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Summary of
RECRUITING TRENDS 1992-93

A Study of 504 Businesses, Industries,
and Governmental Agencies
Employing New College Graduates

This summary of the 22nd anniversary edition
of the Recruiting Trends survey reviews
expectations of employers hiring new college
graduates for the 1992-93 labor market. A
total of 4,494 employers were invited to
participate and represented (1) members of
the College Placement Council or a re ional
placement association, _(2) employers
registered with Career Development and
Placement Services at Michigan State
University, and (3) employers randomly
selected from a list of small businesses in
the Standard and Poor's Register. Surveys
were initially mailed first-class  to
employers on September 21, 1992, with
follow-up  reminder  notices mailed
first-class on October 30, 1992, Follow-up
telephone calls were placed to selected
major employers from November 2-18, 1992.

Data from this survey are quoted by many

restigious news media including ABC's Good
&mgm;xi@; CNN's national and overseas
news services; the NBC Nigmlﬁ News with Tom
Brokaw; USA Today; The Black Collegian; WIR
radio in Detroit; KOA radio in Denver; ABC
and CBS television and radio stations

throughout the country; and numerous
magazines and newspapers nationwide.

Responses were received  from 554
organizations (13.3%), and 504 of these were
complete enough for statistical analysis
purposes. This sample adequately reflects
the expectations of organizations recruiting
on college and university campuses in

1992-93.

Of this year's respondents, 461 were
businesses, industries, manufacturing
organizations, and service sector employers
(91.5%); and 43 were local, state, and
federal government agencies and the military
services (8.5%). (Pages 4-5)

-iv-

Questions this year focused on anticipated
changes in hiring trends for new college
graduates,  expected starting  salaries,
campus recruitment activities, and other
topics of interest to human resources
administrators, placement officers, career
counselors, faculty, and students.
Open-ended questions were included, so
surveyed employers could provide comments on
topics such as: advice for new college
graduates without jobs since graduating Six
months ago, shortages of candidates for
available job opportunities, ~changes in
recruitment practices, most serious problems
faced by campus recruiters, "parachutes"
offered with benefit packages to protect
against downsizing, new and emerging
occupations, changes caused by the Americans
with Disabilities Act, and policies on
sexual harassment.

Job Opportunities
r the Class of 2

The past three years have seen consistent
drops in the number of new college graduates
hired by employers throughout the United
States. However, new college graduates in
1992-93 should experience less decline in
job opportunities. While graduates still
face a tight job market, the decrease in
hiring quotas, just 2.1% from 1991-92 to
1992-93, is substantially smaller than
decreases of the past three years: 10.0% in
1991-92, 9.8% in 1990-91, and 13.3% in
1989-90. (Pages 1-3)

It is difficult to draw irrefutable
conclusions from data provided II:?' employers
responding to this survegl. evertheless,
1992-93 graduates can find hope in the fact
that substantial additional erosion is not
expected, and furthermore, some improvement
is anticipated in late 1993.



If the economy is turning around, as some
economists speculate, this improvement has
not yet reached the job market for new col-
lege graduates. Since the decline this year
is not expected to go much deeper, there are
job opportunities available for new college
graduates among selected employers.

While hiring decreases in 1992-93 are begin-
ning to stabilize, new college graduates
must be as flexible, organized, and devoted
to job hunting as ever if they hope to find
suitable employment. Patience and persis-
tence are crucial in any job cam-
Baign—-es ecially in times of economic insta-
ility. edication is also essential. For
example, employers reported visiting fewer
campuses than in the past. Therefore, gradu-
ates must be willing to work harder through
other sources to obtain interviews and gain
opportunities to prove themselves. Often,
one person's extra effort can help an employ-
er make an otherwise difficult decision
getween several equally qualified candi-
ates.

Various changes in recruitment strategies
are expected to affect the job market for
1992-93 college graduates. Along with visit-
ing fewer campuses, recruiters are expected
to place more emphasis on applicants' prior
career-related work experiences and job
performance competencies. To help new em-
ployees develop on-the-job skills and abili-
ties, employers are planning to increase
their use of internal training programs and
promote more management trainees within the
organizations. Because of this trend, em-
ployers are becoming much more selective
about their new hires; for example, some
organizations would not even consider an
applicant without at least a 3.0 GPA.

Other important advice for a new graduate
seeking employment is to remain as open
minded and adaptable as possible. ith
today's unpredictable economy, graduates may
not always find a position in an area direct-
ly related to their academic major or field
of study. However, as long as they are
willing to accept employment in occupations
and/or entry-level positions they might not

have otherwise considered, most should be
able to survive the currently depressed job
market.

Hiring OQuo

for This Year (1992-93)

According to businesses and industrial orga-
nizations responding to this year's survey,
a decrease in hiring projections of 7.0% can
be expected. Last year, businesses and
industries projected a decrease of 1.9%.
For federal, state, and local government
agencies and the military, employment
opportunities are expected to decrease
09%. Last year, a projected decrease of
20.7% was anticipated by government
agencies. (Pages 1-3)

Although an overall decrease in hiring is
exFectcd this year, pockets of job openings
will exist, varying considerably for differ-
ent occupational areas and employer catego-
ries. Caution needs to be taken when inter-
greting data for individual employer groups,
ecause of occasionally small sample sizes.
Figures reported in this publication best
rcﬁlfl:ct the market for the organizations
responding to this survey.

Adyvice for New Graduates
Who Cannot Find Jobs

For new college graduates who have not found
available or suitable job opportunities when
hunting for more than six months after gradu-
ation, surveyed employers offered advice.
(Pages 20—22{

Most important, according to employers, was
the recommendation that recent graduates
continue to search, keep on trying, not give
up or get discouraged, and be patient and
persistent. Employers advised recent gradu-
ates to search harder, especially in areas
not directly related to their major field of
study.



Reevaluation of their job search techniques
and strategies was also advised. New gradu-
ates must learn to market themselves more
effectively, become more aggressive in their
job searches, and be prepared to present
their best face to prospective employers.

Gaining further career-related work experi-
ences might increase the new graduate's
chances of finding employment. Any experi-
ence is better than none, according to em-
ployers, and maintaining even a part-time
position demonstrates the individual's abili-
ty to work and hold a job. Other work expe-
riences recommended by employers included
volunteer positions, unpaid work assign-
:lnents, and internships to get a foot in the
oor.

Graduates should try any reasonable job
available in their field of interest to gain
experience and build a list of references.
Take any position with a company employing
our major or accept a position at a lower
evel in a stable, reputable organization.
In time, you can work into your preferred
area of employment. Many college graduates
have taken positions at lower t%-nau desired
levels and been promoted as reward for out-
standing job performance.

Be willing to take anything you can get,
even if it is not in your ﬁeldy of study, at
least on an interim basis. This will show
you are trying. Start to work. Do some-
thing. Even part-time or tempora posi-
tions were suggested as avenues for landin,

full-time employment. An employer wi

likely prefer a person who has been steadily
employed over one who has been unemployed
for six months or more. Therefore, any work
experience is more valuable than no experi-
ence at all.

Redefine your career goals and expecta-
tions. Lower your sights. Establish
short-term as well as long-term goals. Show
a positive attitude. Expand your scope of
interests to a broader market.

Become an entrepreneur, and start your own
business.

Sign up with a temporary agency to become
employed  on ong- or  short-term
assienments.  Working for a temporary
service will permit you to see available
opportunities inside several organizations.

Network yourself into a full-time {'ob. Make
personal telephone calls to schedule informa-
tional interviews. Join professional
organizations related to your field of study
and kec%ur)dated on current trends in your
field. tilize all resources and contacts:
former employers, intern  Supervisors,
faculty, family, friends, alumni, and other
graduates who have found jobs.

Utilize assistance from your college
placement office or career center. Seek
professional ogvinions to rate your true
marketability. Work with a career counselor
to assess your skills and job campaigning
techniques. Be willing to make adjustments
as necessary.

Keep all options open and be flexible about
geographical location, starting  salary,
travel, and entry level assignments, advised
employers. Broaden your fields of search.

Take a look at small to medium sized firms.
These organizations rarely fill their entire
hiring projections with new recruits each
year.

Return to graduate school or continue your
education to make yourself more marketable.
Acquire new skills or train for a new career
area (i.e. nursing, engineering, accounting,
sciences, etc.). Graduate school is an
especially attractive option if you can see
a direct employment benefit from an advanced
degree. However, a graduate degree without
work experiences may make you seem (00
expensive for some employers to hire.

in 1
nd ici I

Starting salary offers for mew bachelor's
degree graduates are expected to vary sub-
stantially between academic majors.



Highest among starting salaries this year
for bachelor's degree graduates are expected
for chemical engineering ($40,173), mechani-
cal engineering ($35,619), electrical engi-
neerin% ($35,141), industrial engineerin
(832,574), computer science ($31,572), civil
engineering ($29,592), nursing ($29,452),
and physics ($29,367). (Pages 34-35)

The greatest increases in starting salary
offers this year are expected for market-
ing/sales (1.3%); civil engineering (1.3%);
hotel, restaurant, and institutional manage-
ment (1.2%); computer science (1.2%); phys-
ics (1.2%); MBA's (1.2%); general business
administration (1.2%); and liberal arts/arts
& letters (1.2%).

Job Opportunities

by Geographical Region

Again this year, for the fourth consecutive
year, only "medium" to "low" availability of
employment opportunities for new college
graduates was expected in any geographical
region of the country. This evaluation was
based l.léJOtl the experiences and judgment of
surveyed employers. For statistical purpos-
es, any responses at the extremely high,
high, or medium availability levels were
included in these ratings. (Page 63)

Receiving "medium availability" ratings were
the southeastern (60.1%), northcentral
(60.1%), and southwestern (50.5%) regions of
the United States. Job availability in the
"low" level was expected in the southcentral
(44.4%), northwestern (39.6%), and northeast-
ern (38.3%) regions of the country.

A year ago (1991-92), "medium" ratings were
indicated for the northcentral (71.4%),
southeastern (67.9%), southwestern (66.9%),
southcentral (54.1%), and northwestern
(50.2%) regions of the United States. Low
availability of jobs for new college gradu-
ates was expected in the northeastern
(42.3%) region of the United States.
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Job Openings Anticipated This Y

For job openings anticipated this year
§1992-93) in surveyed organizations, the
ollowing academic majors were requested
most frequently. These academic majors are
listed in alphabetical order with frequen-
cies of response noted after each: (Page
33,39)

Accounting (55), chemistry (15), chemical
engineering (22), civil engineering (12),
computer engineering (8), computer science
(28), data processing (13), electrical engi-
neering (59), engineering- all categories
(18), finance (}}9), eneral business adminis-
tration (40), ote!ﬁ restaurant/ institution-
al management (7), industrial engineering
(14), liberal arts (20) (including social
science and communication arts majors),
marketing (29), mathematics (5), materials
and logistics management gIO), MBA's (13),
mechanical engineering (59), merchandise
management/ retailing (5), nurses (4), occu-
pational therapists (4), packaging engineer-

ing (5), physical therapist (5), and soft-
ware engineering (5).
New and Emerging Occupations

Several new and emerging occupations were
reported by organizations responding to this
year's survey. Provided below in alphabeti-
cal order with frequencies of response noted
after each are those listed most often by
employers: (Page 38)

Allied health care professionals (3), aquat-
ic ecologists, biochemists, biomedical tech-
nologists, chemical safety engineers, chem-
ists, Chinese bilingual language special-
ists, clinical nurse specialists, communica-
tions systems managers, computer software
engineer, computer network engineers, infor-
mation systems specialists, corrosion engi-
neers, distribution/ operations/ logistics
management specialists, environmental and
health safety analysts, safety engineer,



environmental engineer, environmental/ indus-
trial hygienist, environmental researcher,
financial planner, fund developers, industri-
al engineers, integrated pest management
specialists, international marketing repre-
sentatives with second and third language
skills, nuclear medicine, pattern engineers,
technical designers, fabric technicians,
performance management analysts, photo/laser
research and design specialists, physical
therapists, power quality analysts, process
engineers, production engineers and manag-
ers, project engineers and managers, quality
assurance engineer, right-of-way agents,
specialized sales/ service representative,
security service supervisors, stock brokers,
financial  analysts, trading specialists,
financial operations analysts, technology
transfer and deployment analysts, science
and technology specialists, toxicologists,
and ultrasonographers.

New Hires
wi - E

Of the 8,131 new college graduates hired b
264 surveyed employers last year, 3,02
(372%) had no prior career-related work
experiences. (Page 11)

New college graduates with career-related
work experiences were Ereferred by employ-
ers, especially those with cooperative educa-
tion assignments, internships, summer employ-
ment, and part-time positions.

Campuses Visited Last Year
and Anticipated Visits This Year

Employers responding to this year's survey
expected additional decreases in the number
of campuses visited (-6.2%) for interviewing
new college graduates. For the last three
years, campus visits have decreased: 27.7%
in 1991-92, 49% in 1990-91, and 0.7% in
1989-90. (Page 37)
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Last year (1991-92), 91,665 new college
graduates were interviewed on college campus-
es by 245 surveyed organizations, and 8,403
were hired (9.1%). (Page 42-44)

Of these interviews, 36,808 were held by 240
surveyed employers interviewing technical
college graduates, and 3,372 were hired
(9.1%). Technical graduates, for purposes
of this research, were identified as new
college graduates in engineering, computer
science, and natural sciences.

Surveyed emplorers reported that 42,594
non-technical college graduates were inter-
viewed on colle%ezz campuses last year
(1991-92), and 3,229 were hired (7.5%).
Non-technical graduates were identified as
new college graduates with academic majors
in business and the liberal arts.

Characteristi

nding Intervi

During interviewing situations, it is impor-
tant that new college graduates display some
of the characteristics of an outstanding job
prospect, according to surveyed employers.
(Page 45)

Most important when interviewing were a
smile and good humor; a businesslike and
professional  attitude;  eagerness  and
enthusiasm; and an excellent appearance
(professional dress, neatness).

Continuing the list of very important charac-
teristics for an excellent interview were
well-spoken, clear enuciation, and good
diction; relaxed and unnerved pose; confi-
dent attitude; graceful manner and
politeness; ability to build rapport; sincer-
ity and honesty; and good eye contact and
attentiveness.
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Less important, but still essential, were
ease with answering questions and an ability
to keep conversation flowing naturally,
without pauses or hesitations.

Thank-You Letters
After Interviews

%,
gff:st employers (76.6%) recommended that new

college graduates send "thank you" letters
after interviewing with recruiters on campus
or visiting employers at their location for
second interviews. According to employers,
this is an important gesture when appi;ing
for job opportunities, but it is rarely
done. A thank-you letter makes a good im-
pression and helps the interviewer remember
the interviewee. For instance, when the
hiring decision is close between two people,
the thank-you letter could be the d];ci ing
factor, according to employers. (Page 46)

Although thank-you letters are not a neces-
sary step in the selection process, they are
a nice touch., They show a higher level of
effort and interest on the candidate's
part. This follow-up shows maturity, dedica-
tion, and professionalism. Many employers
suggested that thank-you letters could espe-
cially help when candidates are not offered
a position after their initial interviews.
By not sending a letter after an interview,
the applicant would miss an opportunity to
present themselves and their interests once
again.

Offer Empl ent
Extended and Accepted

According to surveyed employers, offers of
employment were extended to 13,759 new col-
lege graduates of all degree levels and
academic majors last year %1991-92) by 248
organizations. Of these, 5,744 were offered
to technical college graduates (41.7%), and
5,389 were offered to non-technical gradu-
ates (39.1%). (Pages 47-51)

Employer categories offering the highest
percentage of job opportunities (75% to
100%) %or liberal arts, social sciences,
arts and letters, and business majors were
social service, religious, and volunteer
organizations (100.0%); hotels, motels,
restaurants, and recreational facilities
98.8%); merchandising and retailing
97.6%); accounting firms (84.9%); and food
and beverage processing (82.1%).

Although governmental administration and the
milit cFid not identify their job Of)enings
as either technical or non-technical, from
previous experience, most of their openings
are available to liberal arts, social scienc-
es, arts and letters, and business majors.

Good opportunities (50% to 74%) for liberal
arts and business majors were provided by
employers in banking, finance, and insurance
(71.1%); textiles, home furnishings, and
gﬂfarel manufacturers (55.8%); petroleum and

ed products (53.4%); and glass, packag-
ing, and allied products (52.4%).

Fewer than 50% of available job offers were
extended to liberal arts graduates seeking
employment in engineering, research, consult-
ing, and other professional services
(41.0%); communications and telecommunica-
tions including telephones and newspapers
(39.3%); agribusiness (38.2%); automotive
and mechanical equipment (36.5%); public
utilities including transportation (31.6%);
and chemicals, drugs, and allied products
(21.5%).

For the remaining emplcger categories, most
job offers were received by new technical
college graduates: construction and building
contractors g%.l% , metals and metal prod-
ucts (88.4%); lumber, wood products, and
furniture manufacturers (88.1%); hospitals
and health care services (85.0%); diversi-
fied conglomerates (82.7%); and aerospace
and components (82.6%).



Average Cost
of Recruiting and Hiring

The average cost of recruiting and hiring a
new college graduate, according to surveyed
employers, was $3,738. This included any
related costs, but excluded any expenses for
training after hiring. (Page 52)

Employer categories reporting the highest
costs for recruiting and hiring were automo-
tive and mechanical eéluipment ($21,800);
ass, packaging, and allied products
$6,628); governmental administration and
milit including federal, state, and local
($5,376); and electronics, computers, and
electrical equipment manufacturers ($5,154).

Work Environment Changes
lifi
for New College Graduates

Several significant changes in the work
environments of surveyed organizations dur-
ing the last five years will influence the
qualifications new college graduates will
need before they are hired. (Page 61)

Increased computerization was most prominent
among changes occurring in most occupational
categories of surveyed organizations. There-
fore, more computer knowledge was considered
mandatory for new college graduates hired.
Among examples of job categories listed by
surveyed organizations were client-server
computers, personal computers at all worksta-
tions, computerized inventory distribution
systems, on-line engineering design drawing,
and automated production.

