
I

Off-Farm Employment
Opportunities for

Oregon Farm Families

1tt;n:r

A' riuItt, AperIme

:0. iS:ta. J"v.ei,

I

U.



Contents

Page

Summai-y and Conclusions 3

Introduction 4

Present Pattern of Employment 6

Employment Expectations 7

Availability of Work by Skill Levels 8

Age, Education, and Background Preferred 10

Attitude of Employers Toward "Moonlighting" 11

Recruiting Methods Used by Oregon Employers 14

Appendix 16

AUTHOR: Keith Jenkins is a former research assistant in Agri-
cultural Economics at Oregon State University.

The early planning, questionnaire construction, and coding by
Mrs. Alice F. Dalbey, former assistant experiment station editor and
advice on analysis and manuscript preparation by A. N. Halter, asso-
ciate professor of agricultural economics and Robert Mason, experi-
ment station editor, are acknowledged.



,44awei 4.
Off-Farm Employment

Opportunities for
Oregon Farm Families

KEITH JENKINS

Summary and Conclusions

Oregon employers expect that the
numbers of skilled and professional-
technical employees will increase
sharply over the next five years. These
occupations generally require more
training and/or education than a high
school education provides. In many
cases these occupations require more
training and education than farmers
have from their schooling and experi-
ence. If farm people are to qualify for
these jobs, which appear to be on the
increase, there is an enormous task to
be done by local, state, and federal
agencies, particularly in education and
retraining.

Although less education and training
are necessary for unskilled jobs, the
expectation of employers is that new
openings will increase at a much slower
rate than for the other skill levels.
Employers indicate that low salary for
unskilled jobs is the main reason that
these jobs are not attractive. However,
an older person (51-60) often will
qualify for an unskilled job, whereas
he may not qualify for a more skilled
or professional position.

Employers in general will hire per-
sons from farms as readily as from
other backgrounds. However, it should

be noticed that employers who are
neutral in this regard are also the ones
who are cautious about hiring people
who hold more than one job. This was
evident for employers hiring unskilled
workers. It implies that part-time
farmers (a form of "moonlighting")
may meet more jb resistance than
those who give up farming altogether
and seek unskilled jobs. Some employ-
ers may need more information about
the attributes of part-time farming.
However, information is needed to
show the income levels and skills of
rural people before any conclusion can
be reached concerning the desirability
of part-time farming versus full-time
off-farm employment.

While this bulletin presents various
aspects of the employment demand and
supply picture from the employers'
viewpoint, it makes investigations into
the characteristics of the rural popula-
tion regarding employee possibilities
more imperative. Research is needed
to ascertain education, skills, and ex-
perience of farmers and their families
in reference to jobs for which they
might be qualified. Further, it would be
necessary to ascertain which persons
are likely to leave farming and become

3



potential employees. Only after these
two facts are known, will it be pos-
sible to design an educational and re-

Farmers and their families are con-
tinually adjusting to the economic and
social environment in which they live.
As economic conditions continue to
stimulate the trend to larger farms,
fewer farmers are needed to raise our
food and fiber; and fewer people are
needed to service the needs of farmers
and agriculture. Thus, fewer persons
are employed in farming and closely
allied rural service industries. The per-
son who finds himself underemployed
or unemployed is proba'bly looking for
some other kind of job. He is no doubt
interested in future opportunities irs
off-farm work and how well he will be
received by prospective employers.

This bulletin presents information
concerning future employment possi-
bilities by skills and for various in-
dustries in Oregon. Information also is
presented on attitudes of employers
toward hiring farm people and those
who hold more than one job. Availa-
bility of workers from the employers'
standpoint and the qualifications for
which he is looking are discussed.
Finally, recruiting methods used by
employers are presented.

Information for this bulletin was ob-
tained from an analysis of 390 inter-
views with various firms operating in
the Portland, Salem, and Eugene areas
of Oregon.1 The interviews were de-

See Append1x for sampling procedures.
2 Industry categories are specifically defined

in the Standard Industrial Classification
Manual published by the Bureau of the
Budget.
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Introduction

training program which makes sense
from both the employers' and the em-
ployees' standpoint.

signed to determine the off-farm job
potential for farm people as well as to
collect associated information.

Industry categories
The 390 firms represent seven in-

dustry categories.2 These are: 1) con-
struction, 2) manufacturing, 3) serv-
ices, 4) trade, 5) transportation and
public utilities, 6) finance, insurance,
and real estate, and 7) government.

Construction employers include
builders and contractors who engage in
all types of buildinghouses, small
industrial buildings, farm buildings,
highways, sanitation projects, harbor
and waterways projects, and so forth.
Specialized trade contractors who do
plumbing, heating, air conditioning,
masonry, roofing, carpentry work, and
other specific jobs also are considered
construction employers.

Manufacturing employers are those
engaged in the mechanical or chemical
transformation of inorganic or organic
substances into new products, and their
businesses are usually described as
plants, factories, or mills, which char-
acteristically use power-drawn ma-
chines and material-handling equip-
ment. Establishments engaged in as-
senibling component parts of manu-
factured products are also considered
manufacturing if the new product is
neither a structure nor other fixed im-
provement. Examples of industries in-
cluded in this category are makers of
textiles, wearing apparel, lumber and



wood products, furniture and fixtures,
paper products, and chemical products.
Also included as manufacturing firms
are printing and publishing establish-
ments.

Service firms include those engaged
in rendering a variety of services to
individuals and business establish-
merits. This group includes hotels and
other lodging places; firms providing
personal, business, repair, and amuse-
ment services; medical, legal, engineer-
ing, and other professional services;
educational institutions; and other
firms involved in providing miscel-
laneous services.

