprohensivo,

If Induntry :ra11d coonerate by anasvering objootivol& and
na fully as possibleo the questions ~sled in this survey, the
results would be considerably wore dependable, Also, if in-
fermation were rore completoly "iven by the respondent:s, the
survoy would take on extra neaning.

¥hen pertinent questlons are aslzed, it can be reandily
acen“that there ere in tco many ecarces fragaentary responses,
o regearch 1z vorth the peeep L4 42 vuritten on unles:s re-
spongses are adequate cnough to justify conclusions,

Tho suthor wislies to Lmiresc the roeader, howover, with
the otservation thot thilc 1s the best nurvey contucted by any
regionnl negs>ei~tlon, It iz 21lro epn annual gurvey, which 1is
an important fact because trends over n rerlod of yoare may
be grotted from 1t, By -11 »ipghts, this g a’good SuUrvey 6x-
cept for the fact that responding compmrnics do not nlways
cooperate collectively,

In conclusion, Reglonal Plscemrnt Associztions are grou-
ing each yoar. They are Colng much to ald college recrﬁltlng

and placcrent, It 15 well to roiterate that the associ-tions
are a mooting ground for nlacermont officers and eompanies where

problems of each n+y be discussed and possidbly solved,



CHAPTLER IV

SUMHMARY OF FINCINGS BASZD O ORIGINAL
INTLAVIESS UITH A RATISWITDN RETAIL
CUTLETDT AND A UDATINHAL IIDUSTRINL 21
The ruthor has conAucted interviews with both an in-
dustrial and o retell fim. A tctal of rifty-throo
identicql quertions were asi:ed to onch of theso firms,
The turposes of these questions wero: to dotormilne the
recrulitment roliclos and practicos of the tvo companien
an! to oennble the autlar te mella emo comparisons of a
retail and nn fndugtrial firma's rcemuiting procoduros,
™o eomnlete interviews are fncludeo? in the A-nendix, The
firrmg are anonymous nnd prroat €aro hns becn taken not to
idontify ther in any way., The author wistier ts noint out
thot the tio £irma aso conridercd tn be nvcellant roerm'i-
ters In their rea-ccttve feddz, Prom the Infarmntion
containod in the Ap-enix, tho -~uthor 1111 nmceed with
hies £in'in-s.
A, Tho Petall Ccminany's Pnliclen ant Practicosn
This ~otailer 42 o natismslle ermany ot 4t has g
program of Jooentralizaption, The!lr aperaticn 2z, thore-
foro, besod on the in?ividual store, The rtore managers
orerate thelr owm orgenizetion, -n' thay =ey hire uvhom
they wish, The fim hne o poliey of promrtion fram within

their anization, To supplcrment this rrorrm thes
weir org Tro 7 uso
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¢o2llego rooruiting. Thoy are becoming moro and 1ore doe
pendent on college recruiting each year, however, Collego
recruiting 1s not their only sourco for oxocutives, but it
is thelr main asocurce for tnen,

imnloysent nrooccdures, policies und practices, This

rotail company recoruitsa poople of all educationnl backe
grounds, ¢ne of thnir policles is to talk with arnyone who
wishes to talk with them, Tiic company ¢00s not use any pre-
golectlion techiniques waatsoover,

They reeruit esllege romen Lut do not visit wonents
collegos srecifionlly. If o college they visit 13 co=
oducntional, thay will reerult wozen from it,  Their nain
roascn {or recruiting wonen iz fastions, Thoy eald that
the rocrult:zient of woxen reguiren the paxae techniques an
for nen, co it doos not crocte a prodblem for then,

The c¢aavany recruita lidberal arts graduates, Tho
roasons are}

They do not feol mansgément potentlial deponds upon
tho cdegreo, and thoy fecl thnt 1liberal arts graduates ean
corrmunicante moro offectively taan iiost othor colloge
graduatos, The intervie.oe stresgsed tho point of carmunie
cation heavily., The company recruits studeats with higher
than bacholors' degrees, Ttcy do nst rut alditional one
phasis on a master's degree, howasvor, unless it iz in
sorie grecialized floid sueh g3 enpincering, Thoy 4o not

rromcte people w0 hold a mestorl!s dorree nny fastor then
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those tho do not., They stated that they do not hire the
deogree; thoy hire the potential the man hag.

The company recf;lts nany technical men, They have a
few gpoclalized jJobg for technicul personnol. tuite a few
nen are employed for sales, personnel, store management,
and the like,., If a technicsl man desires to work in cne
of thesoe flclds and the company thinks ihe hus the potentlial
for the job, thoy will place him there., For examplo, the
intervicwee was o oivil englneor graduate And he is now in
personnel work,

The employmont of the college graduate by this reteil
firm beging with "'- sgending .. paaphlets about the - cone
pany to placenent directore, IThey mako necessary arrongo-
ments for Interviewing dateg with the placement of{icer and
attend to any other errangemnonta viiich rmst be nade. The
company does not advertise thelir visit to the campus. All
rublieity 1t raeceives 1s given by the placoment of{icer,

The coupany ?refers to uso the group interview on
ecollegs campuses in order to glve everyono a general idea
of their company at tho aame tine. However, this ia not
allowed in sonme collegogs so they let the college set the
pattern for interviewing., Aftor the group interview, in-
dividunl interviews are held, . Thg flrm w11l talk with any
student who dealres to talk with them., They interviev each
student for a thirty minute reriod,

The most Important single factor thoy consider 4in



eprralsing an interviewse 1s hiz montnl flexibility.
Second In importance 1s his degree of developed egkilils
in bhumen prelations. Third, hia level of Interent in
thelr company; and fourith, his econonic motlivation,

They eézpect the Iniorvicwee to havn a sood annony-
ance. They do not want him to ramble, ?hﬁy.want him to
sny what he means and sot up rapport. Flnally, thoy ex-
pect him to sell himselfl and listen to their proposels,

While interviewing the eandldate the interviewer has
e rating sheet which he £1lls out, The compeny ratss ape
pearance, bearing, alertnoss, personnlity, sbility to prew
sont 1deas, work hablits, and the intervieweels iInterest
In theilr comrany. On this énmﬁ»aheet the interviewer
collects data of pargonal hlstory, worl expericneco, mili-
tary service, scholestic average, leadership on eampus,
and obiaing the schoolltz opinlon of the ecandldate,

Aftor interviewing a candidate, the firm tells the
atudent 1 they wish to talk with him further about e Jov,
thoy will wrlte hin, If the stua@ni does not hear fron
the commony, then he will know that his sorvices aro not
degired, If the comosany decldes to offor the studont a
job, they do it by letter. The studont does noct cone to
the home office 4o be intorviewed sgain, The renson the
comnany hee this poliey 1o that they are trying to do the
best pozsible Job as occonomienlly az they can, If the stu-

dont accente the firm'a job offer, hio tells them when ho
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w111 be ready to work and his geographlical prcference,
The company trien to place the studont in the geographle
location ho deslires 1f at all possidle,

This warticular {irm nevor uses tiwe multiplo 1lntere
vlew. Anelr roaton for this 13 {hint they 2o not want to

cut any precsure wliatgoover on the iIntorvieuwco, They‘wnnt
him to be rclaxed and thoy feol they easn obtain rmuch boetter
reaults by net uaing 1t, The coapnny does not use psycho-
loricenl testa on the c¢ampus bocause thsy do not haove the
time to admlnister them -nd most collegos do not have tho
faocllltlea, “Taon applicants come to their comnrny to apply
for Jobs they use torts, After a tralneo bogins -rork with
them ho smst talke the teonts also. ilowsver, they Jdo not tost
tha 6ollege recruit until ho bzoins worls,

The eormony was askod, "How have you improved intore
vieyﬁnn techniques?" The company s8-1& that to be on Intor-
viocwer ”o" thedr fMrm, a man rust have been a suecossful
poersonngl mennger fov thres or four voury in thely organl-
wation, They nald to be a muccoeras™ul porsonnel runager
you rust be an oexeollent intervicwor, The recrultors have
meetings every yoar to declde whnst thoy are lookin: for iIn
a canéidate. Thoy use rating nrecedurcs wiile intervicwing,
”ho; 1rt the ap wlicvnt set the stoze and they obtain infor-
reation by verious moens, !orevcr, they stated thint thelp
finalvgppraiSﬂlﬂ are tie same. The ecupany atressed that

they try to mnie the Intervicwoe feel at case, They uso
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the fact-{inding, cooperative, direccted methods of interw
viewing,

The company has certsin-policles concerning milltary
sorvice, Thoy will hire a student i1f he ean work for four
or five months before being called into service, ‘hen the
recrult returns from asotive duty he still has a job with
the company, Thoy do not guaranteo to glve the rocmit a
raise whon he returns from nilitary sorvice, but almost al-
waye thoey do r_aisﬁ‘ his salary. If the Interviewee must
entor service thres or i‘oué weeka aftor graduation, the
company doca not give him a job offer, Instead, they toll
him to come to soe them wi:en he 1s releaved fron active
duty. They stress the point theb all students aliculd tako
every op,ortunity to talk with visltlng companles regerde-
less of the student's militzry status,

When the college graiuate beglns work, he may or may-
not be plsced in the comreny's formal tralning prograom.

