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ABSTRACT 

The purpose of this study was to develop an instrument for 

identifying, in specific behavioral terms, those employee personal 

qualities considered by agricultural employers as being most con

ducive to occupational success. 

Twenty-two agricultural employers were interviewed. They 

were asked to describe the qualities they like to see in their em

ployees. Their responses were recorded, analyzed and used in the 

construction of a survey instrument for the purpose of identifying 

those employee behavior patterns considered most conducive to occupa

tional success. 
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CHAPTER 1 

INTRODUCTION 

The primary goal of all vocational education programs is to 

prepare students for entrance into a specific occupation of their 

choice. In the pursuit of this goal, much money and effort is expended 

in developing those competencies considered necessary to enter and 

succeed in a given occupation. 

Research indicates, however, that employers desire their em

ployees to be more than technically competent at their jobs. A recent 

study by the Northwestern University Placement Office indicated 30 

reasons leading to the rejection of job applicants. Of the 30 reasons, 

lack of technical expertise was ranked 29th (Endicott, 1982). 

The concept of equipping students with more than technical 

preparation for a job is basic to a successful vocational agriculture 

program. A review of the major objectives of vocational education in 

agriculture reveals that three of the four stated objectives refer 

directly to those personal qualities essential for occupational, 

social and civic success. The importance of this personal preparation 

is summed up in the following statement: 

There is a very clear message for vocational educators, ... and 
the message is NOT that employers don't consider technical com
petence to be important any more. Rather, it is that these 
personal qualities are becoming so increasingly important in 
the business world of our society, that we perhaps tend to 

1 
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slight the development of these traits in our students to the 
point that this lacking causes them problems on the job, and 
attracts the attention of employers (Hovis 1982, p. 6). 

Need for the Study 

The idea that employers desire their employees to be not only 

technically competent but to possess certain personal qualities as 

well has tremendous Implications for those involved in vocational 

education. If vocational education in agriculture is to be effective 

in preparing students for successful entrance into agricultural oc

cupations, then a conscious effort must be made to aid students in 

the development of those qualities. 

The role of teachers in general is one of changing the behavior 

of students as a result of the learning process. Before this process 

can even begin, however, three questions must be answered. They are: 

1. What is it that needs to be taught? 

2. How will teachers know when they have taught it? 

3. What materials and procedures will most effectively change 

student behavior in the desired manner? 

Exactly what to teach has long been the subject of debate. 

In the realm of vocational education, the traditional and probably most 

effective approach to this question has been to identify student oc

cupational goals and then conduct competency studies of those occupations 

(Lee, 1980). Ideally, the studies would identify the competencies re

quired of people in that particular occupation. The instructional 

process could then be designed In such a way that it would aid students 

in the development of these competencies. 
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If this method is indeed effective, then the development of 

desirable personal qualities requires similar "competency studies" be 

carried out in this area. Such a study would involve a survey of 

prospective employers in order to determine which personal qualities 

they identify as being most conducive to occupational success. Armed 

with this information, instructional materials and processes could then 

be designed that would aid students in the development of these de

sirable personal qualities. 

Unfortunately, the development of usable instructional pro

cedures in this area is seriously hampered by problems of semantics. 

While technical competencies, such as "describe the symptoms of mastitis 

in dairy cows", are relatively direct and free from misinterpretation, 

personal qualities generally attributed to occupational success, such 

as "maturity" or "responsibility", tend to be more ambiguous in nature. 

This problem is described by J. L. Cronbach in his book, Essentials of 

Psychological Testing (1959, pp. 506-518): 

A rater may make errors due to the fact that the traits to be 
reported on are ambiguous and open to many different inter
pretations. Without careful and detailed definitions of the 
traits to be rated, management can fully expect that each 
supervisor will make his own interpretation of what is meant 
or covered by the traits included. This could easily mean 
that one supervisor will rate a person low on a given trait— 
for example leadership—while another might rate the same 
person much higher simply because the two supervisors think 
of leadership in very different ways. 

This problem was addressed in a recent study involving per

formance appraisals of highway patrolmen in Ohio (Rossinger et al., 

1982). In this study, traditional rating items such as "diligence", 

"initiative", or "enthusiasm" were broken down and expressed in terms 
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of specific behavior patterns. Rather than making a subjective judg

ment as to the meaning of such terms, a rater would be presented with 

a list of specific behaviors and be asked to select the one which most 

accurately describes the behavior of the person being evaluated. 