Wholesale and retail trade firms
sell merchandisefor use in busi-
nesses, homes, or in agriculturere-
tailers, industrial or commercial users,
and consumers.

Transportation and public utility
enterprises are involved in passenger
and freight transportation by railway,
highway, water, and air, or in provid-
ing communication or public utility
services.

The finance, insurance, and real
estate category includes banks, trust
companies, credit agencies, brokers and
dealers in securities, carriers of all
types of insurance, insurance agents
and brokers, and owners, buyers, sell-
ers, and developers of real estate busi-
nesses.

The government category includes
all federal, state, local, and interna-
tional government activities and gov-
ernment owned and operated organiza-
tions.

Skill levels
Each industry was studied at four

skill or occupation levels. These were
professional-technical, clerical-sales,
skilled, and unskilled. If the sampled

firm had more than 10% of its em-
ployees in any of the skill levels, data
were obtained concerning the specified
skill level.

The professional-technical occupa-
tions include those which require a
high degree of mental activity and
usually require a lengthy period of
formal education or extensive techni-
cal training. Typical professional occu-
pations are those of the county agri-
cultural agent, soil scientist, entomolo-
gist, botanist, chemist, physicist, law-
yer, architect, mechanical engineer,
editor, actor, and musician. Semi-
professional-technical occupations such
as tree surgeons, draftsmen, aviators,
laboratory technicians, and fingerprint
experts are also included in this group.
Managerial and official occupations
such as managers of businesses, su-
perintendents of construction projects,
and purchasing and advertising agents
are also considered to be in the profes-
sional-technical group.

Clerical-sales occupations are those
which require both mental and manual
abilities. Secretaries, stenographers,
clerks, bookkeepers, collectors, and
mail carriers are generally considered
clerical. People involved in selling
services or merchandise are considered
sales personnel.

Skilled occupations are those which
require independent judgment com-
bined with a high degree of manual
dexterity and, in some instances, re-
sponsibility for products, equipment,
and tools of considerable value. The
United States Department of Labor
differentiates, in its Dictionary of Oc-
cupational Titles, between skilled and
semi-skilled occupations, but in this
study the two skill levels were grouped
together. The jobs included as skilled
occupations generally demand a type
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of training such as apprenticeship and
formal training.

Unskilled occupations include those

Data concerning the number of em-
ployees in each skill level were ob-
tained from each firm participating in
the study. Of the approximately 87,000
employees of the 390 firms, 16% were
considered as professional-technical,
26% were considered as clerical-sales,
35% were considered as skilled, and
23% were considered as unskilled.

The industry which employed the
largest percentage of the 87,000 em-
ployees was manufacturing with 27%
of the sample total. Next to manufac-
turing was government with 26%. The
rest of the industries and their respec-
tive percentages were trade with 14%;

Present Pattern of Employment

which require little or no formal train-
ing and little exercise of judgment.
They are usually manual types of em-
ployment.

services with 12%; transportation and
public utilities with 11%; finances, in-
surance, and real estate with 6%; and
construction with 3%. It should be
noted that these percentages are based
upon the sample obtained from the
Portland, Salem, and Eugene areas.
Also, only managers of firms with 30
or more employees were interviewed,
except for manufacturing firms. Here,
50% of the managers of firms with
50 or more employees were inter-
vi ewecl.

Numbers upon which the percent-
ages given above were based are pre-
sented in Table 1.

Table 1. NUMBER OF EMPLOYEES BY SKILL LEVEL AND INDUSTRY EMPLOYED BY
THE 390 EMPLOYERS INTERVIEWED

6

Skill Level

Professional- Clerical-
Industry technical sales Skilled Unskilled Total

Construction 239 239 1,711 650 2,839
Manufacturing 1,565 2,758 10,234 9,191 23,748
Services 3,502 1,235 1,699 4,003 10,439
Trade 1,491 7,288 2,118 1,526 12,423
Transportation and pub-

lic utilities 477 1,891 5,853 1,369 9,590
Finance, insurance, and

real estate 1,488 527 3,104 280 5,399
Government 4,859 6,120 8,511 3,436 22,926

Total 13,621 22,635 30,653 20,455 87,364



Managers of firms were asked if
they anticipated the number of em-
ployees to increase, decrease, or stay
the same as they looked ahead five
years. If an increase in the number of
employees was expected, then they
were asked if the increase was to be
proportionate, more than proportionate,
or less than proportionate in compari-
son with the other skill levels. Of the
employers sampled, 36% felt that the
number of professional-technical em-
ployees would increase. Thirty-seven
percent of the employers expected an
increase in the number of clerical-sales
employees, and 5% expected a de-
crease. Forty-one percent of the em-
ployers expected an increase in the
number of skilled employees, while 3%
expected a decrease. Twenty percent
of the employers expected an increase
in the number of unskilled employees,
and 12% expected a decrease.

Of the employers who expected an
increase in professional-technical em-
ployees, 23% indicated that it would
be more than proportionate, and 4%
indicated that it would be less than
proportionate. Of the employers who
expected an increase in clerical-sales,
13% indicated that it would be more
than proportionate, and 8% indicated
that it would be less than proportion-
ate. Of the employers who expected
an increase in skilled employees, 21%
indicated that it would be more than
proportionate, and 6% indicated that
it would be less than proportionate. Of
the employers who expected an in-

crease in unskilled employees, 5% indi-
cated that it would be proportionate,
and the same percent indicated that it
would be less than proportionate.

