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Creafiuify Can ﬁz goderec{
b .

Douglas T. Jaeger
| ‘Miles Laboratories, Inc., Elkhart, Ind.

Today we know that creativity is not only an ability,
but also both a pattern of behavior and a series of
attitudes frequently springing from a specific environ-
ment. Two of these, the pattern of behavior and
attitudes and the environment, can be learned and
fostered. Because we tend to ignore attitude and
environment, we will examine them more than
learnable patterns of behavior. Both are equally
important, however, and contribute to fostering and
growth of creativity.

In this article we will consider what creativity is;
what we as individuals can do to foster our own; what
those of us who supervise others can do to release the
creativity of subordinates; what we should expect
from having creative people as peers or subordinates;
and, briefly, what we can do to learn the behavior
patterns of creativity. -

Each of us has creativity to some degree. The
creativity I am defining is the combining of old
and/or new ideas to form a new combination which
will better satisfy a need.

It is true that creativity is in part a matter of
genes and chromosomes, but it is also true that we all
have greater creative ability than we usually apply.
We have learned to repress our creative instincts and
abilities.

It is no accident that children show greater
spontaneous flights of fancy on the average than do
adults. There are many facts that point to the
conclusion that we as mature individuals have inhi-
bited our own creatvity.

Responsibility for unleashing one’s creative abili-
tes lies first with the individual. We can be more
creative. How? First by examining what causes us to
suppress our creative attitudes and then overcoming
these. '

Individual blocks to creativity
Let’s ask what causes us to be less creative.

We can identify at least three types of blocks to
creativity; those which are cultural; those which are
perceptual; and those which are emotional. Let’s
briefly review the cultural first.

We as members of society have a desire to
conform, to be one of the crowd, to have our ideas
conform to those of others. This desire to conform
causes us to avoid proposing or advocating ideas
which are different from those of others, and creative
ideas are frequently ridiculous, preposterous, and
even radical. It is no accident that the popular notion
of a creative person is associated with eccentricities of
dress or behavior.

Even in the use of the word“eccentric” rather
than “different” we can identify a cultural block.
Society dislikes those who are different, and eccentric
is 2 much stronger and more condeming word than
different. What other types of cultural blocks are
there?

We as members of society find it impolite to be
inquisitive. We frequently discourage it in ourselves
and others, and yet the creative person must always
ask “why.” Why can be an embarrassing and even
irritating question, as any parent of a five to seven
year old can readily testify.

As a society we do not encourage fantasy or
daydreaming. And yet this, too, can be a factor in
creativity.

We could add to this list of cultural blocks, but
let’s instead consider the second, the emotional

- block. Here we are dealing not with the forces

generated by our culture which has helped to mold
us, but with our own inner feelings and attitudes.

Fear of making a mistake or of looking foolish
can be a powerful inhibitor of creative ideas.

A desire for security or rejection of ambiguity can
be another powerful inhibitor of creativity. If we
have a hypothesis which can sort out neatly all of the
facts except perhaps one or two, let’s sweep the
seeming irrelevancies under the rug. Who wants to live
with uncertainty?

We can become rigid in our own thought patterns.
This, too, can inhibit and block creativiry.

Lack of desire can be a very real block to
creativity. It is no accident that the creative person is
frequently associated in the popular mind with long
hours, frequent failure, and overcoming of obstacles
at personal cost. No one has ever said that the heights
of creativity are climbed except by those truly
inspired.

Not all of the blocks we experience in our efforts
to be creative are emotional and cultural. Some of
them lie in our own thought processes and these we
should call perceptual. Among the perceptual blocks
which frequently exist are difficulties in isolating a
problem, in defining what it is. Accompanying this
can be a tendency to narrow the problem too much.
For example, two famous pathologists both observed
the effect of papain injected into the ears of rabbits.
One, because he felt that cartilage was a quiet,
inactive tissue, overlooked the fact that the cartilage
was affected. The other was willing to open his mind
to the possibility.



