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CHAPTER I 

INTRODUCTION 

The role of the home economist in business varies from 

one industry to another at least partially due to the 

variety of academic backgrounds within the field of home 

economics. According to a 1976 survey of the 2800-member 

Home Economists in Business (HEIB) section of the American 

Home Economics Association (AHEA), a majority of the 

respondents reported they had academic specializations that 

were in some way related to the food and nutrition areas of 

home economics (Ellis & Howlett, 1977). Education and 

general home economics were the next in line as popular 

academic pursuits. 

A home economist in business is one who: (a) holds a 

baccalaureate or advanced degree from an accredited uni

versity or college and has a major in home economics or a 

specialized subject-matter area that is related to home 

economics; (b) is employed by a business that makes profits 

or by a business that makes profit-making companies; and 

(c) is a member in good standing of the American Horne 

Economics Association (Wait, 1977). 

Although previous research has surveyed HEIB members' 

views regarding the specific criteria that they feel are 

1 
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needed to become employed as a home economist in a 

business-related job ("HEIB's Speak Out," 1973), the super

visors' and personnel managers' criteria for hiring home 

economists have not been documented. Those factors which 

influence a supervisor's decision to hire a home economist 

in a business-related job remain to be verified. An in

vestigation and comparison of supervisor's criteria for 

hiring home economists may identify those factors. The 

need to determine the criteria being used by immediate 

supervisors for hiring home economists exists in order to 

facilitate the hiring of prospective home economists 

entering the business world. 

Purpose of the Study 

This descriptive study identified and compared the 

specific criteria used by immediate supervisors for hiring 

home economists in business-related positions. The criteria 

investigated related to educational background, work experi

ence, personal traits, professional skills, and 

recommendations. 

The objectives of this descriptive study were: 

1. to survey immediate supervisors of home economists 

in business-related jobs in order to identify the criteria 

needed in the following areas: 

a. educational background 

b. work experience 



c. personal traits 

d. professional skills 

e. recommendations 

2. to evaluate selected demographic and decision

influencing factors which may affect the supervisors 

hiring decision. 

3 



CHAPTER II 

REVIEW OF THE LITERATURE 

The purpose of this chapter is to review the litera

ture concerning home economists working in business. This 

chapter focuses on four objectives: (a) to identify the 

job roles of home economists working in business, (b) to 

present findings from the literature regarding opportuni

ties for home economists in business, (c) to present a 

profile of home economists working in business-related 

areas, and (d) to identify the hiring criteria used in 

business, home economics ·and related areas to provide a 

basis for the design of this research study. 

Professional Home Economists' Job Roles 

The Role of Home Economists 

Home economics has been defined as the field of study 

that "integrates the principles of many disciplines" 

(Hoeflin, 1981, p. 97). Over the years, the primary objec

tive of home economics has been to improve the living con

ditions of both individuals and families and also to 

stimulate the optimal use of human and family resources 

( AHEA , 19 5 9 ) • 

The role of home economists is affected by both 

societal and technological changes. According to 

4 
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Spitze (1976}, home economists are needed in helping people 

to accommodate to ·social change. Home economists will be 

needed to influence changes and also to help famil°ies and 

individuals deal with change to make it less traumatic. 

Job Roles for Home Economists in Business 

The business world holds a wide range of opportunities 

for the professional home economist. A home economist 

working in the areas of foods or household equipment can 

participate in a variety of activities, depending on the 

job and the company. In general, most business home econo

mists interpret the consumer's needs to the manufacturer, 

test and improve products, and serve as a communications 

link between the consumer and the manufacturer. 

Many companies hire home economists for research and 

development duties. The home economist tests products and 

recipes, plans and prepares booklets on product uses, and 

plans educational programs and materials (Encyclopedia of 

Careers, 4th ed., 1973}. The responsibility may also 

involve laboratory experimentation, product development, 

product analysis or evaluationo 

Corporate home economists may also be hired to direct 

the activities of a company's home economics or consumer 

services department. Businesses have had to learn how to 

communicate effectively with consumers (Jones, 1976}. 
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Therefore, home economists are employed to serve as liaisons 

between consumers and business management. 

Corporate home economists are sometimes hired to 

develop educational materials and publications to help 

introduce a company's products to the consumer. These 

roles may involve writing, editing, and preparing "how-to

use" manuals (Jones, 1976). 

Many consumer affairs positions in business and govern

ment are filled by home economists (Burton, 1976). Accord

ing to Burton, the duties of a consumer.affairs professional 

included: improving the firm's communications and relations 

with the consumer, dealing with consumer needs and griev

ances, developing consumer education materials, and improv

ing relations between business and the consumer~ 

Public utility companies hire home economists for home 

service departments. The responsibilities include: teach

ing use of household equipment, energy conservation, kitchen 

and laundry planning; conducting cooking schools; and pre

senting laundry and lighting demonstrations. Financial 

institutions also hire home economists to advise consumers 

on budgeting, spending and saving (Encyclopedia of Careers, 

4th ed.) . 

Home economists are employed by newspapers; magazines, 

radio and television stations, and with publishing companies 
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and advertising agencies to write copy on home economics 

subjects. Their responsibilities often include introduc~ 

tion of new products, food photography, and demonstrations. 

Non-traditional Job Roles for HEIB 

The job opportunities for the home economist wanting a 

business-related job are sometimes hidden. Many companies 

have eliminated their home economics departments and 

shifted their emphasis to consumer services or consumer 

relations. Most job descriptions refer to home economists 

in terms of their company function {Jones, 1976). Companies 

often describe home economics jobs with different titles. 

But, the professional background of a home economist helps 

them to function easily and effectively· ip many different 

roies based upon their specific talents. 