Empkyment Expectations

From the preceding information sev-
eral observations can be made. The
most obvious is that employers expect
the least increase in the number of tin-
skilled workers, and this increase will
not be as great as increases in the other
categories. The skilled and profes-
sional-technical categories both should
have increases. These two skill levels
probably will increase their percentage
of the labor force in Oregon. Clerical-
sales employees will increase in num-
ber, but the increase will not be as
great as professional-technical and
skilled increases. It should be noted,
however, that these observations are
based upon the expectations of em-
ployers; thus, their accuracy depends
upon the employers' foresight. Also all
firms are given an equal weight re-
gardless of the number of people they
employ.

Several interesting relationships ap-
peared when the results of the study
were analyzed by industry groupings.

The construction industry expects
an increase in the number of employees
in all skill levels, with the greatest an-
ticipated increase in the professional-
technical and skilled categories, and the
unskilled category with the least antici-
pated increase. An increase is expected
in the manufacturing industry for each
skill level, with the greatest anticipated
increase in the skilled category, and
the least increase in the unskilled cate-
gory. Service industries expect an in-
crease in the number of employees in
all skill levels, with the greatest antici-
pated increase in the professional-
technical level followed by clerical-
sales, skilled, and unskilled. The whole-
sale and retail trade industry also ex-
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pects an increase in the number of
employees in all skill levels, with the
greatest anticipated increase in the
number of skilled and clerical-sales
employees.

In the transportation and public
utilities industry, increases are antici-
pated in number of employees in the
skilled and professional-technical cate-
gories. Clerical-sales will remain ap-
proximately the same, and the number
of unskilled employees will decrease.
The finance, insurance, and real estate

industries anticipate increases in the
number of employees in all skill levels,
with the greatest anticipated increase
in the professional-technical category,
and the least anticipated increase in
unskilled employees.

The government industry expects an
increase in the number of employees
in all skill levels, with large anticipated
increases in the professional-technical,
skilled, and clerical-sales levels, and the
least increase in unskilled employees.

Availability of Workers by Skill Level

Availability of workers for each of
the four skill levels was obtained from
employers by asking whether they had
a lot of trouble, quite a bit of trouble,
a little trouble, or no trouble at all ob-
taining satisfactory employees in each
skill level. Answers to this question are
summarized in Table 2. Employers
having a lot of trouble or quite a bit
of trochle in finding satisfactory em-
ployees were asked to specify the main

reasons for their difficulty. Answers
to this question are presented in
Table 3.

Percentages of employers who felt
that they had a lot of trouble or quite
a bit of trouble in chtaining satisfac-
tory employees in the four skill levels
were: professional-technical, 31%;
clerical-sales, 25%; skilled, 25%; and
unskilled, 8%. Percentages of employ-
ers who had no trouble in obtaining

Table 2. AMOUNT OF TROUBLE INVOLVED IN OBTAINING SATISFACTORY EM-
PLOYEES BY SKILL LEVEL

S

Numbers in parentheses indicate the base upon which percentages were computed.

%
Professional-technical 10.1 21.3 22.3 45.2 1.1 100O (197)1
Clerical-sales 9.2 15.4 17.7 57.7 0 100.0 (272)
Skilled 8.4 16.1 19.8 54.7 1.0 100.0 (298)
Unskilled 2.8 5.6 10.0 81.2 .4 100.0 (250)

Lot Quite A
of a bit of little No Don't

Skill level trouble trouble trouble trouble know Total



Table 3. REASONS OF EMPLOYERS HAVING A LOT OF TROUBLE OR QUITE A BIT OF

TROUBLE OBTAINING SATISFACTORY EMPLOYEES BY SKILL LEVEL

Reasons

Work- Combi-
General ing nation No
short- Low condi- of first corn-

Skill level age salary tions three ment Other Total

Numbers in parentheses indicate the base upon which percentages were computed.

satisfactory employees in the skill levels
were professional-technical, 45%; cler-
ical-sales, 58%; skilled, 55%; and un-
skilled, 81%. By comparing these two
sets of percentages several observa-
tions are apparent.

Firms hiring professional-technical
employees had the most trouble in ob-
taining satisfactory employees. Per-
centages indicate that the skill level
in which it is easiest to find satisfac-
tory employees is the unskilled cate-
gory. Clerical-sales and skilled classifi-
cations appear to be in between the
professional-technical and unskilled

classifications in the difficulty involved
in obtaining satisfactory employees.

Employers who indicated that they
had a lot of trouble or quite a bit of
trouble in obtaining satisfactory em-
ployees felt that the most common
reason by skill level was a general
shortage of qualified employees, except
for unskilled employees where low
salary was the most frequent reason
given. By using this observation and
the preceding result, it follows that
difficulty in obtaining satisfactory em-
ployees appears to be related to the
amount of training necessary,

9

% % % % % %
Prof essional-

technical 50.0 11.3 4.8 19.4 1.6 12.9 100.0 (62)'

Clerical-sales 62.7 4.5 6.0 3.0 14.9 8.9 100.0 (67)

Skilled 67.1 4.1 6.8 5.5 9.6 6.9 100.0 (73)

Unskilled 19.0 28.6 14.3 0 23.8 14.3 100.0 (21)



Employers were asked questions
concerning the preferred age of appli-
cants by skill level, how much educa-
tion was necessary for the typical job
in each skill level, and whether a rural
or urban background was desired if
other qualifications were equal.

The desired age of the applicant for
each skill level is shown in Table 4.
Preference of age of employees
in professional-technical, clerical-sales,
and skilled classifications appears to be
between 21 and 40, while preference
for employees in the unskilled classifi-
cation appears to be fairly constant
between 18 to 50, with increased pref-
erence for those aged 51-60. This is
of interest in that the training neces-
sary for the other three skill levels
sometimes is not easily obtainable by
older people. Yet they can adapt to an
unskilled job and do satisfactory work,
according to the firms interviewed.

Educational requirements for the
various skill levels can be summarized
in general as follows: Professional-
technical requires college graduation or
at least some college or its equivalent.