Similarly, we can well have difficulties in not
investigating the obvious. For example, one group of
engineers was given the task of designing a radically
new, improved hydraulic check valve. Impossible
specifications were placed on this valve and the
engineers were told that if they could get a solution
half as good it would be quite an achievement. These
engineers had never developed a hydraulic check valve
before. They thumbed through trade journals and
ordered a standard check valve from two different
vendors. They tested them to find out how well they
fitted the specifications in order to establish some
sort of starting point for their effort. To their
amazement, as well as that of the person who
requested the project, they found that a standard
valve’s performance exceeded all of the fantastic
specifications of the requester. '

What can we do about emotional, perceptual
and cultural blocks? There are a number of things
that we as individuals can do. First, we need to
analyze our own attitudes toward creativity in light
of the types of blocks we have just reviewed.
Secondly, we need to identify those blocks which
we feel most impair our own creativity. Thirdly, we
need to make a conscious effort to overcome one
block at a time. Having done so, we need to move
on to our next block.

I think we also need to recognize that there are
drawbacks to being creative, that it is not a life of
case or one of happiness. Many of us want to enjoy
the best of all possible worlds, to enjoy the rewards

that come from creativity without incurring the’

drawbacks. Some of these drawbacks involve dedica-
tion, perspiration, as well as the effects on our lives
that intense single-mindedness of purpose will have,
and the fact that if we are creative we may not be
as well accepted as if we are “good Joes™” and one
of the crowd. :

We've found in our brief review of creativity
that we as people inhibit our own creativity, that
these blocks are either learned or attitudinal in
nature and that we can identify and overcome
them. We have also learned that we must want to
be creative to pay the price that accompanies it as
well as gain the rewards.

Organizational blocks to creativity

There also are blocks that we encounter since
we are members of organizations. What can we as
supervisors do to help subordinates be more crea-
tive?

First, let’s consider some of the blocks that exist,
some of the blocks to creativity which managers can
unwittingly create: a)an overemphasis on con-
formity; b) placing of time pressures on the individ-
ual; ¢) not providing a reward for creativity; d) insist-
ing on “my way"; e) lack of flexibility; f) distrust of
the new; g) premature critical thinking; h) too many
layers of management or supervision.

Let's review thzse briefly. Certainly an over-
emphasis on conformity inhibits subordinates from
being creative.

The time pressures we can think about in two
ways. Certainly to create something by a given time
and day, minute and hour, is highly difficult; but
yet at the same time, it’s important to remember
that one of the marks of the creative individual is
the excessive number of hours he is willing to
devote to his problem, excessive in terms of normal
working standards. The truly creative person is
frequently characterized by intense absorption and
by lack of concern about working hours. So that
time pressure by itself is not necessarily a bar to
creativity if the person desiring to be creative is
willing to compensate for this by working 10, 12,
and even 14 hours a day. :

Many organizations do not provide rewards fo
the creative person. 1 mean rewards in terms of
recognition by the company, recognition in the
scientific community at large, and recognition in
terms of money.

Another kind of block to creativity can be the
insistance by the boss on doing it “my way.”
Accompanying this can be inflexibility.

Still another block to creativity is the distrust of
the new. This, I think, poses in some ways more of
a problem today than it did 60 years ago. This
problem arises because of the knowledge explosion
that all of us are experiencing. It is very easy for a
manager 15, 20 or 25 years beyond his last school-
ing to find himself in many ways technically obso-
lete and, therefore, distrusting the new.

Another significant factor can be premature
critical evaluation. Very frequently a truly creative
idea is at first blush absurd, fantastic, or impossible.
History is full of these examples: Pasteur, Mendel,
Copernicus, Ampere, Lister, and many others. Crit-
ical evaluation of an idea prior to its full concept
can be damaging to creativity then and in the
future.

And since creative ideas are frequently revolu-
tionary, excessive layers of evaluable supervision
make it more difficult to have creative ideas fully
accepted.

If these are blocks which any supervisor can
unknowingly and unintentionally place in the way
of the creativitv of his subordinates, what can be
done about them?

A number of steps are possible and practical.
Let me suggest an overall approach. First, self-
examination by supervisors of their own practices.
Secondly, collective examination, examination by
groups of supervisors of current practices and atti-
tudes. Thirdly, discussions by supervisors with sub-
ordinates about their reactions to managerial prac-
tices and methods.