The construction of a similarly useful evaluative tool for 

use in vocational agriculture programs requires that employers be 

queried not only as to what qualities they identify as being most de

sirable but also as to what specific behavior patterns are associated 

with those qualities. In short, this evaluative tool must: 

1. be genuinely representative of those personal qualities 

identified by agricultural employers as being most conducive 

to occupational success. 

2. be stated in specific behavioral terms which are both ob

servable and within the control of the student. (This last 

criterion would eliminate from evaluation non-behaviorally 

oriented qualities such as race or socioeconomic status.) 

Such an evaluative tool would be beneficial since it would pro

vide answers to two of the three questions needed to initiate the 

directed learning process—what needs to be taught and how will teachers 

know when they have taught it. As a result, it would become the foun

dation upon which to build effective instruction in helping students 

to develop personal qualities conducive to occupational success. 

As visualized by the researcher, the development of such a 

teaching tool would involve the following steps: 

1. A small sampling of agricultural employers would be surveyed 

in order to assemble a preliminary list of desirable behavior 

patterns. 



2. These behavior patterns would then be assimilated into an 

instrument. 

3. After field testing, the instrument would be mailed to a much 

larger sampling of agricultural employers asking them to rate 

the relative importance of each behavior pattern according to 

its bearing on employee success or failure in their business. 

4. Results from this survey would then be analyzed and used in the 

design and development of teaching practices that will help 

students develop those personal qualities identified as being 

most conducive to occupational success. 

It is the completion of the first two steps to which this study 

was directed. 

Statement of Purpose 

The purpose of this study was to develop an instrument for 

identifying, in specific behavioral terms, those employee personal 

qualities considered by agricultural employers as being conducive to 

occupational success. 

Specific Objectives 

To examine the problem, the following objectives were used to 

guide the study: 

1. To identify, in as specific behavioral terms as possible, 

those employee personal qualities considered conducive to 

occupational success by a sampling of agricultural employers. 

2. To utilize the data gathered in objective one to develop an 

Instrument for identifying those employee personal qualities 
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considered by agricultural employers to be conducive to oc

cupational success. 

Assumptions 

In conducting a study of this nature, the researcher assumed 

some factors to be true. These factors are not tested in the study. 

In this study, the researcher assumed that: 

1. the answers supplied to the researcher's questions were valid 

representations of the respondent's beliefs and genuinely 

reflected behavior consistent with these beliefs. 

2. the researcher could discriminate between measurable and non-

measurable brfiavior patterns. 

Delimitations 

The extent to which the findings of this study can be general

ized are set forth in the study's delimitations. This study was de

limited as follows: 

1. The study was delimited to selected agricultural employers 

in Pima County, Arizona. 

2. The study was delimited to employers in the following occupa

tional areas—agricultural supplies and service, agricultural 

production, agricultural mechanics, and horticulture. These 

areas represent 96 percent of all agricultural employment in 

Arizona (Zurbrick, 1973). 

3. The study was conducted only once during the spring of 1983 

and thus the findings will reflect the opinions and values 



associated with this time period. As mores and standards of 

acceptable behavior change over time, the findings may become 

outdated and the study may need to be repeated. 

Limitations 

Limitations refer to those factors which could pose a threat 

to the internal validity of the study. In this study, the following 

was considered to be a limitation: 

1. Attempts to artificially manipulate responses may alter the 

original meaning and/or intent of the response. 

Method of Investigation 

The procedures used in this study were designed to acquire the 

information necessary to meet the stated objectives. The researcher 

divided this section into the following subsections: (1) Population 

and Sample; (2) Design; (3) Data Collection and Instrumentation, and 

(4) Analysis of Data. 

Population and Sample 

The long-range target population for this study will be agri

cultural employers in Arizona. At this stage of the research process, 

however, no attempt is being made to generalize the findings beyond 

the sample. For this reason, non-random sampling was used. 

The sampling unit was individual employers of agricultural and 

agriculturally-related businesses in Pima County during the 1982-83 

school year. 
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Design 

The design selected for this study was descriptive-survey type 

in nature. This design was considered by the researcher to be appro

priate for the type and amount of data to be collected. 

Data Collection and Instrumentation 

Data were collected by use of personal interviews. Agricul

tural employers were asked to respond to prepared, open-ended, as well 

as follow-up questions. Responses to these questions were recorded by 

hand by the researcher for future analysis. 

Analysis of Data 

Due to the nature of open-ended questions and the accompanying 

difficulties in coding this type of data, recorded responses were 

analyzed by hand by the researcher. This involved the elimination of 

duplicate and non-measureable responses as well as the consolidation 

of similar or closely-related responses into a single statement. 