Table 4. RESPONSE TO ACE PREFERENCE QUESTION BY SKILL LEVEL

Age, Education, and Background Preferred

Clerical-sales requires at least a high
school education with some additional
training such as business school or col-
lege highly desirable. The skilled level
requires at least a high school educa-
tion with technical schoot, some college,
or their equivalent. Unskilled jobs re-
quire the least amount of formal edu-
cation. These observations are based
upon data presented in Table 5.

If other qualifications were equal, at
least a third of the employers favored
hiring applicants who lived on farms,
and at least another 60% were neutral.
Thus, more than 93% of the employ-
ers interviewed either favored hiring
people who lived on farms or did not
care about their rural background. This
was true for all skill levels and for all
industry classes. The index used to
describe this preference was a "Farm
Background Preference Scale." It is
discussed in the Appendix. When em-
ployers were asked to describe specific
undesirable qualities of hiring people
who live on farms, the quality most
frequently cited was "demands of the
farm."

Age preference

% % % % % % % %
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Numbers in parentheses indicate the base upon which percentages were computed.

Prof essional-
technical 0 26.4 26.9 14.2 3.5 1.5 25.9 1.6 100.0(197)1

Clerical-sales .... 4.8 21.3 22.8 16.2 5.1 0.7 27.9 1.2 100.0(272)
Skilled 1.3 16.1 27.2 14.4 5.4 0 34.6 1.1 100.0(298)
Unskilled 18.8 17.6 14.8 15.2 30.8 1.2 1.6 0 100.0 (250)

Does-
n' t

18- 21- 31- 41- 51- 61- mat- Don't
Skill level 20 30 40 50 60 70 ter know Total



Table 5. PERCENTAGE OF OREGON EMPLOYERS INDICATING AMOUNT OF SCHOOL-
ING NECESSARY FOR JOBS IN VARIOUS SKILL LEVELS

The attitude of employers toward
employees holding two jbs (com-
monly called "moonlighting") was
analyzed by skill level and by employer
preference toward hiring people who
live on farms. Also, attitudes toward
"moonlighting" were analyzed by in-
dustry for each skill level.

The "moonlighting" problem is par-
ticularly relevant to part-time farmers,
since some employers consider "de-
mands of the farm" an undesirable
quality of job applicants who live on
farms.

Based on the information in Table 6,
there exists weak but positive evidence
in the unskilled classification that em-

'Numbers in parentheses indicate the base upon which percentages were computed.

Attitudes of Employers Toward "Moonlighting"

ployers who show a preference for in-
dividuals who live on farms also are
more likely to favor "moonlighting"
than those who are neutral toward em-
ployees who live on farms. No differ-
ence was found between employer
attitude toward "moonlighting" and
a preference for individuals with
farm background for the professional-
technical, clerical-sales, and skilled
classifications.

In analyzing attitudes of employers
toward "moonlighting" by skill level
for each industry statistically, it was
found that a significant relationship at
each skill level existed between em-
ployer attitude towards "moonlighting"

11

Skill level

Level of
education

Professional-
technical

Clerical-
sales Skilled Unskilled

No schooling
necessary 18.8

Read and write 17.6
Grammar school 0.4 3.0 14.8
Some high school 2.9 5.0 15.2
Finished high school 16.8 58.1 50.0 30.8
Technical school 3.6 10.4
Business school 1.0 18.8 0.7
Some college 21.3 12.9 4.7
Finished college . 44.1 3.3 2.7
Graduate work 6.1
Other 5.6 2.9 4.4 1.2
Doesn't matter 8.4
Don't know 1.5 0.7 1.0 1.6

Total 100.0 (197) 100.0 (272) 100.0 (298) 100.0 (250)1



Table 6. ATTITUDE OF EMPLOYERS TOWARD HIRING UNSKILLED WORKERS WHO
"MOONLIGHT" AND PREFERENCE OF EMPLOYERS FOR HIRING PEOPLE LIVING

ON FARMS

12

Preference for
hiring people

living on farms Approve

Numbers in parentheses indicate the base upon which percentages were computed.

and the industry in which he operated.
These data are presented in Tables 7,
8, 9, and 10.

Of the employers who hired profes-
sional-technical personnel, the industry
most in favor of "moonlighting" was
government. Industries showing the
most disapproval of "moonlighting" in
this skill classification were services

Table 7. ATTITUDE OF EMPLOYERS, BY INDUSTRY, TOWARD PROFESSIONAL-
TECHNICAL EMPLOYEES WHO "MOONLIGHT"

and finance, insurance, and real estate.
Of those who hired clerical-sales em-

ployees, services and government em-
ployers were the most favorable to
"moonlighting." The most disapproval
of clerical-sales "moonlighting" was
shown by the manufacturing and the
finance, insurance, and real estate
industries.

Number of employers

Industry
Strongly Ap-
approve prove

Dis-
approve

Strongly
dis- Don't

approve know Total

% %
Construction 7.1 14.3 42.9 35.7 0 100.0 (14)1
Manufacturing 0 13.9 44.2 37.2 4.7 100.0 (43)
Services 0 20.8 33.3 45.7 0 100.0 (24)
Trade 25 10.0 52.5 30.0 5.0 100.0 (40)
Transportation and

public utilities 0 10.0 40.0 40.0 10.0 100.0 (10)
Finance, insurance, and

real estate 0 12.5 17.5 67.5 2.5 100.0 (40)
Government 0 38.5 38.5 11.5 11.5 100.0 (26)

Favorable 84.6 15.4 100.0 (39)1
Neutral 64.4 35.6 100.0 (211)

'Numbers in parentheses indicate the base upon which percentages were computed.