If the compeny feecls hie has potentlal, they will give him
formel troining.  IL he does nob have potentifal, they will
gesign bim to e speeifie Jjob, Flacing the man on a spoeific
3ot does not make him Inferdor to people wio are in the.
companyts training program. lls can advance na fast os
anyone in tho orgenlizetion if he meets the requirements fon
suCeess. -». A8 company does not have an executlve
training prograsm. Thelr training progran le open to every-
one, It is not reserved exclusively lor prospective execue

tives, Ain putline of the company's training progran is



included in Question L3, Appendix A,
Yisita, “uotas, and Snlary Offers, The conpany node

forty-five visits to thirty-two collegca in 1956, In_l95?

thoy are vlaitiu& tho somo nunbcr of colleges and they ax
not planning on changing tihis nuosber in 165C, The rouson
they are not planning to chanﬁo ig thet it takes [rom two
to throe years to bocome ostublichcd‘on‘a c5lle;e caﬁpus.
Thoy sny the noro job offers you give, the imore students
will romewmbor you, They omphasize thet thoy select thoir
Ton very carelully, Tio intervicueo stotod that it tales
a +mlle to make thoir nase kncwmj whon it becoses well-
knoun, then they naturolly have more intervious,

The company intervieved 997 students in 1956, Their
Quota wao aevnnty-five utu“enus and thoy nired sirty-oight,
Thnis year they feol tﬁvj ui‘ i;terviow more candidntes
and their quota 1s ono hungrec;mep. In»lqu,yif needs die-
tate, tney will ralsc tholr quotugaruln. <he company doea
not lmow thelr ratié £ ~tudont ucceut: ices to job offorsa,

Thias particular ri"m foels tuc ﬁupuly of c&llege craduates
a8 amplo for theilr business, wul ' - caliber of graduntes
théy dnzipe is not aluaya ample, Tnéy 8-1< they did not
Imow of any £ield which was nore compotiitive thon college
reeruiting end that Is the reason why Lt ic hurd Lo securas
geod porconucl,  Yhey also stated thiey could double thotr
quota and eaxily [ill 1t, but thoy would not have the |

manage-ont potentlizl they desire,
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This concorn felt that they lost quito a fow men because
othor £irms offor highor salerles, but they stated that they
flso galn nmeny, The cumpeny conducted a murvey and found
that salary wes the numboer one interest of students and
that employec beneflts were net very importsnt.  Another
reason the firm felt they lost prospective candidates was
because some wore net interceted 4in the reteil fleld, The
company felt that they offored coxecollent opportunities for
advencement, Other then for the tiwo remsons ststod above,
thoy folt that thelr loss of prospective candidates was
practically nil,

In regard to turnover of eollepe graduates, the firmm.
steted that they hod n very high turnover of collose gra-
duates in 19L6 and 1947 beeouse of thelr tromendous expen=~
glon progran, Turaover has ALcuwtoi elnce then and in
1956 only 9 per gont of thoir éollega men left thom. .The
company wag extremely hanpy with tholr rceruiting program,

Their loas of graduates is heanvliest in the first two
yoars of employment, Tho reasons vhy it i1s heaviest in
these two yoears ares

It talios the tralnes thot long to £ind cut Af he is-
interosted in retalling and the coupany wants to take one
or tun years to declde on a man.  Sonme rédruits raach thelr.
capacity in one or two yoars, Ehén they want & promotion
md the company doss net feol the recruits have the poton-
t1al, naturally the company‘uill not nronoto thex, Thon

the recruitasbecome dlasatisflied and loave then, It
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~

goes without zsying thzt the company misht become dlig-
gntinlfied «ith recruita,

The comrany recrults men who hove eduontional baclk-
grownds In any £lold, In 195& thelr starting zaleries
ranpod from 4325, tu #575. This yorr, 1957, starting
snlarlios ave from 5350, to 00. The compony has a minje
mum starting snlavy, but the nmaximm 1s flexible. They
fevl that the -obontinl of the ctudent determines his
ﬂtnrt&ﬂg arnl-vy, Compotition hns o preat oflfeel on salery
offars alno, they stated,

This businassycahcarn ralsed sﬁarting salary offor
in 1956, They =2aid thoy do not vaise offers, ordinarily,
after the reerniting season bcginz.v They impliea that
1956 wos the exeeption pather than the rulé.' The company
feels thet they will rolsc salary of*era in 1956, The
amount they would ralse then could not be determined,

vTha company usually giveé o raise to rersonnsl when
they complete the training vrogram. The raise i1z not
sutomatic, however, No autonatie raises aro given in this
orgnnization. Everything 1ls based on morit.  Sinse the
gomrany has no avtomntle ralse program, the poreontage of
ratac to baso salary varles,

In eonclusion to this seetion, the quesation was asked,
"No yeu fecl your sfﬁrtin@ snlnries are too low?" The
interviowso reoplied that any company which 1s in f 6 ro-

cruiting busincss wanta to be able to say that it offers
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the top salary, In that aenaé, the company fecls that
salary offers are too low, They soy they can pey top
splaries easily, but there ave many things which must

be ccnaidercd in rocerulting ecollege atudents. They éaid
if‘they #a:w {0 offer top salariosn, there was no telling
how rush pregssurc they would have fraa within their own
organization, They cannot bring a cgliege récruit into

the firm sand pay hilm an exorbatant salary beocasuse thelr

employoes would not foel Guey were belng fair to them if

ot

thoy 4id, They Terl it 1s bobier o lose a few pood men
rathor than upzet thelr eniire organization,

Feeling Townrd Inductrial Pivrme, The eompony fecls

that 1chgs the adventape over indusztrial firms in ro-
ceruiting collepe students for the following reasoﬁs:'
1. They ofler an opportunity for exyansidn. |
2.’ ?5ey proemote Tron within.

3. 411 work is buned on rerit, me are ralges,

e Thoy havoe mony beneflts snd excellient
perscnnel policles.

5. They afford a man unlimited personal
contacte,

6, “hey let the emnloyee upe his Judgeuent,
initiative, eto, to capacity.

-3

« They s~y, most Important is the fact that
the person is an Individual rather than
s nmumber In thelr organization
The company Peels that industrial salaries may be

somewhat hiphor than theirs at the beginning of s recrult's career
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Howover, :they fool that their galarles are competitive,
This concern dofinitely doss not feel that industrial
Thow THLIRSAARILR
g8nlarienr of reocruits are highoqﬂnfter a five yoar pordod.
One of the firm'a most important recruliing roints is
that their salaries are hipher aftor sovroxinnlely five
yeara theon industrinl saiarien- The cdmpmjr dld net
tnow whethor they promoted recruits faster at the beglinning
of’thoir carecr, but they feel they promote men ruech -
faater after flve years have olapned,

Holationship wlth Rerionasl Placemeont Assceintlong,

The company participates in surveys of 2ll kinds and at-
tompts to enswor questlons as fully as possible., Thoy
are a nember of the reglonnl asecoelations and thoy pare
tieinate getively, Thoy ool they esn obtaln an insight
into problens betweon placemont officers and coupanileg.
The Interviesuco stated that the asscciations provided a
vast amount of food for thaight and that they have solved
quite a feow problems while attending ascoclatlon meetlings.
- In regard to tho code of ethics the regional associa-
tiong ars trying to adopt, the company foeln that 1t 1s a
step in the right dircction, They feel there is a gront
need for the codo, The only questicn that came to their
mnind was how would 1t be onforced? - The intervieweo saild
hias firm definitely ¢id not violate eny of the ethies

oullined in the code,
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This firm felt the gssocictions are doing o fine
job with what they have. They stressed the point that
the assoclotlong cre understaffed and overworked.

In connsction with the regiongl aessociations, the
questlon of problems encountered with placement directors
and colloges was azked, The company felt that théra were
two maln problems. Filrst, placonment offlcers!? records;
on students are not complete,  Therefore, the company has
to go to four or five offices to obtain data abcut_the
student. Second is tho fact that some collegmes do not
place enough emphasls on placement. The intervliewce osaid
that colleges znd placement offlcinls have improved greatly
in the past five years, howover. . They felt that generally
the relationships betwacn colleges and recrulting com;aniés
was fine,

In conclusion, the company stated that the most Im-
portant single fsctor which :alies a sound recruiting pro-
gram ig a company's recognlzed growth,expansion and
character. Any other factors would be an enlargement of
the first. This business concern felt that they wers
‘getting the best possible support frowm top management.

The reason was that toc management had recognizod the
need {or college recruiting., They stated thelr system

of deecentroalization helved also,



6l

B, The Industriel Company's Pollcles and Practicea

This industrial fimm 16 s natlonal compeny. Thoy
havo two mnin sources from w ich they reoruit. One is
the collegn “hore they roerit inoxporienced norconnel,
The nthor is fron variouas places, nainly industry, where
Cthay reeruit emrerienced personnol, Thelr malin source
of reerulting incxperi@nced peonlo 1g tho college cunpus.

Prmloyment Frecedurna, Folleler wnvl Practicews.

‘Thia company recruita Deonls of £1l cdusatlional back-
grounds, The majority of the people they reeruit, how-
over, are toohnical personnel. - They use precclection
tachniques exclunively, The roason thay gavo was that
they reeruit for so many alffevent typos of jobs thut
théy connnt tall: to just anyone. Tho Intorviewece said
nis firm did not recrult college uonen bocause thoy havo
ne jobs for them, Umally all of their oenings are for
nen. Of course, they nire wonen for cleriecal work but,
‘a8 2 rule, thoy ore not collero praduntes.

The ecorpany roerults 1iberal erts graduates only
for tha flels of srles, They usually confine thely row.
cruiiing of anloes versonnel to business adminlatration
graduntes., Thoy rocrult people who hold mnsters! degrees
and Ph,D,.'s., They ususlly employ pocplc o hold tucse
degrees for resoarch work, Tae Interviewoe zaid taey
do not employ mseny non-techiniesl men who have higher

‘than a bachelorts depvoe, They feol that a masterts
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doareo 13 an asset to a man and 1f he uses what he has
lesrned efrectively, he should heve the .advantage over
2 rorson who has only a bacholorts doyree.

The enployment of the college praduate by this
Industrial firm beging w1ith suprlying pamrhlebs and
othaer information concerning their comnany to the placo-
ment officer. They tell tho placement of ficer vhat Lynes
of oponingea they have and then aet up intervicwing
achedules and dates, Their &hiird sbev is to interviow
the cendldetes, Tho interviewee sald thoy Go not or-
dinarily conduct group interviews heecuusc muany colleges
will not narnit them and interviewing schedules are so
tight that 4% 13 practically imvoasible to have thou,
Tharefors, the company hag a 20 to 30 minute Interview
with each candldate,

The most ifmportont a2ingle facteor they consider in
appraising on intervieweoe dependa a ;rest deal on what
type of job they are intervieuwing him for, For resoarch
work they aaid that teclinienl lmowladge, originality,
porsonslity, nl gprlication wore the rogt Lmmortant face
tors, For gales worlk thay are nmore Intorested in porson.
ality and extra-currloular anctlvitlics rather thun top
geades. Anothor factov wuhich they considsred lmportant
in selecting any recrult uas viint he doesg over a tusnty-
four hour period, In cther words, docos he worx or doos

he wagtoe his time? They expect the interviowss to be
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prompt for the Interview, They also expect him to be
neat, businesslike, and thsy want him to be slincere,

“ile Interviewing the eundidate, the Intorviewer
does not welgh spociiic fucltors on u rating shect.