Definition of Terms 

The following definitions were based entirely on this study 

and should be viewed in that context: 

1. Personal Qualities: Those qualities not directly associated 

with technical skill, knowledge or proficiency. They include, 

but are not limited to, work attitudes, personal habits, and 

human relations skills. 

2. Behavior Statements: Those statements which indicate what an 

employee will or will not be doing when demonstrating a par

ticular personal quality synonymous with behavior patterns. 



Instrument: A written questionnaire for use in identifying 

those personal qualities considered by agricultural employers 

as being most conducive to occupational success. 



CHAPTER 2 

REVIEW OF LITERATURE 

The purpose of this chapter is to review the literature related 

to the subject of this study. In reviewing the literature, four topics 

were considered: (a) Attitudes and Bdiavior; (b) The Importance of 

Developing Positive Work Attitudes; (c) Affecting Attitude Changes 

Through the Educational Process, and (d) Related Studies. 

Attitudes and Behavior 

Over the years, many different definitions of the word 

"attitude" have emerged. Krech and Crutchfield (1948, p. 152) view 

attitude as "... an enduring organization of motivational, emotional, 

perceptual, and cognitive processes with respect to some aspect of 

the individual's world." F. H. Allport (1935, p. 810) concludes that 

"an attitude is a mental and neutral state of readiness exacting a 

directive influence upon the individual's response to all objects and 

situations with which it is related." Still another psychologist, 

W. M. Fuson (1942, p. 856), defines attitude as "the probability of 

occurrence of defined bdiavior in a defined situation." 

Green (1954) suggests that the common theme running through 

attitude definitions is the portrayal of attitude as a consistent 

response to a specified set of stimuli. For this reason, he feels 

10 
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it is relatively unimportant whether a variable is called an attitude, 

a trait, or a habit. While this may seem to be a relatively innocuous 

distinction, it is an important one for those involved in attitude 

modification because it allows attitudes to be referenced in behavioral 

terms which, according to Berkey (1976), represents a significant part 

of the difficult and long-term challenge of teaching and measuring 

healthy work attitudes. 

The Importance of Developing Healthy Work Attitudes 
in Vocational Agriculture Students 

The importance of developing healthy work attitudes in voca

tional agriculture students is widely recognized by leaders in the 

field of agricultural education. E. B. Oleson, State Director for 

Vocational Education in South Dakota (1976, p. 17), writes: 

The curriculum in vocational agriculture now places additional 
demands on the local instructor to teach and emphasize atti
tudes and values. In the past, their primary function was to 
prepare persons for employment in production agriculture. 
With the many new and emerging careers in agribusiness, atti
tudes and values become increasingly important as a major 
component of the curriculum. 

Charles Curry, teacher educator at Virginia Polytechnic In

stitute (1976, p. 5), perceives attitude modification as one of voca

tional agriculture's greatest challenges. He writes: 

One of the biggest challenges in agricultural education is 
identifying students with negative attitudes toward work 
and providing the appropriate attitudinal adjustment in- . 
struction. Aiding the individual student to come to grips 
with his own attitude and taking positive steps toward 
improving it may be one of the most valuable contributions 
that an agriculture teacher can make. 

Richard Jones (1976, p. 11) goes even further. He states: 
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... values may be the principal characteristic in determining 
an employee's success or failure. If we pin employers down, 
many will agree with this statement and some will even go so 
far as to state that schools should primarily concern them
selves with teaching students to be honest, ambitious, and 
cooperative ... Aren't the technical skills and knowledge we 
teach useless unless we somehow develop positive attitudes 
within a student? 

Affecting Attitude Changes Through 
the Educational Process 

The fact that directed education can affect significant changes 

in student attitudes has been demonstrated in the past. While the 

researcher was unable to locate studies directly involved in the 

manipulation of work attitudes per se, many studies exist that docu

ment the effectiveness of directed education in altering student 

attitudes in other similarly affective domains. 

Bateman and Reruners (1941) attempted to positively influence 

student attitudes toward labor. They utilized a pretest-posttest 

design that indicated a significant change in the direction intended. 

Ojemann (1946) utilized a similar design in teaching in

structional units in human behavior. His findings indicated that 

not only did students Increase in understanding of the subject matter 

but also developed significantly more favorable attitudes toward the 

approach used to analyze the subject. 

Peters (1933) and Jones (1936) ventured even further into the 

effective domain by attempting to measure and manipulate character 

and moral judgments. Their experiments demonstrated that it was 

possible, through the educational process, to affect these attitudinal 

areas in the desired direction. 
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Gustad (1951) reviewed a large number of studies dealing with 

changes in attitudes and bdiavlor and concluded that despite consider

able conflict as to just how variables were defined, attitudes had 

indeed been changed and that direct efforts in this area had been 

effective. 