Attitude toward "moonlighting"

Disapprove Total



Table 8. ATTITUDE OF EMPLOYERS, BY INDUSTRY, TOWARD CLERICAL-SALES
EMPLOYEES WHO "MOONLIGHT"

Number of employers

Numbers in parentheses indicate the base upon which percentages were computed.

Table 9. ATTITUDE OF EMPLOYERS, BY INDUSTRY, TOWARD SKILLED EMPLOYEES
WHO "MOONLIGHT"

Number of employers

1 Numbers in parentheses indicate the base upon which percentages were computed.
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Industry
Strongly
approve

Ap-
prove

Strongly
Dis- dis- Don't

approve approve know Total

% % % %
Construction 0 11.1 22.2 55.6 11.1 100.0 (9)1
Manufacturing 2.5 19.0 41.8 34.2 2.5 100.0 (79)
Services 5.9 58.8 35.3 0 0 100.0 (34)
Trade 0 17.5 41.3 36.5 4.7 100.0 (63)
Transportation and

public utilities 0 28.6 42.8 28.6 0 100.0 (14)
Finance, insurance, and

real estate 0 12.0 30.0 54.0 4.0 100.0 (50)
Government 0 52.2 21.8 17.4 8.6 100.0 (23)

Industry
Strongly Ap-
approve prove

Dis-
approve

Strongly
dis- Don't

approve know Total

% % %
Construction 2.1 20.8 41.7 31.2 4.2 100.0 (48)1
Manufacturing 0.9 18.4 43.9 32.5 4.3 100.0 (114)
Services 0 20.6 32.4 47.0 0 100.0 (34)
Trade 0 17.0 34.0 38.3 10.7 100.0 (47)
Transportation and

public utilities 0 15.4 46.1 30.8 7.7 100.0 (13)
Finance, insurance, and

real estate 0 6.7 26.7 60.0 6.6 100.0 (15)
Government 0 55.5 29.6 11.1 3.8 100.0 (27)



Table 10. ATTITUDE OF EMPLOYERS BY INDUSTRY, TOWARD UNSKILLED EMPLOY-
EES WHO "MOONLIGHT"

Numbers in parentheses refer to base upon which percentages were computed.

Of those employers who hired
skilled personnel, government employ-
ers again were the most favorable to
"moonlighting." Showing the most dis-
approval were services and finance, in-
surance, and real estate.

Of those who hired unskilled em-
ployees, employers in government were
the most favorable to "moonlighting."
Industries showing the most disap-

Recruiting Methods Used by Oregon Employers

In obtaining employment, it is use-
ful to know how the employer attempts
to contact potential employees. Per-
centages of employers by skill level
using various methods of recruiting
new employees are presented in
Table 11.

Employers who hi red professional-
technical employees used a wide variety
of recruiting methods.
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Number of employers

proval were services and finance, in-
surance, and real estate.

In summary, government approved
of "moonlighting" more than other in-
dustries in three of the skill levels and
approved almost as much as the service
industry in the clerical-sales skill level.
Registering the most disapproval of
"moonlighting" was finance, insurance,
and real estate.

Eighty-one percent of the employers
who hired sales-clerical employees used
classified advertisements in newspa-
pers. Almost one-half of those who
employed clerical-sales people also used
commercial employment agencies.

The method used most to obtain
skilled employees was walk-in appli-
cants contacted by classified advertise-
ments in newspapers; union-hall hiring

Industry
Strongly Ap-

approve prove

Strongly
Dis- dis- Don't

approve approve know Total

Construction 2.6 20.5 46.2 30.7 0 100.0 (39)1
Manufacturing 0.9 20.8 36.8 31.1 9.4 100.0 (106)
Services 0 21.0 31.6 47.4 0 100.0 (38)
Trade 0 38.2 23.5 32.4 5.9 100.0 (34)
Transportation and

public utilities 0 25.0 41.7 33.3 0 100.0 (12)
Finance, insurance, and

real estate 0 16.7 50.0 33.3 0 100.0 (6)
Government 0 60.0 20.0 0 20.0 100.0 (15)



was the second most often mentioned
method.

The method used most often for ob-
taining unskilled personnel was walk-in
applicants, followed by contact with the
Oregon State Employment Service.

Reference checks on applicants were
made by 95% of the employers who
hired professional-technical employees,
92% of the employers who hired
clerical-sales employees, 70% of the
employers who hired skilled employees,
and 55% of the employers who hired
unskilled employees. Favored methods
for checking references at all skill

Table 11. PERCENTAGE OF OREGON EMPLOYERS USING CERTAIN RECRUITING
METHODS TO PROCURE EMPLOYEES AT VARIOUS SKILL LEVELS1

levels were telephoning and writing to
previous employers.

Most employers did not give any
kind of test, such as manual dexterity
tests, mental ability tests, aptitude tests,
etc., to prospective employees. Only
30% of the employers who hired
professional-technical employees, 43%
of those who hired sales-clerical em-
ployees, 25% of those who hired
skilled employees, and 20% of those
who hired unskilled employees gave
tests similar to those mentioned above.
However, the fact that most firms do
not give tests does not imply that un-
qualified individuals can obtain jobs.