Increased automation and technology have
reduced availability of career opportunities
for job applicants with high sc];lool d]i}alo-
mas, as more positions are filled by college
graduates. Robotics in production facili-
ties, expanded product lines, and additional
responsibilities attached to many career
opportunities have increased the educational
level required for adequate job performance.

Prior real-world work experiences and knowl-
edge of the business environment were re-
quirements for many employment opportunities
available with surveyed employers. As an
example, some employers required direct
sales experience for available sales posi-
tions,

Providing excellent customer satisfaction
was also a necessity, according to surveyed
employers. In today's competitive market,
foreign vendors are forcing U.S. manufactur-
ers and industrial organizations to produce
better quality products, to communicate more
effectively with their customers, to create
better marketing strategies, and to exhibit
more refined interpersonal skills.

Constant change and increased competition
were also demanding greater flexibility from
more creative managers. According to sur-
veyed employers, an ability to adapt to
change was absolutely necessary for new
employees. They must be willing to accept a
broader range of jobs and work tasks, relo-
cate for promotions, and work overtime when
necessary.

A stronger emphasis on teamwork, work
groups, self-directed work teams, team build-
ing, and coaching vs. supervision was expect-
ed by surveyed employers. The work environ-
ment in the last {)i,ve years has shifted
toward stronger support for employee involve-
ment, a focus on total quality management,
continuous improvement programs, and
team-based design production systems, thus
placing more importance on social skills.

ration Activiti
n Its Achi

Within the past five years, 207 organiza-
tions (63.4%) were involved in one or more
of the reorganization activities listed.
Most frequently occurring of the reorganiza-
tion activities was downsizing. f the
surveyed employers responding, 63.4% experi-
enced this activity. More than half the
respondents  also  experienced layoffs

(57.3%). (Pages 16-18)



Less frequently occurring were acquisitions
36.8%;, plant closings (26.0%), mergers
23.0%), division closures (18.4%), partial
plant closures (18.4%), divestitures
(16.6%), and takeovers (5.4%).

Downsizing, job eliminations, and corporate
mergers in surveyed organizations were accom-
plished by offering early retirement packag-
es, reassigning employees to different posi-
tions, transferring some employees to other
corporate divisions, and laying off profes-
sional personnel when necessary. Consolida-
tion of positions was accomplished after
downsizing by automating office functions
and introducing new technologies to produc-
tion facilities.

Involvement with reorganization activities
during the last five years has caused some
loss or gain in salaried employee posi-
tions. Among 240 organizations reporting
statistics, 24,454 salaried employee posi-
tions were lost, but 40 employers (15.9%)
reported minimal gains in salaried posi-
tions. (Page 17)

In many organizations (217) responding,
reorganization activities influenced their
recruitment activities for new colleges
graduates. Some of these changes were posi-
tive, a few negative, and other organiza-
tions reported no changes caused by reorgani-
zation activities. Ofg 9,166 new hires re-
ported by surveyed employers, 235 positions
were lost due to reorganization activities.

ici han
in olle Mar’
for 1993-94

Only slight increases were predicted in the
job market for new college graduates in
1993-1994.  This brighter outlook was re-
flected in minimal Increases expected by
surveyed employers in the fourth quarter of
1992 (2.6%), the first quarter of 1993
(3.1%), the second quarter of 1993 (3.4%),
the third quarter of 1993 (2.6%), the fourth
uarter of 1993 (2.5%), and throughout 1994
?2.9%). Responses varied for different
employer categories. (Page 19)

A generally optimistic outlook was reported
by most surveyed employers. From 58.9% to
7);.7% expected an improved job market for
new college graduates. Only 3.3% to 10.3%
predicted a decrease in the market for 1993
and 1994.

Changes in Recruitment Practices

Surveyed organizations have initiated sever-
al changes In recruitment practices during
the last two years. Among the most promi-
nent adjustments were reduced campus visits,
more specific selection criteria for hiring
new college graduates, and a greater empha-
sis on hiring experienced applicants.
(Pages 28-29)

Decreased recruitment of new college gradu-
ates was reported by several employers.
These organizations visited fewer schools
for on-campus interviewing and attended
fewer career fairs. On college and universi-
ty campuses that remained on employer re-
cruiting schedules, an increased emphasis
was placed on campus contacts, presentations
to student groups, and visits with student
leaders.

Targeted schools or consortiums were more
common, especially during lean times. More
active involvement from senior managers with
campus recruiting was promoted and key con-
tacts were established at schools targeted
llgiy employers for their recruitment efforts.

specially with these institutions, an ac-
tive applicant supply was maintained. His-
torical data were used to determine the
schools to target. New campuses were select-
ed in areas where employers would like to
eventually place trainees.

Hiring of more minority and women candidates
was pursued more aggressively, especially in
areas where few existed (i.e. engineering).
Schools with larger minority populations
received additional attention from employ-
ers, and attendance at more minority job
fairs was arranged. Employers reported that
they were going farther distances to recruit
minority candidates. Their intention was



maximum and involvement with campus
minority and women's organizations.

Employers established stronger cooperative
education and internship programs. Top
candidates were placed early into formalized
internship and co-op programs, and employers
intended to ultimately rotate these individu-
als into full-time employment opportunities.

Some employers reported more use of college
and university placement offices. They made
greater efforts to develop closer relation-
ships with college placement officials. New
recruitment brochures and high-tech display
boards were used to help with efforts to
contact more college graduates, and organiza-
tions now posted more job listings with
campus career centers.

Employers used advertisements in local news-
papers when hiring more new employees. Also
reported were an increased reliance on em-
ployee referrals, networking, college facul-
ty, and notices in professional journals.
Fewer college recruiters were needed, when
these sources of new personnel proved suc-
cessful.

Employers reported more entry level hires
with a focus on internal training and subse-
?uent promotions. Some hired new employees
or hourly positions and selected their new
management personnel from these individu-
als. More proactive recruitment of internal
candidates was predicted. Staff development
departments were established to assist cur-
rent employees and new hires with their
people and communication skills.

More specific selection criteria were used
by employers when recruiting new college
graduates. Employers reported that they
were much more selective about the candi-
dates they hired. They used competitive
assessment centers for second interviews as
a technique to assist with the selection
process. Applicants for some organizations
were not considered with a GPA of less than
3.0 on a 4.0 system, unless the applicants
had relevant full- or part-time worl? experi-
ences.
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Numerous employers hired more experienced
people. These employers shifted away from
college recruiting and hired individuals
with two to five years of experience, be-
cause more experienced individuals were
available and already trained.

Recruitment Programs
for Entry-Level Personnel

Surveyed orﬁanizations used many recruitment
¥rogam when seeking new college graduates

or entry-level positions. Among the 334
employers reporting, some programs were used
more extensively than others. (Page 30)

The most frequently used recruitment pro-
grams, according to surveyed employers, were
activities with college and university place-
ment offices (85.6%), working with public
employment agencies anﬁlpub ic-funded job
tramir:ig dprograms--i.e. A, ete. (51.7%),
expanded internal recruitment within the
organization (52.9%), and establishing em-
ployee referral programs (49.3%).

Used less frequently by employers were alter-
native print and electronic media-- cable
TV, direct mail, computer networks, etc.
(21.6%) and recruiting from the customer
base--point of purchase recruiting (14.6%).

Most Serious Problems
for Campus Recruiters

The most serious problems facing personnel
representatives when recruiting on college
campuses this year were limited numbers of
minorities and women candidates, unrealistic
expectations from graduating students, and
the need for more career-related work experi-
ences from job applicants. (Pages 31-32)

Limited numbers of minorities and women
candidates were available, according to
surveyed employers. Academic majors with
too few graduates to meet demand included
engineering, retailing, business, and the
physical sciences. Surveyed employers re-
ported difficulty in tapping minority popula-
tions and maintaining a diverse workforce.



Unrealistic expectations were expressed by
many graduating students who were not satis-
fied with entry-level positions, geographi-
cal locations of jobs, and beginning wages,
according to employer reports. College
graduates were expecting high salaries hand-
ed to them instead of earning responsibility
commensurate with salary increases. Stu-
dents lacked understanding of the efforts
necessary for success in the outside world.

Prior work experiences were desired by sur-
veyed employers, but too many recent college
graduates had little or no solid work histo-
ry. Employers cited related work experienc-
es as especially important in a competitive
world with many new college graduates for
few openings. Employers noted that it was a
disadvantage to recruit new graduates with
no “real-world" work experience when current
workforces were lean. During these times,
employers looked instead for experienced
people when openings occurred. New gradu-
ates were encouraged to get hands-on experi-
ences through internships, part-time jobs,
and technical assignments in areas related
to their degree plans.

Gaining access to the best students and
attracting top notch academic achievers was
another problem, especially when this pool
of applicants seemed to be shrinking. en
recruiting on college campuses, employers
lacked the ability to completely pre-screen,
which concerned them. It was also difficult
to find recruits with enthusiasm, real inter-
ests in careers available with employing
orFanizations, and enough initiative to
follow-up after interviewing,

Name recognition and image of the organiza-
tion caused challenges for numerous employ-

ers. The stock brokerage industry, finan-
cial  services organizations, retailing,
paper mills, sales occupations, tobacco

companies, the military, small towns, and
certain geographical locations were cited as
examples of especially difficult areas.

Empl(g'ers reported an abundance of unin-
formed and poorly prepared graduating stu-
dents. These individuals had poor job hunt-
ing skills, neglected to research companies
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before interviewing, submitted poorly writ-

ten and designed resumes, and demonstrated
marginal interviewing skills. Emploircrs
were disturbed by graduating students' lack
of preparation for job hunting and their
presentations during interviews.

Placement personnel and career development
offices lacked the customer services touch,
according to surveyed employers. On certain
college campuses, placement personnel were
not in touch with the needs of the employ-
ers, nor were tht:‘y providing the services
employers desired (ie. preselection of
candidates on interviewing schedules,
etc.).

Academic preparation was also lacking, ac-
cording to employers. A lack of interperson-
al skills and ineffective communication
abilities, especially oral and written, were
most notable. There were also too many
students with low grade point averages.

Employers noted a lack of real jobs to offer
and too many graduating students. Man
employers mentioned limited numbers of avail-
able positions. Others operated in rapidly
changing environments, so they were not
always sure of the numbers of new hires
necessary until the actual hiring time.

In many organizations, limited resources for
recruitment activities and uncertain budgets
were real challenges. As examples, starting
salaries in some organizations were not
competitive with other sectors of the job
market and budgets were too limited to fill
vacant positions. Further compounding this
problem, employers were short on time to
adequately interview and hire recent gradu-
ates when positions became available, and
they faced tremendous competition from larg-
er organizations that could afford to pay
higher starting salaries.

Background Checks

Background checks were "always" or "almost
always" conducted by surveyed employers when
hiring new college graduates. Most frequent-
ly checked were work habits (58.4%), absen



teeism (50.9%), and work attitudes/ethics
(58.9%) of job applicants. (Page 53)

Less frc%uently checked were criminal convic-
tions (38.7%), drug abuse (35.6%), history
of excessive alcohol use (23.5%), driving
records (19.7%), medical records analysis
(17.8%), involvement with excessive litiga-
tions (13.6%), credit bureau checks (13.6 0),
and workers' compensation claims (7.9%).

To check academic records of new hires and
to confirm receipt of a degree, transcripts
were requested by numerous employers.

Desire to Attend Graduate School

An Im n irin i

When graduating students indicate a desire
to attend graduate school in the near future
(within onme to three years after gradua-
tion), the impact on an employer's hiring
decision could be anywhere from positive
554.0%;. to neutral (35.6%), or negative
10.2%), depending upon relevance of the
advanced degree coursework to the employer's
work situation. Also, part-time programs
with evenin%) hours only were received more
positively. (Page 54)

When applying for employment, graduating
students should understgndyﬁllat the prospec-
tive employer's first focus is on outstand-
ing job performance. If an employer sus-

cts that the applicant's primary interest
is graduate study, rather than top job per-
formance, then the individual's application
will not be given very serious consider-
ation. From the employer's perspective,
this calls into question the candidate's
commitment to a career in the employer's
business.

This is esgecially true if attendance at
graduate school will require termination of
employment. If attendance at graduate
school would be within commuting distance of
the employer's work location, then the em-
ployer might be supportive. If the student
selected graduate school, then employers
would urge them to come back and reapply
when their graduate studies were finished.
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Positive support for graduate study could be
expected from employers if coursework for
the advanced degree program would apply to
their business. e amount of support also
de?ended on the student's plans to attend
full- or part-time and the student’s inten-
tions once the degree is completed.

High turnover was a concern among surveyed
employers. According to these employers,
students seldom return after obtaining an
advanced degree. In these cases, employers
did not recoup training losses experienced
during the first two to three years new
hires were on the job.

Some companies encouraged all employees to
advance their educational pursuits by offer-
ing 100% tuition support, so most employees
did not leave the company to pursue higher
education. Instead, they worked and studied
at the same time.

Only one year on the job before quitting to
attend %raduate school was absolutely a
problem for many surve ed employers. Accord-
ing to employing officials, it takes about
two to three years for a new hire to under-
stand the best jobs in any organization and
perform capably. For this reason, most
employers expected two to three years of
commitment before offers would be extended.
Again, depending upon the position to be
filled, and the individual applying for the
assignment, employers expected a return on
their investment in terms of work perfor-
mance for training time provided.

Preparation Needed
from College Experiences

When recommending preparation needed during
college and university experiences for em-
ployment within the organizations surveyed,
employers suggested that every one of the
listed = activities and gj‘eparations would
"almost always" be helpful. Exact prepara-
tion would depend upon the position to be
filled, of course. (Page 55)



Most important, according to surveyed employ-
ers, were career-related work experiences
and excellent communication skills, These
preparations were "always" or "almost al-
ways" recommended by 87.0% and 96.8%, respec-
tively, of the employers responding,

Very important, but receiving lower ratings,
were summer and part-time employment
(83.3%), intcrnshigs/ cooperative education
assignments  (77.7%), computer literacy
(77.4%), other work experiences (69.0%),
participation in student activities and
organizations (61.9%), campus leadership
e;]wricnccs é60.9%), and research/ analyti-
skills (54.6%).

Other preparations desired by employers were
better mathematical skills, improved writing
skills, excellent public speaking abilities,
interviewing expertise, and an ability to
analyze quickly and act decisively.

D Foun r Hirin

When new college graduates were hired by
surveyed employers, deficiencies were some-
times found in one or several skill or knowl-
edge areas which were critical for effective
job performance after six months on the
job. In these situations, surveyed employ-
ers responded by discussing the deficiencies
with the employees and by suggesting appro-
priate remedial training. (Pageggﬁ)

Pursued "always" or "almost always" by 94.0%
of the surveyed employers was the option of
discussing any deficiencies with employees
in performance appraisal interviews. In the
employee evaluation procedures of surveyed
organizations, this was an early major ste
toward improvement of the individual's jo
performance.

Used "always" or "almost always" by 84.2% of
the surveyed employers was the option of
discussing any deficiencies with employees
and then reviewing remedial options, such as
additional training needed. Used less fre-
quently (37.3%) was the choice of offering
remedial training within the organization to

employees free of charge during working
hours. ~ The other alternative proposed to
surveyed employers was communicating with
the employee to either invest in remedial
training or be discharged. This option was
used "always" or "almost always" by 21.0% of
the surveyed employers.

Only a few surveyed employers (19.8%) were
offering remediaf’ training to employees with
partial reimbursement after working hours at
an outside facility. Rather than this
option, most employers offered remedial
training to  employees within the
organization free of charge during working
hours.

In ational Placement uniti

Of the 1,742,967 employees currently on the
payrolls of 321 businesses, industries, and
governmental agencies responding to this
survey, 305,745 salaried employees
(excluding clerical and laborer st were
in overseas locations. This represented
17.5% of the current employees on the
payroilz) of surveyed organizations. (Pages
6, 12-

Forei nationals filled 509 positions
(4.9%%]1 with surveyed organizations hiring
new college graduates for assignments in the
United States last year. A total of 10,276
new college graduates were hired by 282
surveyed employers responding to this ques-
tion. (Page 12)

Of the 7,089 new college graduates hired by
251 surveyed employers last year (1991-92),
148 personnel (2.0% were foreign nationals
hired for positions with these organizations
in overseas locations. (Page 13)

Of the 264 organizations reporting
statistics on U.S. citizens placed in
positions in overseas locations last year,
214 new employees were hired. This figure
represented 2.1% of the 9,835 new hires
reported by these organizations. (Page 14)
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Among 283 employers reportin, hires of new
college graduates last year (1991-92), 2,236
of 12773 new hires were minorities
(17.4%). Minority candidates were in short
supply when recruiting for current or antici-

pated positions according to 182 surveyed
employers (58.1%). (Page 9, 26)

Of 12,763 new college graduates hired by 282
employers responding, 4,726 women were hired
(37.0%). the 328 employers reporting
shortages, 99 organizations (30.1%) experi-
enced shorta%cs of women candidates last
year (1991-92) when recruiting new
personnel. (Pages 10, 25)

Handicappers were employed by many of the
surveyed employers. e term handicapper
was chosen rather than disabled to
describe one who competes in spite of a
handicap. By definition, a handicap is any
encumbrance or disadvantage that makes suc-
cess more difficult. The idea of competing
with a "hand-i-cap" makes the individual's
chances of winning equal. To the contrary,
the "disabled" is one who is unable to per-
form work, weakened, crippled, incapacitat-
ed, or disqualified. (Pages 7, 59-60)

Employers reported number of salaried employ-
ees (excluding clerical and laborer st
currently on their payrolls who were hearing
impaired, blind/visually impaired, mobility
impaired, mentally retarded, cerebral pal-
sied, or epileptic.

Employed with 229 organizations responding
to this question were 685,983 salaried em-
plogrees. Of these, 14,434 were handicappers
(2.1%).