Some home economists have taken jobs outside the tra

ditional home economics areas in marketing, selling, 

merchandising, and advertising ("Home economists moving," 

1972). A home economist may begin working in a traditional 

home economics-related job, but can advance to management, 

marketing, or supervision within a company. 

Opportunities for Home Economists in Business 

How Business Views Home Economists 

The activities performed by home economists in 

business-related jobs are not always measurable on a 
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profit-and-loss basis. Product sales are the result of the 

combined efforts of many people within the company--home 

economists, advertising, personnel, and salesmen. There

fore, it is difficult to determine how much money home 

economists make for their companies (Wait, 1976). Accord

ing to Wait, "It is partially because of this problem that 

in times of inflation or decreased profits, companies often 

choose to cut budgets in education, promotion, and consumer 

services" (p. 44). Since many home economists working in 

a business or industry have positions directly related to 

one of these areas, they could be affected by staff reduc

tion and decreased company profits. 

Home economists are employed by companies to develop, 

promote, or interpret products to consumers. More than 

1,175 firms employ home economists for the ultimate purpose 

of increasing the financial good of the company along with 

the interpretation of consumer needs and communications 

between the company and its consumers (East, 1980). Com

panies hire home economists to provide them with informa

tion about family needs and consumer attitudes. Home 

economists know the product and can interpret its use to 

the consumer. In many ways, the home economist working for 

a business or industry is a spokesperson between the home 

and the merchant or manufacturer. A study by Strain (1970) 
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indicated a business may need a home economist for one or 

all of six reasons: to make a profit, to increase sales, 

to meet competition, to handle consumer matters, to achieve 

more efficiency at lower cost and to ·repeat previous suc

cesses experienced with other home economists. 

The consumer movement helped to create more jobs for 

home economists and many businesses became interested in 

promoting better relations with their customers (Jones, 

1976). These businesses hired home economists for consumer 

services positions. Some companies are expanding the roles 

of their home economists and enlarging their home economics 

departments, while others are reducing or eliminating their 

home economics departments altogether (Wait, 1977). 

Educational Requirements 

Many corporations feel that the home economics grad

uates who come to them should have a broad education--partly 

in home economics and partly in the school of business 

administration (McGrath, 1968; Strain, 1970; Wait, 1973). 

A 1974 AHEA study conducted by Yankelovich found the terms 

"home economist" and "teacher" to be synohymous. The in

vestigation tended to indicate that persons who were trained 

in the field of home economics were too broadly educated. 

It was difficult for the individuals interviewed to pinpoint 

excactly what ho~e economists were trained to do. The 
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report alluded to a need for the home economics profession 

to more narrowly define the competencies of its graduates. 

The roles as home economists are changing to meet the 

needs of society. Respondents of a survey conducted by 

Michaels (1973) recommended that home economists have addi

tional college course work in business and public relations. 

Eighty-six percent of the policymakers responding to the 

survey said that they might employ home economists with 

home economics training and other areas of business. 

Future Outlook for Home 
Economists in Business 

According to a recent government survey conducted by 

the United States Department of Agriculture, the demand for 

home economists in business~related fields will be good 

through 1990 (USDA, 1981). A review of the current and 

projected supply and demand for home economists in business

related jobs indicated a substantial deficiency of avail

able professionals. The need for professionals with 

expertise in home economics and related fields included 

such occupations as administrators, managers, design, 

manufacturing, processing specialists, marketing, merchan

dising, sales, and media specialists. The degree speciali

zations in greatest demand include business (USDA, 1981). 

Colleges and universities can use this information for 

educational planning, administration and evaluation of their 



home economics programs. The USDA survey showed a need 

for institutions of higher learning to supply home econo

mists with sufficient expertise in the various home 

economics disciplines. 

A Profile of Horne Economists 

Working in Business 

Home Economics Training 

11. 

Horne economists in business-related jobs seldom have 

graduate level training, although ·those who do have leader

ship responsibility and higher salaries, according to a 

HEIB study conducted in 1976 (Ellis & Howlett, 1977). 

According to Mercedes Bates (1974), moving up the corporate 

ladder involves becoming a manager. Being a competent home 

economist will not guarantee success in the business world. 

Bates suggested that a home economist should experience a 

variety of positions to broaden and add to one's profes

sional skills. The recommended skills included: developing 

and perfecting one's ability to communicate effectively, 

visibility through professional and community organizations, 

and ability to organize and manage. 

Achieving Management Positions 

The jobs and activities that require new responsibili

ties and developing new skills are important for the aspir

ing home economist interested in moving into management 
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("Image-maker," 1975). The necessary skills include super

visory and management ability, knowledge of planning and 

evaluation techniques, fiscal budgeting and the ability to 

deal with other people in the company. 

Home economists working in business did not think 

their employers considered a home economics background 

adequate for advancing into management and administration, 

and that was where home economists would like to be seen 

("HEIB's Speak Out," 1973). Employers saw home economists 

in public relations, sales and demonstrations, testing, and 

product promotion. Many home economists thought that 

employers should recognize that the home economist is 

basically a business woman with added skills, that she does 

represent the voice of the consumer, and that she has an 

important contribution to make to business management 

( "HEIB' s Speak Out," 1973) • 

Hiring Criteria Used to Select Employees 

One of the most important personnel decisions organiza

tions make concerns "Who are we going to hire?" Companies 

invest considerable money, effort and time into the proc

esses of recruitment and selection. Little is known about 

the factors, characteristics, and aptitudes which business 

recruiters consider in evaluating job applicants. Few 

research studies or documented articles which relate 



directly to the selection of home economists in business 

have been published. 