Related Studies 

Studies dealing with specific attitudes/personal qualities 

(and their associated behavior patterns) were found in several dif

ferent sources. Zurbrick (1974) conducted a study designed to deter

mine which competencies were considered worthy of consideration in an 

instructional program for beginning employees within the Arizona 

ornamental horticulture industry. Although the main thrust of the 

study was aimed at technical competencies, some attitudinal and/or 

personal qualities were included. It is interesting to note that, 

without exception, the most important identified competencies for all 

five major job titles were personal qualities of the employee. These 

included the ability to (1) listen and observe, (2) maintain good 

relations with customers, and (3) stay cheerful and helpful. In fact, 

in only one of the five job competency lists evolving from this study 

technical competencies were rated above the personal qualities. 

A similar situation existed in the National Ag Occupations 

Competency Study (McClay, 1978). In this case, however, no attempt 

was made to standardize the personal qualities being evaluated over 

the large number of job titles studied. Some job titles Included a 

section on personal or character traits while others omitted this 

category altogether. In addition, those job titles which did include 
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a category on personal qualities varied widely in the type and number 

of traits evaluated. For example, the job title "Partsman in Farm 

Machinery Dealership" lists 25 traits under the subtitle "Develop 

good work habits and attitudes". The job title "Laboratory Technician", 

however, includes under the subtitle "Attitudes and personal traits" 

only five discrete behavior patterns. It is interesting to note, once 

again, that in those competency lists containing a section on personal 

qualities, this area consistently scored as high, if not higher, than 

the main occupational duties for that particular job title. 

Hampson (1977) made a more direct approach on the task of 

identifying and rating employee attitudes and/or personal qualities. 

Unfortunately, much of his study was devoted to leadership competencies 

performed at the management and mid-management levels and thus had 

diminished relevance to the purposes of this study. He did, however, 

Include two categories similar in nature to the objectives of this 

study. They were "Developing good work habits" and "Developing per

sonal skills". Under these subtitles were such traits as "attend 

work regularly", "accept and carry out responsibilities", "demonstrate 

initiative", "work cooperatively with others", "enthusiasm", "con

fidence", "integrity", as well as others. Once again, it is enlight

ening to note that at all levels of employment these personal qualities 

scored consistently higher than those traits of a more skill-related 

nature, i.e., "the ability to lead groups", or to "participate appro

priately in social activities". 



CHAPTER 3 

PROCEDURE 

The procedures used In this study were designed to acquire 

the information necessary to meet the stated objectives, namely 

(1) to identify, in as specific behavioral terms as possible, those 

employee personal qualities considered conducive to occupational 

success by a sampling of agricultural employers, and (2) to utilize 

the data gathered in objective one to develop an instrument for 

identifying those employee personal qualities considered by agricul

tural employers to be conducive to occupational success. The pro

cedure employed in accomplishing these objectives is detailed in this 

chapter. For ease of presentation, the chapter is divided into four 

sections: (1) Population and Sample; (2) Design; (3) Data and In

strumentation; and (4) Analysis of Data. 

Population and Sample 

The long-range target population for this study will be agri

cultural employers in Arizona. At this stage of the research process, 

however, no attempt was made to generalize the findings beyond the 

sample population. For this reason, non-random sampling was used. 

The sampling unit was individual employers from agricultural 

and agriculturally-related businesses in Pima County during the 1982-83 

15 
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school year. This included owner-operators, foremen, managers, or other 

individuals directly involved in evaluating the on-the-job performance 

of agricultural employees. 

Sample size was largely determined by response variability. 

As the number of employers successfully interviewed increased, the 

number of previously unencountered behavioral statements decreased. 

After approximately 15 interviews, response variability was decreasing 

to the point of diminishing returns. Interviewing was terminated after 

a total of 22 employers had been successfully contacted and interviewed. 

Design 

The design of this study was descriptive survey. This was 

considered by the researcher to be the most appropriate design due to 

the exploratory nature of the study. 

Data and Instrumentation 

In this study, employers were contacted by telephone and asked 

if they would be willing to participate. Those who replied affirma

tively were then interviewed either by telephone or in person. 

Interviews were conducted in the following manner. Employers 

were first asked: "What personal qualities do you find most desirable 

in a beginning employee?" At this point, most employers would respond 

with a general quality descriptor such as "honesty" or "reliability". 