'An employer can use more than one method for recruiting employees.
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Skill level

Professional-
Method technical

Clerical-
sales Skilled Unskilled

%
Classified advertise-

ment in newspapers 45.2 81.2 34.0 19.2
Walk-in applicants 31.5 39.0 40.3 63.6
Union hiring hall 34.0 24.8
Friends and relatives

of present employees 28.4 8.5 25.3 23.2
University placement

offices 23.4
Commercial employ-

ment agencies 22.8 48.9 14.7 6.4
State employment

service 19.8 37.5 28.3 31.6
Classified advertise-

ments in profes-
sional magazines 13.7 81.2 34.0 19.2

Business school place-
ment offices 6.6 9.6

Specialized agencies 6.6 4.8
Also use other meth-

ods 43.2 26.5 23.0 8.4



Sampling and interviewing methods
The best available list of firms in

the Portland, Salem, and Eugene areas
was obtained for sampling within each
industry (construction, manufacturing,
services, trade, transportation and pub-
lie utilities, finance, and government)
classification. In order to insure suffi-
cient variation in skill level (profes-
sional-technical, clerical-sales, skilled,
and unskilled) only firms employing
at least 50 persons or more were se-
lected. This number was reduced to
30 for all industries except manufac-
turing when, for statistical analysis, it
was discovered that too few firms hired
at least 50 persons.

The following lists were used:
Construction. Current membership

rosters for Associated General Con-
tractors of America, Inc., builder mem-
bers of the Portland Home Builders
Association, and Telephone Directory.

Manufacturers. Current list of man-
ufacturers supplied by the Oregon De-
partment of Planning and Develop-
ment. This list included the number of
employees in each firm. Firms on this
list were ranked by number of em-

Appendix Table 1. PERCENT OF INTERVIEWS COMPLETED, REFUSALS, AND THOSE NOT INTER-
VIEWED BECAUSE OF LOW EMPLOYEE NUMBERS
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Appendix
ployees, and every other firm was se-
lected for interviewing.

Services. City Directory.
Trade. City Directory.
Finance, insurance, and real estate.

City Directory.
Transportation and public utilities.

City Directory.
Government. Telephone Directory.
Except for manufacturing, all firms

listed were telephoned to ascertain the
number of employees hired currently
and the number employed during
seasonal "peaks."

Names of firms employing at least
30 persons at any time during the year
were retained for interviewing.

This sampling procedure is not
random; thus the reader is cautioned
not to infer the relationships reported
in this publication to a population of all
firms in each industry class.

A commercial marketing research
firm was employed in the summer of
1961 to conduct the interviews. Scheci-
ules were pre-tested extensively, and
only well-trained, professional inter-
viewers were employed. Verification
checks disclosed no irregularities in

md ustrv

1 50% sample.
'Numbers in parentheses indicate the base upon which percentages were computed.

% % % % % %
Interviews completed 39 21 38 80 56 76 85
Not interviewed (refused) 2 0 1 5 0 1 10

Not interviewed (low
employee numbers) .--. 59 79 61 15 44 23 5

Con- Manu- Trans-
StruC- faCtur- Serv- porta- Fi- Govern-
ban ing' ices Trade tion nance ment

Total 100(122) 100(679) 100(108) 100(80) 100(32) 100(66) 1O0(40)



interviewing procedures. The respond-
ent interviewed was the person in
charge of hiring employees for each
firm. The interview schedule used is
shown on pages 20-24.

The number of refusals was rela-
tively small. Listed in the table on page
16 are the percentages of interviews
completed, refusals, and firms excluded
because of low employee numbers.

Farm background preference scale
To determine whether living on a

farm helped or hindered a person's
opportunity to become employed in a
nonagricultural industry, scores for
three items in the interview schedule

were subjected to a test for unidimen-
sionality. That is, we were interested
in finding out if the three items were
measuring parts of the same under-
lying dimension.

The three items were: 1) preference
for city, small town, or rural back-
ground; 2) experience in hiring people
who live on farnis; and 3) degree of
willingness to hire people who live on
farms.

Items representing these three at-
tributes were included in the interview
schedule for each skill level. Scalogram
analysis was performed on these items;
one analysis for each skill level. Scab-
grams of items are presented below.

Appendix Table 2. SCALOGRAM FOR FARM PREFERENcE ITEMS, PROFESSIONAL-
TECHNICAL
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Items

Number
of cases Errors

Scale
score

Willing
to hire Experience Location

3 1 1 1 63 0

2 0 1 1 35 0
2 0 I 0 23 23
2 1 1 0 14 14

1 0 0 1 36 0
1 1 0 0 2 2

1 0 1 0 9 9

0 0 0 0 15 0

Total 197 48

Positive
responses 102 121 157

591-48
Coefficient of reproducibility: - .92

591

119-48
Coefficient of scalability (by individuals) : - .60

119

211-48
Coefficient of scalability (by items) - .77

211
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Appendix Table 3. SCALOGRAM FOR FARM PREFERENCE ITEMS, CLERICAL-SALES

Items

Number
of cases Errors

Scale
score

Willing
to hire Experience Location

3 1 1 1 97 0
2 0 1 1 53 0
2 1 0 1 36 36
2 1 1 0 18 18
1 0 0 1 35 0
1 1 0 0 3 3
1 0 1 0 14 14
0 0 0 0 16 0

Total 272 71

Positive
responses 154 182 221

Appendix Table 4. SCALOGRAM FOR FARM PREFERENCE ITEMS, SKILLED

Scale
score

Items

Number
of cases Errors

Willing
to hire Experience Location

3 1 1 1 123 0
2 0 1 1 58 0
2 1 0 1 31 31
2 1 1 0 19 19
1 0 0 1 45 0
1 1 0 0 2 2
1 0 1 0 12 12
0 0 0 0 8 0

Total 298 64

Positive
responses 175 212 257

816-71
Coefficient of reproducibility: - .91

816

159-71
Coefficient of scalability (by individuals) : - .55

159

259-71
Coefficient of scaiability (by items) : - .73

259



In all cases except one (clerical-
sales), the items met the minimum re-
quirements for reproducibility and
scalahility.

