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The problem with which this investigation was concerned 

was that of evaluating the Mid-Management concept of coopera-

tive education at Tarrant County Junior College's South 

Campus. Evaluative data regarding the various parts of the 

Mid-Management program were obtained from current students, 

graduates, and employers, through use of primary source 

questionnaires and interviews. 

The Mid-Management concept of cooperative education was 

traced from 1906 at the University of Cincinnati where Herman 

Schneider began cooperative education with twenty-seven en-

gineering students, through the explosive growth years of the 

late sixties and early seventies, up to the current period. 

Relevant books, articles, and studies which pointed up the 

need for this study were cited. 

The average age of current students was thirty-five. 

They were married veterans with two children, and over five 

years of experience with their present employer. Average 

earnings of beginning students were just over $220.00 weekly 

or $11,500.00 annually. When surveyed, average earnings had 

increased to over $250.00 weekly or $13,200.00 annually. The 
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difference between beginning and current earnings was more 

than $1,700.00. 

Seventy-five percent of the current students saw them-

selves as having a better self-image and as possessing more 

self-confidence. Sixty to 70 percent of them felt that their 

management training was valuable and that their job-related 

projects had helped improve their performance on the job. 

Almost 12 percent of the current students had been 

officially promoted since entering the program and another 7 

percent felt they had been promoted as a result of joining a 

new employer. When promotions were viewed as including both 

official promotions and increases in responsibility, 42 per-

cent of the students had received one, two, three, or four 

promotions since they began. 

Graduates were an average of thirty-four years old when 

they entered the program and had been with their employers 

seven years. They were earning an average of $185.00 weekly, 

$9,500.00 annually when they entered, but when surveyed were 

earning an average of $300.00 weekly, $15,500.00 annually. 

The difference between graduates' beginning and current 

earnings was more than $6,034.00, attained over a time period 

of zero to six years. Fifty percent of the graduates had 

managerial responsibilities, and over 50 percent of them had 

received promotions since completing the program. 

Between 85 and 90 percent of the graduates believed 

that their self-image was now more favorable and that their 



self-confidence had increased significantly,, Twenty-one of 

the sixty-three graduates had initiated projects having a 

total value to employers of over six million dollars, 

averaging over $286,000.00 per graduate, or more than 

$71,500.00 per project. 

Between 80 and 100 percent of the employers surveyed 

felt that their Mid-Management employees had increased in 

their understanding of the manager's job, that they had im-

proved in their performance on the job, that establishing 

job-related projects was a good way to evaluate the develop-

ment of employees involved in the program, and that the 

program was meeting its primary objective of developing 

good first and second level managers. 

This study leads to the conclusion that promotional 

opportunities for students and especially graduates have been 

enhanced by more than 15 percent and, that a significant 

number of students and graduates have experienced an improve-

ment in self-image and an increase in self-confidence. 

It is concluded further, that employers have perceived 

an increase in their Mid-Management employees' understanding 

of the manager's job and in their performance on the job, and 

that employers positively endorse the job-related-project 

approach of cooperative education. 

Earnings of both current students and graduates 

increased substantially after participation in the program; 



some of these improvements can probably be attributed to the 

program itself while others were due to inflation, tenure on 

the job, and other factors. 

Specific program improvements recommended included a 

management by objectives approach to the job-related project 

and evaluation, changing the textbook in a course, allowing 

substitution of one basic course for another, shifting late 

evening classes to earlier hours, and adding a Mid-Management 

banquet to the activities calendar. 

Further study recommendations included the areas of the 

entrant-graduate ratio, the exact nature of promotions re-

ceived, and the cost-effectiveness of the program. 
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CHAPTER I 

INTRODUCTION 

"'Greater than the tread of mighty armies is an idea 

whose time has arrived.* This quotation from Victor Hugo is 

being applied with increasing frequency to the cooperative 

system of education in the United States" (7, p. 49). 

While the cooperative education movement had its begins 

ning seventy years ago with Herman Schneider at the University 

of Cincinnati, its struggle for acceptance in fields other 

than engineering was difficult and exceedingly slow. In 

1945, almost forty years after it began, there were only 

twenty-two institutions of higher learning in the United 

States offering cooperative education programs. 

By 1953, however, the number had more than doubled (45), 

and by 1969 had almost tripled the 1953 figure (127). There-

after, new institutions offering programs of cooperative 

education increased at an average rate of more than 140 per 

year, until in 1975 the total was 968. 

The growth of the cooperative education movement is 

covered in greater detail in Chapter II of this paper, but 

it should be evident to even the casual observer that co-

operative education is "an idea whose time hâ s arrived." 

The factors responsible for this tremendous growth in 

the number of institutions offering programs in cooperative 
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education were varied. One factor, in the minds of many, 

was the student protests from Berkeley to Kent State, for 

more meaningful, action-oriented education, directed toward 

improving both society and the individual instead of just 

contemplation (8, p. 5). 

Passage of the 1963 Vocational Education Act, and its 

later Amendments, which made funds specifically available 

for cooperative education programs, was certainly another 

major factor responsible for growth of the movement. The 

growth of the community/junior colleges designed to meet 

the needs within the community of the educationally dis-

advantaged, working adults, and the career-oriented student 

groups as well as those seeking two years of college parallel 

courses prior to entering a University, was probably another 

factor. There is little doubt that the combination of 

recession and inflation experienced during the last three to 

five years was a factor. This unusual situation adversely 

affected both budgets for higher education and student funding 

of college attendance away from home. This same factor, 

however, has had a very favorable effect on the growth of 

the community/junior colleges and on job-related cooperative 

education programs. 

John Gardner voiced the sentiments of many when he 

stated that "we need more plumbers, not more philosophers" 

(3, p. 86). A number of studies were done indicating that 

we needed more technicians than teachers, and that our 



colleges, for the most part, had been oblivious to these 

needs. One study conducted at Southern Illinois University 

compared majors of the 1973 graduates against the vacancies 

which business, industry, and government recruiters were 

trying to fill. For 1973, the University supplied the 

following: 5 percent in engineering to meet a 25 percent 

demand; 13 percent in business to meet a 35 percent demand; 

16 percent in science, math and other technical fields to 

meet an 8 percent demand; 66 percent in other non-technical 

fields to meet a 13 percent demand. Nineteen, percent were 

unclassified (1, p. 7). It seems that recognition of the 

supply and demand situation which these studies point up 

must also be considered as one of the factors responsible 

for the growth of cooperative education. 

Another factor, or perhaps just another facet of the 

preceding one, is the prediction of a continued tight labor 

market. 

Between 1972 and 1985 there will be 14.5 million 
college graduates needed to fill job openings. 
During the same years it is projected that 15.25 
million college graduates are expected to enter 
the labor force. Between 1980 and 1985 the 
supply of college-educated workers could exceed 
requirements by as much as 10 per cent (2, p. 9). 

Between 1974 and 1985, the Bureau of Labor Statistics 
estimated that about 12.3 million jobs will open for 
college graduates. . . . 

On the supply side it is estimated that about 12.8 
million college graduates will enter the labor force 
from 1972-1985. . . . 



Estimated supply thus is expected to exceed pro-
jected job openings by about 500,000--12.3 million 
openings compared to 12.8 million supply (9, pp. 14-15). 

Regardless of whose figures are used, the message is 

the same: the predicted supply of graduates is greater than 

the estimated demand for graduates. In this kind of situation, 

beginning college students, especially those working adult 

students who are enrolling for the first time, are interested 

in pursuing a degree for which there is a demand. These 

factors, and perhaps others have resulted in the following: 

College Administrators expect that undergraduate 
enrollments in foreign languages, education, and 
humanities will decline; . . . three-fourths expect 
more students to enroll in business and health 
sciences; . . . [and] four in five administrators 
expect enrollment increases in vocational and 
technical courses . . . (8, p. 5). 

Student demand for more meaningful education, Federal 

funding of cooperative education programs, the growth of 

community/junior colleges sensitive to the needs of the 

community, the impact of the joint inflation and recession 

on budgets for higher education and the student's ability to 

fund college attendance, the imbalance between supply and 

demand for college graduates and technicians, and predictions 

of a continued scarcity of jobs for college graduates with 

degrees in certain areas resulting in more discriminating 

choices by new students--these are the factors which seem 

to have contributed most significantly to the growth of 

cooperative education as a whole and of the Mid-Management 



Program at the South Campus of Tarrant County Junior College 

(TCJC) in particular. 

Problem 

There seems to be a need for a closer relationship 

between theory and practice in career management education. 

The Mid-Management concept appears to provide one workable 

solution to this problem. The Mid-Management concept is a 

program of cooperative education which combines daily or 

bi-daily classroom instruction in management with simultaneous 

daily or bi-daily work for an employer. 

Determining whether the Mid-Management concept of 

cooperative education is a valid means for better uniting 

management theory and practice calls for an evaluation of 

the concept in a particular setting. The Mid-Management 

Program at the South Campus of Tarrant County Junior College 

seems to provide a suitable setting in which to examine the 

effectiveness of the cooperative concept of Mid-Management 

education. 

Background of Post-Secondary 
Vocational Programs 

"The 1963 Vocational Education Act with its 1968 amend-

ments provided post-secondary institutions (junior and 

community colleges) with the opportunity to develop and 

implement occupational programs"(5). Prior to 1963, 



There were only 13 of the 30 post-secondary insti-
tutions in the state of Texas with such programs. 
During the 1962-63 school year, these 13 had a 
total of 45 programs with 1,997 students enrolled. 
Contrast this with 39 of the 52 post-secondary 
institutions which had about 500 programs and 
over 40,000 student enrolled during the 1969-70 
school year (5). 

The latest figures available from the Division of 

Occupational Research and Development of the Texas Education 

Agency (TEA) indicate that "Texas' fifty-seven post-secondary 

institutions had 1,020 occupational programs with 93,481 

students enrolled during the 1974-75 school year" (6) . 

The seven year period from 1962-63 to 1969-70 showed 

an increase in the total number of post-secondary institu-

tions of twenty-two (30 to 52) and an increase in the number 

of institutions with vocational programs of twenty-six 

(13 to 39). The number of programs increased from forty-

five to 500 (455) and the number of students increased from 

1,997 to 41,912 (39,915). This dramatic growth in only 

seven years is indicative of the tremendous need felt by 

so many for vocational technical education during this period. 

In the next five years, only five post-secondary insti-

tutions were added to the 1969-70 total of 52. This average 

of one new institution per year brought the 1974-75 total 

to fifty-seven. Eighteen additional institutions began 

offering vocational programs between 1970 and 1975. This 

meant that each of Texas' fifty-seven post-secondary insti-

tutions was offering one or more vocational programs. The 



average number of programs offered by the fifty-seven insti-

tutions was between 17 and 18 each. The number of programs 

was augmented by 520 (500 to 1,020) and the number of students 

increased by 51,569 (41,912 to 93,481). 

While the total number of institutions did not increase 

as significantly between 1969-70 and 1974-75 as between 

1962-63 and 1969-70 (five versus twenty-two), the number of 

institutions offering vocational programs did increase 

significantly (eighteen versus twenty-six). The average 

annual increase in the number of programs was 3.7 and 3.6 

respectively for the 1963-70 and 1970-75 periods. The number 

of programs offered has more than doubled (1,020 versus 500) 

during the five-year period of 1970-75. This increase of 

520 programs amounted to 104 percent for 1975 over 1970. The 

number of students enrolled also doubled between 1970 and 

1975. The 51,569 increase in students (1975) is 123 percent 

greater than the 1970 enrollment. 

Growth for the combined twelve-year period is phenomenal. 

The number of institutions increased from thirty in 1963 to 

fifty-seven in 1975, or 90 percent. The number of institu-

tions with vocational programs jumped from thirteen to fifty-

seven or 339 percent. The number of programs increased by 

2,167 percent from 45 to 1,020. Lastly, the number of students 

enrolled jumped 4,581 percent from 1,997 to 93,481. 



The activities of the Texas Department of Occupational 

Education and Technology are designed to 

fulfill the purposes of the Vocational Education 
Act of 1963 [Title I] as amended . . . It is the 
purpose of the Title to authorize federal grants to 
states to assist them to maintain, extend, and 
improve existing programs of vocational education 
. . . so that persons of all ages in all communities 
of the State . . . those in high school, those who 
have completed or discontinued their formal education 
and are preparing tb enter the labor market, those 
who have already entered the labor market but need 
to upgrade their skills or learn new ones, and those 
with special educational handicaps . . . will have 
ready access to vocational training or retraining 
which is of high quality, which is realistic in the 
light of actual or anticipated opportunities for 
gainful employment, and which is suited to their 
needs, interests, and ability to benefit from such 
training (4). 

The Act defines Vocational Education as 

Vocational or technical training or retraining which 
is given in schools or classes . . . and is conducted 
as part of a program designed to prepare individuals 
for gainful employment as . . . technicians or sub-
professionals in recognized occupations . . . (4). 

The preceding information, excerpted from the Preface 

and Introduction of the Guide for Planning Post-Secondary 

Occupational Education and Technology Programs in Texas, 

gives the basis upon which the Mid-Management Program of 

Tarrant County Junior College began. The Mid-Management 

Program was specifically designed to meet the needs of "those 

who have completed or discontinued their formal education," 

and "those who have already entered the labor market but 

need to upgrade their skills or learn new ones." 

Enrollment in the Mid-Management Program at the South 

Campus of Tarrant County Junior College increased by 300 



percent between the fall of 1971 and the spring of 1974. This 

300 percent growth factor in only three years seems to indi-

cate that it is "suited to the students' needs, interests 

and ability to benefit from such training." The supervisors, 

foremen and leadmen (middle management) which comprise approxi-

mately 40 percent of the day enrollment and 60 percent of the 

night enrollment, qualify as "technicians or sub-professionals 

in recognized occupations." 

In the early stages of the study a letter was sent to 

the Texas Education Agency describing the study and inquiring 

as to their interest in such a study. Their reply expressed 

strong interest and encouragement. A copy of the reply appears 

in Appendix D. 

The Mid-Management Concept: 

Nature and Purpose 

Mid-Management offers the supervisor/manager or the 

potential supervisor/manager opportunity to be a part of two 

worlds, that of college and that of work. It enables him to 

go to school (college) part time and work full time or to go 

to school full time and work part time, as he chooses. Thus, 

Mid-Managment offers students the opportunity of mixing work 

and school, of making a living (frequently for a wife and 

family) and simultaneously furthering his education. 

This in itself is not unique. College students have been 

working and going to school as long as anyone can remember. 

But, the fact that the Mid-Management instructor visits the 
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student's place of employment at least one or more times each 

semester to discuss with his immediate superior how he is 

progressing and which areas of strength or weakness deserve 

commendation or need improvement, is different. At times 

the instructor is able to help a student effect change in 

his attitude and work habits after the employer's efforts in 

these areas have been unfruitful. 

The Texas Education Agency's (TEA) limit of only twenty 

students per class and only two classes per instructor enables 

the instructor to coach each student individually regarding 

his or her job. Students have names rather than just numbers, 

and the instructor knows each one personally. 

In addition to the instructor's personal visit to the 

student's place of employment and the small class size, each 

student is afforded the opportunity to mix the experience 

which he has gained on the job with the theory gleaned from 

the classroom by means of a term project. Students are 

encouraged to locate one or more "live" problems where they 

work. After clearing with the "boss" to be sure that it 

really is a problem to which a solution is needed, the stu-

dent is allowed approximately eight weeks to work out a better 

approach, present it to his superior for approval, modifica-

tion, or rejection, and initiate the implementation of it. 

The student writes up the project for the instructor and 

attaches his superior's evaluation sheet. The Mid-Management 

Coordinator uses both for his evaluation of the cooperative 

portion of the course (two semester hours at TCJC). 
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Experience indicates that a number of students receive 

promotions each semester. The search for and selection of 

worthwhile projects is perhaps the greatest challenge facing 

the Mid-Management instructor. The projects seem to be a 

vehicle which allows industry and education to work together 

as a team in the process of developing people. It allows the 

student opportunity to apply what he has learned in the class-

room and on the job to his work. 

Theoretical Basis for the 
Mid-Managment Concept 

From the standpoint of learning theory, the Mid-Management 

program is a pragmatic approach stemming from the work done by 

William James (1842-1910) and John Dewey (1859-1952). Samuel 

Smith in his chapter on "The Science of Educational Psychology" 

indicates that James and Dewey " . . . insisted on strictly 

practical and scientific analysis . . ."(11, p. 5). 

"Dewey synthesized many of the ideas of . . . others . . . 

emphasizing the project method of learning through individual 

and group activities"(11, p. 5). Dewey was a functionalist 

and as such he advocated " . . . study of the organism as an 

active, purposive unit . . . " rather than a structuralist 

approach of ". . . analysis of consciousness through intro-

spection" (11 , p. 5). It is Dewey who usually receives credit 

for the idea that "We learn to do by doing." 

In his chapter on "Factors That Condition Learning," 

John Ryan said, "Learning is . . . an active process; it is 
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not a passive absorption of knowledge, not the mere reading 

of books or listening to lectures with the object of repro-

ducing what has been read or heard. True learning is an 

enrichment of experience"(10, p. 61). He defined the learn-

ing process in terms of: "The activity of an organism in 

interaction with its environment"(10, p. 61). The Mid-

Management student is the organism and his place of employ-

ment is the environment in which the instructor is most 

interested. "Activity or movement is brought about by 

'motivating' the learner. Motivation is the psychological 

factor in learning"(10, p. 61). It is the challenge of 

discovering the motivational factors to which a particular 

student responds that enables an instructor to assist a stu-

dent toward goal-directed behavior on the job. 

Purpose of Study 

This study proposes to evaluate the key elements of the 

Mid-Management Program at the South Campus of Tarrant County 

Junior College and in so doing to develop an approach which 

might serve as a pattern for use at other institutions. It 

will seek to obtain data from current students, graduates, 

and employers as to the relative value of the component parts 

of the Mid-Management Program in its present form and to 

elicit recommendations for any changes they suggest for the 

future. It will seek to determine which parts of the pre-

sent program students, graduates, and employers consider to 

be the most valuable, and any items which these three groups 
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feel should be deleted from the present program or added to 

the future program. 

The Mid-Management program at the South Campus of Tarrant 

County Junior College has experienced substantial growth 

during a period when several other South Campus programs were 

experiencing significant declines. Students seem to have 

responded very favorably to the concept of education which 

focuses on results. It is therefore hypothesized that: 

I. Promotional opportunities of Mid-Management students 

and graduates will have been enhanced 15 percent by the Mid-

Management program of combined study and work. 

II. A significant number of students and graduates will 

have experienced an improved self-image and increased self-

confidence as a result of participating in a cooperative 

educational approach which focuses on results and practical 

application. 

III. Evaluation by employers of specific students and 

graduates will indicate a positive change in each student's 

understanding of the supervisor/manager's job. 

IV. Employer evaluation will reveal a positive change in 

each student's performance level on the job. 

V. Employers will register a positive endorsement of 

the on-the-job project approach to cooperative education. 

Methodology for Evaluation of 
the Mid-Management Program 

The primary sources of information were currently enrolled 

students and graduates of the Mid-Management Program at the 
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South Campus of Tarrant County Junior College (TCJC) from the 

time of its inception in 1971 through the Spring Semester of 

1976, plus twenty-five employers of these students. 

Secondary sources of information include the 1963 

Vocational Education Act with its 1968 Amendments and the 

TEA Guide for Planning Post-Secondary Occupational Education 

and Technology Programs in Texas, 1971. 

A follow-up study conducted at Mountain View College of 

the Dallas Community College District in Dallas, Texas, has 

been most helpful. This study is discussed in more detail in 

Chapter II. Copies of questionnaires used for each of the 

Mountain View College groups were obtained during a personal 

visit to the Mountain View Campus earlier this year. These 

questionnaires were carefully analyzed. Three parts of their 

six-part study seemed relevant to this study. Their question-

naires covered some areas which it was felt were not germane 

to this study and failed to cover other areas which were of 

utmost significance to it. 

With the criteria in mind for each of the three groups 

to be examined, the questionnaires were designed to meet the 

needs of the South Campus, TCJC, examined for validity by a 

jury composed of four members of the Mid-Management Department, 

and a management consultant, revised, and finally in May of 

1976 were submitted to current students, the first of the 

three groups to be investigated. In June, 1976, a four-page 

questionnaire and cover letter were mailed to the seventy-nine 
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graduates of the South Campus Mid-Management program. In July, 

1976, a two-page questionnaire was mailed or delivered in 

person to twenty-five employers. 

Current Students 

Information sought from students then currently enrolled 

in Mid-Management courses (01, 02, 03, and 04) was age, sex, 

veteran status, marital status, number of children, length of 

time with employer, type of employer, and hours worked per 

week. From this information a profile of the typical Mid-

Management student was developed. 

Next, current students were queried as to any change in 

earnings since entering the Mid-Management program; perceived 

changes in self-image and self-confidence; value of the job-

related projects as a learning experience; and promotions 

received since beginning the program. This information indi-

cated whether Mid-Management students in each stage of the 

program felt that they benefited financially, professionally, 

and in the area of personal development from the program. 

In addition, these students were questioned regarding the 

most and least valuable Mid-Management courses, plans for a 

Bachelor's Degree, the relative value of fifteen subject areas 

of management, and the comparative difficulty of the Mid-

Management courses to all other courses in the program. This 

data aided the Mid-Management Department in determining which 

areas of the program needed strengthening. 
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Finally, students active in the program were asked to 

answer five open-ended questions^ to what they liked least 

and most about the program, what changes they would suggest 

overall, any suggested alternatives to the supervisor's 

evaluation of the student's cooperative project, and any 

suggested addition or deletion of courses in the program. 

Answers to these questions revealed dissatisfactions with 

the current program and gave direction to any future changes 

or revisions. 

Graduates 

Data desired from graduates of Mid-Management was similar 

to that for current students except the questions regarding 

marital status and number of children were deleted. The 

earnings comparison, promotions, employment status, and plans 

or progress toward additional degrees were essentially the 

same, except more completion questions were utilized in order 

to reduce the length of the questionnaire. 

Self-image, self-confidence, and evaluation of the job-

related-projects approach questions were identical. Four of 

the five open-ended questions were the same, i.e., like most, 

like least, overall changes, and addition or deletion of 

specific courses. Instead of alternative suggestions for the 

supervisor's evaluation of student's job-related projects, 

this questionnaire asked for an estimate of the total dollar 

savings of his four projects, a brief description of the most 

beneficial project, and why it was of benefit to the firm and 

to the student. 
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Employers 

Information was elicited from employers via five open-

ended questions. The first inquired as to changes in the 

student's understanding of the nature of the manager's job; 

the second asked about changes in the student's performance 

level on the job; the third sought the employer's opinion 

of the job-related-projects approach to developing students; 

the fourth requested the employer's evaluation as to whether 

or not the Mid-Management program was meeting its objective 

of developing competent first- and second-level managers; 

and the last asked the employers to recall an instance in 

which the employee initiated a "project" idea which benefited 

the company and to briefly describe the project and benefits. 

Order of Presentation 

The sequence of chapters for the dissertation is as 

follows: 

Chapter I. Introduction 
(Need and Purpose) 

Chapter II. Review of the Literature 

Chapter III. Current Student Evaluation of the Mid-
Management Program 

Chapter IV. Graduate Evaluation of the Mid-Management 
Program 

Chapter V. Employer Evaluation of the Mid-Management 
Program 

Chapter VI. Summary, Recommendations, and Conclusions 
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CHAPTER II 

REVIEW OF THE LITERATURE 

Examination of the literature reveals volumes of infor-

mation on distributive education, and various types of 

cooperative educational programs in secondary schools. These 

high school programs tend to deal with developing some degree 

of skill and/or knowledge regarding such fields as retailing, 

wholesaling, automotive, refrigeration, welding, or sheets 

metal work. Frequently, they are designed to give the 

student some experience in a variety of areas and thus aid 

him in the selection of a career. 

The money which, these students earn working a few Lours: 

daily or weekly at an entry-level job provides some incentive, 

and they are given an orientation to the world of work. 

There are a number of articles, books, and studies on 

cooperative education in senior colleges and universities, 

especially in engineering. Indeed, it was through tke efforts 

of Herman Schneider, a University of Cincinnati engineering 

professor, that the first cooperative education program was 

instituted. After failing to convince Lehigh University of 

the merits of his plan, he moved to the University of Cin-

cinnati, where in "September of 1906 a group of twenty^seven 

young men became the first cooperative engineering students. 
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. . . Twelve firms in the area had been recruited to give 

them their work experience"(2, p. 7). 

Professor Schneider, who became a dean and ultimately a 

president of the University of Cincinatti, recognized that 

many facets of professional engineering could not be effec-

tively communicated to students in the classroom. He felt 

that some practical experience would enhance their overall 

learning. 

In addition, he realized that many students needed to 

work at least part time while in college. Since most 

students' jobs were unrelated to engineering, he sought to 

combine their need for engineering experience and finances 

in the cooperative part of the program. He alternated "two 

groups of students on a weekly basis between on-campus study 

of engineering and off-campus employment in engineering-

related jobs in local industries"(10, p. 4). One group 

studied while the other group worked, then after a week they 

traded places. 

Reinforcement of classroom learning by on-the-job 

experiences increased the students' comprehension and 

competency to a much greater degree than traditional methods 

of instruction. Cooperative students had more confidence 

and were more successful after graduation. These factors led 

observers to the conclusion that, ". . .if work assignments 

closely correspond to the academic curriculum, [then] . . . 
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cooperative education has great value in the education of 

engineers and, generalizing, for the professions"(10, p. 5). 

It took several years for researchers to discover that 

cooperative education had values to offer other than career 

development. Wilson points out that 

. . . cooperative education experiences contribute 
to the student's developing sense of identity and 
sense of worth, . . . because . . . he learns to 
relate to adults as an adult; . . . he typically 
achieves better in his academic program because 
. . .he changes his attitudes toward himself; organ-
izes his time and work better; . . . finds greater 
relevancy and hence greater motivation for his studies 
. . . (10, p. 5). 

He summarizes by stating that "cooperative education makes 

a strong contribution to the growth of the individual student 

in his personal development, and his social development as 

well as his career development"(10, p. 5). 

In 1909, Northeastern University of Boston, Massachusetts 

initiated a cooperative education program. They were followed 

in 1910 by the University of Pittsburg, in 1911 by the 

University of Detroit, in 1912 by the University of Georgia 

(Atlanta) and the Rochester Institute of Technology, in 1914 

by the University of Akron, and in 1919 by Marquette Univer-

sity (Milwaukee), Drexel University (Philadelphia), and 

Massachusetts Institute of Technology (Cambridge). 

Engineering was the only cooperative education program 

offered at these institutions until 1919 when the University 

of Cincinnati began offering a cooperative education program 

in business. Then in 1921, Antioch College (Yellow Springs, 
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Ohio), became the first non-city liberal arts institution to 

offer cooperative education. 

In 1923, Cleveland State University (then Fenn College) 

added a cooperative engineering program. They were followed 

in 1924 by the General Motors Institute, in 1925 by Southern 

Methodist University and the University of Louisville, and 

in 1926 by the University of Tennessee at Knoxville. 

In 1932, Bennington College joined ranks with Antioch 

College to become the second liberal arts institution offering 

cooperative education. 

The Great Depression of the 1930s and the United States' 

involvement in World War II resulted in only five new programs 

of cooperative education being offered during the fourteen 

year period between 1931 and 1945. The total number of 

institutions offering cooperative education programs in 1945 

was twenty- two. 

In 1953, rising veteran enrollment had pushed the number 

of cooperative education institutions to forty-five. Eight 

of these were either community colleges or technical insti-

tutes (1, p. 8) . 

Between 1953 and 1960 the number of undergraduate 

institutions offering cooperative education programs had 

increased from forty-five to sixty-one, and the number of 

junior colleges and technical institutes had increased to 

ten (5, p. 8). 
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During the next ten years (1961-1971) the "number of 

cooperative programs increased . . . nearly fourfold"(10, 

p. 16), to 280. Estimates then indicated that the total 

might rise to 420 by 1973. 

Cooperative education has grown in every section of 

the country and in all kinds of institutions, but "it [was] 

among the two-year junior and community colleges that some 

of the most rapid expansion . . . [took] place"(10, p. 16). 

Over sixty-five of these institutions had cooperative 

education programs in operation in 1971, approximately 

thirty of which initiated their programs between 1969 and 

1970. It was during this period that Tarrant County Junior 

College first offered a cooperative education program in 

Mid-Management. The Northeast Campus offered its first 

courses in 1969, and the South Campus began in 1971. 

It is interesting to note that the three reports on 

higher education issued during the early months of 1971 

(the Carnegie Commission on Higher Education report, Less 

Time, More Options; The American Academy of Arts and Sciences 

report, The Assembly on Goals and Governance, and the Newman 

Report on Higher Education) all recommended that educational 

institutions of this country "should seriously consider the 

introduction of some mix of study and off-campus work as an 

integral feature of their curricula"(10, p. 17). 

The November, 1975, Journal of Cooperative Education, 

published by the Cooperative Education Association (founded 
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in September, 1963), shows increases from 127 to 200 and to 

277 respectively for 1969, 1970, and 1971. This journal 

estimated that the "population of cooperative education 

programs" was 317, 576, 771, and 968 respectively for the 

years of 1972, 1973, 1974, and 1975 (3, p. 34). 

These figures reveal the 1971 prediction of 420 to have 

been on the conservative side, since the actual figure was 

576, or 156 short of the actual number of institutions offering 

cooperative education programs. The 1975 figure of 968 is 

over six times that of 1969 (127). Brown and Wilson extrap-

olated the 125,271 cooperative education students enrolled 

at 575 institutions to an estimated total of 165,000 students 

in 1975. Almost 9 percent (8.6) more senior colleges returned 

questionnaires than did junior colleges (312 vs 263) but 

they reported 6 percent fewer students than the junior colleges 

(58,824 vs 66,447) . 

