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ABSTRACT

A longitudinal field experiment was conducted with stock
clerks at a defense plant to assess the effect of realistic
job previews on voluntary turnover with 96 new hires who
were monitored for one year after entry. While realistic
job previews were not found to significantly lower employee
voluntary turnover rates, a self-selection process may have
affected initial hiring rates. Among all applicants, 18
percent attrition occurred after administration of the
realistic job previews and prior to entry. Future research

suggestions are offered.
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Korman,lln hlS work The Psychology‘of Motlvatlonh&:~}
'(1974), d1v1ded the study of psychology 1nto three majord i
areas" | ‘ | T
”,1) ‘ Blologlcal Phy51callst
’:dd2) Cultural | _ _.d
,3): Phllosophlcal—Theologlcali‘
It should be noted that these d1v1s1ons are not rlgldlyt‘
exclu51ve of one another.l Thelr components tend to overlapd
1n certaln areas and they share generally 81m11ar terms andp
*‘conceptuallzatlons;nh"v | ‘
| The Blologlcal Phy31callst tradltlon or1g1nated from "
flthe work of the 19th century phy51ologlsts and the
1 Darw1n1an revolutlon 1n sclentlflc thought., To explaln thed
} arousal dlrectlon and per51stance of behav1or, '
‘kpsychologlsts John Watson, Kenneth Spence and others used
'vsuch terms as drlves and 1nst1ncts. | -
The Cultural approach utlllzes the terms w1shes,
”;fee11ngs, de51res, needs, and motlves to postulate that
dlearned experlence and the nature of psych03001al
env1ronment are’ the crltlcal factors 1n the development ofld
‘explanatory varlables 1n the process of understandlng =

earousal dlrectlon and per51stence of behav1or.v



|
1
|
The Phllosophlcal—Theologlcal approach deals w1th
‘several aspects of need satlsfactlon prlorlty as set forthsh
"‘by Maslow (1943 1954 1968)._ Further need satlsfaetlon'.t’
cr1ter1a have been proposed and deflned by Alderfer (1969
‘1971) and by Haclanan and Lawler (1971). ‘ e
| The Blologlcal—Phy81cal1st approach and the Cultural
"approach due to the 1ntr1n51cally behav1oral and cognltlve‘ |
'd_v1ews, are among those whlch are generally cons1dered |

process theorles, whlle ‘the . Phllosophlcal Theologlcal

~albeit extr1ns1c approach has been referred to- as content i

"'btheory (Campbell and Pr1tchard 1976).

The above three approaches can be applled to the »

arousal d1rect10n and per51stence of behav1or as it

pertalns to work- related mot1vat10nal theory. According to

‘Korman (1974)

.‘Most psychologlsts worklng in fleld of
‘motivation agree on the need for: utlllzlng

- both characteristics of the behav1ng
‘individual at the time it is percelved by the

. behaving individual in developlng an adequate :

- framework for understanding the arousal,
"direction and per81stence of behav1or :

o Ap. 106). _h ‘ an

gHFor the purposes of thlS paper, behav1or w111 be
vdeflned as 1nclud1ng the functlon of . the expectancy value‘;'
1hatta1nment at the t1me and in that partlcular env1ronment
and the actual degree of Value (or 1ncent1ve/reward) that‘

is avallable to the perce1v1ng 1nd1v1dual.; R

Reallstlc ]Ob prev1ews have been utlllzed to 1nform the



prospectlve employee of the negatlve as well as pos1t1ve

N aspects of the Job w1th the assumed consequence of curblng

f}turnover.g To more closely examlne the effects of reallstlc.

e
L

rJob prev1ews on employee turnover, 1tvls necessary to“f'
'ylclarlfy the approaches to the study of work related

mot1vat10n.j ff,:‘ﬁ-v-_ C if.[ ﬁ,y

'tl'Vroom s VIE Theory uf; T A

A convenlent way of categorlzlng most of‘thev
‘contemporary theorles of work motlvatlon rs 1ntr1n51c
-_verses extr1ns1c, or content versus process.f Content
~theory is not relevant to the approach ofhth1s paper and
wlll not be dlscussed.‘:-y ”df Tf;;’ "'gd‘ |

| Wlthln the process theory;rpsychologlsts proposed that ld‘
1heach 1nd1v1dual has cognltlve expectanc1es about the
7outcomes that w1ll probably occur as a consequence of
.hls/her acts and ch01ces.‘ In addltlon to thls, each

1nd1v1dual percelves that certaln outcomes are preferable

:”to rea11stlc outcomes and places the greatest value on the'
._ymost de31rable outcome p0351b1e. IR

Lew1n s . (1938) theoretlcal models (andxsome prellmlnary

’f;work by Georgopoulous, Mahoney, and Jones, 1957) prov1ded

zthe foundatlon upon whlch Vroom establlshed his theoret1ca1 fh
. ?

‘*mformulatlons of expectancy—valence theory of work

;dmotlvatlon as. applled to organlzatlonal behav1or. vrobm"
. : l
“_,postulates that an’ 1nd1v1dual w1ll behave as a result of

1
i

R L
S



the combination of two factors: a) those consequences that
are most important to him (that is, having the higheét
valence) and b) those consequences that have the highest
expectancy of realization.

Vroom (1964) states in his theory that motivation to
perform an action or achieve a goal is determined by the
individual's perception of the expectancy of goal
attainment and the valence (perceived value) of the desired
goal.

The value of goal attainment is determined by the
instrumentality for the attainment of various outcomes, and
the valence or desirability of those outcomes.

These three components: expectancy (E), instrumentality
(I), and outcome valence (V) combine to determine total
motivational force (F) according to the equation (an
approximation, generally reported as F = VIE). (See
Mitchell, 1974 and Wahba and House, 1974 for greater
detail. Also see Graen, 1969 for enlargement and Lawler,
1971, 1973 for modifications).

At this time, it would be useful to examine the
differences between expectancy and expectancy-valence.
Expectancy theory places its emphasis on the perception of
the probabilities involved in the formation of an
individual's expectancies. The critical factors are the
individual's cognizance of the probability that performance

depends on effort and the probability that desired rewards



Cdepend on performance. Each of these percelved sets of fib
"probabllltles depends on an 1nformat10n feedback loop 1n
L whlch performance 1s d1rectly relatedlto the product of d
:percelved probabllltles multlpled by the value (valence)bofh
;bthe de31red reward.‘ ':,'v“:hf:i'f’lr71> o
| Values, also referred to as rewards of‘determlnate.
iivalue, must ex1st w1th1n expectancy theory.l These»
,performance rewards can be extr1ns1c or 1ntr1ns1c,
‘dependlng upon the 1nd1v1dua1 s perceptlon of thelr value
.H:(Schwah Gottllef and Heneman, 1979).' ) ; B ‘
Extr1n51cally, the poss1b111ty of reward attalnment can
l'be controlled by an employment organ1zatlon.: These o |
organlzatlons determlne what sort of gratlflcatlonsb"

:v1nd1v1duals expect to derlve from thelr performance and

subsequently can exert performance standards upon theif

o 1nd1v1dual. These rewards are typlcally dlsplayed 1n the

fform of recognlzatlon, pay 1ncreases, promotlons, betterv
'worklng condltlons, and Job securlty. - ;ﬁ“-
' The attalnment of these rewards 1s w1th1n the power of

v3the organlzatlon and cont1ngent upon the performance and

‘v;value Judgement of the 1nd1v1dual.- Thus, organ12at1ons

‘hypothes1ze that the poss1b111ty of such value attalnment '

‘»T.(rewards) w111 result in 1ncreased performance and that

- chese p0831ble outcomes w1ll serve as 1ncent1ves for better:f

.performance, prov1ded the 1nd1v1dual belleves the rewards-*



are actually attainable through his efforts, and that he
perceives them worthwhile to attain.

Therefore, if the reward is perceived by the individual
as a goal that is worthwhile and attainable, the offering
of this reward can impact the individual's expectations,
behavior and attitudes. (See also Georgopoulous, et
al., 1957; Hackman and Porter, 1968; Goodman, Rose, and

Furcon, 1970; Hackman et al., 1971).

Expectancy Theory and Work Behavior

Porter and Steers (1973) applied the theory of
expectancy-valence to understanding the behavior of people
in work situations. Using a sample of 154 managers from a
diverse population, they statistically supported their
hypothesis that the amount of effort a person expends on
their job (as judged by superior and peers) was related to
the extent to which they perceived they could achieve
desired outcomes by engaging in such effort. Conversely,
this person's overall performance was directly related to
their perceptions and expectations of rewards to be
attained by performance, which is also affected by their
ability and the desirability and accuracy of their
perceptions concerning the role (job) they are to perform.
Thus worker performance is impacted by the expectancy of
perceived rewards.

Another aspect of work behavior linked to expectation



x 1s withdrawal. Focusing on met expectations as it relates
to withdrawal behavior, Porter et al., (1973) compiléd a
literature review which examined studies on avoidable
turnover and absenteeism. Met expectations has been
defined as

encounters on the job in the way of positive

// the discrepancy between what a person
Q\\and negative experiences and what he expects j>

to encounter (p. 152).
Porter et al., (1973) consistently emphasize the
importance of perceived equity (reward) and expectations as
significant variables in a withdrawal decision. More
significantly, however, they assert that regardless of the
type of expectation held by the employee, it is essential
that the employee believe that their expectation has been
substantially met if the employee is to decide that it is
worthwhile to remain with the organization. Porter and
Steers further maintain that it is necessary to balance
received or potential reward with desired expectations
because when an employee's

expectations are not substantially met, his

propensity to withdrawal would increase

(p. 152).

