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December 3, 1979

Summary of
RECRUITING TRENDS 1979-80

A Study of 471 Businesses, Industries,
Governmental Agencies, and
Educational Institutions and Employing
New College Graduates

This report is a summary of the Ninth Annual RECRUITING TRENDS SURVEY conducted by
Placement Services at Michigan State University for 1979-80. Four-hundred and seventy-one em-
ployers from a cross-section of business, industry, government, and education were surveyed for this
study. The results include information pertaining to trends in hiring new college graduates, antici-
pated starting salaries, campus recruiting activities, and other related topics of interest to college
recruiters, placement officers, educators, career counselors, and students.

JOB OUTLOOK FOR GRADUATING CLASS OF 1979-80

According to many observers, our country is currently in a recession or on the threshold of one.
Judging from the information received from employers in this study, however, the overall employ-
ment picture for new college graduates will not be affected by this condition. In fact, a slight
increase (1-2%) is anticipated in the number of college graduates hired this year over last year. For
MBA graduates the employment picture is expected to remain about the same as last year. The
number of campus visits by prospective employers is expected to remain the same, or there will be a
slight increase of 1-2 percent at the most. Since last year was a good year for the placement of
college graduates, the job market this year promises to still be good in light of this survey. Cur-
rently, certain industrial and business groups are expected to recruit more heavily while other
groups expect to remain the same or even decline. Those expecting to recruit the heaviest are
accounting, aerospace, electronics, merchandising/retailing, military and the petroleum industries.
Electric equipment/machinery, food and beverage processing, hospitals and health services, hotels
and motels, metals and metal products, utilities and research and consulting firms are expected to
increase their hiring slightly (1-4%). While this forecast speaks to the demand nationally, there is
evidence of some soft spots. The most glaring example of this is in the automotive industry where
a decreasc is expected in the hiring of college graduates this year. (Pages 6, 7, 9 and 12).

AVERAGE STARTING SALARIES

Starting salaries are expected to increase approximately 7-8 percent for graduates in the highest
demand areas, such as electrical, mechanical, chemical, and petroleum engineers and computer
science majors. An increase of 5-6 percent in starting salaries is forecasted for metallurgical, and
civil engineers; MBA’s; marketing/sales; chemistry, accounting, agriculture, math, and general
business. The lowest increascs in starting salaries are expected for human ecology, social science,
liberal arts, and education majors.
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An interesting sidelight reveals that most employers establish starting salary categories for all new
graduates for particular degree levels and academic majors. This represents 65.4 percent of the
employers. Thirty-four percent of the employers indicated that starting salaries are negotiable
during the interviewing process in their organizations. (Pages 37-41)

DEGREE LEVELS REQUIRED OF NEW HIRES

Of all the professional positions in the surveyed organizations, the bachelor’s degree was the level
of education in most demand. Approximately 1-10 percent of the positions require an associate’s
degree, 51-60 percent a bachelor’s degree, 1-10 percent a master’s degree, and 1-10 percent a
doctoral degree. In these organizations, approximately 41-50 percent of all salaried employees hold
at least a bachelor’s degree. (Pages 2, 4, and 5)

ACADEMIC MAJORS IN DEMAND

The most significant increases (3-4%) in demand for new college graduates are expected for petro-
leum engineering, computer science, electrical engineering, and mechanical engineering. The majors
in lowest demand (in relation to supply) are social science, education, human ecology, and liberal
arts. Employers summarize the outlook for college graduates as especially good for individuals with
degrees in technical areas or those with saleable skilis. (Pages 10, 11, 16, 18, 19, and 55).

ACADEMIC TRAINING REQUIRED BY EMPLOYERS

An ability to write and speak effectively is cited by employers as the greatest need of college
graduates for entry into full-time work. Other requirements of college graduates are: an ability to
accept more responsibility and to follow through on an assigned task, a greater concern for product-
ivity, and more emphasis on quality of work performed. These are followed closely by a need for
more ambition/motivation, desire to get ahead, better work habits, and greater dependability.
Employers are generally asking that graduates have a better understanding and awareness of the
business world in a practical sense and more effective interpersonal skills. Business and industry
employers indicated that they would like to see more technically trained graduates leaving our
institutions of higher learning. Education employers indicated that they would like to see more
graduates in the fields of industrial arts, math, science and special education. (Pages 16, 50, 51 and
53)

MORE EXPERIENTIAL LEARNING DEMANDED

The experiences of most employers with cooperative education programs and internships has been
excellent. Employers look very favorably upon students who have participated in work experience
programs. Employers stress that practical work experiences are helpful and enhance the chances of
employment for college graduates. According to employers, these students are better adjusted to
the real world and better able to look into a career from personal experiences. Employers are also
using co-op and internship programs for recruiting full-time personnel after graduation. (Pages 31
and 52)



iii
FACTORS AFFECTING WHO IS HIRED

When recruiting new college graduates for employment, the ability to get things done, initiative,
honesty, and integrity were rated as the most important factors to employers. Next on their list
and rated important were dependability, common sense, oral communication skills, interpersonal
skills, and adaptability. Factors almost always leading to negative employment decisions include
little interest/poor reason for wanting job, indication of poor/undesirable work habits, and unsatis-
factory verbal skills.

According to the surveyed employers, approximately 51-60 percent of all candidates are rejected
during or immediately following the campus interviews. Of the candidates interviewed on campus
by the surveyed employers, only 1-10 percent eventually begin work within that organization.
(Pages 21, 26, and 27)

* FREQUENCY OF CAMPUS VISITS

Most empleyers visit their primary colleges and universities for recruiting about twice each year. Of
the .surveyed employers, 9.4 percent visit their primary schools more often and 32.3. percent visit
only-once each year. (Page 20)

EFFECTIVENESS OF PLACEMENT SERVICES

Wheri seeking the best advice for planning their careers, college students were encouraged by pros-
pective employers to use their college placement offices. In the opinions of employers, the college
placement office is the best place to seek career advice. The second best source was employers
themselves. The importance of college placement offices was further highlighted when employers
reported that approximately 41-50 percent of their new college graduates generally come from on-
campus interviewing. Responses to want ads, write-ins, job listings with placement offices, and
walk-ins were cited as the next most productive sources of ngw college hires. Many employers
(68.8%) want lists of courses in credential files of placement offices, and some employers (38.9%)
use pre-screening services available through placement offices. Placement offices are encouraged
by the surveyed employers to become more familiar with the problems of employers. (Pages 20, 32,
52, 54,and 56) ‘

IMPORTANCE OF GOOD GRADES

Participating employers ranked 51 factors in order of importance in the employment decision.
Contrary to popular belief that grades are first in importance, grades rank 28 in that list of factors.
Several factors like “the ability to get things done” rate higher. Most employers do not have a
minimum grade point average for hiring college graduates, although 20.6 percent do require a
minimum. Of those employers with a minimum grade point average requirement, 58.4 percent
required a GPA of 2.5 or higher and 22.4 percent required a 3.0 or higher. (Pages 21-23)
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REFERENCE CHECKS IN SELECTION PROCESS

Most employers (84.1%) check references when considering new college graduates for employment
in their organizations. References are checked most often (64.6%) before the job offer is made.
Other employers check references after the initial interview, after the second interview, and after
the site interview. Some employers (12.7%) check references after the individual has been given a
job offer. Nine employers check references after the job offer is accepted or after the individual has
started on the job. Most reference checks are done by telephone (70.1%), some by letter, and a
few by credit bureaus and personal visits. (Pages 23 and 24) ' :

VOCATIONAL AND PSYCHOLOGICAL TESTING

Vocational and psychological testing for employment purposes is declining. Only 13.4 percent of
the surveyed employers used vocational and psychological testing when considering new college
graduates for employment. Of those 63 employers, only 26 use vocational and psychological
testing more today than they did 5 years ago. Generally, tests of this type are designed specifically
for the employer’s needs. (Page 25)

PREPARING FOR CAMPUS INTERVIEWS

Most employers are pleased with the interviewing preparation displayed by college students. Em-
ployers recommend that students read the employers’ literature available in their placement office
libraries, be ready to describe their career goals, present a well-prepared resume at the interview, and
ask good questions. (Page 30) .

EMPLOYERS’ TOUGHEST RECRUITING PROBLEMS

This year the toughest recruiting problem was convincing individuals to relocate to the organiza-
tions geographical location, according to employers. The next problem most frequently cited was
finding enough qualified minorities and women, and hiring qualified graduates within the starting
compensation constraints. Competition between firms and competition for the outstanding candi-
dates were also mentioned- often. In recent years, employers have noticed an increase in competi-
tion from other employers, constant increases in salaries resulting in a compression problem with
.established employees, more emphasis on college recruiting, and increased competition and demand
for technical graduates. (Pages 33 and 34)

RECOMMENDATIONS FOR JOB SEEKERS

Employers have the following recommendations for new college graduates on how to get a job with
their organizations: prepare for interviews, research any organization you are interviewing or
visiting, submit job applications, sign up for campus interviews, use your Placement Services, earn
good GPA’s, set realistic career goals, show a genuine interest in work for an organization, gain prior
work experiences (summer employment, part-time, co-op), have a well-prepared resume, be enthu-
siastic, sell yourself, be aggressive/persistent/assertive, enroll in a high' demand academic major,
present a good apprearance, be willing to work hard/have a good work attitude, and demonstrate
good communication skills. (Page 35) ‘
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TRAINING PROGRAMS FOR NEW HIRES

Most employers (96.1%) have training programs for new hires. On the average, these training pro-
grams included 9-10 hours of training each week during the first 6 months on the job. By far the
most prevelant type of training is on-the-job training (O] T); 418 employers have this. A distant
second is orientation training. Classes, formal training, and written training are used less frequently.
(Pages 43 and 44)

TURNOVER OF NEW COLLEGE HIRES

New college hires leave at the rate of 5-6 percent during the first year, according to the surveyed
employers. A few employers (34.9%) stated that 7 percent or more of their new hires left during
the first year. Turnover rates vary greatly depending upon employer type too. Most new college
graduates leave their first organization during the first two years because they receive a better job
offer. As a second reason, they leave because they are not able to adapt. (Pages 44-48)

MANPOWER FORECASTING

Many employers (68.2%) use manpower forecasting when establishing quotas for new college hires.
One year is the usual time span for these projections (48.5%). Approximately 22.4 percent of the
employers use 5 years as the time projection. Some employers (8.9%) are not using manpower
forecasting because they have not found an acceptable system. (Pages 53-54)

MOTIVATING NEW COLLEGE HIRES

Motivating new college graduates is most readily accomplished by providing them with interesting
work, promotion, and growth within the organization, according to employers. To a lesser extent,
they are motivated by a full appreciation of work done, good wages, a feeling of being in on things,
.and good working conditions. (Page 49)

GEOGRAPHICAL AREAS WITH MOST JOB OPPORTUNITIES

Almost one third of the surveyed employers (29.9%) did not know which geographical region in the
United States would be the easiest for new college graduates to find jobs. Of those employers who
rated the regions, Southcentral (Texas, Oklahoma, Iowa, Kansas, Louisiana, etc.), Northcentral
(Michigan, . Minnesota, Illinois, North Dakota, South Dakota, etc.), and Southwest (California,
Nevada, Hawaii, New Mexico, Arizona, etc.) were rated highest. Those regions with the lowest rat-
ings were Southeast, Northeast, and Northwest. (Page 51) )
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Which category best describes your organization?

Employer Category . CODE
ACCOUNTING 1
AEROSPACE 2
AGRIBUSINESS 3
AUTO-MLCH EQUIP, L]
BANKSsFIN«INSU S
CHEMICALS s DRUGS 6
COMMUNICATION 7
CONSTRUC-BLDG a
EDUCATION 9
ELECTRICAL EGUIP 10
ELECTRONICS 11
FOOD-BEVERAGE 12
GLASS sPAPERsFCKHNG 13
GOVT ADMIN 14
HOSPITAL-HEALTH ORG 15
HOTELSyRECREATIONAL 16
MERCHANDISING=RETAIL 17
KETALS 18
MILITARY 19
PETROLEUM 29
PRINTINGyPUELISHING 21
UTILITIES 22
RESEARCH=-CONSULTING 23
SERVICE ORG. 24
TIRE=RUEC LR 25
VOLUNTEER ORG 26
GTHER 27

TOTAL
VALILD CASES 471

471

MISSING CASES

3e2
13.2
3«2
445
4.2
Je0
3.2
1.3
30
7.5
68
8
245

6e?2
3.8
l.1
1.3
oh
b

1007

a

How many SALARIED employces are on the payroll of your organization?

Number of
Salaricd Employecs corE

1-99

1006-9499
1069-9999
10000 QR MORE
NO ANSWER

£ WO =

[&]

TOTAL

VALID CASES 443

MISSING CASES

28

Business/Education

Employer Category CODE FQE%S%%EE

BUSINESS+IND»GOVT 1 403

EDUCATION 2 62
ToTAL 871

HEAN lel32

VALID CASES 471 MISSING CASES



How many SALARIED employecs arc an the payroll of your organizarion?

Number of Safaricd Employces

COURT 1
R -99 =999 1000-999 10700 GR NO ANSWE ROW
VRS }1 ol 9 MORE R ' TOoraL
1 1 1 2 § 3 % 4 - i}
; : a]emmmmece]mcmecsee]emo—alan cmmmeemc]menea———
Employcr Cutegory 10 1 3 1 10 I 2 M 25
ACCOUNT ING 2e3..1 S L 25 o —
2 1 0 I 5 1 P 5 7 1M 14
AEROSPACE 0 % 1.1 1 9 { 1.1 _ i} 3.2
3 3 I 6 1 6 I [T} 1M 15
AGRIBUSINESS U SN LA 2 TE S Finmeetnsl 3t
4 1 1 1} ] 4 1 [ 1M 22
AUTO-KECH EQUTP. I 02 I 2.5__;_ R S L - 5.0
5 I 4 1 12 1 12 1 [ 4M 34
BANKSsF INy INSU § 9 { 2.7 % 267 { 1.‘0__ _____Ei“_ Te7
6 1 [T ¢ ¢ 1 10 I & 1M 17
CHEMICALS¢DRUGS oI 25 1._.2:3 I 1.1 v 3.8
G I [ | 1 1 1 oM 2
COMMUNICATION C ]I_ J % »2 } 2 ‘____E - 5
8 I 2 1 5 I 6 1 1 1 i 4
CONSTRUC-BLDG 5 % lel 1 lat % 2 _ 9__ 3.2
9 3 1 34 I 15 ] b S5H 27
EDUCATION 1 o7 1 1.7 § 3.8 § 1.1 o 12.9
S-S [ e = A S R N U
19 1 1 1 4 1 5 I 5 GH 5
ELECTRICAL EGUIP } .2 } «9 { 1.1 :I[ 1,1 _E__ 3.4
11 I 3 1 5 1 5 1 7 1 20
ELECTRONICS § o7 % 1.1 § l.1 % 1.6 9__1 445
~ 12 1 1 1 13 5 1 0 1 M 1 19
FOOD-BEVERAGE I «2 1 2«9 1 1.1 I C ] % 4.3
e, e T e ———
13 1 g 1 2 1 7T 1 5 M I 14
GLASS+PAPLERPCKN } 0 1 S | 1.6 Il 1.1 0 % 3.2
bl Gl et DT T Sy (T RSOGO, R B R,
. 14 1 I 4 I [ 4 uM I 15
GOVT ADMIN 2 I «9 { 1.4 +9 c I 3.4
S o B F S Ol Bt . R i o o e e
15 301 o I 1 2 ohoI &
HOSPITAL=-HEALTH « 7T 1 2 }.' 2 l; o5 ] } L1e#
bl Bl T (T e [ A, [ [P
16 2 1 5 1 3 1 2 2M I 12
HOTELSsRECREATIO 5 % 1.1 1 o7 r u § 267
i B B B (L L T peumy, U, -
17 i 1 g 1 13 10 SM 1 33
MERCHANCISING-RE 2 % 2«0 % 25 263 0 % Ted
18 4 1 a 1 ) AN 7 1 1M I 29
METALS 9 } 1.8 % 2.3 lae 1 c { 645
19 ool 2 1 i i1 aM ol 4
MILITAKY G % 3 .} .2 7 I ¢ f 9
e et (ot TRy, ROSORSE. . S S (L SR S
J 20 (U | 1 1 6 5 1 oM 1 12
PETROLE UM a } -2 ; 1.4 1.1 % J § 247
21 I & 1 1 n I L} 4
PRINTINCG9PUBLISH u % o7 % 2 ] { v « 9
22 0 I 7 1 16 6 I oM 9
UTILITICES d i 1.6 % 3.6 le4 ; J 665
23 4 1 o 1 8 a1 14 17
RESEARUCH=-CONSULT «9 % 141 { 1.8 ]1. S { 0 3.8
24 2 1 3 i 2 I "I | oM 5
SERVICE ORG. 5 % 2 % «5 } 0 } ] 1.1
25 v I 2 I o 1 2 1 2n 4
TIRE-FUJBER G } v % ] % 5 ‘} 0 =9
) 26 11 ¢ 1 2 1 oI UM 3
VOLUNTEER ORG «2 1 6 I «5 I O 1 o o7
e ? TR ) (St JUSSUUPI RN SO
27 1 1 I 0 I 1 1 ? I [ 2
OTHER I 2 1 a1 v2 1 R J 1 5
B et b Sl i) LTS SOTSURu Uty SRR |
COLUMN a7 147 ley H9 2814 443
TOTAL 106 33.2 3el 20,1 C 10040
What percentage of your salaried employces hold at Ieast a bachelors degree?
RELATIVL ADJUSTEL CUMULATIVE
ANSOLUTE  FREGUENCY FREGUENCY ADJ FREG
Percentage CODE  FREGUENCY (FERCENT) (PLRCENT) (PLKCENT)
1-10 2 23 4.9 563 563
11=-20 3 50 10.6 11.6 1€.9
21=30 4 &4 13.6 l4e8 Z1l.8
31=40 5 40 Beb 9e3 411
41-50 [ b4 11.5 12.5 53.6
51-60 i1/ 39 .2 9.0 G2eb
61-70 8 41 £e5 9.3 7109
Ti=80 9 4. Beb ‘el 8le2
B1=9( 1 28 Se8 beb 7.7
91-100 il 52 11.3 12.3 10040
hO AlSwbK [ 4% RG% MISSING
TOTAL 471 100au 100.0

Observation: Approximately 41-50 percent of all salaricd positions are hokd by bachelor’s degree praduates.

MCAN
VALID CASES
MISSING CASES

62478
431
40
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Approximately what fercentage of the professional

HIGH SCHOOL DIPLOMA REQUIRED.

Percentage
1-19
11=-20
21-30
31-4¢
41=53
51-60
91-100

NO ANSWER
NONE

VALID CASES

1.

) RELATIVE
CODE  FREQUENCY (REMENS)
2 53 1163
3 b 1.3
4 3 ob
5 2 N
6 2 ol
U 1 .2
11 b 2.1
T 276 8.6
1 118 2541
ToTAL 471 BYTRE
77 MISSING CASES 394

Approxi y what ge o
SCHOOL DIPLOMA REQUIRED.

Percentage
1-10
11-20
21=30
31-4¢
41=59
51~60
61=-T70
T1=8C
81-90°
91=-100
NO ANSWER
NONE

VALID CASES

Approximately what pereenta
-IATES DEGREE REQUIRED.

Percentage
1-10
11-20
21=39
31=40
41-50
51=-60°
61-70
T1-80
81-99
91=100
NO ANSWER
NONE

VALID CASES

54

positions in your organization require the following levels of education for successful job performance? LESS TIIAN

ADJUSTED CUMULATIVE
FREQUENCY ADJ FREQ
(PERCENT) (PERCENT)
6848 688
Te8 T6eb
3.9 BU.S
2.6 5341 . .
Observation: Approximately 1-10% of the sur-
2.6 8547 veyed employer's. professional positions re-
1.3 8740 quired less than a High School diploma.
13.0 140.6
MISSING
MISSING
1000

f the profe 1 positions in your organization require the following levels of education for ful job perfor ? HIGH
psorure SRS ApASTES cumarive
CODE FREQUENCY (PERCENT) (PERCENT} (PERCEMT)
2 éa 14.0 2606 2506
5] 42 8e9 16.9 5945
4 21 45 Red 3240
5 16 3a4 bed | 585
) o AL sy S Observation:  Approximately 21-30% of the
7 18 3.8 Te3 75.0 surveyed  employer's professional positions
8 g 1.9 3.6 7846 required a High School Diploma,
9 [ 1.3 2e4 81.0
10 6 1.3 2ot 83.5
11 41 8.7 1645 10Ga0
P 191 426 MISSING
1 32 6e8 MISSING
ToTAL 471 “160e 190.u
248 MISSING CASES 223

RELATIVE
CODE  FREQUENCY (PERCENT)
2 100 212
3 52 11.0
4 28 5.9
5 11 203
6 7 1.5
T 3 6
8 4 o8
‘9 3 o6
10 3 b
11 9 1.9
u 229 4866
1 22 4a7
TOTAL 471 1gd.1

22¢ MISSING CASES 251

ge of the préfessiqnal positions in your organization require the following levels of education for successful job performance? ASSOC-

ADJUSTED CUMULATIVE
FREQUENCY ADJ FREQ
(PERCENT) (PERCENT)
4545 455
2346 6941
12.7 81.R
Sel 8648
3.2 9040 y )
Obscrvation:  Approximately 1-10% of the
) 2500 surveyed employer's professional positions re-
148 93,2 quired an Associate’s Degree.
l.49 9445
1.4 959
4a1 100.0
MISSING
MISSING
106.0



Approximately what percentage of the professional positions in your organization require the following levels of education for successful job performance? BACHE-
LORS DEGREE REQUIRED.

RELATIVE ADJUSTED CUMULATIVE

Percentage CODE FQEESE%E fsgggg\"ﬂ 52%%%%”%1 (ég'ﬁjcg’\l%?
1-10 2 19 440 4eb 4.6
11-20 3 35 T4 Bob 1361
21-30 & 515 11.3 12.8 239
31=44 =1 34 Te2 Bel 2401
41=5 [ 43 Sel 10a4 4446
=6l ! . e ved Baed s(\)ll:\sr:;ve‘:iﬁ‘,:;p?ol;}:r?: ir::;;le);sif)ijO‘i{:o;)iiixl)||]1§
61=79 8 36 Tet 8a7 6202 required a Bachelor’s Degree.
71=-8¢C El 48 10a2 1l.6 T4e8
a1-90 1o 48 102 11.6 8aett
91-100 i1 St 11.9 13.6 1660
NO ANSWER P 57 i2e1 MISSING
NONE 1 1 o MISSING

ToTaL | 471 “100.0° 1tves
VALID CASES 413 MISSING CASES o8

Approximately what percentage of the professional positions in your organization require the fo

llowing levels of education for successful job performance? MASTERS

DEGREE REQUIRED.
RELATIVE ADJUSTED ULATIV
y ABSOLUTE FREGQUENCY FREQUENCY DJ FRE
Percentage CODE FREGUENCY (PERCENT) (PERCENT) eRCENT
1-19 2 177 3Tet €25 E2a5
11-20 5 65 13.8 2340 8545
21-30 4 19 4ol 6a7 92.2
3l= K 5 5 S4eT . .
Ll R , 1e5 2 Observation: Approximately 1-10% of the
41539 I3 7 1.5 245 9742 surveyed employet’s professional positions
&1-9C 16 a .4 .7 97.9 required a Master’s Degree.
91=1430 11 o 1.3 201 10040
NO ANSMWER J 169 3549 MISSING
NONE 1 19 4e0 MISSING
TQTAL 471 1000 1000
VALID CASES 283 MISSING CASES 188

Approximately what percentage of the professional positions in your organization require the following levels of education for successful job performance? DOCTOR-

ATES DEGREE REQUIRED.
RELATIVE ADJUSTED CUMULATIVE
ARSOLUTE FREQUENCY FREGUENCY ADJ FREQ
Percentage CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
1-1¢ 2 134 2845 682 88.2
11-240 3 10 2el ek 9447
21-343 4 3 +6 Zel Fbel
31=40 5 2 o4 1.3 580 Observation: At.the most, 1-10% of the sur-
veyed employer’s professional positions re-
81-90 13 1 .2 o7 987 quired a Doctoral Degree.
91~-100 11 2 b 1.3 10040
NO ANSWER Y 238 MISSING
NONE 1 81 MISSING
TOTAL 471

VALID CASES

152 MISSING CASLS 319
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What change, if any, do you expect in overall employment picture for new college graduates this year (79-80)> ALL GRADUATES

ABSOL

Percentage Change CODE FREQUE
IHC 56-100 1 13
INC 25=49 2 9
INC 11-24 3 34
INC 9-~1C 4 b6
INC 7-8 5 20
INC 5-6 ] 26
INC 2-4 7T 32
INC 1-2 8 24
REMAIN THE SAME 9 166
LEC 1-2 1y 7
DEC 3-4 11 5
DEC 5-6 12 9
0EC 9-10 14 16
OEC 11-=24 15 9
DEC 25=49 le 8
OEC 50~-1010 17 1
NO ANSWER 0 24
NONE HIRED 18 2
TOTAL -__;;I

VALID CASES 445

MISSING CASES

100a10

26

ADJUSTED CUMULATIVE
FREQUENCY ADJ FREQ
(PERCENT) (PERCENT)

249 2.9

240 449

T.6 12.6

14.8 274
465 319

58 378

T2 4449

Deé 503

37.3 876
1.6 B9e2

1.1 5063

2.0 92.4

3.6 96.0

2.0 980

1.8 99.8

.2 1000

MISSING

MISSIN

10040

Obsetvation: Employers expect the overall
employment picture for all college graduates
to increase approximately 1-2% for 1979-80.