Another item of interest in this report was the "proportion 

of public/private and junior/senior institutions which [had] 

cooperative education programs--1974/1975"(3, p. 34). In 

1974 the junior/senior relationship was 44 percent to 56 

percent respectively. The 1975 figures showed an increase 

for the junior colleges to 46.3 percent and a decrease for 

the senior colleges to 53.7 percent. 

The public/private relationship was 71.2 percent to 

28.8 percent respectively for 1974. The next year, 1975, showed 

a slight decrease for public institutions while private 
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institutions showed a small increase to 70.7 percent and 

29.3 percent respectively (3, p. 34). 

Educational Research Information Center (ERIC) search 

Number 294, "Internships for the Solution of On-the-Job 

Problems," was performed by the Texas Information Service 

CTIS) on May 1, 1975. It produced sixty citations of 

bibliographical information covering thirty-eight pages, but 

not one reference mentioned the simultaneous work full-time 

and go to school part-time type of cooperative education 

program carried on by the Mid-Management Departments of 

Tarrant County Junior College. 

The ERIC search did produce two excellent reference 

books, however. The first is Cooperative Education in 

Community Colleges (a source book for occupational and 

general educators), by Barry Heermann. This 1973 publication 

by Jossey-Bass, Incorporated is designed: 

(1) to provide procedural guidelines for two-year 
college educators who administer or are . . . 
planning a cooperative education program; (2) to 
serve as a source book in courses of higher education, 
the community college, and vocational education, or 
in formal cooperative education courses designed to 
prepare students for careers in cooperative educa-
tion coordination or administration; and (3) to 
familiarize two-year college educators with the 
broad purposes and operational dynamics of coopera-
tive education in the community college (6, pp. ix, x). 

Heermann's ten-page bibliography is a good one, but one 

fact which strikes the reader is that 43 of his 151 references 

come from the Journal of Cooperative Education, and 11 more 
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come from the second reference book which the ERIC search 

produced, Handbook of Cooperative Education, by Asa S. 

Knowles and Associates. Published in 1971, also by Jossey-

Bass, its purposes were: 

(1) To acquaint educators and the general public 
with the philosophy, purposes, and advantages of 
the cooperative plan of education. (2) To inform 
educators about the organization and operation of 
cooperative education programs and to acquaint them 
with the significance of the system in serving those 
students who want more than the traditional educa-
tional offerings. (3) To acquaint employers, 
businesses, industries, and health and government 
agencies with the advantages of cooperative edu-
cation as a recruiting device; and to make clear 
the value of "co-op trainees" as important sources 
of manpower. (4) To illustrate the advantages of 
cooperative education to students from low-income 
families; it provides a head start on career ob-
jectives for many of these students and an inherent 
financial-aid feature for those who desire or need 
it. (5) To show that cooperative education, once 
thought of as strictly vocational, effectively 
serves academic disciplines far beyond those con-
sidered technical or purely scientific. (6) To 
show that cooperative education, through its built-
in feature of relevance, has possible solutions to 
many of the problems of higher education in the 
years ahead. (7) To show educators and employers 
how to make the most of cooperative education and 
how to combine their efforts in achieving a superior 
educational product (8, p. x). 

Knowles' purposes may be somewhat ambitious, but he 

covers a number of areas of cooperative education not found 

elsewhere and his coverage of the General Motors Institute 

is excellent. 

Careful examination of the Dissertation Abstracts 

International from 1861 through April 1976 revealed only one 

study of a Mid-Management program and none of a simultaneous 

work/study on-the-job project approach to cooperative 
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education such as that carried on at the South Campus of 

Tarrant County Junior College. 

The lone dissertation which dealt with Mid-Management 

was written by James Stanley Ketchell, Ph.D. (University of 

Washington, 1972), and was entitled, "Cooperative Education, 

Marketing Mid-Management Programs, in the Puget Sound Metro-

politan Area"(7, p. 4122-A). Ketchell defines cooperative 

education simply as a "type of program wherein a student's 

time is divided between the work environment and the classroom, 

and specifically, where the job assignment and the classroom 

instruction are related"(7, p. 4122-A). He does not specify 

whether the work assignments and the classroom are carried 

on alternately (by weeks, months, or terms) or simultaneously. 

He indicates that "the instructional emphasis of the 

program is in marketing, and, hopefully, graduates would be 

prepared to move into management positions in marketing 

institutions"(7, p. 4122-A). 

He chose six theoretical functions of marketing manage-

ment and questioned fifty-six of the seventy-eight graduates 

who could be located as to their starting salary ($611.00 

per month, average), increases in salary ($165.00 per month, 

average), whether they were employed at the supervisory level 

in marketing institutions, and whether they were using 

specific courses on their jobs (advertising, inventory, 

storage, selling, transportation, and production). 
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The employers that were questioned indicated, with only 

one exception, that they did not pay a starting salary differ-

ential for Mid-Management marketing graduates; and that in 

addition to graduates they also hired non-graduates to do 

similar work (7, p. 4122-A). 

A studied perusal of the Journal of Cooperative Educa-

tion discovered only one article related to the concurrent 

working/schooling project approach to cooperative education. 

This article entitled, "Academic Credit for Cooperative 

Education," and written by D. Keith Lupton and Dorothy E. 

McNutt, describes cooperative education at College of the 

Mainland as a 

"24-hour a day" experience for academic credit 
designed to allow for the student's values, 
interests, and needs. . . . [A student's] age, 
ethnic origin, environment, and career orientation 
[are considered] in planning an individualized 
experience that may require from 15_ ito 4_0 hours 
a week on the Job (9, p. 61). 

Since Keith Lupton is director of the Off-Campus Term 

Program for the University of South Florida at Tampa, Florida, 

there exists the possibility that what these authors are 

describing is alternating term, rather than simultaneous 

classroom activities/on-the-job project type of cooperative 

education. The fact that College of the Mainland is a 

Texas institution, and that the fifteen to forty hours per 

week fit within the guidelines set forth by the Texas Education 

Agency suggests the probability that a simultaneous class and 

job approach is being described, rather than an alternating 

week, month, or term approach. 
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Since the authors' objective was to make a case for 

"Academic Credit for Cooperative Education," they failed to 

specify whether they were describing marketing, office 

occupations, pre-engineering, nursing, laboratory technicians, 

Mid-Management, or some other type of cooperative education. 

The only other information gathered was from an unpub-

lished, verbal report. Mountain-View College of the Dallas 

County Community College District, Dallas, Texas, gave a 

brief report on a follow-up study of their students, graduates, 

dropouts, employers, advisory committees, administrators, 

and counselors at the Mid-Management Coordinators Workshop 

at Corpus Cliris ti, Texas, in August, 1975 (4). A copy of 

this perhaps premature report was promised at a later date, 

but thus far it has not been obtainable. 

Summary 

To summarize, the survey of the literature found a tre-

mendous amount of data available on distributive education and 

vocational technical education in secondary school systems. 

It indicated that a great quantity of information on coopera-

tive education in the senior colleges and universities, 

particularly in engineering, but also on a variety of liberal 

arts programs—was obtainable. These cooperative education 

programs seem to operate on some form of alternating basis 

[weekly, monthly, or term) between the job and the classroom. 

Following a brief description of the beginnings of cooperative 

education, its development was traced through two world wars 
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and the Great Depression up to the explosive period of growth 

which occurred during the 1960's and early 1970's in the 

senior colleges and universities, and especially in the 

community/junior colleges. 

Then the sixty-item ERIC search was noted as being 

helpful, not in terms of simultaneous work/school project 

oriented, cooperative education such as Mid-Management, but 

in terms of two outstanding cooperative education reference 

books. They were Heermann's Cooperative Education in 

Community Colleges and Knowles and Associates' Handbook of 

Cooperative Education. 

Next, Ketchell1s study of . . Marketing Mid-Management 

Programs . . ." from the Dissertation Abstracts was the only 

study found which related to cooperative education in Mid-

Management . 

Finally, the Journal of Cooperative Education article 

by Lupton and McNutt, "Academic Credit for Cooperative 

Education," was examined for its relevance to the everyday 

work/school concept of cooperative management education. 

While each of these has surely made some contribution 

to the Mid-Management concept of cooperative education, 

especially Ketchell's study and Lupton and McNutt1s article, 

still none of them represent a specific study of the effec-

tiveness of a Mid-Management program of cooperative education 

in producing supervisor/managers. 
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It is felt that even if such studies have been made 

elsewhere, but have not yet been published, or if they were 

titled in a non-descriptive manner, a study of this nature 

needs to be carried out at each individual community/junior 

college offering such a program. Accordingly, this study 

was to fill a dual role: (1) to evaluate the South Campus 

Mid-Management Program of Tarrant County Junior College; and 

(2) in so doing to develop an approach which might provide 

a pattern for use at other institutions. 



CHAPTER BIBLIOGRAPHY 

1. Arms by, H. , Cooperative Educat i on in the U. S . , Bulletin 
No. 11, Washington, D.C., Office of Education, Department 
of Health, Education, and Welfare, 1954, cited in Asa S. 
Knowles, Handbook of Cooperative Education, San Francisco, 
Jossey-Bass, Inc., 1971. 

2. Auld, Robert B., "The Cooperative Education Movement--
Early Years," Journal of Cooperative Education, VII 
(May, 1971), 7-9. 

3. Brown, Sylvia J. and James Wilson, "Survey of Cooperative 
Education--1975," Journal of Cooperative Education, 
XII (November, 1975), 33-43. 

4. Clark, Curtis, "Follow-up Study of Mid-Management Program 
at Mountain View College," Unpublished paper read before 
the Mid-Managment Coordinators' Workshop, Corpus Christi, 
Texas, August 4, 1975. 

5. Collins, S. B., A Director of Cooperative Education: 
Its Philosophy and Operation in Participating Colleges 
in the United States and Canada, Cooperative Education 
Association, Drexel University, 1970, cited in Asa S. 
Knowles, Handbook of Cooperative Education, San Francisco, 
Jossey-Bass, Inc., 1971. 

6. Heermann, Barry, Cooperative Education in Community 
Colleges, San Francisco, Jossey-Bass, Inc., 1973. 

7. Ketchell, James Stanley, "Cooperative Education, Marketing 
Mid-Management Programs in the Puget Sound Metropolitan 
Area." Dissertation Abstracts International, edited by 
Patricia Colling, Vol. XXXIII, No. 08, p. 4122-A. 

8. Knowles, Asa S. and others, Handbook of Cooperative 
Education, San Francisco, Jossey-Bass, Inc., 1971. 

9. Lupton, D. Keith and Dorothy E. McNutt, "Academic Credit 
for Cooeprative Education," Journal of Cooperative 
Education, IX (November, 1972), 60-65. 

10. Wilson, James W., "Historical Development," Handbook of 
Cooperative Education, edited by Asa S. Knowles, San 
Francisco, Jossey-Bass, Inc., 1971. 

32 



CHAPTER III 

CURRENT STUDENT EVALUATION OF THE 

MID-MANAGEMENT PROGRAM 

Information on current students was sought in order to 

give the study a present, up-to-date view of the Mid-Management 

Program. The questionnaire, as well as the data compiled on 

current students is in Appendix A. 

Personal Characteristics 

There were approximately 200 students enrolled in Mid-

Management courses in the spring of 1976. Data obtained 

from 137 of these students indicated that the current Mid-

Management student was not quite 35 years old (34.57). The 

largest number of students (35) were in the 26-30 age 

bracket, but the 31-35 age bracket dropped sharply to only 

17. Seventy percent of the current students were between 

the ages of 26 and 40. It was interesting that 12 percent 

were under 25, and 12 percent were over 45. 

Seventy-seven percent of the current Mid-Management 

students were married, 13 percent were single and 10 percent 

were widowed or divorced. 

Ninety-seven percent of the current students were 

employed at the time the survey was conducted. The current 

Mid-Management student had been with his present employer 
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over five years (5.65). Forty-five percent (62) of these 

had been with the company for less than four years. 

Almost 90 percent of the current students were male 

(89.8); 8 percent (11) were female, and three respondents 

did not answer this question. 

The average Mid-Management students had two children 

(1.98). The mode was two children, and forty-eight of 

those questioned were in this category. Eighteen students 

had only one child; twenty-four had three; nineteen had 

four or more, and twenty-five had none. 

The question as to "type of employer" evidently needs 

improvement, because twenty students failed to respond to 

it. Based on the responses given, more current students, 

twenty-eight, were employed in aircraft manufacturing than 

any other single category. Thirteen were engaged in general 

manufacturing and four in auto manufacturing. Together 

these three categories accounted for 32.8 percent of the 

students. The next largest categories were service (post 

office, public utility, and banks) with nineteen, retail 

sales (food, clothing, and appliances) with sixteen, and 

government agencies with fifteen. 

A question asking the name of the student's employer 

would allow the surveyor to classify the employers and 

would seem to be a better method of obtaining information 

regarding the type of employer. 
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Seventy-six of the students (55.5 percent) were working 

thirty-six to forty hours per week. Twenty-three (17.0 

percent) of them were working forty-one to forty-five hours 

per week, and seventeen (12.4 percent) were working forty-

six to fifty hours per week. There were only five students 

working less than thirty-five hours per week, but there were 

eight working between fifty and sixty hours per week and 

three working more than sixty hours per week. Seventy-two 

percent or ninety-nine students were working thirty-five to 

forty-five hours per week. 

Earning Before and After 

Questions thirteen and fourteen asked students the 

amount of their weekly earnings when they entered the 

program. The average earnings of the 127 current students 

who reported earnings at the time of entering the program 

were $222.24 per week, or $11,556.48 annually. More students 

were in the $201-$240 bracket of entry-level earnings than 

any other bracket. Thirty-two students, over 25 percent 

of those reporting, were in this category. Sixty-seven 

percent of the current students were in the three brackets 

between $150 and $300. Another 16.5 percent, or twenty-one 

students, were in the next lower bracket which ranged from 

$101 to $150. 
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The results of questions fifteen and sixteen indicated 

that the average annual earnings of the 132 current students 

who had completed at least one semester, and perhaps as 

many as four semesters of the Mid-Management program were 

$13,275.60, or $255,30 per week. This represented an 

average student salary increase of over $1,700.00 ($1,719.12) 

or 14.9 percent. This average increase would be over 

$1,700.00 ($1,719.12) per semester for the student who has 

been in the program only one semester, almost $860.00 

($859.56) per semester for those in the program for two 

semester, over $570.00 ($573.04) per semester for those 

with three semesters and almost $430.00 ($429.78) per semester 

for those with four semesters. 

Questions seventeen and eighteen, "annual entry level 

earnings," were designed to verify the information obtained 

in questions thirteen and fourteen, "weekly entry-level 

earnings." A comparison of information obtained revealed 

differences of sufficient magnitude to suggest that in 

future studies, questions on earnings should be of an open-

ended nature, and should ask for either weekly or annual 

figures, but not both. Similarly, questions nineteen and 

twenty, "annual entry-level income," were designed to check 

the data submitted in questions fifteen and sixteen, 

"annual present income." The comments made on questions 

seventeen and eighteen are equally applicable here. 
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On question twenty-one, seventy-six students (55.47 

percent) indicated that their earnings had increased since 

entering the Mid-Management program, four students (2.91 

percent) showed decreased earnings, and fifty-two students 

(37.95 percent) revealed no change in their earnings. Five 

of them (3.65 percent) did not respond to question twenty-one. 

Thirty-nine students (28.47 percent) checked the "less 

than $500" category when asked the amount by which annual 

earnings had changed since entering the Mid-Management 

program (questions twenty-two and twenty-three). Thirteen 

(9.49 percent) checked the next classification of $501-

$1,000. Then skipping the next three categories of $1,001-

$1,500, $1,501-$2,000 and $2,001-$2.500 which had five 

(3.65 percent), eight (5.84 percent) and seven (5.11 percent) 

students respectively, there were ten students (7.30 percent) 

who checked the $2,501-$3,000 bracket. Judging from the 

responses to the preceding question, where fifty-two (37.95 

percent) indicated no change in earnings, there should have 

been a "No Change" response available to students on this 

question. Since a "No Change" response was not available, 

one is uncertain as to what the thirty-nine (28.47 percent) 

meant when they checked the "Less than $500" category. The 

three categories with the largest number of responses (39, 

13, and 10) only amount to 45 percent of the total possible, 
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or 65 percent of those responding to the question. Forty-

two students (30.66 percent) did not respond to this question. 

This indicates that this question probably needs improvement. 

The average amount of change in earnings for those who 

responded to the question (95 of 137) was $1,439.47. The 

$279.65 difference between the $1,719.12 increase reported 

in the discussion of questions fifteen and sixteen, and the 

$1,439.47 increase reported in questions twenty-two and 

twenty-three seems to be the result of too few categories, 

and the large number of students who failed to respond to 

questions twenty-two and twenty-three. 

Reimbursement of Education Expenses 

Question twenty-four, concerning "company policy regard-

ing (reimbursement) of educational expenses," showed twenty-

three students (16.79 percent) working for companies which 

"refund tuition only." The next largest category, "companies 

which do not reimburse employees for educational expense, 

garnered sixty-eight students (49.63 percent). There were 

fourteen students each (10.22 percent) who checked the re-

funds portion of tuition based on grade earned" and "refunds 

tuition and books" responses, while only seven (5.11 percent) 

indicated that the company "refunds portion of tuition and 

books based on grade." Conversations with students indicated 

that few if any companies refund expenses to students who are 

receiving Veterans' Administration (VA) benefits. Finally, 

it seems significant that almost 50 percent of the students 
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were employed by companies which did not reimburse students 

for educational expenses. This is another question which 

should be carefully checked on the next study. 

Eighty-nine (64.96 percent) of the current students were 

receiving VA benefits, thirty-five (25.55 percent) were not 

receiving VA benefits, two (1.46 percent) were on active 

duty, and seven (5.11 percent) were veterans who were not 

receiving VA benefits. 

Changes in Self-Image and Self-Confidence 

The next six questions, twenty-six through thirty-one, 

concerned the student's self-image and self-confidence. 

Twenty-six students (19.0 percent) checked "agree strongly" 

and seventy-eight (65.9 percent) indicated "agree" on the 

"my self-image has changed since entering the Mid-iManagement 

program" question. Twenty-two (16.1 percent) disagreed and 

only three (2.2 percent) disagreed strongly. If the first 

two categories are combined, 104 students (75.9 percent) 

feel that their self-image has changed. 

Question twenty-seven was designed to elicit responses 

determining the direction of the change. Twenty-seven stu-

dents (19.7 percent) agreed strongly, and eighty-three (60.6 

percent) simply agreed that they now see themselves as "better 

persons, better able to handle their jobs, and better able to 

get along with others" since entering the program. Only fif-

teen (10.9 percent) were undecided, ten (7.3 percent) dis-

agreed, and one (0.7 percent) disagreed strongly. Combining 
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the first two responses resulted in 110 students (80.3 per-

cent) who felt more positively about themselves and only 

eleven (8.0 percent) who felt negatively. 

Twenty-four students (17.5 percent) agreed strongly 

that their "self-confidence [had] changed since entering the 

Mid-Management program." Eighty-three students (60.6 per-

cent) agreed that their self-confidence had changed, fifteen 

(10.9 percent) were undecided, thirteen (9.5 percent) dis-

agreed, and only one (0.7 percent) disagreed strongly. 

Adding the first two responses together results in 107 

students (78.1 percent) who felt positively about the change 

in their self-confidence versus a total of only fourteen 

(10.2 percent) who felt negatively. 

Question twenty-nine, like question twenty-seven, was 

designed to determine the direction of the change in self-

confidence. Here, twenty-one students (15.3 percent) agreed 

strongly that their "self-confidence [had] increased signi-

ficantly since entering the Mid-Management program." Sixty-

five (47.4 percent) agreed with this statement. The total 

number of positive responses was eighty-six (62.7 percent). 

However, twenty-nine (21.2 percent) were undecided about it, 

nineteen (13.9 percent) disagreed, and two (1.5 percent) 

disagreed strongly with it. A comparison of questions twenty-

eight and twenty-nine revealed a 10 percent (fourteen stu-

dents) increase in the number who were undecided, a 6 percent 
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(seven students) increase in the number who felt negatively, 

and a 15 percent (twenty-one students) decrease in the number 

who felt positively about a significant increase in self-

confidence since entering the program. The direction of 

the change was the same, but the magnitude was significantly 

smaller in question twenty-nine than it was in question 

twenty-eight. 

Questions thirty and thirty-one were designed to explore 

the area of increased competence of students in the eyes of 

their superiors and peers. Fifteen students (10.9 percent) 

agreed strongly that "the boss asks,'What I think?' about 

a problem or solution to a problem more often now than before 

I entered the Mid-Management program." Thirty-seven (27.0 

percent) agreed with this statement resulting in a total of 

fifty-two (37.9 percent) positive responses. Twenty-six 

(19.0 percent) were undecided, forty-eight (35.0 percent) 

disagreed, and eight (5.8 percent) disagreed strongly. The 

total number of negative responses was fifty-six (40.8 

percent) compared to only fifty-two (37.9 percent) positive 

responses. This was the first question where negative responses 

outnumbered the positive ones, and the difference, four 

students (2.9 percent), seemed to indicate that this was 

an area in the Mid-Management program which needed improvement. 

When asked whether "fellow employees and/or supervisors 

ask, 'What I think?' about a problem more often now than 

before I entered the Mid-Management program" sixty-four 
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students (46.7 percent) responded positively, forty-six 

(33.6 percent) responded negatively, and twenty-five (18.2 

percent) were undecided. Eight students (5.8 percent) agreed 

strongly with the statement, fifty-six (40.9 percent) agreed, 

thirty-nine (28.5 percent) disagreed, and seven (5.1 percent) 

disagreed strongly. While question thirty had more negative 

than .positive responses, question thirty-one once again 

registered more positive responses than negative ones. This 

raised the question as to whether number thirty was a good 

question or not, i.e., whether a subordinate's superior is 

supposed to ask what a subordinate thinks about a problem 

or solution to a problem. Whether the response to number 

thirty points to a weakness in the program or simply an 

inappropriate question, it does indicate an area which 

deserves further investigation. 

Value of Management Training, Job Related 
Projects, and Instructors 

Ninety-eight students (71.5 percent) indicated that they 

felt that the "on-the-job Mid-Management training courses 

were a valuable part of the Mid-Management program." Only 

twenty (14.6 percent) felt that the training portion was not 

valuable, and eighteen (13.1 percent) were undecided. Thirty-

seven students (27.0 percent) agreed strongly on this question, 

sixty-one (44.5 percent) agreed, seventeen (12.4 percent) 

disagreed and three (2.2 percent) disagreed strongly on 

question thirty-two. 
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Seventy-nine students (57.7 percent) responded positively 

to the statement "the process of establishing job-related 

projects has helped me to improve my performance on the job"; 

twenty-eight students (20.4 percent) responded negatively, 

and twenty-eight (20.4 percent) also, were undecided. A 

further breakdown of the responses on this question showed 

twenty-three (16.8 percent) agreed strongly, fifty-six 

(40.9 percent) agreed, twenty-five (18.2 percent) disagreed, 

and three (2.2 percent) disagreed strongly. 

Twenty students (14.6 percent) agreed strongly with the 

statement "the process of establishing job-related projects 

is a good way for my employer to evaluate my performance on 

the job." Sixty students (43.8 percent) agreed, thirty-one 

(22.6 percent) were undecided, nineteen (13.9 percent) 

disagreed, and six (4.4 percent) disagreed strongly. A 

comparison of responses revealed that eighty students 

(58.4 percent) felt positively about the job-related pro-

jects and twenty-five (18.3 percent) felt negatively about 

them. 

Question thirty-five asked whether students would prefer 

that their employers "use some other system than the term-

project plan and evaluation currently being used. . . . " 

Fifteen students (10.9 percent) felt strongly that some other 

plan should be used, twenty-nine (21.2 percent) agreed, 

forty-one (29.9 percent) were undecided, thirty-seven (27.0 

percent) disagreed, and five (3.6 percent) felt strongly that 
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the present system should not be changed. Grouping the 

responses resulted in a total of forty-four students (32.1 

percent) who felt that the present job-related project and 

evaluation system should be changed, and forty-two (30.6 

percent) who felt that it should not be changed. The two 

student (1.5 percent) difference does not seem to be parti-

cularly significant, but the forty-one students (29.9 percent) 

who were undecided does raise some questions. The fact that 

ten students failed to respond at all to this question may 

also be significant. Students had the opportunity to 

suggest an alternate plan on the back of their answer sheets 

and to elaborate on their thoughts regarding the job-related 

project plan and evaluation. Responses included comments 

such as the following: "I believe that the current term 

project plan of evaluation is excellent, . . . it not only 

gets me involved, it also gets my employer involved"; 

. . getting signatures (from superiors) on different 

shifts or at different job locations (is a problem)"; "Good 

system, don't change"; "The evaluation system now being used 

[was] satisfactory. . . I enjoyed it"; "In my opinion, the 

term project is the only type of evaluation that can be used 

on my job"; "My employer does not participate in O.J.T. 

[term projects] so the rating system means absolutely nothing 

at this time. The one semester that he did participate, he 

didn't rate my performance on the term project, (because] it 

was a 'Classified' project"; "The term project is but a 
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very small portion of a person's performance; therefore a 

'total picture* is needed for evaluation e.g., ability to 

get along with others, intelligence, competency, etc."; 

"I would [prefer that] my employer use the [firm's] evaluation 

form. This form lists the expected duty requirements and 

you are rated with an A-excellent, B-good, C-fair, D-needs 

improvement, and E-poor"; "The term project plan is accep-

table for grading the employee's overall understanding of his 

company, his job, and his responsibilities, but you might be 

graded on the job you are doing"; "The term project is just 

a tool, or one of the tools used by my employer. I think it 

is a big help"; "My employer uses my [projects] as the 

[principal basis] for my evaluations, which have earned 

increases [for me] of more than $3,000 per year." 

These comments certainly point up the fact that the 

current students do not agree upon the value of the term 

project, and indicate that this is an area of the Mid-

Management program which should be examined more closely. 

It suggests that an alternative should be considered along 

with, or in lieu of, the term project plan and evaluation 

currently being used. 

Forty-three students (31.4 percent) indicated strong 

agreement and sixty-six (48.2 percent) registered agreement 

with the statement "My employer has been cooperative with, 

and supportive of, me in my on-the-job Mid-Management training 

activities." Combining responses from these two groups results in 109 students 
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(79.6 percent) who felt positively compared to 15 (10.9 

percent) who felt negatively about their employers' coopera-

tion and support. There were seven (5.1 percent) who disagreed, 

eight (5.8 percent) who strongly disagreed, and eleven (8.0 

percent) who were undecided. Two students (1.5 percent) 

did not answer question thirty-six. 

To the question "My Mid-Management instructor has been 

very effective in working with me and my employer to facili-

tate my on-the-job learning experience," thirty-six students 

(26.3 percent) responded very favorably, fifty-nine (43.1 

percent) responded favorably, nine (6.6 percent) disagreed, 

and only one student disagreed strongly. Totaling the first 

two and the last two responses resulted in ninety-five students 

(69.4 percent) who felt positively and ten (7.3 percent) who 

felt negatively about their instructor's effectiveness with 

them and their employer. Thirty students (21.9 percent) were 

undecided and once again two (1.5 percent) did not respond. 

On question thirty-eight there were thirty students 

(21.9 percent) who agreed strongly and seventy-five (54.7 

percent) who agreed with the statement,"The job-related 

projects developed for the training portion of the Mid-

Management program are a valuable learning experience." By 

adding the first two responses one obtains 105 students 

(76.6 percent) who felt positively about this question, while 

only 7 (5.1 percent) felt negatively about it. Four students 



47 

(2.9 percent) disagreed, three (2,2 percent) disagreed 

strongly, twenty-four (17.5 percent) were undecided and one 

(0.7 percent) did not respond. 

Forty-seven students (34.3 percent) showed strong 

agreement, and sixty-six (48.2 percent) simply agreed that 

they had been "able to relate material studied in the Mid-

Management seminars directly to [their] jobs." The total 

positive responses to this question were 113 (82.5 percent). 

There were nine negative responses, eight (5.8 percent) 

who simply disagreed, and one (0.7 percent) who disagreed 

strongly. Fourteen (10.2 percent) were undecided, and one 

(0.7 percent) failed to respond to question thirty-nine. 

Ninety students (65.7 percent) answered "yes," and nine-

teen (13.9 percent) said "no," to the statement in question 

forty, "I consider my Mid-Management instructor to be a 

valuable person with whom I may discuss problems relating 

to my job." Twenty-seven students (19.7 percent) were 

undecided and once again one (0.7 percent) did not respond. 

Promotions--Received and Expected 

Questions forty-one and forty-two were designed to 

elicit information regarding promotions. Sixteen students 

(11.7 percent) had been officially promoted since entering 

the Mid-Management program. Twenty-five students (18.2 

percent) had significant increases in job responsibilities 

but were "not officially promoted," twelve (8.8 percent) 
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had been "transferred to new responsibilities on the same 

organizational level," ten (7.3 percent) had joined a new 

employer to take a job which [was] considered a promotion. 

Combining responses one, two and four results in fifty-one 

students (37.2 percent) who felt positively regarding either 

official or unofficial promotions since entering the program. 

Four students (2.9 percent) had "joined a new employer 

to take a job which [was] considered equal to the [previous] 

one." Three (2.2 percent) felt that their "job responsibili-

ties had been reduced, and forty (29.2 percent) felt that 

their "job responsibilities [had] not changed." 