The contention of various authors, including Weitz

(1956), suggests that a way to reduce turnover is to
clarify the expectations of applicants to bring them into

closer alignment with available rewards. This may be

accomplished by improving communications concerning the



!

positive and negative aspects and potential rewards of a
particular task. It is, therefore, postulated that when
an employee fully understands what is expected of him and
what the organization offers in return, the likelihood of
the employee forming unrealistic expectations should
decrease. This would result in the increased possibility
of the employee's realistic expectations being met. It is
also suggested that prior to and during the initial
employment period, the integration of the new employee's
expectations into the organizational ideology is a crucial
factor in the reduction of withdrawal behavior

(Zaharia, 1981; Feldman, 1976; Porter et al., 1973;

Crow, 1967 and Caplow, 1964).

Turnover, Expectation and Job Satisfaction

During the last two decades, research on turnover as it
related to realistic expectation has been derived from the
study of a widely diverse population including
manufacturing managers, insurance agents, college
graduates, nurses, and West Point graduates.

/ The findings of this research indicate that voluntary
/

/

“turnover is closely associated with the expectations an
employee maintains toward his job and the organization
(Ilgen and Seely, 1974; Dunnette, Arvey, and Banas, 1973;
Wanous, 1973). Therefore, an employee's expectations

(created prior to job entry and during the initial



adjustment period) can in many cases be incongruent with
the demand characteristics of the job.

Zaharia's (1981) study of 398 prospective technicians
in a residential facility for the retarded concluded that a

misalignment of initial expectations ... is a
major irritant contributing to the withdrawal
process (p. 19).

Thus, holding unrealistic expectations about the job
and the organization has a direct effect upon the tenure of
the employee (Wanous, 1980; Bray, Campbell, and Grant,
1974).

Scott (1972) suggests that when

/ there is considerable evidence to indicate
i that if a prospective employee is not given a
,%;” realistic description of what to expect in /;>
\\ his new working role, early turnover is a

definite possibility (p. 362).

Therefore, it can be concluded that to reduce voluntary
//{;rnover, a potential employee's expectations should be \j>
// realistic and preferably align with that of the job and the ;

qrganization.

Unrealistic expectations has also been shown to
adversely affect job satisfaction (Popovich and Wanous,
1982; Wanous, 1980, 1976; Scott 1972). 1In defining job
satisfaction, one must include an evaluation the employee
makes about the job. This evaluation compares the

employee's multiple values with the perceptions they are

receiving from the job (Locke, 1975, 1976).



Mobley (1977) contends that
to the extent that the job is perceived as
providing what one highly values,
satisfaction is enhanced. To the extent that
the job is perceived as not providing what
one values, satisfaction is diminished (p.
I25).

In essence, job satisfaction can be viewed as a
function of what the employee perceives.

Job satisfaction can also impact turnover.
Literature surveys indicate that the lower the job
satisfaction is, the greater the probability of turnover
(Muchinsky and Tuttle, 1979; Mobley, Griffeth, Hand, and
Meglino, 1979; Price, 1977; Locke, 1975; Porter et
al., 1973; Vroom, 1964; and Brayfield and Crockett, 1955).

Dunnette et al. (1973), in a study on turnover using
over 1,000 college graduates, found that discontentment
leading to job dissatisfaction develops from the job not
attaining the new hire's expectations. This discontentment

spilled over to engender feelings of little
accomplishment, boredom with the work, and
little hope for advancing upwards in the
organization. In other words, the bright
picture that they hoped for and expected at

the time they accepted employnment simply
failed to materialize (p. 33).

An employee may become frustrated when the job does not \\
/ live up to the employee's expectations and hopes. This ///

frustration of expectations can cause job dissatisfaction y

|
|

\\\and eventual voluntary turnover (Wanous, 1980).

.

It can be proposed, therefore, that realistic job

10



expectatlons need to be stated prlor to Job entry to matcha
- the employee.s expectatlons Wlth the organlzatlons.; Job
h: characterlstlcs made avallable prlor to and durlng 1n1t1a1
‘thlemployment can create‘more reallstlc expectatlons of the
'Job for the potent1a1 employee, thereby decreas1ng Job
: dlssatlsfactlon and voluntary turnover.-'i
: _ L _ ,] -,
l

Reallstlc Job Prev1ews -

v oo | -
To attract potentlal employees to an organlzatlon, the_ -

company s 1mage may be portrayed 1n glow1ng terms durlng

) . |
the recrultment process., Th1s 1mage can cause potentlal
: |

temployees to have 1nflated expectatlons about the
o organlzation (Wanous, 1980).' Examples of Jlterature ';%t_e‘
_irev1ews on thlS employment tactlc and 1ts‘1mpact on |
d:potentlal employees expectatlons has been studled in the
ctArmed Forces and 1n graduate schools by Wahous (1976).
. Porter et al., (1973) examlnlng research over the last =
t;decade,vsuggests that a: potent1al employee‘can develop

. | .
,reallstlc expectatlons concernlng the nature of the Job andf-

»~~1ts beneflts'for‘effectlve performance'through 1ncreased

7V;conmunlcatlons.. The type of essentlal communlcatlon needed\

i
L

fmto develop reallstlc expectatlons can be found in reallstlc:

i
\
i
S

v”)Ob prev1ews (RJP) (Wanous, 1975a).p
| Reallstlc Job prev1ews 1nform the applrcant of the true
;reallty of organlzatlonal llfe by 1nclud1n§ both p051t1ve ;'L

vand negatlve 1nformat10n regardlng the Jobﬁ Th1s»3

T e o
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|
I

.‘1nformat10n has been shown to lead to ‘a reallstlc set of
f;expectatlons for the employee (Popov1ch et alf,-1982;y;;
_Raphael 1975). I S| T

I .
it

Regardless of methodology, reallstlc 1nformat10n can

have the effect of lowerlng ]Ob expectathns before
enterlng and durlng 1n1t1a1 entry 1nto an% rganlzatlon
3

(Wanous,_1980).' ThlS lowerlng effect has been referred to e
v La vacc1natlon agalnst the negatlve aspects of
real organlzatlon llfe (McGulre, 1964 o

A
,-‘

Thus, lowerlng Job expectatlons creates a posltlve»: S

u_effect for the employee by reveallng a true plcture of the

'_organlzatlonal 11fe through 1ncreased communlcatlons of

l
»hoth the pos1t1ve and negatlve aspects of the organlzatlon.'”

I

Reallstlc Job prev1ews, when used prlor to organlzatlon :

i'entry, requlre the company s recrulters to shlft fromf‘jb
q . : .

*1

promotlng the 1mage of the organlzat1on t0|portray1ng the

. vtrue nature of the 3ob.‘ The recrulters mone reallstlc

‘1ph'approach to Job requlrements fac111tates reallstlc levels

”ffiof employee expectatlons prlor to Job entrykthereby

~

‘ﬁf;fbenefltlng both the company and the new empdoyee w1th

B rf}lowered turnover rates.t Indeed properly 1mp1emented ff~e

nfrealls“ C}jOb prev1ews have had a substantlal cost sav1ng3vf'

;-,.'i_af.fect of up to 5450 ooo (Mobley, 1982 p.‘ 3). o
e Con31derable amounts of‘research us1ng reallstlc Joh

\

‘:prev1ews have been donejln the areasjof. a)llts effects on

a2




j Cummlngs, and Johnson, 1977 Pr1ce, 1977

E
i
r , s , 1
.vreduc1ng voluntary turnover (Mobley, et al., 1979 Forrest
}Porter et al.,
1 .
|

- 1973), and b) 1ts affects on recrultment -d selectlon of

”f}new employees (Rellly, Brown, Blood and Maletesta,‘1981"”

| "Rellly, Sperllng and Tenopyr, 1979 Wanous,‘1976 Ilgen et“

.:ali, 1974 Marlon and Trlef 1969 and Saleh Lee, and

f~pr1en, 19651 f? VL_}V”fj,’rf',ﬂfj'-'f:? St b
B the Ilgen et al.v(1974) study,_results reported

'showed that hlgher surv1val rates were found for llfe‘v

‘ 1nsurance agents rece1v1ng reallstlc 1nformatlon., mllar

: results have been found at West P01nt for 1ts potentlal
cadets (Weltz, 1956).. Another study revealed that llfe .