Competition for top minority and women candi-
dates was reported by surveyed employers as
fierce, primarily because not enough of
these Eroups were graduating from engineer-
ing schools. Especially needed were more
minorities and women in electrical, civil,
and chemical engineering and computer sci-

ence majors. Shortages were continuing in
other technical fields as well: physical
sciences, mathematics, chemistry, and ener-
gy-related occupations.

Additional academic fields of study with
reported shortages of minorities and women
were accounting majors for public account-
ing, human resources consulting, retailing,
sciences (particularly physical and biologi-
cal sciences), MBA's with technical under-
ﬁraduate degrees, production supervision,
otel/restaurant/institutional ~ management,
and marketing/sales majors.

The effectiveness of affirmative action/EEO
g_rograms in surveyed organization was rated

om excellent to poor. Excellent ratings
of effectiveness were reported by a select
group of respondents. In these cases, affir-
mative action/EEO programs were active and
realisticc but even then, hiring goals fell
short of objectives. Another deficiency
noted even in the best programs was the
retention of African/Americans.

Very effective, very high, and very positive
ratings were submitted by a few employers.
These programs were effective in employing
minorities and women; however, here again,
they were ineffective in attracting suffi-
cient minority candidates. These programs
were taking aggressive, proactive stands on
this issue and making good EroE%‘ess. These
employers always considere O goals in
hiring situations, but were still striving
for better numbers.

Good and moderately adequate ratings were
received by affirmative action/EEO proFrams
in some surveyed organizations, mostly be-
cause they needed more minority candidates
to fill hiril;lfs goals. Especially weak were

hiring  go in technical areas (ie.
engineering,  physical  sciences, and
business).



Alcoh in

According to 324 employers responding, drug
testing of new college graduates was re-
uired by 59.1% of their organizations.
ncluded in this percentage were employers
who ‘"sometimes," ‘"almost always," = or
"always" screened for drugs. Percentages of
employers requiring drug testing in previous
years of this study included 55.2% in
1991-92, 59.3% in 1990-91, 47% in 1989-90,
32% in 1988-89, 27% in 1987-88, and 20% in
1986-87. (Page 62)

Testing for alcohol levels among new college
graduates was required by 27.1% of surveyed
employers this year. This compares to 31.2%
in 199192, 28.1% in 1990-91, 25% in
1989-90, 14% in 1988-89, and 9% in 1987-88.

AIDS testing of new college graduates was
required by only 6.2% of the employers re-
sponding to this year's survey. Testing for
AIDS in previous years included 2.1% in
1991-92, 5.4% in 1990-91, 4% in 1989-90, 3%
in 1988-89 and 2% in 1987-88.

h Di ADA

When the Americans with Disabilities Act
(A]_)A) became effective on July 26, 1992,
policy changes, employee memoranda, or other
work environment directives were issued by
many of the surveyed organizations in re-
sponse to this legislation. Of 315 employ-
ers responding to this question, 291 report-
ed changes (92.4%) due to requirements of
the ADA legislation. (Pages 59-60)

Among changes listed were new employer and
employee handbooks, hiring policy cﬂanges,
manager and supervisor training, employee
awareness  training, recruiter training,
elimination of pre-employment physicals,
rennovation of physi facilities, revision
of employment application forms, revised
interviewing procedures, and reviews of all
job descriptions.
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xual Harassment Polici
in Surveyed Organizations

Sexual harassment policies and reporting of
incidents were prevalent among 93.0% of the
surveyed organizations. Of 316 employers
responding, 294 had a strict policy on sexu-
al harassment and reporting of incidents.
(Page 58)

Employees of most surveyed employers were
aware of sexual harassment policies as a
result of company training programs and were
required to immediately report any incidents
through specific organization channels.
Although training was provided to all employ-
ees, special in eﬁth training was given to
supervisors on their responsibilities. In
most organizations, all reported incidents
must be immediately and thoroughly investi-
gated. All employees were trained to under-
stand the illegal aspects of these inci-
dents, and posters were displayed throughout
facilities that directed employees to report
their concerns through established company
channels.

Formal, written policies were distributed to
all new employees throughout the organiza-
tions indicating that sexual harassment
charges would result in suspension or dis-
charge, according to surveyed employers.
The most effective policies left no doubts
about the organization's response, and rigid
enforcement was communicated.

Compensation Plans
and Retirement Benefit Packages

Compensation plans and retirement benefit
packages were offered to new college gradu-
ates hired by most surveyed employers
(87.1%). (Pages 40-41)

Most frequently offered were vested bene-
fits, tuition reimbursement for graduate
studies or advanced degrees, and defined
contribution plans. Of surveyed emagloyers
responding, 76.7% "always" or "almost al-



ways" provided vested benefits, 73.1%
offered tuition reimbursement for graduate
studies or advanced degrees, and 67.5% pro-
vided retirement contribution plans.

Sometimes offered were skill based/knowledge
based pay and a greater percentage of be-
fore-tax pay in benefits. Of respondents,
47.4% "always" or "almost always" included
skill based/knowledge based pay, and 42.2%
"always" or "almost always" offered new
college graduates the option of a greater
percentage of before-tax pay in benefits.

Least frequently, or seldom, offered were
employee stock ownershig plans, replacement
of raises with lump sum bonuses, group/team
based incentive pay plans, comparable worth
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pay, profit sharing/gain sharing pay plans,
two-tilt)ar wage andg benefit plans, traditional
annuities based on salary and length of
service, and individual retirement accounts
(IRAs).

Other compensation and benefit options men-
tioned by employers were commissions based
on sales, bonuses, yolk matching programs,
emJJloyee stock option programs, paid medical
and dental benefits, paid vacation days,
aid holidays, discounts on merchandise,
ife  insurance, short-term  disability,
long-term disabiligr, deferred compensation
plans (401 K and 457), and ift savings
plans (similar to 401 K plans with matching
employer contributions).
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How many new college graduates (all degree levels and academic majors) were hired

by your organization last year (1991-92) for salaried positions, and how many does your

organization expect to hire this éear 1992-93) for salaried positions?  Responses
ATE

are listed by MAJOR EMPLOYER ORY.
Number of New Hires | = iseecsmne-
Lest Year Change
----------------------- Anticipated New| fFrom
Number Hires This Year| Last
of || | [|rrewmeessssomee Year
Employ-| Total Total | |----v--
ers Hired |Average| Hired |Average|percent
---------------- e L T 2 R D A
Employer Types
Business,
Industry 418| 28,854 69| 26,839 64 -7.0
---------------- L L e R L e
Government | 37|117,723| 3,182|116,629| 3,152 -0.9
---------------- frvemcnedoncenccdanaccnadenancoodhnccncon pannannn
Overall Totals | 455]146,577| 322]143,468| 315 -2.1

..................................................................

Observations: Responses were received  college graduates this year is expected

from a total of 504 employers for the  to decrease slightly (2.1%).

Recruiting Trends report of 1992-93.

These employers represented businesses, For  the fourth consecutive year,

industries, manufacturing organizations, declining hiring quotas are ¢ ected.

service sector employers, and Last year, a decrease (-10.0%) was

governmental agencies. expected, and in the two years earlier,
decreases were also reported: -9.8% in

Only employers responding with hiring  1989-90 and -13.3% in 1988-89.

data for last year and anticipated new

hires for this year were included in  Decreases are expected in all major

calculations for this year's job market. employer categories: business and

According to 455 surveyed employers with  industry  (-7.0%) and governmental

complete data, the job market for new  agencies (-0.9%).

HIRING INTENTIONS AMONG EMPLOYERS
OF NEW COLLEGE GRADUATES

+3.39

-2.1%

'81-82 '82-83 '83-84 '84-85'85-86 '86-87 '87-88 '68-89 '89-90 '90-91 '91-92 '92-93
Years



2-

How many new college graduates were hired last year (1991-92) for professional
positions in your organization, and how many new hires are anticipated this year
(1992-93)? Responses are listed by EMPLOYER CATEGORY.

-------------------- S S XA A AR ______ Observations: When comparing new
S i change | cOllege graduates hired last year
----------------------- Anticipated New| from |with anticipated new hires for
umber Hires This Year| Lest | this year, only a slight decrease
Employ- | Total Total | [-se-eee overall of 2.1% was revealed for
................ 1ers | Mired fAverage] Hired lAverage Percent| 1992-93.
Employer Types B ¢ \ 1l all
Pememsemnmemeess ecause of occasionally sm
Account 15| 3,434] 229| 3,200 -6. . . LT
sl b LIS L D 1 1,3.200]  213] 68| cample sizes in some individual
Aerospace ! " 18| Lod WL 9| -39.9| employer groups, caution needs to
................................................... felizases . .
Agribusiness | 1] 133 12| 13| 13| 7.s|be taken when interpreting data.
seesesesesccenes #ennnes #eneeeee #eveoses beveeses #eeaons boennns Statistics  contained in  this
putomotive 1.3 1526 el 1,076 47| -29.5| report best reflect the job market
Banking, Finance| 27| 4,800 178 4,170| 154] -13.1|for new college graduates in the
---------------- T 1 i i i
Chemicals | 23] 1,81%6] 79| 1,622 71| -10.7 ;);%va:;zatlons responding to this
---------------- D R s LR R R LR LT S .
Comunication | 16| 1,209 81| 1,87| 17| 4.2
.............................. $reccccedoccncaadrrrnnsnpasannns : :
Comstruction | 18|  e57| 37| ee9| 37| 1.s| Employer —categories expecting
—— T ACE B e v’ = b g +yseeess vasaicals increases in hiring of new college
Conglomerates L....0L. 4%l el 2@ %8| 36| graduates this year (1992-93)
Electronics | 28] 3,602 129 3,118] 111] -13.4|include:  communications  and
---------------- D T T SLL LY SE R TP 1 1 1 i
Ermieering, telecommunications including
Consulting & I telephones, newspapers (44.2%);,
Prof. Sves. .18l 58] or] S.eeo] 193] 6% lumber, wood products, and
Food Processing | 22| 522| 24| 558| 25| 6.9 flllmltlll'e mfanacturersd(34£?)é
“eeeemeseneoneadeoiaes hoeeenes $reeenebo e #oeeonns $onenes ass ackagin an e
Glass/Packaging | 1| 128] 12| 150| 1%} 17.2 %rodilctsp (1792?%’) agribusiness
---------------- B L T S S x !
Government | 37|117,723| 3,182|116,629| 3,152] -0.9|(7.5%); food and beverage
---------------- D T D el ST TR Py PP PPN y . i i
Hospitals 2 asaol 7e|as| rz.o| Processing  (6.9%); - engineering,
................ $eesestedesecoehnaneiiedenaeegeeeeaes beenn. - | T€SEATCh,  consulting, and other
Hotels Motels | M| 44| 32| 402] 29| -8.8 professional  services (6.8%);
Lumber Products | 13 9%| 71 126] 10] 34.0| construction ?1“317) bullding
B IR A < S i g+ st == e e e e $ooenen contractors 8%); an
Merchand 2 ’ e
rerchandisine L BN el rew) 62l 1% merchandising and = retailing
Metals 12l 2] 9|  190] 8l -7.3|(1.8%).
------------------------------ $rcmcesedoccacnadoncnnsatbomonan
Petroleum | 14| 1,272 91 706 50 44.5 : §i% a
________________ Lo e ol Tl 50l %% Decreases in hiring projections
Public Utilities| 28] 476 17 340] 12| -28.6| are anticipated by governmental
.......................... ssseduessssssthinsnccshannnnms PrT T ns . * ey
Service Org. | 7| 12| ET 9]' 1l -25.0 ?.drmmstration an military
1-';;{;1:[;; -------- T ----- ;'l' ---- ;';" ----- onesnea & SR REE H 'l'":is-é lﬂCl'l.ld“]g federaly State! and
................ Loos el o el 7l 333 ocal  (0.9%); accounting  firms
Overall Totals |  455|146,577]  322|143,468] 315] -2.1 %—6.8% ; metals and metal products
""""""""""""""""""""""""""""""""""""""""" -1.3%); hotels, motels,

restaurants, and recreational
facilities (-8.8%); chemicals,
d;un%, and allied products (-10.7%); hospitals and health care services (-12.0%);
banking, finance, and insurance (-13.1%); and electronics, computers, and electrical
equipment manufacturers (-13.4%).



Decreases in hiring projections of 25% or  apparel manufacturers £-33.3%§;
greater are  anticipated by social  diversified  conglomerates -35.6%);
service, religious, and volunteer  aerospace and components (-39.9%); and
organizations(-25.0%); _public utilities  petroleum and allied products (-44.5%).
including transportation (-28.6%);

automotive and mechanical equipment

(-29.5%); textiles, home furnishings, and

How many new college graduates (all degree levels and academic majors) were
hired by your organization last year (1991-92) for salaried positions, and how many
does your organization expect to hire this 5ear (1992-93) for salaried positions?

Responses are listed by SIZE OF ORGANIZATION.
"""""""""" Nm”m“mm Observations: Anticipated
Last Year -+ o |chemee changes 1in lhmng projections
"""""""""""" Anticipated New| from for new college graduates in
o Hires This Year| Lest | 199793 are expected to vary by
Employ- | Total Total l ------- size of employer. Increases in
................ | ers_ | Hired lAverage) Hired [Avertoti-ocw.| hiring projections are expected
Employer Sizes for employers with 100 to 499
S T NN
""""""""""" +""'"'4""--"'+""'-'4P-"""4'“""‘1?"-"--- ) v - ]
e creme Lo mel 8l me 3132 and organizations with 1 to 99
500-999 il s 15| em| o 14| -10.9 employees (2.6%).
---------------- - R LET TEE TR L RS St Dbk iy
el || sz 42] 48] 22143 Decreases are anticipated by
5000-9999 I 36| 2,307| 64| 2,380] 66| 3.2| employers w1th71)0,000 or more
"""""""" feeesooe etk aeo | employees (-2.1%); organizations
000 741137,706| 1,861|134, 1,821]  -2. - ’
o el el 12| widh 1000 to 4999 employees
Overall Totals |  455|146,577|  322|43,468] 315( -2.1| (-4.5%); and employers with 500

""""""""""""""""""""""""""""""""""""""""""" to 999 employees (-10.9%).

Employer Size By Number Of Employees
Percent of Surveyed Employers '92-93
100 to 499

25x \\\\\\\\\

1000 to 4999
25%

5000 to 9999

1to 99 8%

18%

500 to 999
1%

10000+
17%
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Which category best describes your organization, and how many total salaried
employees (excluding clerical and laborer staff) are currently on the payroll of your
organization? The number of rcslgonses received for each answer are listed on the first
line and percentages of total on the second line. Responses are listed by EMPLOYER

CATEGORY.

Size of Organization by
Number of Salaried Employees

Employer
Categories
Frequency
Percent 1-99 100-499 |500-999 |1000- 5000- 10,000+
4999 9999 Total
----------------- L LRt D R bt SLECEEEEL TETERETET
Accounting 8 2 2 1 0 2 15
1.59 0.40 0.40 0.20 0.00 0.40 2.98
----------------- B R T R R s L L TR TR TR RY T
Aerospace 0 2 3 3 2 2 12
0.00 0.40 0.60 0.60 0.40 0.40 2.38
----------------- feemmcccodraccncnaderccceredrncacccchusnncnaadacccanact
Agribusiness 3 4 1 1 1 1 1"
0.60 0.79 0.20 0.20 0.20 0.20 2.18
----------------- L T I o L L L R R e N LY ]
Automotive 4 6 2 5 3 4 24
0.79 1.19 0.40 0.99 0.60 0.79 4,76
----------------- $erees-siduncavcccdocscacnanpacccnccadeonanscadeonnccocd
Banking, Finance 3 4 3 1 5 8 34
0.60 0.79 0.60 2.18 0.99 1.59 6.75
----------------- 4remeescedeccccccodecccccoadoncccaaadocccccnadocacnnond
Chemicals 2 3 1 6 5 7 24
| 0.40 | 0.60 I 0.20 I 1.19 I 0.99 | 1.39 I 4.76
----------------- D L R RL TR R Y
Communication 3 3 3 3 2 4 18
0.60 0.60 0.60 0.60 0.40 0.79 3.57
----------------- decececccdoncancnndocccccaadocamaccacodacnrocaadonnnonaad
Construction 7 4 0 6 2 2 21
1.39 0.79 0.00 1.19 0.40 0.40 4,17
----------------- D e R e SRR Ry R
Conglomerates 1 1 0 0 0 3 5
0.20 0.20 0.00 0.00 0.00 0.60 0.99
----------------- $rrmcccccducanseredocnsssodecccnncndrccrcaccdacacnaccd
Electronics 4 5 4 7 4 7 31
0.79 0.99 0.79 1.39 0.79 1.39 6.15
----------------- D T R R L Lt TR TR PP R PR
Engineering 12 18 8 12 3 10 63
2.38 3.57 1.59 2.38 0.60 1.98 12.50
----------------- #eemccccedoccccnccdanncacechocccavendocnnnccadrocacacnd
food Processing 2 6 2 8 2 3 23
0.40 1.19 0.40 1.59 0.40 0.60 4.56
----------------- e T R R R Lt
Total 90 MM 54 125 40 84 504
17.86 22.02 10.71 24.80 7.94 16.67 100.00

(Continued)



Continued .