What change, if any, do you expect in overall employment picture for new college graduates this year (79-80)?7 MBA GRADUATES

Percentage Change CODE
INC 50-100 1
INC 25=49 2
INC 11=24 3
INC 9-18 4
INC T7-8 5
INC 5-6 3]
INC 3-4 i
INC 1=-2 8
REMAIN THE SAME 9
DEC 1-2 10
DEC 3-4 11
DEC 5-6 12
DEC 9-10 14
DEC 11-24 15
DEC 25-49 16
DEC 50=-100 17
NO ANSWER 1}
NONE HIRED i8

TOTAL
VALID CASES 366

sesouure FRERSTRSE
FREQUENCY (PERCENT)

7 1.5

1 o2

6 1.3

26 55

3 b

17 3e6

27 Se7

16 3e&

17e 374

4 o8

4 8

4 8

5 1.1

5 lel

1 2

4 8

104 2241

61 13.0

o 471 100.0

MISSING CASES

165

ADJUSTED CUMULATIVE
FREQUENCY ADJ FREG
(PERCENT? (PERCENT)

2a3 243
3 206
240 446
Be5 131
1.0 14,1
Se6 19.6
8.8 284
Se2 3307
57.5 91.2
1.3 TT792.5
1.3 9348
1.3 95.1
1.6 S6e7
le6 98e4
«3 987
1.3 100640

MISSING

MISSING

16040

Observation: The overall employment picture
for MBA graduates is expected to remain the
same for 1979-80.
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What change, if any, do you expect in overall employment picture for new college graduates this year (79-80)?7 MBA'S.

CGUNT
TOT PCT

Employer Category -=- -~
1
ACCCUNTING

RERGSPACE -
AGR IBUS INESS
4
AUTU=MECH EGUIP.
)
BANKSoF INyINSU

3
CHEMICALSDRUGS

7
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8
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E
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1c
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11
ELECTRONICS
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13
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14
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1
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i
T

N T
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18
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21
PRINTINGWPUBLISH

22
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SERVICE ORGe

25
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26
VOLUNTEER ORG

27
OTHER
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TOTAL

NUMBER OF MISSING

Percentage Change
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What factors will have the most impact on the numbers of new college graduatcs hired by your organization during the 1979-80 school
vear?  Absolute frequencies are listed for each answer with adjusted frequencies (pereent) shown in parentheses.  Answers listed from
lowest mean score (highest importance) to highest mean score (lowest importance).

Factors Mcan A Great Deal Some Little or Valid Missing
of Importance Importance No Importance Cases Cases
Code 1 2 3
Organizational growth 1.434 292 130 34 456 15
(64.0) (28.5) (7.5) -
Rate of turnover 1.819 139 256 57 452 19
(30.8) (56.6) (12.6) -~

Economic factors external to your organization

Depression 2.063 109 124 132 365 106
(29.9) (34.0) (36.2) -

Recession 2.069 101 187 130 418 53
(24.2) (44.7) (31.1) -

Inflation 2.256 57 162 152 371 100
(15.4) (43.7) (41.9) -

Number of employces retiring 2.489 32 164 250 446 25
(7.2) (36.8) (56.1) -

Redrganization 2.579 34 114 284 432 39
(7.9) (26.1) (65.7) o

Other Factors: Dropping enrollment (3); State budget agency priority programs (3); Local millage votes: New and/or Renewal; Reemphasis to hiring fresh graduates;
Ability to attract graduates to the company and keep them; Emphasis on the college recruiting program; Entry into the coal, uranium, and geothermal energy arcas;
Expansion; Long term special projects; Am finding recent graduates living in unreal world and am going after older employces; 1" Productivity emphasis, **2" Federally
mandated changes in auto industry; Federal regulation; Graduates enter management development programs, which are ongoing; Required compliance for government
agency regulations; Legislation related to transportation regulation and funding; Impact of regulation on free market; Alternative encrgy sources; Arcospace engincers-
Technical requirements; Implementation of master plan for special education,

Obscrvation: Organizational growth will have a great deal of impact on the numbers of new college graduates hired for 1979-80. Rate of turnover, depression, recession,
inflation, number of employees retiring, and rcorganization (in order of importance) are rated by prospective employers as having some impact on the hiring of new col-
Iege graduatces this ycar.



What changes docs your organization anticipate in the hiring of new college gradvates for 1979-19

-10-

807 Absolute frequencies are listed {or cach answer

with adjusted frequencies (percent) shown in parentheses.
i Increase ; Remait Decrcase
Types of Mcan |“50%or 25- Il 9. " 7- 5 3 & | the | I- 3 5 7= 9 115 25 50 |None
Candidates More  49% 24% 10% 8% 6% 4% 2% | Saune| 2% 4% 6% 8% 10% 24% 49% 100% Hired
Code 1 2 3 4 H 6 7 8 9 10 11 12 13 14 15 16 17 18
Computer Sci. 6.833 8 10 20 31 6 16 9 25 83 1 3 1 1 2 1 4 0 129
(3.8)  (4.8) (9.5) (14.8) (2.9) (7.6) (4.3) (6.7) (39.5) (.5) (L.4) (5) (5) (L0) (5) (1.9) (0 [ -
Electrical
Engincering 6.867 9 10 16 34 8 15 14 18 71 0 2 3 0 4 1 6 0 |138
(+3)  #7) (7.6) (16.1) (3.8) (7.1) (6.6) (8.5) (33.6) (0) (.9) (i.4) (0) (1.9 (5) (2.8) (0 | -
Mechanical
Engincering 7.030 13 7 16 30 12 13 19 24 77 0 4 1 0 5 4 5 o |125
(5.7)  (3.0) (7.0) (13.0) (5.2) (5.7) (8.3)(10.4) (33.5) (0) (L7) (4) (0) (2.2) (L.7) (2.2) (0) | -
Marketing
Sales 7.733 3 5 16 29 5 15 13 20 128 1 1 1 0 4 6 1 3 105
(12)  (2.0) (6.4) (11.6) (2.0) (6.0) (5.2) (8.0) (5LO) () (4 (4 (0) (1.6) 2.4) () (L2)]| -
Materiul Science | 7.897 7 0 3 10 3 3 8 7 68 0 1 0 0 2 0 4 0 |215
(6.0) ©  (2.6) (8.6) (2.6) (2.6) (6.9) (6.0) (58.6) (0) (.9) (0) (0) (1.7} (0) (3.4) (V) | -
Chemical
Engincering 7.912 9 1 11 7 4 4 7 15 83 1 2 1 1 2 1 4 1 |190
(5.7)  (6)  (6.9) (4.4) (2.5) (2.5) (4.4) (9.4) (55.3) (.6) (1.3) (6) (.6) (1.3) (.6) (2.5) (¢6) | -
Metallurgy 8.000 10 0 6 4 3 4 10 8 78 2 1 0 0 2 2 4 0 195
(7.5) ) (4.3)  (3.0) (2.2) (3.0) (7.5) (6.0) (58.2)(1.5) (.7) (0) (0) (1.5) (1.5) (3.0) (0) b
Accounting 8.093 6 [ 9 22 5 21 16 29 186 1 5 3 0 5 5 2 P 63
(L9)  (1L9) (2.8) (6.8) (1.5) (6.5) (5.0) (9.0) (57.6) (.3) (1.5) {9) (0) (1,5) (1.5) (6) (6) | -
Petrolcum
Enginccring 8.174 1 1 2 6 2 2 3 3 45 1 0 0 0 0 0 2 1 152
(1) (A4 (2.9) (8.7) (2.9) (2.9) (+3) (£3) (65.2) (14) () (0) (0) (0) (C) (2.9) (L9 | —
MBAs 8.177 9 3 7 23 2 15 10 25 195 3 3 4 0 6 3 1 2 61
2.9) (1.0) (2.3) (7.4) (.6) (4.8) (3.2) (8.0) (62.7)(1.0) (1.0) (1.3) (0) (1.9) (1.0) (.3) (.6) -
Agr. & Nat. Res. 8.204 | 2 2 5 2 4 4 6 75 0 0 0 0 1 1 0 0 |251
(1.0) (1.9) (L9) (4.9) (L.9) (3.9) (3.9) (5.8) (72.8) (0) (0) (0) (0) (1.0) (1.0) (0) (0) -
Civil Engineering | 8.209 4 2 6 13 1 6 3 9 74 0 4 1 0 5 1 4 1 |189
(3.0)  (15) (45 (9.7 (7) (4.%) (2.2) (6.7) (55.2) (0) (3.0) (7Y (0 B.7 (1) G.0 (7 | -
Math 8.277 3 0 5 12 10 6 5 10 111 5 1 1 0 1 1 5 1 152
(1.7) ) (2.8) (6.8) (5.6) (3.4) (2.8) (5.6) (62.7)(2.8) (.6) (.6) (0) (.6} (.6) (2.8) (.6) =
Gen. Business 8.290 5 4 7 18 3 12 15 16 162 2 0 1 0 6 7 1 3 926
(L9)  (1.5) (2.7) (6.9) (L.1) (£6) (5.7) (6.1) (61.8) (B) (0) (4) (0) (2.3) 2.7) (4 (L.1)]| ~
Chemistry 8.333 2 4 3 6 2 7 7 18 101 0 2 1 0 2 0 2 2 196
(1.3) (2.5) (L9 (3.8) (1.3) (4.4) (4.4)(11.3) (63.5) (0) (1.3) (.6) (O0) (L.3) (0 (@1.3) (1.3) | -
Finan. Admin. 8.519 2 3 2 12 2 15 10 16 162 2 2 1 1 4 3 1 3 110
(.8) (L.2) (8) (5.0) (.8) (6.2) (4.1) (6.6) (67.2) (.8) (.8) (4) (4) (1.7) (1.2) 4) (1.2)| -
Physics 8.582 2 0 1 7 5 5 5 8 88 5 1 0 0 1 1 4 1 194
(1.5) 0) (7)) (52) B3.7) (3.7) (3.7) (6.0) (65.7)(3.7) (7Y () (® (7)) (7 3.0) (N | -
Personnel 8.609 1 2 4 6 4 11 9 15 142 1 0 ¢ 0 3 5 1 3 143
(.5) (1.0) (1.9) (2.9) (1.9) (5.3) (4.3) (7.2) (68.6) (.5) (0) (0) (0) (1.4) (2.4) (5) (1.4) | -
Liberal Arts 8.720 2 L2 4 10 1 10 4 9 146 3 0 1 2 2 2 6 |156
(1L.O)  (10) (1.9) (4.8) (.5) (4.8) (1.9) (4.3) (70.5)(1.4) (1.4) (0) (.5) (1.0) (1.0) (1.0) 2.9) | -
Human Ecology 8.805 (1} 1 1 2 1 2 2 1 62 1 1 0 0 1 0 1 1 269
(0) (1.3) (L.3) (2.6) (1.3) (2.6) (2.6} (1.3) (80.5)(1.3) (1.3) (0) (0) (L.3) (0) (1.3) (1.3) | -
Education 8.841 1 0 4 3 4 3 5 3 91 3 3 4 5 0 2 0 (204
(.8) 0)  (3.00 (2.3) (3.0) (2.3) (3.8) (2.3) (68.9)(2.3) (2.3) (3.0) (.8) (3.8) (0) 1.5 o =
Social Scicnee 9.028 0 0 1 2 .2 2 3 92 0 1 1 0 0 0 1 3 223
(0) ©® (9 (1.8) (9 (1.8) (1.8) (2.8) (B4 (0) (9 (9 (0O (O) (0 (9 (@8 |-

Obwervation: Anticipated hiring rates for new collepe praduates arc: Up 3-
Up 1-2% - Marketing (Sales), Marerial Seience, Chemical Engineering,
Resourees, Civil Enginecring, Math, General Business, sid Chenustry

Buman Ecology, Education, and Social Science.

4% - Computer Science, Eleetrical Engineering and Mechanical Engincering;
Metallurgy, Accounting, Fetroleum Engincering, MEBAs. Agriculture & Nitural
Remain the same = Financial Administration, Physics, Personnel, Liberal Arts,
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Many cconomists say that we are in a recession, What effect will this have on the number of new college graduates hired by your organization in 1979-80 compared to
last ;’Cﬂl’?

RELATIVE ADJUSTED CUMULATIVE

ABSOLUTE FREGUENCY FREGUERCY ADJ FREQ
Percentage Change CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
INC 50-100 1 11 2.3 2e5 2e5
INC 25=49 2 12 265 247 5e2
INC 11-24% 3 26 55 59 11.0
INC 9=-10 4 38 8a1 8.6 1946
INC 7-8 S 10 2.1 243 2148
1hC 5=6 6 15 3e2 Je8 2542
INC 3-4 7 13 2e8 249 2842
INC 1-2 8 13 2.8 29 31.1 Observation: Prospective employers expeet
REMAIN THE SAME 9 224 47 .6 505 8145 that approximately 1:2% more nnw.cnl]cge
DEC 1-2 10 13 2.8 2.9 845 graduates will br hired by their organizations

. this ycar,
DEC 3-4 11 12 245 2.7 87.2
DEC 5-6 12 4 o8 9 88.1
DEC 7-8 13 3 o6 o7 8867
DEC 9=-10 14 24 Sel Set 93,1
DEC 11-24 15 14 3.0 Je2 97.3
DEC 25-49 16 6 1.3 la4 98.6
DEC 5u-100 17 6 1.3 le4 100.0
HWO ANSWER 8 24 51 MISSING
NGNE HIKED 18 3 o6 MISSING
TOTAL 471 10060 103.0

VALID CASES 444 MISSING CASES 27
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What percentage change, if any, do you anticipate in the number of CAMPUSES VISITED for recruiting by your organization in 1979-807

Percentage Change

INC
INC
INC
INC
INC
INC
INC
INC

25-49
11-24
9-10
7-8
5-6
3-4
1-2

50-100

REMAIN THE SAME

OEC
BEC
DEC
DEC
DEC
OEC
DEC
DEC

1=-2
3-9
5-6
7-8
9-10
11-24
2C-49

50=-104

NO ANSWER
NONE HIRED

VALID CASES

401

CODE

1
2
3
'S
5
]
7
8

9
10
i1
12
13
i3
15
16
17

0
18

TOTAL

RELATIVE  ADJUST

FREGOENCY CPEREENSY CRERVEN

12 2.5 2.7

1 3.3 3.6

24 5e1 Se4

4y Be5 9.1

8 1.7 1.8

21 4.5 4.8

22 4.7 5.0

16 3.4 3.6

213 4542 46.3

5 .6 .7

19 2.1 2.3

5 P 1.1

4 .8 .9

15 3.2 3.4

11 2.3 2.5

11 2.3 2.5

11 2.1 2.3

25 5.3 MISSIN

5 1.1 MISSIN

e “100.6 106.0
MISSING CASES 3¢

G
G

VE

EQ

T
Observation:  Prospective employers expeet
to visit about the same number of campuscs
as last year, At the most they will increase
their campus visit by 1-2%.
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What percentage change, if any, do you anticipate in the number of CAMPUS INTERVIEWS CONDUCTED for recruiting by your organization in 1979-807

RELATIVE  ADJUSTED CUMULATIVE

Percentage Change . CODE F&EBESIE'Hgg fggg35”$¥ fsgggg&%} (é?ﬁcéﬁ??
INC 50-100 1 17 3e6 3.8 3.8
INC 25-49 2 13 28 249 606
INC 11-24 3 27 5e7 640 1246
INC 9-10 4 69 14.6 1543 27.9
INC 7-8 5 19 2.1 262 3061
INC 5-6 6 29 6e2 Beth 3645
INC 3-4 7 24 Sel 543 41.8
INC 1-2 8 13 2.8 249 44,7
REMAIN THE SAME 9 187 39.7 41.4 B6el
DEC 1-2 11 4 ] .9 8649
DEC 3-4 1 6 1.3 1.3 8843
DEC S5=-6 2 5 1ol iel 8944
DEC 7-8 13 2 ol nd 89.8
DEC 9-10 14 19 4e0 4e2 9440
DEC 11-24 15 8 1.7 138 ; 95.8
DEC 25-49 16 10 261 2e2 9860
DEC 50-130 7 9 1.9 240 100.0
NG ANSWER 0 15 3.2 MISSING i
NONE HIRED 18 4 o8 MISSING

TOTAL 471 “l00.0 100.0
VALID CASES 452 MISSING CASES 19

Observations: Employers expected to conduct about as many campus interviews this year as last.
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if you were to summatize the outlock for wollege graduares in the upcoming year, how would you describe it: COMMENTS

Especially good for people in technical arems computer science, math and business; Declining interest in liberal arts graduates (69); About the same as
1978-79 (40); Exccllent in all technical caregories (30); Outlook bright for engincering yraduates (24); In education, demand for special education,
math and science. Oversupply of social seitences, clementary and physical education (19); Good (18): Much oppartunity for those with technical degrees
(15); Very favorable (13); Very Good (12)5 Sull pood for civil and construction engineering, data systems, computer scicnce, and accounting (12); In
special cducation and bilingual Spanish orheenwase the vacancies are due to attrition (5); Tighter job market (5); Fair (5); Incrcase approximatcly 8% for
our organization, but should remain about mhesame for the economy due to economic recession through mid-1980 (5); The best ones will continue to be
sought after (5); In Health Care Food Scrwices it looks favorable (4); Good for minoritics and women in most business arcas. Fair for business praduates
in areas other than accounting (4); Soundi nwseket for qualificd candidates (4); Above average vear for college praduates interesied in fast foad manage-
ment; Competitive but very much open tor tie bolders of degrees in the physical and natural sciences; Duc to the current philosophy of our arganization,
it bag geeatly improved, but only ar the MBA level: Fewer jobs duc to the cconomy, only the cream of the crop will be even considered; Good if work
cthic is highly visible in prospective employee: It will be an excellent opportunity for colicge praduates in sales positions, espeeially insurance; Specialized
program necds requiring candidates; Not so good for general business; C.P.A. profession should equal ur exceed last year's hiring; For our organization
the outlook is excellenr, 78-79 kicked oft our colleye relations program and we anticipate great strides for 79-80; Bright in special cducation areas, partly
sunny in vocational education, chance of rain in all other preparations; Those with advanced or specialized technical degrees will have many opportuni-
tics; We anticipate increasing the number of hires by about 50% over 78-79; Very good for those individuals who want to join an organization and really
contribute; In the ficld of Criminal Justice, it will be an employer's market; Optimistic tor upper quarter of class and somewhat less so for the rest;
Supply should be up and demand down: Very comperitive in 1R1 field with more companics competing for graduatcs. Most organizations will be in a
holding pattern until the depth of the recession is more apparent. Our industry is somewhat “inflation proof" and our growth continues full speed ahead;
From the energy field it looks very promising: As for hospitals. the outlook for large diversificd operations remains positive but no onc ean predict what
pussible government controls can have in the future; Very pood for business, accounting, finance, and computer science; Good chances for well-qualified
graduates; But very little “real” growth in starting salarics; Not good-especially in the auto industry; The job market cculd not be better; The "Golden
Age™ coming 1o an end, more competition for the jobs available; Salaries will continue to escalate, but at a slower rate; The poorer students will have
some difficulty this ycar; Because of the questionable economic outlook December graduates will be highly recruited with a possible leveling off in
May/June: Wide open in nurse ficld: Poor in areas where employment depends upon tax dollars; Exccllent for those with positive attitudes and a willing-
ness to go to work; The generalists will have the best chances; Highly competitive for both the students and the employers; A slowdoswn this year as the
ctiects of current recession trends catch up with the economy: Slightly less than a vear ago duc to auto and steel nepotiations; Outlook positive in
ayribusiness; Poor for graduates without markeuable skills; Difficult to obtain employment dircetly related to ficld that offers experience; Fairly stable
as far as insurance goces; Good-especially for minorities; In the field of agriculturc, very competitive to hire good engincers; During the 80's, opportuni-
tics should improve; MBA's pricing themselves out of the market; Tight for graduates without specialized skills, toughest for those withaut working
cxpericnce. L
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Requests for recruiting schedules at Michigan Stawe are up again this year over last. How do you explain this in light of the recession?

Qualified, quality applicants are always in demand More important during recession (1B); Is there a real recession? No onc is sure the cconomists say
there is, but our orders and business prognosis looks very good (12); A better trained employee (10); Ne idea (10); M.S.U. has fine placement faculty and
students (9); Recession on a whole has yet to be feft by maest industrics (8): Should it become severe, you may experience an increase in cancellacions (8);
Demand is still high for technical people (B.S. Mechanical Enginecring and B.S. Elcctrical Engineering) (7); The recession is a temporary condition not to
be as long and severe as 74 and is very likely to diminish by the end of 1979 (7); Over optimism (7); The competition for good people is greater looking
for fewer people will “'pick and choose” (6); The full effeets of our present recessionary period are still not known or were not known when campanies
sct up recruiting schedules last fall or spring (6): Many employers did not meer their needs this vear. Availability and demand are still out of balance, It
is easicr to cancel a schedule than add one (6); College recruiting is one of the most reasonable (cost wise) souree of people (6); Corporations still looking
for quality positions (6); Companies will become more sclective (5); Increased turnover in our company (5); Coliege recruiting has long term objectives
while a recession is gencrally a short term situaton (5): Organizations want the best and brightest of the new graduates and know they must seck them
carly. More industries will look at fresh graduates rather than the more experienced and expensive person. However, company will be more sclective (5);
Market will remain very compctitive for top people in rechnical disciplines. This requires organizations to be morc aggressive in recruiting for the posi-
tions available (5); The nced for more protessionals in many areas previously occupied by high school graduates (4); There is a great demand in all indus-
trics for welleducated and highlymotivated individuals. Generally a college degrec can be an indication of some of these characteristies (4); M.S.U. isa
quality school and like C.M.D. would be the last dropped from my recruiting schedules (4); Corporations still have needs for the top prospects, May hire
only 20-30 instcad of 50. Competition will be keen (4); We all are more or less recruiting for minoritics and women to fulfill affirmative action goals it
takes more time to screen (3); Continuing need for engineers and increased competition for them (3); The need for entry level college graduates in an
organization remains unchanged or would increase in time of recession as companies try to maximize their resources. Also more companices are recruiting
at colleges (3); Must keep the pipeline full of onwtanding young peopie in order to grow now or in the future (3): The recession has not significantly hit
the management Jevels of many organizarions. The new graduares will continue 1o replace the poor performers (3); Looking for the best individual
available requires a lot of search and it is better to screen on campus than on plant visits (3); Companics arc sccking mere highly qualified candidates, and
M.S.U. has established a reputation for supplying those candidates (3); Probably because some companies (like ours) are growing and need recent gradu-
ates. I couldn't say if this is a trend without knewing which other colleges are experiencing an upward trend (3); The increase in the recruitment schedule
is probably a result of ‘the continuing strong recruitment effort for engineers and even though they may be eftected by a recession, recruitment will
continue to be hcavy in the engincering disciplines until the past demand has been satisfied (3); No recession in needs for technical talent (3); Vacancies
throupgh other “advertising’ sourccs (3); Yet for the effects to be felt in recruiting (3); The demand for quality enpincers is not slacking with the econ-
omic down turn. More companics recognize that hiring for the mid-80’s recovery should be planned for now. College recruiting is not a valve to be easily
turncd on and off (3); Deciining number of graduares is stimulating recruiting for some educational agencics (2); The recession is forcing employees to
demand more expertise for professional level positions they need to get more for their money (2); M.S.U. has a very solid reputation in the engineering
ficld (2): Strang students (2); Some businesscs, in spitc of the recession, continuc to grow. Also, question raised as an excusc to clean house and upgrade
staff (2); More professional positions being Glled-ess entry level or unskilled labor being filled (2); Campetition for the top notch college graduates is
keen, therefore companies must play 2 dominant role in the recruiting effort (2); Employers are starting to look for good people. They are investing
moncy in their future employces (2); Companies don't want to lose their image on campus (2); With the high cost of payroll and benefits, a company
MUST seck out the best people for cach of its positions (2); Our recruitment depends on the number of peaple who move on from our agency and the
state budgctary situation (2); Many companics have been extremely sclective in the past and will be stepping up their recruiting activitics to make-up for
past vears (2); Emplover docsn’t know yet how scvere the recession will be if prolits drop 10%, recruiting will decline 25% or more (2); Employers more
than cver need specialized skills for better efficiency (2); That surprises me (2); | suspect that quality graduates are at a premium and requires search (2);
The scvere shortage of available cngincers especially clectrical engincers (2); Companies will become more selective in this *Buyers” Market-will wish to
maintain good relation with campus and piacement office (2); M.S.U. Placement is doing a good job (2); Reputation and size of schoois make it more
likely to find suitable candidates in onc visit. Many companics may cut smaller schools from schedule (2); Excclient schools should attract even in
recession periods (2); Expansion in business even in downtimes, good management trainces are nceded to continuc an organizations existence and insure
its future (2); Less expensive to train graduates than recruit from other corporations (2); Smaller companics are now starting to recruit on campus (2);
Increased requirements (2); Media has convinced us there is a recession (2); Increased demands (2); Many recruiting dates were established before the
down turn in business occurred (2); M.S.U. offers a wide varicty of degrees and their academic standards are high; Recession affects industries that people
must feel they can do without or postpone purchases; To pet the best graduate for you MONEY you must increase your schedules; The number of stu-
dents available on campus, calibre of Placment Office competition g companics, cmployers eager to fill their ranks in anticipation of futurc declining
involvements; Some employers (such as us) are now willing to compete for your graduates whereas we previously thought our chances and success would
not justify the cost; In our industry (encrgy), we arc not cxpericncing a recession; One could question the political implications of the “Recession”;
For the limited dollars available, 1'd better be certain 1 have found the RIGHT person — so 1 look harder; Turnover - lack of individual responsibility;
Although we do not anticipate as many openings, we will double our recruiting cfforts at certain schools because we will necd better candidates; Com-
panics are becoming much more aware of the benefits of Placement Services; Historically, hiring rates have always “lagged” behind changes in economic
activity. We havc many long term contracts not yct being started-cffects of recession may not have caught up with our sales backing; High technology
and cnergy-related companies appear non-affected by recession.
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Because of the currcnt recession, has your organization been forced to layoff any college trained personnel?