Addition of the "No change" and the "With new employer 

at an equal job" categories resulted in forty-four students 

(32.1 percent) who felt that they had experienced little or 

no change in their job responsibilities, and only three 

(2.2 percent) who felt that their job responsibilities had 

been reduced. Twenty-seven students (19.7 percent) felt that 

"None of the above" applied to them. Evidently this question 

needs more options or needs to be changed to an open-end 

question. Twenty percent seems to be a rather significant 

number of no responses. Information on the number of promo-

tions each student received is covered in the discussion of 

question eighty-seven. 

Question forty-three was designed to probe current 

students' expectations of the future. Fifty-three of them 

(38.7 percent) "expect to be officially promoted . . . during 
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the next twelve months." Twenty-nine (21.2 percent) expected 

"to have [their] job responsibilities expanded" without 

being officially promoted. Eight (5.8 percent) expected to 

be transferred to a new job on the same organizational level." 

Three (2.2 percent) expected to be demoted." Forty-one (29.9 

percent) expected "to experience no change in their job respon-

sibilities," and three (2.2 percent) failed to respond to 

this question. 

A comparison of questions forty-one and forty-three 

reveals that students may be overly optimistic regarding 

promotions during the next twelve months. Grouping responses 

to one and four, "promotions with present employer" and 

"promotions with a new employer," showed only twenty-six 

students (19.0 percent) actually received promotions in 

question forty-one. But, fifty-three (38.7 percent) expected 

promotions in question forty-three. This comparison of actual 

promotions with expected promotions indicated that only half, 

twenty-six of the fifty-three, who expected to receive pro-

motions during the next twelve months will actually be pro-

moted. Analysis of all other comparable items on these two 

questions showed only minor differences. 

Education Status: Past, Present, and Future 

Fifty-two students (38.0 percent) attended another 

college before attending Tarrant County Junior College-South 

Campus. Eighty-three (60.6 percent) did not attend another 
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college, and two (1.5 percent) did not respond to this 

question. 

"Upon completion of the Mid-Management Program," thirty-

one students (22.6 percent) "definitely plan to attend a 

four-year college." Another twenty-four (17.5 percent) 

"probably will attend a four-year college," twenty-three 

(16.8 percent) "might attend a four-year college," and 

thirty-one (22.6 percent) "do not plan to attend a four-year 

college." A surprising number of students, twenty-five, 

(18.2 percent), "planned to complete a second two-year degree 

at Tarrant County Junior College," Three students (2.2 

percent) did not respond. 

Question forty-six showed thirty-two students (23.4 

percent) attended classes between 8:00 a.m. and 4:30 p.m. 

Ninety-four (68.6 percent) attended classes between 4:30 p.m. 

and 10:05 p.m. Only six students (4.4 percent) attended 

classes during both time periods, and five students (3.6 

percent) did not respond to this question. 

Four students (2.9 percent) were enrolled for three 

to five hours of courses. Thirty-three (24.1 percent) were 

enrolled for six to eight hours, forty-three (31.4 percent) 

were enrolled for nine to eleven hours, forty-six (33.6 

percent) were enrolled for twelve to fourteen hours, and 

four (2.9 percent) were enrolled for fifteen or more hours. 

Seven students (5.1 percent) did not respond to question 

forty-seven. 
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At the end of the spring semester, 1976, seven students 

(5.1 percent) had completed twelve hours or less. Nineteen 

(13.9 percent) had completed thirteen to twenty-four hours, 

twenty-four (17.5 percent) had completed twenty-five to 

thirty-six hours, twenty-three (16.8 percent) had completed 

thirty-seven to forty-eight hours, and sixty-one (44.5 per-

cent) had completed forty-nine or more hours. Three students 

(2.2 percent) did not respond to question forty-eight. 

Question forty-nine was designed to find out how many 

of the current students had completed each of the four Mid-

Management seminars. Quantitatively, forty-eight students 

(35.0 percent) had completed at least one of the four semi-

nars. Forty-seven (34.3 percent) had completed at least 

two of them, fourteen (10.2 percent) had completed three of 

the seminars, and twenty-eight (20.4 percent) had completed 

all four of them. One wonders about the fourteen who indi-

cated completion of three of the courses. If this is a valid 

figure, then it is less than one third the size of the figures 

for those who indicated completion of one [48] and two [47], 

and only one half the size of the figure for those who indicated 

completion of all four seminars. Additionally, since 

departmental practice discourages enrollment in the fourth 

course prior to completion of the first three, it would seem 

to indicate a very low enrollment for the fourth course next 

semester, Fall 1977. 

Because of the questions raised in the quantitative 

section, it was decided to look at the information in question 
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forty-nine from still another perspective. Addition of those 

responses which showed completion of the first course, the 

first and second courses, the first and third courses, the 

first, second, and third courses, the first, second and 

fourth courses, the second, third, and fourth courses, and 

those which showed completion of all four courses resulted 

in a total of ninety-three responses (31.4 percent) which 

indicated completion of the first course. Similarly, 

ninety-seven responses (32.8 percent) indicated completion 

of the second course, seventy-three responses (27.7 percent) 

indicated completion of the third course, and thirty-three 

responses (11.1 percent) indicated completion of the 

fourth course. 

In summary, a total of 296 courses had been completed 

in some combination of one, two, three, or four by current 

students. Approximately one third of those courses completed 

was the first course, another one third was the second 

course, one fourth was the third course, and one tenth was 

the fourth course. It is felt that this latter treatment 

of the data contained in question forty-nine is probably the 

most meaningful; however, both coverages of the data indicate 

significant decreases for the third and fourth courses. A 

future study of "dropouts," especially in the third and fourth 

semesters, should provide some reasons for the significant 

decreases in the third and fourth courses. 
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Evaluation of Courses 

Questions fifty and fifty-one were designed to ascertain 

which of the four management courses students felt was most 

valuable and least valuable. Thirty-two students (23.4 

percent) felt that the first course, Motivation, was most 

valuable, twenty-eight (20.4 percent) felt that the second 

course, Essentials of Management, was most valuable, sixteen 

(11.7 percent) felt that the third course, Personnel, was 

most valuable, and fifteen (10.9 percent) felt that the last 

course, Management Policy, was the most valuable. Forty-

six students (33.6 percent) did not respond to this question. 

Twenty-two students (16.1 percent) indicated that the 

least valuable course was the first course, twenty-seven 

(19.7 percent) indicated the least valuable was the second 

one, thirteen (9.5 percent) indicated that it was the number 

three course, and nine (6.6 percent) felt that the least 

valuable course was the fourth one. Sixty-six students (48.2 

percent) did not respond to this question. In retrospect, 

responses for question fifty and fifty-one would have been 

more meaningful if only those who had completed all four 

courses answered these questions. 

Evaluation of Major Subject Areas 

Questions fifty-two through sixty-six were designed to 

determine which of the major subject areas currently being 
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taught in the management seminars students found to be of 

the greatest benefit in developing their understanding of 

and ability to perform the manager's job. 

Forty-one students (29.9 percent) felt that "Management 

Philosophy--Implications of McGregor's Theory X and Y" was 

very valuable subject matter, fifty-six (40.9 percent) felt 

that it was reasonably valuable subject matter, seven (5.1 

percent) felt that it was of little value, two (1.5 percent) 

felt that it was not valuable, seven (5.1 percent) were 

undecided as to its value, and twenty-four (17.5 percent) 

failed to respond to question fifty-two. 

Thirty-eight students (27.7 percent) found the subject 

matter "Leadership: Leadership Styles" very valuable, sixty-

five (47.4 percent) found it to be reasonably valuable, five 

(3.6 percent) found it to be of little value, two (1.5 percent) 

found it valueless, four (2.9 percent) were undecided about 

its value, and twenty-three (16.8 percent) did not respond 

to question fifty-three. 

Sixty-two of the current students (45.3 percent) indi-

cated that the subject area, "Motivation Theory and Tech-

niques," was very valuable, forty-seven (34.3 percent) indicated 

that it was reasonably valuable, four (2.9 percent) indicated 

that it was of little value, two (1.5 percent) indicated that 

it was not valuable, seven (5.1 percent) were undecided about 

its value, and fifteen (10.9 percent) did not check any 

response on question fifty-four. 
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Question fifty-five on "Communications Theory and 

Techniques" drew fifty-three responses (38.7 percent) in the 

very valuable category, forty-nine (35.8 percent) in the 

reasonably valuable category, four (2.9 percent) in the of 

little value category, one (0.7 percent) in the not valuable 

category, four (2.9 percent) in the undecided category, and 

twenty-six (19.0 percent) in the no response category. 

Thirty students (21.9 percent) classified the subject 

area of Disciplinary Theory and Techniques as very valuable, 

fifty-seven (41.6 percent) classified it as reasonably valu-

able, ten (7.3 percent) classified it as being of little 

value, two (1.5 percent) classified it as not valuable, eight 

(5.8 percent) were undecided as to its value, and thirty 

students (21.9 percent) did not respond to question fifty-

six. 

On the subject area of Performance Appraisal, Theory 

and Techniques, only twenty-eight students (20.4 percent) 

found it to be in the number one value category, sixty 

(43.8 percent) placed it in the number two category, eighteen 

(13.1 percent) placed it in the number three category, two 

(1.5 percent) placed it in the number four category, six 

(4.4 percent) were undecided, and twenty-three (16.8 percent) 

failed to respond to this question. 

Thirty-four students (24.8 percent) found Job Analysis: 

Job Description and Specification Development very valuable, 
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sixty-two (45.3 percent) found it reasonably valuable, twelve 

(8.8 percent) found it of little value, two (1.5 percent) 

found it not valuable, four (2.9 percent) were undecided, 

and twenty-three (16.8 percent) did not respond to question 

fifty-eight. 

When asked about the Employee Selection Process-Purpose 

of and Variations in, thirty-five students (25.5 percent) 

indicated that it was very valuable, fifty-nine (43.1 percent) 

indicated that it was reasonably valuable, ten (7.3 percent) 

indicated that it was of little value, one (0.7 percent) 

indicated that it was not valuable, six (4.4 percent) were 

undecided, and twenty-six (19.0 percent) failed to respond 

to question fifty-nine. 

Thirty students (21.9 percent) found Wage and Salary 

Administration to be very valuable, fifty-two (38.0 percent) 

found it reasonably valuable, fourteen (10.2 percent) found 

it of little value, one (0.7 percent) found it not valuable, 

eight (5.8 percent) were undecided, and thirty-two (23.4 

percent) did not respond to question sixty. 

On Labor-Management Relations--Development, Status, 

and Impact of Labor Unions, forty-two students (30.7 percent) 

placed it in the number one category of value, fifty-one 

(37.2 percent) placed it in the number two category, seven 

(5.1 percent) placed it in number three, three (2.2 percent) 

placed it in number four, seven (5.1 percent) were undecided, 

and twenty-seven (19.7 percent) did not categorize any 

response for question sixty-one. 
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Thirty-five students (25.5 percent) felt that the 

"Nature and Purpose of the Organizing Process" was a very val-

uable subject area. Sixty-five students (47.4 percent) felt 

that it was reasonably valuable, nine (6.6 percent) felt that 

it was of little value. No one checked the not valuable re-

sponse, but three (2.2 percent) checked the undecided 

response. Twenty-five students (18.2 percent) did not check 

any response to question sixty-two. 

On the subject area of "Authority-cOrigin, Delegation, 

and Types," forty students (29.2 percent) felt that it was 

very valuable, sixty-three (46.0 percent) felt that it was 

reasonably valuable, eight (5.8 percent) felt that it was of 

little value, one indicated that it was not valuable, and 

three (2.2 percent) were undecided. Twenty-two students 

(16.1 percent) failed to respond to question sixty-three. 

Forty-five students (32.8 percent) placed "Line and 

Staff Authority Relationships" in the number one value cate-

gory, sixty-one (44.5 percent) placed it in the number two 

category, eleven (8.0 percent) placed it in the number three 

category, four (2.9 percent) placed it in the number four 

category, and four (2.9 percent) again, were undecided. 

Twelve students (8.8 percent) placed no mark on any of the 

responses for question sixty-four. 

Fifty-one students (37.2 percent) felt that Management 

by Objectives" was a very valuable subject arê .,, fifty-nine 

(43.1 percent) felt that it was reasonably valuable, eight 
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(5.8 percent) felt that it was of little value. Only one 

felt that it was not valuable, but three (2.2 percent) were 

undecided, and fifteen (10.9 percent) failed to respond to 

this question. 

On the last question in this group, forty-nine (35.8 

percent) found the "Case Study Approach to Problem Solving" 

to be very valuable. Forty-three (31.4 percent) found it to 

be reasonably valuable, eleven (8.0 percent) found it of 

little value, four (2.9 percent) found it not valuable, and 

five (3.6 percent) were undecided. Twenty-five students 

(18.2 percent) failed to respond to this question. 

In an attempt to give some perspective to questions 

fifty-two through sixty-six, it was decided to list in the 

order of importance those subject areas which students placed 

in the number one category. The subject area which sixty-two 

students classified as very valuable was "Motivation." Second, 

was "Communications" with fifty-three students. "Management by 

Objectives" was third with fifty-one, and "Case Study Approach 

to Problem Solving" was fourth with forty-nine. Fifth, was 

"Line and Staff Authority Relationships" with forty-nine, and 

"Labor Management Relations" placed sixth with forty-two. 

"Management Philosophy: Implications of McGregor's Theory X 

and Y" was seventh with forty-one, while "Delegation of Authority' 

was eighth with forty. The thirty-eight students who chose 

"Leadership Styles and Techniques" as very valuable caused it 

to be placed in the number nine position, and the thirty-five 



59 

who chose the"Organizing Process"as first caused it to place 

tenth. The"Employee Selection Process" was eleventh with 

thirty-five, and"Job Analysis" was twelfth with thirty-four. 

"Discipline"and"Wage and Salary Administration"both had thirty 

students who checked a number one category for them. These 

were the thirteenth and fourteenth subject areas. The"Theory 

and Techniques of Performance Appraisal" received twenty-eight 

first-place classifications and was ranked fifteenth. 

Combining student responses for the first and second 

categories did not greatly change the rankings. "Management 

by Ob j ectives" would shift from the number three position to 

number one if responses one and two were combined. "Motivation 

Theory and Techniques"would shift from the number one position 

to number two, and"Line and Staff Authority Relationships" 

would shift from the number five position to number three. 

"Disciplinary Theory and Techniques,^'"Wage and Salary Adminis-

tration," and'Performance Appraisal"were still at the bottom 

of the list in the thirteenth, fourteenth, and fifteenth 

positions. The"Case Study Approach to Problem Solving"dropped 

to eleventh place from fourth in the combined responses 

rating, but generally the middle positions, four through 

twelve, were about the same on both the single and combined 

response rankings. 

Following questions fifty-two through sixty-six, current 

students were asked to ". . . list any additional subject 
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areas which you feel should be covered in the Mid-Management 

program. . . . " 

Those topics listed most frequently were business law, 

government regulations, labor relations, human relations, 

and discipline especially as these areas relate to the first-

line supervisor's job. Students' suggestions indicated that 

they felt that role playing and discussion of case studies 

was the best means for implementing the Labor Relations and 

Human Relations subject areas. Government regulations, 

especially the Occupational Safety and Hazards Act (OSHA) 

is an area which needs to be developed and added to the 

syllabus for one of the Mid-Management courses, possibly 

Personnel Management. 

Effectiveness of Program and Instructors 

Questions sixty-seven through seventy-seven were designed 

to find out how current students felt about .the effectiveness 

of the Mid-Management program and its instructors. Thirty-

three students (24.1 percent) agreed strongly with the state-

ment "I think the Mid-Management program is meeting its 

primary goal of developing qualified first- and second-level 

managers." Seventy-eight (56.9 percent) agreed with the 

statement, six (4.4 percent) disagreed with it, one (0.7 

percent) disagreed strongly, and seventeen (12.4 percent) 

were undecided. Two students (1.5 percent) did not respond 

to this question. One hundred eleven students (81.0 percent) 
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felt positively about the statement and only seven (5.1 

percent) felt negatively about it. 

Thirty-six (26.3 percent) of the students agreed strongly 

and sixty-six (48.2 percent) agreed that their "Mid-Management 

instructors created a challenging learning environment in 

the classroom." These total 102 (74.5 percent) positive 

responses compared to 22 (16.0 percent) negative responses where 

18 (13.1 percent) disagreed and 4 (2.9 percent) disagreed 

strongly. Eleven (8.0 percent) were undecided and two (1.5 

percent) failed to respond to question sixty-eight. 

Question sixty-nine asked whether students felt that 

". . . Mid-Mangement instructors were able to relate the 

theory of management to the [practical] world of work." 

Thirty-nine students (28.5 percent) agreed strongly with the 

statement, seventy-seven (56.2 percent) agreed with it, nine 

(6.6 percent) disagreed, and three (2.2 percent) disagreed 

strongly. Seven students (5.1 percent) were undecided and 

two (1.5 percent) did not respond to this question. Combining 

the positive and negative responses once again resulted in 

116 (84.7 percent) which were favorable and only 12 (8.8 

percent) which were unfavorable. 

Question seventy asked whether students "would recommend 

the Mid-Management program to other people with whom they 

worked who wanted or needed education in management." Sixty-

five of them (47.4 percent) felt strongly about recommending 

the program to others, fifty-seven more (41.6 percent) felt 
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that they would recommend it. Five students (3.6 percent) 

felt that they would not recommend it, three (2.2 percent) 

felt strongly about not recommending the program and five 

(3.6 percent) were undecided. Two students did not respond 

to this question. Addition of responses one and two resulted 

in one hundred twenty-two students (89.0 percent) who would 

recommend the program to others, while only eight (5.8 percent) 

would not recommend it. 

Forty-two students (30.7 percent) felt strongly that 

ample opportunity was afforded them for discussion of sub-

jects studied. Seventy-seven others (56.2 percent) agreed 

that opportunity for discussion was adequate. Four students 

(2.9 percent) disagreed, two (1.5 percent) disagreed strongly, 

and eight (5.8 percent) were undecided. Four students 

(2.9 percent) failed to respond to question seventy-one. 

There were one hundred nineteen (86.9 percent) favorable 

responses to this question and only six (4.4 percent) 

unfavorable responses to it. 

Question seventy-two asked whether students felt that 

their instructors were available before and after class for 

discussion of subject areas which the student wished to 

explore further. Thirty-six (26.3 percent) agreed strongly, 

seventy-four (54.0 percent) agreed, fourteen (10.2 percent) 

disagreed, and two (1.5 percent) disagreed strongly. Eight 
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(5.8 percent) were undecided and three (2.2 percent) did 

not respond to this question. Grouping responses one and 

two and responses three and four showed in one hundred 

ten (80.3 percent) positive,and a sixteen (11.7 percent) 

negative response. 

Thirty students (21.9 percent) felt strongly that the 

Mid-Management seminars allowed maximum student intellectual 

development for all students, including the more gifted 

ones. Seventy-eight of them (56.9 percent) agreed with the 

statement, twelve (8.8 percent) disagreed, none disagreed 

strongly, but thirteen (9.5 percent) were undecided and 

four (2.9 percent) failed to respond to question seventy-

three. There were one hundred eight (78.8 percent) who 

responded positively to this question and only twelve 

(8.8 percent) who responded negatively. 

Question seventy-four asked students whether they thought 

that their Mid-Management instructors had enough experience 

in business to be good management teachers. Forty-two (30.7 

percent) agreed strongly, seventy-two (52.6 percent) agreed, 

six (4.4 percent) disagreed and two (1.5 percent) disagreed 

strongly. As with question seventy-three, thirteen (9.5 

percent) were undecided and two (1.5 percent) failed to 

respond. One hundred fourteen (83.3 percent) recorded a 

positive response to this question, while eight (5.9 percent) 

registered a negative response. 
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Ninety-nine students (72.3 percent) said that most 

students they had heard comment on the Mid-Management program 

endorsed it positively. Thirty-three (24.1 percent) agreed 

strongly with the statement, and sixty-six (48.2 percent) 

simply agreed with it. Twenty-three (16.8 percent) indicated 

disagreement with the statement. Twenty-one (15.3 percent) 

simply disagreed and two (1.5 percent) disagreed strongly. 

As in the two preceding questions, thirteen (9.5 percent) were 

undecided and two (1.5 percent) failed to respond to question 

seventy-five. 

Question seventy-six asked students if they thought that 

the addition of an annual Mid-Management banquet would be a 

worthwhile activity. Eighty-eight students (64.2 percent) 

felt that it would be a worthwhile addition. Twenty-seven 

(19.7 percent) did not feel that it would be worthwhile. 

Twenty (14.6 percent) were undecided and two (1.5 percent) 

failed to respond to this question. Thirty-four (24.8 

percent) were strongly in favor, fifty-four (39.4 percent) 

were in favor, twenty (14.6 percent) were not in favor, and 

seven (5.1 percent) were strongly unfavorable toward the 

addition of an annual banquet. 

Question seventy-seven asked whether students felt that 

they should be able to substitute other business courses for 

the on-the-job training courses. Eighty students (58.4 

percent) indicated that they would like to be able to substi-

tute, while thirty-seven (27.0 percent) indicated that they 
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would not like to be able to substitute other business courses 

for the co-op courses in the program. Twelve (8.8 percent) 

were undecided and eight (5.8 percent) did not register any 

response to this question. 

A comparison of the results obtained in question 

seventy-seven with those from question thirty-two was inter-

esting. Thirty-two asked whether students felt that the 

on-the-job Mid-Management training courses were a valuable 

part of the program. Ninety-eight (71.5 percent) responded 

positively. The split was thirty-seven and sixty-one or 

27.0 and 44.5 percent respectively for those strongly agreeing 

and those agreeing. Thirty-five (25.5 percent) responded 

negatively with the division being almost equal, eighteen 

and seventeen or 13.1 and 12.4 percent respectively for those 

disagreeing and those strongly disagreeing. 

How does one explain the fact that eighty students 

(58.4 percent) would like to substitute other business 

courses for the on-the-job training courses (question seventy-

seven) while ninety-eight (71.5 percent) of those same students 

indicated on the earlier question that they felt that the 

on-the-job management-training courses were a valuable part 

of the program? Perhaps the questions were not properly 

worded, and students failed to understand that if they sub-

stituted other courses for the on-the-job training courses 

they would forfeit the co-op visit from the instructor and 

in all probability their problem solving term project as 
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well. This is certainly an area which needs to be examined 

further in succeeding studies. (Question thirty-eight pro-

duced results similar to those obtained in question thirty 

two and should also be examined further.) 

Questions seventy-eight and seventy-nine asked students 

how many hours they had completed when they entered the Mid-

Management program at Tarrant County Junior College-South. 

Thirty-seven students (27.0 percent) had not completed any 

hours at the time of entry, seventeen (12.4 percent) had 

completed three to twelve hours and twenty (14.6 percent) 

had completed thirteen to twenty-four hours. Nine students 

(6.6 percent) had completed each of the next four categories, 

thirty-seven to forty-eight hours, forty-nine to sixty hours, 

sixty to seventy-two hours (an Associate Degree), and one 

hundred twenty to one hundred thirty hours (a Bachelor's 

Degree). Three students (2.2 percent) had completed one 

hundred fifty to one hundred sixty hours (a Master's Degree) 

and seven (5.1 percent) did not answer this question. The 

fact that only 27 percent of the current students did not 

have any college hours at the time of entry is probably 

explained by the fact that approximately 70 percent of the 

students were in the twenty-six to forty age bracket. The 

average age for all students was between thirty-four and 

thirty-five. (See question number one.) Approximately 

40 percent (39.4) of the current students were in the three 

to thirty-six hours completed categories. It was somewhat 
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surprising to find that nine students (6.6 percent) either 

had completed or had enough hours for an Associate's Degree, 

and an equal number either had completed or had enough 

hours for a Bachelor's Degree. Three students' (2.2 percent) 

having a Master's Degree or enough hours for a Master's 

Degree was also surprising. 

Question eighty attempted to probe students overall 

satisfaction with the Mid-Management program. Compared to 

what they expected to receive from the Mid-Management program, 

twenty-one (15.3 percent) felt that they received far more 

than they expected, forty-eight (35.0 percent) felt that they 

received more than they expected, fifty-seven (41.6 percent) 

felt that they received about what they expected, eleven 

(8.0 percent) felt that they received less than they expected, 

and none felt that they received far less than they expected. 

It was encouraging to find that over half (50.3 percent) of 

the students felt that they had received either more than or 

far more than they expected from the program, and that only 

eleven (8.0 percent) felt that they had received less than 

they expected. The remainder felt that they received about 

what they expected. A question which should be investigated 

in future studies is whether those students who felt that 

they received less than they expected were those with enough 

hours for an Associate's, Bachelor's, or Master's Degree. 

Question eighty-one was another comparison question. 

Forty students (29.2 percent) felt that compared to other 
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teachers at Tarrant County Junior College, Mid-Management 

instructors were among the best. Another forty (29.2 

percent) felt that their Mid-Management instructors were 

above average. Forty-six (33.6 percent) felt that they were 

average, five (3.6 percent) felt that they were below average, 

three (2.2 percent) felt that they were among the worst, and 

three failed to respond to this question. Adding the first 

two responses resulted in eighty students (58.4 percent) who 

felt that Mid-Management instructors were among the best or 

above average, while only eight students (5.8 percent) felt 

that they were below average or among the worst they had. 

Approximately one third of the students felt that the Mid-

Management instructors were average, neither better nor 

worse than other teachers encountered at Tarrant County 

Junior College-South. 

Questions eighty-two through eighty-five asked students 

to compare the difficulty of the four Mid-Management courses 

relative to other courses taken at Tarrant County Junior 

College-South. The results obtained indicate that students 

found the "Essentials of Management" course to be the most 

difficult. Twenty-three students (16.8 percent) checked it. 

"Personnel Management" was the next most difficult. Twenty-one 

students (15.3 percent) marked it. "Motivation" was next in 

difficulty with nine (6.6 percent) first place votes, and 

the "Management Seminar" was judged to be the least difficult 
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with only six students (4.4 percent) indicating that it was 

most difficult. It would seem that since between two and 

three times as many students checked the "Essentials" and 

"Personnel" as checked the "Motivation" and "Management 

Seminar"; the "Essentials" and "Personnel" courses need 

attention and possibly some revision. But, results obtained 

from category three, less difficult than other courses, indi-

cated that "Essentials" was also the least difficult m the 

minds of twenty (14.6 percent) of the students, and "Personnel" 

was the least difficult in the opinion of ten (7.3 percent) of 

the students. "Motivation" was judged to be the least difficult 

in the minds of the greatest number of students, twenty-one 

(15.3 percent). Seven students (5.1 percent) felt that the 

"Management Seminar" was the least difficult. One thing is 

clear, these questions need to be changed before another study 

is conducted. 

Sixty-five students (47.4 percent) felt that sixteen 

to twenty people was the best size class for a Mid-Management 

seminar. Thirty-six (26.3 percent) opted for ten to fifteen 

people per class, twenty-one (15.3 percent) selected the 

twenty-one to twenty-five people category, five (3.6 percent) 

chose the less than ten people option, two (1.5 percent) picked 

the more than twenty-five people classification and eight 

(5.8 percent) failed to respond to question eighty-six. 

Question eighty-seven asked how many promotions or 

increases in responsibility students had received since 

entering the Mid-Management program. Seventy-seven students 
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( 5 6 . 2 percent) had received 110 promotions, thirty-three 

(24.1 percent) had received one, seventeen (12.4 percent) 

had received two, seven (5.1 percent) had received three, 

two (1.5 percent) had received four, and one (0.7 percent) 

failed to respond to this question. The total number of 

promotions received by the fifty-nine students who received 

one or more promotions was ninety-six. The average number 

of promotions for those fifty-nine was (1.63 percent). The 

average number of promotions for the group (137 students) 

was slightly less than one per student (0.7 percent). The 

fifty-nine students who received promotions amounted to 

over 40 percent (43.1) of the group (137 students). If the 

total number of promotions (96) is divided by the total 

number of students (137) then it seems that this particular 

semester's students, composed of those in their first, second, 

third, and fourth courses, had a 70 percent chance of being 

promoted. This question seems to be a better question than 

questions forty-one and forty-two were; certainly the results 

obtained were quite different. 

Student Comments Regarding Program 

The last three questions were open-ended questions which 

asked students what they liked most about the Mid-Management 

program, what they liked least, and what they would like 

changed. At least thirty students (21.9 percent) liked the 

seminar approach. Students referred to it as two-way com-

munication, opportunity to discuss managers' problems, class 
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participation in problem solving, involvement in the decision-

making process, ability to discuss personal job decisions 

with others, association with and exchange of ideas from 

others with varied backgrounds, opportunity to discuss case 

problems, insight developed as to a manager's role, or 

opportunity to discuss job-related problems and how manage-

ment theory relates to them. 

Approximately seventeen students (12.4 percent) liked 

the correlation of management thesry with actual practice. 

Respondents expressed it as the instructor's ability to 

relate the textbook to work, the on-the-job project and 

management learning experience, the instructor's co-op call 

on the supervisor at the workplace, the depth of the instruc-

tor:̂  s experience resulting in an ability to help students 

progress on the job, and the job related environment and 

structure of the classroom. 

An estimated twelve (8.8 percent) students liked some 

characteristic about the instructor best. Some called it 

his attitude toward students; others felt that it was his 

concern for them, vthe relaxed atmosphere he created in 

the classroom, or his positive attitude and willingness to 

help students. 

A few students liked the fact that the program had 

changed something about them personally. One felt that it 

had helped him change his attitude toward his work and 

people. Another felt that it had helped him get into 
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management, and still another indicated that it had helped 

him to understand how his supervisor thinks and why he acts 

as he does. 