They say they supralec rather thon rate the intervieweo,
The company tskez into consideration such things as ap-~
pearance, menner in which the sgtudesnt presentz himselfl,
his tact, end his lenge-run potential., They also emphaslzed
thet thoy take intc consideration small matters as well

s lnrpe when arvpralsing thelr eandidntos,

After Intevviewinp ths candidate, thwy tell him
thoy will let him know waat they dsclide, I they havo
enough Information from ths intervierr, thay may not re-
quire him to ill cut an apprlication blunk, Hovever,
he st 111 cut one before ke visits thelr compsny.
They take tholr flle and comuents on the interviewvco
back to tho company and if they feel heo hns potentinl,
thoy review thase records with varlous departnont heads,
If these deportment heads are interected in the applicant,
thoe company will wrltc him and esk his te visit then,

If they Jdo not desira the azrlicnnttes mervices, they
write to him an? ex:lain My.

Ir thoy desire the applicant, ho 111 viziti the
company and various people wiil interview hin, Havwill
also tske a battery of rcgychological tenta, Rased on
ail tussg datn, the company dacliden hother o» nolb to

give the student a z2alary offer,
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This concern doops not use tho rultiple interview,
They feel thet their interviewers huve encugh overall
Inowledgo of the company so it i3 unneccssary. Further-
more, they want the interviewsc to be relaxed,

The firm doos not adminiater zsychologicel tests on
the campus, but they do uzo ther when thie prospective
cnwloyeo‘vinits their comneny. They enrhasizo thot tests
sorve ns o rulde only and that they plcee ruch nore in-
portence on interviews than thoy do cn nsychological tests.

Tho questlon wna aslzed, "low have you improved intor-
viewing tochniques?” The conpmny opoliesnan steised that
thoy have fnproved interviewing tochnigues by reciing
verious eoriiclos on tho subject, £Llso, they have im-
proved them by attending sominars where interviowing was
tho main tonic of discusaien, ‘hird, they waich the
progress of recrulitoud college gruduates to seo AIf they
moasure up to Whiat wans exsected of thom., The Iintorviewers
hoava meetings and decide what ty»e caoniidates they are
looking for onch year snd thsy find out where onxenlings
exist in their organization, They alzo try to detormine
whet tyres of men will fit Inte porticular goopra-niczl
locations,

‘Tnis compuny han eortain pollcica ecncerning
militery service, They  refecr = -rosieetive erployee
to have his militery obligriion behind him, but wiih a

colloge man this 13 not usu:ully the esxse, I 2 moen
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s three wmonths after gradustlon bofors he rist entep
sorvice, they will hire hilm, After ho enters service
the comrany will keep in touch with him and when he 13
released from active duty they will ralue his salary
according ﬁo‘how long he has beon away and what potene
tizl the coﬁpany thinka ko has, If tho man has been
wvorking 4in his chesen f1eld while in the militnary, they
might promote hlm, The intervicweoe stated it depends on
the Iindlvidual, liowever, thoy do not give Job offcrs
to studants =who must enter service lmisdlatoly after
gradustion, They Iaterview thonze studounbs and i they
ars Inferested An thom, they tell thoem to vielt the
comnany Wi thoy are releaned foom netive dutye
“hen tho collegse graduate begins xo"v with Lhe
company he 1ls placed In scme form of 2 training prow-
aram.\ The fire: does nct have any specifie tr.ining
progran boeguse they have o muny airferent flelds of
work. - In geuneral, the recrult works in various func-
tlons of 2 depuartment co he coan secure an overall pice
ture of tho Job he 411 ba doinr. Most of the commanyls
training progromg reguire a yosr to comnlete, These
training pregrans are Informzal and on the job,  Thoy
do not mcle use of eln 23500 lecturor o the 1like, The
compony &c@s not heve an oxecutive tralning procram, If

they have a morn wion thoy think hree potentinl, he is

¢
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trainod tho game 28 a colloge gra.usto,

tAe8tn, u3dtig, wndl Salary G0 fere, e colany mndo

fLoty-ivo visiis to forty-clishit colleres in 1956, In
1957 tiey ar~ malzing seventy vialts to (2Tiy-nine collegosa,
They a1 ceprtaln they will not Licreuze thelle vialts
noxt yoar, Thia tusiness concera intorviewsd 20 students
in 1075, Tiey 111 not have a spesiffc quota becuuso tiolr
rrorultine rrogram woo a.rend oul over vorlausy partas of
the ecuntry, This 2 thue {00t jear % .oy have Lond a
centralized recrulting Lrecranm, They hired lfty-ono
graivates irn 1956, This yenr tiwy ferl oy will intor-
vier ernroximately 1200 men, Cflince tur {irm hre centrae
1lret vy meoruliing croosan, thoy Love been zble to
cttain ruch tetter intorviciling senc itled cua ¢y avre
visitine core cxllaegan thls yorr, hich aoccunce o the
inarocza, Thelr quobte Jor 1557 s 100 moen. They fool
that *hlo quota w4l e reach.ed naxt yeunr beeacso thelr
qusatas hava Inereaved giondlly for the puat Sour youtva,
They nro cxpaniling each yoar wind, Lhirrolcro, ure men
will Bo n nece-nity, The ecatpuiy ¢ ciornan stoted thet
ono cut of every three oo ie tiey give JuU olless Lo
accooted tivm,
The £l foolz tlvt e aunply 30 Socoinlinnl e &5

tco small to satlofy tie dermand for tnoi. Tue intervioiuce
#nid the min eison for irlg &s tho terriflce ozunt of

crmmotition they tmant faze in oo itins Uy o, A fep
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non-teonnieal mon, they niave no <ifficulty whrtzoever
hiring them,

The compnany 4id not feel th:iv they lo~t nany men
baecsure other companien offerod highor salarlen, Thoy
stated they gatned quite a ferr t2en becoure 0 tholr
hipgher s-lary offors, -”CJ‘!“D toying teo find cubt ot tho
present time the peasons hy tacy lece . ros.cetive cunci-
dntea, e intepvicuec suld that thnelr colary offers wero
compatitive ~nt that they hnd « vorlety of loecticons and
Jobs the gradustes ecull choosce frorm, The only recson
they cave for loning mrospecilve conlidaten waun that they
wara not particul~rly interocnted in the company's lino of
businoss,

In rep~vd to turrover of colloge gr~~uates, the com~-

pany statedé thet they have never camputed any turnover

ficureoas. Thelvr turnover of collcge greduates 1 so saall
that they do not fecl 1t neceossury to canplio this infore

metion,  Thoy are very zleused ith thely reerulting
progran for this reacon, Thwelr les: 1o co comall thaet
thevy cenrot nincoint ny steelfle rerre or yeurs of wie
ployment in which tlielr loss of pradiuctes 1z hoaviost,
In 1950 startins a-laries for techniesl men rangoed
from £j00, to 'h25,, and for non-icciv izal ren the rango
was fron 0350. to 100, This yoar the sulnry »anss for
teehnfeal 4a hT0, to 175, and for non-techmical 309,

to oo, Tnelr minzirmum salaric- are f1axitle rether than

absolute,
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The company rained starting salary offera $25,00
in 1956 for both technical end non-technical fields.
The figures stated in ths above paragraph wers the final
snlary offora. The .firm has not railsed sslary offors
thila yaar because competition has not forced them to do
so, They do not plan to adjuat starting salarics for
next year's program. However, the intervioweo stated
that salarles have risen so fast over the past five youors
that thoy do not know what to expect in the future, Come
petition will determine whether or not they raise salarles,

This business concern does not have any automatic
raises, Everything;isvbasaa'an merit in their organiza-
'tian‘ A graduste may vrecoive a ralse six monthe altor
beling smployed by the company or ho may have to walt o
yoear, It juab‘dapeﬁég on the individual, Since thoy do
not have automatis raises, the percentage of raises to
base salary vary.

In coneluding this section, tho question was asked,
D0 you foel your starting salaries are too low and why?"
The interviewee zaid the company had very competitive
starting salaries and that tholr sterting saslary offers
woere closo to the top. Therefore, tﬁay did hat feel tholr.
offers were too low,

o~

Fooling Toward Rotail Firms, The company feels that,

in gﬂh@?al, thoy have the advontago over retail firms in



the rooruitment of college gradustes. In apecific in-
atances, thoy feel that they may not, The reacons thy
the Company,answerad in such & manner were thus!

1, They have & wider rangs of Jobs for teche
nical men and thoir salaries are higher,

2, They have a veriety of geographical locae
tions and they fcol that locntion is one
of the most important Cnctors in securing
oollege graduates,

3o. They offer many opvortunitios for advanco-
ment,

te The compeny stated that, generally speaking,
people who are interosted in their fileld
do not want to work for o retall company,
For this reason, thoy felt that neither the
retall nor tho industrial firm has the ade
vantage over the other in recruiting
collere graduates, ‘ '

The dompany d1d not know whethor retall calaries wero
higher than theirs at the beginning of a recrult's cproer.
They strted, however, that thoy had no trauble getting
non-technical men. They said that retall sslaries wore
higher than theoirs after a five year period in certaln
fieldsQ However, they did’not feel that they had enough
kﬁswladge about retail oporations to ancwer this point
spocifically. ‘They snid that salaries and oprortunity for
adVanéement wore the most important factors a student was
interosted in., Thoy were trying to find out more sbout
this questlon when the author interviewed them, It was
éaid again that location played on important part in the
recrultment of college men.