ABSOLUTE FREDURNGF FRECUENEY CURD9 FREG

Answers CODE FREQUENCY (PERCENT) (PERCENT)  (PERCENT)
YES 1 LY} 9e3 8145 815
NO 2 10 2.1 18.5 10040
ND ANSWER 0 417 88.5 MISSING

TOTAL | a71 “100.0 100.0
MEAN 1.185
VALID CASES 54 MISSING CASES 417

Observation: Of the surveyed employers, 9.3 percent reported that they have been forced to layoff college trained personnel because of the current recession.

If your organization was forced te layoff any college trained personnel because of the current recession, will your organization also be hiring new college graduates this

- year?
RELATIVE ADJUSTED CUMULATIVE
ABSOLUTE FREQUENCY FREGUENCY ADJ FREQ
Answers CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
YES 1 30 G 6e6 beb
NO 2 426 904 934 100.0
NO ANSWER J 15 Ja2 MISSING
TOTAL 471 100.0 100.0
MEAN 1,934
VALID CASES 456 MISSING CASES 15
Observation: Of the 44 employers who laid off college trained per 1, 30 said they would be hiring new college graduates this year.

lified candid b

Did your organization have any nceds for new employees in 1978-79 which were not met or filled with ungq
candidates? .

RELATIVE ADJUSTED CUMULATIVE

Answers CODE  FREQUENCY (PERCENT) (FERCENT)  (PENCENT)
YES 1 22% 478 50a6 506
NO 2 22¢ 46.7 4944 10040
NO ANSWER 0 26 545 MISSING

ToTAL  e71. T130.6 108e0
MEAN 1.494
VALID CASES 445 MISSING CASES 26

Obscrvation: Almost half of the surveyed employers had needs for new employces that were not met or were filled with lified

of insufficient supply of qualified

of limited sup-

q

ply of qualificd individuals,
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If your organization had any nceds for new employccs in 1978-79 which were not met or were filled with unqualificd candidates, which of the following academic arcas
were required for these positions? Absolute frequencies are listed for cach answer with adjusted frequencies (percent) sbown in parenthescs. Answers are listed from
highest mean scores (academic arcas in highest demand) to lowest mean scorcs (acadcmic areas of lowest demand).

Valid Missing

Academic areas Mean Yes No Cascs Cases
Code 1 0
Mechanical Engineering 191 90 381 471 0

(19.1) (80.9)

Electrical Engincering 166 78 393 471 0
(16.6) (83.4)

Computer Science 136 64 407 471 0
(13.6) (86.4)

General Business 072 34 437 471 0
(7.2) (92.8)

Marketing-Sales 064 30 441 471 0
6.4) (93.6)

Education .055 26 445 471 0
(5.5) (94.5)

Accounting 055 26 445 471 0
(5.5) (94.5)

Chemical Engineering 049 23 448 471 0
“4.9) (95.1)

Metallurgy 045 21 450 471 0
4.5)  (95.5)

Civil Engineering 042 20 451 471 0
(4.2) (95.8)

Financial Administration 042 20 451 471 ]
4.2) (95.8)

Math 036 17 454 471 0
(3.6) (96.4)

Enginecring 034 16 455 471 0
(3.4)  (96.6)

Personnel 030 14 457 471 [\]
(3.0) (97.0)

Agriculture & Natural Resources 030 14 457 471 0
(3.0) (97.0)

Liberal Arts .021 10 461 471 0
2.1) 97.9) .

Business 019 9 462 471 (1]
v 1.9y (98.1)

Physics 017 8 463 471 0
(1.7)  (98.3)

Chemistry .017 8 463 4711 0
(1L7)  (98.3)

Social Science 013 [ 465 471 0
(1.3)  (98.7)

Human Ecology 011 5 466 471 0
1.1)  (98.9)

Pctrolcum Engineering 008 4 467 471 0
(8)  (99.2)

Natural Scicnee .002 1 470 471 0
2) (99.8)

Other Academic Areas in Demand: Special education, visually impaired, bilingual Spanish, vocational/technical education, math, English, reading specialist, linguistics and
cx.ccplmnn! cducation (13); Hotcl, Restaurant, and Institutional Management (7); Engincers continue 10 be in short supply, industrial engineering especially (6); Computer
scicnce majors and programmers (4); ‘Fechnical writing majors complimented by 15+ hours in computer scienee; All with hospital experience (4); Positions requiring 10+
years ol highly specialized expericnce; Also 2 year technology graduates; Geology; Experienced systems sales people; Management/industrial supervision; Second language
required with chemistry; Architecture; MBA-marketing; Optical science; Design drafting.
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Of the primary schools at which you recruit, how oftenvilo you visit the campus for interviewing?

RELATIVE ADJUSTED CUMULATIVE
ABSOLUTL FREQUUNCY FREQUENCY ADJ FREQ
Frequency of Campus Visits CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
ONCE A YEAR 1 152 323 35.8 3548
TWICE A YEAR 2 218 4663 513 8701
3 TIMES A YEAR 3 38 8s1 89 960 MEAN 1.838
4 TIMES A YEAR s 6 1.3 i 7.4 VALID CASES 425
OTHER 5 11 23 246 1000 MISSING CASES 46
NO ANSWER 0 46 9.8 MISSING
TOTAL 100.0 100.0

471
Comments: Not at all (8); Only occasionally-once evemw 5 vears (3); No campus visits were made last year (3); Make conract by phone cach year. If I'm in town, I visit
Placement Office.(2); Plus internship; Many times; Ounwre cvery two years; As the need presents itself; We draw most special education candidates from EMU; It would
vary based on the number of produets, but would ramme hetween 3-5 times @ vear; Depends an need; More calls are made than visits; Campus visits rare because candi-
dates don't have hospital experience; If atall; that wiilchange, however, as teachers become more difficult to locate; Visited one campus last year: Fall & Spring but we
may have more than one schedule per visic; We ger so munny resumes and “walk-ins” thac often we don't need to travel; Depends on the number of offers accepted; Some
schedules aliow for only one scason; Depends on the institution: Onee/semester or quarter; As often as possible would like to have a monthly schedule; Six or more
visits at primary schools; We visit when a “poal™ is dues #iardly ever; Little outside recruiting is done-sufficient number of applicants; Depends on size of engincering
school; Special contacts made at other times; Some interviewing for mid-year grads,

Obscrvation: Prospective employers generally visit college campuses twice a year. Of these surveyed employers, 9.4% visited college campuses more often than than and
32.3% visited college campuses only once each year.

Does your-organization pre-screen candidates before arriving on college campuses?

RELATIVE ADJUSTED CUMULATIVE
ABSOLUTE FREQUENCY FREGUENCY ADJ FREQ
Answers CODE FREQUENCY (FERCENT) (PERCENT) (PERCENT) MEAN 1.611
YES 1 165 350 3849 3849 VALID CASES 424
NO 2 259 5540 6lel 100.0 MISSING CASES 47
NO ANSWER 3 &7 10.8 MISSING
TOTAL 471 10Ge0 10040

Observation: Of the surveyed employers who answered this question, 38.9% use pre-screcning of candidates before arriving on college campuscs.

In credential materials on file in placement offices, how important are each of the following items? Absolute frequencics are listed for each answer with adjusted fre-
quencies (percent) shown in parenticeses. Answers are listed from lowest mean score (item rated highest) to highest mean score (item rated lowest).

Levels of Importance

of of Of of of
Extremely High Medium Low No
High Importance Importance Importance Importance Valid Missing
Mean Importance At All Cases Cases
Code 1 2 3 4 5
List of Courscs 2.140 119 190 108 22 10 449 22
(26.5) 42.3) (24.1) 4.9) (2.2)
Letters from Previous Supervisors | 2.518 69 154 155 54 12 444 27
(15.5) (34.7) (34.9) (12.2) 2.7)
Student Teaching Reports 2.904 54 17 39 26 41 177 294
(30.5) (9.6) (22.0) (14.7) (23.2)
Letters from College Faculty 3.007 20 105 197 100 24 446 25
4.5) (23.5) (44.2) (22.4) (5.4)
Letters from Ministers 4.123 4 10 73 186 158 431 40
9 (2.3) (16.9) (43.2) (36.7)
Letters from Politicians 4.366 2 1 50 159 214 426 45
(.5) .2) (11.7) (37.3) (50.2)

Comments:

GPA of high importance (6); Always want up to date transcripts, are very valuable (5); Previous employment best source (3); Letters from individuals all read the SAME
- The student would not ask for letters of recommendation if they were not favorable (3); A list of community and school extra-curricular involvement as well as prior
waork expericnces is most important to us (3); coursework is important, but experiences in the world of work are very important (3); The courses taken, grade point
averages, and leadership activities are extremely significant; None of the above ix imporeant if it is merely an exereise in superlatives and literary banquets. Too often it
is; Resume: Percent of college expenses carned. Work experience in degree areas The resume/student information sheet weighs most heavily; Materials need to be evalu-
ated in total rather than separated and evaluated individually; 1f the files are confidential, they are given greater weight: 1 would like to see a more comprehensive place-
ment file which would include a TRANSCRIPT as well as autobiographical statement & performance evaluations; Preter @ personal resume and transcript over data
forms, application forms, cre. letters of reference have low importance. Prefer dircet contact with faeulty or former supervisors lor references; References have no value
when stwdents have access to recards; Credentials are a signilicant part of the materials used in the hiring, recruiting, and placing of personnel; Letters from ministers and
politicians always seem to be excessively plawing-not relinble; Recommendations should include speeific accomplishnients; Letters of recommendation lack a certain
degree of credence when enc considers that negative comments are vire wally non-existent; Most college facnlty do not know their students well enough to make an
accurate cvaluation; Most important is resumewritten by candidate; Yhe degree is a ercdential; Work expericnees/Ethic information are important; List of courses
important heeause it's objective, Letters of reference are subjective; A resume can be helpiul, hur many sound arrifical: Interview with recruiters and a review of resumes
arc most importanty Kach item has o be taken at face value; Lelpiul to list course-work (compleie minl anticipated) snd grades; Also important-description of previous
expericnces; Geagraphic preference, willingness to relocate, work experiences; College taculty recommenddations if not open. ' '

Observarion:  In credential materials received from placement offices, only a list of courses received a rating of “high importance”. The following items received a rating
of medium buportance: leters from previsus supervisers, student teaching reports (cducation cmployers only), and taculty letiers of recommendation. Those items
receiving a rating of low importance: letters of recommendation from ministers s politicians,
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When recruiting new college graduates for employment: in your organization, how important are each of the following factors? Absolute frequencies are listed for each answer with

udjusted frequencies (percent) shown in parentheses.  MAnswers listed from lowest mean score (highest importance) to highest mean score (lowest impurtance).
Levels of Importance
High Above Average Average Low Neo Valid Missing
Factors Mcan Impartance Importance Impaortance Imporiance Importance Cascs Casts
Code 1 2 3 4 . 5
Ability ¢o get things done 1.257 338 110 3 0 0 442 29
(74.9) (24.4) (&)} N e
Initiative 1.429 271 146 21 0 0 431 40
(61.9) (33.3) (4.8) - -
Honesty and integrity 1.489 261 143 36 0 0 438 33
(59.3) (32.5) (8.2) - -
Dependability 1.568 227 179 36 0 0 449 22
(51.4) (40.5) (8.1) N -
Common sense 1.584 224 172 32 4 0 426 45
(51.9) (39.8) (7.4) 9 -
Oral communication skills 1.596 210 188 35 0 0 439 32
(48.5) (43.4) (8.1) - -
Interpersonal skills 1.616 220 166 52 0 [ 435 36
(50.2) (37.9) (11.9) = -
Motivation to achieve 1.623 219 158 40 2 5 456 15
(51.7) (37.3) (9.4) (.5) (1.2)
Reliability 1.631 223 170 41 5 3 440 31
(50.5) (38.5) 9.3) (1.1) 7)
Judgment skills 1.633 200 193 35 2 1 431 40
(46.4) (44.8) (8.1) (.5 (.2) .
Adaptability 1.733 175 205 58 (] 0 438 33
(40.0) (46.8) (13.2) - -
Academic major 1.744 205 164 70 10 0 449 22
i 45.7) (36.5) (15.6) (2.2) -
Decision making skills 1.782 163 198 60 5 0 426 45
(38.3) (46.5) (14.1) (1.2) -
Intelligence 1.797 149 230 60 0 0 439 32
(33.9) (52.4) (13.7) - -
Attitude toward work ethic 1.825 177 176 66 13 3 435 .26
(40.7) (40.5) (15.2) 3.09) (.7) '
Personality ' 1.844 167 197 89 2 0 456 15
(36.6) (43.2) (19.5) (4) -
Developed work habits 1.848 155 204 74 7 0 440 31
(35.2) (46.4) (16.8) (1.6) -
Carcer and work aspirations 1.849 156 296 80 5 0 437 34
(35.7) 44.9) (18.3) (1.1) -
Innovative ideas 1.897 138 211 84 3 1 437 34
(31.6) (48.3) (19.2) 7N (.2)
Written communication skills 1.918 130 232 85 4 0 451 20
(28.8) (51.4) (18.8) .9) =
Aggressiveness 1.945 139 198 92 10 1 440 31
(31.6) (45.0) (20.9) (2.3) (.2)
Previous carecr related work experiences | 1.984 145 192 79 25 3 444 27
(32.7) (43.2) (17.8) (5.6) N
Degree level and reliability 2.089 96 186 112 10 ] 404 67
(23.8) (46.0) (27.7) 2.5) -
Expertise in major field 2.119 118 172 123 22 1 436 35
(27.1) (39.4) (28.2) (5.0) (.2)
Willingness to take extra assignments 2.124 94 216 131 8 1 450 21
(20.9) (48.0) (29.1) (1.8) (.2)
Technical expertise 2.135 128 182 103 28 10 451 20
(28.4) (40.4) (22.8) 6.2) (2.2)
Part-time and/or summer work )
experiences 2.190 29 202 120 28 3 452 19
(21.9) 44.7) (26.5) 6.2) 7)
Grade point average (major) 2.299 72 198 148 24 3 445 26
(16.2) (44.5) (33.3) (54) (%))
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When recruiting new college graduates for employment in your organization, how important are cach of the following factors? Absolute frequencics are listed for each answer with
adjusted frequencices (percent) shown in purentheses.  Answers listed from lowest mean score (highest importance) to highest mean score (lowest importance),

Levels of Importance
High Above Average Avcrage Low No Valid Missing
Factors Mean Importance Importance Importance Importance Importance Cases Cases
Code 1 2 3 4 5
Suitable appearance 2.299 77 194 154 23 4 452 19
(17.0) (42.9) (34.1) (s.1) (.9)
Knowledge of work expectancy 2.311 70 178 169 15 2 434 37
{16.1) (41.0) (38.9) 3.5 (.5)
Locational prefcrences 2.366 97 142 137 34 16 426 45
- ] {22.8) (33.3) (32.2) (8.0) (3.8)
Willingness to relocate 2.380 112 157 102 43 31 445 26
{25.2) (35.3) (22.9) 9.7) (7.0)
Grade point average (overall) 2.497 49 162 189 34 3 437 34
(11.2) (37.1) (43.2) (7.8) (7)
Recommendations from:
Former employers (summer
and/or part-time) 2.536 83 134 146 58 19 440 31
{18.9) (30.5) (33.2) (13.2) 4.3)
Sociability 2.590 56 145 185 46 14 446 25
(12.6) (32.5) (41.5) (10.3) (3.1)
Knowledge of work organization 2.603 49 140 199 48 1 428 43
9.3) (32.7) (46.5) (11.2) (.2)
Credential file 2.709 37 136 175 63 12 423 48
(8.7) (32.2) “41.4) (14.9) (2.8)
Class ranking 2.722 32 136 189 61 10 428 43
(7.5) (31.8) (44.2) (14.3) (2.3)
Appropriate cstablishment
views/lifestyle 2,803 37 115 194 77 13 436 35
(8.5) (26.4) (44.5) (17.7) (3.0)
Prior expericnces in college
acdvitics and athletics 2.811 18 141 204 71 11 445 26
(4.0) 31.7) (45.8) (16.0) 2.5)
Familiarity with professional
options 2.866 22 112 204 75 12 425 46
(5.2) (26.4) 48.0) (17.6) (2.8)
Academic minor(s) 2.875 35 114 177 99 15 440 31
(8.0) (25.9) (40.2) (22.5) (3.4)
Previous work experiences
unrelated to candidate's
carecr goals 3.020 14 92 225 97 16 444 27
(3.2) (20.7) (50.7) (21.8) (3.6)
Candidate’s prior knowledge
of your organization 3.086 22 106 161 114 37 440 31
(5.0) (24.1) (36.6) (25.9) (8.4)
Publications 3.593 6 39 158 176 71 450 21
(1.3) (8.7) (35.1) (39.1) (15.8)
Studcent teaching 3.596 61 20 69 90 139 379 92
(16.1) (5.3) (18.2) (23.7) (36.7)
Recommendations from Ministers 4,059 5 12 94 168 159 438 33
(1.1) 2.7) (21.5) (38.4) (36.3)
Recommendations from Politicians 4.253 1 5 72 164 196 438 33
(.2) (1.1) (16.4) (37.4) (44.7)
Marital status of candidate 4.325 7 21 52 85 250 415 56
1.7) (5.1) (12.5) (20.5) (60.2)
Race of candidate 4.449 9 20 49 48 313 439 32
(2.1) (4.6) (11.2) (10.9) (71.3)
Sex of candidate 4.465 7 19 50 50 313 439 32
(1.6) (4.3) (11.4) (11.4) (71.3)

Obscrvation: Employers are most concerned about the candidate’s ability to get things done, initiative, and honesty and integrity. Factors with mcan scores between 1.5 and 2.49
arc very imporiant to employers: scorex between 2.5 and 3.49  have average importance to employers; scores between 3.5 and 4.49 have low importance; and no factors were
helow 4.5 (no importance).

Communicative skills (oral) (3); Comment on race: this is ambiguous. We want all the minority engineers we can find, but us a decision factor it is of no impartance; Leadership,
extracurriculars or work expericnee; Sense of humor and stability ; Motivation-flexibility; Ability to adapt té living in a forcign conntry aml eulture; Affirmative action-minorities
anil women; Willing to work 24 hours o day with chiliren; Preparation {or interview. Carcer motivation; Ethnic identification (afhrmative action cttorts); Sex and race are impor-
tant only in view of affirmative action goas,
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Answers
YES

NO

NO ANSHWER

MEAN
VALID CASES

1794

ion have a mini

437

CODE  FREGUFNLY
1 90
2 347
0 34
TOTAL  &T1

MISSING CASES

34
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m grade point average for hiring college graduates?

79.4

Obscrvation: Most employers do not have a minimum Grade Point Average for hiring college graduates,

If your organization has a minimum grade point average, what s it on a 4.0 scale (4.0 = A)?

Grade Point Average
LESS THAN 240
2e0=2.24
2e25=2449
2e50=2.74
2e75+-2499
Jel=3624
3e25=3449

NO ANSMER -

MEAN
VALID CASES

3897
107

Observation: Of those employers that do have a minimum acceptable grade point average, most want a GPA of 2.5 to 2.74.

Do you check references?

Answers
YES

NO

NO ANSWER

MEAN
VALID CASES

1.159
449

Obscrvation: Most employers (84.1% of those responding) check refercnces when considering new college graduates for employment in their organizations.

MISSING CASES

364

RELATIVE

ABRSOLUTE FREQUENCY

CODE FREQUENCY (PLRCENT)
1 370 78¢6
2 70 14.9
] 31 6ab
TOTAL 471 1000

MISSING CASES 31

2.8
MISSING

------ -

15,9
MISSING

-

10040

CUNMULATIVE

PBRCERTS
37
2840
4l.1
6246
17«6
97e2
1000

CUMULATIVE

ADJ FREQ

(PERCENT)
B4,.l

100.0



-24-

At what stage in the selection process does this reference check take place?

RELATIVE ADJUSTED CUMULATIVE
ABSOLUTE FREGUECNCY FREGUENCY ADJ FREQ
Stage of Process CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
INITIAL INTERVIEW 1 21 445 Sef 5.6
2ND INTERVIEW 2 34 Te2 9.0 14.6
ON SITE INTERVIEW 3 20 442 53 19.8
BEFORE JOB OFFER 4 244 5l.8 646 B%a.4
AFTER JOB OFF 5 48 10.2 12.7 971
OTHER & 11 203 29 100.0
NO ANSWER 0 93 19.7 MISSING
ToTaL  e71 T100.0 100.0
MEAN 3786
VALID CASES 378 MISSING CASES 93

After acceptance (5); After starting dute (4); Before granting interview when possible (2); After acceprance of offer and prior to assignment to client work (2); Only
when there is reasonable doubt (2); As required according to nuclear regulatory commission guidelines; When in doubr or when a phone call is invited; Depending on how
interview gocs - if student’s information checks out through school; Upon receipt of completed employment application; College credentials; If not cheeked before;
Combination of all of these; All candidutes we offer positions to, must take a polygraph examination; After nomination, references are checked; Most cases, job
offer/acceprance are subjeet to verification/referencing; Offers are conditional upon satisfactory cheek; We will only check prior full-time employers; Between initial and
second interview,

Obscrvation: Most prospective employers check references just before making the job offer.

If reference checks are done, how are they done? Multiple answers were acceptable.

Mcthod of Reference] Mean Yes No Valid Missing
Check J Cases Cases

Code 1 1]

By Phone 701 330 141 471 0

(70.1) (299

By Letter 450 212 259 471 0
(45.0)  (55.0)

By Credit Bureau 072 34 437 471 0
(7.2)  (92.8)

By Personal Visit 066 31 440 471 0
6.6) (93.4)

Other 019 9 462 471 0
(1.9) (98.1)

EQWIFAX-background check (2); Outside agency (2); An investigative agency (3); All; Thru individuals by personal contact that may know candidates work perform-
ance but are not listed as references; A form is sometimes sent ro former employces; In banking, fingerprints arc sent to the FBI; Company sccurity; All by qualified
scarch agency; Industry Relations Association that have our personnel as members; Depends on time factor involved; Using colicge credential forms and at least one of
our own reference forms; Teaching credentials; University placement file.

Obscrvation: Most prospective cmployers check references by telephone (70.1%) and by letter (45.0%). Some employers use credit bureaus (7.2%) and personal visits
(6.6%).
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Does your organization use vocational and psychological testing when considering new college graduates for employment?

RELATIVE ADJUSTED CUMULATIVE

Answers cooe  FAESOENCY TREREENS) (RERCENT)  (AERcENT)
YES 1 63 13.4 140 14.06
NO 2 386 8240 B6el 1000
NO ANSWER 9 22 4a7 MISSING

ToTAL 411 “Too.d  1eao
MEAN 1.860
VALID CASES 449 MISSING CASES 22

Observations: Only 13.4% of the surveyed employers use vocational and psychological testing when considering new college graduates for employment.

If your organization uses vocational and psychological testing, do you use such tests more today than you did 5 years ago?

RELATIVE ADJUSTED CUMULATIVE

Answers cooe FRESOERLY CRERCENT) (REREENT)  (PERcENT)
YES - 1 26 55 306 3de6
NO 2 59 12.5 694 1000
NO ANSWER a 386 8260 MISSIN

ToTaL 411 “1i0.0 100.0
MEAN 1.694 i
VALID CASES 85 MISSING CASES 386

Observation: Of the surveyed employers, only 5.5% use vocational and psychological testing more today than they did five years ago.

Which tests are used?