Selection of Empl·oyees in Business 

13 

Posner {1981) conducted a study to investigate the 

applicant characteristics considered important by corporate 

recruiters themselves and how well these were understood by 

students and faculty. Communications ability and future 

potential were seen as the most important job applicant 

characteristics. Grades and work experience were found to 

be somewhat in the middle in terms of importance. 

Previous studies investigated the criteria commonly 

used by recruiters when interviewing and hiring job candi

dates for entry level positions {Anton & Russell, 1974; 

Hakel & Schuh, 1971; Kohn, 1975; Ischirgi, 1973). The 

criteria included: personal appearance, scholastic records, 

communications ability, future potential, personality, per

sonal recommendations, good health, sense of humor, 

maturity, work experience, and preparation {knowledge of 

company or job opening). 

A study by Acuff {1981) found that quality hiring 

decisions could not be made until the job and position re

quirements were well-enough defined so that individual 

candidates could be measured against these standards. The 

hiring criteria would be determined by the requirements of 

the job or position. 
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According to Bostwick (1977), all employers were look

ing for the following qualities: (a) communications, 

(b) intelligence, (c) self-confidence, (d) motivation, 

(e) leadership, (f) enthusiasm, (g) imagination, (h) flexi

bility, (i) harmony in interpersonal relations, (j) competi

tiveness, (k) initiative, (1) vocational skills, and 

(rn) direction. No ranking was given as to their order of 

importance to the employer. However, Schendel indicated, 

"your general, overall appearance will give a lasting first 

impression" ( 1982, p. 10) • 

Selection of Horne Economists in 
Bu·s'iness and Related Areas 

The qualifications employers desire in home economists 

were studied by Johnson (1975). The professional elective 

most desired for potential home economics employees by the 

employers was general business followed by secretarial

clerical skills. The employers recommended experience in 

sales, marketing, administrative functions, personnel 

management, merchandising, counseling, psychology, child 

development and public relations. It was found that the 

wider the background of experience the more probable the 

possibility of employment. The home economists needs to be· 

interested in people and able to communicate with them 

(Encyclopedia of Careers, 4th ed.). Since home economists 

spend much time dealing with the public, poise, good 
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grooming, and ability to think on one's feet are especially 

important personal characteristics (Encyclopedia of Careers, 

4th ed.). 

Burton (1976) investigated the career field of con

sumer affairs professionals in business and government. 

His study found the most desired competency was possession 

of both written and oral communication skills. The next 

most mentioned competency was technical knowledge in the 

field specific to the agency or business. Burton (1976) 

also found businesses wanted work experience in business or 

marketing. A bachelor's degree was the minimum requirement 

for educational background. Ristau (1980) also surveyed 

employers about applicant qualifications in terms of those 

deemed important when considering individuals to be em

ployed in consumer affairs positions. Employers rated 

writing ability and speaking abilities very high. Business 

experience and leadership ability were also rated high. 

Neal (1981) conducted a study of retailers and grad

uates of fashion merchandising programs. Her findings 

indicated retailers strongly recommend internship or field 

experience prior to entry into a career in retailing. A 

study conducted by the Association of Home Appliance Manu

facturers (1982) also found that some prior work experience 

was required in most cases for positions as home economists 



16 

in the home appliance industry. The study suggested from 

three to five years . experience in some related area such as 

education, a utility company, the extension service, or an 

advertising agency. 

Hoeflin, Pence, .Mille·r and Weber (1981) listed the 

traits, skills, and abilities they thought were necessary 

for success in any career area. The traits were: (a) per-

sonal management, (b) work skills, (c) people skills, 

(d) growth skills, ·ce) professional organizations, and 

(f} professional skills. The authors stated that "without 

certain communications, interaction, and 'people skills,' 

it might be difficult for you to be hired and hold a job" 

(p. 89). They also recommended the need for home econo-

mists to have a "multi-disciplined base" since home 

economics is a field of study that integrates the princi

ples of many disciplines. 

The hiring criteria used by school administrators for 

hiring home economics teachers was researched by Kramer 

(1977). The ten categories of hiring criteria identi

fied were: (a) personal appearance, (b) personality, 

(c) _recommendations, (d) academic preparation, (e) previous 

work experience, (f) impressions from interview, (g) extra

curricular activities, (h) knowledge of home economics 

curriculum, (i) communicative skills, and (j) philosophy 
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of working with students. The criteria were similar to the 

criteria used by recruiters in business (Anton & Russell, 

1974; Hakel & Schuh, 1971; Kohn, 1975; Ischirgi, 1973). 

Factors that influence the employability of home 

economics graduates were found by Ramsey (1975). They 

were: (a) mobility, (b) creative ability to sell skills 

and innovation to see opportunities, (c) aggressiveness, 

(d) determination, (e) work experience, and (f) leadership 

roles in college. 



CHAPTER III 

RESEARCH PROCEDURES 

This section presents the plan followed for conducting 

the research. Topics discussed are sample population, 

instrument development, administering the instrument, data, 

and operational definitions. 

Sample Population 

The sample population for this study was identified by 

first contacting 191 home economists listed in the 1982 

Home Economists in Business membership directory who were 

employed by household equipment companies, manufacturers-of 

products related to household equipment, or national retail 

outlets for household equipment having consumer services 

divisions. The 191 home economists were selected by the 

researcher from the total membership directory. These 191 

home economists had employers who were known by the 

researcher to be household equipment-related companies. No 

names were used if their title was given as supervisor. 

Letters were mailed to the 191 home economists requesting 

the name and address of their home economics supervisor. 

Eighty-nine supervisors' names were received. Three letters 

were returned by the post office as undeliverable. Each of 

the 89 supervisors were mailed questionnaires. Fifty-one 

18 
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of the 89 questionnaires were completed and returned. A 

minimum rate of return had been established at 30 percent, 

and 57 percent were received. The geographical distribution 

was national. The S-9 questionnaires were mailed to 81 dif

ferent companies. Eight of the questionnaires were mailed 

to supervisors within the same company. Seventy-five 

companies were manufacturers and 14 were distributors. 