It was very difficult to categorize the answers given 

to this open-ended question, but it is felt that the four 

broad classifications of seminar approach, correlation of 

management theory and practice, instructors' characteristics, 

and personal benefits from changing, provide one with the 

understanding of what the students liked best about the program. 

Question eighty-nine asked students what they liked 

least about the Mid-Management program. It was also an open-

ended question. Fourteen students (10.2 percent) were 

dissatisfied with the instructors. They expressed it in various 

ways. Four did not like instructors' being late to class. 

Three expressed dissatisfaction with instructors' spending 

too much time on one area and too little time on other areas. 

At least two felt that instructors sometimes came to class 

unprepared. One thought that instructors' explanations were 

vague; another felt that instructors rambled too much. 

Thirteen students (9.5 percent) did not like the textbook 

used for one of the courses. Eight of these negative responses 

concerned the text used in the second course, "Essentials of 

Management," four others concerned the text used in the fourth 

course, "Management Seminar (Policy)," and one felt that 

portions of the text used in the first course were not 

applicable to his job situation. 
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The third largest area of dissatisfaction was testing. 

Seven students (5.1 percent) felt that the tests were too 

long, required too much memory work, or were graded too sub-

jectively. There were also seven students (5.1 percent) in 

the fourth area of dissatisfaction. These seven were unhappy 

with the term project. One felt that the term project was 

very trying; another felt that the term project should not 

be limited to an "employee suggestion" type. Two others 

expressed a desire to substitute either another course or 

on-the-job training activities for the project. 

Five students (3.6 percent) felt that the class period 

was too short. They suggested the addition of a lab in which 

case problems could be discussed at greater length. And, 

in the same general area, three students (2.2 percent) did 

not like the days or hours that classes were offered. One 

felt that Monday, Wednesday, Friday morning classes would 

be better than Tuesday, Thursday morning classes. Another 

felt that an 8:50 to 10:05 p.m. class was too late for a man 

going to work at 6:00 or 7:00 a.m. the next morning. 

Some sources of dissatisfaction mentioned were confusing 

One thought there was too much theory, while another thought 

there was not enough theory. In another area, one felt 

that instructors were not working closely enough with the 

employer; the other felt that they are working too closely 

with the employer (co-.op call) . 
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Others expressed dissatisfaction with only two hours 

of credit for the co-op portion instead of three, with not 

being able to take two Mid-Management seminars in one semester, 

with not being able to take Mid-Management seminars in the 

summer, with the number of students in class, with too few 

individual project presentations, and with having to compete 

for grades with students who were not working full time. 

These areas of dissatisfaction need to be thoughtfully 

examined. First of all, punctuality and instructor preparation 

for class can be remedied. There may be other areas which 

can be changed; however, there are some which cannot be 

changed until action is taken by the Texas Education Agency. 

Fifty-eight students (42.3 percent) responded to this question 

with a "nothing I dislike," "I don't know," "undecided," or 

"no response" comment. 

Again, it was difficult to classify the responses to 

this open-ended question, but it is felt that the four general 

categories of instructors, textbooks, tests, and term projects 

provide the reaider with a sense of what students disliked 

most about the Mid-Management program. 

Question ninety asked students what they would change 

in the Mid-Management program. Fifteen students (10.0 per-

cent) indicated that they would like to be able to substitute 

"Business Law I" for "Accounting II." This had been discussed 

periodically for at least two years prior to completion of 
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the follow-up study, but was still not an option at the 

South Campus. It was noted previously, following question 

sixty-six, that following the study, a lengthy discussion 

held between the members of the Mid-Management Department 

and the Chairman of the Business Division resulted in 

approval of students' requests tx> substitute"Business Law In 

for"Accounting II." 

Thirteen students (9.5 percent) felt that more role 

playing or discussion of cases or studentsj actual problems 

at work would be beneficial. Eleven students (8.0 percent) 

also wanted more flexibility in the choice of electives. 

Specifically, some wanted to add"Supervision," "Human Relations," 

"Cost Accounting,H"Managerial Accounting"Business Correspon-

dence jf "English" or "Photography" instead of "Reading "Speech," 

and"Marketing." 

Six (4.4 percent) stated that better organization, 

closer adherance to the textbook, or course outline by 

instructors was desirable. Five others (3.6 percent) 

indicated their desire for more flexibility in the term pro-

ject. 

The remaining responses were so varied that classifi-

cation was almost impossible. Some wanted the"Health Con-

cepts" course deleted from the program, others wanted objective 

tests changed to essay tests, and one wanted more 

instructor contact with his supervisor. Once again a number 

indicated that they would like the 8:50-10:05 p.m. classes 
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moved to an earlier hour, and they would like to see the "Essen-

tials of Management" textbook changed. It was mentioned in 

question eighty-nine that the "Essentials of Management" text 

was changed in the fall of 1976. In addition, two 8:50-

10:05 p.m. classes were changed to 6:00 p.m. and 7:25 p.m. in 

the spring of 1977. 

It seems significant once again that fifty-nine students 

(43.1 percent) responded to this question on suggested changes 

with comments such as "O.K. as it is," "Meaningful as is," 

"None," "Nothing," and "No Change" as well as "Undecided" 

and "No Comment." 

The five general areas indicated by question ninety as 

deserving attention were substitution of "Business Law I" for 

"Accounting II," increased student involvement via role playing 

and discussion of actual case problems, greater latitude in 

the choice of electives, improved performance by instructors 

in classroom organization, and more flexibility in the selection 

and execution of the term project. The students' points are 

well taken, and strong consideration should be given to 

implementing changes in each of these areas of concern. 

Summary 

Establishment of a current Mid-Management student pro-

file revealed that he was a thirty-five-year-old married 

male with two children who had spent some time in the armed 

forces and had been with his present employer over five 
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years, Typically, he was working forty hours a week for a 

manufacturer, a public utility, a bank, a retail sales 

organization, or a government agency which did not reimburse 

him for education expenses. He was earning more than $220.00 

per week, over $11,500.00 per year, when he entered the Mid-

Management program, and he now averages more than $13,200.00 

annually, $250.00 weekly. His earnings have increased over 

$1,700.00 since he entered the program. 

He saw himself as a more confident, more competent 

person who is better able to get along with others now than 

before he entered the Mid-Management program. The probability 

of his boss' asking what he thought about a problem or its 

solution were about 40 percent better now than before, but 

the likelihood that his fellow workers would ask were almost 

50 percent better. 

On an aggregative basis, over 70 percent of the current 

students were sure that their management training was valuable, 

Almost 60 percent were certain that their job-related projects 

had helped improve their performance on the job, and that 

the job-related projects were a good way for their employers 

to evaluate their performance on the job. They found them-

selves on the horns of a dilemma regarding the term project 

evaluation system. Thirty-two percent of them wanted to 

change it while 31 percent did not, and another 30 percent 

did not know what they wanted. They felt strongly that the 

term project question needed further investigation. 
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The probability that their employers would cooperate with 

and support them in their on-the-job management training 

activities were almost 80 percent, and the probability was 

nearly 70 percent in favor of their management instructors 

being able to work effectively with them and their employers 

on the job. They were over 7 5 percent sure that the job-

related projects were a valuable learning experience, and the 

likelihood was better than four out of five that they would 

be able to relate classroom material studied directly to 

their jobs. They could be assured that two times out of three 

they would have an instructor with whom they felt they could 

discuss problems on the job. 

The probability that the current student had been pro-

moted since beginning the program, including present and 

past employers, was almost 20 percent. The probability that 

he would receive significant increases in responsibility with-

out being officially promoted were nearly 20 percent. Almost 

twice as many current students expected to be promoted in the 

next twelve months as had actually been promoted in the past. 

The likelihood of the current student's having attended 

another college prior to coming to T.C.J.C-South was almost 40 

percent; probability was approximately one in five that he 

was planning to attend a four-year college upon completion 

of the Mid-Management program. There was almost a 20 percent 

probability that he was planning to pursue a second degree 
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at T.C.J.C., and a slightly more than 20 percent chance that 

he was not planning to attend a four-year college. 

Slightly over 20 percent of the current students were 

attending day classes, while almost 70 percent were enrolled 

in the evening sessions. Approximately one fourth of the 

current students were enrolled for six hours, almost one 

third were enrolled for nine hours, and slightly more than 

one third were enrolled for twelve hours. Almost 50 percent 

of the current students had completed more than forty-eight 

hours of college work. 

Almost one third of the current students were completing 

the first course; slightly more than a third were completing 

the second course. More than a fourth were completing the 

third course, and more than 10 percent were completing the 

fourth course. Students seemed to feel that the"Motivation 

Seminar"was the most valuable course and that"Essentials of 

Management"was the least valuable one. 

The current students who ranked fifteen subject areas 

in the order of their importance found"Motivation"to be the 

most valuable. It was followed by"Communications" "Management 

by Obj ectives * "Case Studies J lvLine and Staff Authorityand 

several other subjects. 

Over four fifths of the current students felt that the 

program was successfully developing qualified managers, and 

three fourths of them felt that their Mid-Management instruc-

tors created a challenging learning environment in the 
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classroom. Eighty-five percent of them felt that their 

instructors were able to relate the theory of management 

to the practical world of work. 

Roughly nine of ten current students would or had 

recommended the Mid-Management program to others, and almost 

as many felt that they had ample opportunity to discuss 

subjects studied in class. Four of five felt that instruc-

tors were available before and after class for discussion 

of subject areas which the student wished to explore further, 

and almost the same number felt that opportunity for maxi-

mum student intellectual development was afforded. 

More than eight of ten students felt that their Mid-

Management instructors had enough experience in business to 

be good management teachers, and more than seven of ten 

indicated that student comments regarding the Mid-Management 

program were positive comments. Almost two thirds of the 

current students felt that the addition of a Mid-Management 

banquet would be a worthwhile activity. 

The humanity of current students was revealed when 

almost 60 percent indicated that they would like to be 

able to substitute other business courses for the on-the-

job training courses, after more than 70 percent of them had 

indicated earlier that they felt that the training courses 

were a valuable part of the program. It seems that "they 

wanted to have their cake, and eat it too." 

More than one fourth of the students had not completed 

any college hours at the time of entry, but 6 percent had 
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completed enough hours (65) to qualify for an Associate 

Degree, another 6 percent had completed enough hours (130) 

to qualify for a Bachelor's Degree, and over 2 percent had 

completed enough hours (160) to qualify for a Master's 

Degree. 

Over half of the current students felt that they had 

received either more than or far more than they expected 

from the program, and in excess of 40 percent more received 

about what they had expected. Almost 60 percent felt that 

compared to other teachers at Tarrant County Junior College 

their Mid-Management instructors were either among the best 

or above average. Another third thought they were average. 

One sixth of the students found the "Essentials of 

Management" course more difficult than other courses taken 

at T.C.J.C.-South, and almost as many found "Personnel" to 

be more difficult than other courses. 

It was the opinion of nearly half of the current students 

that sixteen to twenty students was the best size class, and 

another fourth of them opted for ten to fifteen students per 

class. 

While over half of the current students had received 

no promotions or increases in responsibility, one fourth 

had received one, one eighth had received two, one twentieth 

had received three, and almost 2 percent had received four 

promotions or increases in responsibility. Dividing the 



82 

total number of promotions by the total number of students 

resulted in a 7 0 percent chance of promotion for that particu-

lar semester's students. 

Students liked the seminar approach, the correlation 

of management theory with practice, the helpful attitude 

and concern shown by instructors, and the individual bene-

fits derived from personal changes. 

Students disliked the disregard for punctuality and 

class preparation evidenced by some instructors, and certain 

textbooks, especially the"Essentials of Management"text. 

They felt that there were too many tests and that the 

tests should be of the essay or case-problem type instead 

of the objective type. Additionally, some felt that the term 

project was too limited in scope and wanted greater flexi-

bility incorporated into it. 

Finally, on changes, students wanted to change the 

"Accounting II"requirement to allow for the substitution of 

"Business Law I." They felt the need for increased student 

involvement via role playing and discussion of actual case 

problems. They wanted greater latitude in the choice of 

electives, improved performance by instructors in classroom 

organization, and once again, more flexibility in the selection 

and execution of the term project. 

From the myriad of information in Chapter III, the fact 

that current students had increased their average earnings 

by more than $1,700.00 since entering the program, even after 
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allowance was made for inflation, this increase seemed 

significant. The fact that three fourths (60 to 80 percent) 

of them saw themselves with an enhanced self-image and greater 

self-confidence seemed important. Additionally, while over 

half the students had received no promotions or increases 

in responsibility, the fact that those who did receive them 

received enough to average out to a 70 percent probability 

for promotion for all of them seemed outstanding. It must 

be recognized that factors other than the Mid-Management 

program probably have contributed both to salary increases 

and promotions. 

The decrease in the number of veterans in the program, 

the need to change the textbook in "Essentials of Management," 

the desire for greater flexibility in the selection and execu-

tion of the term project, the desire for a Mid-Management 

banquet and other information obtained from the current 

student questionnaires were helpful. The increased earnings 

and improved promotional opportunities and the enhancement 

of self-image and self-confidence, encouraging outcomes from 

the program, seem to have already been demonstrated. 



CHAPTER IV 

GRADUATE EVALUATION OF THE MID-MANAGEMENT PROGRAM 

Dates oil graduates of the Mid-Management program was 

obtained in order to give the study a historical view of the 

program. This information was collected to determine which 

aspects of the program graduates felt should be changed as 

well as which portions of the program should not be altered. 

The letter, questionnaire and the information compiled on 

graduates is in Appendix B. 

Personal Characteristics 

As in Chapter III on current students, a profile of 

graduates was sought as well as increases in earnings, pro-

motions, and changes in the self-image of each. 

The typical Mid-Management graduate was between thirty-

three and thirty-four (33.6) years of age. The significance 

is not yet clear, but it was interesting to note that graduates 

on the average were a year younger than current students. 

Three graduates (4.8 percent) were between twenty-one and 

twenty-five years old, seventeen (27.0 percent) were between 

twenty-six and thirty, twenty (31.7 percent) were between 

thirty-one and thirty-five, fifteen (23.8 percent) were between 

thirty-six and forty, and eight (12.7 percent) were between 

forty-one and fifty-five. The probability was approximately 

84 
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nine out of ten that he was a male. The split was fifty-eight 

males (92.1 percent) and five females (7.9 percent). 

Forty-six graduates (73.0 percent) received V.A. benefits, 

while fifteen (23.8 percent) did not. Two graduates (3.2 per-

cent) failed to answer question three. It was interesting to 

note that while 73 percent of the graduates who returned the 

questionnaire received V.A. benefits, only 65 percent of the 

current students were receiving V.A. benefits. This eight-

point decrease in the percentage of those receiving benefits 

seemed to be indicative of a downward trend in both the 

number and percentage of those receiving benefits. 

Earnings Before and After 

Question four asked graduates the approximate amount of 

their earnings at the time they entered the Mid-Management 

program. Six graduates (9.5 percent) indicated that their 

weekly earnings were between $51 and $100. Nine (14.3 per-

cent) were in the $101 to $150 category. Twenty-three (36.5 

percent) were in the $151-$200 group. Twelve (19.0 percent) 

were earning between $201 and $250. Two graduates (3.2 per-

cent) were in each of the next two classifications, $251 to 

$300, and $301 to $350. One (1.5 percent) were in the $351 

to $400 bracket, and eight graduates (12.7 percent) failed 

to respond to question four. 

The average weekly earnings at the time of entering the 

program for all sixty-three graduates were $156.75 when earnings 
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were bracketed for graduates as they were for current students, 

but when the actual entry earnings of graduates were computed, 

the average was $160.57 weekly. The weekly average for only 

those fifty-five who responded to this portion of the ques-

tionnaire was $179.55 by brackets, $183.93 by computation. 

(See Table I.) 

Both figures are significantly less than those for cur-

rent students covered in Chapter III. The $179.55 figure is 

$42.69 (19.2 percent) less than the $222.24 reported for 

current students at the time of entering the program. 

The average annual entry earnings for all sixty-three 

graduates were $8,312.06 by computation, and $8,151.00 by 

brackets. For the fifty-five who answered this part of 

question four, the annual entry earnings' average was 

$9,521.09 when computed, but $9,336.60 by brackets. The 

comparable figure for current students was $11,556.48. Thus, 

current students were earning $2,035.39 (21.4 percent) more 

than graduates at the time of entry into the Mid-Management 

program. 

Question five asked graduates the approximate amount of 

their earnings at present. The average for all graduates 

was $252.38 per week when present earnings were bracketed, 

but $265.77 weekly when computed. The present earnings 

average for the fifty-six who responded to this question was 

$283.93 by brackets, and $298.99 by computation. The differ-

ences, $13.39 for the groups of sixty-three and $15.06 for the 
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groups of fifty-six, were explainable for the most part by 

the fact that four graduates were earning considerably more 

than $450.00 per week, and by the fact that the computed 

averages dealt with students' actual earning while the 

brackets did not. 

The present annual earnings average for all graduates 

was $13,123.76 by brackets, and $13,827.21 by computation. 

The average for the fifty-six who answered this portion of 

question five was $14,764.36 by brackets, versus $15,555.61 

when computed. 

The average weekly increase of graduates' present earnings 

over entry earnings was $115.06 (62.6 percent). The average 

annual increase of graduates' present earnings over entry 

earnings was $6,034.52 (63.4 percent). These figures, even 

after allowances for inflation and zero to six year differ-

ences in time, seem quite significant. 

It is difficult to compare the average earnings increase 

for current students of $33.06 (14.9 percent) with the average 

earnings increase for graduates of $115.06 (62.6 percent) 

because of the difference in the greater time and experience 

factor in favor of the graduates. The average annual earnings 

increase for current students was $1,719.12, but for graduates 

it was $6,034. 52. 

Two graduates who entered the program earning $17,000.00 

and $18,000.00 respectively were earning $30,000.00 and 

$52,000.00 respectively at the time they returned the 
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questionnaire. Another said he had jumped from $7,000.00 to 

$19,000.00 in his before and after comparison of earnings. 

All sixty-three students who returned graduate question-

naires indicated that they had in fact completed an A.A.S. 

Degree in Mid-Management. 

Education Status 

Question seven inquired about graduate progress toward 

a Bachelor's Degree. Two students (3.2 percent) had completed 

requirements for a Bachelor's Degree, one at Texas Wesleyan 

College, Fort Worth, Texas, and one at the University of 

Texas at Arlington. Twenty-two graduates (34.9 percent) 

were pursuing a Bachelor's Degree. Seven of these were talcing 

courses at the University of Texas, Arlington, twelve were at 

Texas Wesleyan, one was at the University of Texas, Austin, 

one was at North Texas State, Denton, Texas, and one was at 

Southern Technical College, Marietta, Georgia. 

Twenty-five graduates (39.7 percent) indicated that 

they were not working on a Bachelor's Degree at this time, 

but planned to in the future. Ten graduates (15.9 percent) 

were not working on a Bachelor's Degree and did not plan to 

do so in the future. One graduate (1.6 percent) had a 

Bachelor's Degree when he entered the Mid-Management program 

(an accounting major from Texas Christian University). One 

graduate (1.6 percent) had a Master's Degree (a Bachelor of 

Arts Degree from Baylor University and a Master's of Divinity 
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Degree from Southwestern Baptist Theological Seminary). Two 

graduates (3.2 percent) did not check any response on this 

question. 

Employment Status 

Question eight asked graduates where they were presently 

employed. Tabulation of the responses to this question was 

difficult. Six graduates were employed by the United States 

Postal Service, five were at Vought Corporation (L.T.V.), 

four were at International Business Machines (I.B.M.), 

three were at Bell Helicopter, and there were two graduates 

at each of the following places of employment: General 

Dynamics, Miller Brewing, Lone Star Gas, Texas Electric 

Service Company, and Texas Department of Public Welfare. 

Four were self-employed and two were unemployed or on lay-

off at the time the survey was conducted. The other twenty-

nine employers who had one graduate each were: Xerox, 

Republic National Bank (Dallas), First National Bank (Fort 

Worth), W. H. Dean and Associates, Gibson's (Cleburne), 

United States Corp of Engineers, United States Department 

of Agriculture-Soil Conservation Service, United States 

Air Force (Carswell), Army-Air Force Exchange, Tarrant 

County-Tax Assessor's Office, General Motor's Assembly Plant, 

Fort Worth and Denver Railway, Buddies' Super-Markets, 

Continental Baking, Mrs. Baird's Bakery, Price Candy Company 

(Dillard's Restaurant), Bekin's Van and Storage, Southcliff 
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Baptist Church (business manager), Eagle Plumbing, Gearhart-

Owen, Arbrook Division of Johnson and Johnson, Farm and 

Home Savings and Loan, Bell and Howell (Marietta, Georgia), 

All Saints' Hospital-Lab, Lerner Shops, Bell Telephone, 

Pepsico, and Sears' Service. 

A glance at graduates' places of employment reflects 

the fact that Tarrant County Junior College has an open-

door policy toward the admission of students. In only six 

years, the South Campus and its Mid-Management Department 

have been able to make a contribution to virtually every 

segment of both the public and private sectors of the Fort 

Worth-Dallas Metroplex area's economy. 

A second part of question eight asked graduates how 

long they had been with their present employer. Six grad-

uates (9.5 percent) had been there less than one year. Four 

(6.3 percent) had been there between one and two years. The 

same number and percentage were in the two- to three-year 

bracket. Six (9.5 percent) once again fell in the three- to 

four-year category, and four (6.3 percent) in the four- to 

five-year category, and four (6.3 percent) in the four- to 

five-year classification. Five (7.9 percent) were in the 

five- to six-year range, and four (6.3 percent) again were 

in both the six- to seven-year and seven- to eight-year groups. 

Only one (1.6 percent) was in the eight- to nine-year bracket, 

but five (7.9 percent) were in the one for nine- to ten-years. 

Four (6.3 percent) were in the ten- to eleven-year category. 
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Three graduates (4.8 percent) had been with their employer 

between eleven and twelve years. The same number and 

percentage were in the thirteen- to fourteen-year cate-

gory. 

One more (1.6 percent) was in the fourteen- to fifteen-

year classification, and two each (3.2 percent) were in the 

fifteen- to sixteen- and sixteen- to seventeen-year categories 

The seventeen- to eighteen-, nineteen- to twenty-, and 

twenty-three- to twenty-four-year brackets claimed one 

graduate each (1.6 percent). Two graduates (3.2 percent) 

were unemployed at the time of the survey. 

The typical Mid-Management graduate had been with his 

employer over seven years (7.4). For current students 

this period was less than six years. 

The third part of question eight asked graduates to 

list their job title and responsibilities. From this 

information it was determined that thirty-three graduates 

(52.4 percent) were performing in supervisory/managerial 

capacities. Twenty-seven (42.9 percent) were carrying out 

non-supervisory/managerial responsibilities. Three (4.8 

percent) did not answer this question. 

Question nine asked graduates about any changes in their 

job responsibilities since completing the Mid-Management 

program. Twenty-three (36.5 percent) had been officially 

promoted. Twelve (19.0 percent) had experienced significant 

increases in responsibility without being officially promoted. 
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Two (3.2 percent) had been transferred to new responsibilities 

on the same organizational level. Nine (14,3 percent) had 

joined a new employer to take a job which they considered a 

promotion. One (1.6 percent) had joined a new employer to 

take a job which they considered equal to the one they had. 

Fifteen (23.8 percent) had no change in their job responsi-

bilities. No graduates felt that their job'responsibilities 

had been reduced, but one (1.6 percent) failed to respond to 

question nine. Combining responses one and four resulted in 

thirty-two graduates (50.8 percent) who either had been or 

felt that they had been promoted since entering the program. 

Comparison of the same responses on question forty-one from 

current students revealed that only twenty-six (19.0 percent) 

of them had been, or felt that they had been, promoted. (See 

Table II.) 

TABLE II 

PROMOTIONS 

Item Current Students Graduates Item 
Number Percent Number Percent 

Officially Promoted 16 11.7 23 36. 5 
Responsibility Incr. Only 25 18.2 12 19.0 
Transferred--Same Level 12 8.8 2 3.2 
New Employer = Job Prom. 10 7.3 9 14.3 
New Employer = Job Equal 4 2.9 1 1.6 
No Change in Responsibility 40 29 . 2 15 23.8 
Responsibility Deer. 3 2.2 0 0.0 
No Response 27 19.7 1 1.6 

Total 137 100.0 63 100.0 
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Evaluation of Courses and Entrant Graduate Ratio 

Question ten asked graduates to evaluate the four Mid-

Management courses. Fourteen of them (22.2 percent) felt 

that the "Motivation Seminar" was the most valuable, four 

(6.3 percent) checked "Essentials of Management," twelve 

(19.0 percent) opted for "Personal Management," and thirteen 

(20.6 percent) indicated that in their opinion the "Manage-

ment Seminar" was the most valuable. Twenty graduates (31.7 

percent) did not make a positive response on any of the 

four courses. On the negative side, twelve graduates (19.0 

percent) checked the "Motivation Seminar" as least valuable, 

ten (15.9 percent) felt that the "Essentials of Management" 

was least valuable, eleven (17.5 percent) indicated that 

"Personnel Management" was least valuable, and eight (12.7 

percent) opted for the "Management Seminar" as least 

valuable. Twenty-two graduates (34.9 percent) failed to 

mark a negative response beside any of the four courses. 

In summary, the "Motivation Seminar (I)" was most 

valuable, closely followed by the "Management Seminar (IV)" 

and "Personnel Management (III)." "Essentials of Management 

(II)" was in last place with thirteen points less than 

"Personnel." It was somewhat confusing to find that 

"Motivation (I)" was also the least valuable, followed 

closely by "Personnel (III)," "Essentials (II)," and "Man-

agement (IV)'," which was only three points below "Essentials 

(II)." It seems clear that this question needs to be revised, 
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perhaps by asking graduates to rank the four management 

courses on a one, two, three, four basis of value. 

Question eleven asked graduates to indicate the semester 

in which they took each of the "Management Seminars." It was 

very difficult to tabulate the responses to this question. In 

future studies, asking graduates to identify the semester in 

which they took their first Mid-Management course and the 

semester in which they took their last one should provide 

the information desired without creating a tabulation problem. 

From the responses given, it was determined that seven grad-

uates (11.1 percent) took their first Mid-Management course 

in the fall of 1971. The same number and percentage took 

their first course in the spring of 197 2. Ten (15.9 percent) 

began in the fall of 1972. Eight (12.7 percent) started in 

the spring of 1973, the fall of 1973, and the spring of 1974. 

Four (6.3 percent) began in the fall of 1974, and only one 

graduate indicated that he took his first course in the spring 

of 1975. Ten (15.9 percent) could not remember when they took 

their first course and did not respond to question eleven. 

Considering the fact that there were approximately 

sixty students the first semester, seventy-five the second, 

eighty the third, one hundred the fourth, one hundred twenty 

the fifth, and one hundred forty the sixth and seventh, but 

only seventy-nine graduates at the end of the tenth semester, 

the Mid-Management completion ratio is not more than 10 or 
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11 percent. This seems quite low for a two-year program, 

and identifies this area of the program as one needing 

attention and the development of steps leading to improve-

ment. Perhaps more careful screening of applicants and/or 

the addition of a test for managerial potential to the 

present application procedures would improve the completion 

ratio. 

Instructor Productivity 

Question twelve requested that graduates indicate the 

instructors they had for each of the four Mid-Management 

courses. Forty-five of the graduates had Instructor A for 

course I, nine had him for course II, two had him for course 

III, and six had him for course IV. Seven graduates had 

Instructor B for the course I, twenty-five had him for course 

II, fourteen were with him for course III, and thirty-four 

were in his classes for course IV. Instructor C had three 

of the graduates in the first course, sixteen in the second, 

thirteen in the third, and nine in the fourth course. One 

graduate had instructor D for course I, six had him for 

course II, one had him for course III, and eight had him for 

course IV. Part-time Instructor E taught twenty-one graduates 

the number III course, and part-time Instructor F taught 

five of the graduates course III. 

An "Other" category of instructors taught three graduates 

course I, six graduates course II, three graduates course III, 

and two graduates course IV. There were fifteen who did not 
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respond to question twelve. The only conclusion drawn from 

analysis of this question is that Instructor B has taught 

eighteen more courses to graduates of the program than his 

nearest colleague, Instructor A, in apite of the fact that 

he has taught one less semester than A. 

Suggested Program Changes 

Question thirteen was an open-ended question which asked 

graduates to list any courses which they felt should be added 

to or deleted from the Mid-Management curriculum. Responses 

were quite varied. Eight graduates wanted to add "Business 

Law I" and delete "Accounting II." Six suggested that 

"Marketing" be added. Six more recommended the addition 

of a "Speech" class. Four felt the need for a course in 

"Finance," and four others opted for a "Human Relations" 

course. Two wanted "Business Law II" added, and two more 

wanted a "Labor Relations" course. Two also felt that the 

addition of a course on "Basic Supervision" would be helpful. 

Only one graduate response was tallied for each of the fol-

lowing: "Managerial Accounting," "Office Management," 

"Production Management," "Statistics," "College Algebra," 

a transferable math course, "Business Communications," 

"Salesmanship," field trips, and "Political Science." 

In addition to the "Accounting II" mentioned in the 

preceding paragraph, three graduates wanted "Business Math" 

deleted. Three more wanted "Health Concepts" taken from the 



98 

curriculum. Two graduates each registered a desire to see 

"Accounting I," "Introduction to Psychology," and "Marketing" 

dropped from the requirements. The following courses each 

received only one response favoring their deletion: "Economics 

I," "English Composition I and II," "Motivation," and "Person-

nel" (possibly). 

Changes in Self-image and Self-Confidence 

Questions fourteen through nineteen requested that grad-

uates evaluate changes in their self-image and self-confidence. 