'jlnsurance agents showed a 309 decrease 1ntvoluntary
j turnover (Weltz, 1956 p. 246). _-f- -

A Us1ng a reallstlc Job descrlptlon on potentlal

-)

’*femployees can result in thelr belng more satlsfled and

!

v':consequently less llkely to leave the job Woluntarlly
(Franke, 1982 Dugon1 and Ilgen,»1981 Mllbourn and vh
'>Cul>_.a"b 1981 and E'arr, o’ Leary,A and Barlett 1973).,__, s |
?a’It 1s, therefore, hypothes1zed that u51ng reallstlc Job

"j prev1ews on newly hlred employees may reduce Voluntary

-j}turnover.f,”'

o vReasons For Thls Study

It has been shown that potentlal employees may enter -an {

' %forgan1zatlon w1th preconce1ved expectatlons. ‘At the,same

13



'.tlme, the organlzatlonxmay malntaln 1ts own“expectatlons of
the new employee.; When these two sets of expectatlons do
h‘not satlsfactorlly merge; both the company and the new
",employee may be detrlmentally affected._ The company may
"1nst1tute a varlety of procedures,:lnltlate the reprlmand
»cycle or termlnate the employee., The employee may react in
a varlety of ways 1nclud1ng Joh dlssatlsfactlon whlch may

vlead to hlgher absenteelsm and/or tardlness and ;npextreme

‘._form,,sabotage and/or voluntary termlnatlon.v

Reallstlc Job prev1ews have been shown to decrease Job A

'bdlssat1sfactlon and voluntary turnover (Wanous, 1980).
. fStudles u81ng reallstlc Job prev1ews and turnover have
- covered a varlety occupatlonal and organlzatlonal settlngs
'»«”typlcally studylng Jobs that requlre the educated. Wanous,
V'Keon, and Latack (1983) states that
the partlclpants in these studles contlnue to f:
: come from: predomlnantly academic, or at least
- well educated sources... As long as thls-
‘trend continues, the generalizability of
‘-results will be somewhat limited to the more
- llterate segments of our populatlon (p. 74). .
Reallstlc Job prev1ews have nct always been shown tc
have p081t1ve results or beneflclal outcomes (Schaub
"l‘1981). Dugon1 et-al. (1981) in’ studylng 320 potentlal
fﬁemployees of flve retall outlets of a large mldwest food
: chaln, found support for the RJP s ablllty to lower‘;J'

-alntltlal expectatlons, however, they found no support for a

"~11nk between lowered expectatlons and hlgher job -



satisfaction. In ‘-addition, riReilly-‘ et .-;1. (1981), in
fstudylng 842 potent1a1 employees for a telephone serv1ce,
found ‘no 81gn1flcant relatlonshlp between RJP s and.
turnoverr Slmllar results were: concluded w1th the Rellly'
let al. (1979) study._ Flnally, a recent study by Dean and
eWanous (1984) found no support for RJP s reduc1ng turnover.

; The present research was 1n1t1ated when a large
»‘defense related organlzatlon requested a longltudlnal study:
fhbe undertaken to effectlvely reduce thelr hlgh turnover o
“ rate among less skllled new employees. In so d01ng,rthls-
vcompany plans to effect cost reductlon procedures that may
also 51gn1flcantly lower voluntary turnover.‘ Introductlon
hof RJP s was 1ncluded in the technlques under
cons1derat10n;«u”k |

In. summary, the reason for thls longltudlnal study‘onv
reallst1c )ob prev1ews and voluntary turnover is to retest‘
then expand the generallzablllty of results to Jobs not :
-requlrlng the more academlcally skllled employee as: well as'
'hfurther test the 1ncons1sten01es in the reallstlc Job

' prev1ew 11terature. : yffd

.iSQ::'{'



P | :;mmoo’s Y EER '\

/ﬁpiprrev1ews (RJP) on turnover.; The crltlcal test for th1s

J/

s "’“‘"‘““"""@’ e !

o

-/ jbﬂf study was to ascertaln 1f a RJP adm1nlstered prlor to
[ :
y employment could 1mpact\employee tenure hy lowerlngf-

S voluntary turnover.' Turnover has been deflned as fT

:laorganlzatlon by an 1nd1v1dua1 who receives .
- monetary compensation from the organlzatlon ol
(Mobley, 1982 P- 10)._ 3 S
“iTurnover rates for the experlmental and control groups were
._assessed 1n terms of reasons for termlnatlon.” Reasons for

v1term1nat10n were clas31f1ed as voluntary (such as qult,b

moved promoted or transferred) or 1nvoluntary (such as

.theft drugs, and/or flred). (See McEvoy,'and Casc1o, 1985'f'

‘for further detalls). For the purposes of th1s paper,,on1y~:;j‘

voluntary termlnatlon was addressed. Tenure was a

o cont1nuous measure and was expressed in the number of daysi.ji

S on’ the Job..__ , :.“_ - o - E

Therefore, the null hypothe31s states that us1ng

'reallstlc Job prev1ews does not effect voluntary turnover o

'f-and the alternatlve hypothe31s states that u51ng reallstlcv

”Joh prev1ews has some effect on voluntary turnover.‘t
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. Subjects”
3 ~‘The subject pool con51sted of all persons who flled

T:appllcatlons for employment at a local aerospace company

jmwlth prlmarlly defense related contracts durlng a two yearfrh

‘fperlod from May 1982 to May 1984 for full t1me p051t10ns -
i ﬂllldlstock'Clerk:?~Internal

(2) Stock Clerk'— External

‘j::mDue to the nature and dutles of these pos1tlons, they f'j”

»'attracted and requlred the less academlcally skllled i

‘emploYee..l.;ﬁyfdﬁTf

lldhflnstrumentsf75 R

Informatlon was complled from a varlety of sources,'

however,;management and workers were predomlnately used to 3

‘*;fpdevelop the reallstlc Job prev1ews used 1n thls study._

:}From the flrst sources, the workers,,flve employees from -

*iﬂeach of the two areas were randomly selected to be observed’,

"”i;dur1ng thelr normarbworklng hours notlng thelr dut1es,aj

todemands, tralts,'and respons1b111t1es for each joh. Eachldg

"ﬂdhselected employee had s1x or more months of experlence 1n;~uy

=’fthe1r p051t1on. Informed consent forms were glven and

hl%:51gned by each partlclpant. Before each part101Pant Wasiu

fflnterv1ewed for approx1mately one hour us1ng a structured-Tl

vflre, each was assured anonymlty by statlng that‘

:*»jpartlclpatlon was on a voluntary bas1s and thelr answers ‘




would remaln completely anonymous and be 1dent1f1ed only by,
S a code number.-~f.hfd.‘ ' -
The 1nformat10n gathered 1ncluded Job dutles, tasks,;’

‘erespon81b11t1es, worklng condltlons, tralnlng, equlpment:'

‘wp*operatlon,vnecessary paperwork tools used spe01a1

: »knowledge, skllls or ab111t1es requlred to perform theljob‘iﬁ

: plus the general aspects of the Job such as unlon N |

h membershlp, worklng hours, probatlonary perlod and clothlngdd
requlred.i,ﬁu : o ,.. i , ‘

The second source ofvlnformatlon was gathered from ab
hhpool of superv1sors within the two Job categorles.a A total'
‘;of two superv1sors,‘one from each of the Job | | v
‘hgclass1f1catlons, was randomly selected for thls study from
among a pool of superv1sors whose employees worked w1th1n
.hthe above two Job categorles. Each was assured anonymlty
by statlng that part1c1pat10n was on a voluntary bas1s andi:
h-thelr answers would remaln completely 1dent1f1ab1e only by
' ta code number. Each was glven and 31gned an. 1nformed ;f
oconsent form;- Partlclpatlng superv1sors each had a. mlnlmumh
iof one year of management experlence. Us1ng a structured

N questlonnalre,-each superv1sor was 1nterv1ewed for :

ﬂ'ﬂ_approx1mate1y one hour.' The 1nformat10n gathered 1ncluded

"occupatlonal summary, work performed typlcal materlals,af7-”

tools and equlpment used ‘contacts, dlrectlon of others,'

"~vknowledge and ablllty requlred worklng condltlons, effort R

f'r‘and ranklng of thls Job relatlve to other related Jobs.»ﬁ‘*



A summary of each Job clas51f1catlon was developed fromf -

“',the Job analys1s above, company-approved Job descrlptlons,;:y

"d;fand supplemental dlSCUSSIODS w1th company superv1s1on.