Company developed testing p dures (2); Comg prog ing aptitude battery (2); Profiles International (P | Evaluation Program): Administered by Civil
Service — unable to answer this; AIB and agents pereeiver; CaunerVistica battery for sules attitude; Utilize outside testing consultant; Math, verbal, progrmming skills,
cte, Assessment centers; Otis Lennon and Strong-Campbell; Outside psychologieal service organization administers tests and Interview and makes an appraisal; Math
tests for EDP programmers/fanulysts only, plus math tests for new tellers; Thurstone Temperament; A variety of personality, vocational preference & mental aleriness
tests; Not at entry level, We use psychological interview at $20,000 + (no tests); Our own gt aptitude ; Various aptitude tests and assessment centers;
type of tests varies with type of job; California psychological i v; Personality evaluation Chicagoe Battery (Validated for the City of Detroit Police Dept.); A local
test by A Business Consl Wichita; P lity profile; Psychological; Manag perecived from Selection Research, Inc.; Several; Oral Psychological;
New (devised specifically for us); Mat, Watsan, Cinser, 16PF; A psychological asscssment battery (MMP) and own aptitude test. Also language and math proficiency tests
where applicable; Validated Seience R h Associntion Tests; Wolfe Aptitude Tests; Strong Campbell Vocational Interest Test; No Structure Paper Test, Schubert,
SRA Adaptability, Mi Multiphasic, Edwards Personal Pref ; We have validated asse batteries for various job categories; Typing and shorthand only,
Aptitude index battery; Air Force officer quality test; U.S, Navy academic qualifications test/flight aptitude rating; Vocational tests; Self-validated EDP and Sales Tests
Batterics; Ohio State Psychological exam; General mental ability, eritical and analytical through numerical. ‘
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To what extent will the fallowing factors lead to a reject decision being made during the campus interview? Absolute frequencies are

always reason for rejection) to highest mean score (rarely reason for rejection).

listed for cach answer with adjusted frequencies (percent) shown in parentheses. Answers are listed from lowest mean score (almost

Code

Valid Missing
Mean Almost Always Sometimes Rarely Cases Cases
1 2 3

Little interest/poor reason for wanting job 1.247 335 926 6 437 34
(76.7) (22.0) (1.4)

Indication of poor/undesirable work habits 1.298 319 116 8 443 28
(72.0) (26.2) (1.8)

Inability to communicate 1.321 310 134 5 449 22
(69.0) (29.8) (1.1)

Unsatisfactory verbal skills 1.466 244 181 11 436 35
(56.0) (41.5) (2.5)

Unsatisfactory personality/mannerisms 1.530 229 193 21 443 28
(51.7) 43.6) “.7)

Immature 1.545 222 208 18 448 23
(49.6) (46.4) 4.0)

Does not appear enthusiastic 1.580 203 220 18 441 30
(46.0) (49.9) 4.1)

Unsatisfactory appearance 1.692 178 222 42 442 29
(40.3) (50.2) 9.5)

Makes no attempt to ‘“‘sell” good qualities 1.808 129 276 43 448 23
(28.8) (61.6) (9.6)

Unwillingness to relocate 1.819 175 172 95 442 29
(39.6) (38.9) (21.5)

Ask few or no questions 1.834 112 295 38 445 26
(25.2) (66.3) (8.5)

Past history of job hopping 1.886 108 275 58 439 32
(24.6) (62.2) (13.2)

Inability to articulate career plans 1.901 95 299 51 445 26
(21.3) (67.2) (11.5)

Lack of job related skills 1.940 132 211 105 448 23
(29.5) (47.1) (23.4)

Poorly completed application form 1.971 80 298 67 445 26
(18.0) (67.0) (15.1)

Unsatisfactory resume 1.975 81 288 70 439 32
(18.5) (65.6) (15.9)

Unwillingness to travel 2.105 101 192 147 440 31
(23.0) (43.6) (33.4)

Lack of any work experience 2.349 36 219 192 447 24
(8.1) (49.0) (43.0)

Little or no knowledge of organization 2,524 35 141 267 443 28
(7.9) (31.8) (60.3)

Already has other job offers 2.717 16 91 327 434 37
(3.7) (21.8) (75.3)

Asking questions about compensation 2.745 11 920 338 439 32
(2.5) (20.5) (77.0)

Observation: Little interest/poor reason for wanting job, indication of poor/undesirable work habits,

inability to communicate and un-

satisfactory verbal skills are almost always reasons for rejection during the campus interview. Factors with mean scores between 1.5 and

2.49 arc sometimes reasons for rejection. Factors with mean scores higher than 2.5 are rarely reasons for rejection.
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What percentage of candidates are rejected during or i diately following the pus interview?
RELATIVE ADJUSTED CUMULATIVE

Percentage CODE FREGUENLY CPERCENT) CFERCENT)  (PERCENT)
1=-190 2 26 SeS €el 6ol
11=-20 3 24 Sel 5.6 11.7
21=-30 4 29 6e2 6e8 1845
31=40 5 35 Teb Be2 26.8
41=-50 6 A7 10.0 11.0 378
51-60 7 63 134 14,8 5246
s e s e 7 D gy malle et
71-80 9 76 l16e1 17.8 90.4 60% of all candidates are rcjected during or
81-50 19 3s T.s 8a2 9846 immedistelyafollowingybegsmpuslincervicws.
91-100 11 6 1.3 1.4 10040
NO ANSWER 0 39 Be3 MISSING
NONE 1 6 1.3 MISSING

ToTaL | 471 “100.3°  100.0
MEAN 64850

VALID CASES 426 MISSING CASES 45



What percentage of candidates interviewed by your org
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UATE

CATEGORY LABEL

1=5

6=10
11-1%
16=20
21-25
26=50
51-75
76-10D

NO ANSWER
NONE

= o Ve NS N

TOTAL

ABSOL
FREQUE
103
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ion on

TE FRECOLACY FRESUENET CURBURR
CY (PERCENT) (PERCENT) (PERCEN
219 334 33.4
21.0 321 656
Te6 11.7 773
440 642 83.4
3e8 58 89e3
4.5 68 9601
1.3 1.9 98.1
1.3 1.9 10040

2862 MISSING

6ot MISSING

“losee.  100.0

Observation: Of the non-technical graduates intervicwed by the surveyed organizations on campus,

eventually begin working within your organization? NON-TECHNICAL COLLEGE GRAD-

3cs
163

VALID CASES
MISSING CASES

6-10 percent eventually begin working with these organizations.
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What percentage of candidates interviewed by your organization on campus eventually begin working within your organization? TECHNICAL COLLEGE GRADUATES

CATEGORY LABEL CODE
1-5 2
6=10 3
11-15 4
16=-20 5
21-25 6
26-50 7
51-75 8
76=100 9
NO ANSWER )
NONE 1

L

ABSOLUT
FREQUENC

99
122
48
35
15
12

o BT aEey comunive
Y (PERCENT) (PERCENT) (PERCENT)
19.1 274 27 %
25.9 37.1 644
10.2 l4e6 79.0
Teb 10.6 897
3e2 446 94,2
265 3e6 97.5
1.3 1.8 99.7
2 «3 1000
23,1 MISSING
Te0 MISSING
“1o0.00  T1s0.0

VALID CASES 329
MISSING CASES 142

Obscrvation: Of the technical graduates intervicwed by employers on campus, a slightly stronger 6-10 percent begin working for these organizations,
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How well prepared are new college graduates for on-campus interviews?

Comments: Generally well prepared (94); Varies greatly from school to school and by interest and effectivencss of Placment Office (13); Quite well (11); Fairly weli
prepared (10); Good (7); Varies greatly, Some are not prepared (6); Generally schools coach/prepare graduates for interviews (4); Varies from extremely poor to excel-
lent (3); Depenids on individual (3); Average (3); Adequately prepared at most of the berter schools (3); Depends an the Placement Office (3); Depends on school-some
are poorly prepared, others excellent (2); In gencral they are well prepared (2); Depends on size and quality of the school (2)Most are reasonably well prepared-many
have, however, only planced over available literature (2); Varics, but generally satisfactory (2); Depends upon the interest displayed by the Carcer Placement Center
personnel and the students (2): Fairly well prepared depending on the school (2); Very poorly prepared (2); Not very (2); Better prepared than 5-6 years ago (2); Not
professional in app e; They seemed well prepared: Generally well prepared depending a good deal on their personalitics and confidence level; It seems to vary
according to skills, but the majoriry have at least read our recruiting literature; It varies at some collegesvery poorly, others-not too badly, overall-just fair; Improving
yearly more awareness of what the employer is looking for; Generally well prepared this has improved over past five years; Too often available material has not been
used, tao often students arc attending & group pre-interview to verify interest or non-interest: Overall fair, some are very poor; Generally they are well prepared, some
over prepared to the point of presenting an artificial person rather than themselves; It depends greatly on the Placement Office’s cffectiveness towards preparing/preping
the college student for interviewing; Varies with colleges-some do a good job of training students how to interview: Poorly-few have goals or plans in mind; Most do not
know the companies interviewing which takes up too much time: Have very little insight inte how to conducr themselves properly tor an interview-should take advantage
of Placement Offices; Roughly 25% of graduates have their act together in terms of composure, initial job goals, and questions they should ask; Normally well prepared,
particularly at MSU: Well prepared; Adequately prepared, but there is much room for improvement; Many seemed to have memorized “cannced’ answers but generally
have little substance and little thought; Most studenrs are well prepared ; On the average, they are much better prepared than 5 years ago: Generally good, in many cases it
depends an material available in Placement Office and how much use the students make of it; Well prepared usually; Beeause ot the small number of openings normally

ilable in our busi competition forces the students to be, generally, quite well prepared: Have had minimal contact recentlys Depends enrirely on Placement
activities at cach individual school, some are excellent, others need improvement; If have had contact with us, ver well. 1 not, fair to good beeause they gencrally learn
about it somewhat in a Land Grant Institution; Most are well prepared anly few are not prepared but some are more prepared than average: They scem to be well pre-
pared leam about the company, have questions to ask ecte: It varics, I've found M.S.U. candidates are pencrally well prepared; Most fairly well, these skills increasing;
Haven't had any in recent years: Most scem ill preparcd to sell themselves; Generally well prepared, on time, good appearance, and conduct themsclves well; The Place-
ment Offices gencrally do a fine counseling job in preparation for campus interview. Students often coach cach other; Many do not know what they want to do most
wani moncy but they do not know what it takes to get it; No change over past § years; At M.S,U.-above average; Fairly well-50% lack carcer dircction and goals; 20%
very well, 0% average, 40% poor; Most from large technical schools are well trained, those from smaller schools sometimes are not; Business and Technical graduates/
Liberal graduates terrible; Compared to 1969-very well. Compared to last years schedule-extremely well; lts amazing how bieing prepared can make a candidate stand
out; Your student resume package is excellent, I would like to sce a moare comprehensive Placement file; Satisfactory; Only the interested or exceptional student has
done rescarch on the company; Majority arc prepared in regard to company history and questions to be asked; Somé do a very good job-others really don't sell them-
selves their abilities, or their ambitions; Often rimes know nothing of orpanization; 50% very well, 30% adequate, 20% poor; The only area where improvement can and
should go is in rescarching company so as to he aware of product line, location, and possible carcer programs; Satisfactory preparcd; Most students are knowledgeable
rel o the pany and have a legimite interest in our organization; They 've g alot better over the past 2-3 years; Generally very well-have reviewed corporate
literature and prepared to discuss how-they might fit in; Basically those students who have had ingful r emplovment or internships are much better prepared,
as they have a clearer indication of permancnt employment: Very wellscem to know financial data and company history; Most of the time people interviewed are
poorly preparcd. The people who take time to do a little homework on the company really stand out; Usually well coached; Largely dependent on the quality of the
Placement Center in preparing students for interviews; Can't generalize well prepared at well run Placement Offices not so at others; Varics on student and companies-
overall, good; In general, they need additional training in how to take interviews also could do better job of preparing (reading company literature).
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Who makes the final hire decision in your organization?

RELATIVE ADJUSTED CUMULATIVE
ABSOLUTE FREQUENCY FREGUENCY ADJ FREQ
Individual CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
RECRUITER 1 64 13.6 15.3 15,3
IMMEDIATE SUPERVISOR 2 63 1344 15.0 30,3
DIVISION HEAD 3 29 62 6e9 372
DEPARTMENT HEAD 4 56 11.9 13.4 506
COMBINATION 5 182 38e6 43.4 9460
DTHER [ 25 53 6.0 100.0
NO ANSEER ] 52 11.0 MISSING
ToTaL | e71 “100.0  190.0
MEAN 32726
VALID CASES 419 MISSING CASES 52
Others:

Board of Education/superintendent/principal (9); Personnel Manager (8); Combination of partmers/managers and recruiter (5); Associate Superintendent (5); Recruiter and
division head (5); Varies with organization/department (4); Partners (3); Personnel committees (3); Recruiter is area supervisor who makes decision after interview
(3); Anv onc of thosc listed, (2); Branch manager (2); lmmediate supervisor is critical in group. He must want the man otherwisc it becomes a consensus decision (2);
Regional Vice President or Administrative Director of Operations (2); Sclection Committee (2); District manager or Department Head (2); Team of management (2);
Recommendation, which is tantamount to hiring; Vice President East Central Region with manager and district manager approval; We are currently having every offer
reviewed by the Laboratory Director which is new, and probably temporary, prior to that the Department Head had final say; Assessment Center; Commirttee of peers and
administrators; Line departments at various levels; Recruiter, reference evaluation, medical and legal staff, Washington Placement Officer; Partner-In-Charge is responsible
frequently delepate to recruiter; Immediate supervisors and the Dircctor of Personnel; Supervisor of Professional Employment; First and second level managers; Re-
cruiter, department head, and employment manager; Combination of at least three people;

Observation: For this question, we gave the employer a *‘combination” answer and they took it. Most employers (43.4%) said they used several individuals to make the
final hiring decision.

What pereentage of your new college hires are obtained from the following programs in YOUR organization? Absolute frequencies are listed for each answer with adjusted frequencies
shown below them.

Sourccs Mean No None 1- 6- 11- 21- 31- 41- 51- 61- 71- 81- 91- | Valid| Missing

Program Hired 5% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% | Cascs| Cases
Code 1 2 3 4 5 6 7 8 9 10 11 12 13

Co-op Programs 3.737 190 32 103 56 18 7 4 1 1 0 0 0 0 190| 281
- - (54.2) (29.5) (9.5) (3.7) (2.1) (.5) (.5) (0) [(V)} (0) [(1))

Summer Employment | 3.755 128 38 15-4 59 22 5 5 2 3 0 2 1 0 253| 218
- . (60.9) (23.3) (8.7) (2.0) (2.0) (.8 (1.2) 0) (.8) 4 (0

Internship Programs 3.913 1202 39 93 44 21 5 3 3 2 0 1 0 1 173} 298
. - (53.8) (25.4) (12.1) 2.9 1.7) (1.7) (1.2) (0) (.6) 0) (.6)

Other sources: Student teaching-internship programs (2); Substitute teaching (2); Summer employment are coops and interns (2); We plan on starting several programs
like above: Internal employces; Timely follow-up and plant interviewing process; New hires obtained from employment lists; Carcer employment program designed
specifically for new graduates; Management training program is the preferred method.

Observation: Employers indicate that approximatcly 1 to 5% of their new hircs were obtained from co-op programs, internships and employment.
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What percent of the new college graduates generally hired by your organization each year are from the following sources? Absolute frequencies are listed for each
answer with adjusted frequencies shown below them.

None 1- 11- 21- 31- 41- 51- 61- 71- B1- 21- Valid Missing
Sources Mean Hired 10% 20% 30% 40% 50% 60% 70% 80% 20% 100% Cases Cases
Code 1 2 3 4 5 6 7 8 9 10 11
Unsolicited Referrals from 2.176 181 179 8 2 1 0 1 1 0 1 0 193 278
Placement Offices N (92.7) “.1) 1.0 (5 ©0) (.5) (.5) ()} (.5) )
Referrals from College 2.179 158 199 10 3 3 2 0 1 0 0 0 218 253
Faculty & Staff N (91.3) 46) @14) Q4 (.9) ) (.5) (0) 0) )
Carcer Fairs 2.203 191 142 10 2 1 2 0 0 1 0 0 158 313
= (89.9) 6.3) @@3) (6 13) (@ 0) (.6) © ©)
Cooperative Education 2.294 167 172 24 12 0 1 2 0 [ 0 0 211 260
Programs = (81.5) (114 (.79 (0 (5 (.9) ) ) ) (0)
Part-time Employment 2.318 182 142 25 4 3 0 1 0 0 0 1 176 295
- (80.7) (14.2) (2.3) (1.7) 0) (.6) (0) ©) (0) (.6)
Summer Employment 2.332 141 197 30 7 2 2 0 1 1 0 1 241 230
- (81.7) (12.4) (2.9) (.B) (.8) (0) (.4) (.4) ()} (.4)
Internship Programs 2410 187 142 23 5 3 2 1 0 0 0 2 178 293
- (79.8) (129 (28 Q.7 (1.1)  (.6) [()] (V) 0) (1.1)
Referrals from Current
Employecs of Your 2.464 67 238 60 19 3 7 2 0 0 1 0 330 141
Organization - (72.1) (18.2) (5.8) (.9) 2.1) (.6) 0) ©) (.3) (1)}
Walk-ins 2.561 93 205 51 22 4 6 3 2 1 0 0 294 177
- 69.7) (17.3) (7.5) (1.4) 200 @q.0) (D (.3) 0) (0)
Job Listings with 2,642 117 216 32 13 4 7 4 3 2 3 1 285 186
Placement Offices - (75.8) (11.2) (4.6) (1.4) 2.5) a4 @1) (.7) (1.1) (.4)
Write-ins 2.703 54 213 79 34 9 10 2 1 0 2 0 350 121
- (60.9) (22.6) (9.7) (2.6) 29 (6 (3) (1)} (.6) (V)]
Student Teaching Assignments 2.842 266 32 16 5 1 0 2 0 0 0 1 57 414
- (56.1) (28.1) (8.8) (1.8) (0) (3.5) @ ©) (0) (1.8)
Responscs from Want Ads 2.934 127 159 44 20 15 1 4 1 2 257 214

9 2
. (61.9) (17.1) (7.8) (3.5) (5.8) (4) (1.6) (.8) 4) (.8)

On Campus Interviewing 5911 30 84 35 40 21 48 36 30 53 39 19 405 66
- (20.7) (8.6) (9.9) (5.2) (11.9) (89) (74) (13.1) (9.6) (4.7)

Observation: On campus interviewing is by far the major source of ncw college hires. This source is followed closely by responses from want ads, hires from individuals
obscrved in student teaching assignments, write-ins, job listings with job placement offices and walk-ins. Some hires were obtained from the other sources listed.
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What do you consider to be your toughest recruiting problem?

Comments: Convincing peaple 1o relocate to our geographical location (poor images given to cities, etc) (76): Finding qualificd mineritics and women (64); Getting
qualificd graduates within our starting compensation constraints (41); Competition with large firms, a lack of identiry (34); Competition for outstanding candidates (23),
Introducing all kinds of students until you find the excellent candidates (17): Lack of awareness by students about career opportunitics and interests (16); Finding
persans with experience or background certification (14); Time involved (not enough time for cheice) to travel to your cainpus (13); Attempting to break down major or
stereotypes about our company (12); Retailers have ditficulty recruiting MEN into their organizations (9); Iinterviewiny all finds of students until you find the excellent
candidates (8); No vacancies at time of contact with candidates (8); Obraining a sufficient number of applicants (7); Beginning salaries (6); Getting students to follow-up
in a timely manner (3); Hiring enginecr personnel (3); Small firm lack of visability to most students (2); Enpinecring market is very competitive (2); Finding qualified and
motivated people that are willing to accept a carcer path rather than an instant career (2); I get the feeling when interviewing members of the protected groups that they
feel they are choice candidates and are just fishing for the highest offer and their lack of concern for what one job offers in career advancement; Some! Placement
Offices aren't worth the papcr this questionnaire is on. Some key department and faculty contacrs aren’t either; Finding motivated goal oriented people at young ages;
Finding applicants directly associated with the insurance business; Mecting the right prospects whose emplovment plans, locational preferences, financial requirements,
etc., fit within our limitations; Technical writers; Selling candidares on starting positions; Targeting the right individuals for initial interviews; Highly experienced person-
ncl; Insuring thar all interviewers are available and do not become redundant in interviewing; Because we recruit so few graduates, yet intervicw so many very good, the
choice becomes very difficult; Finding teachers in special education that require dual certification; Inability of sclected candidates to make a timely decision, Most
college graduates don't know what “‘work” is all about; Explaining position and finding candidates articulate enough to pick up what the job cntails; Finding suitable
marketing trainees and industrial engincers; Students with unrealistic ideas of what their first job will be, bloated cxpectations; Getting scicnce, math and agriculture
candidates when needed; Finding the individual who is most technically challenged; Meeting the graduates in a relaxed atmosphere where they do not feel they are “'on
wial”; Interviewing and hiring computer science graduates; Arca of data pracessing, students willing to work shifts, overtime, and Saturdays; Matching interest of student
career goals o recruiter needs: Establishing contacr with eandidate in metropolitan area; ldentifying and placing enginecring graduates: Locating qualified applicants;
Determining what candidates will be the most successful; Making supervisor make a decision about hiring candidate: Interviewer sclection, training, and turnover; Creat-
ing interest among coliege graduates in police work; Finding technical graduates with good people skills and a gencral scnse of Business; Sclecting candidates that qualify
for specific teaching needs; Finding a person who will “fit” into our. work habits and social atmosphere; Nurses; Hire teachers who are qualified to handle eoaching
dutics; Finding cnough goal-oricnted people to choose from initial jobs requiring moderate amounts of travel: Technical areas and MBA'S; Colleges only graduate people
two times a vear; Recruiting fair and honest recommendations that are specific to accomplishments of the candidares; Selective decision; To fill teaching combinations;
Educating students and Placement Offices on the varicty of career avenues availabie in our industry; Computer science: Lack of advancement potential in near future;
Finding graduate engineers who are qualified and interested in sales engincering positions; Demand for engineers trom so many industrics; Get people to be honest
and scll themselves: Skilled technical jobs; Access to potential candidates; People not wanting to work 24 hours straight with children; Locating individuals who have had
meaningiul marketing background while in college along with a suceesstul track record in academics and extra-curricular activities; Arranging an cffective pre-screening
system; Recruitment of personncl to go into shop supervision, engineers not interested in maintenance of equipment functions; Finding qualificd applicants between
graduation periods; Recruiting in Michigan for loan officer positions where few graduates have agriculture background: Locating entry level management candidates who
satisfy our tough requirements; Teaching our engincers to *‘sell”” their programs to prospective candidares; The recruirment of PhD engincers: Sccuring adequate number
of substiture teachers at the sccondary school level; Enough cooperation, civil enginceers, accounting graduarcs, ctc; Obtaining maic counsclors, maintenance, and health
staff; Competition for technical graduates dealing with non-technical graduaces. Dealing with non-technical applicants; Competing with family farm; Sclection critera;
More smaller companics recruiting; Lack of training in interviewing and cvalvating candidates. Continuing candidates to look beyond initial dellar figures to check out
entire program; Stiff competition for engincering candidates; Attracting students to consulting carcers; Students not talking very much; Securing teachers of vocational
programs; Expericnced senior level systems programmers and svstems analyst; Finding top level accountants, engineers, and computer scicnce people; Engincers and
computcr science graduates; Not being ablce to hirc all of the excelient candidates; Determination of our nced for personnel; Availability of engincers; Getting liberal arts
majors informed of our carcer alternatives; Finding qualified school workers, psychelogy counsclors, and industrial arts teachers; Hiring graduates to entry Icvel positions
when they desire as much control and responsibility as a 20 vear vetcran; Prerecording, getting the budget and resources to do an cffective job; Determine hiring goals in
advance of scheduling; Finding applicants with good GPA, technical expericnce, and career goals; Mechanical enginecrs for sales positions; Lack of qualified candidates in
special teaching areas.
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What are the most significant changes in recruitment witinsased by your organization in the last year (1978-79)?