Employer

Categories

Frequency

Percent 1-99 100-499 |500-999 |[1000- 5000- 10,000+

I I 4999 9999 I | Total

----------------- B LR R R Lt AL EEE TEER R R PR ERY 5

Glass/Packaging 1 1 2 ) 0 1 1"
0.20 0.20 0.40 1.19 0.00 0.20 2.18

----------------- B T T T LT TR R TR P S

Government 4 9 2 10 5 13 43
0.79 1.79 0.40 1.98 0.99 2.58 8.53

----------------- B T e e S e SLEL R R S S

Hospitals 4 7 3 10 0 2 26
0.79 1.39 0.60 1.98 0.00 0.40 5.16

----------------- L L TR R L R L 3

Hotels Motels [ | 6 1 2 0 1 16
1.19 1.19 0.20 0.40 0.00 0.20 3.17

----------------- b LT T e bt SLEEEERRY T S

Lumber Products 6 2 0 5 0 0 13
1.19 0.40 0.00 0.99 0.00 0.00 2.58

----------------- drccecccedrnnrnnradaccacacadacacccnnhooonnnsnadurannnnnad

Merchandising l 4 9 4 7 1 3 28
0.79 1.79 0.79 1.39 0.20 | 0.60 5.56

----------------- e L R A L L L LET SR Y

Metals 5 9 3 4 2 2 25
0.99 1.79 0.60 0.79 0.40 0.40 4.96

----------------- $errsccsadraccscsodoccncsnodeccccccndocccccnahrrannnnnd

Petroleum 0 3 2 1 2 6 14
0.00 0.60 0.40 0.20 0.40 1.19 2.78

----------------- L T L L L ]

Public Utilities 3 4 7 15 1 3 33
0.60 0.79 1.39 2.98 0.20 0.60 6.55

----------------- L T R S R D J

Service Org. 7 | 0 0 0 0 0 7
1.39 0.00 0.00 | 0.00 | 0.00 | 0.00 | 1.39

----------------- decccccandenanncradeccenacodonnnnrnndocnacanndannncennd

Textiles | 1 3 1 2 0 0 7
0.20 0.60 0.20 0.40 0.00 I 0.00 1.39

----------------- L R R Rt SRR T R R

Total 90 M 54 125 40 84 504
17.86 22,02 10.71 24.80 7.94 16.67 100.00

Observations: Responses to the respondents; and organizations with 1 to

Size of Organization by
Number of Salaried Employees

Recruiting Trends survey for 1992-93 were
received from 504 employers representing
businesses, industries, manufacturing
organizations, service sector employers,
and governmental agencies. Organizations
with 1,000 to 4,999 employees represented
24.8% of the respondents; those with 100
to 499 employees represented 22.0% of the

99 employees represented 17.9% of the
respondents. Organizations with 10,000
or more employees represented 16.7% of
the respondents; those with 500 to 999
employees represented 10.7% of the
respondents; and organizations with 5,000
to 9,999 employees represented 7.9% of
the respondents.
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Of the salaried employees (excluding clerical and laborer staff) currently on the payroll
of your organization, how marg salaried employees are in overseas locations.

Responses are listed by EMPLOYER CATEGORY.

--------- s e g R S A R Observations: Of the 1,742,967

Numbe E

ol bl Employees Overseas employees currently on the
Number of | Total [-ez-e-eereececoces payrolls  of 321 business,

___________________ |Employers |Employees | Totel |Percent)  jndustry,  and  governmental

Employer Types agcngics Tes ondmg, 305,7_45

i : 5 o8 ol 3. salaried employees (excluding

8 e e e o | —— | S [P o St clerical and laborer staff) were

Aerospace | 10|  25,195| 590| 2.3% in overseas locations. This

------------------- . I R R R TR LE b

Agribusiness | 10]  8,79| 29|  0.3% zzl:‘;:rs:tmtt;r?plogfs%on ?lfle ggyré%:

------------------- LT TRy ST PR R IECEE L]

T N 18] 44.035] 529 "84 of surveyed organizations.

Banking, Finance | 7]  110,247| 3,530 3.2% Emol . .
""""""""""""" s i patalel T “parieils i P mployer categories wit e
i B 14.4% :
e cwassoms - 130 NOGbd MO Chdad Wouts largest number of salaried
Communication | 12| 214,904]  21,495] 10.0%|  employees in overseas locations
Construction | | 31,80  3,020] 9. were electronics, computers, and
------------------- R R P s a electrical equipment manufacturers
Conglomerates @@ lireenes 3| | 67.8%|  27.400] 40.3% 57.3%); diversified conglomerates
Electronics | 23| 320,346| 183,863| 57.3% 40.3%); textiles, home

------------------- desescciunadrcccccancodunncaccaocdannnnnn :

Engineering, rnishings, and apparel
Consulting & Prof. mar-lufacgurers 3 .9%);
Vs ememsemmane Ll 45| _To.079] 20,78| 26.2%)  engineering, research, consulting,
Food Processing | 8| 7,202| 33| 0.4% and other professional services
------------------- duresssesssbennsnnbensceeokeeenees | (26,20);  chemicals, drugs, and
Glass/Packaging | 7| 39,267 899| 2.2% allied pTOdllCtS 14 4%)’
------------------- 4rerecccsscdencnsnnnacdronnnsssnudosasana . il
Government [ 24| 337,475  25,617| 7.5% automotive and mechanical
------------------- L T S R 3 .

Hospitals | 18] 49,981  4.080] s.1x| cquipment (11.8%); ang
................... USSR 4w o e pEaA communications an
Hotels Motels | 1] - I 0| ©.0%  telecommunications including
Lumber Products | 10] 7,153| 1264  1.7% telephones, newspapers (10.0%).
------------------- e T T TEPERES Y SRR TR ETERS DR

Mo chand (810 s L os! I 72| %% Employer categories with fewer
Metals | 16|  12,293] 1,1%0] 9.2%| than 10% of salaried employees in
retroien U ek s aa|  overseas - locations © were
................... Bosereamnepennanmimpaphensannenetrnnenre| CONSEIUCHON and building
Public Utilities | 24| 85,93 12| 0.0%  contractors (9.4%); metals and
------------------- B s .
Service Org. | 5| 158| 0] 0.0% metal products (92%), hospitals
nedesmepnsstasonnes teomnensze +ememeanoss Bomenosnens $rsonnes and health care services (8.1%);
Ukt ok L T, 5. 591  2.265| 37.9%  governmental administration and
Overall Totals | 321) 1,742,967| 305,745| 17.5%| the military (7.5%); accounting
"""""""""""""""""""""""""""""""""" firms (3.4%); banking, finance,

and insurance (3.2%); petroleum and allied products (2.5%); aerospace and components
2.3%); glass, packaging, and allied products (2.2%); lumber, wood products, and

(Oréltiyt:;re manufacturers (1.7%); food and beverage processing (0.4%); and agribusiness
2 /0 ).

No employees were reported overseas by all other employer categories: hotels, motels,
restaurants, and recreational facilities; public utilities including transportation;
social service, religious, and volunteer organizations; and merchandising and retailing.
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Of the salaried employees (excluding clerical and laborer staff) currently on the payroll

blin

of gour organization, how many are handicappers* (i.e. hearing impaired,
Jvisually impaired, mobility {mpaired, mentally retarded, cerebral palsied, or

epileptic)? Responses are listed by EMPLOYER CATEGORY.

Number of Employees Number of Disabled
with Disabilities Employees
Number of Total |=wew=eswrvssmmnzmes
Employers |Employees Total |Percent
------------------- foemmameanadecennoroasdracioiaan s
Employer Types
Accounting 9 2,055 41 1.9%
------------------- fereccmssmedeascssadsepanacanmsaadonnanns
Aerospace | 7\ 23,130] 154| 0.6%
------------------- S D LR R R it
Agribusiness | 7| 2,005 48|  2.3%
------------------- P e TR Y PR SRR LA ED SRt
Automotive | 9| 2,650 41  1.5%
------------------- frveccommechaccsnccasadeccmnenaaadocceenn
Banking, Finance | 12| 78,157 216] 0.2%
------------------- . AR Rl SR L L L
Chemicals | 8| 22,879 167] 0.7%
------------------- I S Tt TR L S e
Communication | 6| 2,278| 22| 0.9%
------------------- feovmcemccedonccncmncodrorcnsnconpocmco-
Construction | | 6,449 102] 1.5%
------------------- O Lot TR LR St
Conglomerates | 2| 15,094 | 10} 0.0%
------------------- P b SRRl S b E
Electronics | 14| 85,345 268 0.3%
------------------- S S T
Engineering,
Consulting & Prof.
Sves. 32 19,276 214 1.1%
................... femmmessscsbaasncannnnfennsrsscnndonnnnnn
Food Processing | 5| 986| 18] 1.8%
------------------- frmmnanansedescscsnaachoacaccacangoon-no-
Glass/Packaging | A 4,667| 36| 0.7%
------------------- feacasenecsdicannasonadommannnnnsdoranans
Government | 20| 289,615| 12,391 4.2%
------------------- femcaceennndoccnccccnndoraccraacahonnnzan
Hospitals | 12|  26,363| 82| 0.3%
------------------- s S R SRR R RRY LR R
Hotels Motels | 10| 3,514] 68| 1.9%
------------------- B A D T R
Lumber Products | 8| 6,875| %] 0.2%
------------------- R e T
Merchandising i 15§ 37,597 382] 1.0%
------------------- $rccesececsdoccovencnadoccanomccodaconnas
Metals | 13| 9,538| 38|  0.3%
------------------- 4recmcccosadracoccecnnhocsasanmanhonannnn
Petroleum | 3) 10,674 27| 0.2%
------------------- $evemcaccacdonacescancdocncccacoaguoraane
Public Utilities | 16] 36,104 79] 0.2%
=sessesasuneoiisices #acmmmnnann Heeencoanns demeannaaan drmmeann
Service Org. | 5] 158| 6] 3.7%
seempmemennnI N $remmenenn $rressanann O D
Textiles | 34 574 10] 1.7%
------------------- Tt el
Overall Totals | 229| 685,983| 14,434 2.1%

.............................................................

Observations: Employed with 229
organizations responding to this
question were 685,98 salaried
employees. Of these, 14,434 were
handicapped persons (2.1%).

The  highest percentage  of
handicapped personnel were reported
by governmental administration and
military including federal, state,
and local levels (4.2%); social
service, religious, and volunteer
organizations (3.7%); and
agribusiness (2.3%).

Employer categories with fewer than
2% handicapped personnel on their
salaried ¥ayrolls were accounting
firms (1.9%); hotels, motels,
restaurants, and recreational
facilities  (1.9%); food  and
beverage processing (1.8%);
textiles, home furmishings, and
apparel  manufacturers  (1.7%);
automotive and mechanical equipment
(15%); and construction and
building contractors él.S% :
merchandising and retailing (1.0%);
and engineering, research,
consulting, and other professional
services (1.0%)

Fewer than 1% of salaried empl(:}]vees
were handicappers employed with all
other employer categories.

*Note: The term handicapper
was chosen rather than disabled
to describe one who competes in
spite of a handicap. By
efinition, a handicap is any
encumbrance or disadvantage that
makes success more difficult. The
idea of competing with a
"hand-i-cap" makes the individual's
chances of winnin egual. To the
contrary, the "disabled" is one who
is unable to cI:Jerforﬂzl work,
weakened, crippled, incapacitated,
or disqualified.
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Within the last year (1991-92), how many salaried employees were laid off by your
organization? Responses are listed by EMPLOYER CATEGORY.

Number of Employees Layoff of Salaried
Laid Off Employees
Number of Total  |=--=cr=ecccccnce--
Employers |Employees Total  |Percent
------------------- R e SR R L]
Employer Types
Accounting 8 1,615 7 0.4%
------------------- L R S
Aerospace | 9| 24,230 2,649] 10.1%
------------------- L LR R s S
Agribusiness | 9| 8,290| 234| 2.8%
................... I A I E T IR TRt
Automotive | 13) 41,135 307 0.7%
------------------- L Rt LR L T
Benking, Finance | 19| 103,757| 3,737 3.6%
------------------- e e T R
Chemicals | 12| 37,014 159| 0.4%
................... LT T T P S ST Sy
Communication | 10| 63,852 229] 0.3%
------------------- B e
Construction | 13 30,090| 929 3.0%
------------------- 4ecommacccadacccccaccodeccccocnnadaanaaan
Conglomerates | 3 67,894 | 103 0.1%
R Rt e fmmmmmeane derseanunna e
Electronics | 23| 233,486 3,740  1.6%
------------------- $ecceccnccodecccroncenpancnancosodococnna
Engineering,
Consulting & Prof.
Sves. 45 80,179 2,441 3.0%
................... $rrsasrscsadannscsasavedeacacnennchosscnns
Food Processing | 10} 7,842| 92| 1.1%
................... B T e g W
Glass/Packaging | 6| 8,860| 392 4.4%
------------------- R s R TR R P
Government | 26| 298,475] 559] 0.1%
------------------- L Ll TR TS T T P
Hospitals | 15| 38,261 58] 0.1%
------------------- L T I ST
Hotels Motels | 13] 5,714 41| 0.7%
------------------- B R T S
Lumber Products | 10| 7,153 12| 1.5%
------------------- e S
Merchandising | 20| 49,647 693 1.3%
------------------- B ik L T I PRSP SN
Metals ] 17] 43,270| 132 0.3%
------------------- Bk T S T T
Petroleum | 4| 25,674| 205| 0.7%
------------------- A R R R Y R ey S
Public Utilities | 24|  83,899| 904  1.0%
------------------- D e L LT Ty
Service Org. | 5] 158 13| 8.2%
------------------- P T S N
Textiles | 5| 2,496 163| 6.5%
------------------- e e Sy st Sy
Overall Totals | 317| 1,262,991| 17,699]  1.4%

Observations: Among 317
organizations responding to this
uestion, 17,699 salaried employees
?1.4%) were laid off last year
1991-92). Employed by these
employers were 1,262,991 salaried
personnel.

Layoffs were reported by every
employer category.

The highest percentages of salaried
em(floyees were laid off by aerospace
and components (10.1%); social
service, religious, and volunteer
organizations (8.2%); textiles, home
furnishings, and apparel
manufacturers (6.5%); glass,
packaging, and allied products
(4.4%%} banking, finance, and
insurance (3.6%); construction and
building contractors (3.0%);
engineering, research, consulting,
and other professional services
(3.0%); agribusiness ( 2.8%§;
merchandising and retailing (1.3%);
electronics, computers, and
electrical equipment manufacturers
1.6%); lumber, wood products, and
rniture manufacturers (1.5%); food
and beverage processing (1.1%);
public utilities including
transportation (1.0%); automotive
and mechanical equipment (0.7%);
etroleum and allied products
0.7%); hotels, motels, restaurants,
and recreational facilities (0.7%);
chemicals,  drugs, and  allied
products (0.4%); accounting firms
§0.4%;; metals and metal products
0.3%); communications and

telecommunications including telephones, newspapers (0.3%); hospitals and health care
services (0.1%); diversified conglomerates (0.1%); and governmental administration and
military including federal, state, and local levels (0.1%).

Only included in this analysis were organizations reporting data on total salaried

employees and salaried employees laid off.



Among the new college
were minorities (Black
Islanders, or American Indians)? Responses are

New Graduates
Hired Last Year

Accounting
................ +
Aerospace |
................ +
Agribusiness |
................ +
Automotive |
---------------- +
Banking, Finence|
................ +
Chemicals |
---------------- +
Communication |
................ +
Construction |
................ +
Conglomerates |
................ +*
Electronics |
................ +*
Engineering,

Consulting &
Prof. Svcs.

................

No. of
Number | New
of Grad
Employ- |uates
ers |Hired
------- dennnend
9 209
..............
8| 83|
............. +
8| 76|
------- Fevanced
10| 723
------- EXEEEEET ]
16| 831|
------- T
13| 622}
------- Homacecd
1] 1,116]
------- $ocecend
1] 222|
------- L
2| 37|
------- LIERRRYY 3
21| 2,039|
------- doccncod
35| 1,901
------- doceeccd
10| 90|
------- doencccd
71 112}
------- $omecaod
20| 1,601
------- e
15| 561|
------- LR CERE
13| 86|
------- e 2
7] 52|
------- Hmmanead
20| 1,449|
------- T
14| 48|
------- e
3 38|
------- e
20|  365|
------- T
5] 9]
------- LT
5| 69|
------- EEEEET
283|12,773|

Number of
Minorities
Hired
Total

Hired |Percent

...... deamcnce

...... $eocoans

...... $rmnmeca

...... $eanacan

...... $reanans

...... deecenvan

2,236| 17.5%
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aduates hired by your organization last year (1991-92), how many
African-American, Hisganic, Spanish/ American, Asian/ Pacific

sted by EMPLOYER CATEGORY.

Observations: Among 283 employers r%port.ing
hires of minority graduates last year (1991-92),
2236 of 12,773 new hires were minorities
(17.5%). -

Employer categories with the greatest percentage
of minority new hires were communications and
telecommunications including telephones,
newspapers (32.7%); construction and building
contractors (31.9%); petroleum and allied
products (28.9%); aerospace and components
(24.0%); merchandising and retailing 0.7%;;
banking, finance, and insurance 20.2%);
textiles, home furnishings, and apparel
manufacturers  (20.2%); ublic  utilities
including  transportation 19.7%);  glass,
packaging, and allied products (19.6%);
governmental administration and military
mcluding federal, state, and local levels
(18.4%); engineering, research, consulting, and
other professional services (17.9%); diversified
conglomerates €17.5%; chemicals, drugs, and
allied products (16.8%); lumber, wood products,
and furniture manufacturers (15.3%); hospitals
and health care services (14.9%); accounting
firms (12.9%); food and beverage processing
(12.2%); metals and metal products (11.4%);
hotels, motels, restaurants, and recreational
facilities (9.3%); electronics, computers, and
electrical equipment manufacturers (9.2%);
agribusiness  (7.8%); and automotive and
mechanical equipment (4.1%).