.These summarles were approx1mately four pages 1n length and

, ’served as. the prellmlnary reallstlc Job prev1ews. Care was‘ o

'taken by staff psychologlsts to deplct both p051t1ve and

ﬂ’negatlve job aspects as falrly and candldly as pos51b1e

2(Wanous, 1980). A total of ten prellmlnary reallstlc Jobi
"gprev1ews for each Job class1f1cat10n were glven to and
ﬁ’tgreturnedbfrom a second group of ex1st1ng workers selected
defat random who had been on the job a mlnlmum of 31x months
a.or more.f These workers were adv1sed by the staff
bh:psychologlsts that thelr answers would remaln anonymous and;
T:would be 1dent1f1ed only by a code numher.b The wrltten

'cllnstructlons asked the workers to rate the accuracy of the

‘reallstlc Job prev1ew as 1t would be used to descrlbe thelr T

fJob to a person applylng to the company. Respondents were-

encouraged to 1nd1cate what statements they dlsagreed w1th o

"*band to suggest changes. Management amended the

;ydlscrepan01es of these reallstlc JOb prev1ews where it was,

’ﬂdeemed 1mportant for successful ]Ob performance (Schnelder,;'-

. ff1976).‘ The f1na1 rev131on of each reallstlc Job prev1ew

‘~_was agaln rev1ewed by both management and workers and was

'deemed to be an accurate and reallstlc descrlptlon of the

‘JObS.;R
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| Procedure
A total of 254 people applled for the p031t10ns.

| of'§ ‘ | | |

“ (1) Sstock Clerﬁ7+¥intérhalf~f;f”

| (2) stock Clerk - Er‘t.erna‘lv |
all squects?filled.Qut>stahdard job applieatibné

i indicating”in ﬁhich pdSition they‘wouia“be interested.
These appllcatlons were rev1ewed by the Personnel
Department and selectlvely, on the ba51s of quallflcatlons,
189 potential employees were asked to come in for an
interview. |

On thelr scheduled 1nterv1ew day, 163 potentlal
employees returned to be interviewed for one of the two
Jobs. Every other appllcant (experlmental = 82 control =
81) was glven a wrltten job prev1ew (reallstlc Job
prev1ew).. Reallstlc job prev1ews contaln reallstlc and
- candid descriptions of the Joh and 1ts characterlstlcs for
the p031t10n in whlch they were 1nterested. | |

-ThefexperimentalyQroﬁptwas esked to read».signfandi
return to the Personnel Department thelr reallstlc ]Ob
preview brochure.. After readlng the RJP, 7 subjects
deeided-not to be 1nterv1ewed. From a- total of 156 wﬁo ff
were 1nterv1ewed 96 were offered employment.‘j

Subjects who recelved a_real;stlc Job prev1ew were.the.

experimental groupf(n =,43)'whereas‘subjects who did not
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'recelved a reallstlc ]ob prev1ew comprlsed the control
,group (n = 53). Then the subjects or. appllcants would be~~f
: asked 1f he or she stlll wanted an 1nterv1ew. If they |

~expressed contlnued 1nterest 1n the p051t1on, they were e

o granted an: 1nterv1ew, the appllcant could be accepted or

.f_rejected after the close of the 1nterv1ew.' After readlng

_ the RJP, four appllcants who were offered Jobs, rejected
‘the p031t1ons (see Flgure 1).ftb | |
‘ Thus,‘a total of 92 people‘from whlch 44 were males and,
d48‘were females accepted employment. ThlS constltuted an o
B experlmental group of 39 and a control group of 53._
fAttr1t1on among the experlmental and control groups were o
; monltored over a three year perlod w1th each subject belngl'
v‘monltored for a mlnlmum of one. year or untll termlnatlon.
In the experlmental group, 16 employees voluntarlly
termlnated and 23 employees voluntarlly stayed.‘ In the

-control group, 20 employees voluntarlly termlnated and 33

o voluntarlly stayed (see Table 1).
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_ fA TABLEf1j.f:"

© VOLUNTARY

©  VOLUNTARY '

TERMINATED =

STAVED - -

© EXPERIMENTAL |-

'CONTROL

FEMALES
MALES

FEMALES

MALES

17 FEMALES,
19 MALES
36

31 FEMALES

‘25 MALES
56




Gy

| mESouTs

B A total of 36 people voluntarlly termlnated of whlch 19
7fwere male and 17 were female.‘ From both the exper1menta1

?j;and control groups, more employees voluntarlly stayed than

1‘}wvoluntar11y termlnated. More appllcants in the control

y,group were hlred than 1n the experlmental group.' After
f.readlng the RJP 6 8 of the experlmental group decllned
',elther the 1nterv1ew or the p051t10n (see Flgure 2)..Iy |

The mean length of employment for those who voluntarlly

'5iterm1nated was 74 days for the experlmental group and 102

rdays for the control group. Wlthln both groups, females‘;g

]termlnated faster (1 to 493 days) than men (7 to 319 days),‘

vAlso w1th1n the experlmental group, the shortest length of j’

:employment was 24 days whereas the longest was 262 days.'

ththln the control group, the length of employment ranged

vlgefrom one- half day to 493 days (see Flgure 3. ;v}“

Males termlnated at the same rate as females (6/6).

ﬂ<Control males term1nated con31stently w1th1n each tlme,“

_1Per10d.f Three control females termlnated w1th the first 3Gwlef‘

'.days only, termlnatlon after the 30 day perlod occurs agalnr

"f'after 181 days. Two experlmental males termlnated at the ,

”*‘1 30 day category and one at the 61 90 day category., ‘They

'p:dld not termlnate agaln unt11 after 181 days.- Nine
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‘vexperlmental females termlnated w1th1u thebflrst 60 days,f
three at . 121 150 days and the remalnder after 181 days (see;”
Flgure 4).: : ‘ | ‘ ‘ | '

Those employees glven the RJP‘appeared to termlnate at -
‘the same rate as the control group w1th1n the first 90 days"
(12/12).j The termlnatlon rate for the experlmentalvgroup\»
dropped helow the control after 90 days (see Flgure 5)..m 3

After readlng the RJP more potentlal employees fromvl
the experlmental group rejected the ]ob prlor to entry than
the control group (Xob's ‘10 411 df i'l,'51gn1 cant
at‘.Ol).‘ This occurred both before (7) and after (4) the
job'interv1ew.;. |

The null hypothe51s stated that the use of reallstlc
Job prev1ews (RJP) does not affect voluntary turnover.g
The contlngency hypothe51S’could not ‘be rejected‘at the ;05
level usingvthe Chi—Square_Test of>Signlficancebwith'thé
Yates correctioh factor‘which,was appliedfdue to thefsmall
”n (Xom = .0106,'dfré l)l(Thorne;v1980)r‘We conclude that‘ab
dependency does uOtlerist in reducing,turuover‘with:the RJP’

'during’the initial-empIOYment period.



NUMBER OF PEOPLE

FIGURE 4

LENGTH OF EMPLOYMENT

EXPERIMENTAL VS CONTROL/MALE VS FEMALE

20
19
18
17 -
16
16 —
14 =
13 =~
12
1M -
10 -

LTI ITITA

Y

SONNNNNNSINNNN g
I/ 7777707 70777777747797

o]

2 2
1 7 1
[+] o] mo%o ooo o&o o0

Ty «

31—-&0 61-90 91-120 121-150 151-180 OVER 181

NUMBER Wﬁ
Y E/FEwact C/MALE
VOLUNTARY TERMINATED AND VOLUNTARY STAYED

N - 92

28

C/FEMALE



. FIGURE 5 . oo

© REJECTED JOB VS. DID NOT REJECT JoB
Co L DIPERIMENTAL VS CONTROL o o o

ONTR »




DISCUSSION

The present‘study was conducted to address and
‘determine the effectiveness of the use of realistic job
previews (RJP) in reducing turnover in work areas not
reguiring the more academic skilled employee. The results
of this study héve'shown that voluntary turnover for the
Iess skille& new employee is not significantly affected
through the use of fealistic job previews.

In the present study, a self-selection prdcess seemed
to have occurred. After reading the RJP, seven of the job
applicantsbrefused to be interviewed. 1In addition, four of
the applicants admihistered the RJP and offered positions
rejected such offers.

although the process of self-selection has not always
received favorable support (Colarelli, 1984), a study by
Suskzko and Breaugh (1986), found a self-selection process
to have taken place; In their study of 28 applicants for
inventory taker peositions, four of the applicants from the
RJP administered group rejected job offers, while ﬁone
refused from the control group. A study by Reilly et alf
(1979) also found that individuals administered an RJP were
more likely to have lower acceptance rates than those not
administered an RJP.

Dean et al. (1984) in a field experiment using 249 bank
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tellers suggest that a delayed self selectlon may have
taken place with appl1cants leav1ng durlng tralnlng but
after acceptlng Job p031t10ns (page 62).. ‘Using two types
of RJPs (reallstlc spec1f1c, reallstlc general and no
prev1ew) to measure 1n1t1a1 Job expectatlons, they found
that
when tellers were asked their 1nterest in
.~ remaining at the bank...the specific RJP
- group had the lowest 1nterest.... :
(page 65).
‘ In fact both RJP groups .
left at‘an accelerated rate (p; 67)
which appears to be a contradictory'finding,to’the.majority
of the RJP literature. .
Furthermore, Dean et al, (1984) found-that"‘
there were no overall dlfferences among
the three job prev1ew groups 1n )ob
surv1va1 rates (p. 65). «
Theybnote that more tellers in the control group sustained
longer‘at.the job than in the two RJP groups.' They
concluded that |
RJP's appear to increase the rate of ° »
~early turnover but have no impact on )
overall job surv1va1 (p- 65). ‘ '
As contradlctory as thls f1nd1ng is, Dean et al.,'offer anlﬁ

&

explanatlon of thls reversal flndlng by suggestlng that a i

delayed self- selectlon effect may have occurred.‘ Also
it is p0551b1e that skeptlcal newcomers

in the RJP groups ‘only needed the .
additional experlence and 1nformatlon
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obtained during training to conclude that
it was time to leave. 1In contrast, the
no-preview recruits may have needed the
additional experience after training to
confirm skeptical feelings that were
first aroused during training (p. 67).
Finally, Dean et al., (1984) speculate that

this particular type of low-level job may
not be amenable to an RJP (p. 68)

(See also Reilly et al., 1981).