—_ 7



At "this point, you as a read.r are probably
having several thoughts. Some of you are thinking,
“Well, I could be creative if my boss would let me.”
And some of you are saying, “My organization
doesn’t want creativity.” To those of you who do
not supervise others, [ would say the creative person
dares to be creative in spite of his environment. To
those of you who are supervisors of others, I would

ask, “Are you sure you are helping your subordi-

nates to be creative?”

In looking at creativity it is easy to dodge our
own responsibility for increasing or releasing our
own creativeness, and to blame any failings we may
have on others. This is a many-faceted problem, and
the factors which influence individuals to inhibit
their own creativity are not only pressures from the
organization but pressures from themselves. But
organizations and managers need to examine their
practices in the area of releasing creativity of sub-
ordinares.

We've reviewed the fact that managers and or-
ganizations can inhibit creativity and what can be
done to correct this. We've also emphasized that no
one of us can blame his organization for his lack of
creativity. The desire to utilize our abilities lies
within each one of us. How badly do we want to be
creative?

Learning to appreciate creativity

Let’s consider whether we really want to be
creative, whether we want a creative person working
for or with us or as our boss.

We know some things about creativity and crea-
tive people. First, we know that all people have
creativity; that creative expressions are stronger
among children than among adults, taken as a
group; that creativity is not directly associated with
intelligence. Now, this is not to say that we don’t
need to be intelligent, but rather that the ability to
create and sheer intellectual ability are not related.
We know that creativity can be increased if we
accept as a measure of creativity the number of
usable ideas. We also know that creativity is not
always associated with nice, pleasant people. Crea-
tive people are generally more intelligent, more
dominant and less acquiescent, more adventuresom.
They are intolerant of themselves and they can be
somewhat radical. They are unusually persistent.
They are capable of sustained effort. They are
people who avert firm self-discipline in their fields
of interest, although they may fail to manifest this
quality in other aspects of their lives. They are
more autonomous, more assertive and authoritative.
They are more consistent in their desire for rewards.
They are less inhibited, less formal, less acquisitive.

What does this mean? This means that the
creative person is not necessarily the most pleasant
coworker, superior, or subordinate. This does not
mean that the nonconformist is automatically

creative, but it '{,.docs mean that the creative em-
ployee can quesiion more, can be less adaptive to
organizational rules and practices, be less of a
team worker. What does the organization need to
do about this? As a result, it can mean that
managers must spend more time in supervising
creative people, not in using the normal super-
visory techniques but in translating necessary or-
ganizational requirements into values that are
apparent to the creative person. It also means that
we as colleagues or subordinates must be more
tolerant and less concerned about the amenities. It
also means that if we want to be creative we won'’t
necessarily be loved as sweet personalities.

Finally, having learned something about the
personal values and attitudes which can help us be
more creative, or help our subordinates increase
their creativity, what can be done to learn better
the creative process.

Formal training in how to think more creatively
has been shown to be successful in many separate
fields of knowledge and professions, as can be
measured by an increased number of useful ideas
produced. How are people trained to be more
creative? Training in creativity usually consists of
several parts.

First, a discussion and understanding of the
creative process which involves several well-defined
steps. The participants learn the steps involved and
how to use these processes.

A second phase of creativity training involves a
discussion of the obstacles to creativity and how
these can be overcome by the individual.

The third phase of creativity training involves
the understanding of aids to the stimulation of
creative thinking. The use of such techniques as
forced relationship and morphological analysis; the
principle of deferred or postponed judgment; the
use of check lists for idea stimulation; the impor-
tance of quantity; the use of logical thought proc-
esses, these are some of the specific techniques that
are taught and practiced in an environment which
relates to the kind of work that employees do on
their regular jobs. Do programs such as this work?
Do they help people be more creative? Yes, they
do. How successful are thev? Gains of as much as
125 per cent are common among graduates of the
courses, with the criteria of success being the
uniqueness and usefulness of the idea.

We've taken an overview of creativity and its
fostering and we've found that we repress our own
creativity for a number of reasons; that we can
release our inhibitions by use of certain methods;
that our organizations can help us foster creativity
in terms of crearing an even more suitable environ-
ment; that working with creative individuals can be
trying; and finally, we've learned that there are
formal organized means of learning to increase our
Oown creativity.