Instrument Development 

Following a review of related studies, a questionnaire 

was designed (Dillman, 1978; Compton, 1972). The purpose 

of the questionnaire, "Employment Criteria for Business 

Horne Economists" was to determine the criteria being used 

by supervisors for hiring home economists. The instrument 

used for this study (Appendix B) focused on selected inde

pendent variables used by supervisors for hiring home 

economists in business. 

Description of Variables 

The variables selected for this study were identified 

from the literature. The independent variables were 

selected demographic characteristics and selected aspects 

thought to be influences upon hiring decisions. The 

variables investigated were: 



1. Demographic characteristics of supervisors 

A. Sex 

B. Educational level 

c. Job title 

D. Department 

E. Field of study 

(1) Major 

(2) Minor 

F. Number of home economists supervised 

G. Reason company employs home economists 

H. Number of years in present position 

2. Crite~ia for hiring home economists in business 

A. Educational background 

(1) Level and type of degree required 

(2) Major field of study 

(3) Coursework 

(4) Grade point average 

B. Work exper i-ence 

(1) Work experience other than home 

economics-related 

(2) Work experience in home economics

related areas 

(3) Years of work experience required 

20 



C. Personal traits 

(1) Appearance 

(2) Personality 

D. Professional skills 

(1) Communicative 

a. Verbal 

b. Written 

E. Recommendations 

(1) Oral 

(2) Written 

Appendix A contains a chart of the questionnaire item 

development which identifies questionnaire items measuring 

the independent variables .. 

Reliability and Validity 
of the ·rnstrument 

21 

A panel of experts consisting of three home economists 

in business in supervisory positions judged the representa

tiveness of each questionnaire item to d~termine content 

validity. As a result of their suggestions, modifications 

were made in some items. 

Administering . the Instrument 

A copy of the questionnaire was mailed to the super

visors with a cover letter (Appendix C) explaining the 

purpose of the study and the procedure to follow in 
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completing the questionnaire to the supervisors. Stamped, 

self-addressed envelopes were provided for the return of the 

completed questionnaires to the researcher. Anonymity was 

assured to the respondents. After three weeks, reminder 

postcards were mailed to the participants in the study 

requesting that the questionnaire be returned as soon as 

possible. 

Data 

Information from the questionnaires was tabulated 

manually. Using descriptive statistics, implications were 

made about the hiring criteria used by supervisors of home 

economists in business based upon the responses from the 

questionnaire. 

Operational Definitions 

For the purpose of this study the following terms were 

defined to facilitate uniformity in interpretation of the 

results. 

Communicative skills--one's ability to speak and write 

in a clear, concise and logical manner. 

Criteria--the specifications which supervisors use to 

judge the desirability of prospective ·horne economists for 

positions in business-related areas. 

Home economist--a person holding a bachelor's degree 

in home economics or its related subject areas. 
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Leadership skills--one's ability to supervise, direct, 

persuade, motivate and train others. 

Organizat~onal skills--one's ability to plan, develop, 

manage and arrange. 



CHAPTER IV 

RESULTS 

The purpose of this chapter is to present the find

ings regarding the criteria used by supervisors for hiring 

home economists in business. The chapter includes 

(a) description of the subjects and (b) findings. 

Description of the Subjects 

Respondents of this research were supervisors of home 

economists. There were 51 female respondents. Demographic 

data pertaining to educational level, job title, field of 

study, number of home economists supervised, number of 

years in present position and reasons why the company 

employs home economists were tabulated. 

Educational Background 

The educational level choices were: (a) B.S. or 

B.A. in home economics, (b) B.S. or B.A. in another field, 

(c) M.S. degree, and (d) Ph.D:degree. Thirty-seven 

percsnt of the respondents held a B.S. or a B.A. degree 

in home economics. Only three respondents held a 

master's degree and two respondents held doctoral degrees. 

24 
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Home Economists Supervised 

Another question pertained to the number of home 

economists supervised. Thirteen of the respondents super

vised two home economists while 11 reported supervising 

more than six home economists. Nine respondents supervised 

five to six home economists, seven supervised one and four 

supervised three to four home economists. 

Job Title 

Twenty-seven of the respondents were managers. Fifteen 

supervisors had the title of director, three were senior 

home economists, and four held the title of supervisor. 

Two of the respondents said their title was sales training 

specialist. 

Years in Present Position 

Thirty-seven of the supervisors worked two or more 

years in their present position. Only 14 supervisors had 

worked in their present position less than two years 

(Table 1}. 
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Table 1 

Supervisors' Years in Present Position 

Variable Frequency 

Less than 6 months 3 

6 months - 1 year 2 

1 - 2 years 9 

2 - 4 years 19 

5 - 7 years 10 

8 - 10 years 4 

More than 10 years 4 

N = 51. 

Field of Study 

Home economics was the major field of study of 15 

respondents. Eleven respondents studied home economics 

education as their major field of study. The remaining 

responses included dietetics, textiles, household equip

ment, consumer services, education, nutrition, and foods. 

The most often mentioned responses for minor field of study 

were: education, chemistry, business, and journalism. 

Name of Department 

Ten respondents were employed in the sales/marketing 

department. Nine of the respondents were employed in the 
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home economics department, three in engineering, consumer 

services, and consumer information. Other responses 

were: consumer affairs, consumer electronics, consumer 

education, quality assurance, public affairs, major 

appliance, education and research, product development 

and technical support services. 