This firm felt that retail Job oprortunities were
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vory good but that industrial job oportunities were oxe
collent too, "My eumphaniszed that !: Q. ..U BAN Wouls PResss.y NoT
be interestes .n retalling 'f he was interestod in induse
trial work, This company cid not lmnow vhether retailors
promoted their men fastor than they do, but thay statod
that they have resionsibls jobs that nay bo reasciied in e
short length of time, They felt that retallors promoted
thoir men after a fivo yoar period faster than their com-
pany 414 because retailers have a highor rate 0f turnover,
They stated thad a pgood ratail chain organisgation which is
oxpanding affords mon oxaellent chances for quiek prootiom,
Qelntionshin with Rerlonal Placement Associstions, .
The eoampany particinates in surveys of all tyrees and ate
torpts to smewer queations as fully ns possidle, They
are a member of the ronional assocfations and participnate
sot{vely, They fesl that theo associations are of extrems
v~lue to all eonpanies, Thelir roascrs for this statexont
vere that they koep placement on an sven keel, thoy have
egtadlishod patterns for recruiting, they have standerdized
recruliting procedures, and thoy have devolopod fora for
use in reeruviting, They also stated that the anssoclations
hava ro0lved niany proble=s in the fleld of oollege recruit-
ing. The interviewse g-14,at meetings of the assoeintions
they discussed problems mnd made many porsonal eontacts,
They obtained the foelings of both e6ollegoes end companies,



Th
whcn»thgy return to ‘their orgnnization they con comrdinate
thelr reeruiting efiortc with the sound informetion they
obtained while attending association meotinge,

In regord to the code of ethics which the regional
aszoclations are trying to adopt, the company felt that
it wan very definitely needed, Thoy think that the nssocla-
tlons have donc much to eliminate miaseonduet in the flold
of college reerulting. Thoy do net foel that theve is
any company which does not violate the code of ethics ono
tine or another, Iowever, théy d0 not bellove companios.
violate the cocdo intentlonslly. The concern coes not think
the complete code will rit into any one firmts policiles.
They stated thnot the only way the code could be enforoed
would be through cooperation,

This firm feels that the asaoclations do not neod
improvament, for they have improved so much over the past
gsix or seven years that they do not sco how thers ic much
need for further Improvement, They snld that the asso-
clations have plenty of people ond monoy to do the jJob so
that 13 no longer a prodblen,

In connection with the rogion:zl assoclations, the
question of problems encountered with placemont directors
ond colleges was asked, The concorn felt that they had
vory fow probleas with placement diroctors., They stated
that once companles get to know placemont directors and

thelir problems they cannot understond how directors do
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their job as well as thoy do, Thoy felt they aro overe
vorked and understaffed and most colloges will not tumm
loose enough money to havo a good placomont hureau, The
interviewee said ﬁhét the only woy to improve relations
betuwoen placenent directors and rooruiting companies was
to have an inereased understandirg between both narties
concerned, e aiﬁdrdtatdd that asscciatlons have cdono
.nuch in thie connoction, |

AT TR gonelusion of tho interview, the company stated
>that the most important singlc factor which molea o sound
recrulting brogram is theArocognitidn of the ncoed for and
value of a program, Second in importonee, tho program
Yrust have the backing of top mqnarenent. Thifd, there
muast bq somoone handling tho progrnm who appreciﬁtos both
the conege end Industrial point of view., Finelly, the
interviewoo stated thet you need to have a knowledge of
the oompany's requiremants. e also felt that top manago-
mont wes glving oxecllent support to tho ir recruitins Pro-
gron, Hé sald 1t has recognized the problen and tho nced
for a souhd recrulting progro in their organization,

In cohcluding this chapter, the author wibhas to point
out that all questions asked in tho two irterviows are
numbered to enable tho reader to make compariscn of the
policies and prcectices of the two firms, As provio uely
stated, thece {nterviews are contrined in the Appendlixes

of this thesis,



CHAPTER V

AN EVALUATION OF FOLICIES AMD PRACTICES
IN THE RECRUITIENT OF COLLUGE STUDENDS
BY BUSINESS ORGANIZATIONS

At the onset of this chaptar.the,nuthor,wiahga to
say thot he realizes the scope of thin thesis is
11m1tad. Tho first conclusion the suthor desires to
makte 418 thot more research is nscded in the field of
collope recrulting., There are nmany problems sh ich havo
not yet beon solved pertalning to the recrultaent and
placoment of collepe students. Nore cooperation 1is
needed between placemont directors and recruiting come-
panies, Students, colleges, placement directors, amd
recrulting firms would benefit tromendously Af this
. wiirt geeomplished,

The recrultment of collegse students has increascd
enormously in importance sinco 19406, At that\time it
wos a eagunl allalr end very soldom did company repre-
sontativea visit college campuses,  Today rore and more
companies are looking to colleges as tholr main source
of future exocutive manpower, Thers is a terrific amount.
of cormmetition in the fleld of college rocrulting. ond
the result has beoen that it 12 now a large anl somewhnt

impersonal businesa, The reerultment of collsge students
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$0 a vitodl nctivity of roat businens organizationa today,

It fcllows that tho role of thn collego ;lacoment
officor has ‘noreasnd correaoniingly in importanco oveor
thias samo vporiod of timo, At the end of World ‘ar II
tho titlo of plascnont officor A1d nnat exist at nost
collogoes; thoroefore, the plancenont funotion was not
gonerally strossed as nn Laportant one. ‘/ith inoreasecd
colless enrollments and industry's accelorated need for
well trained nion since 1948, plroemont officera have be-
come rerhapa the most 4imrortnnt peopln on colloge campusos,
They are nos the connecting forece botweon colleges and the
btusineas world, Tney deter:zi‘ne tho tynes of rolationshipa
collegen 111 hiave with businens orpganigations, Taoy also
detormine the types of alumi tho collogos will have,
Detter alurmi support will be the rezsult $f gradustes of
collegon are placed properly in Jobs,

The collere student did not have the facilitics avail-
able to him in 19,8 whick he has today. [iis chonces of
obtaining a Job when grnduating from collegoe have increased
cnormously since the end of YWorld wWar II, Soldon did cone
panies visit tho college cexpusji ordinecrily tho graduate
hed to fin? hinself a job, This 1s not truo today, howover,
The ctudent usuaslly has tho problexm of deeiding which of
his mony job offers to acecent, o 12 in an enviadble

pogition, llo L8 rought conatantly by tusiness concerns
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/anf thore iz intonse ccnpotition dn obbainling bhis 30?Vi¢63«
Whon hired, ho io xﬁzing nmore ncnoy then shayxajcrity of
hig predecoancors were wion thoy begnn worl,.
It 18 cortain that the college student will held hls
favored posiilon untlil our Jorld War II bublous comne of

-~

age. Woo be unto hin :dion thie evenbliul doy erclives, hode

&4

ever, bocmne cﬁﬁgxnies once acaln 111 be in the "drlvorts
seat,” Hore than 1ikely anlary of fors will deerense and the
rimber of job openings evsilable w11l duwindle, yot there will
probavly be more college racvmiﬁing than ever bolore, The
guthor feels thab the only thlngs wilch will prevent this
from occuring are enother war or in{latlion,

It 1s ‘he opinion of the aubhor thmh the receruitment
of college atudonts by busninoss orpanizaticas 11l continue
to increaxe‘in Lmportance, Thore L s5411) an oXETom0
shortaps of technlenl men in méstvindustrial orgrnizoations,
and movre ¢ompanleosn are eomploying nonetechinieal ¢olloge
graduates, Theve w1l be an Inerostoed domand for non-
tochniosl percomel, ond there w111 continuo to Hs o
ghavters of fecimienl rersonnel in the Lrmrwdinte fuburo.

Prosoloction of nogolble ormloyees 1o of graviar -
portence in the roorultnont of college gstudente, IL gaves
both the time snd noney of reeruiling conpanies, Pre-
galection technlauven will no doubt bo used by more wnd.

more companleos In the [uture,
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The group interview is not uced ns mueh todey as it
wm in nrior years bscause riore camponics are rooruiting
gtudents end intervis:ing scliofules are £o crowcod at
mont eollezea that 2t 23 nractically Imnorsible to ecne-
duet thom. ‘MTe gr-oun intorvier is rteadliy dinasnearing
on eolleze cam-uses for tiece »orsans,

Thare ar~ no nneclfie fretore “iilch are rogt irpors
tant to ecmranles In the selocticn of thoir erndildates
bocoune fretorz considered 2n golectine students vary
ith different tyren of jobs, Towever, the putlor feclo
that, renerally aceclking, the mental flexibliity, degree
of developed sl:ills in human rolatlons, and interest in

particulnr cor~anlors are the most irportant factors Iin

*

the aeloction of monst eollege ctudonta,

The student, in his seloction of a compary, will
cenerelly placo more imrortance on oprortunitics for ade
vancement than my» other cingle factor, Salery and loca-
tion nre nlso very imrortant to %im in his sclection of
n compony with wiick to bulld hie futuro ruceess,

The author hees this feeline torardé peycholoricel
tosts 09 n Prim-ry aource of Inforr:sticn in ovalucting
n recruit. If and when porsonnlity bocomor lecs diffieult
to teat, companies nay chenge to testing as the most ime
portant seclection technique in evaluating the recrult,
Fven i1f this happens, the ruthor feels thore will elways

be on interviewer on the college camrus; and until 1t
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happenn, testing techniques will remein subordinnte to the
interview, »

Iilitary zervice in net ns grect a problom as it was
five.yaara'aga, Corpanles have pealimed that most students
have a servico oblipgstion to fulfil, Theorefore, 1t is
the oplnion of the author that rilitary #crvic@ will not
greatly hinder a student's chonces af_d:taining a Job.

The student should use college placerient faeilitles to

bhiz groatest adventaze mnd actlvely seek eploynent intoere

w3

vicws. If the student malies conbrebts thils attending

college, he is mors 1ikely to have then vwher he i3 roleansed
from military service,

Starting salary offors will rench an gll time hich
this year for almost every field of businoss and thoy will
probaltly continue to rize for the next few yearsz., Thero
should be n leveling-off period by 1963 unless there is
gnothor war or inflationf There 1o o trend to bnso salary
ralses on merit, especlally after the firat year of employ-
ment, Tha reason, probably, is beecouce atartine saleries
have beceme 86 high thot most companiea do not feel that
ralges should bo automstle., The suthor belleves that nutos
matie rolses of zalsries will graduclly dlsepncar In nost
buziness Qrganizatimns,.

#ith the incressed denond for ccollege studonts, come

pantesa! rocoruiting costs have inereassed tremendaisly.

Student quotas are being ineroased cach year by rocrmiting
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cupanies and 4t 1s lilely that quotas will b2 increaced
in the futuro, Therefors, the author feels thet cootn for
the reorulinent of collego ctudents will &ncrease in the
future.