Unfortunately, as previously noted, such terms are relatively ambiguous 

and open to varying interpretations. Consequently, in keeping with the 

study's objectives of identifying desirable employee personal qualities 

in specific behavioral terms, employers were then asked one or more 
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follow-up questions. The nature or content of these questions varied 

from interview to interview and even from statement to statement, 

depending on the success of the previous question in eliciting a 

usable response but were generally as follows: (1) "How does an 

employee demonstrate that particular quality", i.e., "honesty" or 

"reliability", (2) "Have you ever had an employee who demonstrated 

that particular quality? In what way?", or (3) "How can you tell 

whether an employee possesses that particular quality?" These follow-

up questions, used singly or in combination, usually had the desired 

effect of eliciting data in a form meaningful to the purposes of the 

study. These statements were then recorded by the researcher. 

The advantages of using this method, especially when the 

objective was to develop a questionnaire, are described by Thomas 

Burton and Gordon Cherry in their book, Social Research Techniques 

for Planners (1970, pp. 56-57). They write: 

Pilot work ... allows the researcher to develop "free-
answer" questions into "multiple choice" questions for 
main studies, by suggesting categories for responses. 
Pilot responses should use respondents as similar as 
possible to those who will be approached in the study. 
Good pilot work is essential for the successful use of 
questionnaires. In the first stages, pilot work is likely 
to be exploratory, consisting of unstructured interviews 
and talks. Once a "feel" for the subject has been gained, 
the remainder of the pilot work can be done in organized, 
experimental forms. 

Analysis of Data 

The data for this study consisted of behavioral statements in

dicating what an employee will or will not be doing when exhibiting a 

desired personal quality. Upon termination of the interview process, 



the job of the researcher was to assimilate the 200 or so raw behavior 

statements into a suitable questionnaire format. This involved three 

steps: (1) the elimination of obviously ambiguous or non-measurable 

statements from inclusion in the questionnaire, (2) elimination of 

duplicate responses, and (3) combination of similar or closely re

lated statements into a single statement. 

The first step, that of eliminating obviously ambiguous or non-

measurable statements, was a somewhat difficult yet extremely impor

tant part of the analysis procedure. The researcher was constantly 

forced to refer to the first two of the three essential items for good 

teaching: (1) What is it that needs to be taught? and (2) How will 

teachers know when they have, taught it? This second question, es

pecially, necessitated the elimination of inherently non-definable 

or non-measurable statements such as "I like a worker who is mature", 

or "who has his head screwed on right". While these statements are 

significant and meaningful to the individual employer, defining and/or 

measuring these types of statements in an educationally meaningful way 

would be impractical if not impossible. 

Some of this measurable versus non-measurable discrimination 

was done in the field during the actual interviews. Statements such 

as those mentioned in the previous paragraph were not recorded but 

were instead used as lead-ins for follow-up questions. Others were 

recorded but considered, upon further analysis, to be non-measurable 

and were deleted at a later time. 

The researcher realizes there is no sharp distinction between 

measurable and non-measurable and that many of the behavioral statements 



retained could be further divided Into more measurable and/or observ

able behavior. "Demonstrates good telephone manners", for example, 

could be further divided into "Answers the phone promptly and iden

tifies self and the organization", "Speaks clearly and distinctly in a 

pleasant tone of voice", and "Thanks customers and places the phone 

gently back in its cradle". 

The second stage of the analysis process, the elimination of 

duplicate responses, was a relatively simple one. Many statements were 

repeated by a number of different employers. "Comes to work on time", 

for example, was mentioned in one form or another by 15 of the 22 

employers Interviewed. "Doesn't steal" was mentioned by 12 of 22 

employers. Elimination of those duplicate statements reduced the total 

number of statements from over 200 to 90, or approximately 55 percent. 

It should be noted it was not the researcher's intention to 

analyze the data quantitatively. As a result, statements repeated 

multiple times were treated no differently than statements recorded 

only once. Sample size was considered insufficient to warrant quan

titative or statistical analysis at this time. 

The third step in the analysis process was the combining of 

similar or closely related statements into a single statement. This 

was considered to be an important step if the final product, the 

questionnaire, was to be kept from becoming unwieldy or impractical. 

This process involved going over the behavior statements again and 

again in an effort to identify statements that were similar but not 

identical (identical statements were eliminated in the previous step). 

One statement, for example, was "Respects tools and machinery". 
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Another similar but not identical statement was "Treats machinery with 

respect". These two statements were combined into a single statement 

that reads "Respects tools and machinery". Another example was the two 

statements "Follows directions" and "Follows instructions". In this 

case, one was simply dropped and the other retained. This process of 

consolidation reduced the total number of behavior statements from 90 

to 63. These remaining 63 statements were included in the final 

instrument. 