Reasons for Employing Home Economists 

The reason companies employ home economists was in

vestigated. Respondents were requested to check the tasks 

of home economists within their company. Table 2 shows 

their responses. Other tasks stated by the respondents 

were: dining services, sales training, journalism, cooking 

schools, engineering, public relations, and planning 

national exhibits. 

Table 2 

Tasks Performed by the Home Economists 

Reason 

Product Testing/Research 

Recipe Development/Cookbooks/Use and 
Care Booklets 

Consumer Relations 

Consumer Education 

Sales/Marketing Demonstrations 

Other 

N = 51 

Number of Times 
Mentioned 

38 

37 

36 

34 

34 

13 
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Findings 

Data obtained from the questionnaire on the hiring 

criteria used by supervisors for hiring home economists 

are described. The criteria used to make hiring decisions 

regarding the employment of home .economists were: 

(a) educational background, (b) work experience, 

(c) personal traits, (d) professional skills, and 

(e) recommendations. 

Educational Background 

A majority of the subjects indicated that a B.S. or 

B.A. degree in home economics was needed to be employed 

by their companies. Three· companies required a master• s 

degree. Thirty-six of the respondents stated they valued 

an applicant's grade point average "somewhat." Six 

respondents placed "very much" emphasis on grade point 

average, and nine stated no emphasis was placed on the 

applicant's grade point average. Table 3 shows the subject 

matter areas of home economics preferred when hiring a home 

economist. Household equipment was desired first followed 

by foods and nutrition. Twelve respondents stated no 

preference. Other areas mentioned were: .(a) communica

tions, (b) business, and (c) consumer sciences. Table 4 

shows the ten courses recommended most often by the 

respondents. Other courses mentioned by the respondents on 
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the questionnaires included: statistics, advertising, art, 

finance, photography, accounting, and public relations. 

The majority of the sample indicated that sales and market

ing were highly recommended courses for home economists 

wanting to work in a business field. 

Table 3 

Subject Matter Areas Preferred by Supervisors 

of Home Economists in Business 

Subject Matter 

Household Equipment 

Foods and Nutrition 

Textiles and Clothing 

Home Economics Education 

General Home Economics 

Other 

No Preference 

N = 51. 

Number of Times 
Mentioned 

28 

20 

7 

5 

4 

4 

15 

*Some respondents listed more than one subject 

matter area. 
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Table 4 

Ten Courses Recommended Most Often 

by Supervisors 

Course 

1. Sales/marketing 

2. Public Speaking 

3. Business 

4. Journalism/Writing 

5. Computer Science 

6. Research Methods 

7. Sciences (chemistry, physics, biology) 

8. Management 

9. Demonstration Techniques 

10. Economics 

N = 51 

Work Experience 

Number of Times 
Recommended 

32 

26 

25 

21 

12 

10 

8 

7 

7 

4 

Most (41) of the respondents indicated that previous 

work experience was required for a home economics position. 

Ten respondents indicated no work experience was required, 

but they added comments saying experience was preferred. 

Work experience in a home economics field was not required 

according to 30 respondents. Twenty-one respondents said 

that such experience was required. Of the 30 who said no 
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experience in home economics was required, 16 respondents 

stated two-to-four years experience was necessary; five 

stated six months to one year, two stated four to eight 

years, and one stated more than eight years. Seven respon

dents indicated that often the work experience depended on 

the position being filled and the background of the appli

cant. Nine respondents had no response. 

Personal Traits 

Two personal traits were also investigated as criter_ia 

for hiring home economists. Twelve of the respondents 

stated appearance as very important criteria to be con

sidered for hiring a home economist. Thirty-two respondents 

also felt an applicant's personality was very important. 

Figure 1 presents the results in graph form. One super

visor commented that appearance was very important because 

the home economists would be doing television appearances. 

Several respondents commented that personality was very 

important because they looked for enthusiasm, ability to 

communicate and motivation. 

Professional Skills 

Thirty-six of the respondents indicated that communi

cation skills were "very important," and twelve respondents 

rated these skills "important." Figure 2 presents the 

results in graph form. Leadership skills were found to be 
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valued "very much" by 25 of the respondents, 19 valued it 

"somewhat," five did not value leadership skills for a home 

economics position and two did not respond. Twenty-nine 

respondents valued organizational skills for home econo

mists, 20·valued them "somewhat" and two did not respond. 

The respondents were asked to indicate the professional 

skill they were most likely to prefer in a home economist. 

Twenty-nine respondents looked for communication skills. 

Leadership skills were second with 12 responses and five 

responses for organizational skills. Several respondents 

mentioned: ability to work independently, motivation, 

strong writing skills, and one respondent stated "all three 

skills are equally important." 

Recommendations 

Supervisors indicated on the questionnaire that they 

did not place very much value on recommendations from 

others prior to hiring. Of the 51 responses, 32 placed 

"somewhat" value on recommendations while nine respondents 

said "none." The recommendations included both oral and 

written types for the prospective applicant. 

Hiring Criteria 

Respondents were asked to rank five choices related to 

hiring criteria which included: {a) personal traits, 

{b) educational background, {c) professional skills, 

{d) work experience, and {e) recommendations. Table 5 
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"Hiring Criteria of Supervisors for Home Economists," lists 

the criteria ranked most important to the supervisor when 

hiring a home economist in business. 

Table . 5 

Hiring Criteria of Supervisors for 

Home Economists 

Criteria 

Personal Traits 

Educational Background 

Professional Skills 

Work Experience 

Recommendations 

N = 51. 

Frequency 

25 

13 

7 

5 

1 



CHAPTER V 

SUMMARY AND RECOMMENDATIONS 

This chapter contains a summary of the research find

ings. Recommendations and limitations based on the find

ings are described. 