1@ author fooln that college:s and compunies hove

cx® a long way since 1948, but ho also feolz that thero
1n gti1ll room for improvensent In Lhe fleld of colloge roe-
erulting end placarent, The reglonal placcuent asroeiations
have holped solvo Imumerablo problens and have elininated
many malpraeticon, but there avoe still needs to be fulfiled
in tho recrmultonnt of colloge studenty,

Tirat of 2ll, moro rosoarch should ho eonducted in
the f101ds ani socond, cooperation 1Is needed botweon
collepes and roerultinz compenlc:s, Thero 43 2 neod for
¢lose worl:ing rolationships betireon the companies and
collepes, DBetter rosults will be obtalned if the recruitors
visit campusnes repularly, rorardless of their nesds for
personncl, Iord cooporation ond better understendiling 10
the pesultc of such o »ractlco,

Placcrnent officers are overworked end understanflfed.
Thero 13 a noel for colloges to rllot rore monoy to the
placorsnt finction and also to zrovide an aloquetc stafl
to uicet the domrnds of reerulting corrmunics, Dsttor rroe

aiing and counsoling 45 neceded in collogea, If thig
ccull be nceapllghel, thoro woull be less turnover of

eollege graduates after thoir »lascment,
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It £0llowz hat thore 1o a4 neeld Jor oo careful zeloo-

¢ nrt of reomiiting coipanios

(P
[+
[s]
3
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,,

Izn of eollope stulen
nd better tralning mroirais o oouvld Lo eal Bil:zhed, Loacos
of poracnnel phouls be grently reduce? if thils 15 secai-
pliczhel., Ceonpanltaes chioul ! attosi~t %o learn ore al-~ut the
“roblens facing placeiient ofllceora, “neo tioy Lave a ‘tnow-
ledgo of these problema, thexe 411 be bottie» coc-erat’on bo-
tirien jlnccacnt afflelala o thormuclves,
Thors =ro milto n Loy unethter)l ractlices iIn *he flold
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woull great?r 2t In elInina vz cets o0 ~lze ntuet, T

enly s ary ceo ¢f cthilen esull Bo enloreod wrmul? e

the-url the Ul e22-cerst’on of ~tule:
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try, enlicron, [ lico-

e
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" APPEINDIX A
INTERVIEW CONDUCTED WITH RETAIL FIRM

Are colloges your main source of recruiting?

We have a program of decentralization; and, there-
fore, our operation is based on the needs of the
individual store. We follow a policy of promo=-:
tion from withinj end, the store manager hires

whom he desires. To supplement this program, we
use college recruiting: and that is not saying that
college recrulitirg ls not essential to us, because
it is., ' We are becoming more dependent on college
recruiting each year.

Do many people come to you for jobs who are college
graduates?

Yes, we have a large number of people applying for
Jobs who are college graduates. We haw a number of
colleges in and around our city. Rather than go td
all of thelr campuses, we ask the students to come
to us, We also have a great number of people apply-
ing for jobs who have been employed elsewhere and
have become dissatisfied,

Do you recruit prospective executive personnel from
sources other than colleges?

Yes, .we talk to anyone who ‘desires to talk with us,

We are active in distributive education programs in
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hilgh schools, :ete. In general, we.are looking for
.executives everywhere, especlally from within our
organization, ‘ _

What. 1s your selectlon procedure for college students?

First of all, we send out pamphlete,about-ouxjcompany

to the placement director who puts. them in an: appropri~
ate,spotfsp;that'they‘are available. to. students. - We:..
arrangejinterviewing“datgq,with the. placement officer.:.
and meke other necessary arrangements., We do not pub-
licize our visit. All of the publicity we get is given
by the placement officer at the college. Second, we
let the school set the pattern for interviewing. We
try to have group interviews whenever possiblej but,:
because of the number of companies now recruiting on
campuses this 1s not practical sometimes, Students’
cannot attend the group interviews of all recruiting
companies; 1f they did, they probably would not attend
a great number of classes, For this reason some
colleges do not permit group interviews., The number of
people we interview has something to do with whether we
have a group interview, also. Third, a thirty minute
interview is scheduled with ahy student wishing to talk
with us, It makes no difference who he is or what kind
of grades he hasj we will #flk with anyone. After we have
interviewed a candidate, we tell him that if we wish to
talk with him further about a job we will write him.
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If he doesn't hear from usg, then he will know we do

not ‘desire his services, Fourth, if we do decide to
offer -the student a“dob,’ﬁe do:it by letter. He does
not come to the home office to be interviewed again,

We are trying to do the best possible job as economi-
callylas‘we can, If the student accepts our jdb offer,
he tells us when he will be ready to work and where he
would ‘1like to work. We try to place the recrult in the
geograpnicwlocatlon:ha‘desires if at all possible.

5. Q: What factors do you.consider wmost important in appralse-
ing a candidate?

A: The most important single factor is the candidate's men-
tal flexibility., By that, I mean how well he can cope
with various problems, Also, how well he can adjust
himself to different assignments. Mental flexiblility
goes hand in hand with intelligence. Second in impor-_
tance 13 his degree of developed skills in human rela-
tions. This includes his character, personality, ete.
Third is his level of lnterest in our business; and,
fourth 18 his economic motivation, |

6. Q: Do you use rating procedures in interviewing?

A: Yes, we have a rating sheet we use when interviewing a
candidate. We rate appearance, bearing, alertness, pef-
Sonality, ability to present ideas, work habits, and the

interviewem's interest in our company. Ve, also, collect
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data of. personal history, work experience, military
service, scholastic average, lecadership on campus,

and obtain the school's opinion of the candidate,

Do you employ the useof psychological testing?
Yes, we do. We do not use psychological tests on the
campus, however, because we do not have the time to
administer them, - The college does not have the facili-
ties elther. When applicants come to us for jobs, we
use: tnemj and, after a trainee begins work with us, he
must take. tne tests. We:do not test the recruit before:
he begins work with us, however,

Do you use the group and/or-multiple interview? Why?
Yes, we do use’ the group:interview as I said before on
your question concerning selection procedure., ' The rea-
son we use 1t 1s because we can give a good picture of
our company to everyone at the same time. Then when we
have individual interviews, we don't have to say the same
thing over and over to each interviewee. In other words,
we can conduct more profitable individual interviews byv
using the group 1nterview;

As far as the multiple interview 1s concerned, we stay
away from it. We don't want to put any pressure whatso-
ever on the interviewee. We want him to be relaxed.

Do you use preselectlon techniques?

No, we talk with anyone who wants to talk with us.
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Are most college facilitles ample for recruiting pur-
poses? :

Tnat is a loaded guestion. Let me answer it this way.
Hany college facllities are outstanding, many average,
and many inadeguate. In general I would say that they
areo usually fine, It all depends on‘the emphasis which
the college nlaces on recruiting." | |

What conduct do you expect of an interviewee while in-
terviewing him?

We expect him to have good appearance and that 13 most
important. Second, we don't want him to ramble, Third,
we want hinm to say what he means, Fourth, we want him-
to set up rapport. Finally, we want him to sell himself
and ‘listen to our proposals.

Do you recruit graduates other than those who have a
bachelors degree? How do you feel about & person who
holds a masters degree? Do you feel he can be promoted
faster?

Yes, we recruit people who have a higher degree than a
bécheloré. kAs to yoﬁr‘seccnd'éuestion,-the 651& time
weunut additional eﬁphasis on a masfers degree 1s in a
technical fileld such as engireering, As far as faster
pfomotion 15 concerned, ve do not hire the degree, We
hire the man.. It takes much more than intelligence t§
become successful,

Do you recrult college women? . Why?

Yes, we do; but, we do not go to Wcmen's Colleges. . We

recruit them when the college we visit is coed., Women
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are becoming ircressingly important in our recruiting
program, The maln reason is,becéuse of fashions, We
have gulte a few women executives in our organization.
The recruiting technigues are the same for women as

for men, so it does not create a problen.

Do you recruit %iberal arts graduates? Why?

Yes, we do not feel maragement potential depends on the
degree, An important fzector in the business world_
today 1s the ert of communlcation., A person who can't
comnunicate effectively 1s at a great disadvantage.
Liberal arts graduates, as a vhole, have this advantage
over others.

Do you recruit technical personnel?

Yes, we do for specialized jobs. We employ many techni-
cal men who want to go into sales work, personnel, etc.
If we feel they have potential for these jobs, we will
place them . To give an exzmple, I am a civil engineer
graduate, and here 1 am in personnel,

How have you improved interviewing techniques?, It is
generally accepted that the interview is the least re-
liable and valid of all selection techniques, mainly be-
cause of the human factors involved.

Sone ébmpanies send meﬁ out to interview who have had
no experience, The interﬁiéﬁAis bound to be unreliable
and could not have much validity in such a case. When
we écnd ou£ an 1nterv1ewer, hé haé‘experience. To be
anvinterviewef for this coméaﬁy you mist have been a.“

successful personnel manager from three to four years
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at least, The majority of our recrulters vere inter-
viewees in a college at cne time or another so they
know now the gstudent feels. To be a successful per-
sonnel manager, you have to be an excellent interviewer.
We have meetings every yezr to get on a common ground,

I mean by that, we decide what we 2re looking for, We
also use rating procedures.

Of course, there are differences in techniques, but we
are all looking for one thing - potential,

The applicant sets the stage and we obtaln information
by varlous means. The final results are the same, how=
ever, and that is wnat counts, We don't ask questions
which can be answered with a yes or no answer, - All of
ug try to make the interviewee feel at ease., We find
we get much better results.

What Is your policy toward the military problem?

If the candidate can come and work with us four or five
months, we will hire him, When he returns from service,
he has a Job waiting for him. We dc not guarantee he
Qill receive a raise, but almost always we raise tne man
when he returns., It ig more or less a moral obligation
to do so, we>feel. You have to be realistic about this
type of problenm.

Now, if the intervliewee has to enter service three or

. four wWeeks after leaving college, we will interview him,

but we will not give nim a Jjob offer, Instead, we ask
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him to look us up when he 1s released from service.

That brings up a point which I would like to make,

Even 1f a student has to enter s:rvice immedistely

after graduation, he should take every opportunity to
talk'with visiting compahies. ile will make contacts

and ﬁore‘than likely obtain a job immediately after |
ending his seririce obligation.