B I



How to ask for the job

A successful approach to a potential

employer has three key parts: the réesumé,
_the application letter and the personal

interview. Here’s guidance on all three.

FINDING A JOB can be like threading your wav through a
maze. You go this way and that and down a lot of blind
allevs. It's hard to judge vour progress. And vou don't
know when or where vou will reach vour goal.

Onlyv one thing is certain. Your quest will be shorter if
vou do all vou can to get it off 10 a good start

The first thing to do is to ask friends and business con-
tacts to be on the lockout for vou. Then make a habit of
studving help-wanted ads in newspapers and wrade jour-
nals. Check with some placement firms and look into job
bank listings of industrv and professional organizations
in vour field. Also draw up lists of companies that have
the kind of job you want so vou can contact them directy.

All of this is time-consuming, energy sapping and en-
tirely preliminary to the key step—asking the right per-
son for a specific job. And vou won't get that job unless
vour approach to the person by leter, phone and in per-
son is right on the mark.

Once vou know where 1o aim, there are three ele-
ments involved in asking for the job. The first is prepar-
ing a résumé. curriculum vitae, background information
sheet or whatever vou choose to call the wrinen explana-
tion of who vou are and what vou can do. The box on the
next page tells what information vou should include.

Some job search strategists advocate departures from
the conventional résumé. They recommend submitting a
proposal vou've worked up through research and con-

-9 -

and get it

versations with the company’s officials that shows how
vou could perform specific services to benefit the firm.

Another approach is that of Dr. Eugene Williams, cean
of Sojourner-Douglass College in Bahimore, who sug-
gests that people applyving for teaching jobs submit an
audiovisual portfolio, including a videotape of their per-
formance in the classroom, so «chool officials can bener
assess their competence.

However vou present vour professional history, it
alone won't get you the job. A résumé is merely a paper
image of vou, and few emplovers will hire on the strength
of a résumé alone.

So why not forget about working one up? Because the
résumé is still an expected document in the hiring
process. Want ads usually ask for one, and so will most
people vou contact. It helps to introduce you and it helps
to keep vou from being forgoten.

For an emplover, résumés are a basic reference. He
may use them to weigh the strengths and weaknesses—
in terms of job experience, professional achievements
and so forth—of a number of candidates of whom he has
otherwise similar impressions.

Another element in the process of asking for a job is
vour letter of application. Telephone contacts with poten-
tial employers are also imponant because often voull
have to make several calls to a company simply to identify
the person to whom an application lerter should be sent.
Make every effort not 1o address the letter to a title. such
as “Personnel Director.” Direct it by name to the person
who can make the decision to hire vou.

Your application lener alone won't get you the job

Changing Times



either, but it can get you to the next stage—an invitation
to a job interview. So take pains in constructing it, with
careful auention to its tone, style, content and physical
appearance. The essentials of an effective job application
lenter are described in the box (below).

Don't type the final draft until you have gone over your

letter several times to improve it. You might ask a friend

to check it for spelling, grammar and punctuation. The
neatness, style, overall appearance and correciness of
your letter are as important as its content.

The third element is the

job interview. How you han-

dle yourself there can determine whether you get the

job.

“I have watched hundreds of job applicants destroy
themselves in the first few seconds of an interview. I have

seen others, just seconds

away from being hired, do

things that ruined their chances,” says Kirby W. Stanat, 2
former corporate recruiter who is now college place-
ment director at the University of Wisconsin in Milwau-

kee. He estimates he interv

iewed and hired about 8,000

1. Draft your résumé

In conrent, vour résumé
should include the following
elements.

* Your name, home address
and phone numbers at home
and at work

e A brief summary of vour
professional background. It’s
bener 1o categorize your work
experience by functions rather
than chronologically. That is,
describe the kinds of things
vou have done in various jobs
over the vears, starting with
the most imponant function.
" This approach gives the clear-
est picture of vour capabilities.
You can name companies vou
have worked for in this sum-
mary or simplv list them at the
end. You should indicate
where vou are working now,
but there is no need to specify
starting and ending dates for
anv of the jobs listed.