CHAPTER 4 

FINDINGS 

The findings section of a study Indicates how the study met 

the stated objectives, which were: (1) to identify, in as specific 

behavioral terms as possible, those employee personal qualities con

sidered conducive to occupational success by a sampling of agricultural 

employers, and (2) to utilize the data gathered in objective one to 

develop an instrument for identifying those employee personal qual

ities considered by agricultural employers to be conducive to occupa

tional success. For ease of presentation, this section is divided into 

the following sections: (1) Behavior Patterns Identified as Being 

Desirable, (2) Response Trends, and (3) Instrument Development. 

Behavior Patterns Identified 
as Being Desirable 

The major findings of this study are contained primarily in a 

series of behavior statements indicating what an employee will or will 

not be doing when demonstrating a desirable personal quality. These 

statements are found in Table 1. The statements are listed according 

to frequency of occurrence, highest to lowest. The reader is reminded 

that the sample size utilized in this study was insufficient for mean

ingful statistical analysis. 
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TABLE 1. Behavior Statements Indicating What an Employee Will or 
Will Not Be Doing When Demonstrating a Desirable Personal 
Quality (N «= 22). 

Behavior Statement Frequency 

1. Comes to work on time 15 
2. Looks or asks for something to do when finished 

with assigned tasks 15 
3. Does not steal 11 
4. Demonstrates a willingness to learn, i.e., asks 

questions 8 
5. Follows instructions 8 
6. Puts out extra effort to do the job right 6 
7. Finishes assigned tasks/responsibilities completely 6 
8. Does not lie 6 
9. Comes to work regularly 6 
10. Can work without direct supervision 6 
11. Has no personal habits that interfere with job 

performance, i.e., drinking or late nights 5 
12. Can work effectively as a team member 4 
13. Works hard 4 
14. Enjoys his/her job 4 
15. Is clean 3 
16. Doesn't avoid or grumble at routine chores 3 
17. Speaks with confidence 3 
18. Is not a "clock watcher" 3 
19. Can be counted on to do what he/she says 2 
20. Doesn't "goof off" on company time 2 
21. Is polite to customers 2 
22. Maintains a well-groomed appearance 2 
23. Pays attention to details 2 
24. Works aggressively 2 
25. Respects tools and machinery 2 
26. Is patient with customers 2 
27. Doesn't stop before quitting time 2 
28. Is alert to detect machine problems 2 
29. Does not leak private company or customer 

information 2 
30. Works quickly and efficiently 2 
31. Doesn't speak negatively about the company or its 

supervisors 2 
32. Doesn't stand back—pitches in 
33. Comes to work five minutes early 
34. Dresses appropriately for the job 
35. Shaves regularly 
36. Does what is expected of him/her 
37. Puts tools away when finished 
38. Does not spit 
39. Comes to work in a good mood 
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TABLE 1, Continued 

Behavior Statement Frequency 

40. Does not argue with supervisors 
41. Operates equipment safely 
42. Records hours accurately 
43. Makes good use of time 
44. Is willing to say, "I don't know" 
45. Does not litter 
46. Is helpful to customers 
47. Speaks positively to customers about company 

products and/or services 
48. Gets along with others 
49. Asks for help when needed 
50. Demonstrates willingness to assvmie responsibility 
51. Calls if going to be late or absent 
52. Asks about and learns company policies 
53. Puts in extra hours when needed 
54. Does not slouch 
55. Admits mistakes 
56. Looks for better ways of doing a task 
57. Does not offend customers 
58. Keeps company facilities clean and free of trash 
59. Does not swear 
60. Demonstrates good telephone manners 
61. Has personal goals 
62. Works the entire day 
63. Demonstrates a willingness to do hard, physical 

labor even when supervising 
64. Takes responsibility for a situation in the 

absence of supervision 

TOTAL 175 
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Response Trends 

While statistical analysis of the findings was neither Intended 

nor carried out, certain trends became evident as the Interviewing pro

cess continued. An awareness of these trends could prove valuable In 

future studies as well as aid In the design and Implementation of re

search findings In the classroom. Two apparent trends discovered In 

the course of this study were (1) the widespread desirability of a 

relatively small group of behavior patterns, and (2) the desirability 

of a distinct type of behavior pattern as related to the amount of 

customer contact experienced by employees in fulfilling their job 

responsibilities. 

As seen in Table 1, the 64 behavior statements included in the 

table represents a total of 175 individual responses. While not analyzed 

statistically, it is interesting to note that approximately 50 percent 

(87) of the total responses recorded fall under the first ten behavior 

statements. This tendency Indicated to the researcher that there are 

certain employee behavior patterns with a wide range of desirability. 