What Tfields of business ¢o you recrulty

We reeruit any field at all, The majbrity of our re-
cruits are buslrness or eConomic'majors;-but, as I have
said, we will talk wlth anyone who desires to talk with
us,

How many colleges did you visit in 19567 How many are
you visiting this year? Will you visit more in 1958?

In 1956 we made forty-five visits to thirty-two colleges.
This year we are making the same number of visité to the
saﬁé;number of collcges., HNext year we plan'to do the
samej but, 1f we fcel it necessary to visit more colleges,
i assure you we will., The reason I don't believe we will
increase the number of colleges we visit is this. It‘
tékes two or three years to get established on a college
canpus. The more job offers you give, the more students
renember you., We do not give job offers to Just anyones
don't misunderstand me. We select our men very carefully.

What I am saying is that the more job offers you give, the
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more students will talk about you. When your name
becomes well known on campus, you will naturally have
more interviews.

20. @Q: How many men did you interview in 19567 What was your
quota and how many did you hire?

A: Ve interviewed 9S7 students last year. Our quota last
yéar was 75 men and we employed 68,

21. Q: How many men will you interview this year and what 1s
your quota: Do you expect to raise this quota in 16587

A: I don't krnow how many men we will interview this year,
but I feel certsin the figure will be above tiat of 1956,
Our quota this year is 100 men. As to whether we will
raise our quota in 1958, let me answer you thisway. If
needs dictate, we will.

22. Q: What per cent of your college men leave you or what
turnover 4o you have®?

A: In 1946 and ‘47, we had a very high turnover because of
our tremendous expansion, It has improved since then
and in 1956 only five per cent of our college men left
us in one way or another, Turnover varles from year to
year. Let me say this; we are very happy with our re-
cruiting program, extremely happy, in fact,

23. Q: In which year or years of employment is your loss of
graduates the heaviest: why?

A: Our loss of'graduates is heaviest in the first two years
of employment. The reasons why 1t is heaviest in these

two years are: One, it takes the tralnce that long to
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find out whether he 13 interested in retailing or

not. Two, we want to take one or two years to decide
on a man, In other words, we want to give the person
every possible chance. Lots of recruits go along
nicely in their first ycar and then skip all of a
sudden, Their capacity has simply been reached. When
a man wants a promotion and we feel he doesn't havé
the capacity tb £i1l the job, nafurally we cannot pro-
mote him. The person then becomes dlssatisfied and
seeks employment elsewhere, It goes without saying
that we may become dissatisfied with a person's ser-
vices. Gererally I would.say it takes a different
type of man for retailing, he must like his Job.

24, Q: What was your ratio of acceptances of college recruits
to job offers in 1956?

A: I don't know the answer to that question, Ve are 1in
the process of comfiling that data at the prcsent tiﬁe
over a span of years. All I know at present 1s taat
wve interviewed 997 men and hired 68, I don't know how
many Job offers we gave.

25. Q: Do you feel the number of college graduates avallable
is too small or do you think the supply is ample for
your business: Why?

A: Let me answer your question in this way. Tiere is more
competition in college recruiting than there has ever
becn, I don't know of any field which is more competi-

tive, This makes it hard to get good personnel because,

after all, that is w:at every company is looking for.
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The supply of college graduates is em=ple enough for
our busiress but the caliber ve cdesire is not always
ample, ‘We could double our quota and ensily fill1 it
but we would rot have the potential ve desire.

What perce:tage of your executives are collere gradu-
ates?

Approxizntely 85 per cent of all our executives are
college graduates, Seventy per cent of our retail
store maragers aro college graiuates and fifty per cent
of these have been through our training program, The
number of executives ve nave who are college graduates
is ircreasing yearly.

Do you lose many men because of nigner salary offers?
Do you gain many?

Yes, ve lose guite a fcw nen because otaer companies
offer higher sslaries, We also gain men because of our
higher salary offers, ¥e corducted a survey on students
a few years ago and found tnat their nruaber One interest
vas salaries, We slso fcund that berefits were not very
important to them,

What are tne most iaportant reas>ns for your loss of
prospective casndidates?

As I sald defore salaries is the m=ost {zrortant reason,
Anotner reason is that the sti.dent may not like rotailirg,
Other tnan for those twd reascrs, I t:ink our loss of

prospective trainees is practically nil,
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What were your starting salaries for fields recruited
in 19567 What are they this year?

We recruit men who are in any field. Last year our
starting salaries ranged from $325 to &375. This year,
1957, starting salaries are from $350 to $400, We have
a minimum salary offer but our maximum is flexible. It
all depends on the potential we thlink the student has,
That is what determines how much we offer him. Competi-
tion has an effect on starting salaries also,

Do you raise starting salaries after beginning the re-
cruiting season? If so, why?

Yes, we did in 1956, We have rot in 1957, however. The
reasons we raised them I stated in the preceding ques=-
tion. You have to be realistic about things like this.
The cost of living has gone up and many other things
have occurred in the past ten years, We do not generally
ralse our starting salaries after the recruiting season
begins, Last year was the exception rather than the nile.

Do you plan on adjusting starting salaries for next year's
program? Why?

We will review our salary offers snd I 1magine we wili
raise tﬁem in 1958, It is too early to tell much about
it right now, Competition will have a great effect on
tiie matter as well as all the other reasons I stated in
your last two questions,

How soon after cmployment do you raise starting salaries?

Is the raise automaticec? When does a ralse depend on
merit?
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We usually raise personnel when they complete thelr
training program. Thls raise is not guaranteed, how-
ever, We do not give an asutomatice relse in our organi-
zation, Everkhing is based on merit here, which is as
it should be.

How mueh do you raise personnel? What per cent is thls
of his starting salary?

As I said in the preceaing question, 211 of our salarles
gre based on merit and hence, the rdses are of different
emounts., It Just depends on the management potential of
the person. - Naturally, the per cent will vary since we
have no set ralse,

Do industrial firms offer higher salaries, for the same
flelds, than you do?

On the average I would say we are competitive, Unless

 we feel a man has potential, we do not want him,

Do you feel your starting salaries are too low? Why?
I'11 ahswer that question in this manner, Any éompany
which 1s in the recerulting business wants to be able to
say that it offers the top salary. In that sense, we
feel 6ur salary offers are too low. We could pay top
salaries easily, but there are a lot of things which
must be considered. For example, if we were to offer
top saleries, there 1is no telling how much pressure wve
would have from within our organization. We cannot

bring a college recruit into our organization and pay
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him an exorbitant salary because ocur eaployces would
not feel we were falr to them {f wo did. We feel it
{3 better to lose a few gocd men ratiuer than upset our
entire organization,

36. Qi Do you feel ird.strial firms nave an advantange over
you in recruiting college graduates. any.

At Plrst, let e say this. You can ask graduates what they
want to do wiien thcy leave college nndi 90 por cent of
them con't tell you., Now to ansver your question, I
would say we have the advantage, Let me list the rea-
sous for youtr

l. We offer an opportunity for expansion.
2. we promnote from within,

3. All wo'k is bazed on merit as are
raises,

4, We have wany benefits and excellent
persornel poiicles,

5. We afford a can unlinited pcrsonal cone
tacts,

6, Wwe let t.ie person use his judgenent,
initiative, etc. to cupacity.

7. Most imortunt is t.e fnct tiat tue jer-
son is an iniiviiual and not a number
in our orga:.ization.

37. Q: Do you fcel {:dustrial szlan-ies are higher then yours
at tne beginning of a recruit's career.

A: We think they are coapctitive, They may be soneviat
nigher, but we do not feel hard pressed,
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Do you feel industrial salaries are high than yours
after a five year period?

Definitely not! One of our most important recruiting
points 1s that our salaries are high after approximatey
five years than industrial salaries are. We promote
faster after that length of time.

Do you feel tnat salaries are an important factor as to
whether you get a man or not?

I would say 1t is the most important factor, As I sald
before, we conducted a survey and found tnat salariles
were the most important factor students were interested
in knowing.

Do you feel that industrial firms offer better job .
oprortunities than you:

They positively do not!

Do you feel fhat industrisl firms promote their men faster
than you at the beginning of a recruit's career?

I really don't know, I can tell you what we do usually,
however,, Recruits are promoted to first supervision
level one year to eighteen months after joining our firm,
In about eighteen more months tuney are promoted to second
level supervision, After one or two years, they are pro-
moted to executive ranks. It takes from eignt to ten
years to become a store manager, Of course, this is a
general pattern of promotion I have stated., We do not
guarantee that a man wlll even be promoted to first level

supervision,
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Do you taink industrial firms promote their men faster
than you after a five year period?

ko, I think we promote men much faster than industry
after they have been with us for that period of time.
Would you outline your training program?

First of a1l we send the newly hired graduate to a

store for tralning. We have ro central training center.
Our training program is as follows:

1. a. Receiving and price marking, six weeks

b. Shipping s One week
c. Yarehousing s One week
2. Selling in various divisions - hard
, line and soft line, s Six weeks
3. Customer dYervice Uepartment y, four weeks
4, Unit Buying Control y two weeks
5. Operating, Personnel and Office
| procedures s four weeks
6. Adﬁertising Departaent s two weeks
7. Display Department y two weeks
8. Cashler's Office ’ two and one
half days
9. Credit Office ’ "
10, Auditing Office , one week

11, Assistent to a Division Manager, six weeks
During this training period the trainee will study all
mahuals and current bulletins which are pertinent to his
assignment, attend all general training and store-wide

meetings, lecarn to conduct tralning meetings, and exert
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constant erfort'at gself-development and leadership,

The employee's progress will depend upon merit and

his abiliity to gain the acceptance of his store man-
ager and fellow workers,

Do you always send recrults through the training »ro-
§§§? or do you sometimes assign them to a specific

If the student graduating from college hasg the poten-
tial we feel he needs, we place him in our training pro-
grams On the other hand, if he does not have the
potential, we may assign him to a sgpecific job, This
does not place the man in an inferior position though.
He c¢zn advance just as fast as the men who is going
through our training program if he has what it takes

to become successful. I mignht stress this point at
this times, We do not have an executive training pro-
gram, Qur training progrsm is for everyone, It 1is
not reserved exclusively for prospective executives,

Do you particlipate in surveys conducted in the field
of college recruiting? Are all questions answered com-
pletely:

Yesy we do participate in surveys and are very happy

to do so, In regard to your second question, we answer

the survey as coapletely as we possibly can,

Are you a member of one of the regional associations?
Are you active in the work of the asgociation?