Only organizations reporting data on both total
new hires and number of minorities hired were
included in this analysis.
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Among the new college graduates hired by your %anization last year (1991-92), how many

were were women? Responses are listed by EMP

New Graduates No. of| Number of
Hired Last Year |[Number | New Women Hired

of Grad- [=--e-eevecenen

Employ- Juates |Total

ers |Hired |Hired |Percent
---------------- L Y TR TR TR E I S
Employer Types
Accounting 9 209 13| 54.0%
---------------- deccocnodocnacedenncnnfonncnas
Aerospace | 8| 83| 20| 24.0%
---------------- T S
Agribusiness | 8 76| 30| 39.4%
---------------- Rt T
Automotive | 10 723| 32|  4.4%
................ L et s LR R LT i,
Banking, Finance| 16| 831 447| 53.7%
---------------- R L L0 L S
Chemicals | 13|  622] 145 23.3%
---------------- R R it SRR RT Tr T
Communication | 1] 1,116 694 62.1%
---------------- R Rt ST I SRSt G
Construction | 1] 222) 5] 11.2%
---------------- L D e T T
Conglomerates | 2] 37| 120 32.3%
---------------- D R LT TR R S S
Electronics | 21| 2,039| 433] 21.2%
---------------- e LT T Tpa
Engineering
Consulting &
Prof. Svcs. 35( 1,901 653 34.3%
---------------- D Dt LTIt Sup
Food Processing | 104 90| 28| 31.1%
---------------- LR LT R TR S
Glass/Packaging | 7l 112 22 19.6%
---------------- LR LT LT E T Touupup
Government ] 20| 1,601| 559| 34.9%
---------------- $occmceapoccncadaccncadaronans
Hospitals | 14| 549| 385 70.1%
---------------- L Y R O S
Hotels Motels | 13| 86| 42| 48.8%
---------------- R D SRt SRR
Lumber Products | 7| 52| 17| 32.6%
---------------- L T ST S,
Merchandising | 20| 1,449 818| 56.4%
---------------- $ormrreadoccccadannnccdonccnna
Metals | 14| 148) 19| 12.8%
---------------- R R Gty IR SN
Petroleum | 3] 38 14| 36.8%
---------------- Feacecacdecccaipennciagnanann
Public Utilities| 19]  365| 74] 20.2%
---------------- LR R R Rt LR TR P,
Service Org. | 6| 11} 5| 45.4%
---------------- LR R S LT T TRE T T
Textiles | 5] 69| 31| 44.9%
---------------- LR SRR EE LTt Puppa
Overall Totals |  282|12,763| 4,726| 37.0%

................................................

YER CATEGORY.

Observations: Among 12,763 new college hires
reported by 282 employers res ondiztlyg to this
question, 4,726 women were hired (37.0%).

The employer categories with the highest
ercentage of women among their new college
ires were hospitals and health care services
(70.1%); communications and telecommunications
including telephones, newspapers (62.1%);
merchandising and retailing (56.4%); accounting
firms (54.0%); and banking, finance, and
insurance (53.7%).

Employer categories hiring fewer than 50% women
were hotels, motels, restaurants, and
recreational facilities (48.8%); social service,
religious, and volunteer organizations (45.4%);
textiles, home furnishings, and apparel
manufacturers (44.9%); agribusiness {39.4%;;
petroleum and allied products (36.8%);
overnmental administration and military
including federal, state, and local levels
(34.9%); engineering, research, consulting, and
other professional services (34.3%); lumber,
wood products, and furniture manufacturers
(32.6%); diversified conglomerates (32.3%); food
and beverage processing (31.1%); aerospace and
components (24.0%); chemicals, drugs, and allied
products (23.3%); electronics, computers, and
electrical equipment manufacturers (21.2%); and
public  utilities  including  transportation
(20.2%);

Hiring of fewer than 20% women was reported by
glass, packaging, and allied products (19.6%);
metals and metal products (12.8%); construction
and building contractors (11.2%); and automotive
and mechanical equipment (4.4%).

Organizations reporting data on both total new
hires and number of women hired were the only
ones included in this analysis.
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Among new college graduates hired by your organization last year (1991-92), how many had
no prior career-related work experiences? Responses are listed by EMPLOYER CATEGORY.

................................................

New Graduates New Hires
Hired Last Year No. of without
Number | New Experience
of Grad- |==-===ceommmmT
Employ- |uates |Total

ers |Hired |[Hired |Percent
---------------- B bt SEEETRL TRE
Employer Types
Accounting 9 209 166 79.4%
---------------- daseccsoadesscoagonsonndanaanns
Aerospace | 6| 49| 32| 65.3%
---------------- 4ecacvechocccocdancenadooncann
Agribusiness | 8| 76| 27| 35.5%
---------------- 4russacehonnrachencnsagecacnas
Automot ive | 10| 660] 34| 5.1%
---------------- R L
Banking, Finance| 17] 866] 606] 69.9%
---------------- Lk LR SR PR ETY TR
Chemicals | 10| 301 99| 32.8%
---------------- fe-ecseedencccadrecnacdeconcee
Communication | 9| 84| 15| 17.8%
---------------- $uanmsmedonmsmsdarccnadosrccan
Construction | 10| 222] 147| é66.2%
---------------- fommmmcepanceccdocacandoancoce
Conglomerates | 2| 37| 30] 8.0%
---------------- e LR ET TEE R PR
Electronics | 19] 1,852] 452| 24.4%
---------------- R e L SRR R
Engineering,
Consulting &
Prof. Svcs. 35 470 247 52.5%
---------------- foscbcnedeacascdanannodnoasnan
Food Processing | 10} 90| 45| 50.0%
---------------- focscameduossmacdunncsaduacanan
Glass/Packaging | 6{ 92| 58| 63.0%
---------------- frasncmndecssnndoncccadonncace
Government | 18] 363] 193] 53.1%
---------------- gocrmcecdocccccdocncncgracenna
Hospitals i 12| 493] 109| 22.1%
---------------- T T s SEE SR
Hotels Motels | 13| 86| 4]  4.6%
---------------- T TR PR SRR R TR
Lumber Products | 7| 52| 32| 61.5%
---------------- frememmepeanacacdecaccadocnocne
Merchandising | 18| 1,317] 548] 41.6%
---------------- deosmmessadrnnaredoncnnadecnnscs
Metals ! 13|  138) 80| 57.9%
---------------- forcaccaducsenapanannanpenannnn
Petroleum | 1 8| 6| 75.0%
---------------- $rccmmncdacecondmnccachoraannn
Public Utilities| 19| 250] 54| 21.6%
------- L LEET TR PEEERS TEEREEL TEEEERE
Service Org. | 6| 1] 5| 45.4%
---------------- R e e
Textiles | 6| 71| 40| 56.3%
---------------- drecenmsfenccccdeccccagoncanas
Overall Totals | 264| 8,131| 3,029| 37.2%

Observations: Of the 8,131 new college
graduates hired by 264 surveyed em loyers last
year, 3,029 new hires (37.2%) had no prior
career-related work experiences.

Only organizations reporting data on both total
new hires and new hires without career-related
work experiences were included in this analysis.

The highest percentages of new college hires
without career-related work experiences were
reported by the following employer categories:
accounting firms (79.4%); petroleum and allied
products  (75.0%); banking, finance, and
insurance (69.9%); construction and building
contractors (66.2%); aerospace and components
E65.3%;; Flass, packaging, and allied products
63.0%); lumber, wood products, and furniture
manufacturers (61.5%); metals and metal products
(57.9%); textiles, home furnishings, and apparel
manufacturers (56.3%); overnmental
administration and milita.lg' including federal,
state, and local levels (53.1%); engineering,
research, consulting, and other professional
services (52.5%); and food and beverage
processing (50.0%).

Reporting fewer than 50% of new hires without
career-related work experiences were social
service, religions, and volunteer organizations
(45.4%); merchandising and retailing (41.6%);
aF'ribusiness (35.5%); chemicals, drugs, and
allied products (32.8%); electronics, computers,
and electrical equipment manufacturers 524.4% :
hospitals and health care services (22.1%);
public  utilities including transportation
(21.6%); communications and telecommunications
including telephones, newspapers (17.8%);
diversified conglomerates (8.0%); automotive and
mechanical equipment (5.1%); and hotels, motels,
restaurants, and recreational facilities (4.6%).

New college graduates with career-related work experiences were preferred by employers:
cooperative education assignments, internships, summer employment, part-time positions,

etc.
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How many foreign nationals were hired last year (1991-92) for positions with your
organization in the United States? Responses are listed by EMPLOYER CATEGORY.

--------------------------------------------- Observations:  Of the 10,276 new college

Hived Last vear No. of| Nationals | graduates hired by 282 surveyed emplgyers last
Nnber | New [Hired inU.s. | year, 509 were foreign nationals (4.9%) filling
Loty Woear 1 sitions with these organization in the United

ers |Hired |Hired |Percent| otates.

---------------- L R TR ST

Empl T . . .

o AL A Only organizations reporting data on both total

Accounting , S ol .29k ol -0-0%-pew graduates and foreign nationals hired in the

Renae e | 9| 8| o] o.0x United States last year were included in this

---------------- e STl - 11 1\ L8

ortoustnese L BB 6

Automotive | 9| eo0] 8| 1.3%x| Employer categories with the highest percentage

s i tes i == e jroiar ~E of foreign nationals hired for positions in the

Benking, Finance| 16| 802) 0] 1.2% . o P

................ deeeeemageeaan-teenenntenenne- | UNIted States were electronics, computers, and

Chemicals 1 _____ ]?l___623l 9114% electrical equipment manufacturers 19.2%;;

P o| 34| o| o.0x| chemicals, drugs, and allied products (10.4%);

sessnessnvesasss $emreees +uogess $oeones demesese food and beverage processing (8.9%); hotels,

Construction L. .M &l M 3. motels, restaurants, and recreational facilities

Conglomerates | 1] 11 o o.0%x| (8.1%); a bus(mess)(ﬁl.S‘%tJ)); petrcgeurnd and

"""""""" dosresoedenoosodeoo-mkeooeoo- | gllied products (5.7%); lumber, wood products

Elect i 1 R L . b} ] " y

Electronics ..1.....21 1.862] 36| 19-%%| and furniture manufacturers (3.9%); hospitals

Engineering, and health care services (3.8%); construction

Consulting & G . o

el U 40| 2,131] 32| 1.sx| and building contractors (3.7%); merchandising

Seeseessanetenibenaaons #omean #enennn bennnnn and retailing (3.3%); and glass, packaging, and

Food Processing | 7| 78| 71 8.9% allied products (3.1%).

--------- + + codrmamneprzanaas p

Glass/Packagingl 51 641 21 3.1% Ap imately 29 f h - dléiial

"""""""""""""""""""""""""" roximately 2% or fewer foreign nationals were

G G ; p

ST S e L.2003% M %% hired by metals and metal products (2.0%);

Hospitals L) el 25) 3.8% public  utilities mcludmﬁJ transportation

Hotels Motels | 13| 8] 7] s.x| (1.8% ;ctt]‘;xtlles,({igf;‘; furnishings, an aPParfll

---------------- #reeesentenaaenbeoeooedeo oo - | manufacturers (1.6%); engineering, research,

tumber Products | .71...521 . 2l 3-8 copsulting, and other professional services

Merchandising | 19] 85| 28] 3.3%| (1.5%); automotive and mechanical equipment

---------------- docecccoapocacandencnnagacocons a ) -1 3

e | 171 19a) i 2ox 1.3%); and banking, finance, and insurance

................ L SR WOl N W | (7 7,0

Petroleum | 2| 351 2| 5.7

---------------- L e et R R T . . . .

Public utilities] 24| 383] 7| 1.sx| No foreign national hires were reported by

S *l‘ """ T - governmental  administration and  milit

.......... R | WL N including federal, state, and local;

Textiles | 3] 60| 1| 1.6%| communications and telecommunications includin,

---------------- domcccccdennmncdoocccagacaana- .

overall Totals | 282|10,276] 09| 4.o%| telephones,  nmewspapers;  aerospace  an

........ semmnereeneees s LT components;  diversified  conglomerates;  social
service, religious, and volunteer organizations;
and accounting firms.
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How many foreign nationals were hired last year (1991-92) for positions with your
organization in overseas locations? Responses are listed by EMPLOYER CATEGORY.

Consulting &
Prof. Sves.

................ +
Food Processing |
................ +*
Glass/Packeging |
................ +
Government |
................ +
Hospitals |
---------------- ’
Hotels Motels |
---------------- <+
Lumber Products |
................ +*
Merchandising |
................ +
Metals |
................ +
Petroleum |
................ +
Public Utilities|
................ +
Service Org. |
---------------- ’.
Textiles |
---------------- +
Overall Totals |

New Graduates Foreign
Hired Last Year No. of| Nationals
Number | New |Hired Overseas
of Grad- |-=csememnraann
Employ- |uates |Total

ers |Hired |Hired |[Percent
................. becsssnnhrannnspoonnendennssnn
Employer Types
Accounting 9 209 0 0.0%
---------------- D et S e P R
Aerospace | 9 83| 10] 12.0%
---------------- LR TR Y P
Agribusiness | 9l 76| 3] 3.9%
---------------- droemsnapaccamapaccnnadoncoannn
Automotive | 6 21| 2| 9.5%
---------------- $recccccadecaccchanccnadocanccs
Banking, Finance| %] 711 56| 7.8%
---------------- e s L E T TR
Chemicals | 1| 312| 10| 3.2%
---------------- deveccaadoccncadoia i adonanans
Communication | 9 34| 0] 0.0%
---------------- L tt TEEEETT TP PSPPI
Construction i 12 210| 20| 9.5%
---------------- L T s SRR TR
Conglomerates | 14 1 0] 0.0%
---------------- decseccrcdecccncpocccnconneann
Electronics | 13| 1,185| 26| 2.1%
---------------- LR TR R T TR
Engineering,

35| 425 7| 1.e%
------- B e
4| 54| 3| 5.5%
------- e s e T
4] 59| 0] 0.0%
------- LT T
21| 1,564| 0| 0.0%
------- L R L TR PR
14| 628] 0] 0.0%
------- $ecccacdoncncadonccnn.
12) 81 0] 0.0%
....... T LT LT T
8| 52| 1 1.9%
------- E T LT L r T e
19] 82| 3| 0.3%
------- desnenedoncccnpoccanan
121 114) 3| 2.6%
------- docccrcdoccccndonanann
11 27 0] 0.0%
------- decceedrecacahoccaann
19] 348] 3| 0.8%
------- doccecadrnanceponcacas
5] 9] 0| 0.0%
------- L Lt TTETEY SRR
4 61 1 1.6%
------- et TR TS
251| 7,089 148] 2.0%

Observations: Of the 7,089 new college
graduates hired by 251 surveyed emplgyers last
year (1991-92), 148 personnel (2.0%) were
foreign nationals hired for positions with these
organizations in overseas locations.

Employers reporting data on both total new
graduates hired and foreign nationals hired for
positions in overseas locations were the only
ones included in this analysis.

Employer categories hiring the greatest
percentage of foreign nationals for positions in
overseas locations were aerospace and components
12.0%); construction and building contractors
9.5%); automotive and mechanical equipment
9.5%;; banking, finance, and insurance E .8%%;
ood and everage  processing  (3.5%);
agribusiness  (3.9%); chemicals, drugs, and
aﬁli-ed products (3.2%); metals and metal
products (2.6%); electronics, computers, and
electrical equipment manufacturers (2.1%);
lumber, woo roducts, and furniture
manufacturers (1.9%); engineering, research,
consulting, and other professional services
(1.6%); textiles, home furnishings, and a?parel

manufacturers (1.6%); public utilities including
transportation (0.8%); and merchandising and
retailing (0.3%).

No foreign nationals were hired for positions in
overseas locations by all other employer
categories.
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How many U.S. citizens were hired by your organization last year (1991-92) for
positions in overseas locations? Responses are listed by EMPLOYER CATEGORY.

New Graduates
Hired Last Year

Engineering,

Consulting &
Prof. Svcs.

................

Number of U.S.
No. of |Citizens Hired

Number | New Overseas
of Grad- f-==rmsecneona.

Employ- |uates [Total

ers |Hired |Hired |Percent
------- LR ED T LR
9 209 0 0.0%
------- AR R T SR,
10| 83| 10| 12.0%
....... $eeceradiccscapanssnnsn
9| 76| 2| 2.6%
------- R T D
9 713| 2| 0.2%
------- LR R
%] 71| 2| o0.2%
------- L LR RY TP
M| 437] 0] 0.0%
------- Fececcedececcedrannnan
10| 47| 0] 0.0%
------- R s LT R P
12 210] 0] 0.0%
------- LR TP SR
1 1 0] 0.0%
------- LA LEEY TR TR SR
16| 1,304 12| 0.9%
------- SRR E T T SR
39| 2,121 26 1.1%
.................... $rscnana
3) 52| 0| 0.0%
------- $ecemredeccondronccas
4| 59| 0] 0.0%
------- LR TS R R S ppap——
19] 1,524] 63| 4.1%
------- $ocerecdeccccapoonanaa
16] 651 11 0.1%
------- Hoccccndrccccadiccnnan
12] 81| 0] o0.0%
------- LAEEERET TR TR Sy
6| 51| 0] 0.0%
------- $ececedeccicagoanaa.a.
20|  855| 1]  0.1%
------- R s L LTS
%] 167) 91| 54.4%
------- LR EE T T A
3] 195) 2| 1.0%
------- e L S
18| 218| 4| 1.8%
------- AR R T Y
5| 9| 0] 0.0%
------- LEEEEEET TEEY TP
4| 61| 0] o0.0%
------- LARRREET TET T TP P
264] 9,835) 214 2.1%

Observations:  Hired by 264 organizations
reporting statistics on U.S. citizens placed in
gositions in overseas locations last year were
14 new employees. This figure represented 2.1%
of the 9,83? new college hires reported by these
organizations.

Only employers reporting data on both total new
graduates hired and U.S. citizens placed in
positions in overseas locations were included in
this analysis.

The highest percentage of new hires reported
with U.S. citizenships and employed in overseas
locations were in metals and metal products
(54.4%); aerospace and components (12.0%);
overnmental  administration and military
including federal, state, and local levels
(4.1%); agribusiness (2.6%); public utilities
including transportation (1.8%{;’ engineering,
research, consulting, and other professional
services (1.1%); petroleum and allied products
(1.0%); electronics, computers, and electrical
equipment manufacturers (0.9%); banking,
finance, and insurance (0.2%); automotive and
mechanical equipment (0.2%); merchandising and
retailing (0.1%); and hospitals and health care
services (0.1%).