Eighteen graduates (28.6 percent) agreed strongly with the 

statement "My self-image has changed since entering the Mid-

Management prgoram." Thirty-seven (58.7 percent) agreed with 

it, seven (11.1 percent) were undecided about it and only one 

(1.6 percent) disagreed with the statement in question four-

teen. Combining the first two responses resulted in fifty-

five graduates (87.3 percent) who felt positively about the 

change in their self-image. 

Twenty-two graduates (34.9 percent) were in strong agree-

ment with the statement, "I see myself as a better person," 

better able to handle my job and better able to get along 

with others since entering the Mid-Management program." 

Thirty-four (54.0 percent) were in agreement with this 

statement, six (9.5 percent) were undecided, and once again 

one graduate (1.6 percent) disagreed with the statement. 

Addition of responses one and two resulted in fifty-six 
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graduates (88.9 percent) who felt that the change in their 

self-image had been favorable. 

The statement in number sixteen was, "My self-confidence 

has changed since entering the Mid-Management program." 

Twenty graduates (31.7 percent) agreed strongly with the 

statement, thirty-eight (60.3 percent) agreed, two (3.2 

percent) were undecided, but three (4.8 percent) disagreed 

with it. The first two positive responses totaled fifty-

eight graduates (92.0 percent) of the sixty-three who 

returned questionnaires. 

Question seventeen asked graduates how they felt about 

the statement, "My self-confidence has increased significantly 

since entering the Mid-Management program." Nineteen grad-

uates (30.2 percent) were in strong agreement with this 

statement, thirty-four (54.0 percent) agreed with it, four 

(6.3 percent) were undecided, and six (9.5 percent) disagreed. 

The total positive responses numbered fifty-three (84.2 

percent). 

On question eighteen only five graduates (7.9 percent) 

were in strong agreement with the statement, "My superior 

asks 'What I think?' about a problem or the solution to a 

problem more often now than before I entered the Mid-

Management program." Twenty-seven (42.9 percent) agreed 

with the statement, eighteen (28.6 percent) were undecided, 

nine (14.3 percent) disagreed, and one (1.6 percent) dis-

agreed strongly with this statement. The total positive 
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responses on this question dropped to only thirty-two (50.8 

percent), while the total negative responses climbed to ten 

(15.9 percent). 

Question nineteen asked graduates to respond to the 

statement, "My fellow employees and/or fellow supervisors 

ask 'What I think?' about a problem more often now than 

before I entered the Mid-Management program." Only four 

(6.3 percent) felt that they could agree strongly with this 

statement, twenty-eight more (44.4 percent) felt that they 

could agree with it, twenty (31.7 percent) were undecided 

about it, but six (9.5 percent) disagreed and one (1.6 per-

cent) disagreed strongly with it. Combining the responses 

reveals that slightly over half of the graduates, thirty-

two (50.7 percent) felt positively about this question and 

seven (11.1 percent) felt negatively regarding it. 

The results from questions sixteen through nineteen 

closely parallel those obtained from questions twenty-six 

through thirty-one in Chapter III about Current Students, 

except graduates felt more strongly positive about each of 

the six questions than the current students did. The range 

varied from a low of 4.0 percent greater on question nine-

teen than thirty-one to a high of 21.5 percent greater on 

question seventeen than twenty-nine. The six-question aver-

age was 11.9 percent greater for graduates' positive responses 

than for those of the current students. (See Table III.) 
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The question raised in Chapter III on numbers thirty 

and thirty-one is applicable to the comparable questions 

eighteen and nineteen in Chapter IV. Is one's superior or 

fellow worker supposed to ask what a subordinate or fellow 

employee thinks about a problem or solution to a problem 

more often after involvement in the Mid-Management program 

than before involvement? 

Value of Management Training, Job-Related 
Projects, and Coordination 

The next nine questions, twenty through twenty-eight, 

were designed to elicit graduates' opinions regarding the 

on-the-job portion of the Mid-Management program. Twenty-

three graduates (36.5 percent) indicated that they felt 

quite strongly about the value of the "on-the job Mid-

Management training courses." Thirty more (47.6 percent) 

agreed that they were "a valuable part of the Mid-Management 

program." Eight (12.7 percent) were undecided, and two (3.2 

percent) felt that they were not a valuable part of the 

program. Combining the first two items resulted in a total 

of fifty-three (84.1 percent) positive responses on question 

twenty. 

Question twenty-one produced sixteen (25.4 percent) 

graduates who agreed strongly with the statement, "The 

process of establishing job-related projects has helped me 

to improve my performance on the job." Another thirty-eight 
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(60.3 percent) agreed with the statement, five (7.9 percent) 

were undecided, three (4.8 percent) disagreed with it and one 

(1.6 percent) failed to answer this question. The total 

number of positive responses was fifty-four (85.7 percent). 

Eleven graduates (17.5 percent) agreed strongly that 

"the process of establishing job-related projects was a 

good way for their employer to evaluate their performance 

on the job." Thirty additional graduates (47.6 percent) 

agreed with the statement, eleven (17.5 percent) were 

undecided, seven (11.1 percent) disagreed with it, and 

four (6.3 percent) did not respond to question twenty-two. 

Adding the first responses resulted in forty-one (65.1 per-

cent) positive responses. 

Question twenty-three asked graduates whether they 

preferred that their employer use some other system than 

the term-project plan and evaluation currently being used 

to rate their performance on the job. Only four of them 

(6.3 percent) strongly favored some other system, twelve 

(19.0 percent) were in favor of using some other system, 

twenty-one (33.3 percent) were undecided, twenty (31.7 

percent) were not in favor of changing the system now being 

used, three (4.8 percent) disagreed strongly with the idea 

of changing the current system, and three (4.8 percent) 

registered no response on this question. It was encouraging 

to note that twenty-three graduates (36.5 percent) felt that 

the present system should not be changed. The sixteen (25.3 
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percent) who felt that it should be changed can perhaps be 

accommodated by more of a management-by-objectives approach. 

The statement in number twenty-four, "My employer has 

been cooperative with, and supportive of me in my on-the-

job training activities," was strongly agreed with by 

seventeen (27.0 percent) graduates, agreed with by thirty-

four more (54.0 percent), undecided upon by two (3.2 percent) 

disagreed with by five (7.9 percent) strongly disagreed with 

by one (1.6 percent) and not responded to by four (6.3 per-

cent) . The total positive responses for question twenty-

four numbered fifty-one (81.0 percent). 

Question twenty-five asked graduates whether they felt 

that their Mid-Management instructor had been effective in 

working with them and their employers to facilitate their 

on-the-job learning experiences. Twenty-two (34.9 percent) 

agreed strongly that their instructors had been effective, 

thirty-one others (49.2 percent) registered their agreement, 

seven (11.1 percent) were undecided, two (3.2 percent) dis-

agreed and one (1.6 percent) did not answer this question. 

A total of fifty-three (84.1 percent) positive responses 

was obtained by adding the first two. 

Eighteen graduates (28.6 percent) agreed strongly that 

the job-related projects developed for the training portion 

of the program were a valuable learning experience. Thirty-

eight more (60.3 percent) agreed with the eighteen but not 

as strongly. Five (7.9 percent) were undecided, and two (3.2 
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percent) disagreed. The first two numbers o£ positive responses 

on question twenty-six totaled fifty-six (88.9 percent). 

Twenty-five graduates (39.7 percent) indicated by strong 

agreement that they had been able to relate material studied 

in the "Management Seminars" directly to their jobs. An ad-

ditional thirty-four (54.0 percent) agreed with them, two (3.2 

percent) could not decide, one (1.6 percent) felt that he was 

unable to relate seminar information to his job, and one (1.6 

percent) did not check any response on question twenty-seven. 

The total positive responses was fifty-nine (93.7 percent). 

Question twenty-eight contained the statement, "I con-

sidered my Mid-Management instructor to be a knowledgeable 

person with whom I could discuss problems relating to my 

job." Fifty-six (88.9 percent) agreed with this statement, 

three (4.8 percent) disagreed, three (4,8 percent) were 

undecided, and one (1.6 percent) did not respond to this 

question. 

In summary, the comparison of these nine questions, 

twenty through twenty-eight, with those from Chapter III, 

thirty-two through forty, reveals only one difference in 

positive-negative direction of the two sets of questions. 

The magnitude ranges from a low of 1.4 percent on questions 

twenty-four (81.0 percent) and thirty-six (79.6 percent) , 

employer cooperation and support, to a high of 28.0 percent 

between questions twenty-one (85.7 percent) and thirty-three 

(57.7 percent), job-related projects improve job performance. 
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Just as in the comparison of questions fourteen through nine-

teen with the comparable questions from Chapter III, the 

graduates were more positive regarding the program than the 

current students. For the nine questions graduates were on 

the average 11.1 percent more supportive. (See Table IV.) 

The one difference involved comparison of questions 

twenty-three and thirty-five. Current students in Chapter 

III favored changing the term-project plan and evaluation 

by a margin of 1.5 percent (32.1 to 30.6). Graduates, on 

the other hand, were against changing the present system 

by a margin of 11.2 percent (36.5 to 2 5.3). Even with this 

vote of confidence from graduates, it seems that some kind 

of alternative to the term-project plan and evaluation is 

needed. 

Effectiveness of Program and Instructors 

On question twenty-nine, fifty-seven graduates (90.5 

percent) felt that their Mid-Management instructors created 

a challenging learning environment in the classroom. Only 

two (3.2 percent) felt that they did not, The breakdown 

on question twenty-nine shows that fifteen (23.8 percent) 

strongly agreed, forty-two (66.7 percent) agreed, two (3.2 

percent) disagreed, and four (6.3 percent) were undecided. 

In question thirty, graduates were asked whether they 

felt that "their Mid-Management instructors were able to 

relate the theory of management to the real world of work." 
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Nineteen graduates (30.2 percent were very favorable, forty 

(63.5 percent) were favorable, two (3.2 percent) were un-

favorable, one (1.6 percent) were undecided, and one (1.6 

percent) did not respond to this question. Total positive 

responses numbered fifty-nine (93.7 percent). 

Fifty-nine (93.6 percent) of the graduates have recom-

mended the Mid-Management program to others who need it. 

Twenty-one (33.3 percent) have strongly recommended it, 

thirty-eight (60.3 percent) have recommended it, three (4.8 

percent) were undecided. No one failed to recommend it, and 

only one (1.6 percent) did not register any response on 

question thirty-one. 

Question thirty-two queried graduates concerning "Mid-

Management instructors' counseling with their students regard-

ing any subjects which they wished to explore further." 

Eighteen (28.6 percent) were in strong agreement with the 

statement, forty more (63.5 percent) were simply in agreement 

with it, only one (1.6 percent) felt that instructors failed 

to counsel with their students, three (4.8 percent) could not 

decide, and one (1.6 percent) did not check any of the 

responses. Positive responses totaled fifty-eight (92.1 

percent). 

Twenty-nine graduates (46.1 percent) felt that "they 

should be able to substitute other courses in business for 

the on-the-job training courses, and eighteen (28.5 percent) 

were against substitutions. A recap of the responses to 
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this revealed ten graduates (15.9 percent) who felt strongly 

in favor of substitutions, nineteen (30.2 percent) who were 

simply in favor of substitutions, twelve (19.0 percent) who 

were against substitutions, six (9.5 percent) who were 

strongly against substitutions, and sixteen (25.4 percent) 

who were unable to decide one way or the other. 

Economic Value of Projects 

Question thirty-five asked graduates the approximate 

"dollar-savings value of their four term projects." Only 

twenty-one graduates answered this question. The total value 

of their projects was approximately $6,006,500.00. The 

average was $286,023.80 per graduate. This figure divided 

by four, the number of projects per graduate, produces 

$71,505.95 as an average value per project. Since forty-

two of the graduates responded to this question with unknown, 

do not recall, not applicable, or some form of neutral 

response, the $71,505.95 average project valuation may not 

be realistic. The information derived from this question 

needs to be checked against results obtained in future studies, 

or possibly from graduate files containing term-project 

information. 

Question thirty-five requested that graduates describe 

the project which benefited them most, and estimate its 

benefit to the firm and to them. Only four graduates sub-

mitted information which could be tabulated, and it was 
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felt that this sample was too small to be meaningful. In 

general, time, money, increased efficiency, and increased 

production were mentioned as benefits to the firm. Money, 

increased responsibilities, personal pride, a valuable 

learning experience, and promotions were listed as benefits 

to the individual graduates. 

Student Comments Regarding Program 

Questions thirty-six through thirty-eight, like the 

preceding one, were open-ended questions which asked grad-

uates what they "liked best," "liked least," and would "like 

to change" in the Mid-Management program. Fourteen graduates 

liked class discussion of cases, experiences, and on-the-

job problems. Eleven liked the job-related projects, intern-

ship, and co-op visit by the instructor. Ten liked the 

concern, the cooperation, and the "real-world" orientation 

of the instructors. Five liked the learning "process," 

learning "new ideas," and learning "how to manage people." 

Four enjoyed a particular course which they identified. 

Three liked particular instructors whom they named. Two 

liked the atmosphere of openness in the classroom. Two 

also indicated that they "enjoyed it as is." Others liked 

"the challenge of it," what it did for them in terms of 

personal development, personal benefits derived from the 

instructors' knowledge of their jobs, or simply the fact 

that the management courses were geared to middle management. 
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Only six graduates failed to respond to question thirty-

six 

On question thirty-seven, three graduates felt that 

there was not enough class discussion. Three also disliked 

the "Essentials of Management" course, "Accounting II," the 

"Personnel Management" course, and the on-the-job projects. 

Two each disliked teachers' tardiness, a particular instruc-

tor whom they identified, the "Health Concepts" course and 

no field trips. Other things which received undesirable 

mention were: too little time in classes, lack of in-depth 

study, "English Composition I and II," no summer management 

classes, theoretical textbooks, true-false and multiple-

choice type tests, unprepared instructors, limited classes, 

and late night classes (8:15 - 10:05 p.m.). It was en-

couraging to note that twenty-five graduates (39.7 percent) 

indicated that there was nothing they disliked about the 

Mid-Management program. 

Question thirty-eight asked graduates what changes they 

would recommend in the Mid-Management program. Four wanted 

more discussion of cases and problems. Three wanted more 

role playing especially on reprimands and firing. Two each 

wanted to remove the "Essentials of Management" course, add 

more management courses, and add a placement service for 

graduates. Other things mentioned were more in-depth study, 

increased flexibility on the term project, shifting late 

night classes to an earlier time, adding "Business Law," 
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Marketing," "Finance," "Business and Professional Speaking," 

and Statistics." Still others suggested more on production 

management, more emphasis on women in management, change 

from objective to essay-type tests, drop "Accounting II," 

delete "Health Concepts," use several textbooks instead of 

one, add two field trips, have more guest speakers, and 

increase student involvement and participation in classes. 

Again, it was gratifying to note that twenty-three graduates 

did not list anything which they felt should be changed. 

In summarizing these three questions, it seems that 

graduates felt that class discussion of cases, problems, 

and experiences was a must. It also seemed that instructor 

interest and concern for students as individuals was a must, 

as well as a "real world," practical/application instructor 

orientation. Finally, it seems that the co-op portion of 

the program as it relates to on-the-job projects is a unique, 

somewhat controversial, but none the less essential part of 

the Mid-Management program. 

The deletion of "Accounting II," the addition of "Business 

Law," "Marketing," "Speech," and changing the "Essentials of 

Management text are suggestions which should be considered. 

The introduction of some flexibility into the term project 

and evaluation needs investigation. Instructors need to be 

challenged in the areas of promptness, preparation, and stu-

dent participation. Some means of incorporating role-playing 

should be examined. And finally, more active utilization of 
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the college's placement service is an idea which it seems 

should certainly be developed further. 

Summary 

The profile established for Mid-Management graduates 

indicated that when surveyed they were thirty-four years old, 

that nine out of ten of them were men, and that almost three 

fourths of them were receiving V.A. benefits. Graduates' 

earnings averaged over $180.00 per week, over $9,500.00 

annually, at the time they entered the program. Their 

current earnings averaged nearly $300.00 per week, over 

$15,500.00 yearly. The average weekly increase was almost 

$115.00, while the average annual increase was approximately 

$6,034.00. Inflation and one- to six-year differences in 

time undoubtedly affected both increases; they were still 

approximately three and one-half times greater for graduates 

than for current students, 

The probability of a Mid-Management graduate pursuing 

a four-year degree was almost 35 percent, but at this time 

the probability of his completing it was just over 3 percent. 

The typical graduate had been with his employer over 

seven years, and 30 percent were employed by the United States 

Postal Service, L.T.V., I.B.M., or Bell Helicopter. Over half 

of the graduates had supervisory or managerial responsibilities, 

and over 50 percent had received promotions since completing 

the program. 
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The "Motivation Seminar" was judged the most valuable 

course. It was followed closely by the "Management Seminary," 

and "Personnel Management." "Essentials of Management," 

almost thirteen points lower, was rated last. A question 

on courses rated least valuable revealed only very minor 

differences. 

Between 10 and 15 percent of the graduates began in each 

of the six semesters between the fall of 1971 and the spring 

of 1974. Comparison of the number of graduates with the 

number of beginning students for each of the six semesters 

indicates that the program completion ratio has gone steadily 

downhill from almost 12 percent to less than 6 percent, with 

the exception of the third semester when it was 12.5 percent. 

One instructor of Mid-Management courses has taught 

eighteen more courses to graduates than any other, in spite 

of the fact that he has taught one less semester, 

Graduates, like current students, suggested that "Business 

Law I" be substituted for "Accounting II." Others wanted 

"Marketing," "Speech," "Finance," and "Human Relations" 

added. In addition to "Accounting II," graduates wanted 

"Business Math," and "Health Concepts" removed from the 

program's requirements. 

Almost 60 percent of the graduates felt that their self-

image had changed since entering the program, and almost 90 

percent of them felt that the change was favorable. More 

than 90 percent of the graduates were sure that their 
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self-confidence had changed since entering the program, and 

almost 85 percent of them felt that it had increased sig-

nificantly. 

Slightly less than one third of the graduates indicated 

that their superior asked what they thought about a problem 

more often now than before, but over half of them felt that 

their fellow employees asked what they thought more often 

now than before. Graduates were, on the average, over 10 

percent more positive than current students on self-image, 

self-confidence, and superior-peer consultation. 

More than four out of five graduates believed that the 

on-the-job Mid-Management training courses were a valuable 

part of the program, and slightly less than nine out of ten 

believed that the process of establishing job-related projects 

had helped them to improve their performance on the job. 

Only 65 percent of the graduates felt that establishing 

job-related projects was a good way for their employer to 

evaluate their performance on the job. One fourth of them 

favored changing to some other system, but almost 40 percent 

did not feel that the system should be changed. 

More than four fifths of the graduates indicated that 

their employers had been cooperative and supportive of them 

in their on-the-job training activities, and an even greater 

number felt that their management instructors had been 

effective in working with them and their employers in their 

on-the-job learning experiences. 
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Almost nine of every ten graduates agreed that the job-

related projects developed for the training portion of the 

program were valuable learning experiences, and still more 

indicated that they had been able to relate material studied 

in the "Management Seminars" directly to their job. 

Almost 90 percent of the graduates considered their 

Mid-Management instructor to have been a knowledgeable 

person with whom they could discuss job-related problems. 

Comparison of responses on value of management training, 

job-related projects, and instructors showed graduates to be 

more supportive than current students by a margin of more 

than 10 percent. Both groups indicated clearly, however, 

that some kind of alternative to the term-project plan and 

evaluation was desirable. 

More than 90 percent of the graduates felt that their 

Mid-Management instructors created a challenging learning 

environment in the classroom and were able to relate the 

theory of management to the real world of work. 

Almost 95 percent of the graduates would or had recom-

mended the Mid-Management program to others, and the number 

of those who indicated that their instructors were available 

for counseling with them regarding any subject which they, 

wished to explore further was only one less. 

Nearly half of the graduates would like to be able to 

substitute other business courses for the on-the-job training 
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courses, but more than one fourth of them were against 

substitutions. 

The total estimated value of graduates' projects was 

over six million dollars. The average for the twenty-one 

who completed this portion of the questionnaire was more 

than $286,000.00 per graduate, over $71,500.00 per project--

assuming that they had four projects each. Since only one 

third of the graduates completed this portion of the ques-

tionnaire, and some of the four-semester total valuations 

were recognized as only single-semester valuations, these 

may not be realistic. They should, however, provide a basis 

for comparison with results obtained in future studies. 

The sample size of graduates who described the project 

which benefited them most and estimated its value to the 

firm and to them was judged to be too small to be meaningful. 

Benefits to the firm, however, consisted of time, money, 

increased efficiency, and increased production. Benefits 

to individual graduates included promotion, increased respon-

sibility, money, personal pride, and a valuable learning 

experience. 

Graduates liked class discussion of case problems and 

job problems most. This was followed by job-related projects, 

the personal attitude and concern of their instructors, 

learning how to manage people, a particular course, and the 

personal benefits derived from changes effected within 

individual graduates. 
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Graduates did not like lectures which excluded class 

discussion. A few indicated that they did not like "Essentials 

of Management," "Accounting II," "Personnel Management," and 

on-the-job projects. Late teachers, a particular instructor, 

"Health Concepts," and no field trips also displeased them. 

The fact that 40 percent of them indicated that there was 

nothing they disliked was heartening. 

Somewhat predictably, the changes which graduates re-

quested included more discussion of cases and problems, 

role-playing of a reprimand and/or firing situation, more 

management courses as electives, and increased emphasis on 

the placement of graduates. 

To summarize, it was difficult to select the most 

important aspects of the graduates' evaluation of the program, 

but once again their increased earnings of approximately 

$115.00 per week and $6,035.00 annually, seemed remarkable 

even when allowance was made for inflation. The fact that 

85-90 percent of the graduates saw themselves with a more 

favorable self-image and increased self-confidence certainly 

seemed worthy of note. While the question asking the number 

of promotions was not included in the graduates' question-

naire, over half of them had received at least one promotion 

since completing the program. This seemed to be significant. 

Then, in spite of only a 30 percent sample size, the average 

term project valuation of over $71,500.00 appeared to be 

important. 
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Areas of concern included the decreasing ratio of com-

pletions to new students, the need for increased flexibility 

in the term project and evaluation, and the requested sub-

stitution of "Business Law I" for "Accounting II." 

The four factors which seemed to overshadow these 

concerns were the graduates' increased earnings, their 

enhanced self-image and self-confidence, the number of them 

who had been promoted, and the average valuation of their 

term projects. These four areas seemed to be the most 

significant. 



CHAPTER V 

EMPLOYER EVALUATION OF THE MID-MANAGEMENT PROGRAM 

Interviews with employers of graduates and some gradua-

ting students were sought so that a third, perhaps more 

objective, view of the Mid-Management program might be 

obtained. The sample of employers was the smallest of the 

three groups questioned, due to the amount of time required 

for travel to and from the employers' places of business and 

the time required for the interviews. Because the sample 

was small, only 31 or 32 percent of the total number of 

graduates (79), it was perhaps more subject to bias than the 

other two samples. It was by far the most enjoyable and 

rewarding of the three, but it was also very sobering and 

disappointing at times. 

The questionnaire on which the interviews were recorded 

consisted of only five questions. The first one asked the 

employer whether he thought the particular employee named on 

the interview sheet had increased his understanding of the 

nature of the manager's job in the employer's organization 

since beginning the Mid-Management program. Eleven employers 

(44 percent) indicated strong agreement with this question. 

Twelve more (48 percent) were in agreement with the eleven; 

120 
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one (4 percent) was undecided; and one simply felt that his 

employee's understanding of the manager's role had not 

increased. His comments indicated that this graduate was 

still lacking in foresight and consideration of others. He 

felt that he often acted impulsively without having thought 

through the possible consequences of his actions. It was 

sobering to realize that the faculty of the Mid-Management 

Department had spent four semesters in the classroom and 

coordinating projects with his employer for naught. It was 

encouraging, however, to find that a combined total of 

twenty-three (92 percent) of the employers felt that their 

employees' understanding had increased. 

Question two was designed to discover whether employers 

felt that the employee's performance level had improved as 

a result of his experience with the Mid-Management program. 

Ten of them (40 percent) felt strongly that it had, another 

ten simply felt that performance had improved, but three 

(12 percent) were undecided. 

The two (8 percent) who did not feel that the per-

formance of their employees had improved expressed the feel-

ing that their employees were outstanding individuals before 

they had any contact with the Mid-Management program, and 

while their performance had probably improved, it was not 

necessarily a result of their experience with the Mid-

Management program. Their point was a good one. Perhaps 
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this question could be divided. One part could check on 

employee's performance and the other could ask whether the 

employer felt that the change in performance was a result 

of the graduate's experience with the program. The twenty 

employers who either strongly agreed or agreed on this 

question amounted to four fifths of the total. 

All twenty-five of the employers (100 percent) regis-

tered either strong agreement or simple agreement with the 

idea of establishing job-related projects as a good means 

of evaluating the development of students involved in the 

program. There were fourteen (56 percent) who strongly 

agreed and eleven (44 percent) who agreed. The whole-

hearted support of the employers on question three was most 

encouraging. 

Question four asked employers their opinions on whether 

the Mid-Management program was, in fact, developing good 

first- and second-level management personnel. Only seven 

(28 percent) of the employers expressed strong agreement 

on this question. Sixteen (64 percent) of them agreed on 

this question. Together these responses totaled twenty-

three (92 percent). Two (8 percent) were undecided. One 

of these was on the graduate mentioned in question one, who 

it was felt was still inconsiderate of others and impulsive. 

The other was one of those mentioned in question two as being 

an outstanding employee before any contact with the Mid-

Management program. Both graduates were employed as 
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technicians by very large corporations, and both were still 

dealing primarily with electro-mechanical equipment on their 

jobs rather than people. 

Employers were asked in question five whether they 

could recall an instance in which the employee named on the 

questionnaire initiated a job-related project which benefited 

their organizations. Again it was heartening to find that 

twenty-four (96 percent) of the employers could recall at 

least one, and in many cases two or three, project ideas 

which had been implemented. The one (4 percent) who could 

not recall an employee project was the same one mentioned 

in question one, and referred to again in question four as 

being impulsive and inconsiderate of others. His comments 

on question five suggested that the reason for his inability 

to recall a project which had been implemented was due to 

the fact that the employee had failed to follow through 

on any of his projects. 

The value of the projects which ten of the employers 

recalled was $8,496,800.00 which averaged $859,680.00 each 

for the ten, and $399,872.00 each for all twenty-five. 

The highest value was a $4,800,000.00 project at General 

Dynamics and the lowest was a $1,800.00 project at Freight 

Master. 

Diversity of opinion was sought by dividing the inter-

views among a range of different types of employers. Three 
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interviews were conducted with different managerial personnel 

at Bell Helicopter, three with two different supervisors at 

International Business Machines (I.B.M.), and two with 

separate divisions of Tandy Corporation (Tandy Wire and 

Cable and Community Sign). Two interviews were also con-

ducted with different members of management at Texas 

Electric Service Company. One employer interview was con-

ducted with each of the following organizations: General 

Dynamics, Xerox, Stratoflex, Freight Master, W. W. Granger 

(Wholesale Electrical Supplier), Ben Hogan, Gearhart-Owen, 

United States Postal Service, First National Bank of Fort 

Worth, Sears' Service Center, All Saints' Hospital, Lone 

Star Gas, Bell Telephone, and Eagle Plumbing. 

To summarize, over 90 percent of the employers surveyed 

felt that their employee's understanding of the manager's 

job had increased. Eighty percent of them felt that their 

employee's performance had improved as a result of their 

experience with the Mid-Management program. 

Without exception, employers felt that establishing job-

related projects was a good way to evaluate the development 

of employees involved in the program. Over 90 percent again 

indicated that in their opinion the Mid-Management program 

was meeting its primary objective of developing good first-

and second-level managers. The composite average for these 

four questions was over 90 percent. If a 15 or 20 percent 
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allowance for bias was made, the results were still quite 

acceptable. 

The fact that over 95 percent of the employers could 

remember an implemented project which benefited their 

organizations seemed to be the most significant of all. One 

concludes that with only one or two exceptions, employees 

were overwhelmingly in favor of the Mid-Management concept 

of cooperative education. 



CHAPTER VI 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Summary 

The purpose of this study was to examine key elements 

of the Mid-Management program, especially the cooperative 

education aspects of it in the practical setting of Tarrant 

County Junior College's South Campus. Evaluative data 

regarding the various parts of the Mid-Management program 

were obtained from current students, graduates, and employers 

Primary sources utilized in the study included ques-

tionnaires from current students and graduates, as well as 

interviews with employers. Secondary sources included the 

1963 Vocational Education Act with its 1968 Amendments, and 

the Texas Education Agency (T.E.A.) Guide for Planning Post-

Secondary Occupational Education and Technology Programs in 

Texas. 

Criteria were developed for each of the three groups to 

be examined; the questionnaires were designed, examined, 

modified, and finally submitted to current students in May, 

graduates in June, and employers in July of 1976. 

From information on age, sex, veteran status, marital 

status, number of children, length of time with their 

employers, type of employers, and hours worked per week, 
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typical student profiles were developed for both current 

students and graduates of the program. 

Students were questioned concerning change in earnings 

since entering the Mid-Management program, perceived changes 

in self-image and self-confidence, value of the job related 

projects as a learning experience, and promotions received 

since beginning the program. This information provided an 

indication of whether Mid-Management students felt that they 

were benefiting personally, financially, and professionally. 

Then students currently enrolled were questioned 

regarding the most and least valuable Mid-Management courses, 

plans for a Bachelor's Degree, the relative value of fifteen 

subject areas of management, and the comparative difficulty 

of the Mid-Management courses to non-management courses in 

the program. This data provided the Mid-Management Depart-

ment with information on the areas of the program which 

needed strengthening. 