If vou are a graduating stu-
dent, summarize any job ex-
perience vou've had—part-
time work, summer jobs, work
for volunteer organizations
You can also include leader-
ship posiuons vou've held and
significant tasks vou've com-
pleted in extracurricular activi-
ties and organizations. The
work experience vou cite may
not relate to the job vou are
afier, but this information will
show that you know what it is
to work and to use time and
energy constructively.
¢ Finally, some personal back-

ground. such as vour educa-
tion (colleges. degrees,
honors). As a result of ant-
discrimination laws, many em-
plovers won't ask for such per-
sonal information as vour age.
birthplace and marital siatus.
You can volunteer it if vou
want to. Indicaung off-work ac-
tivities and interests, such as
offices vou've held and proj-
ecs vouve worked on in
clubs, professional societies,
communiny service agencies
and the like, will flesh out vour
paper image.

Don't lisi references in vour
résumé. a note that thev are
available on request will do.

In  form, vour résumé
should be brief. Try to keep it
to one page. It should be
neatly nvped and pleasing to
the eve, with wide margins and
proper spacing. Put vour
name. address and phone
numbers at the top, profes-
sional data next, personal in-
formation last. Some job coun-
selors recommend pumning
vour job goal in vour résumé,
but often it can be expressed
more selectively in vour leuer.
You may wish to state vour ob-
jecuve somewhat differently to
different emplovers.

You needn’t n'pe an original
copy of vour résumé for each
emplover. Spend some tume
refining one version and make
clean copies of it on an office
copier or have it printed.

2. Write an effective letter

Compose the job applica-
tion letter accompanying your
résumé to get the fllowing in-
formation across in a brief,
businesslike way.

° Why vou are uriting. Sav
you are looking for a job and
think this company might have
something for vou. Don't beat
around the bush with stilted

phrases aboui wantng to in-
quire what the potental for
vour career might be at this
firm or how vou desire 10 get
this person’s views on the out-
look in vour field. Say, I am
writing 10 you because 1 am in-
terested in working for vour
company.”

o What you will bring to the
company as an employee.
Here is where you emphasize
particular* aspects of vour ex-
perience and background that
are most relevant to this com-
pany’s business. Highlight spe-
cific achievements that demon-
strate vour capabiliv and suc-
cess in vour work.

o Why you are looking for a
Jjob. If vou are currently em-
ploved, vou'll want to explain
briefly why you want a new
job. Good standbyvs: “I am
looking for ajob in which I can
make fuller ude of my experi-
ence (or potential) than I am
able to do in my present posi-
tion,” or "I believe opportu-

N
L

Were dre OIEGEENIONS in-
terviewers rypically throw at
job candidates. Better be ready
for them.

nities 10 advance 1o lvvels for
which 1 am qualifed are
limited a: my present firm.”

If vou have been fired dont
mention it in the letier. The
topic may come up eventually,
and if it does, don't dissemble.
Deal with the facs in the most
dispassionate, least damaging
way thal your circumstances
permit. Stick 1o emphasizing
the positive—your qualifica-
tions for the job vou're asking
for. :

If vou are a student, sav

when vou will graduate and
can begin work.
o The response yvou expea.
You're wriling 10 get an invita-
von to a job inteniew. So ask
jor it. “Could I mee: with vou
10 discuss job pc- ‘bilities at
vour company?’ A suggest a
specific ume for a: interview
—within the next 1en davs or
wo weeks, for instance. Close
bv indicating that vou hope to
hear from the person vou've
wrinen 1o.

. Prepare for the interview

=B o everapur-vour job
i ihe line for sameihing you
geeiieve én’

April 1981



OBJECTIVE:

EDUCATION:

EMPLOYMENT:

Dates:
(From - to)

Dates
(From - to)

HOBBIES &
ACTIVITIES:

REFERENCES:

SAMPLE RESUME

NAME
Address
City, State, Zip Code
Telephone

In your own words, i. e., A position in a business enterprise
in which legal, auditing, engineering, sales, etc., skills can
be utilized.

Name of High School, Address, grade average and activities.
OR

Name of College or University, Address, type of degree
= or - courses taken (if no degree) grade point average (if
high). Activities (if significant and related to career objective.)

(List all jobs, working backwards from present or last to
first. Include some data for all jobs.

Firm Name, Address (if more than one position,
Position Held list all with dates.)