Yes, we are a member, and we participate actively.,
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Of what value are the regional associations? ,

We find we can obtain a cross-section of opinions,

We can also obtain an insight of problems between
placenent officers and companies, The association
provides a vast amount of food for thought to usj

and, we have solved quite a fow problems wnile at-
tending association meetings.

What do you think of the assoclation's recommended
code of etihics. Do you think you vinlate any of these
ethles? ,

We feel that it is a step in the right direction. The
recrulting fleld has needed something like this for a
long time. Our only question is how will they enforce
thesé ethics once they are accepted

We definitely do not violate any of the ethics., We
have a code of ethics in our orianization and if any
of them are violated, there 1s no question but what
employment will be terminated,

In what ways might the regional associations be improved?
Let me answer your question in this manner., The asso-
claetions are understaffed and over-worked. They are do-
ing a fine job with wnhat they have.

What do you consider the maln problems encountered with
placement directors and colleges?

First of all, I feel that if I have a problem with a
placement director, it is my fault. I have handled my-

self improperly in some way. Let me also say that
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placement offlcers are grossly over-worked,

The main problem we have with placement offlcials is
that their records are not complete. It is very diffi-
cult for us when we have to get information from four
or five sources at a single school, We feel that we
should be able to obtain all the facts we need from the
placement office, Another problem is that colleges do
not place enough importance on placement., Colleges and
placement officials have improved grecatly in the past
five years, however,

How can the relationships between placement directors
and recruiting companies be improved?

We feel the relationships are good enough. We do thirk
that policies of colleges and recruiting companies
should bé flexible though.

What do you feel 1s the most important single factor
which makes a sound recruiting program? What are the
next four in order of importance:

This i1s a matter of opinion, but I feel that the com-
pany's recognized growth, expansion, and character 1s
thé most important factor. The next four would simply

be an enlargement of this.

Do you feel top management should give more support to
college recruiting, or are they giving enough: Why?

We feel we are getting the best support we could possi-
bly get. The reason we are is because top management
has recognized the need for college recruiting. Also,

our system of <decentralization helps.
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IKTERVIEW CCHUUCTED WIT: INDUSTRIAL PIRM

Are colleges your pain source of recruiting?

We have two mnin sources from which we recruit, One
is the college, where we recr:it irexncrienced per=-
sonriel, The other is from variouc rlaces, mainly in-
dustry, where we recruit ex; crionced personnel, Our
zain source for recruiting inexperioenced people is
tie college. +We (@0 not discount pcople without a
college education, but tacy are assigned to specific
Jobs ard must move up through the rarks, so to spoake.

Do many peoplec come to you for jobs who are college
graduates?

Yes, ve have quite a few college graduates who coxze
to us for jobs, We are an expending cozrany and this
creates a lot of interest among college grad.ates. We

are located in various areas, and nany graduates coze

to us because they desire to be emplcyed close to home.
Also, many apply for jobs with us who have been ex=ploy-

od elsevhere asni have becoOme dissatisfied,

Do you recruit prospective executive personrel from
sources otaer than collcges?

We recr:it our i.experierced personnel solely from

colleges, but we recrult our exrerienced personrel from

otaer sources, ror exanjle, 1f we nceded a rnew head of

a research depart-ent, we would look sozewiere other
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than the college for him,

What is your sclection procedure for college students?
We keep the college sujpplied with pamphlets and other
information concerning our compeny. We also have
faculty contacts in the areas of educaticn which we re-
cruit, Tne first thing we do is let the placement
officer know what types of openings we have. Then, we
set up interviewlrng sched:les with the placement officer,
Aftor the interviewing dates snd schedules have been
established, our third step 1s to interview the candi-
dates., We ordinarily do not conduct group interviews,
because many colleges will not permit them. S0 many
conjanies are recruiting, and schedules are so tight
that it is practically impossible to have them. There-
fore, we nave a twenty to thirty minrute irterview with
eacn candidate, After the irterview, we tell the candi-
date we will let him know what we decide,

If we have enough information on the interviewee, we ~ay
not require him to f1ll out an application blank after
the interview, He nust f111 out cne before he visits
us, however, Fourth, we take our file and com-ents on
the interviewee back to the company. If we think he has
potential, we review these records with various depart-
ment heads. If they seem to want the applicant, we

write nim and ask him to visit ug, If we do not desire
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the applicant's services we write to him and explain
why.

Fifth, the applicant willl visit with us and various
people willl interview him, He will also take a

battery of tests, Based on all this data, we decide
whether to give the student a salary offer or not,

What factors do you consider most iﬁportant in apprais-
ing a candidate?

That depends a great deal on what we are looking for.
For research work I would say that tecihnical krnowledge,
originality, personality, and application are important.
For sales we would want an extrovert, We would not be
as interested in top grades as we would be in nersonality
and extrecurricular activities, Another factor which
is important to us in selecting any recruit is what he
does over a twenty-four hour period., Does he work or
does he waste his time,

Do you use rating procedures in interviewing?

No, we do notwelgh specific factors on a rating sheet,
We appralse rather than rate the intervieves, We take

into consideration such things as appearance, manner in

‘which the student presents himself, his tect, and his

long run potential,
If a candidate fills out a sloppy application blank, we
will not look favorably toward him. I gave this exazmple
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because I want to impress you with the fact that ve
appralse a candidate on smell matters as well as
large.

Do you employ the use of psyciological testing:?

We do not administer tests on the campus, but we do
use them when the prospective employee visits our
compeny., Tests serve as a gulde cnly, however., Ve
place much more importance on the interview than we

do on psychological tests,

Do you use the group and/or multinle interview? Why?
We do not ordinarily}use the group interview because
it 1s not practical at most colleges as I stated be-
fore, Ve would like to use 1t if we could, In regard
to the multiple intervew, we do not use it elther,

Do you use preselection techniques?

Yos, weo always use preselection techniques, e recruit
fof s0 méﬁy different tyres of jcbs that we‘Just cannot
talk to‘everyone. Therefore,vwe tell the placement
orfiéer‘what type job openings we have gnd.interview
only for those specifie job openings. I mean by that,
if we want chemical engineers, tnen the only people we
will talk with are chenical engineefing students,

Are most college facilities ample for recruiting purbosx?
That is a hard ore to answer because I don't want to

step on anyone's toes, Let me answer your question in
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thia manner. College facilities vary tremendously.
The majority of them are adequate and some are very
good, A few things are to be desired at most colleges,

howvever,

What conduct do you expect of an interviewee vhile in-

terviewing him?

First of all, we expect him to be prompt, Second, ve
expect him to be neat, Third, we expect him to be
business-like and fourth, we want him to be sincere,
Do you recruit graduates other than those who hold a
batchelors degree? How do you feel about a person wio
holds = masters degree? Do you feel that he can be
promoted'faster

Yés, ve recrult people who hold masters degrees. Ve
also employ P, H, D.'s. I will say thias though; we
usually employ them for research work. We do not re-
‘eruit meny non~-technical men who have more than a
batchelors degree. We feel that a masters degree 1is

an asset to a man, ard if he uses wiat he has learned

effactively, he should have the sdvantage over e person

who has a batchelors.

Do you recruit college women: - Why?

No, we do not reeruit college women., Ve do not have
jobs for them. Ordinarily, all of our jobs are filled
by men., Of course, we hire women for clerical work but
as a rule they are not college graduates,

Do you recruit liberal arts gradiates? Why?
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Wo do for the field of seles because we. do.not.
desoriminate closely for sales personnel. We will
talkgto a liberal arts graduate, but we do not
specifically recruit him. We have only a certain
amount of time, so we cannot interview everyone. We
usually confine our recruiting to business adminise-
tration graduates when recruiting for sales personnel.
Do you recruit.;echnical‘personnel?

Yes, the madoritylof,our réeruiting:isAfor.technidal
men, The reason is self explanatory, I think.

How have you improved interviewing techniques? It 1is
generally accepted that the interview is the least re-
liable and valid of all selection techniques, malnly
because of the human factors involved.,

I will agree thet it is the most subjective technique,
but how else ean we recrult college students? We have
inproved interviewing techniques by reading various
articles about them, We have improved them by atten-
ing seninars where 1ntervieﬁing is the main topie of-
discussion, Third, we watch the progress of men we |
recruit to see if they measure up to what we thought
they would accomplish. Of course, we get together and
decide wnat we are looking for each year. We find out
where openings exist in our organization, and find out(
what types of men will fit into particular geographicdl
locations.

What is your policy toward the militsry problem?

We take military service in stride., We 1ike for a man
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to have his military obligation behind him, but with
a college man that is not usually the case, If a man
has three months, after gmduation, before he must
enter service, we will hire him, After he enters ser-
vice, we keep in touch with him and when he is released
from active duty, we raise him according to how long he
has peenhaway and what potential we think he has, If
he has been vorking 1n his £ield vhile in the silitery,
dédmight bfcmoteﬁhim. 1t allﬂdepends onwﬁhe individual.
We do not give job offers to stdﬂentskwho ﬁust enter
service immediately after graduation, We interview these
students and 1f we are interested in -them, we tell them
to look us up when they are released from active duty.
18, Q: What fields of business do you recruit?

At We recruit: the méjority of our men for technical work,
For example, we recrult chemicel,y civil, industrial,
electrical, mettalurgical, and‘mechaniéal engineers,

We recrult chemists and have recrulted geologlsts occa~
sionally.

We also recruit business administration graduates,
accountants, and liberal arts graduates for non-techni-
cal'rieldsaf'1~w6uld say 80 per cent or more of our re-
crults are technical men though.

19, Qt How many colleges did you visit in 19907 [OW many are
you visiting this year? Will you visit more in 19587
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We made fifty-five visits to: forty-elght colleges in
1996,  This year we are making seventy visits to fifty-

nine colieges. I feel certain we will not increase our

visits next year.

How many men did you interview in 19567 What was your
quota and how meny did you hire? ’

In 1956 we interviewed 920 men, We did not-have any
specific guota because. we were spread out everywhere.
This is the first year we have had a centralized re-
cruiting program, We hired fifty-one college graduates
last year.