Discussion 

The demographic characteristics of the supervisors 

were: (a) sex, (b) educational background, (c) number of 

home economists supervised, (d) job title, (e) number of 

years in present position, (f) major/minor fields of study, 

(g) department, and (h} reasons company employs home econo

mists. The majority of the supervisors worked for companies 

that employed home economists for consumer relations, sales, 

marketing, demonstrations, product testing, research, 

recipe development, cookbooks, use and care booklets and 

consumer education. The majority of the supervisors had 

been employed in their present position over two years. 

Educational Background 

The required educational background of prospective 

home economists in business was a B.S. or B.A. degree in 

home economics. Household equipment was the most often 

r _ecommended subject matter. This preference was an ex

pected result since the companies surveyed were household 

36 
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equipment and related companies. Surprisingly, 15 of the 

51 supervisors stated no preference for the subject matter 

of home economics. 

The courses recommended by supervisors were sales/ 

marketing, public speaking, and business. Wait (1977) 

indicated that home economists who plan to look for jobs 

in business should in their career training include more 

background courses in business. These findings are com

patible with the current study in which 25 of the respon

dents reported business as a recommended course. Strain 

(1970) also found that management values a home economist 

more when certain business-related courses of study have 

been completed. 

An applicant's grade point average was only valued 

"somewhat." Courses taken seemed to be more important 

that grades received. This finding is consistent with an 

earlier study by Posner (1981} where company recruiters 

found grades to be in the middle in terms of importance.· 

lbrk Experience 

The results ·of this study indicated that previous work 

experience was required in 41 of the 51 responses. Find

ings also indicated that two-to-four years of experience 

was required in many cases. However, work experience in 

home economics was not required in 30 of the 51 responses. 
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An earlier study by Neal (1981) found retailers to prefer 

work experience, too. The study suggested internship pro

grams or field study during undergraduate study to suffice 

for work experience. This may indicate that although busi

nesses prefer to hire a home economist with experience, a 

field study program or internship in college may be useful 

in the hiring decision. Several supervisors commented that 

the work experience required depended on the needs of the 

compahy and the position. 

Personal Traits 

The home economics supervisors indicated that they 

look at an applicant's personality as being very important 

to the hiring decision. Personal appearance was _valued as 

being "important" to a majority of the supervisors. None 

of the respondents indicated appearance or personality as 

unimportant. That supervisors perceived personality and 

personal appearance to be of significant importance may be 

explained in several ways. Possibly, the supervisors are 

influenced by personality and personal appearance because 

of the public contact and exposure involved in many home 

economics positions in business. Personal appearance would 

be important for home economists who represent the company 

and its products at retail shows, conventions, seminars, 

and professional meetings along with appearances on radio 

and TV programs. 
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Professional Skills 

Communication skills were found to be very important 

for home economists in business. The majority of super

visors valued leadership skills "very much" along with 

organizational skills. Of the three profess1onal skills-

leadership, communications, and organization--the majority 

of the supervisors reported communication skills as the most 

important. This finding parallels the Home Economists in 

Business (1976) study which found communications to be the 

top ranked skill for job performance. Findings also cor

respond to studies conducted by Bostwick (1977) and the 

Association of Home Appliance Manufacturers (1982) that 

indicated companies seek communication skills. 

Recommendations 

Recommendations, both oral and written, are only some

what valued when making hiring decisions for home economists. 

Other characteristics of the job applicant seemed to be more 

important. This finding is congruent with the Posner (1981) 

study of company recruiters which perceived faculty recom

mendations and personal recommendations as significantly 

less important characteristics of a job applicant. 

The supervisors indicated that personal traits were 

the most important hiring criteria followed by educational 

background, professional skills, work experience and recom

mendations. Twenty-five of the supervisors felt personal 



traits were the most important hiring criteria. Thirteen 

indicated educational background was the most important 

criteria. Educational background was the most important 

hiring criteria for home economists working in research 
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and product testing. However, when the position involved 

public contact and exposure, the supervisors stated per

sonal traits were the most important criteria. This finding 

parallels Acuff's (1981) belief that quality hiring deci

sions could not be made until the _position requirements 

were defined so that candidates could be measured against 

these standards. Only one supervisor indicated recommen

dations to be the most important hiring criteria for home 

economists in business. There was no evidence to suggest 

that the supervisors with more years of work experience 

desired any different qualities in their home economists. 

An implication of these research findings would seem to be 

that home economics graduates seeking employment in a 

business-related field would need to concentrate on his/her 

personality and personal appearance. More emphasis might 

be placed on how the hiring criteria relate to the home 

economist's effectiveness later in the business or industry. 

Home economics educators might place greater emphasis 

in the classroom on the need for home economists in busi

ness to give public presentations, radio/TV appearance, 

and represent the company and its product to the consumers. 
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Prospective home economists should be aware of the kind of 

information utilized by the hiring officials regardless of 

the size or type of company in which they are desiring 

employment. A more systematic way for supervisors to per

form the task of hiring home economists would be helpful. 

The literature reviewed for the study suggested that there 

should be a much greater attempt on the part of the hiring 

official to correlate the hiring criteria with the needs of 

the company and the needs of the particular position 

{Acuff, 1981). This systematic approach would help the 

company to hire home economists who were properly prepared 

for specific situations the job may require. 

This study was unique because it investigated the 

criteria used by home economics supervisors to make hiring 

decisions regarding the employment of a prospective home 

economist. Previous research studies have only investi

gated the qualifications home economists think are needed 

for employment in business positions. The high number of 

questionnaires returned {57%) provided the researcher with 

a national distribution of· supervisors employed by house

hold-equipment related companies. With this study it was 

possible to draw generalizations and conclusions regarding 

the manner in which supervisors viewed hiring criteria in 

selecting home economists in business. 