Comments: Increased competition from other employers. (42); Salaries up (35); More emphasis on college recruiting (35); Increased competition and demand for engin-
cers (33); No significant changes (24); Location preferences (17); Increased use of pre-screening (10); Inerease hiring of good college graduates (7); Significant increase in
« er scicnce people needed (7): Fewer applicants (8); Mare women (8); Students better prepared (8); More candidates (7); Significant increase in needs for technical
background (7); Students making decisions fater (7); Overall poor quality of individuals (6); No significant changes (5); Decerease in number of campus visits (5); New
recruiter (5); increased reliance on newspaper advertising (5); Better quality of the student interviewed (5); Large number students with more than one firm offer (5
‘Looking tor older experienced people (5); Centralization of the recruiting function (#); Increase in number of employment agencies used (4); Declining numbers of
applicants in english (3): Need for faculty support/recommendation (3); Better interview procedure by the comy recruiting (3): No comment (3); Increased empha-
sis on mineritics and females (3); Number of declination up (3); What type of extra benefits do companies offer (3); More professional resumes (2); Many take just
anything (2): Large supply of accounting majors (2); Fewer specialized candidates available (2); Reduction in want ad responses (2): MBA'S are pricing themselves out of
the marker (2); Higher rejection rate (2); Lack of work ethic in candidates (2): Auitude improvement of students (2); Absence of minoritics from formal Placement
Office process (2); Non-mobility of students (2); mportance in pre-recruiting planning (2); Students are more work oriented (2); Having hame office interviews and job
offers: A new equal opportunity office; Rely on phone as reference check: Formally, we did not go after the MBA, now we feel it is essential; Need for more offers;
Students are much more aware of what they want; Dual carcers (husband/wife); Looki g for more business and marketing students: More emphasis on referrals from
current employers; Less disparity in salaries berween smull and large districis; Effectiveness of campus cffort declined; Glut in MBA'S in other than 20 schools; Addi-
tonal literature; Implemented an employce referral campaign; Higher turnover in sales positions; Overall poor verbal communication skills: Crisis shortages in math-
chemistry-physics/industrial arts; Less over-supply in gencral; Failure of significant numbers of college graduates to pass entry test; Deercase in work/study students;
More minority applicants; Expansion of staff; Lowcring of standards for engincering; Berter follow up with those who receive offers; Selling of benefits; Increase in job
apenings duc to additions: Replacing experienced engineers: Due to beteer internal promotion system;: Shortages noticcable in math and vocal music; Less information
available from students due to Privacy Act; This has been a bad year for acceptance from new hires who did not show up for work. Higher percent than ever before;
Significant deercase in available candidares; Increased write-in candidates; Lack of follow up by the students; Becpuse of a lack of funds, our recruitment and staff has
been drastically curtailed in 1978-79; More students are utilizing the Placement Office; Fewer gineers: More rechnically educated females: Increased services for special
education students; Filing of more E.E.O. related complaines by applicants; Number of offers per student up; Systemization of recruiting process: Higher percentage of
course recruits vs. appli from lidated res i Traveded far away from home-state in search of candidates; Growth of organization; Applicants are down; Chang-
ing labur markets; recruitment more selective; Increased competition for top grad : More dependent upon Placement Office recommendations; Projecting accurate
acceprance rates; Speed with which many aceepred outstanding job offers; Increased scarcity of candidates in special arcas; Major companics getting more hires from
fewer sources; Fewer sign-ups but greater interest in our jobs; Very competitive sularics and benefits offered; Emphasis on recruiting loeal talent; More mature and goal
oricated students; BBA's are more aggresive than MBA's; Decrease in number required; Problem actracting better students to interview; More co-op and summer jobs used
for recruiting: Emphasis on training is necessary to interest student; Few openings and less vacancies; Better self awareness; Instead of students asking “What can I do for
yaur company?™ It was “What can your company do for me?"; Change in emphasis from technological qualifications to personal characteristics; Students less carcer
onented; Fewer qualificd candidates; Inerease in hiring; Development and training programs established: Less needs for entry level people; Many social science and
education graduates are accepting clerical positions; Need for students with both icative and technical backgrounds; Placement offices becoming more profes-
sional: More students are utilizing the Placement Services; Growing number graduates with mereenary attitudes; Increased focus on prad busi degrees; Expanded
faculty relations; Increased sccond interviews two fold; Need for more of the all-star person; Growing use of video tape - cassette (slide presentations); More creative
recruiting; Companies recruiting carlier; linpact of government regulations; Cut back drastically because of Carter’s guidelines; Individuals are more scrious in their search
for the most suitable position that fills initial career asperations; Out-af-state students accepting offers; Less processing time of applicants; Having to justify recruiting to
skepricul supervisors; Technicul acceptances up; More wide spread affirmative action outreach programs; Advent of third party reeruiters; Growing shortages; expanded
needs; Farlicr plant visits and job decisions; Candidates are beeoming beteer qualified; Addition of second carcer traning program; Salarics didn’t stay within government
guidclines; Increase in visits made; Involvement of additional staff in campus interviewing; Better dressed candidates: More cooperation on the part of callege staff
members; Unrealistic expectations; Oil industries hiring everything in sight; Increase in number of good women engincers; Federal government salaries are becoming less
competitive; Overall negative federal image; More difficult to get a schedule at some schools; Internal candidate processing; More vative; More i in type of
assignment available; Decisive students.
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Do you have any recc dations to new college graduates on how best to get a job with your organization?

Comments: Be prepared for interviews, rescarch orpanizarions (60); Submit applications, sign up for interview, job hunt carly, use Placement Serviees (53); Good GPA
(30); Ser realistic career goals (29); Show a genuine interest in working for the company (25); Prior waork experience (summer, pare-time, co-op) (22); Have a well pre-
pared resume (21); Be enthusiastic (19); Sell yourself (15); Be aggressive/persistent/assertive (15); Be in high demand major-technical disciplines, engincering, computer
science, business, accounting cte. (14); Good appearance (12); Be willing ro work hard/good work attitnde (10); Passexs skills to do the job/technical competence (10);
Demonstrate good communication skills (9); Do fallow-up after interview/application (9): P lity traits desired by company (5); Willing to relocate (4); Involvement
in campus acrivities (4): Be interested, alert, attentive, act alive at interview (3); Undenstand pusition requirements (2); Good leadership qualitics (2); Strong people skills
(2): Contact organization dircetly (2); Be articulate (2); Be realistic about salary demands, do not feel you are “gbove” a particular carcer; Dedication to kids, early
expericnee with students, double endorsements; Intelligence, iniriative, and integrity; Work on the effective technique of interviewing thru workshops and seminars; Have
a desire to move into management 5-7 years after praduating: Willing to live in a small town: Have an open mind, be ready to muke up vour mind after a fow weeks;
Tdeal would he to have been summer intern with us and performed well; Be available to substitute for us, try for 120 days; Attempt 10 round themselves out be getting
on-the-job expericnee during school breaks, ete. any people oriented (retail, business) job experience is helpful; Variety of extra-curricular interests, successful student
teaching cxpericnce, preparation in basic skill curriculars; Take a technical course of studies: Develop eooperative work habits, education program, and interests; Have a
definite major (15 credit hours), some commercial arts, some agriculture cdueation or home economics education; Desire to work in facruring, luct oneself as a
pro (dress, communication, etc); Good on-campus interview; lic open to visualize opportunitics beyond immediate situation; Be qualified for the open pesition: Convinee
me that you are willing to work, and arc interested in profit, not just “How much doces it pay™; Very flexible regarding location; Greatest need in food and beverage
positions; We have laid off teachers, cfforts by new candidates make no difference: Knowledge of self; Hire on at our two Lansing arca restaurants in internship programs
to take a look at us and viceversa; Certification or strong minor in other arcas; Re sclf-assured, as if you'll be the very best person we can get for the job; Be articulate;
Goaed leadership credendals; Be willing to relocate, have good common sense, and decision making: Be available at the right time on short notice with the righe skills;
Preparations thru majors in engincering and good faculty recommendations; Demonstrate ability to communicate and indicate the kind of job they wane, goals, ambi-
tions, ctc; Sclect three jobs; Visit the department for 2 dayt Appropriate speech, dress, good health, position or carcer commitment arc important; Build record of
achicvement on companies; Sincerely want to work and grow with the organization and express that sincerity; Be vourscll ; Concentrate on arcas where teacher supply is
lowest; Freparation and presentation; Know what vou want and go after it. Also, if 2 company does not look good to vou, say so; Eagerness and willingness to leamn; Be
motivated and have the ability te motivate others; Determine the exact requirements of the job you desire or what the organization is looking for, prepare yourself and
go after it; Complere an SF-171 and get a rating; Reep in touch; e hungry for success; Desire to hve in the area: Write gomd cover letters; A positive attitude toward our
work; Do not accept an employment offer too quickly prior to graduation; Be competent in your field of study, don't present voursell as an expert of everything; Be
fiexible: Sty with a job for at least one year; Use person contacts within the industry or from campus; Develop good communication shills; Realistic approach to ad-
vancement goals; Supgzest what “You can do for the Company* rather than demanding to know “*What the company can do for you™ ; Want 1o work; Be honest, express
what they want and why they feel they would be good at it Develop outstanding grades, ¢ fations, and abilities: Know themselves well and what they are after;
Relax during interview and talk with us freely; Honesty in dealing with company during application process: Be able to discuss how they can help our organization;
Walk-in applicants; Practical experience working with children; Obrain name of contacts Understand and accept yourselfl as vou really are. Know your goals, objectives,
and personal preferences; Prepare for the intense competition for teaching jobs; Know what you are interiviewing far, be interested in that job and not another job you
may want sumewhere in the furure; Look for mid-long term goals, don’t expect management at entry; Don't try to he cute, be farthright, honest, and realistic, Visibility
is a key factor; Be sincere and broad in your outlook; Have positive attitude and straight-forward response to questions; Pursue carcers in need arcas, become as highly
qualified as possible, and willingness to relocate; Be knowledgeable, have dircetion, and versatility: Pracrice interviewing and focus on skills in presentation; Check for
current openings, be prompe, and don’t be afraid to ask questions at the interview; Be prepared to discuss strenprths weaknessess and practic: conversing with strangers;
Take our Civil Service Exams; Develop a professional d ; Indicate willingness to make educational adjustments for development and be willing to accept some
inconvenience while training; Reliable, dependable, sincere, intelligent, and use common knowledge; Talk to as many employers as possible; Be interested in relocating
often; Have some idea of what's expeered in the real world; Candidates need to be flexibic, willing to transfer intitially and to be transterred; Work at qualitative and
interpersonal skills; Limit interviews: Campus interview is the most effective route; Willingness to do varving degrees and types of work: Some enthusiasm for working
with the team and not pgainst *"The establist 4 Be pro-establish , pro-business, pro-fit, look and act like a professional; Be realistic in sclecting your major; Since
hiring in a merit system depends on competitive exams, individuals should watch for exam announcements and apply for exams; Use Placement Services plus direct mail
inquirics; Successful student teaching experience; Be alert and alive to grow and contribute to corporate growth and profitability with gusto and creativity; Quality
school; Interview well, show interest, and follow up with leteer or call; Seek a carcer, not a job and don’t be shy; Be prepated to adjust to the fact that they will be
working in the ficld in order to gain the experience and knowledge necessary to move into management. This does not happen overnight; Too many candidates are in the
wrong ficid for cffective employment; Give “All" during interview; Apply for summer position between junior and senior years; Have a highly developed personal work
ethic; Have a good understanding of a job at a given location.
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Do government interventions force unqualified candidates to b employed by your organization?

RELATIVE ADJUSTED CUMULATIVE

Answers CODE  FREQUENCY (PEACENT) (CPERCENT)  (PEACENGS
YES 1 34 Te2 8.0 8.0
NO 2 390 8268 92.0 100.0
NO ANSMER 0 47 ¥0.0 MISSING

TOTAL 471 -IUDoO- -IEG:E-
MEAN 1.920
VALID CASES 424 MISSING CASES a7
Explanation: Candidates arc evaluated on the basis of their abilities as related ro the job openi Not altered by gover pressure (19); Not to the same degree as

ten years ago, but 1 do suspect that we do hire some people who do not meet all of our desired standards (17); We are E.O.E. and conduet our employment practices
within the scope of applicable laws (12); It docs require we go to unusual measures to attract qualificd minorites, but not to hire those lacking requisite skills (12); But
they do make us nervous that it may happen (4); We have a swrong atfirmative action program (3); Pressures to hire quotas of minorities. Limited availability of qualified
minoritics (2); We are government (2); When an individual qualifies by the exam process, they are “Qualificd"; We comply with the law; HLE.W, and civil rights; To no
significant exrent except through CETA sources: Insufficient supply of qualified minority excepr through CETA sources: Insufficient supply of qualificd minority
candidates within our arca; New special cducation, vocational education and special needs programs; The government meddling prevents companics from having flexibi-
lity in hiring; They do make it tougher; We are small cnough that we do not come under much pressure to fill quotas, We also do not have any government contracts;
"The number game" (protected groups): A training program has been developed to offer carcer opportunitics to minorities and women who lack technical schooling
and expericnce; We select qualificd candidates; We find qualificd candidales and adh : We do not make job offers based upon minority status; We are
forced to hire minimally qualificd applicants or lose government contracts.

o ‘:u:l‘ 1

Observation: Only 7.2% of the surveyed employers have been forced to hire unqualified candidates because of government intervention.
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Who makes the final hire decision in your organization?

RELATIVE ADJUSTED CUMULATIVE

Individual Coor FREQUENLY (PERCENT) (PERCENT)  (PERCENT)
RECRUITER 1 64 13.6 15.3 15.3
IMMEDIATE SUPERVISOR 2 63 13.4 1540 30e3
DIVISION HEAD 3 29 62 6e3 372
DEPARTMENT HEAD 4 56 11.9 13.4 S0.6
COMBINATION 5 182 38s6 43.4 9840
0THER -] 25 5¢3 .60 100.0
NO ANSWER 0 52 11.0 MISSING

ToTAL  a71  100.0 10040
MEAN 3.726
VALID CASES 419 MISSING CASES 52
Others:
Board of Educarion/superintendent/principal (9); P 1 Manager (8); Combination of partners/managers and recruiter (5); Associate Superintendent (5); Recruiter and

division head (5); Varies with organizarion/department (4); Partners (3); Personnel committees (3); Recruiter is area supervisor who makes decision after interview
(3): Any onc of those listed (2); Branch manager (2); Immediate supervisor is critical in group. He must want the man otherwise it becomes & consensus decision (2);
Regional Vice President or Administrative Director of Operations (2); Sclection Committee (2); District manager or Deparrment Head (2); Team of management (2)5
Recommendation, which is tantamount to hiring; Vice President Euse Central Region with manager and district manager approval; We are currently having every offer
reviewed by the Laboratory Director which is new, and probably temporary, prior to that the Department Head had final say; Asse Center; Commitice of peers and
administrators; Line departments at various levels; Recruiter, reference evaluation, medical and legal staff, Washington Placement Officer; Partner-In-Charge is responsible
frequently delepate to recruiters Immediate supervisars and the Dircetor of Personnel; Supervisor of Professional Employment; First and sccond level managers; Res
cruiter, department head, and employment manager; Combination of at least three people;

Observation: For this question, we gave the employer a *‘combination’ answer and they took it. Most employers (43.4%) said they used several individuals to make the
final hiring decision.

What percentage of your new college hires are obtained from the following programs in YOUR organization? Absolute frequencies are listed for cach answer with adjusted frequencies
shown below them.

Sources Mean No None 1- 6- 11- 21- 31- 41- 51- 61- 71- 81-  91- Valid{ Missing
Program Hired 5% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% | Cases| Cases
Code 1 2 3 4 5 6 7 8 9 10 11 12 13
Co-op Programs 3.737 190 32 103 56 18 7 4 1 1 0 0 0 0 190| 281
- - (54.2) (29.5) (9.5) 3.7) (2.1) (.5) (.5) (0) ©) 0) (0}
Summer Employment | 3.755 128 38 154 59 22 5 5 2 3 0 2 1 0 253| 218
- - (60.9) (23.3) (8.7) (2.0) 2.00 (.8) (1.2) (0) (.8) 4) (0)
Internship Programs 3.913 1202 39 93 44 21 5 3 3 2 0 1 0 1 173| 298
- - (53.8) (25.4) (12.1) 2.9) (1.7) 1.7) (1.2) 0) (.6) 0) (.6)
Other sources: Student teaching-internship programs (2); Substitute teaching (2); S foyment are coops and interns (2); We plan on starting several programs

like ':lhuw.--. Internal employces; Timely follow-up and plant interviewing process; New hires'uhlaincd from employment lists; Carcer employment program designed
specifically for new graduates; Management training program is the preferred method.

Observation: Employers indicate that approximatcly 1 to 5% of their new hires were obtained from co-op programs, internships and employment.




What percent of the new college graduates generally hired by your organization each year are from the following sources? Absolute frequencies are listed for each
answer with adjusted frequencies shown below them.

None 1- 11- 21- 31- 41- 51- 61- 71- 81- 91- Valid Missing
Sources Mean Hired 10% 20% 30% 40% 50% 60% 70% 80% 20% 100% Cases Cases
Code 1 2 3 4 5 6 7 8 9 10 11
Unsolicited Referrals from 2.176 181 179 8 2 1 0 1 1 (] 1 0 193 278
Placement Offices - (92.7) “.1) (@1o) (5 0) (.5) (.5) (0) (.5) (0)
Referrals from College 2.179 158 199 10 © 3 3 2 0 1 0 0 0 218 253
Faculty & Staff - (91.3) 46) @14 @Q4) 9 (0) (.5) [(1)} ©) )
Career Fairs 2.203 191 142 10 2 1 2 0 0 1 0 0 158 313
- (89.9) 63) (@@3) (6) a3 (O (] .6 ) ()
Cooperative Education 2.294 167 172 24 12 0 1 2 (] 0 0 0 211 260
Programs = (81.5) (@114) (.7) (0) (.5) (.9) (0) ) (0) )
Part-time Employment 2.318 182 142 25 4 3 0 1 0 0 0 1 176 295
- (80.7) (14.2) (2.3) (1.7) (0) (.6) (0) o) (0) (.6)
Summer Employment 2332 141 197 30 -7 2 2 0 1 1 0 1 241 230
- (81.7) (124) (2.9 (.8) (.8) ©) (4) (4) 0) (.4)
Internship Programs 2.410 187 142 23 5 3 2 1 0 0 0 2 178 293
. (79.8) (1290 (2.8 (1.7 (1.1)  (.6) (0) [()} (0) 1.1)
Referrals from Current
Employees of Your 2464 67 238 60 19 3 7 2 0 0 1 0 330 141
Organization . (72.1) (18.2) (5.8) (9 (2.1) (.6) (V) (0) (.3) ©0)
Walk-ins 2.561 93 205 51 22 4 6 3 2 1 0 0 294 177
. (69.7) (17.3) (7.5) (1.4) 200 (10 (7) (.3) (0) (0}
Job Listings with 2.642 117 216 32 13 4 7 4 3 2 3 1 285 186
Placement Offices - (75.8) (11.2) (4.6) (1.4) 2.5) (14) (1L.1) 7 1.1 (4)
Write-ins 2.703 54 213 79 34 9 10 2 1 0 2 0 350 121
- (60.9) (22.6) (9.7) (2.6) 2.9) (6) (.3) ©) (.6) )
Student Teaching Assignments 2.842 266 32 16 5 1 0 2 0 0 0 1 57 414
= (56.1) (28.1)) (8.8) (1.8) (0) 3.5) (0) () 0) (1.8)
Responses from Want Ads 2,934 127 159 44 20 9 15 1 4 2 1 2 257 214
- (61.9) (17.1) (7.8) 3.5) (5.8 (4 (1.6) (.8) (4) (.8)
On Campus Interviewing 5.911 30 84 35 40 21 48 36 30 53 39 19 405 66
. (20.7) (8.6) (9.9) (5.2) (119 (8.9) (7.4) (13.1) (9.6) 4.7)

Obscrvation: On campus interviewing is by far the major source of new college hires. This source is followed elosely by responses from want ads, hires from individuals
observed in student teaching assignments, write-ins, job listings with job placement offices and walk-ins, Some hires were obtained from the other sources listed.
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What do you consider to be your toughest recruiting problem?

Comments: Convincing pecple to relocate to our geographical location (poor images given to cities, etc) (76); Finding qualified minorities and women (64); Getting
qualificd graduates within our starting compensation constraints (41); Competition with large firms, a lack of identity (34); Competition for ourstanding candidates (23);
Introducing all kinds of students until you find the excclient candidates (17): Lack of awarencess by students about career opportunities and interests (16); Finding
persons with experience or background certification (14); Time involved (not cnough time for cheice) to travel to your eampus (13); Attempting to break down major or
stereotypes about our company (12); Retailers have difficulty recruiting MEN into their organizations (9); Interviewing all finds of students until you find the excellent
candidates (8); No vacancies at time of contact with candidates (8); Obraining a sufficient number of applicants (7); Beginning salaries (6); Getting students to follow-up
in a timely manner (3); Hiring engincer personnel (3); Small firm fack of visability to most students (2); Enginecring market is very competitive (2); Finding qualified and
motivated people that are willing to accept a carcer path rather than an instant carcer (2); I get the feeling when interviewing members of the protected groups that they
feel they arc choice candidates and are just fishing for the highest offer and their lack of concern for what one job offers in carecr advancement; Some! Placement
Offices aren't worth the paper this questionnaire is on. Some key department and faculty contacts aren't either; Finding motivated goal eriented people at young ages;
Finding applicants directly associated with the insurance business; Mecting the right prospects whose employment plans, locational preferences, financial requirements,
etc., fit within our limitations; Tcchnical writers; Selling candidates on starting positions; Targeting the right individuals for initial interviews; Highly experienced person-
nel; Insuring that all interviewers are available and do not become redundant in interviewing; Because we recruit so few graduates, yet interview so many very good, the
choice becomes very difficult; Finding teachers in special education that require dual certification; Inability of sclected candidates to make a timely decision, Most
college graduates don't know what “work” is all about; Explaining position and finding candidates articulate enough to pick up what the job entails; Finding suitable
marketing trainees and industrial engincers; Students with unrealistic ideas of what their first job will be, bloated expectations; Getting scicnce, math and agriculture
candidates when needed; Finding the individual who is most technically challenged; Meeting the graduates in a relaxed atmosphere where they do not feel chey are “‘on
trial”"; Interviewing and hiring computer science graduates; Area of data processing, students willing to work shilts, overtime, and Saturdays; Matching interest of student
carcer goals to recruiter needs; Establishing contact with candidate in metropolitan area; ldentifying and placing engincering graduates: Locating qualificd applicants;
Determining what candidates will be the most successful; Making supervisor make a decision about hiring candidates Interviewer seleetion, training, and turnover; Creat-
ing interest among college graduates in police work; Finding technical graduates with good people skills and a gencral sense of Busi i Selecting lid that qualify
for specitic teaching nceds; Finding a person who will “fit”" into our work habits and social atmosphere; Nurses; Hire teachers who are qualified to handle coaching
dutics: Finding enough goal-oricnted people to choose from initial jubs requiring moderate amounts of travel: Technical arcas and MBA'S; Colleges only graduate people
two times @ year; Recruiting fair and honest recommendations that are specific to sccomplishments of the candidates; Selective decision; Ta fill teaching combinations;
Educating students and Placement Offices on the varicty of career avenues available in our industry: Computer science: Lack of advancement potential in near future;
Finding praduate engineers who are qualified and interested in sales enpgincering positions; Demand for engineers trom so muny industries; Get people to be honest
and sell themselves; Skilled technical jobs; Access to porental candidates; People not wanting to work 24 hours straight with children; Locating individuals who have had
meaninglul marketing background while in college along with a suceessful track record in academics and extra-curricular activitics; Arranging an cffective pre-sereening
system; Kecruitment of personnel to go into shop supervision, engineers not interested in maintenance of equipment functions; Finding qualificd applicants berween
graduation periods; Recruiting in Michigan for loan officer positions where few graduates have agriculture background; Locating entry level management candidates  who
satisfy our tough requirements; Teaching our engineers to *‘sell” their programs to pruspective candidates; The recruitment of PhD engincers; Securing adequate number
of substitrte teachers at the secondary school level; Enough cooperation, civil engineers, accounting graduates, etc; Obtaining male counsclors, maintenance, and health
staff; Competition for technical graduates dealing with non-technical graduates. Dealing with non-technical applicants; Competing with family farm; Sclcction critera;
More smaller companics recruiting; Lack of training in interviewing and evaluvating candidates. Continuing candidates to look beyond initial dollar figures to check out
entire program; Stiff competition for engincering candidates; Attracting students to consulring careers; Students not talking very much; Securing teachers of vocational
programs; Experienced senior level systems programmers and systems analyst; Finding top level ace ants, engineers, and computer science people; Engineers and
computer science graduares; Not being able to hirc all of the excellent candidates; Determination of our need for personnel; Availability of engincers; Getting liberal arts
majors informed of our carcer altcrnatives; Finding qualificd school workers, psychology counselors, and industrial arts teachers; Hiring graduates to entry level positions
when they desire as much control and responsibility as a 20 vear vetcran; Prerecording, getting the budget and resources to do an cffective job; Determine hiring goals in
advance of scheduling; Finding applicants with good GPA, technical expericnce, and carcer goals; Mechanical enginecrs for sales positions; Lack of qualified candidates in
special teaching arcas.
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What are the most significant changes in recruitment witnmssed by your organization in the last year (1978-79)?