This provides strong evidence that
the scores of the three items are

measuring the same dimension. The
clerical-sales scale must be considered
a "quasi-scale"--evidence that there is
a strong common factor with possibly
one or more small random factors.
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Appendix Table 5. SCALOGRAM FOR FARM PREFERENCE ITEMS, UNSKILLED

Items

Experience
Number
of cases Errors

Scale
score

Willing
to hire Location

3 1 1 1 107 0
2 0 1 1 68 0
2 1 0 1 25 25
2 1 1 0 11 11

0 0 1 22 0
1 0 1 0 13 13
0 0 0 0 4 0

Total 250 49

Positive
responses 131 193 222

894 61 -Coefficient of reproducibility: .93
894

167-64
Coefficient of scalability (by individuals) : - .62

167

250-64
Coefficient of scalability (by items) - .74

250

750-49
Coefficient of reproducibility: .93

750

139-49
Coefficient of scalability (by individuals) .65

139

204-49
Coefficient of scalability (by items) .76

204



THE INTERVIEW SCHEDULE
General Oregon State University July 1961

1 Number First, may I ask how many people are on your
payroll now?

2 1 Peaks, valleys (Ask 2a)
2 No (Skip to Q-3)
3 D.K. (Skip to Q-3)

ASK IF SUBJECT TO "PEAKS AND VALLEYS" IN Q-2

2a Number in peak How many people did you employ during a peak
period last year?

Number in low How many people did you employ during a low
period last year?

3 1 A lot (Ask 3a)
2 Quite a bit (Ask 3a)
3 A little (Ask 3a)
4 Not at all (Skip to Q-4)
5 D.K. (Skip to Q-4)

ASK IF "A LOT," "QUITE A BIT," OR "A LITTLE" CONCERNED ABOUT BACKGROUND

3a Would you mind telling me what is most important to you in a family background? (PROBEl)
Anything else?

6 For purposes of discussion, we have classified employees into the following groups1 Skilled,
unskilled, professional-technical, and clerical-sales.

20

7 1 Increase (Ask 7a)
2 Decrease (Skip to Q-8)
3 Stay same (Skip to Q-8)
4 D.K. (Skip to Q-8)
5 Have none (Skip to Q-8)

7a 1 Proportionate
2 More than
3 Less than
4 Other (EXPLAIN)
5 D.K.

During the past year, was your business subject
to peaks and valleys in the number of people
you employed, or not?

When you are hiring, how much are you gener-
ally concerned about the applicant's family back-
grounda lot, quite a bit, a little, or not at all
concerned?

Some employers prefer to hire married people,
while others prefer to hire single people. How
about youdo you generally prefer to hire a

married person, or a single person?

Some employers prefer to hire people who own
their homes, while other employers don't care
about this. Do you generally prefer an employee
who owns his home, or not?

You mentioned a moment ago that you have
about people on your payroll. How many
of these would fall into a SKILLED category?
How many would you consider in CLERICAL and
SALES?

How many PROFESSIONAL and TECHNICAL em-
ployees do you have?
And, how many UNSKILLED workers do you em-
ploy?

Looking ahead five years, do you expect that
the number of your SKILLED workers will in-
crease, decrease, or stay about the same as it
is now?

Would you expect that the increase will be a
proportionate one, more than proportionate, or
less than proportionate?

4 1 Single
2 Married
3 Doesn't matter or DK.

5 1 Owns
2 Doesn't matter
3 D.K.

Number skilled

No. clerical-sales

No. prof-technical

Number unskilled



INTERVIEWER: Now, refer back to questions 1 and 6. If the employer presently has 10 percent
or more of his workers in a category, go to supplementary questionnaire for that category.
You may have as many as five questionnaires for one employer (one general and four occu-
pational).
Be sure, after finishing, that all supplementary questionnaires are attached to this one. Circle
below what types of questionnaires should be attached.

1 SKILLED; 2 = UNSKILLED; 3 = PROFESSIONAL-TECHNICAL; 4 CLERICAL-SALES.

X I hereby certify that this interview was actually taken with the person listed below, and
represents a true and accurate account of the contact.
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1 Increase (Ask Ba) Five years from now, do you expect that the
2 Decrease (Skip to Q-9) number of your PROFESSIONAL and TECHNICAL
3 Stay same (Skip to 0-9) employees will increase, decrease, or stay about
4 DK. (Skip to 0-9) the same as it is now?
5 Have none (Skip to 0-9)

Ba 1 Proportionate Do you expect that the increase will be a pro-
2 More than portionate one, more than proportionate, or less
3 Less than than proportionate?
4 Other (EXPLAIN)
5 DK.

9 1 Increase (Ask 9a) What about UNSKILLED workers. Five years from
2 Decrease (Skip to 0-10) now, do you expect that the number of your
3 Stay same (Skip to 0-10) UNSKILLED workers will increase, decrease, or
4 D.K. (Skip to 0-10) stay about the same?
5 Have none (Skip to 0-10)

9a I Proportionate Do you expect this increase to be a proportionate
2 More than one, more than proportionate, or less than pro-
3 Less than portionate?
4 Other (EXPLAIN)
5 D.K.

10 1 Increase (Ask lOa) Well, five years from now, would you say the
2 Decrease number of your CLERICAL and SALES employees
3 Stay same will increase, decrease, or stay about the same
4 D. K. as it is now?
5 Have none

lOa 1 Proportionate Would you say this increase will be a propor-
2 More than tionate one, more than proportionate, or less

3 Less than than proportionate?
4 Other (EXPLAIN)
5 D.K.

(Person interviewed) (Position) (Firm)

1 Portland/ 2 Salem/ 3 Eugene-Springfield

Date: , 1961

(Interviewer's signature)
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5 1 Walk-in applicants
2 State employment service
3 Classified ads in Portland newspapers
4 Classified ads in other newspapers
5 Classified ads in professional-technical journals
6 Employment agencies
7 Specialty agencies
8 College placement offices
9 Business or trade school placement offices
O Friends and relatives of present employees

11 Other (EXPLAIN)

What recruiting methods do you gen-
erally use to get your professional-
technical workers?