No other emgloyc_r categories reported new hires
who were U.S. citizens and employed in overseas
locations.
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Does your organization have an international placement program for new college
graduates? Responses are listed by EMPLOYER CATEGORY.

Ceeeeesseseaseaeeaeesseseanesesseaeaaaes Observations: International placement programs
International Placenent Program|  yore offered for new college graduates by very
Yes I No few surveyed employers. Of 330 employers
Napor 1 Thper 1 responding, 11 organizations (3.3%) provided
of of international placement dprggrams.l When
Employ- Employ- rograms were provide y employers in
ers |Percent rs |Percent P g‘l" 5 p :
.............. | ers [|Percent| ers |Percentl stateside locations, these programs mainly
Employer Types consisted of referrals of foreign nationals to
Accounting . : sl 100.0x| contacts in their country of origin.
-------------- 4ecessccpennasnopacccccchecuncan
Aerospace = | Aol lol 000k For  oyverseas  assignments, 1angna%e
Agribusiness | . by 10| 100.0% proﬁciencies,Tgther than English, wer&e usuatiy
<—— m—— e T " St e e required. ese programs were Irequently
oo L S 1 7ex] 2 23 conducted through corporate headquarters in
g?n:ri'rc\g, w8l 100.0x| OVETSEdS cities (i.e. Paris, France; London,
T eec L RATRE ) S ..o:22l England; etc.).
Chemicals | A 7.6%  12] 92.3%
-------------- drrresacheccccssdannscccgoccccs * : : 1
Communication | -I " 12| 100.0% The employer categories offering mte;natlon%l
-------------- #eemcelgeccciilpeniiaeise.-e- | placement programs were ‘automotive  an
Gonatnickion W ol E 1.0 100.0%  mechanical equipment; chemicals, drugs, and
Conglomerates | 1] 50.0%| 1| so.ox| allied products; diversified conglomerates;
e e et pmesees e Ha— electronics,  computers,  and electrical
Electronics _ ] ... 2| 8.0x | 92.0%  omiipment manufacturers; engineering, research,
Erainesr(ng; consulting, and other profession senlnlces;
Consulting i i ili
kol al  e.0x w| s0.¢| and pvemmental administration and military
-------------- O P Y TR inclu lngfﬂderal, state, and local.
Food
Processing . | 9| 100.0%
-------------- $rnesncafpesnnssopacscccaPuecscsncs
Glass/Packagi-
ng ] 9] 100.0%
-------------- fossnscodrarsnnodevacccsdoanccasn
Government | 2| 8.0% 23] 92.0%
-------------- $roccccodornamcauannsnafuccanns
Hospitals | .| -l 19| 100.0%
-------------- B Y TR T T
Hotels Motels | .l .l 13| 100.0%
-------------- @ecacocchennccsspocncnccpoccncan
Lumber
Products . l 9| 100.0%
-------------- Poccascedecccccshorsancodanmanns
Merchandising | .l . 22| 100.0%
.............. fesasscefposacccsdhascascodpoacaccs
Metals | .l .| 17| 100.0%
-------------- fovccsaspoaccscepocasscnpacsnnnn
Petroleum | . el 3| 100.0%
-------------- ducecccscepocccncsparacancpocscace
Public
Utilities A 3 24| 100.0%
-------------- @eecsevccdrssccsapumnamacpuarannn
Service Org. | .| .| S| 100.0%
-------------- 4ceccccodacscosnpranccsoprasconn
Textiles | . .| 6| 100.0%
-------------- docssacedonccccasposccncshesasccs
Overall Totals| 1] 3.3%| 319 96.6%

................................................
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Within the past five years, has your organization been involved in any of the following
"reorganization” activities? Responses are listed by EMPLOYER CATEGORY.

R S R R R e e Observations: ~ Within the past five
Rl ears, 207 organizations (63.4%) were
------------------------- Total involved in one of the reorgamzanon
Lodes L Mo ) Reseense | activities listed.
N | PCTN | N |PCTN | N | PCTN
SERAEIRSERIAR e s s oo o s e Tooe ot omRES i Most frequently occurring of the
Reorganization . + el
Activities reorganization activities
Plant Closings| 78| 26.0% 222| 74.0%] 300] 100.0% dowmsizing, Of the: surveyed « (i) loyers
pene s o e R L NA responding,  63.4%  experienced  this
Pertial Plant I activity. Also occurring for more than
Closures ....L..33] 18.4%] 25| 81.5%] 288] 100.0%  half of the respondents were layoffs
Division (57 3%)
Closures 35 19.0% 234| 80. 9%| 289| 100.0%
.............. doccvpeccscacdpecnchsncanschonsahenrannn *
Downsizing | 207| 63. 4x| 119| 36. sx| 326| 100.0% Less  frequently occurring were
-------------- #omsodenarascboesnboeeenteenbeooooo | acquisitions (36.8%), plant  closings
e smsres 1.3??1..??.?’."_3??'..’.‘?.?’.“.?!?'.3‘."."?" (26.0%), mergers (23.0%), division
Mergers | 67] 23.0%] 224| 76.9%] 291] 100.0% closures (18.4%), partial plant closures
""""""" " Bt o ey cep s e S R 18.4%), divestitures (16.6%), and
Acquisit 109| 36.8%| 187] 63.1%| 296| 100. (18.4%),
o 100 365 '....' ....... [26] 0,01 Lo s (5.4%).
Takeovers | 15| 5.4%| 258] 94.5%| 273| 100.0%
.............. freccdassssvopocsshuncnccuhananhossnass
Divestitures | 47| 16.6%| 235| 83.3%| 282| 100.0%

-------------------------------------------------------

REORGANIZATION ACTIVITIES BY TYPE
Percentage of Employers involved

70% -
60% -|
e 11 | E—
40% -

30% -

19.0%

18.4%
20%

10% -

0% -

Piant Partlal Dlvision Down- Lay- Merg- Aquis- Take- Dlvest-
Closings Closing Closing slzing offs ers Itions overs itures

Type of Reorganization
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If your organization has been involved in "reorganization" activities during the last
five years, how many salaried employee positions were lost or gained?

"""""""""""" cuiniows of posicions | Observations:  Among 240
Number o [ T organizations reporting involvement
o Tota ercent 1 1 it
Employ- |[Employ-| Total of Average “ﬂtl:l reorganization activities
ers ees |Positions | Total |Gain/Loss dl.ll’ll!g the last five years, 24,454
Eectover Ty 1 i i cemm— e . salaried employee positions were
R bt IS = lost, but 40 employers (15.9%)
nccounting | 5| so|  s| o.Ml 1) reported minimal gains in salaried
Aerospace | 8| 23,730  -1,735| -7.3% -216| employee positions.
---------------- domcmcmedraccceshonccascsccporcnacadocsonaanae
aaribeeioess |, SILEEOL o SR LAN . 3| Reporting gains in salaried
Automot i ve | 10| 38,397]  -1,137| -2.9%| -113| positions caused by reorganization
---------------- fecscacapancasanedrnccencnnodonrnocahusaconane it
Banking, Finance| 10| 62,097 -2,038| -3.2%| -203 ggg:gsl;;gwer(cg 5972;1 an;indbevegﬁggg
---------------- decccscadacnccseduosnnnnncodrasoccadacccccnens . 9 ]
Chemicals | 12| 37,014  -2,303| -6.2%| -191 packaging, and allied products
---------------- $erececadecsccachrccanncacaahancaseopoanacrccen
Communication | 9| 20,053 -1,054] -5.2%| -117 (18%
---------------- 4eccccmadonsennaderonccncandanccccsdocconcacns
STl N I P e %| The employer categories reporting
Conglomerates | 2| 15,094| 10| -0.0%| 5| the greatest losses of sal%rned
---------------- e Y e LLEEEE 4 1
Electronics | 19]268,489|  -6,447| -2.4%| -339 F‘i%%‘,’;s v:)%l:‘ol;fﬁ:? un;;n allilg;
---------------- 4eescecadrracccadocsccccsondeacancodrcanaanans =1U, y
Enginessio, products (-9.5%), aerospace and
prof. Svcs. 35| 43,611 -917| -2.1% -26 ggmi’fl’]{lems ('7-3%);(] textiles, homei
EOLE LT PCETPPEE SPEEEP Focanes  SREEPPRTER #eeanns #eeemraaens 1shings. an appare
Food Processing | 4] 2,110| 190  9.0%| 47 mamm?facgr'ers (-6.9%); chchpca]s
---------------- docaccacdeccccandrosccccnnadmancncchoaaccnanan . ' ’
Glass/Packaging | 5| 10,757| 197]  1.8%| 39| drugs, and allied products (-6.2%);
---------------- fucmcccofrcaconnpocccccaanaparoccscdocaaaannne
Government | 15| 89,533 -704| -0.7%| -46 l::é:é;,tiol?a?tels’fa ciﬁﬂ:;n ant(s,s 3%?)(1
---------------- deccresedeccccenduccnnccscapocccecadananccacas =t ’
Hospitals | 13| 34,2641| -560| -1.6%| -43| lumber, wood products, and
"""""""" N T awyloe|  furni ufacturers (-5.3%);
Hotels Motels | 10| 5,412 -201]  -5.3%| -29 roiture :_pan a ‘ O(i
---------------- #ereeeebeaciecadiaaiaensabooseanndenooeeo-- | COMMUNications an
tusber Brodietsl [ 6 mGsS96l] B2l ESE3X| -62|  telecommunications including
Merchendising | 18] 48,137  -1,942| -4.0%] -107| telephones, newspapers (-5.2%); and
______________________________ S LEEEEEEE SRl le eI & . . S
Metals | 13] 41,200} 57| -0.3%| “3;| social  service,  religious, and
................ beceesopeenloeedeniiiinsguenninedennananena | vOlunteer organizations (-5.0%).
Petroleum l 21 10,450| -999| -9.5%| =499
------------------------------ T TEr PETTE L PR
Public Utilities| 18| 75,564]  -3,046| -4.0%| 19| Losses of less than 4% were
---------------- e e e e Y R 1
reported by construction and
Service Org. 5 158 -8| -5.0% - 1 gt
cocoassanntunnn |- - | — | S | building  contractors  (-4.0%);
Textiles | 3| 57| 40| -6.9%| -13| public utilities including
““““““““ ot b i, e e I ortation (-4.0%);
Overall Totals |  240|865,957| -24,454| -2.8%| -1p9| ramns S

------------------------------------------------------------- merchandising and retailing

(-4.0%); banking, finance, and insurance (-3.2%); automotive and mechanical equipment
(-2.9%); electronics, computers, and electrical equipment manufacturers (-2.4%);
engineering, research, consulting, and other professional services (-2.1%); hospitals and
health care services (-1.6%); agribusiness (-1.3%); governmental administration and
military including federal, state, and local levels (-0.7%); and metals and metal
products (-0.3%).

Downsizing, job eliminations, and corporate mergers in surveyed employers were
accomplished by offering early retirement packages, reassignin employees to different
positions, transferring some employees to other corporate ivisions, and laying off
professional personnel when necessary.
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Did any changes in recruitment of new college graduates result from these
"reorganization” activities? Responses are listed by EMPLOYER CATEGORY.

................................................................ Observations: In  many
GntrfLose I Recrubotiig organizations (217) responding to
T R OO /... s this year's survey,
. p— N "reorganization” activities
mploy- ota ota o verage . - 1
ers Hired |Positions | Hired |Gain/Loss lat(l;t;l:é]etilg:d fort'hell' new recrggﬁggg;
----------------- R e R R L L
o A il graduates. Some of these changes
Accounting 6 36 -5| -13.8% -0 wri:'e positive, a few negatl\re;i and
---------------- drmmemsodesecesdoccocsenoodooneooode-oooo-- | other  orgamizations reported 1o
A -192|-426. - s
e el [ T T L Rl . & changes caused by reorganization
Agribusiness | 8 78l 1) 1.3 -0| activities.
............................................... desssscnann
Automotive i 1] 783 396| 50.5%| 33 ” %
seoemrmeneeaaas feew . $oaannn B #eeeenns o Employer  categories  reporting
gartiogy Bibancell ML S o0l e, 4| positive influences on their hiring
Chemicals | 8] 268 | -30] -11.1%] -3| projections were engmeering,
é;&;&;é;;;;&"'] """ ;T """ ;5‘-?7 """"" OT o 6;"[ """""" 5 research, consulting, and other
................ eeesdeceeaiideieeiiiabeeniaodeeen.o....| professional  services  (64.1%);
PontndeSien | 8| .28 -10] 4.5 -1| automotive and mechanical equipment
Conglomerates | 1 1] of o.0%] 0 (%05%), . and dgovermn‘q?tal
B ot #oonenes L EXTREPR $ecnneena- IR Foomeeaas administration an military
Blectronies 0L Bddee) 38| BT ..®| including federal, state, and local
Engineering, levels (2.5%)
Con:ulting & 5
Prof. Svcs. 491 315 64.1% . . s
................ e M SR SRR o ol Reporting neither positive nor
bosd Proceaeig | - cfls il o o o0 .0 negative influences on - their
Glass/Packaging | 6| 74| -15| -20.2%| .2 recruntmgntt_ activities W:Ill‘g
---------------- Hecoccecdriicasadicccieenbeneaoate-ooe oo | COMMUNICAtIONS
SNy L. e sl Lo T I 2| telecommunications including
Hospitals | 12] 614 -200| -32.5%] -15| telephones, newspapers; petroleum
""""""""""" drocsercdraseeordeconaoeooedeeoonadoceeeceo | and gllied  products; food and
Hotels Motels 8 50 -8| -16. - : Y i
................ LSl Bl e )| beverage processing; textiles, home
e roders) | el o0 .0 furnishings, and apparel
Merchandising | 15|  708| -135| -19.0%| -9 mal‘ljufacturers; metals acl:llid migtaé
---------------- R e L LR TLe L ETts SRRTEPETRTS B 1) {0 |1 (v 15 VErsie
Metal 2 . :
e L L T I ekl - Ol conglomerates;  social  service,
Petroleum | 1] 27| 0] 0.0%] o| religious, and volunteer
---------------- LR T 4 1 .
Public Utilities| 1%  159) -29| -18.2%} -2 gigmtlons, a;n(i] lumbc]r?ﬁmv;rt?l?g
R il LIRS Feoeenann $oeccccenns R #eenmcccnan '
g1 L | . | R o 0% °| manufacturers.
Textiles | 3| 3| 0] 0.0% 0 . .
&;;;ii'%';'im‘""éi;“;i; .......... - — R — Negative impact was reported by
otals | |_#.166] 25| -2.5% -1l agribusiness (-1.3%); construction

and building contractors (-4.5%);
electronics, computers, and electrical equipment manufacturers (-8.‘7%3; banking, finance,
and insurance (-8.8%); chemicals, drugs, and allied products (-11.1%); accounting firms
(-13.8%); hotels, motels, restaurants, and recreational facilities (-16.0%‘;; public
utilities including transportation (-18.2%); merchandising and retailing (-19.0%); glass,
packaging, and allied products (-20.2%); hospitals and health care services (-32.5%);
aerospace and components (-426.6%).
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If you were predicting change in the job market demand for new college graduates this
year (1992-93), compared to a year ago (1991-92), when would you expect this change to
occur? Responses are listed by EMPLOYER CATEGORY.

Fourth Quarter | First Quarter |Second Quarter | Third Quarter |Fourth Quarter I
of 1992 of 1993 of 1993 of 1993 of 1993 1994
--------------- foccsssrsensrresfuscssasenasnansodesanasnassesarobacssssnssanndedornasan e
Number Number Number Number Number Number
of of of of of of
Employ- Employ- Employ- Employ- | Employ- Employ-
ers |Average| ers |Average| ers Average| ers |Average| ers ([Average| ers |Average