Very brief job description
Brief listing of accomplishments while with firm.

Firm Name, Address
Position Held
Brief job description

NOTE: List military service as a job period in your life,
but do not go into detail unless related to other
job experience.

(If relevant to career objectives)

Furnished upon request.

NOTE: Use only one page, if possible, not more than two.
Fill the page. Do not list salaries or reasons for

separations. :

...”...
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HOW TO BE SUCCESSFUL IN FOOD SCIENCE
by
Daniel Y.C. Fung, MSPH, Ph.D.
Chairman, Food Science Graduate Program
Kansas State University
As Chairman of the Food Science Graduate Program at Kansas

State University, I counsel about 30 graduate students concerning
their academic, personal, financial, and professional development.
I have been asked to make a few suggestions to you Chinese students
on how to be successful in the U. S. Food Science programs, and this
I do with enthusiasm.

Personal goal. You must each have a clear goal in mind

before entering graduate school. Do you have one? Do you want to
be the best scientist, professor, product development expert, quality
control expert, business person, etc. Ask yourself this periodically.

Interpersonal relationships. As an international student in

the U. S., it is advisable to be open and communicative to people
around you, especially other U. S. students, and particularly your
major professor. Your major professor is THE most important person'
on your road to success. Be pleasant and courteous to him/her.
Send him/her a Christmas card, birthday card, and/or a box of candy.

He/she is a human being too, and would appreciate some warmth from

you. Be sociable. Go to departmental picnics and parties and
VOLUNTEER to help. Join a graduate student association . . and be
gctive.

English. I cannot over emphasize the importance of a good
command of spoken and written English. This is the key to your

success. Participation in Chinese student meetings and gatherings

-14-



are obviously important, but excessive isolation will hinder your
progress in English communication. I have a rule in my laboratory
which prohibits the use of any language other than English from 8 a.m.
to 5 p.m. After that, I will communicate with students in Mandarin,
Cantonese, Yunnanese, or even Japanese . . if they like! Incidentally,
I have observéd that the Chinese students dating Americans are the

ones witﬁ:exponéntial'iﬁprovement in English--1I recommend this for
singles only?

Academic Excellence. It goes without saying that you must

excell 1in your‘course work. Many of you are excellent students, or
you would not be here in the first place. When you have difficulty
in your course work, most likely it will be related to a problem
with English. 'Studying with American students will help. Always TYPE
your term papers and reports. Even though a professor may say that
it doesn't matter, actually IT DOES. A neatly typed report will
immediately give a good impression. Also, check and double check
spelling, typing, and grammar.

Research. '"Publish or Perish" is true for graduate students
as well as for professors. Work hard on your research--whatever
the topic may be. Believe me, it is worth your total dedication.
Learn how to write research papers properly, and read the journal
articles in your field. Learn the strengths of your major professor,
and follow his/her example. Use initiative and imagination. If you
are not aiming to be the best in the world in your field, you are
not aspiring high enough.

Job Hunting. Now that you are about to have that hard-earned

M.S. or Ph.D. degree, what are you going to do? Some of you must go

._‘-5'..



home due to provisions under which you were financed. Do not forget
that there are also opportunities in your home country. In some
cases, your country NEEDS you. Others may like to give the U. S.

job market a try. The current U. S. job market is tight for everyone--
especially for Chinese students without a P.R.; however, it is not
entirely impossible. My assistant, a Ph.D. student from Taiwan
without a P.R., just landed a good job in California. Locating a job
is a combination of training, the job market, knowing the right
people at the right time, and LUCK. Start early. Talk with your
professors. Go to national meetings. Contact employment agencies.
Read job listings. Have an open mind, and don't be discouraged when
things are not'moving fast enough. All you need is one job. It may
happen any minute. I firmly believe that if you are an outstanding
individual with good training in Food Science, you WILL find a good

job in the U. S. or elsewhere . . if you look hard enough. GOOD LUCK!

-/ b-



THE NEWEST '"SUGAR" -
HIGH FRUCTOSE CORN SYRUP (HFCS)

George C. Chu

INTRODUCTION:

Many of you, as a food scientist, has either heard or used high
fructose corn syrup (HFCS) in your company. HFCS is a rather new product
in the U.S. Until just a few years ago, "Corn Sweeteners" were simple
corn syrup made up primarily of dextrose sugar.