1

2

Professional-technical' Oregon State University July 1961

1 1

12

Age
Doesn't matter
D.K.

What age person do you prefer to hire for a
typical professional-technical job?

1

2

3

4

5

6

7

11

Finished high school
Technical school
Business school
Some college
Finished college
Graduate work
Other
D.K.

(EXPLAIN)

How much schooling would you say the typical
professional-technical worker needs to do a sat-
isfactory job for you?

3 1 City (Ask 3a) If all other qualifications were equal, would you
2 Country (Ask 3a) prefer a professional-technical employee who had
3 Small town (Ask 3a) grown up in a city, in the country, or in a small
4 Doesn't matter or D.K. Skip to Q-4) town?

3a What are the main reasons you would prefer to hire a person who grew up in the (city)
(country) (small town) for a professional-technical job? (PROBE!) Anything else?

ASK IF HAVE "LOT" OR "QUITE A BIT" OF TROUBLE

4a What would you say are the main reasons why you have (a lot) (quite a bit) of trouble in get-
ting satisfactory professional-technical workers? (PROBE!) Any other reasons?

Similar items were asked for other skill levels (clerical-sales, skilled, and unskilled) except that
the name for each skill level was used where appropriate.

4 1 A lot of trouble At this time, how much trouble, if any, do you
2 Quite a bit have in getting satisfactory professional-technical
3 A little workersa lot of trouble, quite a bit, a little, or
4 None at all none at all?

11 D.K.



ASK QUESTION 6 ONLY IF 2 OR MORE METHODS MENTIONED IN QUESTION 5

ASK QUESTION 9 ONLY IF 2 OR MORE METHODS MENTIONED IN QUESTION 8

9 Most Next most Different firms use different
1 1 Telephone previous employer(s) methods for checking ap-
2 2 Written references from previous employer(s plications for professional-
3 3 Credit check technical jobs. Which one of
4 4 Check with police these (HAND CARD) do you
5 5 School attended think is the most valuable?
6 6 Other (EXPLAIN) Which next most valuable?

11 11 O.K.
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6 Most Next most
1 1 Walk-in applicants
2 2 State employment service
3 3 Classified ads in Portland newspapers
4 4 Classified ads in other newspapers Different employers use dif-
5 5 Classified ads in professional-technical journals ferent methods to recruit
6 6 Employment agencies professional-technical work-
7 7 Specialty agencies ers. Which one of these
8 8 College placement offices (HAND CARD) do you find
9 9 Business or trade school placement offices most helpful?
0 0 Friends and relatives of present employees

11 11 Other (EXPLAIN)
12 12 DK.

7

8

1

2

3
4

5
6

1

2

3

4

S

6
7

Personnel manager
Personnel department interviewer
Department head or manager
Company president
Other (EXPLAIN)
NoNo one interviews

Who in your firm generally conducts a personal
interview with applicants for professional-technical
jobs?

Telephone previous employer(s)
Written references from past employer(s)
Credit check
Check with police
Check school attended
Other (EXPLAIN)
Nodo not check references (Skip to Q-10)

Does your firm usually check references of
applicants for professional-technical jobs?

(IF YES) What method or methods do you
usually use in checking references?

10 1

2

3

4

5

6
7
8

9

0

Skill
Manual dexterity
Mental ability
Aptitude
Preference
Supervisory
Ink-blot
Psychological
Other
None (Skip to Q-12)

(EXPLAIN)

Do you usually give tests to applicants for
professional-technical jobs?
(IF YES) What type of tests do you use?
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ASK QUESTION 11 IF 2 OR MORE TESTS MENTIONED IN QUESTION 10

13 1 Strongly approve
2 Approve
3 Disapprove
4 Strongly disapprove

11 D.K.

16 1 Very willing
2 Quite willing
3 Not too willing
4 Not willing at all
5 D.K.

X Certified to be a true interview with the following person:

There has been quite a bit of discussion about employees
holding down two jobs at the same time. Which one of
these best expresses your feeling about a professional-
technical employee working for himself or someone else in
addition to you? (HAND CARD)

Now, I'd like to ask you a couple of questions about hiring people who live on farms. Usually
there are good and bad points to almost everything. In your opinion, what are the bad points
about hiring people who live on farms for professional-technical jobs? (PROBE!) Anything else?

Now, turning to the other side, what, in your opinion, are the good points about hiring people
who live on farms for professional-technical jobs? (PROBE!) Anything else?

Different people have different ideas about hiring
people who live on farms for professional-
technical jobs. How willing would you be to hire
workers who live on farmsvery willing, quite
willing, not too willing, or not willing at all?

16a What are the main reasons you feel this way? (PROBEI) Any other reasons?

17 1 Yes Incidentally, have you had experience in hiring people
2 No or D.K. who live on farms for professional-technical jobs?

11 1

2

3

4

5

6

7

8

9
0

11

Skill
Manual dexterity
Mental ability
Aptitude
Preference
Supervisory
Ink-blot
Psychological
Other
None
D.K.

(EXPLAIN)

Here are some tests employers might use to
learn more about applicants for professional-
technical jobs. (HAND CARD) Which one of
these tests do you think would be the most
helpful to you?

12- % Within a period of 10 years, about what percent of your
0None professional-technical workers would you say advance them-

1 1D.K. selves within the company? (Just your best estimate.)

(Person interviewed) (Position) (Firm)
I Portland/ 2 Salem! 3 Springfield

Date: 1961

(Interviewer's signature)