This was encouraging to the researcher in the light of the long-range 

goal of the study—that of developing teaching practices conducive to 

helping students develop those bdiaviors identified as being vital to 

occupational success. If the total number of behavior patterns to be 

modified can be kept reasonably small, additional emphasis could be 

placed on each behavior with correspondingly increased effectiveness. 

This concept, coupled with the finding that a relatively small number 

of behavior patterns do, in fact, represent a significant portion of 

those behavior patterns conducive to occupational success, suggests 

greater opportunity as relates to the long-range goal of this study. 
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Another apparent trend was the type of behavior desired as re

lates to specific job responsibilities. While not specifically in

cluded in the objectives, the researcher was able to gather data 

related to the-amount of customer contact experienced by employees 

in fulfilling their job responsibilities. Though not analyzed sta

tistically, the data gathered indicated a special category of behavior 

patterns related to customer contact in those operations where this 

was indicated as representing a significant part of the employee's 

responsibilities. Businesses falling into this category were primarily 

sales and service-related and included businesses such as feed and 

supply outlets and retail nurseries. 

Bdiavior patterns indicated for these types of operations in

cluded those designated as being commonly desired, i.e., "comes to 

work on time", "does not steal", etc., but also included a special 

category of bdiavior patterns related to such areas as appearance, 

personal habits, and customer relations. Those bdiavior patterns 

identified solely by employers indicating a high level of customer 

contact included the following: 

1. Is clean 

2. Is polite to customers 

3. Maintains a well-groomed appearance 

4. Is patient with customers 

5. Dresses appropriately for the job 

6. Shaves regularly 

7. Does not spit 

8. Is helpful to customers 
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9. Does not slouch 

10. Does not swear 

11. Demonstrates good telephone manners 

The long-range significance of this trend could lie in the need 

to tailor individual personal improvement programs so they can more 

effectively prepare students to succeed in the occupation of their 

choice. 

Instrument Development 

The second objective for this study was to utilize the data 

gathered in objective one to develop an instrument for identifying 

those employee personal qualities considered by agricultural employers 

to be conducive to occupational success. To do this, the 64 behavior 

statements were divided into four categories to facilitate answering 

and to encourage response. The individual statements were then ran

domized within each category. The four categories used were: (1) Job 

Performance, (2) Tools, Equipment and Facilities, (3) Customer Re

lations, and (4) Personal Character. 

A five-point Likert scale was then added opposite each behavior 

statement to measure the importance placed on each particular item. 

The respondent was instructed to mark the interval which most accurately 

described the importance they placed on that particular behavior as 

relates to employee performance in their operation. Individual items 

were scaled from "NOT IMPORTANT" to "CRITICAL". A copy of the instru

ment can be found below. 



QUESTIONNAIRE 

Type of Business 

Average Number of Employees 

Amount of Customer/Client Contact by Entry-level Employees 

Much Some Little None 

Please circle the number which most accurately reflects the 
importance of the following employee behavior patterns to your 
operation. 