---------------- e e T R SRR EEE LRl bl Sl selbid it el
Employer Types
Accounting 7 1.1% 7 1.8% 9 2.4% 7 2.1% 7 1.2% 7 2.8%
---------------- e e e T s LR T R L D et Al il Al
Aerospace | 8| 4.7%| 7| 5.4%| 8] 5.2% 8| 4.5%| 8| 3.8% 8| 5.6%
---------------- T L L L R R R e et G il Al
Agribusiness | 9] 2.3%| 9] 2.2%| 9| 4.0%| 9 2.4%| 9] 1.3%] 9| 2.8%
---------------- S e S D it il st st
Automotive | 9| 0.2%| 9] 0.8%] 10| 2.4%| 9| 3.0%| 10] 3.1%] 9| 2.0%
---------------- decsvunadunaccnahevecanadannasasdhoannenaduocacandocsancndrocccccdoncnnnedrnmreradocccanadocaaco-
Banking, Finence| 15|  1.7%] 16| 2.3%| 15] 2.8%] 15|  1.4%| 15| 2.1%| 13| 3.3%
---------------- e LR T R T e Al i
Chemicals | 8| 5.3%| 7] 4.2%) 7] 6.0%| 7| 2.0%| 6] 1.0%| 7| 2.7%
---------------- $rudasenafpaascasahocsssncdeccsarchecnnaschennancadonnancehensnnneeprrecencdonnnnmebaoncasspaccncen
Communication | 8| 2.0%| 7l 1.5%] 8| 2.3%| 7] 3.1%| 9| 1.5%| 7| 2.8%
---------------- S S L L ERT IR R T T LR RS AL EL LR R il bl
Construction | 10| 1.9%] 1] 3.3%| 1] 3.0%| 11|  3.0%| 1| 2.2%| 1M  2.5%
---------------- fococanadannammadacesceoheacennohrecnnnadannnnnngrrnannadocacccepacccccadonccmondocccccobocacnn-
Conglomerates | 2| 5.5%| 2| 5.5%| 2|  2.0%| 2|  3.0%| 2| 2.5%| 2]  1.5%
---------------- fesvsnsadensomnafoasnnasaduresenodencncnadoccacnndoscncncdoninnnndacsancagoccrccodococcondoncmcen
Electronics | 21|  2.5%{ 21]  3.7%| 21| 4.3%| 19| 2.8%| 18] 2.8%| 19]  2.4%
---------------- femccscodronnancdovananndesunnasdrnnnscohocsnsnnhrmsssenposcsccoponencccdannnccnfoncmscodoccccee
Engineering,
Consulting &
Prof. Svcs. 30 2.6% 30 3.6% 32 3.8% 30 3.5% 30 3.3% 30 3.0%
---------------- e L T R e R e R R R it ot il
Food Processing | 4] 2.5%| 5] 4.2%| 4| 3.5%| 4] 2.0%| 4] 2.0%| 4| 3.7%
---------------- S . LT T R TR R TR R LT TR SRR EEEE EERREEEL St Rk Sl
Glass/Packaging | 5| 1.6%| 6] 2.1%| 5| 2.6%| 5| 2.4%] 5| 0.8%X| 5| 3.0%4
---------------- S T R Y S e R it bt et Al
Government | 14| 3.9%| 15|  4.4%| 15|  3.6%| 14| 3.5%| 13| 3.7%| 16| 4.2%
---------------- frcccccepanccanadancncaadonncccadecnuccchonasncsahoccccandecccnccproncccopacncaccdrcanccagocornoe
Hospitals | 12] 2.5%| 1] 2.1%| 13|  2.0%] 1] 1.0%| 12|  2.2%| 1] 1.0%
---------------- L Y L TR S s LLEEEEET IEEEEEEL EEEE R SRR LRt SRRt
Hotels Motels | 8] 0.2%| 9| 1.5%| 9| 2.5%| 8| 0.8%| 8| 2.8%] 8| 1.0%
---------------- fecmvecmdacscccedonnccccdoncscccdancronnhonccccadonccanchrncnccndonccerohinnnanagucnnnragrronnes
Lumber Products | 8| 2.0%| 9] 2.1%| 10] 2.1%| 9] 2.2%| 9l 2.1%| 9| 2.0%
---------------- T R L et LEE LR R EL DR R A
Merchandising | 15|  4.4%| 16| 3.3%| 16| 2.5%| 16| 2.3%| 151 2.4%| 14| 2.8%
---------------- T L T R rs LEEEE L TR EERE L R R SR L Eh i
Metals | 17| 1.8%| 16|  3.0%| 17] 4.3%| 17|  2.7%| 16| 2.2%| 15| 2.8%
---------------- frsscssaducssssshravessspoccccacdocncccndenccnccheccccccdrannrodoorooccdoncsmardusrnnnhnnnnn
Petroleum | 2] 0.0%| 2| 0.0%| 2] 0.0%| 2| 0.0%| 2| 4.0%| 2| 5.0%
---------------- e S L L T Ett LOLEE R TERERERT IR EEEEY TR LR
Public Utilities| 19| 3.6%| 19] 3.4%| 18]  3.6%| 17] 2.6%| 17| 2.8%| 17]  3.0%
---------------- e L LT T R Y TR R SEEEEEEL FEEE R
Service Org. | 3] 0.0%] 3] 2.0%] 3] 3.6%| 3] 2.0%| 4]  1.5%| 3| 3.0%
---------------- $eacccandronsnaapeccccondoacacendocncncadecancccdeccorrndocccccdorccccchucccncadaccncccdoccccen
Textiles | 3|  6.0%| 3| 6.0%| 2]  9.0%| 2| 6.0%| 2] 6.0%| 2| 9.0%
---------------- feecmeccdonsannshrsnnnmaduranncodoccacceherencaodeacccccdonccoacdocccccadancnacaadoccccccdocannan
Overall Totals | 237 2.6%| 240  3.1%| 244  3.4%| 232| 2.6%| 232 2.5%| 226 2.9%

..................................................................................................................

Observations: Only a slight increase is predicted in the job market for new college
graduates in 1993-1994. is brighter outlook is reflected in minimal increases expected

surveyed employers in the fourth quarter of 1992 (2.6%), the first quarter o 1993
(3.1%), the second quarter of 1993 (3.4%), the third quarter of 1993 (2.6%), the fourth
quarter of 1993 (2.5%), and throughout 1994 (2.9%). Responses varied somewhat for
various employer categories.

A generally optimistic outlook was ri]i)oned by survrged employers. From 58.9% to 77.7%
expected an improved job market. Only 3.3% to 10.3% predicted a decrease in the market.
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What advice would you offer nmew college graduates who cannot find available or
suitable job opportunities after hunting for more than six months following graduation?

Observations: For new college graduates
who have not found available nor suitable
job opportunities when hunting for more
than six months after graduation, surveyed
employers offered advice.

Most important, according to employers,
was the recommendation that recent
graduates continue to search--keep on
lm%j (48)-for career  opportunities
matching their interests. Do not give up
or get discouraged--be patient and
ﬁemstent. Employers advised to search
arder, especially in areas not directly
related to your major field of study.
Keep in mind that the current job market
was caused by the economic forces, and it
has nothing to do with you personally.
Continue to search, because although the
job market seems very closed, it is
actually very open. Career opportunities
do exist, if you can just find them.

valu jo rch i nd
strategies (20). Learn to market yourself
more effectively with employers. Become
more aggressive in your job search.
Prepare yourself more and present your
best face to prospective employers. = By
fine tuning your interviewing skills and
revising your resume, you can make a
better impression with employers. Review
your resume with an eye toward alternative
occupations. Establish a goal to make a
certain number of contacts each week.
Follow-up with employers who turned you

down for screening interviews.  Seek
feedback on your application
materials--resume and letter of

application. Contact the employers who
interviewed you, but did not invite you
for a second interview, and those who did
not make a job offer after you visited
their company. Get specific feedback on
your interviewing performance. Finding a
job today is a full-time task.

Make sure, when approaching potential
employers, to address each organization's
background and needs. Answer this

question: Why would I fit well into this
organization?

ini her reer-r work
experiences éf}) might increase your
chances of finding employment. Any
experience is  better than  none.
Maintaining even a part-time position
demonstrates your ability to work and hold
a job. As examples of other work
experiences, employers recommended
volunteer positions, unpaid work, and
internships to get a foot in the door.

Try any reasonable job available in your
field of interest to gain experience (75)
and build a list of references. Take any
position with a company employing your
major or accept a position at a lower
level in a stable, reputable
organization. In time, you can work into
your preferred area of employment. Give a
higher priority to how closely the job
re%ates to your chosen occupation than
initial starting salary. Many college
graduates have taken positions at lower
than desired levels and been promoted as
reward for outstanding job performance.
Allow the employer to promote you as an
internal move, which is easier during
hiring freezes and restructuring periods.

willi k in n
(37), even if it is not in your field of
study, at least on an interim basis. This
will show you are trying. Start to work.
Do something. Even part-time or temporary
Positions were suggested as avenues for
anding full-time employment. Put egos
aside and get a foot in the door despite
the fact the job is not exactly what you
wanted. This will provide you with an
inside look at potential opportunities.
Get any work exgerience you can to list on
your resume. Be willing to start at an
entry-level position and work your way up
the career ladder in an organization.
During these work experiences, you can
maintain professional contacts, establish
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an excellent work record, increase your
responsibilities, and demonstrate your
li_rofessionaljsm to prospective employers.
aking even a menial job will show
prospective employers that you are not
afraid of hard work and that no work
assignment is beneath you. Even the most
routine job can turn into something if you
erform your work very well and above and
eyond expectations. As career-related
opportunities ~ occur,  transfers  or
promotions to more desired jobs will be
possible.

An employer will likely prefer a person
who has been steadily employed over one
who has been unemployed for six months or
more. Therefore, any work experience is
more valuable than no experience at all.

Redefine _your _ career

i (26). Lower your sights.
Establish short-term as well as long-term
goals. Show a positive attitude. E%rpand
your scope of interests to a broader
market. ink about what you can do for
an organization. Do not be insulted by
having to start at a lower level (either
salary or position) than expected. Too

many job applicants are approaching
employers with more experience than new
college graduates.

According to surveyed employers, only the
best will be placed within major
organizations. Therefore, individuals who
cannot find available opportunities should
reevaluate the positions they are seeking,
the salaries they think they want, the job
market they are facinF, and the companies
they may be targeting for employment.

Become an entrepreneur (15), and start
your own business. Sign up with a

temporary agency to be employed on long-
or short-term assignments. Working for a
temporary service will permit you to see
what opportunities are available inside
several organizations.

N rk rself into a full-time job
(19). Make personal telephone calls to
schedule informational interviews. Join
rofessional organizations related to your
ield of study and keep updated on current
trends in your field.  Continuing to
network will yield results, because
turnover in most organizations results in
some job openings. Utilize all resources
and contacts. ake as many contacts as
you can with people in all types of
businesses and industries.

According to employers, networking is
often the best way for a new graduate to
uncover opportunities. Graduates should

ersistently and courteously contact
ormer employers, intern Supervisors,
faculty, family, friends, alumni, and

other graduates who have found jobs.

Contact prospective employers in your
preferred occupational areas and ask for

things to do, while \_vmm]& for openings,
to improve your skills and increase your

chances for employment in that company.

ili istan m 11

1 r_career center (3).
Seek professional opinions to rate your
true marketability. Work with a career
counselor to assess your skills and job
campaigning techniques. Be willing to
make adjustments as necessary.

K i n flexible (31)
about geographical location, starting
salary, travel, and entry level

assignments, advised employers. Look into
ositions available in other states, and
eep an open mind about the possibilities

of available positions in other academic

major. Broaden your fields of search.

Take a look at small to medium sized firms

3). These organizations said they rarely
ill their entire hiring quotas with new
recruits each year. In their opinions,
there seem to be more jobs than graduating
students in this area.
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Be creative in your job search (9).

Investigate  smaller  companies and
organizations that may have needs.
Investigate  other  professions. In

addition, continue to personally research
organizations and career alternatives.

Return to graduate school (52) or continue
your education to make yourself more

marketable. Graduate school is an
especially attractive option if you can
see a direct employment benefit from an
advanced degree. However, a graduate
degree without work experiences may make
you seem too expensive for some employers

to hire. ire_new_skills or train for
a__new career area (ie.

_ _ ] nursing,
engineering, accounting, sciences, etc.).

Seek vocational or educational training to
ride out the current recession. Possibl
ﬁain expertise in a technical field wi
igh demand. Returning to school on a
part-time basis while maintaining a
part-time job and continuing to look for
an entry-level position was especially
encouraged. Stay current with your skills
taking a course or two, especially in
technical fields, because when
opportunities surface, you must be ready.
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Did your organization experience shortages of candidates in any academic majors or
degree levels last year (1991-92) when recruiting new personnel?

ceeeessremeessessieessersssesserastesassaasnans Observations: Of the 335 employers responding,
Sh°rtagekgzrﬁgm§“=s When 56 organizations (16.7%) experienced shortages
............................... of candidates last year (1991-92) when
______ Yes | .. N .| recruiting new personnel.
Number Number . . : .
. orw - of Listed below in alphabetical order with
mp mploy- i
PLOY" | ercent| e [percent|  frequencies of response noted after each are
.............. L el 2T the academic majors and degree levels reported
o L by employers:
Accounting " 8| 100.0%
-------------- $eccncochaassnsodhonansschonssnne 3 7
Aerospace | 1| 10.0%| 9| 90.0% Sgg%:?sl Eogineers (2)
-------------- doeccccapecncancdocccccchocscnne
Agribusiness | 1) to.0%| 9| 90.02{ Computer science (3), MS candidates
Actomotive | 3| 21.ax] ';;]" “asx| Computer software engineers (6), computer
g e S i b PR = information systems, computer programmers
anking, i i i
Finance | o 10| 17| ev.ex| CrOP and soil scientists , :
.............. gl LB Blectrical  engineers  (3),  especially  with
Chemicals | 4| 30.7%| 9| 69.2% power emp asis.
-------------- T T LR EL TR RN . o _» .
Conmunication | 1] a.zx]' 11] o1.¢x| Employment relations/personnel administration.
-------------- prannnsshossneneonccacehossanne 1
Construction | 1 7.6%| 12] 92.3% ggg%?hgl s]t:lsySiCiStS
-------------- $ecccasedeccccschosancacdhoaancan
Conglomerates | 1 3.3 2| 6.6 Horticulturists
Electronics | S| 18.5%] 22| 81.4% Hotel, restaurant, and institutional
R Sl Fomeovase ) S beneaans management majors for sales manager
Engl nr:l_‘! ngé positions
onsul ting . " e
prof. Svcs. 7| 15.9% 37| s&.0x| Industrial hygienists .
B mae S piasish 253 el S5 4 o Sl TRl MBA graduates with technical undergraduate
Processing 1 | 1. 1x| 8| 88.8% degrees. ;
SRS R by A AORERES Ll Founias Mechanical engineers (4), especially those for
Glass/Packagi - 1t y
. 1| 12.5%' N research and development positions.
ceresencssenre SR B S beeanane S Medical technologists
cowrment | 4 e ] &34 Meteorologists
Hospitals | 12| 63.1%] 7| 36.8x| Mining engineers -
-------------- B 11 i
Hotels Motels | 2| 15.3%] 11| 84.6% ﬁggg?&g)mdlcme tCChHOIOngtS
-------------- decevecadaccccccdoccccachocccces
Lunber Occupational therapists (5)
Product ; . . :
BN e, el e 1 ....... l ...... ?l.f??.‘.”.‘ Pharmacists (4)
Merchendising | 1|  4.5%] 21| ¢5.4x| Physical therapists (7)
esis 773l im] i ss.es| Radiation therapists (2)
.............. beaaagacnaieapennane-amananes|  Respiratory therapists
Petroleum Pillooied s i ircui
______________ Lol el 4 wo.0%  Software engineers (2), for design of circuits
Public and development of software for electronic
ueilicies | il_.g?.sxl 191 79.1% equipment.
Service Org. | 1 16.6%| 5| 83.3% Statistics and research r_ne_thods, MS, PhD
o I e weennone Turf management specialists
extiles . 5| 83. i i
______________ LM ez 5] 8.3 Toxicologists
Overall Totals| 56| 16.7%| 279| 83.2% . .
------------------------------------------------ Hospitals and health care services most

frequently experiences shortages of candidates
for available positions (63.1%).
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Does your organization anticipate any forthcoming shortages in academic disciplines?
Responses are listed by EMPLOYER CATEGORY.

................................................

................................................

Anticipate Shortage of Certain
Candidate
Yes | No
............... Prmmmmmm e
Number Number
of of
Employ- Employ-
ers |Percent| ers |Percent

-------------- doecccccprosncccpeccennadecocans
Employer Types
Accounting 1] 12.5% 7| 87.5%
-------------- L
Aerospace | 2] 20.0%| 8| 80.0%
-------------- $orseccedorcoccchaccccanhornocana
Agribusiness | 1] 10.0%| 9| 90.0%
-------------- #occccccdeccccaspaccccaapaccancs
Automotive | 1] 7.1%| 13| 92.8%
-------------- $eccecccpaccocccdeccecsodoncanna
Banking,
Finance 1 5.5% 17] 94.4%
.............. 4eccecacdonccccadoccccacdoccccen
Chemicals | 5| 38.4%| 8] 61.5%
-------------- #renessedeccncmedecccaacdacmnaas
Communication | .| <] 12| 100.0%
-------------- $eccccccpocccccodrcancnageccacne
Construction | 1] 8.3%| 11| 91.6%
-------------- $ecvccrepecnnccadoncccachonacnas
Conglomerates | .| .| 3| 100.0%
-------------- $rccccacdosncccodenncconhrnnnnnn
Electronics | 4] 14.8%) 23| 85.1%
-------------- $recccncnguoncnsapocacncoprencaan
Engineering,
Consulting &
Prof. Sves. 8| 18.1% 36| 81.8%
-------------- $oncsnsadunsnnnafhrsssnnahosnnnnn
Food
Processing 2| 22.2x% N 77.7%
-------------- L Sl O b e
Glass/Packagi -
ng 2| 22.2% 7| 77.7%
-------------- $ecccccoprecnnnnpocccccndonnnnns
Government | 4| 16.6%| 20| 83.3%
.............. #esvsssapucncnnagrasnnnaposnnnan
Hospitals | 7| 38.8%| 11] 61.1%
-------------- deccacacprccccccdecnccanpanannas
Hotels Motels | 1 7.6%] 12| 92.3%
-------------- $ecccccedeccnccadoncacccpoccnnns
Lumber
Products 1 11.1% 8| 8s8.8%
-------------- B T e
Merchandising | 1 4.5%| 21| 95.4%
-------------- Frocascndrcancnabacssncsndonnnnnn
Metals | 1] 5.2%| 18| 94.7%
-------------- R L R i g
Petroleum | 1] 25.0%| 3| 75.0%
-------------- B e L T ey
Public
Utilities 6| 26.0% 17| 73.9%
-------------- T R T e
Service Org. | 1] 16.6%] 5| 83.3%
-------------- Frrrncnehrernnnapuna s a .
Textiles | . « 6| 100.0%
-------------- B T R
Overall Totals| 51| 15.3% 282| 84.6%

Observations: Anticipated shortages of
academic disciplines were expected by 51
employers (15.3%) of the 333 responding.

These forthcoming shortages, as reported by
surveyed employers, are listed Below in
alphabetical order with frequencies of response
noted after each:

CAD/CAM expertise

Chemical engineers (2), especially minority
candidates

Chemists, especially organic, PhD

Civil engineers

Computer scientists (8), computer software
engineers, computer programmers, high speed
networking systems, high speed digital
design and superconductivity

Electrical engineers (2)

Engineers, all categories (4), PhD

Geologists

Geophysicists

Health physicists

Mechanical engineers (3)

Nuclear engineers

Occupational therapists (3)

Petroleum engineers (2)

Pharmacists (2)

Physical therapists (4)

Ph%rsical sciences (2), PhD

Software engineers
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Has your organization experienced a shortage of women recruits for current or
anticipated positions? Responses are listed by EMPLOYER CATEGORY.

................................................