Finally, via five open-ended questions, students were 

asked what they liked least and most about the program, what 

changes they would suggest overall, any suggested alterna-

tives to the supervisors' evaluations of their job-related 

projects, and any suggested addition or deletion of courses 

in the program. This information revealed some dissonance in 

the program and provides direction for changes and revisions 

needed in the program. 
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Information obtained, from graduates was similar to that 

collected from current students except the questions regard-

ing marital status and number of children were deleted. 

Questions about the comparison of earnings, promotions, 

employment status, and plans or progress toward additional 

degrees were similar, except more completion questions were 

utilized in order to reduce the length of the questionnaire. 

Information secured from graduates on self-image, self-

confidence, and evaluation of the job-related projects 

approach was the same as for current students. The data on 

like most, like least, overall changes, and addition or 

deletion of specific courses were the same as for students, 

but instead of alternatives to the supervisors' evaluations 

of students' job-related projects, information was secured 

on the total dollar savings of each graduates ' four projects, 

a brief description of the most beneficial one, and why it 

was beneficial to the firm and to the student. 

Employers furnished information on changes in employee's 

understanding of the manager's job in their organization, 

changes in employee's performance on the job, the value of 

the job-related-projects approach to developing employees, 

whether employers felt that Mid-Management was meeting its 

objective of developing competent first- and second-level 

supervisors, and if they could recall an instance in which 

the employee had initiated a "project" idea which benefited 

the company, to briefly describe the project and benefits. 
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The background of the concept of cooperative education 

was traced from the University of Cincinnati, where in 1906, 

Herman Schneider began cooperative education with twenty-

seven engineering students, through the explosive growth 

years of the late sixties and early seventies, up to the cur-

rent period of stabilization. The relevant books, articles, 

and studies which pointed up the need for a study of the Mid-

Management concept of cooperative education were cited. 

Current Student Responses 

The current student profile showed the typical student 

to be a thirty-five-year-old married male veteran with two 

children and over five years of experience with his present 

employer. His profile indicated that he was working forty 

hours a week, and was being paid over $220.00 per week or 

over $11,500.00 annually when he entered the program. 

Additionally it shows that at the time of the survey, he was 

earning over $250.00 weekly and more than $13,200.00 annually. 

His earnings had increased more than $1,700.00 since he 

entered the program. He saw himself as having a better self-

image, as possessing an increased amount of self-confidence, 

and as more likely to be consulted by both his peers and 

superiors about problems now than before entering the Mid-

Management program. 

Sixty to 70 percent of the students felt their manage-

ment training was valuable, that their job-related projects 

had helped improve their performances on the job, and that 
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the projects were a good way for their employers to evaluate 

their performances on the job. 

Thirty-two percent of the students wanted to change the 

term project evaluation system, but 31 percent did not. This 

difference of opinion identified this area as one needing 

attention. Four out of five students felt that their employers 

were supportive of their on-the-job training activities, and 

three fourths of them felt that the job-related projects were 

valuable learning experiences. 

Eighty percent of the students were able to relate class-

room material directly to the job, and two thirds of them 

felt their instructor was competent to discuss on-the-job 

problems which occurred. 

Almost 12 percent of the students had been officially 

promoted since entering the program, and another 7 percent 

felt they had been promoted as a result of joining a new 

employer. 

Forty percent of the students had attended another col-

lege prior to Tarrant County Junior College-South; 20 percent 

were planning to attend a four-year college after completing 

the program at Tarrant County Junior College-South, and 

another 20 percent were planning to pursue a second degree at 

Tarrant County Junior College. Only one out of five students 

was attending day classes, while seven out of ten were 

enrolled in evening sessions. One fourth of them was enrolled 

for six hours, one third for nine hours, and one third for 
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twelve hours. Over half had completed more than forty-eight 

hours. 

One third of the students was completing the first man-

agement course, one third was completing the second course, 

one fourth was completing the third course, and only 10 per-

cent were completing the fourth course. 

Students indicated that the "Motivation Seminar" was the 

mast valuable course and that "Essentials of Management" was 

the least valuable. Students who ranked fifteen subject 

areas in the order of their importance found "Motivation" to 

be the most valuable, closely followed by "Communications," 

"Management by Objective," "Case Studies" and "Line and Staff 

Authority." Students requested additional information on the 

Occupational Safety and Hazards Act, labor relations, disci-

pline, and business law. 

Eighty percent of the students believed that the program 

is successfully developing qualified managers, and three 

fourths of them indicated that their Mid-Management instruc-

tors created a challenging learning environment in the class-

room. Ninety percent of them had recommended the Mid-

Management program to others. Students' feelings on 

instructors' qualifications, abilities, and availability were 

80 percent positive. 

Two thirds of them requested the adition of a Mid-

Management banquet in the spring. Sixty percent of the stu-

dents wanted to be able to substitute other courses for the 
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on-the-job training courses. This conflicts with a 70 per-

cent indication, earlier, that the training courses were a 

valuable part of the program, and once again identified the 

term project area as one needing attention. 

While 25 percent of the students had no college work at 

the time of entry into the program, 6 percent had enough 

hours at the time of the survey to qualify for an Associate 

Degree, and another 6 percent had enough hours to qualify 

for a Bachelor's Degree. Only 2 percent had completed enough 

hours to qualify for a Master's Degree. Over half the stu-

dents indicated that they had received more or far more bene-

fits than they expected from the program, and 60 percent of 

them felt that their Mid-Management instructors were better 

or far better than the average at Tarrant County Junior 

College. 

Students liked the small classes of twenty, but some 

wanted them to be even smaller. 

Over half the student had received no promotions or 

increases in responsibility, but 25 percent had received one, 

12 percent had received two, 5 percent had received three, 

and 2 percent had received four. Fifty-nine students (42.3 

percent) had received ninety-six promotions in all. 

Students liked the seminar approach, the correlation of 

management theory with practice, the helpful attitude and 

concern of instructors and the individual benefits which they 

derived from personal changes. 
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Students disliked instructors' tardiness, certain texts, 

objective tests instead of essay, and felt that greater 

flexibility was needed in the term project. 

Students asked for authorization to substitute "Business 

Law" for "Accounting II," for increased involvement in role 

playing and discussion of actual case problems, and more 

flexibility in the selection and execution of the term pro-

j ect. 

The most significant findings of the study of current 

students seemed to be the $1,700.00 increase in earnings 

since entry, the fact that 75 percent of them felt that they 

had a better self-image and more self-confidence, and that 

42 percent had received promotions since entering the pro-

gram. 

Graduate Responses 

The Mid-Management graduate profile portrayed him as a 

thirty-four-year-old male veteran who was earning $185.00 a 

week, or over $9,500.00 yearly when he entered the program. 

When the survey instrument was administered, he was earning 

nearly $300.00 per week, almost $15,500.00 annually. His 

weekly increase was almost $115.00 while the annual increase 

was approximately $6,034.00. No allowance was made for 

inflation in these figures or for the zero- to six-year 

difference in elapsed time between graduates and current 

students. 
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Thirty-five percent of the graduates were pursuing a 

four-year degree, but only 3 percent of them had completed a 

four-year degree at the time of the survey. The average 

graduate had been with his employer over seven years, 50 per-

cent of them had managerial or supervisory responsibilities, 

and over 50 percent had received promotions since completing 

the program. 

Graduates judged the "Motivation Seminar" most valuable 

with the "Management Seminar" and "Personnel" close behind. 

"Essentials of Management," thirteen points lower, was last. 

Analysis of the semesters in which graduates began the pro-

gram revealed that the completion ratio of graduates to the 

number of students who began that semester, had declined from 

12 percent to 6 percent except for the third semester when it 

was 12.5 percent. 

Graduates, like current students, requested the option 

of substituting "Business Law I" for "Accounting II." They 

also wanted "Marketing," "Speech," "Finance," and "Human 

Relations" as electives. They wanted "Business Matehmatics" 

and "Health Concepts" deleted from the program. 

Nearly 90 percent of the graduates believed that their 

self-image was now more favorable, and 85 percent of them 

thought that their self-confidence had increased significantly 

One third of the graduates thought that their superior sought 

their counsel on solutions to problems more often now than 

before, and over half of them felt that fellow employees 
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asked for the graduates* opinions more often. Graduates 

generally were 10 percent more positive on self-image, self-

confidence, and superior-peer consultation than current stu-

dents were. 

Eighty percent of the graduates found the Mid-Management 

training courses to be a valuable part of the program, and 

almost 90 percent felt that the process of establishing job-

related projects had helped them to improve their performance 

on the job. Only 65 percent of the graduates thought the 

current term-project evaluation system of measuring their 

performance on the job was a good one. And while 40 percent 

of them did not favor changing the system, 25 percent of them 

did. 

Eighty percent felt that their employer had been suppor-

tive and cooperative. More than that felt that their Mid-

Management instructors had been effective in coordinating 

their work and school activities. Ninety percent of them 

believed that the job-related projects were valuable learn-

ing experiences, and even more have been able to relate 

seminar information directly to their job. Nine out of ten 

graduates believed their instructor was a competent person 

with whom they could discuss problems. Graduates were 10 

percent more supportive than current students on the value of 

management training, job related projects, and instructors' 

coordination activities. 
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Graduates, like current students, wanted some kind of 

alternative to the term-project plan and evaluation now being 

used. Nine out of ten graduates believed their Mid-Management 

instructors created a challenging learning environment in the 

classroom and were able to apply the theory of management to 

the world of work. Ninety-five percent of them had recom-

mended the Mid-Management program to others, and almost as 

many regarded their instructors as competent counselors. 

Almost half the graduates wanted to substitute other business 

courses for management training, but more than one fourth of 

them were against substitutions. 

The estimated value to their employers of graduates' 

projects totalled over six million dollars and averaged more 

than $286,000.00 per graduate for those who completed this 

portion of the questionnaire. Assuming four projects each, 

the average was more than $71,500.00 per project. Only 30 

percent of the graduates completed this portion of the ques-

tionnaire, but even this small sample should provide a basis 

for future comparisons. 

Only four graduates described the project which had 

benefited them most; therefore, totals and averages were not 

computed for this aspect of the questionnaire. 

Graduates enjoyed class discussion of job problems and 

case problems most. They enjoyed job-related projects, 

appreciated the personal attitude and concern of their 

instructors as well as personal benefits derived from changes 

effected within themselves. 
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Graduates did not appreciate lectures without class dis-

cussion. Some did not like "Essentials of Management," 

"Accounting II," "Personnel Management," "Health Concepts," 

the on-the-job projects, tardy teachers, specific instructors, 

and the absence of field trips. Forty percent of them indi-

cated that there was nothing they disliked. 

Graduates requested more class discussion of cases and 

problems, more role playing, more elective management courses 

and effective placement of graduates. 

Employer Responses 

Between 80 and 100 percent of the twenty-five employers 

surveyed felt that their employees who had studied in the 

program now had increased understanding of the manager's job; 

that these employees' performances had improved; that estab-

lishing job-related projects was a good way to evaluate the 

development of employees involved in the program; and that 

the Mid-Management program was meeting its primary objective 

of developing good first- and second-level managers. 

Employer responses for the first four of the five ques-

tions averaged 90 percent positive. A substantial allowance 

for bias still produced a wholehearted endorsement of the 

program by employers. The fact that only one employer could 

not remember an implemented project which benefited his organi-

zation may have been of even greater significance than the 

wholehearted endorsement of the program registered on the 

first four questions. 



138 

Conclusions 

It was hypothesized that promotional opportunities of 

current students and graduates of the Mid-Management program 

would have been enhanced at least 15 percent by the coopera-

tive program of combined work and study. 

Information from current students indicated that after 

entering the program, between 11 and 12 percent of them 

received "hard," official promotions, and over 7 percent more 

received "soft" promotions by taking a job with a new 

employer which they considered a promotion. The combined 

total was 19 percent of current students. An additional 

18 percent received increases in responsibility, but it was 

felt that these should not be couted as promotions. 

Current student information also revealed that 42 per-

cent (59) of the students had received promotions or increases 

in responsibility, and that these students had averaged 1.63 

promotions or increases in responsibility. Some current 

students had been in the program only one semester, while 

others had been in it four or more semesters. 

Information from graduates revealed that between 36 and 

37 percent of the graduates had received promotions since 

completing the Mid-Management program. Another 14 percent 

plus felt that they had received a promotion when they joined 

a new employer. The combined total for these two groups was 

almost 51 percent. 
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The results for current students may hardly be con-

clusive, but it seems clear that graduates' promotional 

opportunities have been enhanced. Nevertheless, the hypothe-

sis seems reasonably valid, based on an expectation level of 

15 percent and a 19 percent achievement level, even for cur-

rent students. 

Hypothesis two proposed that a significant number of 

current students and graduates would have experienced an 

improved self-image and increased self-confidence as a result 

of participating in a cooperative educational program. The 

data obtained from current students indicated that over 80 

percent of them felt that their self-image had improved since 

entering the program. Futhermore, almost 63 percent of the 

current students believed that their self-confidence had 

increased since beginning in Mid-Management. 

Comparable information from graduates revealed that 

nearly 90 percent of them felt that their self-image had 

improved and that almost 85 percent of them believed that 

their self-confidence had increased. 

The results seemed to be quite conclusive for both groups 

regarding these improvements. Graduates seemed to be 10 to 

15 percent more positive about these changes in self-image and 

self-confidence than current students were, but both were 

positive about the changes. Thus, this hypothesis is accepted 

as valid for both groups. 
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Hypothesis three contended that evaluation by employers 

of specific students and graduates would reveal a positive 

change in employee understanding of the manager's job. 

Ninety-two percent of the employers either agreed or agreed 

strongly on this point. Thus, through employers' subjective 

evaluations, hypothesis three was accepted as valid. 

Hypothesis four stated that employers' evaluations of 

specific employees would reveal a positive change in the stu-

dents' performance levels on the job. Data from employers 

show that 80 percent of those questioned felt positively 

about the improved performance of their employees, and another 

8 percent felt that performance had improved for their 

employees, but were reluctant to credit the improvement to 

the Mid-Management program. Whether one used 80 or 88 per-

cent, the message was the same: employers definitely felt 

that their Mid-Management employee's performances had 

improved. Thus, because of positive response, hypothesis 

four was accepted as valid also. 

Finally, it was hypothesized that employers would regis-

ter a positive endorsement of the job-related project approach 

to cooperative education. Accordingly, question three of the 

employer questionnaire asked them whether they felt that the 

on-the-job project was a good way to evaluate the development 

of students involved in the Mid-Management program. Since 

their response was an overwhelmingly 100 percent, hypothesis 

five was deemed valid as well. 
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One additional finding which was not hypothesized, but 

which emerged from both student and graduate questionnaires, 

concerned increased earnings. Information from current 

students showed them earning between $205.00 and $225.00 

weekly when they entered the program, and earning between 

$245.00 and $255.00 when surveyed. The $30.00 to $40.00 

weekly increases equate to between $1,500.00 and $2,000.00 

yearly. 

Computed data from the graduate questionnaire indicated 

their earnings to be almost $185.00 weekly when they entered 

the program, but nearly $300.00 weekly when surveyed. This 

weekly increase of almost $115.00 resulted in an annual 

increase of approximately $6,034.00. The time period varied 

for most graduates from zero to four years. Although infla-

tion has ranged from 6 to 12 percent annually for the past 

several years, these increases still appeared to be quite 

substantial. Thus, results support the conclusion that par-

ticipation in the cooperative education concept of Mid-

Management contributes to improvement of one's earnings. 

Certain problem areas, as well as positive features 

were identified. Problem areas included that of the job-

related project and evaluation, a decreasing completion ratio, 

the "Business Law I" versus "Accounting II" controversy, the 

"Essentials of Management" text and course revision, late 

evening classes, only two hours credit for "Management 
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Training" instead of three, and the absence of any social 

activities. 

Positive features, which have been mentioned, included 

the concern and personal interest of instructors and the fact 

that most students were able to apply classroom discussions 

of management problems and practice directly to their jobs. 

Increased earnings, enhanced self-image, improved self-

confidence, and promotions, which were discussed at length 

earlier in this section, were certainly other positive aspects 

of the program. Changes in individual's attitudes, increased 

understanding, and improved performance resulting from the 

job-related project experiences were other positive features. 

The pervading impression one received from the myriad 

of preferences and percentages, the pleasures and pains of 

students, graduates, and employers was that overall the pro-

gram was doing quite well. All three groups were pleased 

with what the Mid-Management program was producing. Thus, 

the overall conclusion of the study is to continue the basic 

program as is, giving careful consideration to the specific 

suggested improvements which were indicated. 

Recommendations 

Changes in Mid-Management Program 

In view of the predominantly positive response of the 

three groups surveyed, no major changes in the program are 

recommended at this time. However, several types of improvement 
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were pointed out as being needed. For handling the job-

related project and evaluation it is recommended that the 

current system be modified to include a "Management by 

Objectives Approach" which would allow students greater 

flexibility in choosing personal or job-related goals 

against which performance can be measured each semester. 

Additionally, it is recommended that the "Essentials 

of Managment" text be changed, that authorization to sub-

stitute "Business Law I" for Accounting II" be granted and 

that 8:50-10:05 p.m. classes be shifted to 6:00 p.m. and 

7:25 p.m. when possible. It is further recommended that 

credit for Mid-Management training courses be increased from 

two to three hours. 

Finally, it is recommended that a Mid-Management banquet 

be added to the year's activity calendar. 

Further Study 

In addition to these recommendations for modification of 

the program, it is felt that some recommendations for further 

study are justified. One of these areas is that of the 

decreasing completion ratio for Mid-Management students. 

What are the factors responsible for the decline? What 

effect do age, veteran benefits, or position with the company 

have on students' completion of the program? What steps 

might be taken to reverse the trend? 

Another area for further study is that of promotions. 

In future analysis, should only official promotions be 
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considered, under what circumstances should joining a new 

employer be classified as a promotion, and how should multi-

ple promotions for a single individual be handled? These 

were questions which came up in this area. 

One other area for possible study is that of cost-

effectiveness. How much does it cost to educate a manager 

in this program, and what are the benefits to the county, 

the state, and the individuals of such a program? The study 

answers some questions, but merely opens up others which 

seem to deserve investigation. The need for additional 

evaluative studies such as this one cannot be over-

emphasized. They are essential to meet the increasing 

demands of legislators, the coordinating Board for Higher 

Education in the State of Texas, and the tax-paying public 

for greater accountability of publicly funded agencies. 

The investigator comes to the end of this study with 

the feeling that while there were some risks and problems 

involved in implementing the Mid-Management concept of 

cooperative education at the South Campus of Tarrant County 

Junior College, the benefits achieved made it worthwhile. 

Benefits seem substantial for the student, the graduate, the 

employer, and the college. In short, it seems that "the 

time has arrived" for the Mid-Management concept of coopera-

tive education. 
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MID-MANAGEMENT, T.C.J.C.- SOUTH 

Program Evaluation Questionnaire 

The follow questionnaire is designed to let you express your 
opinions about the strengths and weaknesses of the Mid-Manage-
ment program at T.C.J.C.-South. Your responses will signifi-
cantly influence the structure and operations of the program 
in the future. Please use the IBM sheet to code your answers. 

AGE: 

01 Under 21 

02 21-25 

03 26-30 

04 31-35 

05 36-40 

AGE (CONTINUED) 

01 41-45 

02 46-50 

03 51-55 

04 56-60 

05 60 or more 

MARITAL STATUS: 

01 Single 

02 Married 

03 Widowed 

04 Divorced 

05 Other 

4. EMPLOYMENT STATUS: 

01 Employed 

0 2 Unemployed (If answer 

is #2, Go to #26) 

5. LENGTH OF TIME WITH EMPLOYER: 

01 Less than 1 Year 

02 1-2 Years 

03 3-4 Years 

04 5-6 Years 

05 7-8 Years 

6. LENGTH OF TIME (CONTINUED): 

01 8-9 Years 

02 9-10 Years 

03 10-11 Years 

04 11-12 Years 

05 12 Years or more 

7. SEX: 

01 Male 

02 Female 
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8. NUMBER OF CHILDREN: 12. 

01 None 

02 One 

03 Two 

04 Three 

05 Four o r more 

9. TYPE OF EMPLOYER: 13. 

01 R e t a i l S a l e s (Food, 

C l o t h i n g , A p p l i a n c e s ) 

02 M a n u f a c t u r i n g (Auto) 

03 M a n u f a c t u r i n g (A i r c r a f t ) 

04 M a n u f a c t u r i n g (General) 

05 W h o l e s a l e 

10. TYPE OF EMPLOYER ( CONTINUED): 
14. 

01 S e r v i c e (Such as U . S . P . S . , 
U t i l i t y , Bank) 

02 S e r v i c e (Such as S e a r s , 
Wards, IBM, Xerox) 

03 Government Agency 

04 I n s t i t u t i o n a l (College 
H o s p i t a l ) 

05 O the r 

11. HOURS WORKED PER WEEK (AVE.): 15. 

01 15-20 

02 21-25 

03 26-30 

04 31-35 

05 36-40 

HOURS WORKED PER WEEK (CONT.) 

01 41-45 

02 46-50 

03 51-55 

04 56-60 

05 60 o r more 

WEEKLY GROSS INCOME WHEN YOU 
ENTERED THE MID-MANAGEMENT 
PROGRAM (AVERAGE): 

01 Less t h a n $50 

02 $51-$100 

03 $101-$150 

04 $151-$200 

05 $201-$250 

WEEKLY GROSS INCOME WHEN YOU 
ENTERED THE MID-MANAGEMENT 
PROGRAM (CONTINUED): 

01 $251-$300 

02 $301-$350 

03 $351-$400 

04 $401-$450 

05 More t h a n $450 

WEEKLY GROSS INCOME NOW: 

01 Less t h a n $50 

02 $ 51-$ 100 

03 $101-$150 

04 $151-$200 

05 $201-$250 
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1 6 . WEEKLY GROSS INCOME NOW 2 0 . 
(CONTINUED) : 

0 1 $ 2 5 1 - $ 3 0 0 

02 $ 3 0 1 - $ 3 5 0 

0 3 # 3 5 1 - $ 4 0 0 

04 $ 4 0 1 - $ 4 5 0 

0 5 M o r e t h a n $ 4 5 0 

1 7 . ANNUAL GROSS EARNINGS WHEN YOU 2 1 . 
ENTERED THE MID-MANAGEMENT 
PROGRAM: 

0 1 L e s s t h a n $ 2 , 6 0 0 

02 $ 2 , 6 0 1 - $ 5 , 2 0 0 

0 3 $ 5 , 2 0 1 - $ 7 , 8 0 0 

04 $ 7 , 8 0 1 - $ 1 0 , 4 0 0 2 2 . 

0 5 $ 1 0 , 4 0 1 - $ 1 3 , 0 0 0 

1 8 . ANNUAL GROSS EARNINGS WHEN YOU 
ENTERED THE MID-MANAGEMENT 
PROGRAM (CONTINUED): 

0 1 $ 1 3 , 0 0 1 - $ 1 5 , 6 0 0 

02 $ 1 5 , 6 0 1 - $ 1 8 , 2 0 0 

0 3 $ 1 8 , 2 0 1 - $ 2 0 , 8 0 0 

04 $ 2 0 , 8 0 1 - $ 2 3 , 4 0 0 

05 M o r e t h a n $ 2 3 , 4 0 1 

1 9 . ANNUAL GROSS INCOME NOW: 

0 1 L e s s t h a n $ 2 , 6 0 0 

02 $ 2 , 6 0 1 - $ 5 , 2 0 0 

0 3 $ 5 , 2 0 1 - $ 7 , 8 0 0 

04 $ 7 , 8 0 1 - $ 1 0 , 4 0 0 

05 $ 1 0 , 4 0 1 - $ 1 3 , 0 0 0 

2 3 . 

ANNUAL GROSS INCOME NOW 
(CONTINUED) : 

0 1 $ 1 3 , 0 0 1 - $ 1 5 , 6 0 0 

02 $ 1 5 , 6 0 1 - $ 1 8 , 2 0 0 

0 3 $ 1 8 , 2 0 1 - $ 2 0 , 8 0 0 

04 $ 2 0 , 8 0 1 - $ 2 3 , 4 0 0 

0 5 M o r e t h a n $ 2 3 , 4 0 1 

SINCE ENTERING THE MID-
MANAGEMENT PROGRAM MY ANNUAL 
EARNINGS HAVE 

0 1 I n c r e a s e d 

02 D e c r e a s e d 

0 3 No c h a n g e 

THE AMOUNT BY WHICH BY ANNUAL 
EARNING HAVE CHANGED SINCE 
ENTERING THE MID-MANAGEMENT 
PROGRAM IS APPROXIMATELY: 

0 1 L e s s t h a n $ 5 0 0 

02 $ 5 0 1 - $ 1 , 0 0 0 

0 3 $ 1 , 0 0 1 - $ 1 , 5 0 0 

04 $ 1 , 5 0 1 - $ 2 , 0 0 0 

0 5 $ 2 , 0 0 1 - $ 2 , 5 0 0 

AMOUNT OF ANNUAL EARNINGS 
CHANGED SINCE ENTERING THE 
MID-MANAGEMENT PROGRAM 
(CONTINUED) : 

0 1 $ 2 , 5 0 1 - $ 3 , 0 0 0 

02 $ 3 , 0 0 1 - $ 3 , 5 0 0 

0 3 $ 3 , 4 0 1 - $ 4 , 0 0 0 

04 $ 4 , 0 0 1 - $ 4 , 5 0 0 

05 M o r e t h a n $ 4 , 5 0 0 
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24. COMPANY POLICY REGARDING 25. MILITARY STATUS: 
EDUCATION EXPENSES: 

01 Veteran Receiving 
01 Refunds Tuition Only G.I. Benefits 

02 Refunds Portion of Tuition 02 Veteran Not Receiving 
Based on Grade Earned G.I. Benefits 

03 Refunds Tuition and Books 03 Non-Veteran 

04 Refunds portion of Tuition 04 Active Duty 
and Books Based on Grade 

05 Company Does Not Reimburse 
Employees for Education 
Expense 

Ques t ions 26-31 r e l a t e t o your s e l f - i m a g e and s e l f - c o n f i d e n c e , 
32-38 t o your e x p e r i e n c e s w i t h the o n - t h e - j o b p o r t i o n of the 
Mid-Management program. Use t h e f o l l o w i n g system t o i n d i c a t e 
your o p i n i o n s : 

01 Agree Strongly 02 Agree 03 Undecided 04 Disagree 05 Disagree 
Strongly 

26. My s e l f - i m a g e has changed s i n c e I e n t e r e d t h e Mid-Manage-
ment program. 

27. I see myself as a b e t t e r p e r s o n , b e t t e r a b l e to hand le my 
job and b e t t e r a b l e to g e t a long w i th o t h e r s s i n c e e n t e r i n g 
the Mid-Management program. 

28. My s e l f - c o n f i d e n c e has changed s i n c e e n t e r i n g the Mid-
Management program. 

29. My s e l f - c o n f i d e n c e has i n c r e a s e d s i g n i f i c a n t l y s i n c e 
e n t e r i n g t h e Mid-Management program. 

30. My s u p e r i o r (Boss) a sks "What I t h i n k ? " about a problem 
or a s o l u t i o n to a problem more o f t e n now than b e f o r e 
I e n t e r e d the Mid-Management program. 

31. My f e l l o w employees a n d / o r f e l l o w s u p e r i v o s r s ask "What 
I t h i n k ? " about a problem more o f t e n now than b e f o r e I 
e n t e r e d t h e Mid-Management program. 

32. The o n - t h e - j o b Mid-Management t r a i n i n g c o u r s e s a r e a v a l u -
a b l e p a r t of t he Mid-Management program. 

33. The p r o c e s s of e s t a b l i s h i n g j o b - r e l a t e d p r o j e c t s has 
he lped me t o improve my pe r fo rmance on my j o b . 
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34. The process of establishing job related projects is a good 
way for my employer to evaluate my performance on the job. 

35. When my employer rates my performance on-the-job, I 
would rather he use some other system than the term pro-
ject plan and evaluation currently being used in the 
Mid-Management program. 

If you would like to see another type of performance 
evaluation system used by your employer to evaluate 
your performance, please describe it on the back of 
your IBM answer sheet. 

36. My employer has been cooperative with, and supportive of, 
me in my on-the-job Mid-Management training activities. 

37. My Mid-Management instructor has been very effective in 
working with me and my employer to facilitate my on-
the-job learning experiences. 

38. The job related projects developed for the training por-
tion of the Mid-Management program are a valuable learning 
experience. 

39. I have been able to relate material studied in the manage-
ment seminars directly to my job. 

40. I consider my Mid-Management instructor to be a valuable 
person with whom I may discuss problems relating to my 

j ob. 

01 Yes 

02 No 

03 Undecided 
41. Change in job responsibilities since entering the Mid-

Management program: (Choose the statement or statements 
that best describes your experience since entering the 
Mid-Management program.) 

01 Since entering the Mid-Management program I have been 
officially promoted. 

02 Since entering the Mid-Management program my job 
responsibilities have been significantly increased 
but I was not officially promoted. 
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03 Since entering the Mid-Management program I have 
been transferred to new responsibilities on the 
same organizational level. 

04 Since entering the Mid-Management program I have 
joined a new employer to take a job which I consider 
a promotion. 

0 5 None of the above apply to me since entering the 
Mid-Management program. 

Change in job responsibilities since entering the Mid-
Management program (Continued) 

01 Since entering the Mid-Management program I have 
joined a new employer to take a job which I consider 
equal to the one I had. 