Only recent technology permits the production of fructose sugar
from dextrose through a rearrangement of atoms within the molecule called
"Isomerization'.

The commercial production of HFCS started in the U.S. in 1967. It
has expanded rapidly during the last several years.

RAW MATERIAL:

Corn is the sole raw material, which is grown in the U.S., eight
billion bushels in 1981 alone. The corn wet milling industry uses only
5%-6% of it for corn sweeteners. The average corn kernel is 61% starch and
the balance is fiber, gluten oil and water. ‘

MANUFACTURE:

The manufacture of HFCS from corn starch is a multi-step process.
First, corn is softened by a steeping process and then goes through various
milling, washing and centrifuging to separate starch from the rest of the
parts of corn. Then, two enzymes, & —amylase and amyl-glucosidase, are
needed to convert starch slurry to a high dextrose equivalent (D.E.) syrup.
This high D.E. substrates are further treated enzymatically with a suitably
purified isomerase before concentration. Isomerization is usually carried
to a point where nearly half of the dextrose in the substrate is converted
to fructose, which is approximately 42% fructose content. Meanwhile,
the 427% fructose substrate can be further separated by a separation process
to obtain 90% of fructose. A blending process between 42% and 90%
fructose will produce 55% fructose. Following these steps, the product
is purified by carbon, ion exchange and filtration process.

APPLICATION:

The finished product of HFCS is sweeter than sucrose, water white
color and has high osmotic pressure, which gives them better storage
ability. High fructose corn syrup will replace all or part of the sucrose
in a given formulation. It is used in bakery products, beverages,

-17-



The Newest "Sugar"
High Fructose Corn Syrup (HFCS)
Page Two

carbonated or still; canned juices, canned fruits, confectionery products,
frozen desserts, jams, jellies, preserves, pickles and wine.

MARKET :

The U.S. market share of sucrose has dropped significantly since
1960. Sucrose had 88.67% of the total sweetener consumption in 1965 in
the U.S., but it dropped to 70% in 1981. The loss has been taken up
primarily by HFCS. Currently, there are seven companies in the U.S.
producing in total of 8,500 million pounds dry basis of HFCS. Over 507
of its production goes to soft drinks.

FUTURE:

HFCS is competitive with sucrose directly. The future of HFCS ties
with the world sugar market and the production volume, which is the same
old game of supply and demand. However, due to the recent new technology
(computing controls), new facilities (vs. sugar plants), it has significant
impact of energy and manpower savings. Additionally, the value of its
co-product such as corn gluten meal, feed and germ can bring down the
total manufacturer cost to produce each pound of product. As a result
of this, economist predicted that HFCS will continue to grow and penetrate
sucrose market to replace another 10-15 percent of the total usage of
sucrose by 1985.

-18-
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PROFESSIONAL NEWS

Announcement of Tentative Program for the IFT Annual Meeting.

The Annual Meeting Committee, which is chaired by Dr. Santa Lin with the
assistance of the other four committee members, Ernest Chen, Mike Chen,
Angel Young and Joseph Jen, has proposed the following activities for
this year's IFT meeting.

(1) June 23, 1982, Wednesday - Cocktail party

(2) Jdune 24, 1982, Thursday - A two hour forum entitled "Career Preparation
and Development" will be organized by Dr. Joseph Jen. It is scheduled
from 4 to 6 PM at Room #E-1&2, Convention Center.

If you have any suggestions and comments, please contact Dr. Santa Lin.

IFT International Relationship Committee Chairman Mr. Mike Jimenez invited
ACFSTA to participate in International Lounge Activity during IFT Convention.
He even requested ACFSTA to be totally in charge of the activity in Las Vegas.
ACFSTA politely declined the offer, but we will encourage our members to
participate and observe its activity.

A workshop entitled "Rapid Methods and Automation in Microbiology" is
coordinated and organized by our member, Dr. Daniel Y. C. Fung. It will be
offered during the week of July 17-25, 1982 at Kansas State University. If
anyone is interested in attending the workshop, please contact Dr. Fung or
write to Division of Continuing Education, Warcham Building, Manhattan,
Kansas 66502, (913) 532-5575.