Comments: Increased competition from other employers: (42); Salaries up (35); More emphasis on college recruiting (35); Increased comperition and demand for engin-
cers (33): No sipnificant changes (24); Location preferences (17); Increased use of pre-sereening (10); Increase hiring of pood college graduates (7): Significant increase in
compurer scicnee peaple needed (7); Fewer applicants (8); More women (8); Students better preparcd (8); More candidates (7); Significant inerease in needs for technical
background (7); Students making decisions later (7); Overall poor quality of individuals (6); No significant changes (5); Decrease in number of campus visits (5); New
Jrecruiter (5): Increased reliance on newspaper advertising (5); Better quality of the student interviewed (5); Large number students with more than one firm offer 5%
Looking tor older experienced people (5); Centralization of the recruiting function (4); Increase in ber of employment agencies used (4); Declining numbers of
applicants in english (3); Need for faculty support/recommendation (3); Beteer interview procedure by the companics recruiting (3); No comment (3); Increased cmpha-
sis on minorities and females (3); Number of declination up (3); What type of extra benefits do companics offer (3); More professional resumes (2); Many take just
anything (2); Large supply of accounting majors (2); Fewer specialized eandidates available (2); Reduction in want ad responses (2); MBA'S are pricing themselves out of
the marker (2); Higher rejection rate (2); Lack of work echic in candidates (2); Attitude improvement of students (2); Absence of minoritics from formal Placement
Office process (2); Non-mobility of students (2); Importance in pre-recruiting planning (2); Students are more work oriented (2); Having home office interviews and job
offers: A new equal opportunity office; Rely on phone as reference check; Formally, we did nor go after the MBA, now we feel it is essential; Need for more offers;
Students are much more awarc of what they want; Dual carcers (husband/wife); Looking for more business and marketing students; More emphasis on referrals from
current employers; Less disparity in salaries between small and large districts; Effeeriveness of campus effort declined: Glut in MBA'S in other than 20 schools; Addi-
tional literature; Impl < an I referral campaign; Higher turnover in sales positions; Overall poor verbal communication skills; Crisis shortages in math-
chemistry-physics/industrinl arts: Less oversupply in general; Failure of significant numbers of college graduates to pass entry test; Decrease in work/study students;
More minarity applicants; Expansion of staff; Lowering of standards for enginecring; Bertter follow up with those who receive offers; Sclling of benefits; Increasc in job
openings duc to additions: Replacing expericnced engineers: Due to better internal promotion system; Shortages noticeable in math and vocal music; Less information
availabic from students due ro Privacy Act; This has heen a bad year for acceptance fram new hires who didl not show up for work. Higher percent than ever before;
Significant deerease in available candidates; Increased write-in candidates; Lack of follow up by the students; Because of a lack of funds, our recruitment and staff has
been drastically curtailed in 1978-79; More students are utilizing the Placement Office; Fewer engineers; More technically ed d females: Inc 1 services for special
education students; Filing of more E.E.O. related complaints by applicants: Number of offees per student up; Systemization of recruiting process: Higher percentage of
course recruits vs. applicants from unsolidated resumes; Traveled far awav from home-state in search of eandidates: Growth of organization; Applicants are down; Chang-
ing labor markets; recruitment more selective; Increased competition for rop graduares: More dependent upon Placement Oftice recommendations: Projecting accurate
acceprance rates; Speed with which many aceepred outstanding job offers; Increased scarcity of candidates in special arcas; Major companics getting more hires from
fewer sources: Fewer sign-ups but greater interest in our jobs; Very competitive salaries and benefits offered; Emphasis on recruiting local talent: More mature and goal
oriented students: BBA's are inore apgresive than MBA's; Deerease in number required: Problem actracting better students to interview; More co-op and summer jobs used
for recruiting; Emphasis on training is necessary to interest student; Few openings and less ies; Berter self awareness; Instead of students asking “What can 1 do for
your company?" It was “What can your company do for me?": Change in emphasis from technological qualifications to personal characteristics; Students less earcer
oriented; Fewer qualified candidates; Inerease in hiring; Development and traning programs cstablisheds Less needs for entry level people; Many social science and
education graduates are accepting clerical positions; Need for students with both communicative and teehnical backgrounds; Placement offices becoming more profes-
sional; More students are utilizing the Placement Services: Growing number graduates with mercenary atritudes; Increased focus on graduate business degrees; Expanded
facuity relations; Increased sccond interviews two fold; Need for more of the all-star person; Growing use of video tape - cassette (slide presentations); More creative
recruiting; Companics recruiting carlicr; Impact of government regulations; Cut back drascically because of Carter's guidelines; Individuals are more serious in their search
for the most suitable position that fills initial carcer asperations; Out-of-state students accepiing offers: Less pr ing time of apy 54 Having to justify recruiting to
skepticul supervisors: Technical aceeptances up: More wide spread affirmative action outrcach programs; Advent of third party recruiters; Growing shortages; expanded
needs; Farlier plant visits and jub decisions: Candidates are becoming beteer qualified; Addition of second earcer training program; Salaries didn’t stay within government
guidclines; ncrease in visits made; Involvement of additional staff in campus intcrviewing: Better dressed fidates; More cooperation on the part of college staff
members; Unrealistic expectations; Oil industries hiring evervehing in sight; Increase in ber of good gincers; Federal government salaries are becoming less
competitive; Overall negative federal image: More difficult to get a schedule at some schools; Internal lidate pracessing; More vative; More i in rype of
assignment available; Decisive students.
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Do you have any recommendations to new college graduates on how best to get a job with your organization?

Comments: Be prcpared for interviews, rescarch organizations (60); Submit applications, sign up for interview, job hunt early, use Placement Services (53); Good GPA
(30); Set realistic career goals (29); Show a zenuine interest in working for the company (25); Prior work experience (summer, part-time, ca-op) (22); Have a well pre-
pared resumc (21); Be enthusiastic (19); Scll yoursclf (15); Be aggressive/persistent/assertive (15); Be in high demand major-technical disciplines, engincering, computer
science, business, accounting etc. (14); Good appearance (12); Be willing to work hard/good work attitude (10); Possess skills to do the job/technical competence (10);
Demonstrate good communication skills (9); Do follow-up aftcr interview/application (9); Personality traits desired by company (5); Willing to relocate (4); Involvement
in campus activities (4); Be intercsted, alert, attentive, act alive at interview (3); Understand position requirements (2); Good leadership qualities (2); Strong people skills
(2); Conract organization directly (2); Be articulate (2); Be realistic about salary demands, do not fecl you are “‘above™ a particular carcer; Dedication to kids, ca.rly
experience with students, double endorsements; Intelligence, initiative, and integrity ; Work on the effective technique of interviewing thru workshops and seminars; Have
a desire to move into management 5-7 years after graduating; Willing to live in a small town; Have an open mind, be rcady to make up your mind after a few weeks;
fdeal would be to have been summer intern with us and performed well; Be available to substitute for us, try for 120 days; Attempt to round themselves out be getting
on-the-job expericnce during school breaks, etc. any people oricnted (retail, business) job experience is helpful; Variety of extra-curricular interests, successful student
teaching expericnce, preparation in basic skill curriculars; Take a technicat course of studies; Develop cooperative work habits, education program, and interests; Have a
definite major (15 credit hours), some commercial arts, some agriculture education or home economics education; Desire to work in manufacruring, conduct oneself as a
pro (dress, communication, etc): Good on-campus interview; Iic open to visualize opportunities beyond immediate situation; Be qualified for the open position; Convince
me that you arc willing to work, and are intcrested in profit, not just ‘“‘How much does it pay”; Very flexible regarding location; Greatest need in food and beverage
positions; We have laid off reachers, efforts by new candidates make no difference; Knawledge of self; Hire on at our two Lansiny arca restaurants in internship programs
to take a look at us and vice-versa; Certification or strong minor in other arcas: Be self-assured, as if you'll be the very best person we can get for the job; Be articulate;
Good leadership credentials; Be willing to relocate, have good common scnse, and decision making; Be available at the right time on short notice with the right skills;
Preparations thru majors in engincering and good faculty recommendations; Demonstrate ability to communicate and.indicate the kind of job they want, goals, ambi-
tions, etc; Scieet three jobs; Visit the department for a day; Appropriate specch, dress, good health, position or carcer commizment are important; Build record of
achicvement on companies; Sincercly want to work and grow with the organization and express that sincerity ; Be yourscif; Concentrate on arcas where teacher supply is
lowest; Prepaiation and presentation; Know what you want and go after it. Also, if a company does not look good to you, say so; Eagerness and willingness to learn; Be
motivated and have the ability to motivate others; Determine the exact requirements of the job you desire or what the organization is looking for, prepare yourself and
go after it; Complete an §F-171 and get a rating; Keep in touch; Be hungry for success; Desire to live in the arca; Write good cover letters; A positive attitude toward our
work; Do not accept an employment offer too quickly prior to graduation; RBe competent in your field of study, don't present yoursclf as an expert of everything; Be
flexible: Stay with a job fur at lcast one year; Use person contacts within the industry or from campus; Develop good communication skills; Realistic approach to ad-
vancement goals; Supaest what “You can do for the Company rather than demanding to know “What the company can do for you™; Want to work; Be honest, express
what they want and why they feel they would be good at it; Develop outstanding grades, recommendations, and abilitics; Know themsclves well and what they are after;
Relax during interview and talk with us freely; Honesty in dealing with company during application process; Be able to discuss how they can help our organization;
Walk-in applicants; Practical expcericnce working with children; Obrain name of contact; Understand and accept vourself as you really are. Know your goals, objectives,
and personal preferences; Prepare for the intense competition for teaching jobs; Know what you are interivicwing for, be interested in that job and not another job you
may want somewhere in the future; Look for mid-long term goals, don’t expect management ac entry; Don't try to be cute, be forthright, honest, and realistic. Visibility
is a key factor; Be sincere and broad in your outlook; Have positive attitude and straight-forward response to questions; Pursue carcers in need arcas, become as highly
qualified as possible, and willingness to relocate; Be knowledgeable, have dircction, and versatility: Practice intervicwing and focus on skills in presentation; Check for
current openings, be prompt, and don't be afraid to ask questions at the interview; Be prepared to discuss strengths weaknessess and practic: conversing with strangers;
Take our Civil Scrvice Exams; evelop a professional demeanor; Indicate willingness to make educational adjustments for development and be willing to accept some
inconvenicnce while training; Reliable, dependable, sincere, intclligent, and use common knowledge: Talk to as many employers as possible; Be interested in relocating
often; Have some idea of what's expecred in the real world; Candidates need ro be flexible, willing to transfer intitially and to be transterred; Work at qualitative and
interpersonal skills: Limit interviews; Campus interview is the most effecrive route; Willingness to do varying degrees and types of work: Some enthusiasm for working
with the team and not against *The establish "*: e pro-establishment, pro-busi , pro-fit. look and act like a professional; Be realistic in selecting your major; Since
hiring in a merit system depends on competitive exams, individuals should watch for exam announcements and apply for exams; Use Placement Services plus direct mail
inquiries; Successful student teaching experience; Be alert and alive to grow and contribure to corpurate growth and profitability with gusto and creativity; Quality
school; Interview well, show interest, and follow up with letter or call; Seck a carcer, not a job and don't be shy; Be prepared to adjust to the fact that they will be
working in the ficeld in order to gain the experience und knowledge necessary to move into management. This does not happen overnight; Too many candidates are in the
wrong ficld for effective employment; Give “All"" during interview; Apply for summer position between junior and senior years; Have a highly developed personal work
ethic; Have a good understanding of a job at a given location.




-36-

Do government interventions force unqualified candidates ro be employed by your organization?

RELATIVE  ADJUSTED CUMULATIVE

Answers CODE  FREQUENCY (PERCENT) (PERCENT)  (PERCERTS
YES 1 34 7.2 8.0 8.0
NO 2 390 82.8 92.0 10040
NO ANSWER 0 a7 10.0 MISSIN

TOTAL  &71 T100.00  100.0
MEAN 1.920
VALID CASES 424 MISSING CASES 47

Explanation: Candidates are evaluated on the basis of their abilities as related to the job epenings. Not altered by government pressure (19); Not to the same degree as
ten years ago, but 1 do suspece that we do hire some people who do not meer ali of ‘our desired standards (17); We are E.O.E. and conduct our employment practices
within the scope of applicable laws (12); It docs require we g0 1o unusual measures to attract qualificd minorites, but not to hire those lacking requisite skills (12); But
they do make us nervous that it may happen (4); We have a sarong affirmative action program (3); Pressures to hire quotas of minorities. Limited availability of qualified
minoritics (2); We are govenment (2); When an individual qualifies by the exam process, they are “Qualificd™; We comply with the law; ILE.W. and civil rights; To no
significant extent excepr through CETA sources; Insufficiem supply of qualificd minority except through CETA sourccs: Insufficient supply of qualificd minority
candidates within our arca; New special education, vocational education and special needs programs; The government meddling prevents companies from having flexibi-
lity in hiring; They do make it tougher: We are small cnough that we do not come under much pressure to fill quotas. We also do not have any government contracts;
“The number game™ (proteeted groups): A training program has been developed to offer carcer opportunities to minorities and women who lack technical schooling
and experience; We seleet qualified candidates; We find qualified candidates and adhere to guidelines: We do not make jub offers bascd upon minority status; We are
forced to hire minimally qualified applicants or lose government contracts,

Observation: Only 7.2% of the surveyed employers have been forced to hire unqualified candidates because of government intervention.

)
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What changes, if any, do you expect in salary offers to 1979-80 college graduates by academic major? Absolute frequencies are listed for each answer with adjusted
frequencies (percent) shown in parentheses.  Answers are listed from lowest mean scorc to highest mean score.

Increase Remain Deerease

Academic Mean Over % 7- 5- 3- 1- the - 3 5= 7 9- Over | None | Valid | Missing

Major 10% 10% 8% 6% 4% 2% | Same 2% 4% 6% 8% 10% 10% | Rircd | Cases | Cases

Code 1 2 3 4 5 6 7 8 9 10 11 12 13 | 14

Electrical

Engineering 3.165 24 64 53 28 9 3 14 1 1 1 2 0 (1] 110 200 271
(12.0) (32.0) (26.5) (14.0) (4.5) (1..5) (7.0) 5 (5 .5) 1.0 0) 0)

Mechanical

Engineering 3.223 24 67 65 25 6 5 17 1 (] 2 3 0 ] 101 | 215 | 256
(11.2) (31.2) (30.2) (11.6) (2.8) (2.3) (7.9) (.5) (0) .9) (1.4) (0) (0) -

Computer

Science 3.249 27 60 48 22 9 4 17 1 [ 3 2 0 0 113 | 193 | 278
(14.8) (31.1) (24.9) (11.4) (4.7) (2.1) (8.8) (.5) (0) (1.6) (1.0) (0) (0) -

Petroleum

Engineering 3.300 19 16 11 8 1 1 12 0 1 0 1 0 0 196 70 | 401
(27.1) (229) (15.7) (11.4) (4 (@14 Q7.1) - (1.4) - (1.4) - - -

Chemical

Engineering 3.507 22 3s 42 16 1 1 20 0 1 3 3 0 0 156 144 327
(15.3) (24.3) (29.2) (11..1) 7) (.7) (13.9) - 7) (2.1) (2.1) - - -

Metallurgy 3.508 10 34 36 16 2 1 18 1 0 1 1 0 0 168 120 351
(8.3) (28.3) (30.0) (13.3) (1.7) (.8) (15.0) (.8) - (.8) (.8) - - -

Civil Enginecring 3.669 12 33 42 22 5 2 17 0 2 1 2 1 0 148 (139 | 332
(8.6) (23.7) (30.2) (15.8) (3.6) (1.4) (12.2) - (1.4) ()] (1.4) 7) - -

MBAs 3.822 17 34 56 46 14 6 33 0 0 1 1 0 0 97 |208 |263
(8.2) (16.3) (26.9) (22.1) (6.7) (2.9) (15.9) - - (.5) (.5) - - -

Markceting - Sales 4.018 13 31 58 50 19 11 32 0 1 1 1 1 0 102|218 |253
(6.0) (14.2) (26.6) (22.9) (8.7) (5.0) (14.7) b (.5) (.5 (.5) .5) - -

Chemistry 4.039 6 16 39 30 12 6 16 0 [] 1 1 0 1 175 |128 | 343
(4.7) (12.5) (30.5) (23.4) (94) (4.7) (12.5) - - (.8) (.8) - (.8) -

Accounting 4.048 11 40 82 80 23 3 45 1 [] 2 3 1 [ 56 291 |180
(3.8) (13.7) (28.2) (27.5) (7.9) (1.0) (15.5) (.3) - (7) (1.0) (.3) - - !

Math 4.042 4 24 40 37 10 1 24 0 0 1 1 0 1 151 |143 | 328
(2.8) (16.8) (28.0) (25.9) (7.0) (.7) (16.8) - - N 7 - 7 -

General Business 4.051 15 27 64 57 22 10 38 0 1 1 0 1 0 92 |236 |235
(6.4) (114) (27.1) (24.2) (9.3) (4.2) (16.1) - 4) (.4) - (.4) - .

Physics 4.168 3 17 23 35 6 1 20 0 0 [ 1 0 1 174 | 107 | 364
(2.8) (15.9) (21.5) (32.7) (5.6) (.9) (18.7) - - - 9 - 9 -

Pcrsonncl 4.247 8 21 37 44 19 6 33 0 0 0 1 1 0 135 |170 | 301
4.7) (12.4) (21.8) (25.9) (11.2) (3.5) (19.4) - - - (.6) (.6) -

Finan. Admin. 4.318 8 19 53 49 15 6 40 1 0 2 2 0 0 111 195 276
“4.1) (9.7) (27.2) (25.1) (1.7) (3.1) (20.5) (.5) - (1.0) (1.0) - - -

Education 4.381 3 17 35 17 6 1 32 0 0 0 0 1 1 190 |[113 |358
(2.7) (15.0) (31.0) (15.0) (5.3) (.9) (28.3) - - - - (9 9

Agr., Nat. Res. 4.700 2 8 27 13 6 5 26 0 1 1 1 0 ] 201 90 | 381
(2.2) (8.9) (30.0) (144) (6.7) (5.6) (28.9) - (11 @1 Qb - - -

Liberal Arts 4.880 5 ‘ 9 28 36 14 5 51 0 (] 0 0 2 0 153 [150 |321
(3.3) (6.0) (18.7) (24.0) (9.3) (3.3) (34.0) - - - - (1.3) - -

Social Sciences 5.024 3 5 15 17 8 2 34 0 0 0 1 0 0 200 BS |386
(3.5) (5.9) (17.6) (20.0) (9.4) (2.4) (40.0) - - - (1.2) - - -

Human Ecology 5.048 2 5 9 12 8 2 23 0 0 0 0 [] 1 222 62 409
(3.2) (8.1) (14.5) (19.4) (12.9) (3.2) (37.1) - - - - - (1.6) | -

Conclusions: S_mning salaries for Elcctrical Engincers, Mechanical Engincers, Compater Science majors, and Petrolcum majors are expected to increase 7-8%. For
those majors with mcan scores hetween 3.5 and 4.4, starting salarics are expected to increase 5-6%.  For those with mean scores higher than 4.5, starting salarics are
expected to increase 3-4%. Responscs are listed from lowest mean score (highest expeeted starting salaries) to highest mecan score (lowest expected starting salaries),
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What changes, if any, do you expect in salary offers to 1979-80 college graduates by degree level? BAGHELOR'S GRADUATES,

Percentage Change
INC OVER 10
INC 9-10

INC 7-8

INC S-6

INC 3-4

INC 1=-2
REMAIN THE SAME
DEC 1-2

DEC 3-4

DEC 5-6

DEC OVER 10
NO ANSWER
NONE HIRED

VALID CASES 434

Observation: Starting salaries for bachelor’s college
expected to hire some bachelor's graduates.

CODE

O O NP N

[
”

14
TOTAL

MISSING CASES 37

ARUHIED oIy
(PERCENT) (PERCENT)
€9 649
18,9 2548
362 6240
18.4 80,4
545 85.9
1.8 878
10.6 9B8e4
o2 98.6
«5 9S%.1
e5 995
5 100.0
MISSING
MISSING
“Ton.o

graduates are expected to increase 7 to 8%. This increasc was a strong 7 to 8%. Of the 471 surveyed employers, 434

What changes, if any, do you expect in salary offers 101979-80 college graduates by degree level? MASTER'S GRADUATES.

Percentage Change
INC OVER 10
INC 9-10

INC 7-8

INC 5-6

INC 3-~4

INC 1-2
REMAIN THE SAME
DEC 5-6

DEC OVER 10
NO ANSWER
NONE HIRED

VALID CASES 349

TOTAL

MISSING CASES

122

CABEY comive
(PERCENT) (PERCENT)
6af 6e6
17.8 2444
33.0 573
2046 77.9
4.6 8245
209 85.4
13.2 986
9 7944
o6 100.0
MISSING
MISSING
“100.0

Obscrvation: Starting salaries are expected to increase 7 to 8%. Of the 471 surveyed employers, 349 expected to hire some master’s graduates.

,What changes, if any, do you expect in salary offers to 1979-80 college graduates by degree level? DOCTORAL GRADUATES.

Percentage Change
INC OVER 10
INC 9-10

INC 7-8

INC 5-6

INC 3-4

INC 1-2
REMAIN THE SAME
DEC OVER 10
NO ANSWER
NONE HIRED

VALID CASES 2n7

CODE

- -
S D NN e NN e

TOTAL

MISSING CASES

264

ARIED iyt
(PERCENT) (FPERCENT)
Se3 53
1540 2063
37.2 575
14.5 7240
53 TTe3
1.0 783
213 99.5
5 190.0
MISSING
MISSING
“1no.0

OBSERVATION ON NEXT THREE PAGES

Observation: Salary offers are expected to
incrcase  approximately 7-8 percent for
bachelor’s, master’s and doctoral degree

graduates.  Answers vary according to em-
ployer type and d d for cach academi
major.

Obscrvation: Starting salaries arc expected to increase 7 to 8%. OF the 471 surveyed employers, 207 expected to hire some doctoral graduates.
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Docs your orginization ncgotiate salarics with job applicants, or are starting salarics the samc for all new college graduate

L 42 -

s with a particular degree and academic major?

. RELATIVE ADJUSTED CUMULATIVE
ARSOLUTE  FRLCUELCY  FRCOUENCY ADJ FKREQ
Answers CODE FREGUEXNCY (PIZRCENT) (PERCENT) (PERCENT)
NEGGTIATE SALARIES 1 133 30.4 3446 3446
SAME SALARIES 2 279 5743 654 10040
NO ANSWER 0 58 12.3 MISSING
TCTAL 471 100.0 113.0
MEAN 1.65%
VALID CASES 413 MISSING CASES 58

Comments: Starting salaries are bascd on individual’s qualifications, academic accomplishments, work experience, interview, company need major, school name, person-
ality, projected traming time, position, classification, skills, and degree (84); Base salary  ranges are flexible (25); Vacics with department/location/facility (131 May
negotiate for outstanding candidate (11); Salaries offered within a range for cach position (11): Market determines silary (6): Offers may vary, but we do put negotiate
(6); Determined by union contract (3); Master contract (4): Once rate is established, we do not negotiate (3): Single salary schedule (4); Adjustment for co-op or summer
help being hired full time (3); Fixed hy law (3); Advanced degree applicant may negotiate (2): Generul company guidelines (2); Salary ranges based on salary surveys (2):
May negotiate in areas of high demand; We don't want to encourage disenchantment automatically upon employment. Merit increases will be granted when and if carned
which will offset the above average from the average employee; Protect ourselves from charges of discrimination; Same for alt students from any onc school; After
training, person is promoted according to ability; Some lower than & set minimum, Most stare at beginning level: Depends upon previous work esperiences and salaries
offered within recruitment arcazs We do not negotiate, However, all starting saluries are not the same: Most jobs are commissioned sales; Only superintendent of schouls
negotiates histher salary: We attempe to otfer 0-15% ahove poing rate for new graduates, depending on individual; Salaries are not negotable hetween eandidate and
company. The company may decide 1o make salary offer higher for candidare who came from o mure prestigious sehool: All public safety officers must have a bachelor’s
degree as a mummum edueation requirement, they do not start at a higher pav il they have a master’s, ete: Pepends on position where ¢ ate is hired; 8% increase and
annual inerement of § 14466 is now keeping pace with inflation: We use the Hays compensation system: Depends on Jub grade levels In some ciases we will negatiate a
salary, we don’t want an inequaiity in the system: Fach affiliate sets its own salary rate, We rarcly negotiate with the applicant; Never negotiate with recent graduates,
Negotiate with experienced personnel: Salaries oftered are: predetcomined hy company puidclines; We use a salary matrix: The graduate who shows the initiative to
negotiate will have the opportunity, if not the actuality, of obraming a higher salary than otfered; Ultimately depend an budger from United Stites Cangress; We nego-
tiate for the “People™ part of the person, not degree or academie major; Salary armved at is usaally based on the individual ability to marker himhersell; We ask what
they want and if reasanable, will pay it Our starting salarics are very competitive. Also we want to remain consistent; Never negotiate; Commissions only: Starting
salaries changed on an annual basis; llave an established *Training Salary™; We ask what they realistically expect and try to accomaodate; Offer based on securing candi-
dates. Salary adjusted after oifer.

Observation: Most employers establish starting salaries for all new graduates with particular degree levels and academic majors, although 34.6% of the employers who
answered this question indicated that starting salaries arc negotiable in their organizations.
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On the averige, Bl"pmxim'.m'l)' how manv hours of training wilt o new cullcgc hire receive cach week during
the first 6 munths on the job in your organization?