Within the present study, a self-selection process may
have occurred within the experimental group as more
potential employees from the experimental group rejected
the job prior to entry than from the control group. In
concert with Dean et al. (1984), a delayed self-selection
effect also appears to have occurred within the control
group for some who accepted the position but needed
confirmation of their initial reactions to the job before
deciding to terminate. This was demonstrated by the
employee in the control group who voluntarily terminated
after four hours on the job. Contrary to Dean et al.
(1984), use of the RJP for low-level jobs is acceptable if
used to increase the higher turnover rate of potential
employees and thereby initiate a cost effective weeding out
process.

In addition, this study also questioned the ability of
the RJP to lower the expectancy level of potential
employees. According to the literature, upon entering the

job, the employee shown the RJP should find that his

N

(98]



'altered expectatlons are fulfllled and thereby possessba
bdgreater ]ob satlsfactlon. Thls statement was not proven.jd,
E Although not dlrectly addressed thls study falled to show.a
that by lowerlng the expectancy level of the employee
i'through the RJP prlor to employment the potentlal job
eturnover rate would be lowered as well thereby 1nd1rectly
'reduc1ng the costs resultlng from a from a turnover 1n a
company . 'It has been suggested by Wanous et al., (1983)
that o | o | |

detalled questlonnalres need to he

implemented to directly test the

expectancy theory (p. 75).
‘The research methodology in the present studylls flawed.ln |
that the sample size 1s small and due to a lack of

~detailed questlonnalres,ilt did not dlrectly test ‘and prove}~

the expectancy theory.’»: .

' _Further Analysis

Further diScussion of other variabIeS*was necessary ‘due -

3to the nons1gn1f1cant results obtalned.‘ From a.: Varlety of
lvarlables that 1nf1uenced turnover rates, one to be‘.;

y con31dered is w1thdrawal cognltlons.v Even though
gexpectancy levels do not dlrectly 1mp11cate ]Ob turnover 3
rates, studles ex1st whlch support the theory that through
Wlthdrawal cognltlons, 3ob satlsfactlon can 1nd1rectly o
1nfluence turnover.L It has been shown that job

jsatlsfactlon is related to turnover through 1ts 1mpact on'r



.

intentions to leave (Price et‘al;,‘19§1;'Yodngblqod et al.,

1983).

Mlller, Katerberg and Hulln (1979) in sampllng 460

Natlonal Guard. members, produced results 1ndlcat1ng that

satlsfactlon and career moblllty

- influence turnover only through their

‘1nfluence on w1thdrawa1 cognltlon

 (p. 500).

The study

further found that

1ntentlons to: qult and to search;

thinking of quitting, job satlsfactlon,

and age related significantly to

- turnover, indicating their 1mportance for

the turnover. model (p. 515).

Furthermore,‘the‘study stated that intention tovquit was

the.

strongest and most consistent of all
these factors (p. 515).

Mille; et al;, (1979) also suggested that it would be of

interest to

1nvestlgate an alternate pos31b111ty that
various aspects of the job and job
context (eg., reward systems,
interpersonal relations, task
characteristics) translate 31mu1taneously
into affective (dissatisfaction);,
cognitive (thinking of quitting)’, and
behavioral withdrawal (absence, turncver)

~and to extend this analysis to include

nonwork sources of influence (ie:
5001a1/ec0n0m1c constralnts) (p. 516).

Wlthdrawal cognltlons, as well as other factors,'lmpact

" job satlsfactlon. Thompson,and Terpening (1983), with

"results from data collected of 143 fuli-time’and part-time



employees of a medlcal laboratory, found that autonomy,
routlnlzatlon, 1nstrumenta1 communlcatlon, and upward
moblllty all lmpact Job satlsfactlon,'and that Job
"satlsfactlon is related.to 1ntentlonsjtoﬁleaVe.' Thompson
et al. (1983) found_supportfin their results for
the importance of viewing johrtype as a
factor that leads to different causes of
1ntent10n to leave and job satlsfactlon
The study found that the degree of 1mportance of
certaln Varlables differs for certaln groups w1th1n the
‘organ1zatlon.f Forvlnstance, the study found that autonomy‘
‘and upward mobility were -
\dominant‘influences of satisfaction in
the primary group and the absence of
routine type task and presence of
‘feedback were of major importance in the
vsecondary group (p. 674).
Therefore, job types 1nfluence the individual desires
,and needs of‘the employees,‘thereby influencing
satisfactionfin the organization at the ‘same time.
Wlthdrawal cognltlon is not the only factor that
1nfluences turnover. Prlcevetvalp (1981) found that
opportunlty,»routln;zation, partic1patlon, 1nstrumental
communlcat;on,'prOmOtion’opportunity,'and‘kinship
responsibilities were:related to turnover through job .-
satisfaétionjand its relation to intentions to leaVe;
Martin (1979) found thatvrontiniZation;tinStrumentalv'

‘communication, distributive justice, opportunity, sex, and



”occupatlon were related to 1ntent through Job sat1sfact10n.

”Y‘Hackman et al. (1971) found that jOb routlnlzatlon

N 1nfluences Job satlsfactlon in that employees who become

bored w1th thelr work become dlssat1sf1ed w1th thelr JObS.-:
bBluedorn (1982) found that equlty and age are both
determlnants of satlsfactlon and commltment whereas
routlnlzatlon 1s an antecendent to commltment and
’1nstrumental ‘1n addltlon,'lnformatlon 1s causally related
rto satlsfactlon.” Thus, Job satlsfactlon can be affected by
'varlables not con51dered *ﬁ the expectancy theory.v

Furthermore, there is ev1dence show1ng that

'borganlzatlonal commltment is. related to turnover. Steers

‘(1977) in 1nvestlgat1ng 382 hospltal employees and 119
301entlsts and englneers, found that personal
characterlstlcs, Job characterlsts, and work experienees
influenced organizational commitment ~and that
organlzatlonal commltment is related to 1ntent10ns to leave
and employee turnover. ThlS f1nd1ng is supported by Koch
and Steer (1978) and Porter, Steers, Mowday, and Boullan,
v(1974)., Steers (1977) further asserted that commltment is-
'1nfluenced by need for achlevement group
~attitudes toward the organization,
education (inversely), organlzatlonal
"dependablllty, percelved personal.

importance to the organlzatlon, and task
identity. (p. 53).

SIn addltlon, Steers (1977) found that work experlencesv

are more closely related to commltment than personal or JOb
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characteristics.

Job commitment can also influence turnover. Rusﬁult
and Farrell, (1983) studying 88 newly hired employees from
two professional service organizations, one group of Jjunior
staff accountants and another of practical, registered, or
baccalaureate nurses, found that

turnover appeared to be mediated by a
decline over time in degree of job
commitment (p. 429).

Furthermore, the study found that greater job reward
and lower job costs influence job satisfaction and either
encourage or discourage job commitment. Finally, Arnold
and Feldman (1982) found that job satisfaction,
organizational commitment, and age all directly influence
intent, which then leads to turnover and other variables of
tenure and perceived job security.

An explanation for the abundance of variable arises by
Williams and Hazer (1986). 1In their recent study, they
suggest a theory which combines the variables in job
satisfaction and relates job satisfaction to organizational
commitment, showing that in their relation to one another,
satisfaction and commitment alike impact intent and through
intent, job turnover.

This theory of a link between satisfaction and
commitment can be applied to the present study to analyze
the negative results of the study and the failure of the

expectancy theory. Williams et al. (1986) re-analyzed data

W
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ffom prev1ous studles done by Mlchaels and Spector (1982)
bieand Bluedorn (1982). The study made the follow1ng .
”conc1u51on. a relatlonshlp ex1sts between job satlsfactlon‘
: and organlzatlonal commltment and that these two factors
khave an 1mpact on ]Ob turnover through 1ntent. The
' conclu51on was based upon the follow1ng flndlngs and
.analy51s.' Flrst that varlables descrlblng personal'
‘characterlstlcs (eg. expectatlons, Job characterlstlcs,
‘ age; and 1nstrumenta1 1nformat10n) do not have any dlrect
impact upon turnoverdlntentlons, Wflllams et‘al. (1986)
t'belleve that thlS flndlng . | |
| ,substantlates the 1mpoftance of
satisfaction and commitment as
‘intervening variables in models of
turnover (p. 228).