PART I - JOB PERFORMANCE CRITICAL IMPORTANT 

1. Is not a clock watcher 5 A 3 2 

2. Follows instructions 5 A 3 2 

3. Records hours accurately 5 A 3 2 

A. Finishes assigned tasks and 
responsibilities completely 5 A 3 2 

5. Willing to do hard physical 
labor even when supervising 5 A 3 2 

6. Pays attention to details 5 A 3 2 

7. Does not argue with supervisors 5 A 3 2 

8. Looks for better ways of doing 
a task 5 A 3 2 

9. Calls if going to be late or 
absent 5 A 3 2 

10. Doesn't "goof off" on company 
time 5 A 3 2 

11. Asks for help when needed 5 A 3 2 

12. Doesn't stop before quitting 
time 5 A 3 2 

13. Puts out extra effort to do 
the job right 5 A 3 2 

1A. Takes responsibility for a 
situation in the absence of 
supervision 5 A 3 2 

NOT 
IMPORTANT 



15. Makes good use of time 5 4 3 2 

16. Doesn't avoid or grumble at 
routine chores 5 4 3 2 

17. Comes to work on time 5 4 3 2 

18. Does not leak private customer 
or company information 5 4 3 2 

19. Demonstrates willingness to 
assume responsibility 5 4 3 2 

20. Works aggressively 5 4 3 2 

21. Comes to work regularly 5 4 3 2 

22. Asks about and learns company 
policies 5 4 3 2 

23. Comes to work five minutes 
early 5 4 3 2 

24. Works the entire day 5 4 3 2 

25. Works hard 5 4 3 2 

26. Looks or asks for something 
to do when finished with an 
assigned task 5 4 3 2 

27. Works quickly and efficiently 5 4 3 2 

28. Puts in extra hours when 
needed 5 4 3 2 

29. Doesn't speak negatively about 
the company or its supervisors 5 4 3 2 

30. Enjoys his/her job 5 4 3 2 

31. Doesn't stand back—pitches in 5 4 3 2 

32. Works effectively as a team 
member 5 4 3 2 

33. Can work without direct 
supervision 5 4 3 2 



PART II - CUSTOMER RELATIONS CRITICAL 

1. Is polite to customers 5 

2. Dresses appropriately for the 
job 5 

3. Demonstrates good telephone 
manners 5 

4. Is clean 5 

5. Is patient with customers 5 

6. Maintains a well-groomed 
appearance 5 

7. Does not swear 5 

8. Shaves regularly 5 

9. Is helpful to customers 5 

10. Does not spit 5 

11. Speaks positively to customers 
about company products and 
services 5 

12. Does not slouch 5 

13. Does not offend customers 5 

PART III - TOOLS, EQUIPMENT AND FACILITIES 

1. Operates equipment safely 5 

2. Keeps company facilities 
clean and free of trash 5 

3. Puts tools away when finished 5 

4. Is alert to detect machine 
problems 5 

5. Respects tools and machinery 5 
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NOT 
IMPORTANT IMPORTANT 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 

4 3 2 1 



PART IV - PERSONAL CHARACTER 

1. Speaks with confidence 

2. Has personal goals 

3. Does not steal 

4. Comes to work In a good mood 

5. Can be counted on to do what 
he/she says 

6. Admits mistakes 
\ 

7. Does not litter 

8. Demonstrates a willingness 
to learn, I.e., asks 
questions 

9. Is willing to say, "I don't 
know" 

10. Does not lie 

11. Gets along with others 

12. Has no personal habits that 
interfere with job per
formance, i.e., drinking, 
late nights, etc. 



CHAPTER 5 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter presents the summary, conclusions and recom

mendations which are based upon the findings in Chapter 4. 

Statement of Purpose 

The purpose of this study was to develop an instrument for 

identifying, in specific behavioral terms, those employee personal 

qualities considered by agricultural employers as being most conducive 

to occupational success. 

Objectives 

In an effort to meet the aforementioned purpose, two objectives 

were identified: 

1. To identify, in as specific bdiavioral terms as possible, 

those employee personal qualities considered conducive to 

occupational success by a sampling of agricultural employers. 

2. To utilize the data gathered in objective one to develop an 

instrument for identifying those employee personal qualities 

considered by agricultural employers to be conducive to occupa

tional success. 
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Method of Investigation 

The general procedures utilized in this study were designed 

to: 

1. assemble a list of employee behavior patterns identified by 

agricultural employers as being important. 

2. analyze the data gathered in terms of its measurability and 

discard those statements considered by the researcher to be 

non-measurable. 

3. analyze the data in order to consolidate similar or closely-

related statements into a single statement. 

4. analyze the data in order to eliminate duplicate responses. 

5. utilize the data in constructing the instrument. 

Conclusions 

Based on the findings of this study, the following conclusions 

were drawn: 

1. Statements describing desirable employee personal qualities 

and their accompanying behavior patterns can be successfully 

elicited from agricultural employers. 

2. Response trends indicate that there is a relatively small group 

of employee behavior patterns strongly desired by a wide range 

of agricultural employers. 

3. Response trends indicate a special category of employee be

havior patterns important for those employees experiencing a 

high level of customer contact. 
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Recommendat ions 

In order to derive full benefit from this study, this and re

lated research must be continued to its logical conclusion—that of 

improving student marketability and success in their chosen agricultural 

career. To this end, the following recommendations are made: 

1. The instrument developed in the course of this study should 

be field tested using a sample of agricultural employers. 

This field testing should elicit comments on both the content 

and format of the instrument as well as solicit any pertinent 

additions. 

2. After field testing, the revised instrument should be mailed 

to a large sampling of agricultural employers with the ex

pressed purpose of having them evaluate the relative importance 

of the behavior patterns identified therein. 

3. The results obtained by using this instrument should be analyzed 

and utilized in the design and development of teaching prac

tices that will help students develop those personal qualities 

identified as being most conducive to occupational success. 

4. Further work should be done in the area of translating impor

tant but ambiguous personal quality descriptors into observable 

and measurable statements. 
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