Hours of Training Per Week

NONE
1=-2
3=4
5=6 HR
7-8 HRS
9«10 HRS
11=15 HRS
16=-20 HRS

HRS
HRS

21 OR MORE HRS

NO ANSWER

Employer Category
ACCOUNT ING

AERQSPACE

AGRIBUSINESS

4
AUTO~MECH EQUIP.

5
BANKSoF INe INSU
ha [
CHEMICALS ¢URUGS
COMMUNICATION

CONSTRUC=-ELDG

9
EDUCATION

-

10
ELECTRICAL EGUIP
ELECTRCAICS

12
FOOD~BEVERAGE

13
GLASSsPAPERWPCKN

. GOVT AOMIN

15
HOSPITAL~HEALTH

16
HOTELSsPECREATIO

17
MERCHANDISING=RE

18
METALS

12
MILITARY "

20
PETROLEUM

-

21 1
PRINTINGePUBL1SH 7

22

23
RESEARCH=CORNSULT

24
SERVICE ORG.

UTILITIES

TIRE~RUEBER
26
VCLUNTEER ORG

OTHLR

“lemmmooea

NUMBER OF MISSING

Obscrvation:  Must cmiployers provide approximately 11-15 hours of training per week 1o new college hires.

ceived to this question,

0t o et Dt et

clemm——
i

e —

CODE

=T A T R S 7 R VR )

TOTAL

1-2 HRS
2

NONE 3=-4 HRS

1 1 I 3 I

7
C

2
«5

4
«9

I

v

1
I

1
1

1
2

Jt
1

1
.2

I
1

2 1 X

0 I 2
mmmmmm e Jem— e ———

TR § 2

0 I =S
cnnssncs leseem——

[ § 1
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Depending on employer type, there is variation in answers re-



What type of training will your new college hires receive? Absolute frequencics are listed for each answer with adjusted frequencics shown beclow them. Answers are list-
ed from highest mean score (most frequently used) to lowest mean score (least frequently uscd type of training).

Valid Missing
Type of Training Mean Yes No Cases Cases
Code 1 0
On-the-Job Training 887 418 53 471 0
(88.7) (11.3)
Orientation .503 237 234 471 0
(50.3) (49.7)
Classes 420 198 273 471 0
(42.0) (58.0)
Formal 340 160 31 471 0
(34.0) (66.0)
Written .217 102 369 471 0
(21.7) (78.3)
Other .040 15 452 471 0
(4.0) (96.0)

Other Types of Training:

Formal classroom training interspered with on-the-job training at the branch (11): Depends on position (8); Combination of above (5); Training program vacational (4);
First two-weeks corporate orientation, involving leetures, films, and tours (4); Learner paced (2); In service in some arcas (2); Inservice five days per year; Apprentice;
Other training, ususally general vather than technical, takes place after six months on the payroll; Inservice through district: A very comprehensive program includes job
rotation an slassroom sessions; Trainer module oricnted: Conferences with supervisors, staff resource persons; Conferences and workshops; Individual projects; There is a
formal training program that covers all arcas; A developmental program with assignments lasting from 12-24 months; A two week period at home office; Rotational
programs in some divisions: Problem solving and background work in specific area; in-house and outside seminars; Learner controlied programs; Formal training program;
Different programs for different positions; Supervisory assistant from administration and department chairperson; On-the-job learning.

Observation: The most frequent types of training included on-the-job training, oricntation, and classes. Formal and written training were least frequently used.

What percentage of new college hires leave your organization during the first year of employment?

Candidate Mecan | None 1- 3- 5 7- 9- 11- 21- 31- 41- 51- Valid | Missing

Type Hired 2% 4% 6% 8% 10% 20% 30% 40% 50% 100% | Cases | Cases

Code 1 2 3 4 5 6 7 B 9 10 11

All College

Graduates 3.948| 10 174 47 44 19 61 34 15 8 4 1 407 64
5 (42.8)(11.5)(10.8) (4.7) (15.0) (8.4) (3.7) (2.0) (1.0) (.2)

Women College

Graduates 3.863| 24 161 34 33 19 35 22 16 5 4 6 335 136
It (48.1)(10.1) (9.9) (5.7) (10.4) (6.6) (4.8) (1.5) (1.2) (1.8)

Minority College

Graduates 3.737 ] 45 156 30 27 16 32 17 304 167

13 4 4 5
. (51.3) (9.9) (8.9) (5.3) (10.5) (5.6) (4.3) (1.3) (1.3) (1.6)

Observation: According to the surveyed employers, new college graduates leave at the rate of 5-6 percent cach year on the average. Other employers reported that
more than 6 percent left during the firse year. The surveyed employers reported that slightly fewer women and even fewer minorities leave their organizations during the
first year of cmployment.
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What is the primary reason for grad

RELATIVE ADJUSTED CUMULATIVE

. ABSOLUTE FREQUENCY FREQUENCY ADJ FREQ
Reasons for Leaving CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
NO ANSMWER D 73 1449 14,9 14.9
BETTER OFFER 1 219 465 465 61le4
NOT MEET STANDARDS 2 42 Be9 8.9 703
NOT ABLE TO ADAPT 3 84 17.8 17.8 88a1
NOT QUALIFIED 4 2 o4 o4 88.5
EDUC NOT SUITED S 4 «8 o8 89.4
EMPLOYEE MISINFORMED 6 4 Y] «f 902
OTHER 7 46 9.8 98 100.0

ToTaL 471 “100.0°  "100.n.

MEAN 1.972
VALID CASES 471 MISSING CASES 0
Other Reasons for Leaving:
Spouse job transfer (17); Marriage, prognancy, and personal reasons (14); Employment locations (11); Relocation (10); We lose almost no one at this early stage (9); Laid
off (8); Change in career plansfobjectives (6); Employers not happy with grad Poor evaluations/wrong carcer field(6); Better job offer/more moncey (6); Return
home (6); Return to school (5); Not willing to relocate (4); Aspiration levels to high/desire quick 1 (3)s Employed not interested/prepared for job (3);

Change of profession (3); Difficulty adapting to small community (2); Not happy with work or work environment (2); Employee doesn't like work; Not committed to
present carcer; Medical reasons; Some supervisors resent new graduate, attempt to overwork; Not able to cope with demands; Nurses create most of our openings. They
jump around and obtain what they want because they are in high demand just like education was years ago; Graduntes feel some positions are not challenging enough or
lack of carcer ad i Combination of reasons; Few graduates in todnys day and age go with a company and stay with it to retirement. They are very mobile;
Maotivated to gaining experi for professional certifiention; Don't truly und 1 requi s of the industry; Desire to get a variety of work experience; Some-
times disenchanted with industry and didn't know "What they were getting into”; Many go home to family farm; Seared off hecause of commission sulary and inability
to work cffectively without strict supervision; Varies with cach case; Office environment is not what they expected; Employer and employee have not been abile to
mutually develop 2 meaningful career path; Employee is more marketable after training and work experience; Competition in our area is severe; To go to industry from
public accounting; No prior experience to retailing; Generally not job related.

Observation: Most new graduates leave their first organization during the first two years because they receive better job offers. Secondly, graduates leave their first
organization because they are not able to adapt.
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From your perspective, what do most new college gradentes want from their w'nrer Absolute frequencies are listed for each answer with adjusted frequencies (percent)
shown in parentheses. Answers are listed from lowest mean score (highest motivation) to highest mean score (lowest motivation).

No Valid Missing
Mean Highest Motivation —————— Lowest Motivation Answer Cases Cases
Code 1 2 3 4 5 6 7 8 9 10 11
Interesting Work 3.862 | 169 86 46 36 25 12 7 6 7 8 69 471 0
(35.9) (18.3)(9.8) (7.6) (5.3) (2.5) (1.5) (1.3) (1.5) (1.7)
Promotion and growth in the organization 4427 | 110 95 55 53 23 12 15 9 11 23 65 471 0

(23.4) (20.2)(11.7) (11.3)(4.9) (2.5) (3.2) (1.9) (2.3) (4.9) (13.8)

Full appreciation of work done 4.771| 76 64 64 56 63 36 21 10 7 8 66 471 0
(16.1) (13.6)(13.6) (11.9)(13.4) (7.6) (4.5) (2.1) (1.5) (1.7) (14.0)

Good wages 4.919 55 57 85 61 68 32 12 16 8 14 63 471 0o
(11.7) (12.1)(18.0) (13.0)(14.4) (6.8) (2.5) (3.4) (1.7) (3.0) (13.4)

Feeling ofbeingin on things 6.047 | 22 30 51 67 63 46 49 35 25 7 76 471 0
(4.7) (6.4) (10.8) (14.2)(13.4) (9.8) (10.4) (7.4) (5.3) (1.5) (16.1)

Good working conditions 6378 21 23 36 40 64 81 58 36 25 13 74 471 0
4.5) (4.9) (7.6) (8.5) (13.6) (17.2)(12.3) (7.6) (5.3) (2.8) (15.7)

Job security 6.783 24 23 3 43 50 48 44 48 44 42 74 471 o
(5.1) (4.9) (6.6) (9.1) (10.6) (10.2)(9.3) (10.2)(9.3) (8.9) (15.7)

Personal loyalty to employeces 7.885 9 10 12 10 27 53 57 83 B6 45 79 471 (1}
1 (1.9) (2.1) (2.5) (2.1) (5.7) (11.3)(12.1) (17.6)(18.3) (9.6) (16.8)

Tactful disciplining 8.153 12 1 12 9 20 34 53 75 74 88 83 471 0
2.5) (2.3) (2.5) (1.9) 4.2) (7.2) (11.3) (15.9)(15.7) (18.7) (17.6)

Sympathetic help on personal problems 8.533 14 6 9 9 19 19 42 58 69 144 82 471 0
(3.0) (1.3) (1.9) (1.9) (4.0) (4.0) (8.9) (12.3)(14.6) (30.6) (17.4)

Observadon: According to prospective employcrs, most new college graduates are motivated by interesting work, promotion and growth within the organization, full
appreciation of the work done, and good wages. To a lesser extent, new college graduates are motivated by feeling of being in on things, good working conditions,
job security, personal loyalty to employees, tactful disciplining, sympathetic help on personal problems.
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What would you like to see added to the college curticlum that would help make graduates more valuable (and employable) in your organization?

Observation:

Courses in written and oral communications (73); More interest and coordination on behalf of a entry student in the area of carcer counseling and Placement making
students awzre of job opportunities. Career counseiing courses (30); Practical, work related experience/training (26); Internships and coop and work study (24); Written
communication skills (16); Courses on professional work habits/cthics understanding the concept of work (11); Better understanding of the business world in a practical
sense (10); Interpersonal skills (9); Oral communication skill (7); Writing courses for engineers and technical degree graduates (6); Nothing to suggest (5); Insurance
courses (5); Business communications courses (5); Accounting courses (5); Berter math skilis (4); Business courses for engincers and technical graduates (4); Role playing
to get a better feel for the “Real world” (3); Problem solving courses (3); Power Courses (3); Management courses (3); Better understanding of American Economic
System and Government (3); Statistics (3); Curriculum on motivating, crew leadership, and discipline; How attitude rclates to motivation; More technical electives; What
our publie education system needs cannot be injected ac the college level. Go back to grammar school; Courses on how to get along with people and accept instruction
from experienced people. Just because they have a rechnical degree they still have a lot to learn, but many don't have the patience to listen and learn; Goals by objec
tives courses: Courses or seminars that would help an individual become more adapt ac dealing with people of ail educational an cconomic backgrounds; Additional
computer courses for business majors; Morc emphasis on time management; How to fill out an application; More courses on sales management (1 don't mean marketing
theory); At least one reading course, insight into special education, and humanistic approaches atfective domain; Liberal arts majors we've hired could use more business
oricnted background, marketing in particular; Longer teacher intemship and pre teacher program screenings; Some communications arts and social scicnce to compliment
a strong subject matter major; No course, but reminder to students not to sign up for interviews “To get some practice”’; More social awareness (Business Climate);
Negotiative skills; Morc day-to-day problems faced by an engineer in a manufacturing environment; Courscs in common sense, dependability, and ambition; Curriculum
based on whalesale industry; I believe the success or failure of a college graduate is more a factor of both personal and business maturity, not higher education; A non-
technical decision making course for technical graduates; Emphasis on skill development, less on theory; Course in theories of learning. Sophmore contact with job
(major); Reading in contcnt arca, teacher liability and schoot law and public school/finance; M.S.U. does a fine job; More work related experimental placements; Organi-
zational behavior; Mangement courses dealing with low level management positions rather than on n corporate policy level; A good course in understanding economics;
*“‘Hands on’" enginecring project labs; A curriculum that combines theory and practicality. The usc of internships within the ficld can help a student adapt to the job;
Less rescarch more technical course and more applied work; Practical case studies not some academician's idea of practicaliry; Drafting skills sharpened prior to gradua-
tion; Increased sensitivity to needs of students; Industrial safety, more data processing courses; Schoois should follow up on how realistic their training is; Intensify field
placement; A course based on actual work that is preformed in thicr major accounting, gencral business, and personncl etc; Total reoranization of approach; How to
relate (respond) in a hostile (competition) business environment. Followship (all employers must learn to respond appropriately to enforced leadership); Understanding
the individual, however, more courses are not the answer; Personal needs assessment; Realistic course in your criminal justice programs; Increased familiarity with com-
puters; More expericnce in worliing with young people; Small business cources that help students tic it all together in small business environments; Marketing and mer-
chandising plus labor-product analysis; More empathy and understanding for the public they serve; Free enterpriscs cconomics class; Manufacturing management; More
gencral business courses for liberal arts students; Feel that almost cvery degree program should include a psychology course; Pragmatic courses in retailing and salesman-
ship; More courscwork in engincering drafting, more practical people; Political science; Personal development classes general sales classcs, role playing; Increased interface
with business organizations would cnable the student to have a more realistic picture or growth, promotion, and work possibilitics; Course on personal development/goal
sctting/developing scif-awareness; More emphasis on general/liberal arts so that graduaces know more about life than just one particular skill; Greater laboratory orienta-
tion for computer scicnce students; Stop grade inflation and allow poorer students to fall; Special rechnical skills for ail academic arcas; Courses in organization structure;
Skills in inductive and deductive leaming; Require english grammar; Reality; Courses relating to the savings and Joan business; Course in memory and in report writing;
Knowledge of our industry and salary ranges; Business courses for liberal arts and sciences students; Use of business machines; Importance of ability to work without
supervision rowards communication goal; Most college graduates rcasonably well qualificd to fili entry level positions; Seminar covering how industry is different from
the academic environment; Training on “How to get organized’’; More science/business in all majors; Courses in ccenomics; Courses on “‘sciling” ideas; Ability to work
cfficiently on their own, imagination and incentive; Quantitative methods courses; I would like to sce colleges institute programs for skill assessment; Emphasis on re-
scarch mcthods, statistics, and computer science; More emphasis on plastics technology; Understanding mid-size companics; Curriculum is satisfactory at this time;
Numbers of graduates in desired technical ficlds have not increased; Good classroom management course; Carcer planning; A good machine shop course for all cngincers;
A better comprehension of what the first position will be like; Course explaining *“The creation of capital”, not the social scientist’s view of economics; More exposure 1o
personnel function; More engineers with computer software background; Too much, not too little offercd; Class management, learning styles, and learning disabilities
courses; Morcs stress on work obligations to employers and productrivity ; Basic data processing course.
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" Do you feel that higher education is producing  graduates with the training needed by your organization?

RELATIVE ADJUSTED CUMULATIVE

Answers CODE  FREQUENCY (PERCENT) (PERCENT)  (PERCENT)
YES 1 386 8240 89.4 89.4
NO 2 46 9.8 106 10040
NO ANSWER 0 39 Ba3 MISSING

TOTAL 471 “100.0 “innao
MEAN 1.106e

" VALID CASES 432 MISSING CASES 39

Comments: Need more graduates with engineering/technical backgrounds (9); Good backgrounds but still need training (8); Shortages of candidates in critical areas (7);
Need more practical application courses (7); Some universities/programs are good (5); Theory yes, practical and common sense-No (3); Need more practical work experi-
ence (3); Technically, universities produce what they claim (3); Basically happy with college graduates we hire (); Technically-yes but many not willing to start in an
entry level job (3); Many recent graduates have problems with communication skills (2); Fitting education to industrial use take times and effort on the part of graduates
(2); Could always be better (2); Students need better understanding of real world (2); Too many students who can't perform (2); Shortages in quality, not quantity (2);
Academic-yes, training no (2); To a certain point; Curriculum undergoes change without factoring in business and industry's needs; Minorities and women are not being
encouraged to enter natural resources programs; We know we never have a finished product, but in most instances, they are well prepared to start; Some areas need
candidates; Administration needs courses in how and what to evaluate in graduates; Educators want to continue to be nice guys; In the area of computer science, I feel
that most colleges perhaps put too much concentration on scientific and technical applications rather than business; Need agticultural and human ecology graduates;
College should give ““General Information”’; Need more emphasis on organization and utilization of time; We nced more highly technical candidates; Training standards
are rising too slowly; Higher education has bridged the gap between industry and the colleges over recent years by adding specific courses which ditectly help industry;
Taoo many liberal arts candidutes are trying to get training after graduation for technical fields; Pleased by the improvement; Business curriculum is excellent; We nced the
generalist as well as the specialist; They are coming out of school with 2 pl isund ling of the business community and its contributions to the economy.
They are takers-not givers; Better sclection of teaching areas; Need hospital work experience; Great improvement in the MA program; MSU has an outstunding example;
Too much time aimed at corporate ladder and government employment, not small business; Client service is not fully understood by most recent graduntes; Training yes,
philosophy and attitudes no; In most cases we look for ability and willingness to learn, common sense in handling people and problems; The basic skills we need are being
provided, but improvements in written skills would increase their immedinte value; Generally very theoretical; Recent graduates appear to be techically capable of
handling an entry level pasition within the area of their concentration; We do crop research and the PhI's coming our are valuable; The college experience in and of itscll
is not entirely doing the joh as we definitely consider other factors, although it is the basis for hiring; Except for a few arcas; In technical areas; By and large prepared to
meet our entry level responsibilities; Engi grnduate with the basis needed to perform in industry; Seems to be adequace supply of business/marketing majors; The
basic knowledge of small business is being overlooked; Advanced degrees are not needed nearly as much as on-thejob training and experience: Doing a great jub Particu-
larly those schools that offer power options; All need management training and business backgrounds; Aiding in some diseipline and muaturity; Not enough bulance
between practical and theoretieal; Current labor market in which there are several hundred geaduntes for each job gives us a wide selection pool; They have a good general
education; Bright, adaptive graduates are available; Good quality skills, poor knowledge of self; College praduntes well trained; Better candidates, more aware thin
predecessors; Too many “soft science” graduates; No information that says graduates are not qualified; Colleges lack screening of students in majors they don't belong;
Combined education with relevant work expericnce prad best results; In g I, the level of business educatinn is very good.

Observation: Generally, prospective employers are very supportive of the training received by the new college graduate. However, they have several suggestions for
revisions of curricula that might help college faculty better prepare new graduates in the future.

Based on your experiences, where (geographically) in the United States will it be easicst for new college graduates to find job opportunities in 1979:80? Absolute fre-
quencies are listed for each answer with adjusted frequencics (percent) shown in parentheses. Answers are listed from highest mean score (area with greatest oppor-
tunity) to lowest mean scote (arca with fewer opportunities).

No Valid Missing
Geographical Region Mean Yes Answer Cases Cases
Code 1 Q0
Don't Know 299 141 330 4 0
(29.9) (70.1)

Southcentral (Texas, Oklahoma, Iowa, .238 112 359 471 0
Kansas, Louisiana, etc.) (23.8) (76.2)

Northcentral (Michigan, Minnesota, Illinois, .208 98 373 471 0
North Dakota, South Dakota, etc.) (20.8) (79.2)

Southwest (California, Nevada, Hawaii, .200 94 377 471 0
New Mexico, Arizona, Etc.) (20.0) (80.0)

Southeast (Florida, Georgia, Virginia, 159 75 396 471 0
North Carolina, South Carolina, etc.) (15.9) (84.1)

Northeast (Maine, Massachusetts, Connecticut, | .117 55 416 471 0 b
Delaware, Rhode Island, etc.) - (11.7) (88.3)

Northwest (Alaska, Washington, Oregon, .034 16 455 471 0
Montana, Utah, etc.) " (3.4) (96.6)

Observation: Almost one third of the surveyed prospective employers didn't know which geographical region in the United States would be the esiest for new collepe
graduates to find jobs. Of those employers who rated the regions, Southcentral, Northcentral, and Southwest were rated highest. Those regions with the iowest ratings
were Southeast, Northeast, and Northwest.
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What has been your experience with new college hires who have been in the following?

Valid Missing .
Types of Work Experiences Mean Excellent Satisfactory Poor Cases Cases
Code 1 2 3
Part-time Employment 1.638 125 190 8 323 148
(38.7) (58.8) (2.5)
Summer Employment 1.507 179 163 7 349 122
(51.3) (34.6) B (1.5)
Internships 1.448 168 128 3 299 172
(56.2) (42.8) (1.0)
Cooperative Education 1.368 190 95 6 291 180
(65.3) (32.6) 2.1
Comments

No experience (13); Most co-op or interns are offered permanent positions (3); Experience with these people has been excellent (2); 1f job related; Depends entircly on
the person. Co-op allows us to evaluate a person’s assets before we make an offer; Some attempt at these alternatives is important. The SUCCOSS Tales differ, but you
have to retain one out of 4/5 at least; Our programs, where indicated successful, will continue to expand; Experience such as tl}nl noted above is helpful in the short run,
bue does not impact long term potential except to help a person properly focus on the right carcer arca; Left for competition; We have had excellent results .t‘rnm a

internship pragram for the past 14 years; Although we do not currently have an intern program, [ look favorably upon students that inwve participated in such
programs with other retailers; As with full-time employers, all students in the categorics above are individuals, and some peclorm very well while others do not; Coopera-
tive education has enhanced our college hires | the student has received some actual hands-on work expericace; We plan to do more in the arcas of co-op and
intern programs; Any practical experi is helpful; Student is better adjusted to "Real world and has been able to look into a carcer from personal experience; Former
interns who are rehired are usually good risks; Summer interns generally get o feel for organization prior to grad and know whether they could fic in the organiza-
tion; Qur co-op program is still in experimental stages; Best volunteers are those who have had work experience and some life experiences other than just _c:al!cgc;'Much
better results with those who have on-thesjob training prior to full-time employment; College hires with some work experience stand far above those eandidates without
such experience; They get a chance to try out “the real world™ and we get a chance to check them out; Retention of coops after graduation has ranged from 65-85%; The
match between student and employer is g d; Students have a much better feel for what they like and don’t like after these experiences; Particulary if experience
has been industry related; Difficult to assess; Most co-ops have provided needed support; Any related work is excellent; Corop programs provide a good blend; All valua-
ble experiences; Capture of these summer employees upon graduation has been limited

Observation: The employers are generally pleased that colleges and universities are providing experiential learning experiences for their students.

In your opinion, where can college students get the best advice for planning their careers?

ABSOLUTE FREGUENCY FREQUENEY CUNBSAIEVE
Sources CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT?
COLLEGE PLACEMENT 1 197 41.8 4548 45.8
PROFESSORS 2 34 Te2 Te9 53.7
EMPLOYERS 3 174 3609 40.5 S 9442
OTHER 4 25 543 5.8 10040
NO ANSWER ] 41 8s7 MISSING

TOTAL 471 100.0 100.0

MEAN 2,063
VALID CASES 430 MISSING CASES 41
Other Sources and Comments
Combination (27); Placement people are famillar with the current demands (4); Ac 0t s in the busi ity (2); Work exy prior to attending colleg
(2); Family and friends (2); Career counseling is an area that is lacking in most colleges today (2); Varies with schools and individuals (2); Plunning should start early in
high schoal (2); | can't guess; Recent graduates-follow up; Some Placement offices dio a marvelous job. Professors and academi ployers | the real world;
Student should be made aware of Placement Office prior to senior year perhaps, with proper training he/she will be beteer prepared for industrys A truly concerned and
interested counselor who has had experience in industry; Combination of: Placement offices are nware of market conditions for job apenings, Profi can guide in
fields of specialization. Employers can advise on what to expect in the long run; Employers can often be more specific ahont earcer paths open to graduates and suggest
alternatives most likely to be unknown to most students; People wha have been working for 3 or more years; Employment agencies and g surveys; Profi 5

are the least best other than professors who have o working knowledge of placement realities and who are forthright; I feel that today the college student must obtain
information on both an overall basis and on an individual basis when they narrow down the number of agencies they would like to apply to; They must get advice from
people who are in business or have been there, Too many students rely on advice of academically oriented people; A class fi 1 on career planning; The various
associations who front for business and industry; Students should try to get a diverse cross section of views rather than a narrow source; Employer first, then college
counseling; Employers can deal with future needs. Too often Placement Offices and professars are dealing with past needs of employers; Also, sclected friends and
relatives, no one source is reliable consistently; Most liberal arts schools do not do an adequate job of carcer counseling; Provided the advice is given at the beginning, as

well as throughout a student’s education; Personal mentor that has busi or hould listen to “Those who know™; Employers; Students who have
graduated several years before; Employer certainly not familiar with resources of others; All important but Placement Office most important; Invite more employers to
speak to students; College lors; Anywhere one can get a realistic view of what it's really like out there.

Observation: Employers cited college placement offices and themselves as the best sources of advice about career planning.
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In what arcas is there a need for better preparation of praduates for entry into full-time work? Absolute frequencies arc listed for cach answer with adjusted frequencies
(percent) shown in parenthescs. Answers arc listed from highest mean score (more need) to lowest mean score (less need).