Second that these personal and work characterlstlcs
1nfluence satlsfactlon dlrectly but only 1nf1uence
commltment 1nd1rect1y inits relatlon to satlsfactlon and
“subsequent effect on commltment (p. 228).
| Thlrd commltment had a ‘more 1mbortant impact on intent‘
- to leave than d1d satlsfactlon.. W1111ams et al. (1986) do
Jnot flnd thlS surpr1s1ng because they clalm that one of the
‘components of organlzatlonal commltment is the de51re to
remain w1th the organlzatlon._‘ | o

Fourth the study 1nd1cated that there was - 1ndeed a-
'direct‘llnk betweenygob satlsfactlon‘andgorganlzational

~commitment. 1Finaliy, the'studyﬂsuggeststthat-there is a
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f,reciprooaihreiation?betweenﬁsatisfaction andxoommituent bﬁt?
’fthe study notes that less support was found for a causal
11nk from commltment to satlsfactlon than for the reverse<t
path or satlsfactlon to comm1tment.ht>ﬂ=f’ | | -

. The Wllllams et al. (1986) study can be applled to the
'present study. .If‘ as the prev1ous study suggests,
personal and work characterlstlcs 1nf1uence only |
satlsfactlon dlrectly and only. 1nfluence commitment
,1nd1rect1y, and in addltlon, do not have.a dlrect 1mpact of
»hturnover 1ntent10n, then the expectancy theory w1ll not
sufflce to lower turnover ratesf Employee expectlons‘_
merely enhance job satisfactionvand'organrzational
eommitﬁent,hbut do not directly motivate the rntention to
leave. Job satisfaction, as Williams et al. (1986)
.illuStrated;dstemS‘from other‘faotors:as‘weil'and thus a
sole factorduiiidnot‘completely determine turnover. |
Farrell and Rusbult (1981) and Rusbult et al.v(l983)
asserted that 1t is through the cognltlve process of s'm
'evaluatlon and_assessment of”qosts_and be?efrts,that_ah
 individual's desires are satisfied. This satisfaction will
result:in'thefassociation or‘disassocationjwith the‘.
dorganlzatlon and thereby result 1n commltment or non—
‘commltment as the case may be.i If the env1ronment is
evaluated as a whole for job satlsfactlon and commltment

results fromrthls evaluatlon, thentlt-ls not‘the_varlables
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Which,impact”turnover'directlv,.but‘rather the relationship;
between ‘the satlsfactlon and commltment levels.‘ |
Furthermore, Job satlsfactlon serves as‘a medlator between
the varlables and the resultlng turnover. |

- In conclu51on, although a self selectlon process may
have occurred thls study d1d not flnd that the appllcatlon
of reallstlc Job prev1ews 51gn1f1cant1y 1mpacted turnover,
_has waS‘hypotheS}zed. 'Rather,.throughvexamlnlng other; |

- studies addressingdtUrnover,fthds‘Study suggests that»a‘
diverse~set of,variabies should he taken inte |
COnsideration.dehese_variahles'includedwithdraWalb
cognition, age,'ses,\attitudes,'reuard systems, task
‘characteristics,‘routinization, upward moblllty, presence
of feedback, 3001a1/ec0non1c constralnts ‘and intention to
leave, whlch 1mpact job satlsfactlon and organlzatlonal
.commitment and, through these, turnover. Future studles
- should attempt to address each variable, its interaction~
and its influeuce on turnover as well,as’the self-selection

process.
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APPENDIX A

1/26/81
Pomona Division

JOB AUDIT QUESTIONNAIRE

1) Occupational Summary

‘(Define, describe the basic purpose of the job, i.e., why does the Job
exist? What is the primary job .and what does the Jjob try to accomplish?)

2) Work Performed

(Describe the duties, tasks normally performed and methods used to accom-
plish given tasks. Also describe sources of information used to accom-
plish the job, i.e., blueprints and production aids - alsc define the
-amount, or % of time normally used to accomplish each task.)

3) Typical Materials, Tools and Equipment Used

{Describe type of materials worked on, materials worked with, tools or
equipment used and the purpose for their use.)
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. APPENDIX A

Job Audit Questionnaire
Page 2 .

4) Cpnta;fs“

(Describe the mormal contacts within and outside the plant and purpose
of contact) Lo oo : T AR

5)° Dfrgétion of théfsr

(Does the job'requirefdirecfiph of other people; if.so, define the tyﬁé

- ‘and extent of direction and.{;and type of people directed)

E)’ Knowledgée and Ability Requifeg

(In your opinion, describe the type and extent‘of education and/br
experience normally required to perform this job) -

>7)'K”b'k5ng ﬁonditibﬁé ‘

1

(Describe working -onditions and ahy'chtbrs which would present any

" potential hazard to employees)

(Describe what are the difficult or complex.parts of the job and why?)
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'APPENDIX A

Job Audit Questionnaire
Page 3 :

o §) Rankwng of th1s Job Relat1ve to Other Jobs

“(Rank thIS Job in order of worth to the Company re1at1ve to other:"
s1m11ar Jobs after d1scusswon wuth supervis1on) .

10)'>Rémarks:1 3

:4:3,‘



APPENDIX B

" WHAT IT MEANS TO BE A HYBRID MICROELECTRONICS ASSEMBLER

An assembler in zhe Hybrid Microelectronic Assembly area performs many different
operations m $n skill need d;nd equipment .used. . The assembler's

job consists of mounting delicate and tﬁ%ﬁ'éﬁ?ﬁ,compdnents onto a base substrate -
while looking through a microscope. ; g - r ot :

t! ‘ v —end , -~ The individualized ™

- work ‘on each substrate often results in hours of performing: the same activity re- .
" peatedly without.interruption. 'By adhereing to-a series of set procedures the.
assembler ultimately assembles a hybrid microcircuit assembly.

SOME SPECIFICS
" HOURS

Newly hired employees are ‘typically placed on second shift and transferred to
first shift on the basis of seniority and available space.  The second shift
begins work at 4:15 pm and ends at 12:45 am. The first shift starts at 7:00 am
and ends at 3:30 pm. Both shifts have one-half hour lunch periods and two ten
minute breaks. ‘ ‘ : T Lo ‘ ’ '

UNION MEMBERSHIP

As a condition of employment péyment of upfbn dues is mandatqry éfter 30 dayé..
Union members are represented by the IAM’(Intefnationai1Asso¢iation—pf Machinists).

PROBATIONARY PERIOD

A 60 day company brobationary-period begins. on the date offhiré: During this time
the employee's attendance, productivity, performance, and work habits are evaluated.
Also, during this period, the decision to keep the individual as an employee is

#or gupervision-to malte‘,o,./é/e// by supervissen . S
TRAINING
Ah’ihexberiénced'pérsoh7usu511y\Eéquires twofto‘three'ueekﬁxbf'pfé~production on-
the-job training. - After this time roughly 5% of the incumbents find that they are .

not right for this assembly job. "It usyelly takes three'months for.a person :to
“‘perform effectively as an:assembler and require a2 minimum amount of supervision.
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APPENDIX B

TOOLS USED/SKILLS REQUIRED

The assembler's job requires a great deal of work with tweezers. end—tongs. These

tools sre primarily used to transport substrates, which are highly susceptable to

handling damage, from one operation to another. The assembler must operate about

ten different machines in the process of building & hybrid microelectronic circuit.

People who are capable of performing exacting work for long periods of time excel

in this work. An sssembler must be able to maintain close attention to detaf refe Yoo/s
- while performing operations that often require the use of both hands and feef’ R on=

grest desl of precision, hand/arm stesdiness, concentration and patience are needed =<,

to perform this job successfully. A vision test is required of 211 employees who

perform this job, and near perfect depth perception is a must.

CLOTHING

To protect the chip components and substrates from body oils, finger cots must be
rg.. ocks are also required to insure that the components remain lint-free.
fety 747 ¢ shoes must be worn in this area or in any area of the factory. Slacks
are required; jeans are acceptable. o

WORKING CONDITIONS

Assemblers work in an arez referred to as a “clean room".. This is required in order

to protect the components being worked from contamination. As a result, & constant,
moderate, clean 2ir flow will circulate over some of the more susceptable work stations.
This creates a slight breeze and a low rushing sound.. . o

Personal belongings cannot be brought into the clean room. Also, no smoking, drink-
ing, eating, or persenal grooming is allowedT

An assembler's job allows for 1ittle mobility in the clean roor. Approximately 85%
of the assembler's time is spent sitting at a machine performing & repeated activity,
while the remainder of the job time is spent walking short distances between work
stations to perform operations on microcircuit assemblies that require the assembler
to be standing up-right.

PERSONALITY TRAITS

The assembler's job requires the ability to strictly adhere to set procedures. )
Assemblers must be able to follow pictorial and verba) instructions perfectly. Due

to the nature of this work, there is no room for innovation or creativity on the job.
Successful assemblers are capable of working well over prolongeZ periods with machines.
A mechanical inclination is a necessary characteristic for this Job. People who have
been successful assemblers often have hobbies that require, as does the job, an

extreme amount of attention to detail, such as needlepoint, kritting, sewing and paint-
ing.
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" ONLY SMALL AND MEDIUM SIZED PARTS ARE HANDLED IN THIS 8TOCK- ; o SOME FACTS
© RODM, THE UARGER PARTS ARE-STORED IN A NEARBY WAREMOUSE. THE: T ‘, L
| REWAINDFR GF THE ROOM- 1S USED FOR TASKS SUCH AS THE KITTING, -

RECEIVING, AND COUNTING. OF PARTS. ' IN THIS AREA, EACH EMPLOYEE - A B O UT T H E JOB
MAS HIS OR JIFR OWN WORK SYATION. . . Teerteo S

| PERSOMAL AELONGINGS ARE ALLOWED IN THE STOCKROON AND ARE STORED - OR WHICH
T AT Elf“ EMPLOYEE'S NORK STATION, HOWEVER, WO LOCKERS ‘“E PRO- .