Dr. Anthony Chen has organized a series of lectures for the Chinese Graduate
Students at the University of Texas at Dallas. The first lecture "How to
Hunt for Jobs and Conduct Interviews" was given on February 21, 1982. The
response was very good. The lecture notes will be available to the ACFSTA
members upon request. However, you will be charged with the printing cost
and postage.

Dr. Sherman Lin has been given an achievement award by the Anderson Clayton
Company for his contribution to the flavor formulation used in the ACF
imitation cheese.

Membership Directory is currently being revised. If there is any change in
your information, please inform the secretary by April 15, 1982.

There will be an open house ceremony in April, 1982 for a new building which
will be the home of the Graduate School of Food Science, National Taiwan
University. Prof. Stephen Chang will attend the ceremony.

- 25 -



SECOND REMINDER FOR 1981-1982 MEMBERSHIP DUES
From Your Treasurer

During the last two months, I have received 30 membership dues. This made
the total number of members who have paid their dues 74. Although we have
made some progress, it is still less than 50% of all the registered members.

If you would 1ike to continue receiving the Newsletter, please send your
membership dues.

Student Members

Wu, Hsiu-Mei Cheng, Yueh-Ing
Lee, Yung-Hsiung Chu, Chao-Feng
Huang, Yao-Wen Lu, Ching Ping
Hsieh, C. C. Cheung, Barbara Ann
Lee, Yeun-Chung Cheng, Shu-Guang
Chang, Chiung-Nan Chang, Rong-Quey

Tou, Hsien-Ning

Professional Members

Tan, Chee-Teck Ma, Robert

Chai, Tuu-dyi Ying, Levi

Fan, Lucy Fan, Steve Tsai-Yi
Lee, Chi-Hang Yao, R. Y, _

Cheng, Anthony H. R. Huang, Min-Nan*

Yang, Angel Moy, James H.

Lee, Shu-Chi* Chang, William T. H.
Wei, Lun-Shin** Chou, David

Chu, George Liao, Fu Tarng

Soo, Hung Catherina Y. W. Ang

*Supporting Member
**Honorary Member

Welcome our NEW members :

Yans , Tonj Cha’-—Hsa'ung ',‘fg/,;( ﬁ#
Tou, Hsien-Ning ‘E +H) 3
Cheanj , Barbara Ann

C/ldM_g 2 Mfunj — Nan ;ﬁ;‘i'%

_26_.
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Is Nomination of Officers for 1982-1983

President:

President Elect:

Two Executive Committee Members:
('82-'84)

Please sign and mail in your nomination by March 30, 1982 to our
Secretary, Peter Wan, 3333 N. Central Expressway, Richardson, Tx. 75080.

Signature of Member Date

II. If you want to attend the forum "Career Preparation and Development",
please sign your name.

I1I. Please cast your vote for the extension of current one year term for
ACFSTA President to two years:

Yes ___ No

"“"i;;><53 """"""""" tpTease return this portion with your remittance) EE"ig

ASSOCIATION OF CHINESE FOOD SCIENTISTS AND TECHNOLOGISTS IN AMERICA
(ACFSTA)

c/o Dr. P. J. Wan, 3333 North Central Expressway, Richardson, Texas 75080

Membership Dues Invoice . . . . . . . . . .. . . for June 1, 1981 to May 31, 1982.

Please check one of the following membership status:

Honorary Member . . . . . . . . . « . . . . . . .. $50.00 and above
_ ___Supporting Member . . . . . . . . . .. L. ... $30.00
Proféssiond] Member « + » v s s # » % » % 4 .3 & & $15.00
. Student Mamber: + « = s s w s « # % ¥ W 5 5w W oa $ 5.00
Corporate Member - - - - . T $200.00 and above
Payment enclosed . . . . . . . . .. e ¥R 3 B E 5§ $

Please make check payable to ACFSTA.

Member's Name

(PTease Print]
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Please'uce the inside back cover to remit
your membership due,

ACFSTA

c/o Peter J, Wan
Anderson Clayton Foods
3333 N, Central Expressway
Richardson, Texas 75080

"IRST CLASS MAIL