Conclus~ons 

On the basis of · the findings of this research, a 

number of conclusions may be drawn: 

1. Supervisors strongly recommend courses in 

sales/marketing, business, and public speaking 

for home economists in business. 

2. Prior work experience is required in most 

cases. 

3. Communication skills are highly sought. 

4. All companies require a bachelor of science or 

bachelor of arts degree. 

5. Personal traits, mainly personality and personal 

appearance, are highly valued. 

6. Position requirements need to be defined before 

the hiring criteria can be used to measure the 

prospective home economist. 

7. Supervisors of home economists viewed oral and 

written recommendations as the least significant 

hiring criteria. 
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8. Supervisors with more work experience did not 

consider the five hiring criteria any differently 

than did supervisors with less work experience. 

9. Supervisors with research and product testing job 

responsibilities considered educational background 
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as a more significant hiring criteria than did 

supervisors who had job responsibilities involving 

demonstrations, consumer education and consumer 

relations. 

Recommendations 

Recommendations for further research might include the 

following: 

1. Utilizing a similar research design,expand the 

sample to include supervisors of related areas of 

home economics to compare and contrast the per

ceptions of what this group of supervisors used 

for hiring criteria. 

2. A follow-up study which would identify the cur

rently used evaluative practices used by super

visors to judge the effectiveness of home 

economists in business. 

3. Utilizing a similar research design,expand ' the 

sample to include home economists in entry level 

positions to compare and contrast the perception 

of what this group thought was used for hiring 

criteria when they were employed by the company. 

4. Using the five hiring criteria in this study, con

duct a study to ascertain how graduating senior · 

home economics majors felt they had been prepared 



at the undergraduate level with regard to these 

five criteria. 

Limitations 

The limitations of this research included: 

1. The study was limited to 89 supervisors of home 

economists. Sampling bias appeared as all the 

supervisors were home economists. 
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2. Only female supervisors responded. S~mpling bias 

appeared as no male supervisors responded on the 

51 returned questionnaires. 

3. The questionnaire did not ask the respondents to 

name the type of company they worked for which 

made it impossible for the researcher to compare 

the hiring criteria used by home economists 

employed by manufacturers and those employed by 

distributors. 

4. The responses might have been more valid if the 

researcher had conducted an extensive pilot study 

to test the reliability of the questionnaire. 

5. The responses to questions 11, 15# 18, 19 and 20 

should all have been the same for easier tabula

tion and comparison of the responses. 



Delimitations 

The scope of the business world and home economics 

required a narrowing of possible influencing factors for 

this study. The study was delimited by including only: 
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(a) household equipment related industries or corporations 

and (b) those industries or corporations listed as employ

ing home economists in the 1982 HEIB mernbe-rship directory. 

Summary 

The purpose of this study was to identify and compare 

the hiring criteria used by immediate supervisors when 

selecting home economists in business-related positions. 

The literature and research related to home economics and 

criteria used for hiring home economists were reviewed. No 

single set of criteria was found to be used universally by 

supervisors when hiring home economists. Nevertheless, 

several criteria did seem to be components of what super

visors, administrators, and managers generally felt to be 

effective predictors of the prospective home economist's 

suitability for a particular home economics position in 

business. 

Five categories of hiring criteria were identified 

from the review of literature. They were: 

1. Personal Traits 

2. Work Experience 
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3. Educational Background 

4. Professional Skills 

5. Recommendations 

Using the above five variables as hiring criteria, a ques

tionnaire was developed by the researcher. Supervisors of 

home economists were selected from household equipment 

companies and listed as members in the Home Economists in 

Business Membership Directory, 1982. Fifty-seven percent 

of the questionnaires were returned with 51 supervisors 

participating. 

The findings indicated that personal traits were the 

most important hiring criteria used by supervisors for home 

economists in business. The educational background was 

considered second followed by professional skills, work 

experience, and recommendations. 



APPENDIX A 

QUESTIONNAIRE ITEMS WITH VARIABLES 



Category 

Demographic 
Character - · 
istics of 
Supervisors 

Hiring 
Criteria 

QUESTIONNAIRE ITEMS WITH VARIABLES 

1. Sex 
2. Educational background 
3. Number of home economists 

supervised 
4. Job title 
5. Years in present position 
6. Major/Minor field of study 
7. Name of department 
8 • Reasons company employs ·. 

home economists 
9. Educational background 

a. level of degree required 
b. major field of study 
c. coursework 
d. grade point average 

10. Work Experience 
a. work experience 
b. experience in home 

economics 
c. years of experience 

required 
11. Personal traits 

a. appearance 
b. personality 

12. Professional skills 
a. communicative 

(1) verbal 
(2) written 

b. organizational 
c. leadership 

13. Recommendations 
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Questionnaire 
Item Number 

2 
4 

7 
1 
3 
5 
6 

23 
22 

8 
9 

10 
11 
22 
12 

14 

13 
22 
15 
16 

20 I 22 
17 

19 
18 
21 



APPENDIX B 

QUESTIONNAIRE: EMPLOYMENT CRITERIA FOR 

BUSINESS HOME ECONOMISTS 



EMPLOYMENT CRITERIA FOR BUSINESS HOME ECONOMISTS 

1. What is your present job title or position? 

TITLE 

2. Your sex: (circle number of your answer) 

1 MALE 
2 FEMALE 

3. How long have you held your present position? (circle number) 

1 LESS THAN 6 MONTHS 
2 6 MONTHS - 1 YEAR 
3 1 - 2 YEARS 
4 2 - 4 YEARS 
5 5 - 7 YEARS 
6 8 - 10 YEARS 
7 MORE THAN 10 YEARS 

4. What is the highest degree you received? (circle number) 

1 B.S. ORB.A. IN HOME ECONOMICS 
2 B.S. ORB.A. IN ANOTHER FIELD (please specify) ----
3 M.S., MBA, OR M.A. (please specify field) -------
4 Ph.D. (please specify field) --------------