© VIDED., MO SMOKING, EATING, NR DRINKING IS PERMITTED AT THESE

e T IR vou ARE APPLYING

_THIS JOR REQUIRES THAT THE EMPLOYEE NENATN AT HIS OR WER WORX.
‘STATION TOR DNING: SUCH TASKS AS KITTING, VERIEYINO PART MM-

- "WERS YO PAPERAWORK, AND UNPACKING AND COUNTING STOCK FOR AROUT

CONE-HALE OF THE WORKDAY. THE REST OF TIE TIME 1S SPENT AWAY ~ . A STOCK CLERK IN THE MMN STOCKROOH PERFOR"S A VlRlETY

FROM TIT STATION PULLING PARTS FAOW STOCK. DELIVERING INOR- . QF STOCKING AND ADMINISTRATIVE TASKS. THE JOB INVGLVES |
: HMATION A\ ™E CD"PUYF'I l'ﬂ’l" VENQDNNF! “OR PLACING PARTS IN . = - :

stomaGe, . . ‘ o UNPACKING" AND COUNTING ALL mconms. SMALL -AND MEDIUM
A B . SIZED SHIPPED PRODUCTION PARTS AND TEST EQUIPMENT. mon
OFFSITE FACILITIES OF THE POMONA DIVISION OR FROM THE

PERSONALITY 'mm's” o
THIS JOR REQUIRES THAT THE ewrLovee BE ABLE TO FOLLOW SET DIREC- _ INTERNAL. FACTORY ARENS, CAREFULLY VER!FY!NG LONG. PART.

TIONS FROM INSTRUCTIONS, MAINTAIN THE REGUIRED PAPERWORK, USE

BASIC ARITIMETIC SUCH AS ADDITION AND SUBTRACTION. AND PRINT = - oo NUMBERS TO THEIR ACCOMPAN“"G PAPEWORK AND ROUTING
TULEGIBLY. THEREFORE. THE EMPLOYEE MUST MAVE A HIGH LEVEL OF CON- ALL PARTS TO THE NECESSARV LOCP\T!ONS ADDI"ONALI_Y AS

CENTRATION, 'AND BE ABLE TO BE ACCURAT AT. AND ALERT, 'V :

“REQUIRES AN EXTREME AMOUNT OF atmmfm :; nem: l:;: ™ r.::ulm . ONE OF THE ASSW""E"TS ""S JoB REO‘"RES THE "KITTING"

CISING OF GREAT. CARE WNEW WAINTAINING. THE DISPOSITION OF ML .. QF EITHER ELECTRONIC.OR MECHANICAL PARTS. THE "KITTING"

PARTS, OCCASIOMALLY, THE EMPLOYEE 1S RESPONSIBLE FOR SOLVING

PROBLEMS SUCH AS INCORRECTLY SHIFPED PARTS OR MISMATCHED PARTS - ~~ PROCESS CONSISTS OF MANUALLY - F"-U"G AND PACKAGING o
AND PATFRWIAK.  THIS MAY REQUIRE THEW TO COME INTO CONTACT WITH AN ASSEMBLY ORDER ACCORDING.TO SPECIFIC PLANNING WSTRUCT- o

- PROJECT CONRDINATORS, SUPERVISORS, AND NISPATCHERS .

' . T - TONS. . THESE KITS, WHICH ARE THEN READY FOR THE NEXT
AFTER READING THIS JOB PREVIEW: ' o - ASSEMBLY PROCESS IN THE FACTORV ARE PLACED N A ‘CENTRAL

0 a STILL INTERESTED W ApPLYING. HOLDING AREA FOR THE _DISPATCHERS TO DISTRIBUTE TO THE
{1 am w0 LoNGER INTERESTED 1N APPLYINE, | o ~~ FACTORY -FOR 'PRODUCTION. THE STORING AND KITTING OF

THESE PARTS REQUIRES PROPER HANDLING oF ALL PARTS D

SIGNATURE ! 3 PAPERNORK.
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SOME SPECIFICS

HOURS

NEWLY HIRED ENPLOYEES ARE TYPICALLY PLACED ON FIRST SHIFT, 'THIS
SHIFT BEGINS WORK AT 7:00 AW, AND ENDS AT 3:30-P.M.. WHEN OPEMINGS
OCCUA 'ON- SECOND SHIFT, THOSE EMPLOYEES WITH LESS SENIORITY MAY

8E REQUIRED TO FILL THE VACANCIES. - THIS SHIFT BEGINS. WORK AT

4:15 Pin. ANG ENDS AT 12:45 A, BOTH SHIFTS MAVE A ONE- HALF

HOUR LUMCH PERIOD MD THO TEN MINUTE BREAKS.

'uuuu mmsnw

AS A CWDIHO“ OF. ENPLOYMENT PAV'EII Of I.lﬂ!)ﬂ MS ll MANDATORY

" AFTER- 30 DAYS. UNION MEMBERS ARE REPRESENTED BY THE 1AM (INTER-
: nmouu Assocumou OF MACHINISTS AND Amosucs uom(sas) )

PWIIWRY PERIOB

A 60 DAY COMPANY PROBATIONARY PERIOD BEGINS ON THE DATE OF HIRE,

DURING THIS TINE THE ENPLOYEE’S ATTENDANCE, PQOWCHV"V, PERFOR~

| MANCE,. AMD MORK NA."S ARE EVM.UAIED. -ALSO, DURING THIS PERIOD,
‘THE DECISION TO KEEP THE INDIVIDUAL :AS AN EMPLOYEE IS COMPLETELY
“FOR SUPERVISION TO MAKE, MOST (H’l_OVEES, MVER. SUCC(SSFULLV

PASS . l"( PNOSAHONAIV PE‘IOD.,

hmmlm

NEW WI.OVEES Aﬁ! GIVEN ON-THE-JOB TRAINING BY A FELLON EMPLOVEE
‘AND  THE AREA S SUPERVISOR DURING THE 60 DAY PROIA"OM!V PER10D.
17 USUALLY 'AKES THREE TO SIX MONTHS FOR A PERSON TO PERFORM
EFFECTIVELY L} INIS JOB 80 THAT A MINIMUM ml Of SUPERVISION
IS N(C(SSMV. -

o

- T00LS USED/SKILLS REQUIRED

. THIS JoB ‘NCLMI NOT ONLY RECEIVING. PROCESSING AND STORING

PARTS, AND KITTING ASSENNJGS: BUT ALSO MAINTAINING ALL OF TME '
REPORTS THAT ACCOMPANY EACH-OF THESE TASKS. APPROXIMATELY FIVE -
TO SEVEN DIFFERENT TYPES OF REPORTS ARE USED EACH DAY BY. THE
EMPLOYEES, COMMON OFFICE SUPPLIES SUCH AS. SCISSORS. STAPLERS,
PENS. AND TAPE ARE NEEDED FOR PACKAGING, A COMPUTER TERMINAL,

ﬁlClOﬂC"Eo AND CODE DOOKS ARE USED FOR CHECKING AND UPDATING

THE, UISPOSITION OF EACH PART. PARTS ARE STORED IN PLASTIC PANS

“OR' CARDBOARD BOXES OF VARYING SIZES. AND PUSH CARTS ARE OFTEN

NEEDED TO "IMSP_W' THESE PARTS, -

f”l&‘JOI REQUIRES THAT THE PERSOM BE ABLE TO FOLLOW '.lf?!ﬂ .

e ‘DIREC"WS FROM PLANMING DOCUMENTS AND WORK ON SEVERAL PROJECTS -
AT ONCE, ONE PARTEICULARLY CRITICAL S!ll.l. THAT THE EMPLOYEE MUST

HAVE 18 THE ARILITY TO COMPARE THE TAGGED PARTS TO PART MNBERS

* ON THE_ PAPERWORK) APPROXIMATELY 30T of aw EWPLOYEE'S TINE IS
" SPENT COMPARING, THESE mmtn.‘

CLomHING

‘to PIOVECT SENMIIVE PARYS FROM IODV OII.S, FINGER COTS OR GLOVES

MUST “BE WORN. -FOR' SOME OPERATIONS. CLOSED-TOE SMS nusY S€ m
IN THIS AREA, CANVAS OR NYLOMN SHMOES" AND THOSE ‘WITH SPIKED KELS

" ARE_NOT ALLOWED. SLACKS ARE REQUIRED! JEANS ARE ACCE"AI.!.

~ VORKING CONDITIONS

ABOUT 70 EMPLOYEES ARE :NEEDED TO MAINTAIN THE SINM WHICH 18
QUITE LARGE. BEING APPROXIMATELY THE LENGTH OF A FOOTBALL FIELD

AND THE HEIGHT OF A TWO STORY HOUSE. PARVS ARE STORED ON A SERIES
“OF HIGH RISE. SHELVES, CONVEYOR BELTS OR FORKLIFTS ARE MEEDED TO
'LIFT THE PARTS 7O BE STOCKED ON THESE SHELVES. IN ADDITION TO

. THESE SHELVES, FLOOR SHELVES ARE ALSO USED FOR STORAGE, SINCE . -
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ARE MANDLED IW THIS STOCKROOM, THE uwtj PARTS ARE mmn ™A

WEARRY WAREHOTSE . -THE WEMAINDER OF THE ROOM IS USED Fom TASKS

S1CH. AS TUE RECFIVING. PACKAGING, AND COUNTING OF PARTS, LRI

- 'AREA, EACH EMPLOYEE HAS MIS OR HER OWN WORK STATION,

PERSONAL BELONGINGS ARE ALLOWED IN TI%. STOCKROOM AND ANE STORED
AT EACH EMPLOVEE'S WORK STATION., HOWEVER, NO LOCKENS ARE PRO-
VIDED. N0 SMOKING, EATING, OW DRINKING 1§ PERMITIED IN THESE
STATIONS. ’

THIS JOD- REQUIRES THAT THE EMPLOYEE MEMAIK AT HIR OR WER WORR
STATION FOR DOING. SUCH TASKS AS UNTACKING AND COUNTING OF PARTS,
VERIFYING PART NWUMNERS TO PAFERWORK, AND BOXING OF THESE PARTS
TOR-AROUT ONE-NALF OF THE WORKDAY.  THE REST OF THE TIME 1S SPENT
AMAY FROM TIE “STATION PULLING PARTS FROM STOCK. FILLING. ORDERS
FOR PARTS GENERATED BY THE FACTORY, ON PLACING PARTS IN- STORAGE.