02 Since entering the Mid-Management program my job 
responsibilities have not been reduced. 

03 Since entering the Mid-Management program my job 
responsibilities have not changed. 

04 None of the above apply to me since entering the 
Mid-Management program. 

43. During the next 12 months I expect: 

01 To be officially promoted., 

02 To have my job responsibilities expanded but to not 
be officially promoted. 

03 To be transferred to a new job on the same organi-
zational level. 

04 To be demoted. 

05 To experience no change in my job responsibilities., 

44. I attended another college before attending T.C.J.C.-South 

01 Yes 

02 No 

The college(s) I attended before entering T.C.J.C-South 
were: (Please list the names of previous colleges on 
the back of your IBM answer sheet.) 
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45. Upon completion of the Mid-Management program at T.C.J.C.-
South: 

01 I definitely plan to attend a four-year college. 

02 I probably will attend a four-̂ -year college. 

03 I might attend a four^year college. 

04 I do not plan to attend a four^year college., 

05 I plan to complete a second two-year degree at 
T.C.J.C.-South. 

46. I am currently enrolled in classes that meet: 

01 During the day 8:00 a.m.-4:30 p.m. 

02 In the evening 4:30 p.m.-10:05 p.m. or later 

03 Both during the day and in the evening . 

47. I am currently enrolled for the following number of 
credit hours: 

01 Three-Five 

02 Six-Eight 

03 Nine-Eleven 

04 Twelve-Fourteen 

05 Fifteen or more 

48. At the end of this semester I will have completed the 
following number of credit hours: 

01 12 or less 

02 13-24 

03 25-36 

04 37-48 

05 49 or more 
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49. At the end of this semester I will have completed the 
following Mid-Management seminars: 

01 MID 1313 - Motivation Seminar 

02 MID 1333 - Essentials of Management 

03 MID 2313 - Personnel Management 

04 MID 2333 - Management Seminar 

50. Of the Mid-Management seminars I have taken, the one I 
found most valuable was: 

01 MID 1313 - Motivation Seminar 

02 MID 1333 - Essentials of Management 

03 MID 2313 - Personnel Management 

04 MID 2333 - Management Seminar 

51. Of the Mid-Management seminars I have taken the one I 
found the least valuable was: 

01 MID 1313 - Motivation Seminar 

02 MID 1333 - Essentials of Management 

03 MID 2313 - Personnel Management 

04 MID 2333 - Management Seminar 

Following is a list of the major subject areas currently being 
taught in the Management Seminars. Using the following scale, 
rate each subject area in terms of the value you have found 
it to be in developing your understanding of, and ability to 
perform, the manager's job. If you are a first-year student, 
do not attempt to rate those subject areas you have not been 
exposed to. 

01 Very valuable subject matter 
02 Reasonably valuable subject matter 
03 Subject matter of little or no value 
04 Subject matter not particularly valuable 
05 Undecided about value of subject matter 

52. Management Philosophy: Implications of McGregor's 
Theory X and Y 

53. Leadership: Leadership Styles 
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54. Motivation Theory and Techniques 

55. Communications Theory and Techniques 

56. Disciplinary Theory and Techniques 

57. Performance Appraisal, Theory and Techniques 

58 

59 

Job Analysis: Job Description and Specification 
Development 

Employee Selection Process: Purpose of, Variations in 

60. Wage and Salary Administration 

61. Labor-Management Relations: Development, Status, and 
Impact of Labor Unions 

62. Nature and Purpose of the Organizing Process 

63. Authority: Origin of, Delegation of, etc. 

64. Line and Staff Authority Relationships 

65. Management by Objectives 

66. Case Study Approach to Problem Solving 

Please list any other subject areas you feel should be covered 
m the Mid-Management program on the back of your IBM answer 
sheet. 

Following is a series of statements(67-77) regarding the Mid-
Management program. Using the following scale express your 
opinion on each statement. 

01 Agree strongly 
02 Agree 
03 Disagree 
04 Disagree Strongly 
05 Undecided 

67. I think the Mid-Management program is meeting its primary 
goal of developing qualified first and second-level 
managers. 

68. My Mid-Management instructors create a challenging learning 
environment in the classroom. 

69. In my opinion, my Mid-Management instructor(s) are able 
to relate the theory of management to the real world of 
work. 



155 

70. I would recommend the Mid-Management program to other 
people with whom I work who want or need education in 
management. 

71. The Mid-Management seminars are taught in a manner which 
provides the student with the opportunity for stating 
and discussing varying shades of opinions regarding the 
materials studied. 

72. The Mid-Management instructors counsel their students 
regarding class and subject matter areas which the student 
wishes to further explore. 

73. The Mid-Management Seminars allow maximum student intellec-
tual development of all students, including the more 
gifted ones. 

74. I think the Mid-Management instructors have enough 
experience in business to be good Management teachers. 

75. Most students I have heard to comment on the Mid-Manage-
ment program endorse it positively. 

76. The addition of an annual Mid-Management banquet would 
be a worthwhile activity. 

77. Mid-Management students should be able to substitute 
other courses in business to take the place of the on-
the-job training courses. 

78. When I entered the Mid-Management program at T.C.J.C.-
South, I had completed: 

01 Zero hours 

02 3-12 hours 

03 13-24 hours 

04 25-36 hours 

05 37-48 hours 

79. When I entered the Mid-Management program at T.C.J.C.-
South, I had completed (#78 continued): 

01 49-60 hours 

02 60-72 (An Associate Degree) 

03 120-130 hours (A Bachelor's Degree) 

04 150-160 hours (A Master's Degree) 
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80. Compared to what I expected to get out of the Mid-
Management program, I have received: 

01 Far more than I expected. 

02 More than I expected. 

03 About what I expected. 

04 Less than I expected. 

05 Far less than I expected. 

81 

82, 

83, 

Compared to other teachers I have had at T.C.J.C.-South, 
my Mid-Management instructors are: 

01 Among the best I have had. 

02 Above average. 

03 Average. 

04 Below average . 

05 Among the worst I have had . 

Compared to other classes at T.C.J.C.-South, MID 1313, 
the Motivation Seminar is: 

01 More difficult than other classes, 

02 About the same as other classes. 

03 Less difficult than other classes . 

04 I have not taken this class . 

Compared to other classes at T.C.J.C.-South, MID 1333, 
Essentials of Management is: 

01 More difficult than other classes . 

02 About the same as other classes . 

03 Less difficult than other classes. 

04 I have not taken this class. 
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84. Compared to other classes at T.C.J.C.-South, MID 2313, 
Personnel Management is: 

01 More difficult than other classes . 

02 About the same as other classes. 

03 Less difficult than other classes. 

04 I have not taken this class. 

85. Compared to other classes at T.C.J.C.-South, MID 2333, 
Management Seminar is: 

01 More difficult than other classes-

02 About the same as other classes. 

03 Less difficult than other classes. 

04 I have not taken this class.. 

86. The best class size for a Mid-Management seminar is: 

01 Less than 10 people 

02 10-15 people 

03 16-20 people 

04 21-25 people 

05 More than 25 

87. Since entering the Mid-Management program I have received 
the following number of promotions or increases in 
responsibility: 

01 Zero 

02 One 

03 Two 

04 Three 

05 Four 
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88. 

89. 

90. 

The thing I like best about the Mid-Management program 
is: (Please use the space provided on the back of your 
IBM answer sheet.) 

The thing I like least about the Mid-Management program 
is: (Please use the space provided on the back of your 
IBM answer sheet.) 

If I could change anything in the Mid-Management program 
it would be: (Please use the space provided on the back 
of your IBM answer sheet.) 
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AGE: Number Percent 

Under 21 5 3.7 
21-25 7 5.1 
26-30 35 25.5 
31-35 31 22.6 
36-40 30 21.9 

41-45 17 12.4 
46-50 9 6.6 
51-55 1 0.7 
56-60 2 1.5 
Over 60 0 0 

TOTAL 137 100.0 

MARITAL STATUS: 

Single 18 13.1 
Married 105 76.6 
Widowed 7 5.1 
Divorced 4 2.9 
Other 2 1.5 
No Response 1 0.7 

TOTAL 137 99.9 

EMPLOYMENT STATUS: 

Employed 133 97.1 
Unemployed 3 2.2 
No Response 1 0.7 

TOTAL 137 100.0 

LENGTH OF TIME WITH EMPLOYER: 

Less than 1 Year 20 14.6 
1-2 Years 23 16. 8 
3-4 Years 19 13.9 
5-6 Years 16 11. 7 
7-8 Years 13 9.5 

8-9 Years 7 5.1 
9-10 Years 8 5.8 
10-11 Years 8 5.8 
11-12 Years 4 2.9 
12 Years or More 17 12.4 
No Response 2 1.5 

TOTAL 137 100.0 
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Number Percent 

8. 

9. 

11 

12 

Male 123 89.8 
Female 11 8.0 
No Response 3 2.2 

TOTAL 137 100. 0 

NUMBER OF CHILDREN: 

None 25 18. 2 
One 18 13.1 
Two 48 35.0 
Three 24 17.5 
Four or More 19 13.9 
No Response 3 2.2 

TOTAL 137 99.9 

TYPE OF EMPLOYER: 

Retail Rales (Food, Clothing, Appliances) 16 11. 7 
Manufacturing (Auto) 4 2.9 
Manufacturing (Aircraft) 28 20.4 
Manufacturing (General) 13 9.5 
Wholesale 5 3.6 

Service (U.S. Post Office, Utility, Bank) 19 13.9 
Service (Sears, Wards, IBM, Xerox) 4 2.9 
Government Agency 15 10. 9 
Institutional (College, Hdspital) 5 3.6 
Other 8 5.8 
No Response 20 14.6 

TOTAL 137 99.8 

HOURS WORKED PER WEEK (AVERAGE): 

15-20 0 0.0 
21-25 2 1.5 
26-30 0 0.0 
31-35 3 2.2 
36-40 76 55.5 

41-45 23 16.8 
46-50 17 12.4 
51-55 6 4.4 
56-60 2 1.5 
60 or More 3 2.2 
No Response 5 3.6 

TOTAL 137 100.1 
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Number Percent 

13. WEEKLY GROSS INCOME WHEN YOU ENTERED 
THE MID-MANAGEMENT PROGRAM: 

Less than $50 0 0.0 
$ 51-$100 4 2.9 
$101 - $150 21 15.3 
$151-$200 28 20.4 
$201-$250 32 23.4 

14. $2 51-$300 25 18 .2 
$301-$350 9 6.6 
$351-$400 3 2.2 
$401-$450 2 1.5 
More than $450 3 2.2 
No Response 10 7.3 

TOTAL 137 100.0 

15. WEEKLY GROSS INCOME NOW: 

Less than $50 
$ 51-$100 
$101-$150 
$151-$200 
$201-$250 

16. $251-$300 
$301- $ 350 
$ 351-$400 
$401-$450 
More than $450 
No Response 

0 
5 

13 
15 
28 

33 
21 
10 
4 
3 
5 

TOTAL 137 

0 . 0 
3.6 
9.5 
10.9 
20.4 

24. 
15. 
7, 
2 , 

2 , 
3, 

99.8 

17. ANNUAL GROSS EARNINGS WHEN YOU 
ENTERED THE MID-MANAGEMENT PROGRAM: 

Less than $2,600 3 2.2 
$2,601-$5,200 4 2.9 
$5,201-$7,800 13 9.5 
$ 7 , 801-$10,400 39 28.5 
$10,401-$13,000 32 23.4 

18. $13,001-$15 ,600 26 19.0 
$15,601-$18,200 7 5.1 
$18,201-$20,800 4 2.9 
$20,801-$23,400 2 1.5 
More than $23,401 0 0.0 
No Response 7 5.1 

TOTAL 137 100.0 
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Number Percent 

19. ANNUAL GROSS INCOME NOW: 

Less than $2,600 
$2 ,601-$5 ,200 
$5 ,201- $ 7 , 800 
$7 , 801-$10 ,400 
$10,401-$13 ,000 

20. $13,001-$15,600 
$15,601-$18,200 
$18 ,201-$20 ,800 
$2 0,801-$2 3,400 
More than $23,401 
No Response 

TOTAL 

2 
3 

12 
17 
29 

32 
22 

6 
2 
2 

10 
137 

1.5 
2 . 2 
8.8 

12.4 
21 .2 

23.4 
1 6 . 1 
4.4 
1.5 
1.5 
7.3 

100 .3 

21. SINCE ENTERING THE MID-MANAGEMENT 
PROGRAM MY ANNUAL EARNINGS HAVE: 

Increased 
Decreased 
No Change 
No Response 

TOTAL 

76 
4 

52 
\ 5 
TTT 

55 .5 
2.9 

38.0 
' 3.6 
itnnu 

22. THE AMOUNT BY WHICH MY ANNUAL 
EARNINGS HAVE CHANGED SINCE 
ENTERING THE MID-MANAGEMENT 
PROGRAM IS APPROXIMATELY: 

Less than $500 
$501-$1,000 
$1,001-$1, 500 
$1,501-$2 ,000 
$2,001-$2,500 

23. $2,501-$3,000 
$3,001-$3,500 
$3,501-$4 ,000 
$4,001-$4,500 
More than $4,500 
No Response 

TOTAL 

39 28.5 
13 9.5 
5 3.6 
8 5.8 
7 5.1 

10 7.3 
1 0 . 7 
4 2.9 
5 3.6 
3 2.2 

42 30.7 
137 99.9 
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Number Percent 

24. COMPANY POLICY REGARDING EDUCATIONAL 
EXPENSES: 

Refunds Tuition Only 23 16.8 
Refunds Portion Based on Grade 14 10.2 
Refunds Tuition and Books 14 10.2 
Refunds Portion of Tuition and Books 7 5.1 
Company Does Not Reimburse Employees 68 49.6 
No Response 11 8.0 

TOTAL 137 99~79 

25. MILITARY STATUS: 

Veteran Receiving G.I. Benefits 89 65.0 
Veteran Not Receiving G.I. Benefits 7 5.1 
Non-Veteran 35 25.5 
Active Duty 2 1.5 
No Response 4 2.9 

TOTAL T37 100.0 

26. MY SELF-IMAGE HAS CHANGED SINCE I 
ENTERED THE MID-MANAGEMENT PROGRAM: 

Agree Strongly 26 19.0 
Agree 78 56.9 
Undecided 22 16.1 
Disagree 8 5.8 
Disagree Strongly 3 2.2 
No Response 0 0.0 

TOTAL 137 100.0 

27. I SEE MYSELF AS A BETTER PERSON, BETTER 
ABLE TO HANDLE MY JOB AND BETTER ABLE 
TO GET ALONG WITH OTHERS SINCE ENTER-
ING THE MID-MANAGEMENT PROGRAM. 

Agree strongly 27 19.7 
Agree 83 60! 6 
Undecided 15 10.9 
Disagree 10 7.3 
Disagree Strongly 1 o.7 
No Response 1 o.7 

TOTAL 137 99!9 
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Number Percent 

28 

29, 

30 

31 

MY SELF-CONFIDENCE HAS CHANGED SINCE 
ENTERING THE MID-MANAGEMENT PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

MY SELF-CONFIDENCE HAS INCREASED 
SIGNIFICANTLY SINCE ENTERING THE 
MID-MANAGEMENT PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

MY SUPERIOR (BOSS) ASKS "WHAT I 
THINK?" ABOUT A PROBLEM OR A 
SOLUTION TO A PROBLEM MORE OFTEN 
NOW THAN BEFORE I ENTERED THE MID-
MANAGEMENT PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

MY FELLOW EMPLOYEES AND/OR FELLOW 
SUPERIVISORS ASK "WHAT I THINK?" 
ABOUT A PROBLEM MORE OFTEN NOW 
THAN BEFORE I ENTERED THE MID-
MANAGEMENT PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

24 
83 
15 
13 
1 
1 

TOTAL 137 

21 
65 
29 
19 
2 
1 

TOTAL 13 7 

15 
37 
26 
48 

8 
3 

TOTAL 137 

8 
56 
25 
39 
7 
2 

17 
6 0 , 

10.9 
9.5 
0.7 
0.7 

99.9 

15 
47 
21 
13 
1 
0, 

100.0 

10.9 
27.0 
19.0 
35.0 
5.8 
2 . 2 

99. 9 

5, 
40. 
18, 
28, 
5. 
1. 

TOTAL 137 100. 0 
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TRAINING COURSES ARE A VALUABLE 
PART OF THE MID-MANAGEMENT 
PROGRAM. 
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Number Percent 

33, 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

37 
61 
18 
17 
3 
1 

TOTAL 137 

THE PROCESS OF ESTABLISHING JOB -
RELATED PROJECTS HAS HELPED ME TO 
IMPROVE MY PERFORMANCE ON MY JOB. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

23 
56 
28 
25 
3 
2 

27.0 
44.5 
13.1 
12.4 

2 . 2 
0.7 

99.9 

TOTAL 13 7 

16.8 
40.9 
20.4 
18.2 

2 . 2 
1.5 

100.0 

34, THE PROCESS OF ESTABLISHING JOB-
RELATED PROJECTS IS A GOOD WAY FOR 
MY EMPLOYER TO EVALUATE MY PERFOR-
MANCE ON THE JOB. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

20 
60 
31 
19 
6 
1 

TOTAL 137 

35. WHEN MY EMPLOYER RATES MY PERFORMANCE 
ON-THE-JOB, I WOULD RATHER HE USE SOME 
OTHER SYSTEM THAN THE TERM"PROJECT 
PLAN AND EVALUATION CURRENTLY BEING 
USED IN THE MID-MANAGEMENT PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

15 
29 
41 
37 
5 

10 

14.6 
43.8 
22 .6 
13.9 
4.4 
0.7 

100 .0 

1 0 , 

21, 

29, 

TOTAL 13 7 

27.0 
3.6 
7.3 

99.9 
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Number Percent 

36. MY EMPLOYER HAS BEEN COOPERATIVE 
WITH, AND SUPPORTIVE OF ME IN MY 
ON-THE-JOB MID-MANAGEMENT TRAINING 
ACTIVITIES. 

Agree Strongly 43 31.4 
Agree 66 48.2 
Undecided 11 8.0 
Disagree 7 5.1 
Disagree Strongly 8 5.8 
No Response 2 1.5 

TOTAL 137 100.0 

37. MY MID-MANAGEMENT INSTRUCTOR HAS 
BEEN VERY EFFECTIVE IN WORKING WITH 
ME AND MY EMPLOYER TO FACILITIATE MY 
ON-THE-JOB LEARNING EXPERIENCE. 

Agree Strongly 36 26.3 
Agree 59 43.1 
Undecided 30 21.9 
Disagree 9 6.6 
Disagree Strongly 1 0.7 
No Response 2 1.5 

TOTAL 137 100.1 

38. THE JOB ̂ RELATED PROJECTS DEVELOPED 
FOR THE TRAINING PORTION OF THE MID-
MANAGEMENT PROGRAM ARE A VALUABLE 
LEARNING EXPERIENCE. 

Agree Strongly 30 21.9 
Agree 75 54.7 
Undecided 24 17.5 
Disagree 4 2.9 
Disagree Strongly 3 2.2 
No Response 1 0.7 

TOTAL T37 W 7 9 

39. I HAVE BEEN ABLE TO RELATE MATERIAL 
STUDIED IN THE MANAGEMENT SEMINARS 
DIRECTLY TO MY JOB. 

Agree Strongly 47 34.3 
Agree 66 48.2 
Undecided 14 10.2 
Disagree 8 5.8 
Disagree Strongly 1 0.7 
No Response 1 0.7 

TOTAL T37 W79 



40. I CONSIDER MY MID-MANAGEMENT 
INSTRUCTOR TO BE A VALUABLE PERSON 
WITH WHOM I MAY DISCUSS PROBLEMS 
RELATING TO MY JOB. 
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Number Percent 

Yes 
No 
Undecided 
No Response 

90 
19 
27 
1 

TOTAL 137 

65.7 
13.9 
19.7 
0.7 

100.0 

41 

42, 

CHANGE IN JOB RESPONSIBILITIES SINCE 
ENTERING THE PROGRAM. 

Officially promoted 16 
Responsibilities increased--No Promotion 25 

12 
10 
10 

Transfer--Same organizational level 
Employer change and promotion 
None of the above apply 

New employer--equal responsibilities 
Responsibilities reduced 
No change 
None of the above apply 

TOTAL 

4 
3 

40 
17 

137 

11.7 
18.2 
8.8 
7.3 
7.3 

2 , 

2 
29.2 
12.4 

100.0 

43. DURING THE NEXT 12 MONTHS I EXPECT 

To be officially promoted 53 38.7 
Expanded responsibilities 29 21.2 
Transfer--same organizational level 8 5.8 
To be demoted 3 2.2 
No change in responsibilities 41 29.9 
No Response 3 2.2 

TOTAL 137 100.0 

44. I ATTENDED ANOTHER COLLEGE BEFORE 
ATTENDING T.C.J.C.- SOUTH 

Yes 
No 
No Response 

52 
83 

2 
TOTAL 137 

38.0 
60.6 
1.5 

100.1 



45. UPON COMPLETION OF THE MID-MANAGEMENT 
PROGRAM AT T.C.J.C.-SOUTH 

168 

Number Percent 

Definitely plan to attend a four-year 
college 31 

Probably will attend a four-year 
college 24 

Might attend a four-year college 23 
Do not plan to attend a four-year 

college 31 
Plan to complete a second two-year 

degree at T.C.J.C.-South. 25 
No Response 3 

TOTAL 137 

22.6 

17.5 
16.8 

22.6 

18.2 
2 . 2 

99. 9 

46. I AM CURRENTLY ENROLLED IN CLASSES 
THAT MEET: 

During the day 8:00 a.m.-4:30 p.m. 
In the evening 4:30 p.m.-10:05 p.m. 
Both during the day and in the evening 
No Response 

TOTAL 

32 
94 
6 
5 

137 

23.4 
6 8 . 6 
4.4 
3.6 

100.0 

47. I AM CURRENTLY ENROLLED FOR THE 
FOLLOWING NUMBER OF CREDIT HOURS: 

Three-Five 
Six-Eight 
Nine-Eleven 
Twelve-Fourteen 
Fifteen or more 
No Response 

4 
33 
43 
46 
4 
7 

TOTAL 13 7 

2 , 

24, 
31 
33 

2 . 
5 

100.0 

48. AT THE END OF THIS SEMESTER I WILL 
HAVE COMPLETED THE FOLLOWING NUMBER 
OF CREDIT HOURS: 

12 or less 
13-24 
25-36 
37-48 
49 or more 
No Response 

7 
19 
24 
23 
61 
3 

TOTAL 137 

5.1 
13.9 
17.5 
16.8 
44. 5 

2 . 2 
100.0 



49. AT THE END OF THIS SEMESTER I WILL 
HAVE COMPLETED THE FOLLOWING MID-
MANAGEMENT SEMINARS: 

169 

Number Percent 

MID 1313 - Motivation Seminar 
MID 1333 - Essentials of Management 
MID 2313 - Personnel Management 
MID 2333 - Management Seminar 

TOTAL 

93 
97 
73 
33 

137 

31.4 
32.8 
24.7 
1 1 . 1 

100.0 

50. OF THE MID-MANAGEMENT SEMINARS I 
HAVE TAKEN THE ONE I FOUND MOST 
VALUABLE WAS: 

MID 1313 - Motivation Seminar 32 23.4 
MID 1333 - Essentials of Management 28 20.4 
MID 2313 - Personnel Management 16 11.7 
MID 2333 - Management Seminar 15 10.9 
No Response 46 33.6 

TOTAL 137 100.0 

51. OF THE MID-MANAGEMENT SEMINARS I 
HAVE TAKEN THE ONE I FOUND LEAST 
VALUABLE WAS: 

MID 1313 - Motivation Seminar 
MID 1333 - Essentials of Management 
MID 2313 - Personnel Management 
MID 2333 - Management Seminar 
No Response 

TOTAL 

22 
27 
13 
9 

66 
137 

1 6 . 1 
19. 7 
9.5 
6.6 

48. 2 
100.1 
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H o\o • • • • « • • • • • • • • • • 

rO rH rH i—i o rH rH rH O o CNI o O CNI o CNI +-> cd 
O 3 
^ rH 
cd =&= CNI CNI CNI rH (Nl CNI CNI rH rH to o rH rH "=̂t > 

0 rH VO CT> CT> to rH 00 to CNI rH vO 00 o 00 o 
rH 0 o\© • • • • • • • • • • • • • » • 

<P 3 LO to CN] CNI to 00 O LO vO LO oo LO 00 <M rH rH rH •H cd 
H-1 > =tt= LO <3- "=3" o 00 <NI o <ct t̂  CTi 00 rH 00 rH 

rH rH rH rH rH rH rH 

rH 0 Cn *=3- to 00 vO 00 to rH O CNI o LO rH rH o\o • • • • • • • • • • • • , • • 

Cd rQ O LO rH to LO to 00 r-> vO to rH S Cd "3* *=d" to to *=3" to to ĵ- to C 3 
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Number Percent 

67. I THINK THE MID-MANAGEMENT PROGRAM 
IS MEETING ITS PRIMARY GOAL OF 
DEVELOPING QUALIFIED FIRST AND 
SECOND-LEVEL MANAGERS. 

Agree Strongly 33 24.1 
Agree 78 56.9 
Disagree 6 4.4 
Disagree Strongly 1 0.7 
Undecided 17 12.4 
No Response 2 1.5 

TOTAL 137 100.0 

68. MY MID-MANAGEMENT INSTRUCTORS 
CREATE A CHALLENGING LEARNING 
ENVIRONMENT IN THE CLASSROOM. 

Agree Strongly 36 26.3 
Agree 66 48.2 
Disagree 18 13.1 
Disagree Strongly 4 2.9 
Undecided 11 8.0 
No Response 2 1.5 

TOTAL 137 100.0 

69. IN MY OPINION, MY MID-MANAGEMENT 
INSTRUCTORS ARE ABLE TO RELATE THE 
THEORY OF MANAGEMENT TO THE 
PRACTICAL WORLD OF WORK. 

Agree Strongly 39 28.5 
Agree 77 56.2 
Disagree 9 6.6 
Disagree Strongly 3 2.2 
Undecided 7 5.1 
No Response 2 1.5 

TOTAL 137 100.1 

70. I WOULD RECOMMEND THE MID-MANAGEMENT 
PROGRAM TO OTHER PEOPLE WITH WHOM 
I WORK WHO WANT OR NEED EDUCATION IN 
MANAGEMENT 

Agree Strongly 65 47.4 
Agree 57 41.6 
Disagree 5 3.6 
Disagree Strongly 3 2.2 
Undecided 5 3.6 
No Response 2 1.5 

TOTAL T37 W 7 9 
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Number Percent 

71. THE MID-MANAGEMENT SEMINARS ARE 
TAUGHT IN A MANNER WHICH PROVIDES 
THE STUDENT WITH THE OPPORTUNITY FOR 
STATING AND DISCUSSING VARYING SHADES 
OF OPINIONS REGARDING THE MATERIALS 
STUDIED. 

Agree Strongly 42 30.7 
Agree 77 56.2 
Disagree 4 2.9 
Disagree Strongly 2 1.5 
Undecided 8 5.8 
No Response 4 2.9 

TOTAL 13 7 10 0.0 

72. THE MID-MANAGEMENT INSTRUCTORS COUNSEL 
THEIR STUDENTS REGARDING CLASS AND 
SUBJECT MATTER AREAS WHICH THE STUDENT 
WISHED TO FURTHER EXPLORE. 

Agree Strongly 36 26.3 
Agree 74 54.0 
Disagree 14 10.2 
Disagree Strongly 2 1.5 
Undecided 8 5.8 
No Response 3 2.2 

TOTAL 137 100.0 

73. THE MID-MANAGEMENT SEMINARS ALLOW 
MAXIMUM STUDENT INTELLECTUAL DEVEL-
OPMENT OF ALL STUDENTS, INCLUDING THE 
MORE GIFTED ONES. 

Agree Strongly 30 21.9 
Agree 78 56.9 
Disagree 12 8.8 
Disagree Strongly 0 0.0 
Undecided 13 9.5 
No Response 4 2.9 

TOTAL 137 100.0 
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Number Percent 

74. I THINK THE MID-MANAGEMENT INSTRUC-
TORS HAVE ENOUGH EXPERIENCE IN 
BUSINESS TO BE GOOD MANAGEMENT 
TEACHERS. 

Agree Strongly 42 30.7 
Agree 72 52.6 
Disagree 6 4.4 
Disagree Strongly 2 1.5 
Undecided 13 9.5 
No Response 3 1.5 

TOTAL 137 100.2 

75. MOST STUDENTS I HAVE HEARD COMMENT 
ON THE MID-MANAGEMENT PROGRAM EN-
DORSE IT POSITIVELY. 

Agree Strongly 33 24.1 
Agree 66 48.2 
Disagree 21 15.3 
Disagree Strongly 2 1.5 
Undecided 13 9.5 
No Response 2 1.5 

TOTAL 13 7 100.1 

76. THE ADDITION OF AN ANNUAL MID-
MANAGEMENT BANQUET WOULD BE A 
WORTHWHILE ACTIVITY. 

Agree Strongly 34 24.8 
Agree 54 39.4 
Disagree 20 14.6 
Disagree Strongly 7 5.1 
Undecided 20 14.6 
No Response 2 1.5 

TOTAL 137 100.0 

77. MID-MANAGEMENT STUDENTS SHOULD BE 
ABLE TO SUBSTITUTE OTHER BUSINESS 
COURSES TO TAKE THE PLACE OF THE 
ON-THE-JOB TRAINING COURSES. 