How many men will you interview this year and what 1is
your quota? Do you expect to raise this quota in 19582

I don't know how many men we will interview this year,

but I would say approximately 1200, 8ince we have cen-

tralized our recruiting program, we have been able to
obtain much better interviewing schedules. .Another:
thing which accounts for this increase 1s that we aré
visiting more colleges this year. Our gquota for 1957
is 100 men., We fecl this quota-will definitely be -
réiéed next year because our quotas have increased for
the past four years in a row. We are expanding each
year; and therefore, more men are a necessity.

What per cent of your college men leave you or what
turnover do you have?

Our - turnover of college graduates is so small that we
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have not computed any turnover figures, We are very
pleased with our recruiting program because of this
fdct-

23, Q: In which year or years of employnent is your loss of
graduates the heaviest? Why?

Ay I Just do rot know the answer to that, OCur loss of
graduates is 80 snall that we cannot pin-point any
specific year or years.

24, Q: What was your ratio of aseceptancesof college recruits

to job offers in 19567

E L]

A: One person accepted a job with us out of every three
people we gave job offers.

25. Q: Do you feel the number of college graduates availeble
is too smz2ll or do you think the supply is ample for
your business? Why?

A: The supply of technical men is too small to satisfy
the demand for them, I think the main reason is the
terrific amount of competition we must face. As for
non-technical men, we have no difficulty, whatsoever,
hiring then, |

26, Q: What percentage of your executives are college gradu-
ates?

A: I do not know the exact percentage because we have not
conducted a study on the matter, ’All I can.teli'youlis
that the percentage is very high and this percentage is
increasing each year,

27. Q: Do you lose many men because of higher salary offers?
Do you gain many? '
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A: Ordinarily, we do not lose many men because other
companies offer higher salaries. We gain quite a
few men because of our higher salary offers, how-
ever, (The interviewee explained his reasons to
the author, but his answer would ldentify the com-
pany).

28, Q: Wnat are the most important reasons for your loss
of prospective candidates?

A: We are trylng to find out the answer to that ques-
tion at the present time. I really don't know why
we lose prospective candidates, Our salary offers
are competitive, We have a varlety of locat{cns_
and jobs students may pick from, The only reason
I can think of right now is that they Jjust don't
like our type of business,

29. Q: What were your starting salaries for fields re-
cruited in 19567 Wwhat are they this year?

A: In 1956 our starting saleries for technical men
ranged'frqm_ﬁhoo to §425, ard for non-technical, the
range was from $360 to £400, This yecar the salary
range for technical is &450 to $475, and for non-
technical $385 to §400. The maximum selaries are
flexible rather than absolute.

30. Q: Do you raise starting salaries after beginning the
- recruiting season? If so, Why.

A: We ralsed starting sclaries $25 in 1956 for both
technical and non-technical filelds. The figuresI gave

you in your last guestion were the finallsalary offers,
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Everyone ralsed starting salaries last year, We
Just had a spiral. We have not raised salary offers
this year because competition has not forced us to
do so,

Do you plan adjusting starting salaries for next
year's program? Vhy?

I don't know, but I can tell you this,. We would pre=~
fer to hold them wiere they are, Salaries have risen
so fast over the past five years, we do not know what
to expect next year, Competition will determine whether
vwe raise salarles or not,

How soon after employment do you raise starting sale
aries? Is the raise automatic? When does a raise de-
pend upon merit?

We do not have any automatlc raises in our company.
Everything is based on merit., A graduate may receive

a raise six months after he has been with the company,
or it may be.a year, It just depends on the individual,

How much do you raise personnel? ' What per cent is this
of his starting salary?

It depends on the individusl, so0 we cannot compute the
percentage of his gtarting salary. They would all be
different,

Do retail firms offer higher salaries for the same
fields than you do?

I do pot think so, but I do not really know. I do know
that we have no trouble, whatsocever, hiring non-techni-

cal men,
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Do you feel your starting salaries are too low? VWhy?
No, we have very competitive starting salaries. The
reason I say this is because if you grouped all start-
ing salaries in a range, ours would fall in the upper
bracket of it. We are very close to offérihg top
salaries, in other words.

Do you feel retail firms have an advantage over you
in recruiting college graduates? Wwhy?

In general, I would say no. In specific instances I
would say yes. The reasons why I am answering your
question as I am 13 because:

l. We have a wider range of Jobs for
technicel men and our salaries are
higher.

2. We have a variety of geographical lo-
cations, and I think location is one
of the most important factors in se-
curing college students.

3.. We offer many opportunities for ad-
vancement,

%, Generally, people who are interested
in our field do not want to work for
a retail company, For this reason I
feel that neither of us has the ad-
vantage over the other in the recrulte
ment of college students.

Do you feel retail salaries are higher than yours at
the beginning of a recruit's career?

I do not have the slightest idea what retail starting
salaries are; and, I don't know how much they raise
their personnel, We have no trouble getting non-tech-

nical men though,
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38. Q: Do you feel retall salarlies are higher than yours .
after a five year period?

A: In certain fields I would say that retail salaries
are higher than ours after a five year period, I
don't feel that I know enough about retail opera=-
tions to,answer_that question,

39, Q: Do you feel that salaries are an important factor
as to whether you get a man or not?

A: I would say that salaries and opportunity for ad-
vancement are the most important factors a student
is interested in. Ve are trying to find out more
about thils question at the present time. Location’
plays an important part in the recruitment of college
students, also,

40, §: Do you feel that retail firms offer better job
opportunities than you.

A: Retail job opportunities are awfully good; but, in-
dustrial  Job opportunities are excellent, too, The
same man will not be ‘interested in retailing if he 1s
interested in industrial work., Therefore, I do not
feecl that~retailing‘and,industrial firms are competing
with each other,

Q: Do you feel that retail firms promote their men faster
than you at the beginning of a recruit's career?

A: They might promote thelr man faster than we doj but, we
have responsible Jobs which may be reached in a short
while, - I really don't know whether they d§ or not,.
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Do you think retail firms promote their men faster
than you after a five year period?

They probably would because they have a higher rate

of turnover than we do. A good chain orgenization
which 1s expanding affords men excellent chances for
quick promotion. As I said before, however,;we‘hava
responsible jobs which can be reached in a short‘
while.

WOuld”ybu outline your tralning program?

We do not heve any specifie training program because
ve have so many different fields of work, In general,
the recruit works in various functions of a department
8o he can sccure an overall baclkground of the job he
will be doing, He might be transferred from plant to
plant for training.

In production supervision, the recruit will spend a
certain amount of time in the various operating depart-
ments. In general, it tukes about a year to complete
most of our training programs. Our training oprograms
are not executive training programs. If we have a man
who we think has potential, he is treated the same way
as a college graduate is treated,

Do you always send recruits through the training pro- -
gram pr‘do you gometimes assign them to a specific job?

For specific types of work, we may not send a recruit

through a training prdgram;\but, the majority of ouf
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college recruits go through some type of program.

The training programs we have are very inforaal and
they are on-the~job training programss, We do not

use classroom lectures or anything like that,

Do you participate in surveys conducted in the field

of college recrulting? Are 21l questions answered
completely?

Yes, we participate in surveys conducted in the field“
of college recruiting, We answer all association sur-
ﬁeys‘andvallxnatibnal surveys such as the one conducted
by Mr. Endicott., We try to answer ell questions com-
pletely, We have nothing to hidej and, even 1f we diq,
we couldn't, The college student certainly is not go-
ing to kecp what we tell him a secret, College recruit-
ing has become a profession and as a profession, there

mugt be cooperation and éthical practices.

Are you a member of one of the regional associations?
Are you active in the work of the association?

Yes, we are a memberj and, we participate actively.

Of what value are the regional associations?

They are an awful lot of value to all companies. We
Just could not do without them, They keep placement on
an even keel, They have established patterns for re-
eruiting. They have standardlzed recruiting procedures
and have developed forms for use in recruiting., Most
inportant, however, the assoecietions have solved many

problems in ‘the field of college rocruiting.
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At meetings we discuss probiems.and nake many perso=-
nal contacts., We can obtain the feelings of both
colleges and companies. When we return to our com-
pany, we can coordinate our reerulting efforts with
the sound information we have gotten vhile attending
association meetings,

What do you think of the asgsociation's recommended
code of ethics? Do you think you violate any of these
etiiics? ‘

I dén't think there is any company which does not vio-
late the code one time or another. I don't belleve
they violate it intentionally, however. I do not be-
lleve the complete code will fit into any one company's
policies; but, I do feel the code i1s very definitely
needed. The only way the code can be enforced is
through cooperation., I think the eassociations have
done much to eliminate misconduct in the field of
college recruiting alrcady. Very seldom do we run into
any unethical practices.. Of course, you hear about a

few; but, I don't see too much of 1t anymore,

In what ways might the regional associations be in-
proved?

They have Improved so much over the past six or seven

years that I don't see how they can improve much further.

 They are improving research at the present time; and, if

tney continue doing this, they will not need 1FPTOVing.

They have plenty of people and money to do the job, so
that is no problenm,



120

50. Q: What do you consider the main problems encountered
with placement directors and colleges?

f: I have very few problems with placementrdirectors.
I was a placement officer myself, at one time, so 1
know what they are up against. Once you get to know
them and their problems, you cannot understand how
they do their job as well as they do, They are over-
worked and understaffed; and, most colleges will not
turn loose enough money to have a good placemcnt
bureau.

51, Q: 1iHow cun the relationships between placement directors
and recruiting companies be improved?

A: The only way to improve relationships is to have an
increased understanding between both parties concerned,
The associations have done much in this connection.

52, Q: What do you feel is the most important single factor
which makes a sound recruiting program? Vanat are the
rnext four in order of importance?

A: I would say the main factor is the recog:ition of the
reed for and value of a recruiting program. Second,
the backing of it by top management., Third, you neced
someone handling the program who appreciates both the
college and industrial point of view, You need a per-
son who can work with colleges. Finally, you need to
have & knowledge of the companies' requirements. In
other words, have a knowledge of local conditions

winich exist at various plants.
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Do you feel top maragcment should give more surport
to college recruiting,or are they giving enough?

why?

We reccive excellent support here; b:t, I don't think
we vill ever reach s point whero we will not desire
more support from top rmanagoment. Tnhnot is just human
nature., The rcason why we get axcellent support is
because top manngemer.t hns recogrized the nroblem and

the nced for a sound college recruiting program,
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