PERSONALITY. TRAITS

THIS JOn REQUINES ﬁﬂ' ﬂk EMPLOYEE BE ABLE TO WEAD VENDOR PAPER-

WORK, COIMT, PACKAGE. BOX AND STORE THE PARTS, USE BASIC ARITH-.
METIC, AND PRINT LEGIBLY IN MLOCK PRINTING, THEREFORE, A HigH
LEVEL OF CONCENTRATION, ACCURACY AND ALERTNESS 18 NECESSARY, THE
JOB NEGUIRES AN EXTREME AMOUMT OF ATTENTION TO DETAIL AND THE
EXERCISING OF. GREAT CARE WHEM MAINTAINING THE DISPOSITION OF ALL
PARTS, 1T 1S ALSO IMPORTANT FOR TME ENPLOVEE TO REMEMNER THAT WIg
OR HER JOB IS A SERVICE JOB. WHEN PANTS ARE REQUESTED BY.FACTORY

pERSoMNEL (USUALLY DISPATCHERS) Bvemy erromt must B HaDE 0. FILL

"e ﬂIMI L) ComTFOuS AID TIMELY pANNER,

AFTER READING THIS Joo PREVIEW)

DI AP STILL INTERESTED IN APPLYING, .
n 1 AM MO LOMGER INTERESTED 1N APPLYIND,

STGNATURE !

 SOME FACTS

_ABOUT THE JOB
FOR' WHICH
'YOU ARE APPLYING

A STOCK CLERK IN THE MAIN STOCKROOM PFRFORMS A VARIETY
OF STOCKING AND AOMINISTRATIVE TASKS.. THIS JOB BASICAL-
LY INVOLVES UNPACKING, CHECKING, BOXING, AND LABELING

|SMALL AND MEDIUM SIZED PARTS THAT ARE SHIPPED TO THE
POMONA DIVISION FROM OUTSIDE VENDORS. DURING THIS PROCESS

1T 1S VERY [MPORTANT THAT THE - EMPLOYEE CAREFULLY VERIFY
THE ‘LONG PART NUMBERS THAT IDENTIFY EACH PART TO THE -
RCCOMPANY ING PAPERWORK., AFTER THE PARTS HAVE BEEN MOVED
AND LABELED, THE PERSON MUST STOCK ALL PARTS IN THEIR

_PROPER LOCATIONS. ADDITIONALLY, THE CLERKS ISSUE CERTAIN
" PARTS T0 DIFFERENT AREAS OF THE FACTORY ON AN "AS NEEDED"

BASIS. ONE OF THE ASSIGNMEMTS OF -STOCK CLERKS 1S T0 »
WORK QUTDOORS. IN THE BARREL YARD. THIS JOB ENTAILS THE

~ HANDLING OF BULK MATERIAL SUCH AS CHEMICALS IN 55 GALLOW

DRUMS ‘AS WELL AS MAINTAINING THE ASSGCIATED PAPERWORK.
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, ‘rmnmm mmo

SO SECIFICS

MEWLY HIRED EMPLOYEES ARE IVPICA,YI.[VNPLM!_O’ 0N FIRSY SHIFY. - THIS

SHIFT REGINS woRK AT 7100 A.m, AND ENDS AT 3:30 F.nm, AFTER THE

mmuo 60 DAYS PROBATIONARY -PERIOD, 'lll ANPLOYEE MAY BE ARKED ‘

70 WMITCH 10 SECOND SHIFT,” SECOND SHIFT BEGINS AT N115 .0, Anp
Enos A7 12:45 AN, VOTH SHIFIS HAVE A M! HALF 1OUR LUNCM muon
I 'nm %0 TEN umuu nun. ;

u_uou mmw 7

AS A cm, jon of WLOVK'L PAYN!M or union ”I I MANDATORY

“AFTER 30 DAYS.  UNION MEMBERS ARE REPRESENTED BY THE 1AW (INTER- e
WATIONAL ASSOCIATION OF HACHINISTS AN AEROSPACE NORKERS) .

A 60 DAY CWMV nmnmv PER|0D l(ﬂ'! on "ﬁ DATE OF HIRE,

DURING TIES TIME THE EMPLOYEE'S ATTENDANCE, PRODUCTIVITY, PERFOR- -

JMANCE, AMD WORK HABITS ARE :EVALUATED. - ALSO, ‘DURING THIS PER1OD.

* THE DECISION 10 KEEP-THE INDIVIDUAL AS AN :nnovu 13, COMPLETELY
FOR SUPERVISION T0 MAKE. MORE THAN 953-0F ThE 'PROBAT | ONARY

ﬂ'lOV!ES. OMVEW. N !MC(SSI’MI.V Cle'! S muoo.

':IMINIIG

- MEW iRlOVEE! ARE GIVEN ON-THE-JoB IRM'I“ YA nuw ("I.OV!E
“AMD THE -AREA swmvtm FOR AT l!lll T™O. WEEKS OR UNTIL. THE NEW-

> (N’I.OVES 15-CONS I DERED C”All! oF mxms lmrsmmu. 4"

“ usuaLLY lAKEi THREE TO FOUR MONTHS FOR A renm To '(IFOM

e EFFECTIVELY IN THiS .m SO THAT A mmmn mv OF SUPERVISTON
] uutssnv. ‘

©100LS USED/SKILLS REQUIRED

tunmns

THIS JOB INCLUDES MOT ONLY RECEIVING. PROCESSING, AND sToRINg
PARTS. BUT ALSO FAINTAINING ALL THE REPORTS THAT ACCOMPANY EACH

OF THESE TASKS. ~APPROXIMATELY FOUR TO 81X DIFFERENT TYPES OF ng-'
PORTS ARE USED EACH DAY. BY THE EMPLOYEES. COMMON OFFICE SUPPLIES
SUCH AS SCISSORS. STAPLERS, PENS, AND TAPE ARE NEEDED FOR PACKAGING

: vE"ll)VE!l ARE ALSO WEEDED TO VIAQIMI THE 'Ml‘l FROM. THEIR WOAK -

"Mlﬂll To IIILVQI FOR llOCK"OGI CARTS ARE. USED POR- 'ml 'Aﬂl.

: mu 08 REQUIRES: ﬂ!ﬂ ll‘ P!llu BE ADLE 70 Mtllﬂ’!t' uw A

VENDOR'S m'!mu. COUNT.. 'PACKAGE, ‘BOX AND LABEL. ALL PARTS, lf

© 18 ALSO IMPORTANT THAT THE EMPLOVERS HAVE IASI( ARITHMETIC. saiLs .
- SUCH AS ADDITION AND llﬂ'lh("u AND I.(GIME SLOCK PRINTING, . I‘"
B 'MUCOI.MLV CRITICAL SKILL THAT, "‘ EMPLOYEES MUST HAVE IS THE .

ABILITY TO -CONPARE TAGGED PARTS ") 'M! mmn o THE Mnmm

* " APPRONIMATELY 208 . OF AN EMPLOYEE' S TINE I8 SPENY CONPARING THESE

NUMBERS, - THE EMPLOYEES w0 WORK 118 THE llllll. VARD MUST. D€ ABLE

‘10 OPEMVE A 'Mll."" FOR, m\mm I.AIG! OIJECIS gL "ﬁ 'Allh

 cLosED Toe oS MUST BEWORN 1N THIS AREA, CANVAS OR NYLOW SHOES

| AND THOSE WITH SPIKED HEELS ARE NOT ALLOMED. SLACKS ARE REQUIRED!
o JEANS ARE ACCEPTABLE.. :

’ mlﬁ Cwlnm

" ABOUT 70 EMPLOVEED ARE MEEDED '0 PAINTAIN THE ST0CKROON MHICH 18

QUITE LANGE, BEING MI”‘M!!.V ™ Lsmm OF A FOOTRALL FIELD
AND THE HEIGHT oF A THO STORY HOUSE., 'All'! ARE STORED ON A sEnIes .
OF HIGH RISE SHELVES. CM(YN BELTS AxD. FORKLIFTS. ARE OPERATED
BY ‘SOME ENPLOVEES TO LIFT THE. PARTS Y0 BE STOCKED 0P 10 THESE

© SHELVES, -IN ADDITION TO THESE SMELVES, noaa SHELVES ARE ALSO.

USED FOR "lﬁm. SINCE, MV SMALL AND l!DIlll lll!l! 'M!l
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