5. What was your college field of study? 

MAJOR _______________ _ 
MINOR. ______________ _ 

6. What is your department called? That is, do you work in the home 
economics department or in some other department? 

DEPARTMENT NAME ________________ _ 

7. What is the total number of home economics positions in your 
department that your supervise? (circle number) 

1 ONE 
2 TWO 
3 THREE - FOUR 
4 FIVE - SIX 
5 MORE THAN SIX 
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8. What is the highest level of education required by a home 
economist to be employed by your company in a home economics 
position? (circle number) 

1 B.S. ORB.A. DEGREE IN HOME ECONOMICS 

51 

2 B.S. ORB.A. DEGREE IN AREA OTHER THAN HOME ECONOMICS 
3_ SOME GRADUATE WORK 
4 AN ADVANCED DEGREE (specify) --------------

9. Which subject matter areas of home economics do you prefer to 
hire? (circle number or numbers applicable) 

1 FOODS AND NUTRITION 
2 IDUSEHOLD EQUIPMENT 
3 TEXTILES AND CLOTHING 
4 HOME ECONOMICS EDUCATION 
5 GENERAL HOME ECONOMICS 
6 NO PREFERENCE 
7 OTHER (specify): 

10. What courses do you highly recommend for home economics students 
interested in a home economics position in your company? (please 
list courses other than home economics) 

1 
2 
3 
4 
5 
6 

11. What value is placed on an applicant's grade point average? 
(circle number} 

1 VERY MUCH 
2 SOMEWHAT 
3 NONE 

12. Is previous work experience required by your company for hiring 
a home economist? (circle number} 

1 YES 
2 NO 



13. If yes, how much? (circle number) 

1 0 - 6 MONTHS 
2 6 MONTHS - 1 YEAR 
3 2 - 4 YEARS 
4 4 - 8 YEARS 
5 MORE THAN 8 YEARS 
6 DEPENDS ON THE POSITION 

14. Is previous work experience in a home economics field required? 
(circle number) 

1 YES 
2 NO 

15. Please indicate the importance of an applicant's personal 
appearance when hiring for a home economics position in your 
qompany. (circle number) 

1 VERY IMPORTANT 
2 IMPORTANT 
3 OF LITTLE IMPORTANCE 
4 UNIMPORTANT 
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16. Please indicate the importance of an applicant's personality when 
hiring for a home economics position in your company. (circle 
number) 

1 VERY IMPORTANT 
2 IMPORTANT 
3 OF LITTLE IMPORTANCE 
4 UNIMPORTANT 

17. Please indicate the importance of an applicant's communication 
(verbal and written) skills when hiring for a home economics 
position in your company. (circle number) 

1 VERY IMPORTANT 
2 IMPORTANT 
3 OF LITTLE IMPORTANCE 
4 UNIMPORTANT 

18. What value is placed on an applicant's leadership skills for a 
home economics position in your company? (circle number) 

1 VERY MUCH 
2 SOMEWHAT 
3 NONE 



19. What value is placed on an applicant's organizational skills for 
a home economics position in your company? (circle number) 

1 VERY MUCH 
2 SOMEWHAT 
3 NONE 
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20. Which of the professional skills listed below would make a home 
economist more likely to be hired by your company? (circle number) 

1 LEADERSHIP 
2 ORGANIZATION 
3 COMMUNICATION (oral and written) 
4 OTHER (specify) --------------

21. What value is placed on recommendations (oral or written) when 
hiring a home economist within your company? (circle number) 

1 VERY MUCH 
2 SOMEWHAT 
3 NONE 

22. Which of the criteria below is the most important to you when 
hiring a home economist? (circle number) 

1 WORK EXPERIENCE 
2 EDUCATIONAL BACKGROUND 
3 PERSONAL TRAITS 
4 RECOMMENDATIONS 
5 PROFESSIONAL SKILLS 

23. For which of the following reasons does your company employ home 
economists? 

1 CONSUMER RELATIONS 
2 SALES/MARKETING/DEMONSTRATIONS 
3 PRODUCT TESTING/RESEARCH 
4 RECIPE DEVELOPMENT/COOKBOOK/USE AND CARE BOOKLETS 
5 CONSUMER EDUCATION 
6 OTHER (specify) ________________ _ 

THANK YOU FOR TAKING THE TIME TO PARTICIPATE IN THIS RESEARCH! 
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~ Texas Woman's University 

Dear Friends, 

P.O. Box 23975, Denton, Texas 76204 (8~7) 387-6915 

COLLEGE OF NUTRITION, TEXTILES. AND HUMAN DEVELOPMENT 
DEPARTMENT OF HOME ECONOM!CS EDUCATION AND CONSL'MER SCIENCES 

September 17, 1982 

I am a graduate student pursuing a masters degree in the Department 
of Home Economics Education and Consumer Sciences at Texas Woman's 
University, and I need your help in obtaining data far my research. 
The research concerns the requirements for hiring home economists for 
positions in business and industry. These requirements could greatly 
affect the career planning and training of students provided by 
academic programs within ·colleges and universities. 

You are one of a small number of supervisors of home economists 
being asked to give their opinion an this matter. Your company was 
selected from the 1982 Home Economists in Business Membership Directory. 
Please cooperate with me by completing the enclosed questionnaire, and 
returning it to me in the self-addressed-stamped envelope. Please 
do not sign your name. All responses and information will remain 
anonymous. 

Thank you far your assistance. 

Sincerely, 
- . ') ~(')() a_. Tu:_,,_r~;f..___/ ,r~- ,_ 
Jill A. Boerger 
Graduate Student 
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