Agree Strongly 38 2 7.7 
Agree 42 30.7 
Disagree 29 21.2 
Disagree Strongly 8 5.8 
Undecided 12 8.8 
No Response 8 5.8 

TOTAL ITT" 100.0 



78. WHEN I ENTERED THE MID-MANAGEMENT 
PROGRAM AT T.C.J.C-SOUTH, I HAD 
COMPLETED: 
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Number Percent 

79, 

8 0 , 

81 

Zero hours 37 
3-12 hours 17 
13-24 hours 20 
25-36 hours 17 
37-48 hours 9 

49-60 hours 9 
60-72 hours (An Associate Degree) 9 
120-130 hours (A Bachelor's Degree) 9 
150-160 hours (A Master's Degree) 3 
No Response 7 

TOTAL TTT 

COMPARED TO WHAT I EXPECTED TO GET 
OUT OF THE MID-MANAGEMENT PROGRAM, 
I HAVE RECEIVED: 

Far more than I expected 21 
More than I expected 48 
About what I expected 57 
Less than I expected 11 
Far less than I expected 0 

TOTAL TTT 

COMPARED TO OTHER TEACHERS I HAVE HAD 
AT T.C.J.C.-SOUTH, MY MID-MANAGEMENT 
INSTRUCTORS ARE: 

27.0 
12.4 
14.6 
12.4 
6.6 

6.6 
6.6 
6.6 
2 . 2 
5.1 

100.1 

15.3 
35.0 
41.6 
8.0 
0.0 

99.9 

Among the best I have had 
Above average 
Average 
Below average 
Among the worst I have had 
No Response 

40 
40 
46 
5 
3 
3 

TOTAL 137 

82. COMPARED TO OTHER CLASSES AT T.C.J.C-
SOUTH, MOTIVATION SEMINAR IS: 

More Difficult 9 
About the Same 70 
Less Difficult 21 
Have Not Had It 30 
No Response 7 

TOTAL T37 

29.2 
29. 2 
33.6 
3.6 
2 . 2 
2 . 2 

100. 0 

6.6 
51.1 
15.3 
21.9 
5.1 

100 . 0 
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Number Percent 

83. COMPARED TO OTHER CLASSES AT T.C.J.C-
SOUTH, ESSENTIALS OF MANAGEMENT IS: 

More Difficult 23 16.8 
About the Same 62 45.3 
Less Difficult 20 14.6 
Have Not Had It 19 13.9 
No Response 13 9.5 

TOTAL 137 100.1 

84. COMPARED TO OTHER CLASSES AT T.C.J.C-
SOUTH, PERSONNEL MANAGEMENT IS: 

More Difficult 21 15.3 
About the Same 47 34.3 
Less Difficult 10 7.3 
Have Not Had It 38 27.7 
No Response 21 15.3 

TOTAL 137 W 7 9 

85. COMPARED TO OTHER CLASSES AT T.C.J.C.-
SOUTH, MANAGEMENT SEMINAR IS: 

More Difficult 6 4.4 
About the Same 26 19.0 
Less Difficult 7 5.1 
Have Not Had It 68 49.6 
No Response 30 21.9 

TOTAL 137 100.0 

86. THE BEST CLASS SIZE FOR A MID-
MANAGEMENT SEMINAR IS: 

Less than 10 people 5 3.6 
10-15 people 36 26.3 
16-20 people 65 47.4 
21-25 people 21 15.3 
More than 2 5 2 1.5 
No Response 8 5.8 

TOTAL T37 9"979 

87. SINCE ENTERING THE MID-MANAGEMENT 
PROGRAM I HAVE RECEIVED THE FOLLOW-
ING NUMBER OF PROMOTIONS OR INCREASES 
IN RESPONSIBILITY: 

Zero 77 56.2 
One 33 24.1 
Two 17 12.4 
Three 7 5.1 
Four 2 1.5 
No Response 1 _ 7 

TOTAL T37 TW7D" 
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MID-MANAGEMENT T.C.J.C.-SOUTH 

Program Evaluation Questionnaire 

DEMOGRAPHIC INFORMATION 

1. Age: 3. Received V.A. Benefits: 

Yes No 
Under 21 41-45 
21-25 46-50 4. Your approximate earnings 
26-30 51-55 when you entered Mid-Management: 
31-35 56-60 $ Weekly $ Yearly 
36-40 60 or More 

5. Your approximate earnings at 
2. Sex: Female Male present: 

$ Weekly $ Yearly 

EDUCATIONAL STATUS: (Check the appropriate statement.) 

6. I have completed an A.A.S. Degree in Mid-Management. 

I have not completed an A.A.S. Degree in Mid-Management. 

Comments: 

7. Status in relationship to a Bachelors Degree: (Check appropriate 
statement.) 

I have completed requirements for a Bachelors Degree at 

College. My major was 

I am presently working on a Bachelors Degress at 

College. My major is 

I am not presently working on a Bachelors Degree, but I plan 
to do so in the future. I will probably attend 

College and major in_ 

_I am not presently working on a Bachelors Degree and do not 
plan to do so in the future. 

_0ther. If you had a Bachelors Degree or Masters Degree when 
you entered the program, please indicate Degree(s), Major(s), 
and College(s) 
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EMPLOYMENT STATUS 

8. I am presently employed by: 

I have been with this Firm: Years and Months 

My job title is: 

My job responsibilities are: 

9. Since I completed the Mid-Management Program (or Seminars), my 
job responsibilities have changed as follows: 

I have been officially promoted. 
My job responsibilities have been significantly increased 
but I have not been officially promoted. 
_I have been transferred to new responsibilities on the same 
organizational level. 
_I have joined a new employer to take a new job which I 
consider a promotion. 
_I have joined a new employer to take a job I consider equal 
to the one I had. 
My job responsibilities have not changed. 
_My job responsibilities have been reduced. 
Other: Please explain: 

YOUR EVALUATION OF THE MID-MANAGEMENT PROGRAM 

10. Place a (V) beside the Mid-Management Seminar which you found most 
valuable and an (X) beside the one you found least valuable. 

Motivation Seminar Personnel 

Essentials of Management Management Seminar 

11. Please indicate the semester in which you took each of the 
Management Seminars by placing an 01 (Motivation), 02 (Essentials), 
03 (Personnel, or 04 (Management Seminar) beside the Fall or 
Spring semester in which you took it. 

Fall Spring, 1971-72 Fall Spring, 1974-75 

Fall Spring, 1972-73 Fall Spring, 1975-76 

_Fall Spring, 1973-74 
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12. Please indicate the instructors you had for each of the Manage-
ment Seminars by placing an 01 (Motivation, 02 (Essentials), 
03 (Personnel), or 04 (Management Seminar) beside his name. 

Jerry Strader Wayland Dedmon Paul McDonald 

_Rudy Stippec David Ervin John Manire 

13. List the courses (if any) which you feel should be added to or 
deleted from the Mid-Management curriculum. 

Add: Delete: 

Following is a series of statements regarding your self-image, self-
confidence, and your on-the-job experience with Mid-Management. 
Using the following scale, express your opinion on each statement. 

1) Agree Strongly 2) Agree 3} Undecided 4) Disagree 5) Disagree Strongly 

14. My self-image has changed since I entered the Mid-Management 
program. 

15. I see myself as a better person, better able to handle my job 
and better able to get along with others since entering the 
Mid-Management program. 

16. My self-confidence has changed since entering the Mid-Management 
program. 

17. My self-confidence has increased significantly since entering 
the Mid-Management program. 

18. My superior (Boss) asks "What I think?" about a problem or a 
solution to a problem more often now than before I entered 
the Mid-Management program. 

19- My fellow employees and/or fellow supervisors ask "What I think?" 
about a problem more often now than before I entered the Mid-
Management program. 

20. The on-the-job Mid-Management training courses are a valuable 
part of the Mid-Management program. 

21. The process of establishing job related projects has helped me 
to improve my performance on my job. 

_22. The process of establishing job related projects is a good way 
for my employer to evaluate my performance on the job. 
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_23. When my employer rates my performance on-the-job, I would rather 
he use some other system than the term project plan and evalua-
tion currently being used in the Mid-Management program. 

_24. My employer has been cooperative with, and supportive of, me in 
my on-the-job Mid-Management training activities. 

_25. My Mid-Management instructor has been very effective in working 
with me and my employer to facilitate my on-the-job learning 
experiences. 

_26. The job related projects developed for the training portion of 
the Mid-Management program are a valuable learning experience. 

21. I have been able to relate material studied in the Management 
Seminars directly to my job. 

28. I considered my Mid-Management instructor to be a knowledgeable 
person with whom I could discuss problems relating to my job. 

Yes No Undecided 

_29. My Mid-Management instructors created a challenging learning 
environment in the classroom. 

_30. In my opinion, my Mid-Management instructor(s) were able to 
relate the theory of management to the real world of work. 

_31. I have recommended the Mid-Management Program to other people 
with whom I work who want or need education in management. 

_32. The Mid-Management instructors counsel with their students 
regarding any subjects which the student wishes to explore further. 

33. Mid-Management students should be able to substitute other 
courses in business to take the place of the on-the-job 
training courses. 

34. As I recall the total dollar savings value of my four term 
projects was approximately $ . 

35. The project from which you benefited most concerned 

It resulted in 
(Benefit to the Firm.) 

(Benefit to you.) 

36. The thing I liked best about the Mid-Management program was: 
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37. The thing I liked least about the Mid-Management program was: 

38. If I could change anything in the Mid-Management program it 
would be: 
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June 17, 1976 

The Mid-Management Department at the South Campus of 
T.C.J.C. wants to know how you are doing and how you think 
they are doing. 

The enclosed Questionnaire is designed to provide you 
with an opportunity to tell us how you feel about the pro-
gram- -its strengths, its weaknesses; whether or not it has 
benefited you in terms of promotion(s), increased earnings, 
increased self-confidence, ability to get along with others; 
and, any changes needed. 

To protect any information such as earnings, which 
might be considered private, please do not sign or identify 
the questionnaire in any way. 

Will you help us? It shouldn't take but a few minutes, 
and we desperately need your assistance. When you finish, 
please slip the questionnaire into the self-addressed, 
stamped envelope and drop it in the nearest mail box. 

If you think your supervisor would be open to a brief 
personal interview, please write his name, hours of work, 
and phone number in the upper left corner of the letter. 

Gratefully yours, 

Jerry Strader 
Chairman 
Mid-Management Department 
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GRADUATE QUESTIONNAIRE RESULTS 

Number Percent 

AGE: 

Under 21 0 0.0 
21-25 3 4.8 
26-30 17 27.0 
31-35 20 31.7 
36-40 15 23.8 
41-45 8 12.7 
46-50 0 0.0 
51-55 0 0.0 
56-60 0 0.0 
60 or More 0 0.0 

TOTAL F3 100.0 

2. SEX: 

Female 5 7.g 
Male 58 92 1 

TOTAL 63 TOOTO 

3. RECEIVED V.A. BENEFITS: 

Y e s 46 73.0 
N o 15 23.8 
No Response 2 3.2 

TOTAL F3 looio 

4a. WEEKLY GROSS INCOME WHEN YOU ENTERED 
THE MID-MANAGEMENT PROGRAM (AVERAGE): 

Less than $50 0 0 0 
$51-$100 6 9*5 
$101-$150 9 14*3 
U51-$200 23 36^5 
$201-$250 12 19.0 
$ 251- $300 2 3.2 
$301-$350 2 3 2 
$351-$400 1 i'5 

$401-$450 0 o!o 
More than $451 0 o!o 
No Response 8 12*7 

TOTAL F3 9¥79 
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Number Percent 

5a. WEEKLY GROSS INCOME NOW: 

Less than $50 0 0.0 
$51-$100 0 0.0 
$101-$150 2 3.2 
$151-$ 200 4 6.3 
$201-$250 15 23.8 
$251-$300 14 22.2 
$301-$350 11 17.5 
$351-$400 6 9.5 
$401-$450 0 0.0 
More than $450 4 6.3 
No Response 7 11.1 

TOTAL 63" 9979 

4b. ANNUAL GROSS EARNINGS WHEN YOU ENTERED 
THE MID-MANAGEMENT PROGRAM: 

Less than $2,600 0 0.0 
$2,601-$5,200 6 9.5 
$5,201-$7,800 9 14.3 
$7,801-$10,400 23 36.5 
$10,401-$ 13,000 12 19.0 
$13,001-$15,600 2 3.2 
$15,601-$18,200 3 4.8 
$18,201-$20,800 0 0.0 
$20,801-$23,400 0 0.0 
More than $23,401 0 0.0 
No Response 8 12.7 

TOTAL 63 100.0 

5b. ANNUAL GROSS EARNINGS NOW: 

Less than $2,600 0 0 0 
$2,601-$5,200 0 0.0 
$5,201-$7,800 2 3.2 
$7,801-$10,400 4 6.3 
$10,401-$13,000 14 22.2 
$13,001-$15,600 15 23.8 
$15,601-$18,200 11 17 5 
$18,201-$20,800 6 9*5 
$20,801-$23,400 0 0.'0 
More than $23,401 4 6.3 
No Response 7 11.1 

TOTAL 63 9979 
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Number Percent 

Mid-Management Degree Completed 63 100.0 
Mid-Management Degree Not Completed 0 0.0 

TOTAL 63" 100.0 

Bachelors Completed Since 2 3.2 
Now Working on Bachelors 22 34.9 
Plan to Work on Bachelors 25 39.7 
Do Not Plan to Pursue Bachelors 10 15.9 
Entered With Bachelors 1 1.6 
Entered With Masters 1 1.6 
No Response 2 3.2 

TOTAL F3 100.1 

ENPLOYMENT STATUS 

Presently Employed By: 
U.S.P.S. 6 9.5 
L.T.V. 5 7.9 
I.B.M. 4 6.3 
Self-Employed 4 6.3 
Bell Helicopter 3 4.8 
General Dynamics 2 3.2 
Miller Brewing 2 3.2 
Lone Star Gas 2 3.2 
Texas Electric 2 3.2 
Dept. Public Welfare 2 3.2 
Unemployed 2 3.2 
Other 29 46.0 

TOTAL 63 100.0 

LENGTH OF TIME WITH FIRM: 

0 Months- 1 Year 6 9.5 
13 Months- 2 Years 4 6.3 
25 Months- 3 Years 4 6.3 
37 Months- 4 Years 6 9.5 
49 Months- 5 Years 4 6.3 
61 Months- 6 Years 5 7.9 
73 Months- 7 Years 4 6.3 
8 5 Months- 8 Years 4 6.3 
97 Months- 9 Years 1 1.6 

109 Months-10 Years 5 7.9 
121 Months-11 Years 4 6.3 
133 Months-12 Years 3 4.8 
145 Months-24 Years 11 17.5 
No Response 2 3.2 

TOTAL 63 99. 7 
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Number Percent 

8c. JOB TITLE AND RESPONSIBILITIES 

Supervisor 33 52.4 
Non-Supervisor 27 42.9 
No Response 3 4.8 

TOTAL 65 100.1 

9. SINCE GRADUATING RESPONSIBILITIES 
HAVE CHANGED: 

Officially Promoted 23 36.5 
Responsibilities Increased without Pro. 12 19.0 
Transferred Laterally-New Respon. 2 3.2 
With New Employer-Promotion 9 14.3 
With New Employer-Same Level 1 1.6 
No Change in Responsibilities 15 23.8 
Responsibilities Reduced 0 0.0 
Other 0 0.0 
No Response 1 1.6 

TOTAL F3 100.0 

10. EVALUATION OF THE MID-MANAGEMENT 
PROGRAM: 

Most Valuable 
Motivation Seminar 14 22.2 
Essentials of Management 4 6.3 
Personnel Management 12 19.0 
Management Seminar 13 20.6 
No Response 20 31 7 

TOTAL 63 9~978 

Least Valuable 
Motivation Seminar 12 19.0 
Essentials of Management 10 15.9 
Personnel Management 11 17.5 
Management Seminar 8 12.7 
No Response 22 34 9 

TOTAL 63 100.'0 
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Number Percent 

11. SEMESTER GRADUATES TOOK FIRST 

12, 

13, 

MANAGEMENT SEMINAR: 

Fall 1971 7 11. 1 
Spring 1972 7 11. 1 
Fall 1972 10 15. 9 
Spring 1973 8 12. 7 
Fall 1973 8 12. 7 
Spring 1974 8 12. 7 
Fall 1974 4 6. 3 
Spring 1975 1 1. 6 
Fall 1975 0 0. 0 
Spring 1976 0 0. 0 
No Response 10 15. 9 

TOTAL 63 100. 0 

INSTRUCTORS GRADUATES HAD FOR EACH SEMINAR: 

Mot. Sem. Essen. Pers. Mgt. Sem. Totals 

A 45 9 2 6 62 
B 7 25 14 34 80 
C 3 16 13 9 41 
D 1 6 1 8 16 
E 0 0 23 0 23 
F 0 0 5 0 5 
Other 3 6 3 2 14 
No Response 4 3 4 4 15 

SUGGESTED CURRICULUM ADDITIONS : DELETIONS: 

Speech 6 Accounting II 8 
Business Law I 8 Business Math 3 
Marketing 6 Health Concepts 3 
Finance 4 Accounting I 2 
Human Relations 4 Marketing 2 
Economics II 3 Intro. Psychology 2 
Business Law II 2 Other 4 
Supervision 2 No Response 25 
Labor Relations 2 

No Response 

Other 5 



14. MY SELF-IMAGE HAS CHANGED SINCE 
ENTERING THE MID-MANAGEMENT PROGRAM. 
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Number Percent 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

18 
37 
7 
1 
0 

_0 
63 

28 .6 
58. 7 
1 1 . 1 

1 . 6 
0.0 
0.0 

100.0 

15. I SEE MYSELF AS A BETTER PERSON, BETTER 
ABLE TO HANDLE MY JOB AND BETTER ABLE 
TO GET ALONG WITH OTHERS SINCE ENTERING 
THE MID-MANAGEMENT PROGRAM. 

Agree Strongly 22 
Agree 34 
Undecided 6 
Disagree 1 
Disagree Strongly 0 
No Response _0 

TOTAL 63 

34. 9 
54.0 
9.5 
1 . 6 
0.0 
0.0 

100.0 

16. MY SELF-CONFIDENCE HAS CHANGED SINCE 
ENTERING THE MID-MANAGEMENT PROGRAM 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

20 
38 
2 
3 
0 

_0 
TOTAL 63 

31.7 
60.3 
3.2 
4.8 
0.0 
0.0 

100.0 

17. MY SELF-CONFIDENCE HAS INCREASED 
SIGNIFICANTLY SINCE ENTERING THE 
MID-MANAGEMENT PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

19 
34 
4 
6 
0 
0 

63 

30.2 
54.0 
6.3 
9.5 
0 . 0 
0.0 

100.0 



18. MY SUPERIOR (BOSS) ASKS "WHAT I 
THINK?" ABOUT A PROBLEM OR A 
SOLUTION TO A PROBLEM MORE OFTEN 
NOW THAN BEFORE I ENTERED THE 
MID-MANAGEMENT PROGRAM. 
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Number Percent 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

5 
27 
18 
9 
1 

_3 
63 

7 
42 
2 8 . 6 
14 
1 
4 

100.1 

19. MY FELLOW EMPLOYEES AND/OR FELLOW 
SUPERVISORS ASK "WHAT I THINK?" 
ABOUT A PROBLEM MORE OFTEN NOW THAN 
BEFORE I ENTERED THE MID-MANAGEMENT 
PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

4 
28 
20 

6 
1 

_4 
63 

6, 
44, 
31. 
9, 
1. 
6, 

99.8 

20. THE ON-THE-JOB MID-MANAGEMENT TRAINING 
COURSES ARE A VALUABLE PART OF THE 
MID-MANAGEMENT PROGRAM 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

23 
30 

8 
2 
0 

_0 
63 

36.5 
47.6 
12.7 
3.2 
0.0 
0.0 

100.0 

21. THE PROCESS OF ESTABLISHING JOB-
RELATED PROJECTS HAS HELPED ME TO 
IMPROVE MY PERFORMANCE ON MY JOB. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

16 
38 
5 
3 
0 

TOTAL 63 

25.4 
60.3 
7.9 
4.8 
0.0 
1 . 6 

100. 0 



22. THE PROCESS OF ESTABLISHING JOB-
RELATED PROJECTS IS A GOOD WAY FOR 
MY EMPLOYER TO EVALUATE MY PERFOR-
MANCE ON THE JOB. 
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Number Percent 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

11 
30 
11 
7 
0 
4 

63 

17.5 
47.6 
17.5 
11.1 
0.0 
6.3 

100.0 

23. WHEN MY EMPLOYER RATES MY PERFORMANCE 
ON-THE-JOB, I WOULD RATHER HE USE SOME 
OTHER SYSTEM THAN THE TERM PROJECT PLAN 
AND EVALUATION CURRENTLY BEING USED IN 
THE MID-MANAGEMENT PROGRAM. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

4 
12 
21 
20 
3 

_3 
TOTAL 63 

6.3 
19.0 
33. 3 
31.7 
4.8 
4.8 
99.9 

24. MY EMPLOYER HAS BEEN COOPERATIVE WITH, 
AND SUPPORTIVE OF ME IN MY ON-THE-JOB 
MID-MANAGEMENT TRAINING ACTIVITIES. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

17 
34 
2 
5 
1 
4 

F3 

27.0 
54.0 
3.2 
7.9 
1 . 6 
6.3 

100.0 

25. MY MID-MANAGEMENT INSTRUCTOR HAS BEEN 
VERY EFFECTIVE IN WORKING WITH ME AND 
MY EMPLOYER TO FACILITATE MY ON-THE-
JOB LEARNING EXPERIENCE. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

22 
31 
7 
2 
0 

_1 
63 

34. 9 
49. 2 
1 1 . 1 
3.2 
0.0 
1.6 

100. 0 
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Number Percent 

26. THE JOB RELATED PROJECTS DEVELOPED FOR 
THE TRAINING PORTION OF THE MID-MANAGE-
MENT PROGRAM ARE A VALUABLE LEARNING 
EXPERIENCE. 

Agree Strongly 18 28.6 
Agree 38 60.3 
Undecided 5 7.9 
Disagree 2 3.2 
Disagree Strongly 0 0.0 
No Response 0 0.0 

TOTAL 63 100.0 

27. I HAVE BEEN ABLE TO RELATE MATERIAL 
STUDIED IN THE MANAGEMENT SEMINARS 
DIRECTLY TO MY JOB. 

Agree Strongly 25 39.7 
Agree 34 54.0 
Undecided 2 3.2 
Disagree 1 1.6 
Disagree Strongly 0 0.0 
No Response 1 1.6 

TOTAL 63 100.1 

28. I CONSIDERED MY MID-MANAGEMENT 
INSTRUCTOR TO BE A KNOWLEDGEABLE 
PERSON WITH WHOM I COULD DISCUSS 
PROBLEMS RELATING TO MY JOB. 

Yes 56 88.9 
No 3 4.8 
Undecided 3 4.8 
No Response 1 1.6 

TOTAL 100.1 

29. MY MID-MANAGEMENT INSTRUCTORS CREATED 
A CHALLENGING LEARNING ENVIRONMENT IN 
THE CLASSROOM. 

Agree Strongly 15 23.8 
Agree 42 66.7 
Undecided 4 6.3 
Disagree 2 3.2 
Disagree Strongly 0 0.0 
No Response 0 0.0 

TOTAL V5 100.0 
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Number Percent 

30. IN MY OPINION, MY MID-MANAGEMENT 
INSTRUCTOR(S) WERE ABLE TO RELATE 
THE THEORY OF MANAGEMENT TO THE 
REAL WORLD OF WORK. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

19 
40 
1 
2 
0 
1 

63 

30.2 
63.5 
1.6 
3.2 
0.0 
1.6 

100.1 

31. I HAVE RECOMMENDED THE)MID-MANAGEMENT 
PROGRAM TO OTHER PEOPLE WITH WHOM I 
WORK WHO WANT OR NEED EDUCATION IN 
MANAGEMENT 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

32. THE MID-MANAGEMENT INSTRUCTORS COUNSEL 
WITH THEIR STUDENTS REGARDING ANY 
SUBJECTS WHICH THE STUDENT WISHES TO 
EXPLORE FURTHER. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

33. MID-MANAGEMENT STUDENTS SHOULD BE ABLE 
TO SUBSTITUTE OTHER COURSES IN BUSINESS 
TO TAKE THE PLACE OF THE ON-THE-JOB 
TRAINING COURSES. 

Agree Strongly 
Agree 
Undecided 
Disagree 
Disagree Strongly 
No Response 

TOTAL 

21 
38 
3 
0 
0 
1 

63 

18 
40 
3 
1 
0 
1 

63 

10 
19 
16 
12 

6 
0 

63 

33.3 
60.3 
4.8 
0.0 
0.0 
1 . 6 

100.0 

28.6 
63.5 
4.8 
1.6 
0.0 
1.6 

100.1 

15.9 
30.2 
25.4 
19.0 
9.5 
0.0 

100.0 
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MID-MANAGEMENT, T.C.J.C.-SOUTH 
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Program Evaluation Questionnaire 

Between the Fall of 1970 and the Spring of 1976, you had under 
your supervision an employee named . 
While under your supervision, this individual was enrolled in, 
the Mid-Management Program at T.C.J.C.-South Campus. We would 
appreciate it if you would take a little time and answer the 
following questions relating to your experience with this 
student and the Mid-Management Program in general. Please use 
the enclosed envelope to return your response. 

1. In my opinion, this student increased his or her understanding 
of the nature of the manager's job as it exists in my 
organization. 

Strongly 
-Agree _Agree Undecided Disagree Strongly 

-Disagree 

Comments 

2. In my opinion, the job-performance level of this individual 
has increased as a result of his or her experience with 
the Mid-Management Program. 

Strongly 
-Agree Agree Undecided Disagree Strongly 

-Disagree 

Comments 

3. In my opinion, the process of establishing job-related 
projects is a good way to evaluate the development of 
students involved in this program. 

Strongly 
-Agree Agree Undecided Disagree Strongly 

-Disagree 

Comments 
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4. In my opinion, the Mid-Management Program is meeting its 
primary objectives of developing good first and second 
level managers. 

Stiongly Agree Undecided Disagree 
Agree & & Disagree 

Comments 

5. Can you recall an instance in which this employee initiated 
a "project" idea which benefited your Company? Yes Not 
Describe briefly the project and benefits. 

Jerry Strader 
Chairman 
Mid-Management Department 
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EMPLOYER QUESTIONNAIRE RESULTS 

Number 

IN MY OPINION, THIS STUDENT INCREASED 
HIS OR HER UNDERSTANDING OF THE NATURE 
OF THE MANAGER'S JOB AS IT EXISTS IN 
MY ORGANIZATION. 

Percent 

Strongly Agree 
Agree 
Undecided 
Disagree 
Strongly Disagree 

TOTAL 

11 
12 
1 
1 

_0 
25 

44.0 
48.0 
4.0 
4.0 
0.0 

100.0 

IN MY OPINION, THE JOB PERFORMANCE 
LEVEL OF THIS INDIVIDUAL HAS INCREASED 
AS A RESULT OF HIS OR HER EXPERIENCE 
WITH THE MID-MANAGEMENT PROGRAM. 

Strongly Agree 10 
Agree 10 
Undecided 3 
Disagree 2 
Strongly Disagree 0 

TOTAL 25 

40.0 
40. 0 
12.0 
8.0 
0.0 

100.0 

IN MY OPINION, THE PROCESS OF 
ESTABLISHING JOB RELATED PROJECTS 
IS A GOOD WAY TO EVALUATE THE 
DEVELOPMENT OF STUDENTS INVOLVED 
IN THIS PROGRAM. 

Strongly Agree 
Agree 
Undecided 
Disagree 
Strongly Disagree 

14 
11 
0 
0 

_0 
TOTAL 25 

56. 0 
44.0 
0.0 
0.0 
0.0 

100.0 
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IN MY OPINION, THE MID-MANAGEMENT 
PROGRAM IS MEETING LTS PRIMARY 
OBJECTIVES OF DEVELOPING GOOD 
FIRST AND SECOND LEVEL MANAGERS. 

Strongly Agree 
Agree 
Undecided 
Disagree 
Strongly Disagree 

Number Percent 

7 
16 

2 
0 
0 

TOTAL 13" 

CAN YOU RECALL AN INSTANCE IN WHICH 
THIS EMPLOYEE INITIATED A "PROJECT" 
IDEA WHICH BENEFITED YOUR COMPANY? 

28.0 
64.0 
8.0 
0.0 
0.0 

100.0 

Yes 
No 

TOTAL 

24 
1 

25 

96.0 
4.0 

100.0 
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Texas Education Agency 
• STATE BOARD OF EDUCATION 

• STATE COMMISSIONER OF EDUCATION 

• STATE DEPARTMENT OF EDUCATION 

199 
201 East Eleventh Street 

Austin, Texas 

78701 

October 30, 1975 

Mr. Jerry Strader 
2107 Jacqueline 
Denton, Texas 76201 

Dear Mr. Strader: 

Your letter of October 10, 1975, to Mr. John Guemple, has been directed 
to me. 

You are to be commended for doing an outstanding job at Tarrant County 
Junior College. It appears the program is providing students an oppor-
tunity for advancement toward their career goals and providing industry 
with trained personnel as well as saving them money. 

The research and information to be obtained from your dissertation con-
cerning the cooperative aspect of management education would be of 
interest; to the Texas Education Agency. You are encouraged to pursue 
this topic and a copy of your final study would be appreciated. 

We wish you well in your educational endeavor and please let us know if 
we cat; be of further service. 

Sincerely/ yours, 

/y ^ I) 
Cauar /isiooi&le Commissioner 
for Oreuyvt loiial K4ucar.ion and Technology 

c 

"An £'guus Opportunity Employer" 
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