No Valid Missing
Areas Mean Yes Answer Cases Cases
Code 1 0
Ability to write and speak effectively 705 332 139 471 0
(70.5).. (29.5)
Responsibility and ability to follow through 446 210 261 471 0
on an assigned task (44.6) (55.4)
Concern for Productivity 408 192 279 471 [1]
(40.8) (59.2)
Quality of Work .397 187 284 471 0
(39.7) (60.3)
Ambition/motivation, desire to get ahcad .376 177 294 471 0
(37.6) (62.4)
Work Habits 367 173 298 471 0
(36.7) (63.3)
Dependability .338 159 312 4m 0
(33.8) (66.2)
Attitude toward Employing Organizations .287 135 336 471 0
(28.7) (71.3)
Ability to read and apply printed .265 125 346 471 0
matter to the job (26.5) (73.5)

Observation: Most people believe thar college graduates could be better prepared for entry into fulltime work if they had the ability to write and speak more effectively,
and were abie to aceept responsibility and to follow through on an assigned task. Other factors of lesser importance were concern for praductivity, quality of work pro-
duced, ambition/motivation, desire to get ahead and better work habits. Factors of little importance that are already being accommodated include dependability, atd-
tude roward cmploying organizations, and ability to read and apply printed matter to the job.

Does your organization use manpower forecasting when establishing quotas for new college hires?

RELATIVE ADJUSTED CUMULATIVE

Answers CODE  FREGUENGY (PEACENT) (PERCENT)  (PERCENT)
YES ’ 1 302 681 6842 6842
NO 2 141 2969 318 100.0
NO ANSWER 0 28 549 MISSING

TOTAL . aT1 100-0- -;EE:E-
MEAN 1.318
VALID CASES 443 MISSING CASES 28

Obscrvation: Many organizations are using manpower forecasting. In fact, 64.1% of the responding organizations are using it. The others are evidently hiring new col-
lege graduates as the need arises.

If your organization uses manpower forecasting, for how long a time period do your project?

sssoLure FRERDIIES eARAUSIED CUnpALLE

Time Span CODE FREQUENCY (PERCENT) (PERCENT) (PERCENT)
UNDER 1 YEAR 1 19 4.0 6e8 6ed
1 YEAR 2 145- 3048 48,5 5448
2 YEARS 3 34 Te2 11.4 6602
3 YEARS 4 22 4.7 Teo 736
4 YEARS 5 3 N3 1.0 Tae6
5 YEARS 6 67 14,2 22.4 9740
6 OR MORE YEARS 7 9 1.9 3.0 100.0
NO ANSVER 0 172 3645 MISSING

TotaL | a7i “foo.0 100.0
HEAN 3.274
VALID CASES 299 MISSING CASES 172

Obscrvation: Of these organizations that use manpower forccasting, most (48.5%) project about onc year down the road.
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If your organization does NOT use manpower forecasting, why not? Absolute frequencies arc listed for cach answer with adjusted frequencies (percent) shown in paren-
theses. Answers are listed from highest mean score (more need) to lowest mean score (less need).

No Valid Missing
Mcan Yes Answer Cases Cases
Code 1 0
No acceptable system found .089 42 429 471 ]

(8.9) (91.1)

Serves no useful purpose 076 36 435 471 0
(7.6) (92.4)

Other 030 14 457 471 0
(3.0) (97.0)

Takes too much time 015 7 464 471 )]
(1.5) (98.5)

Other reasons: Have not completely developed our system yet (6); Cost/bencfit (2); We're not that sophisticated (2); Employment related to pupil enrollment (2); Not
sure what it is (2); Too little turnover (2); Too many variables (2); Our numbers are not large enough to really utilize; We have a nced for as many geod candidates as we
can find. We hire all that we can intervicw; Sclective recruitment; We use forecast for all type personnel. But most positions can be filled with new graduates or an
experienced engincer; Qur company is growing which makes forecasting ahead very difticult to use with any onc system; Varies by department; We know how many we’ll
have to hirc over the next five years; We do forccasting on a local basis to predict need for replacements; We do not have the staff to properly do this; We do man-
power forecasts for one year periods. This is an area we will be expanding in the near future; Hiring needs are projected, but not broken down as to sousces; Only used
to fill specific openings; We've tried several different ways, apparently government contracting is too capricious to lend itself to this in a consistent way; informal plan-
ning is done with staff available; Never tried; Budgetary constraints prevent use of manpower planning; We estimate growth for upcoming year. Actual growth can vary;
We did for past two ycars and found it was busy work of litue uscful purpose; Have not extended system to recruiting; We simply try to fill positions as they come along.

Obscrvation: Employers scem concerned about available systems for manpower planning.

What are some suggestions for ways in which educators and counsclors can become more familiar with the needs of industry?

COMMENTS: ~

Combined interface; It scems to us that the educators in accounting do a good job of staying familiar with the nceds of industry ; Have industry represcntatives involved
with on-campus activities; Have relevant MSU department heads prepare survey sheet to be sent with next years survey to industries rclated to department area of study;
To bridge the gap between indusiry and cducation; Teach them a course on listening; Be receptive when employers are on campus and offer resources such as class
represcntative, ctc; Your professors in education who provide information to new graduates should and must be in regular contact with public school happening; Contact
personnel department in industry and department heads and learn what graduates are necded and for what positions; Actively participate in programs set up by com-
panies to acquaint students with their respective industry; Know population trends, legislation, i.e. mandatory speciat education know trends in labor contracts i.e.
mainstreaming lower class sizc; Be agyressive in finding out what the problems are don’t wait for us to come to you; Reorganize your placement office to be responsive to
employers; Educators/counselors are rarcly given opportunities to mect businessmen within the industrial environment and allowed to view the work activities; Talk to
recruiter do not believe everything you read, first hand experience is the key; Do more consulting and rescarch; Become less isolated and more involved; Closer working
relationships; Get out in the field more behind the scenes: Prepare students for the real outside world, it can be a rude awakening to sce the job you enter doesn’t exist
with the “Theory” of college; Most are very well informed in accounting industry; Study the industry literature sent to the Placement Services; Work with business
seriously; Collect data from former graduates about their preparation for their current job. Informal discussions at carcer days; Our administrative needs arc not that
different from yours; Direct students to more practical disciplines for securing a good job; Explore specific industry/employer candidates need profiles; Inviting industry
to campus at times other than recruiting trips; Find out needs and work toward filling them, use marketing coneepts; Have laboratory sessions on-site at industry loca-
tions; Kead magazines and articles that apply; Technical applications; Advisory boards; Educators and connsclors should use all means to scek out information from
industry; Become more conscious of industry changes; Educators and counsclors should be drawn from industry; Bring employers and students together before the junior
year; In education have master agreement on file.
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Do you belicve there is an oversupply of college gradwates? |

SELATIE Aaler cutATLY:
ySOLUTE FREGUENCY i
Answers CoCE FQEGUENCY (PERCENT) (PERCENT) (PERCENT)
4640
YES 1 195 4108 46-2 lnﬂoo — 1.540
6 Sa

i = 222 18 MISS;NG ! VALID CASES 424
e ’ "":I" "'19:2' e MISSING CASES 47

TOTAL 471 10040 10040
Observation: Approximately 41.4 percent of the surveyed employers belicve that college grad are oversupplied

In what academic areas are college graduates oversupplied? Absolute frequencies are listed for each answer with adjusted frequencies (percent) shown in parentheses.
Answers are listed from highest mean score (highest percentage oversupplied) to lowest mean score (lowest percentage supplied).

No Valid Missing
Mean Yes Answer Cases Cases
Code 1 0
Liberal Arts .342 161 310 471 0
(34.2) (65.8)
Education 301 142 329 471 0
(30.1) (69.9) -
I
Social Science .289 136 335 471 0
(28.9) (71.1)
Human Ecology 146 69 402 471 -0
(14.6) (85.4)
Personnel 115 54 417 471 0
(11.5) (88.5)
Marketing-Sales .108 51 420 471 [
y (10.8) (89.2)
Financial Administration 070 33 438 471 0
(7.0) (93.0)
Accounting 059 28 ° 443 471 0
(5.9) (94.1)
Business 045 21 450 471 0
4.5 (95.5)
Agriculture-Nat. Res. 045 21 450 471 9
(4.5) (95.5)
Math 045 21 450 471 )
4.5) (95.5)
Physics .038 18 453 471 0
(3.8) (96.2)
Civil Engincering 034 16 455 471 [
34) (96.6)
Chemistry 030 14 457 " an 0
(3.0) (97.0)
Natural Science 028 13 458 471 0
(2.8) (97.2)
Computer Scicnce 025 12 459 471 0
(2.5) (97.5)
Electrical Engineering 021 10 461 471 0
(2.1) (97.9)
Mechanical Enginecringl .021 10 461. 471 - 0
(2.1) 97.9) °
Engineering 019 9 462 471 0
(1.9) (98.2)
Chemical Engineering 017 8 463 471 0
(1.7) (98.3)
Metallurgy .008 4 467 471 0
(8) . (99.2)
Petrolcum Engineering .006 3 468 471 Y
(.6) (99.4)

Not in enpinecring (2}} It depentls on the area if T had to do it over, & skilled trade today makes more sense unless one wants to he a professional (2); There is an over-
au!spl_v of degree hnltlmg persuns expecting “'positions”.  There is not an oversupply of well trained ambitious graduates 2); Some graduates would hcl hetter off with a
skill (trade, cte) than with a non-salable degree or a degree based on poor academic aclievement; The guestion that should be asked of students is what kind of work or
ﬁch.l _du I want to work in and match carcer goals with educational requirements; Urban development: Maybe in some arcas, but every person should have the oppor-
tunitiy to carn a frlllc!;c t!rj;rr-r; In some arcas such as law am! ecducation, I feel there is an oversupply; Not in the technical disciplines; In certain arcas; Forestry, en-
vieonmentul, criminal justice, and geology; Nonskilled disciphnes; However, too many people are being “pushed™ into college or junior ;:nﬂ('gl:' cducatio » Not Im r;w:-r.
supply, bt rther a poor niis of b kprounds; Not i the career lields we reeruit; Medical profession; Physical education, social studics, and carl cllildh:md‘- Psycholo

Oversupply of graduates who cannor do samethine wseful: Bomain swnen of sl aoanl manids ' ' ! O aa
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Do most college placement offices meet your requirementes in terms of services offered?

RELATIVE FAEJU%;I’E? CU;‘!g\L}A;F{\EIE
ABSOLUTE FREQUENCY REQUENC
Answers CODE FREQUENCY &PERCENT) (PERCENT) (PERCENT)
YES 1 391 830 92.0 920
NO 2 34 Te2 840 100.0
NO ANSWER 0 46 9.8 !EEEEEE
TOTAL 471 100.0 100.0
MEAN 1.080
VALID CASES 425 MISSING CASES 46
COMMENTS

Better prescreening needed (8); k am very satisfied with Placement offices help, cooperation, and effective assistance (5); Most provide excellent services (4); Most offices
provide excellent systems for contacting and interviewing students (3); Space and facilities sometimes poor (2); Greater understanding of the needs of the retail industry
in aceded (2); Or in regard to scheduling visits and appointments, but many do not know their students or the companics interviewing (2); In many cases, there is little
control over schedule sign-ups. Qualifications specified are not enforced (2); Many of them do not attract large proportions of the student population to use their serv-
ices (2); Very cooperative when we DO have a placement problem (2); Do not always follow-up on initial contact made by employer; Some want ten dollars for lists/
some lose materials/some take handout materials and give them to anyone rather than those most qualified/some want to do it thcir way rather than compromise to
assist you; Access to resumes or placement files. Assistance on placement days (recruiting days); Not perfect, but the basically do a good job, particularly in light of
certain budgeting limitations; Very satisfactory-MSU especially; Little guidance is given to students as far as which organizations it would be appropriate for them to
apply to: Better use of the alumni office could be of assistance to both employcrs as well as graduates. Sceking new challenges: Large group instruction tends to lose the
personalized cffects for students. Students’ lack of ambition demonstrates this; Teacher placement does not help industry; We do continuing business with a select few;
Some do it beter assistance and quick response is important; Yes, in most cases recruiting schedules have been posted and student sign-ups lists are complete plus ade-
quate interviewing facilitics are available; Some are very disarganized; Need to prepare students betrer in terms of interview skills as well as really defining career goals;
Placement personnel need to become better acquainted with graduates; Could help more by preparing interviews for questions. We get asked the same things over and
over that are plainly printed in our recruiting brochures; Some scemingly do not have the budget or manpower required for the number of graduates being handled; Some
arc not actively interested; MSU’s is the best, but more could be done for alumni; Your bulletin is filled with entry level jobs; MSU definitely superior in all respects;
MSU is ourstanding: A majority of those others I have visited do not have their act together; There needs to be more employec involvement in case class project have
students identify with busincss; For new graduates only; We have no trouble mecting our needs.

Observation: Most prospective employers are pleased with the services offered by college placement offices. They have offered some suggestions for improvement of
these scrvices though.
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A. Daniels Midland Co

AM. Castle & Co

Abex Corp

Abitibi Corp

Abraham & Straus
Acme-Cleveland Corp -
Action/Pence Corps/Vista
Aetna Casuality & Surety
Agway Inc .
Alexander & Alexander
Alexander Grant & Co
Allegheny Ludlum Ind

Allen Bradley Co

Allis Chalmers Corp

Alton Box Board Co

Aluminum Co of America
American Can Co

American Express Co

American Hospital Supply
American Natural Resources Co
American National Insurance
American Standard )
American Telephone & Telegraph
AMF Inc

AMP Incorporated

Anchor Conveyors

Anchor Hockin

Anderson, Lynch, Nietzke & Co PC

Ann Arbor Public Schools
Applied Physics Lab
Aramco

Aromco Corp
Armour-Dial Co
Armstrong Cork Co
Armstrang Furniture
Armstrong Machines
Arthur Anderson & Co
Arthur Young & Co
Ashland Chemical Co
Asist Corp

Atlantic Richfield

ATO Inc

Automated Marketing Systems

Ball Corp
Bultimore Co Board Educaton
Bangor Public Schools
Bank of Commonwenlth
Banguet Foods Corp
Basf Wyandotte Corp
Battle Creek Schools
Bay City Public Schools
BDM Corp
Beech Aircraft
Bell & Howell Co
Bendix Cor
Benton Harbor Schools
Herkley & Co
Berrien Springs Public Schools
Bethlchem $teel Corp
BF Goodrich Co
Big Rapids Public Schools
Birmingham School District
Black & Veatch
Bloom Engineering Co
Bloomficld Hills Schools
Bloomingdale's
Blue Cross/Blue Shield
Boeing Co
Bon Marche Stowes
Buoka Associates Inc
Borg Warner Transportation Equip
Ba:R Warner Chmml &
Bri gelporl School District
Bristol Myers
Brockway Gloss
Brookside Farms Lab
Brown Shoe Co
Buckeye International
Bucyrus-Erie Co
Bultene Dock & Dredging
Bunker-Rawno Corp
Burlington Northern

* Burroughs Corp
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C.A. Muer Corp

C.L. Frost & Sons

Camp Deer Trails

Camp Highficld

Capital Analyst Inc
Carson Pirie Scott

Carter Hawley Hale
Caterpillar Triactor

CBS Inc

Ceco Carporation

Central Public Setvice
Central Mutual Insurance
Cessna Aircraft Co
Champion International Corp
Chemical Abstracts Service
Chesaning Union Schools
Chevrolet Motor Division
Chicago & Northwestern
Chrysler Corp

Cincinnati Milneron

City National Bank of Detroit
Clairol Inc
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EMPLOYERS RESPONDING TO SURVEY

Caterpiller Tractor
Inc

Ceco Corporation

Central Public Service
Central Mutual Insurance
Cessna Aircraft Co
Champion International Corp
Chemical Abstracts Service
Chesaning Union Schools
Chevrolet Motor Division
Chicago & Northwestern
Chrysler C

Cincinnati Milacron

City National Bank of Detroit
Clairol Inc’

Clark Co School District
Clorox Co
Colgate-Palmolive Co
Columbia Gas District Co
Commercial Shearing
Compuserve Inc
Congoleum Industry Inc
Consoliduted Aluminum
Consolidated Edison
Consumers Power Co
Continental Insurance Co
Continental Res System
Control Data Corp

Cooper Ind Inc

Coopers & Lybrand

Coors Industries

Cordis Corp

Core Laboratories Inc
Corning Glass Works
Crawford Co, Insurance Adjuster
Crowe Chizek & Co

Crown Central Petroleum
Crum & Forster Insurance
CTS Corp of Elkhart

-D-

DM Read Inc
Danielson, Schultzy
Danners Inc

Data General Corp
Data TronicsE;:orp
Davey Tree t Co
Darky Tixd Ky Co

Dayeo Corp

Dearbom Public Schools
Dekalb Ag Research
Denver Co Schools
Denver Dry Goods Co
Des Moines Steel Co
Detroit Boy Scouts
Detroit Edison Co
Detrait Police Dept
Dinmond Shamrock Corp
Dow Chemical USA
Duke Power Co
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EI Dupont De NeMour

EG& G

East Grand Rapids Public Schls
Eastman Kodak Co

Eaton Corp P
Ebasco Services Inc

Eby Martin K Constru

Educ Testing Service

Elkhart Commun Schl Dist
Ellerbe Inc

Equit Life Assurance

Excel Industries Inc
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Factory Mut Engr

Fairchild Camera

Falk Corp

Famous Barr Co

Farm Bureau Services

Federal Land Bank

Federal Highway Adniin
Federated Dept Stares

Fidelity Union Life

Fircstone Tire & Rubber 7
First Federal Savings of Detroit
First Natl Bank of St. Paul
Fleming Food Companies Inc
Foote Cone & Belding

Ford Motor Company
Foremost Ins Co

Fowlerville Comm Schls

Fox Westheimer Co

Foxboro

Fremont Pub Schls
Friendly Ice Cream
Fruehauf Corp
Furnes Elect Co
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Gard Inc

General Dynamics

General Electric Co

General Foods Corp

General Motors Corp

General Motors Oldsmobile
General Telephone Co Illinois
General Telephone Co Michigan
Gen Telephane Co Wisconsin
Gen Telephone Elec Corp
George A Hormel & Co

Georgia Power Co

Gerber Products Co

Giffels Associates

Gilbert Robinson Inc

Gillette Company

Gimbels Midwest

Gold Kist Inc

Goodyear Tire Co -

Gould Incorporated

Grand Ledge Public Schls
Grandview Heights Schl Dist
Graybar Electric Co

Grent  West  Life Assurance
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Hallmark Cards Inc
Hardee's Food Services Harris
Corp-Bindery

Harris Corp-Data
Haskins & Sells

Hawaii Dept of Educ
Herman Maclean & Co
Homkraft Inc
Honeywell Ine

Hoover Universal
Hopper Associates
Horton Nurscrics
Hospital Dictary Service
Host Enterprise Inc
Host International Ine
Howrnet Corp Misco
Hughes Aircraft
Hurdman & Cranstoun
Hyster Co
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1BM Corporation

‘Wineis Central Guif Railroad
Mllinois Agriculture Assn

Mlinois Dept cif T reation
Indj ichi ic Co
Inﬂ“g‘r&ﬁ hil pn Eleetric C
Indiana  Bell  Telephone Co
Indiana Farm Bureau

Indus National Bank

Industrial Risk Insurers
Ingersoll-Rand Co

Inland Steel Co 5
International Paralegal Training
International Harvester
Interstate United

ITT Areospace/Optical Division

.J.

J.C. Penney Co

Jacobsen Div-Textron

acobson Stores Inc

eno's Incorporated

cfferson County Public Schls
ohn Hancock Mutual

johnson Controls Inc

Johnson & Johnson

oskes of Texas

K-

Kalamazoo Public Schools
Kaufman & Broad
Kearsley Community Schls
Keeler Brass Co

Kellogg Company
Kendgﬁ&mmy

Kenner Products

Kent Moore Corporation
Kern High Schl Dist -

K Mart Corporation
Kohler Co

Koppers Company Inc
Kroger Co .
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Laingshurg Comm Schls
uke@ur?;t Schl 67
Lzkewood Public Schls
Lansing Board of Water/Light
Laventhol & Horwath
Lazarus Dept Store
Leeds & N«mlmp
Lihbcr Owens Ford Co
Lincoln Electric Co
Lincoln Public Schls
Lockheed Missiles
Lukens Steel Co
Luthers Restaurants
Lyle P Hepfer & Co

M-

Magic Pan
Management Information
Manchester Inn

Marathon Qil Co

Marriott Corp

Marshall Fields Co

Marsteller Inc

Martin Marietta Corp

May Company

McCafferty Butala Co

McGraw Edison Co

Melouth Steel Col

Mead Corp World Hqte

Mead Johnson & Co

Mellon Bank

Mellon & Turken

Menneonite Centl Comm
Menominee Public Schls

Mental Health Center

Mercantile Stores Co

Mercy Hospital

Metealf & Eddy Inc

Metro Edison

Michigan Bell Telephone

Michigan Consolidated Gas
Michigan Department Civil Services
Michigan Dey Natural R
Michigan Department State Highway
Transportation

1A JE )

Michigan National Bank
Midland Public Schools
Midtown Cafe

Miller Brewing Co
wﬂhomﬁolﬁy
Milwaukee Public Schools
Missouri Pacific Railroad
Moore Products Co
Morrison Inc

Moorman Feed Mfg. .Co
Mothiers Cake & Cookies
Motor Products Owosso Co
Motor Wheel Co

Motorola Inc

Mount Carmel Mercy Hospital
MTS Systems Corp
Murr:hey Jenne & Jone
Muskegon Piston Ring
Muskegon Public Schools
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NASA Ames Res Ctr

NASA Lewis Resource Center
National Bank of Detroit
National City Bank
National Gypsum Co
National Steel Cnrx
National Security Agency
Natural Gas Pipeline

Nayal Ordnance Station
Naval Ship Weapon Systems
NCR Corpotation

Neiman Marcus

Nekoosa Paper Inc

New Orleans Public Schools
Newaygo Public Schools
Noble Roman's Inc
Narthrop Corp

Northwest Bancro
Northwest Public Schools



Northwest Public Schools
Northwestern Mutual

Noteman Pierce Cox 8 Durling

New York Stale Dept of Transportation
Neiv York State Coop Extension

0-

Oak Park River Forest
Ohio Edison Co

Old Kent Bank-Trust
Oscar Mayer Co

Osco Drug Inc
Otsego Public Schis
Owosso Public Schls
Owosso Savings Bank
Oxford Univ Press
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Parker Hannifin Corp
Paul Revere Cos

Peat Marwick Mitch

Penn Electric Co

Penn Mutual Life Ins
Pennock SS Co
Pennsylvania Civil Service
Peoples Gas Co

Plizer Inc

Phillips Fetroleum Co
Phoenix Talent Schools
Pittsburgh National Bank
Plante and Moran

PPG Industries

Price Waterhouse

Price Waterhouse & Co
Procter & Gamble
Professional Serv Ind Inc
Prudential Insurance Co
Pullman Kello
Pullman-Standard

Q-
Quality Farm & Fleet

R-

RH Macy & Co Inc
Radisson Hotel

River Valley Schools
Roberts & Dybdahl Inc
Rochester Comm Schools
Ryan Homes Inc

-§-

S.C. Johnson & Son Inc
Saga Food Serv

Saginaw Public Schools
Saint John Hospital

San Diego City USD
Santa Fe School District
Sargent & Lundy Engineers
Schippers Kintner Rl
Schmelzer Corporation
Scott Paper Co

Scovill Manufacturing Co
Sealed Power Co

Sears Roebuck & Co
Second Nadonal Bank, Saginaw
Seldman & Seidman
Service Bureau Cor
Shaker Heights City School
Shakespeare-Fishing
Shelby Mutual Insurance
Sheraton Corp

Signal Companies Inc
Sky Chefs ine )
Southern Railway
Southwestern Co
Southwestern Industries
Sperry New Holland
Sperey Vickers
Springfield Public School
Square D Co

Standard Oil of Indiana
Saint Joe Minerals

State Farm Insurance Co
Stauffer Chemical Co
Steelcase Inc

Stouffer Foods Corp
Stouffer’s Corp

Sun Co Inc

Swift & Co

SYBRA
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T-

Technomic Consultant
Tektronix Inc

Teledyne Brown Engineering
Texaco Inc

Texas Eastern Transm
Texas Utilities

Timken Co

Topeka Shawnee D-501
Town & Country Fashions
Trans World Airlines
TRW, Incorporated
Tumer Construction

-U-

University of Michigan Hospital
Union Ol of Califarnia

United Airlines

UNC Nuclear Industries

United Technologies

UNIVAC Data Proc Div

University of Michigan

Universal il Prod

U.S. Air Force

U.S. Department of Agric

U.S. Department of Commerce
U.S. Environmental Protection

ney
tAI.K;. Gypsum Research
U.5. Internal Revenue Service
U.S. Navy

V-

Vermeer Mamifacturing Co
Vicksburg School Dist

Victorin Station

Virginia Electric & Power Co

W

Wi en Co

Walker Manufscuring Co
Walt Disney World
Warren Consolidated Schools
Waterford Schools

Wayne State University
Wausau Insurance Corp
Weinlander, Fitehugh
Wheel Horse Products
Wickes Lumber Co

Wilson Foods Corp
Winkelmans  ° i
Wyandotte Public Schools

y-

York Air Condition