------------------------------------------------

Shortage of Female Candidates
Yes | No

............... dpemssasmnnmaman

Number Number

of of

Employ Employ-

ers |Percent| ers |Percent
-------------- frmesemodesnnsnohennnnaodonsaans
Employer Types
Accounting 5 = 8| 100.0%
-------------- R e
Aerospace | 3| 33.3%| 6| 66.6%
-------------- decancacheccccncdonrsacncbonannan
Agribusiness | 2] 20.0%| 8| 80.0%
-------------- B T TR SR TSR
Automotive | 9| 69.2%| 4| 30.7%
-------------- devrsecadanccacadecnsnnoposanans
Banking,
Finance . ) 19] 100.0%
-------------- $orcsnnopannssnapunssccofoonsons
Chemicals | 6| 50.0%| 6| 50.0%
-------------- $eccsmccdunannccprassancfananene
Communication | 11 8.3%| 11| 91.6%
-------------- $ermrcccdrcccccchonnnrnchocsssen
Construction | 5| 41.6%| 7| 58.3%
-------------- $oncncachecacccopansnscsposcnans
Conglomerates | . .} 3| 100.0%
-------------- descscccdoccancchonncnccponcssns
Electronics | 12| 44.4%| 15| 55.5%
-------------- desanunepocancsnprccsscchrrannnn
Engineering,
Consulting &
Prof. Sves. 17| 39.5% 26} 60.4%
-------------- docccccafoananncahasnnsaadhennenns
Food
Processing ) : 9' 100.0%
.............. deccacsadnccnccadosnannadunnnnnn
Glass/Packagi - | 2
ng 3| 33.3% 6| 66.6%
-------------- L T TR Y DY P
Government | 9| 37.5%| 15| 62.5%
-------------- deccucnchheccconedanunnanprannnnn
Hospitals | 6] 31.5%| 13| 68.4%
-------------- L LT TR T T TR
Hotels Motels | .l .l 13| 100.0%
-------------- $esssnnoprnccscnprenacscpennanaa
Lumber
Products 1| 12.5% Tl 87.5%
.............. L e el S
Merchandising | 5| 22.7%| 17| 77.2%
-------------- #esccccopecnccnchocvoncspocccaaa
Metals | 6| 33.3%| 12| 66.6%
-------------- $estcccodrcaccccpocnnccnpocconnna
Petroleum | 1] 25.0%| 3| 75.0%
.............. decsccnnaproncnssdonasasodpossscan
Public
Utilities 13 56.5%' 10' 63.4%
....: ......... frrsanas $ecovaaa $omsanan doensnane
Service Org. | | .| 6| 100.0%
SeRes e d ety domccans $ocececs $ececees $ocesace
Textiles | | .l S| 100.0%
-------------- #eccccacdeccccachoccccccponccnaa
Overall Totals| 99| 30.1%| 229| 69.8%

Observations: Shortages of women were
experienced by 99 surveyed employers (30.1%)
when recruiting for current or anticipated
positions. :

The employer categories reportinc% the highest
percentage of actual or anticipated shortages of
women applicants were automotive and mechanical
equipment (69.2%); public utilities including
transportation (56.5%); chemicals, drugs, and
allic(i) products (50.0%); electronics, computers,
and electrical equipment manufacturers 44.4%;;
construction and building contractors (41.6%);
engineering, research, consulting, and other
professional services (39.5%); governmental
administration and military including federal,
state, and local levels (37.5%); aerospace and
components (33.3%); metals and metal products
33.3%); glass, packaging, and allied products
33.15339 ; and hospitals and health care services
31.5%).

With fewer than 25% of employers reporting
shortages of women applicants for current or
anticipated positions were petroleum and allied
products (25.0%); merchandising and retailin
(22.7%); agribusiness (20.0%); lumber, woo
products, and furniture manufacturers (12.5%);
and communications and telecommunications
including telephones, newspapers (8.3%).

No shorta%ens of women recruits were reported
banking, finance, and insurance; accounting
firms; %ood and beverage processing; diversified
conglomerates; hotels, motels, restaurants, and
recreational  facilities ;  social  service,
religious, and volunteer organizations; and
textiles, home furnishings, and apparel
manufacturers.
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Has your organization experienced a shortage of minority candidates for current or
anticipated positions? Responses are listed by EMPLOYER CATEGORY.

...............

Shortage of Minority Candidates
Yes | No
............... P
Number Number
of of
Employ- Employ-
ers |Percent ers |Percent
.............. foasrsansdrensasahasnassaganaanen
Employer Types
Accounting 2| 28.5% S| 71.4%
-------------- L LT T T T T S R
Aerospace | 5{ 50.0%| 5| 50.0%
-------------- decevecodeccccssdaseanceodoncncns
Agribusiness | 4] 60.0%| 6| 60.0%
.............. drecscacpocnnnnchusssnsapassnnns
Automotive | 7| 58.3% S| 41.6%
-------------- 4esucccoposacsccsposcencadposscacs
Banking,
Finance 8] 647.0% 9] S2.9%
-------------- #eccccccponcnnssprasaccadpocccans
Chemicals ] 10| 76.9%| 3| 23.0%
.............. PovssccsdpacsaccccdhacsccccoPonnnann
Communication | 6] 54.5%| 5| 45.4%
-------------- $#occoscapocancschoscscnaocsanas
Construction | 6| 50.0%| 6 50.0%
.............. s sssssprassunshensnssndhunesan.
Conglomerates | 3| 100.0% .|
.............. proccscoprescncchoccssesadpacccace
Electronics | 17]  62.9%| 10| 37.0%
-------------- Parsssssdanssssedpuerssncodpensannsn
Engineering,
Consulting &
Prof., Sves. 29| 67.4% 14| 32.5%
.............. frcsscssfhessnssnnshecsansnesnnnss
food
Processing 2| 22.2% 7\ T7.T%
-------------- Possssnsdpanssccadpacccsanadonnnnnn
Glass/Packagi -
ng 4| 64.6% S| 55.5%
-------------- PesssssoepasascsaPparsccssfossssss
Government | 16| 72.7%| 6] 27.2%
-------------- Poccsccapocscccapecasvooprossenn
Hospitals ] 10| 58.8%| T 41.1%
nnnnnnnnnnnnnn B T
Hotels Motels | 7| 63.6%| 4] 36.3%
-------------- PoecscccePpacsccvopocssnensodpontnnnn
Lumber
Products 2| 40.0% 3| 60.0%
-------------- PorcssacPpenscacaducansnoPposannen
Merchandising | 15| 71.6%| 6| 28.5%
-------------- Gormsrsspesnsssshrassssniiansnnen
Metals | 11| 64.7%| 6| 35.2%
-------------- porsssssaPprasssssshussnssnPprransnn
Petroleun | 3| 100.0%| .|
.............. Poccsssafpursnsnsafeassssafprnnannn
Public
Utilities 12| S2.1% 11| 47.8%
.............. PenmmsasposamnnoPprscsccedransene
Service Org. | 3| S50.0%} 3| so0.o%
-------------- pemssnmufpe s s s s ssssape e
Textiles | . .l S| 100.0%
.............. Gesss s ansfessans e usnnn
Overall Totals| 182] 58.1%| 131 41.8%

.................................

---------------------------------

r

Observations:  Qualified minority candidates
were in short supply when recruiting for current
or anticipated positions according to 182
surveyed employers {58.1%).

Reﬂorting the highest percentage of employers
with actual or anticipated shortages of minority
candidates were petroleum and allied products
(100.0%); diversified conglomerates (100.0%);
chemicals, drugs, and allied products (76.9%);
overnmental  administration and milit

including federal, state, and local levels
(72.7%); merchandising and retailing 3’?1.4%);
engineering, research, consulting, and other
professional services (67.4%); metals and metal
products (64.7%); hotels, motels, restaurants,
and recreational facilities (63.6%);
electronics, computers, and electrical equipment
manufacturers (£2.9%); hospitals and health care
services (58.8%); automotive and mechanical
eciuipmem (58.3%); communications and
telecommunications including telephones,
newspapers( 54.5%); public utilities including

transportation (52.1%); social service,
religious, and volunteer organizations (50.0%);
aerospace and components (50.0%);, and

construction and building contractors (50.0%).

With fewer than 50% reporting shortages of
minority candidates were banking, finance, and
insurance (47.0%); glass, packaging, and allied
1[_:i'cn:iucts (44.4%); lumber, wood products, and

rniture manufacturers (40.0%); agribusiness
(40.0%); accounting firms (28.5%); and food and
beverage processing (22.2%).

No shortage of minority candidates was reported
by employers in textiles, home furnishings, and
apparel manufacturing.
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Continued ...

Observations: According to surveyed
organizations, shortages of women recruits
and minority candidates were experienced
or are anticipated when recruiting and
hiring for available positions. Of
employers reporting, 30.1% experienced
shortages of women recruits, and 58.1%
indicated shortages of minority candidates
when job applicants.

ition it _an 1
minority and women candidates was reported
by surveyed employers as fierce, primarily
because not enough of these groups were
E'sadu:_ning from engineering schools (30).

pecially needed were more minorities and
women in electrical, civil, and chemical
engineering and computer science majors.
Shortages were continuing in other
technical fields as well:  physical
sciences, mathematics, chemistry, and
energy-related occupations.

iti ic_fiel f

inoriti wi
were accounting majors for public
accounting, human resources consulting,
retailing, ~sciences (particularl Physical
and biological sciences), A's  with
technical undergraduate degrees,
production supervision,

hotel/restaurant/institutional management,
and marketing/sales majors.

sgmggs_qf_ym:n_ﬂﬂ_mﬁﬂﬂﬁﬂ in
ricultural production jobs. mployers

a

afso cited difficulty with recruitment of
minorities and  females for  the
traditionally male-dominated horticulture
industry.

itment of minoriti n

iall hallenging  when low
percentages of these personnel were
reported among current employees.
Emplog_ers were going to schools further
away from their immediate geographical
areas to hire minority graduates, and many
employers were making extra efforts to
maintain exposure with minority and female

engineering societies.

Serious attempts were made by employers to
recruit new employees from these groups,
but employers reported that there do not
seem to be as many candidates available as
in the past.

Some federal government agencies noted
that they must hire new college graduates
who have a degree and a grade point
average of 3.5 or higher. ~ For these
employers, it has been difficult to find
many minorities who ~ meet these
requirements and are willing to consider
the government as an employer.
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What changes in recruitment practices are anticipated in your organization or have
been initiated during the last two years?

Observations: Surveyed organizations have
initiated several changes in recruitment
practices during the last two years.
Among the most prominent adjustments were
reduced campus visits, more specific
selection criteria for hiring new college
aduates, and a greater emphasis on
iring experienced applicants.

Decre itm w__coll
graduates (47) was reported by several
employers. ese organizations visited
fewer schools for on-campus interviewing
and attended fewer career fairs. On
college and university campuses that
remained on employer recruiting schedules,
an increased emphasis was placed on
recruiting activities. For a few, campus
recruiting was reduced to only local
colleges and universities, and some
organizations put hiring freezes into
efiect. In some of these organizations,
recruitment of new personnel was used only
to satisfy turnover.

Targeted schools or consortiums were more

common (27), especially during lean
times. More active involvement of senior
managers with campus recruiting was
promoted and key contacts were established
at these schools where employers targeted

their recruitment efforts. Especially
from these institutions, an active
applicant supply file was maintained.

istorical data were used to determine the
schools to target. New campuses were
selected in areas where employers would
like to eventually place trainees.
Employers were developing core schools and
improving their relationships with these

schools. Scholarships,  classroom
presentations, and student information
sessions continued at these schools.

Employers worked more closely with local
colleges and universities to upgrade their
curriculum and identify new recruitment
sources.

Hirin f more minori women

i W (37), especially in
areas where few existed. Schools with
larger minority populations received
additional attention from employers.
Employers attended more minority djob
fairs,  Other organizations contacted a
number of schools for targeting women and
minority organizations. Employers said
they were going farther distances to
recruit of minority candidates. They were
more aggressive than ever in seeking
minorities and women applicants. They
also looked at universities with more
minorities in their engineering schools
and with campus minority groups to attract
more candidates.  They intended for
maximum exposure and involvement with
campus minority and women's organizations.

Employers used stronger cooperative
education and internship programs (28).
They placed more emphasis on interns and
co-ops rotating into full-time positions.
Co-op housing programs were initiated to
help recruit college students into these
opportunities. Top candidates were placed
early into formalized internship and co-op
programs, and employers intended to
ultimately keep these individuals for
full-time employment opportunities.

Some employers reported more use of
11 iversi lacement offi
(16). They made greater efforts to
develop closer relationships with college
placement officials and initiated more
attendance at campus career fairs. When
positions were available, organizations
took a more aggressive recruitment
strate than in the past. New
recruitment brochures and high-tech
display boards were used to help with
these efforts, and these organizations now
posted more job listings with campus
career centers. On these selected
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campuses, heavy marketing was used. Also
noted was more recruiting in outside areas
(i.e. malls, related businesses, etc.).
In some cases, when an opening existed,
the employers contacted the university
placement office regarding the opening,
and the placement office forwarded
resumes. One employer was promoting a
scholarship fund with a work commitment
after the recipient graduates.

Surveyed employers targeted reduced costs
r_hiring an i r_filli

openings (6).

Employers used advertisements in local
newspapers (6) when hiring more new
employees. Also reported were an
increased reliance on employee referrals,
networking, college faculty, and notices
in professionals journals. Fewer college
recruiters were needed, when these sources
of new personnel proved successful.

Employers reported more entry level hires

with a focus on internal training and
subsequent promotions (5). Some hired new

employees for hourly positions and
selected their new management personnel
from these individuals. More emphasis was
placed on employee training and promotion
of employees already in  the
organizations. More proactive recruitin
of internal candidates was predicted.
Staff development departments were
established to assist current employees
and new hires with their people and
communication skills.

ion criteria (10) were
used by employers when recruiting new
college graduates. Employers reported
that they were much more selective about
the candidates they hired. They used
competitive assessment centers for second
interviews as a technique to assist with
the selection process. Greater emphasis
was gaced on college ratings (Gourman)
and GPAs of new college recruits. In some
organizations, applicants were not
considered with a GPA of less than 3.0 on
a 4.0 system, unless the applicants had

relevant full- or part-time work
experiences. Employers initiated a
greater focus on specific academic majors,
skills, and master's level candidates.

Numerous employers hired more nggrignqu
E?Qplg . ese employers shifted away

om college recruiting and hired
individuals with two to five years of
experience, because more experienced
individuals were available and already
trained. As noted by these employers,
with the number of people out of work
gilese days, some positions were easier to

Contacts were established with
m rganizations (2) that worked
with employers suffering from significant
reductions in employment. Es;geci ly when
companies were downsizing, this served as
an excellent source of talented personnel.

Employers mentioned, as a change, that
they had fewer middle management personnel
on their staff (3). As recruitment
resumed in 1993 and 1994, employers were
beginning to grow again, but expected no
inoria loading at the middle management
evel.

More disabled people will be hired (2)
because of the new Americans with
Disabilities Act legislation, according to
employers.

Emplovers no longer need to use gmpl%'_mgn;

i r h _firms (3). ith a
picntiful supply of new college graduates
in most academic majors and employers'
downsizing and outplacing excellent
experienced personnel in many hiring
categories, the need for employment
agencies decreased.

Some organizations added more structure to
their college recruiting programs (2).
The recruitment process was formalized in
an effort to standardize procedures among
managers and divisions.
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Has your organization participated in any of the following recruitment programs for
entry-level personnel? Responses are listed for each RECRUITMENT PROGRAM.

""""""""" Utilized Recruitmene 1 77""7 Observations:  Surveyed organizations

Program used many of the following recruitment

e T oo R:g;:rl\se programs when seeking new college

............ 4eseazmseceeogennane.o....|  graduates for entry-level positions.

______________ vl A pee 1L 5 J Cei Among the 334 employers reporting, some

Recrui tment programs were used more extensively than
Programs others.

Tneeret The most frequently used recruitment

Recruitment | 169| 52.9%| 150| 47.0%| 319| 100.0¢/  programs, according to  surveyed

PPt emc{)loycrs, were activities with college

Print Media 69| 21. exl 249| 78. 3x| 318| 100.0% university lacement  offices
-------------- Foeccdemnc o cachocrcuncpaccopuananan 4

Customer Base | 46| 14. 6%| 267| 85. 3%| 313| 100.0% (85 6%) worlﬂng bt pllbllC cmployment
O PSRRI ST SUECEEEE St SRR S St agencies and public-funded job training
Referra AImS--

Programs 155 50. 6x| 314 100.0x| PTOBT ie. JTPA, = etc. (51.7%),
.............. $oeiibeeos i liennilw Lo expanded internal recruitment within the
University organization (52.9%), and establishing
i I ferral 49.3%

Offices 286| 85.6%| 48| 14.3%| 334| 100.0% employee referral programs ( 0).
-------------- beccadescicdadrccodocnasrapoanrdrcannnn

A Used less frequently by employers were
Agencies 165| 51.7%| 154| ¢8.2%| 319| 100.0%|  alternative print and electronic media--

....................................................... cable TV, direct mail, computer
networks, etc. (21.6%) and recruiting
from the customer base--point  of
purchase recruiting (14.6%).

RECRUITMENT PROGRAMS FOR ENTRY-LEVEL
Use by percentage of surveyed employers

100% - 85.6%
80% -
52.0% 4903% | |7 st7w
60% - Hgi
40%
- 21.6%
——n .. 14:6% j v
20% - S G % — st WRdintdl [ s
ot I i) £l . = | 1 -4 . J
0% ; . 7 | ; ”r 7 | """’1‘ | | 5
Internal Print/ Customer Referral University Public Empl
Recrulting Media Base Programs Placement Agency

Common Recruiting Programs By Type
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What are the current, most serious problems faced by your personnel representatives
when recruiting on college campuses?

Observations: The most serious problems
facing personnel representatives ~when
recruiting on college campuses this year
were limited numbers of minorities and
women candidates, unrealistic expectations
from graduating students, and the need for
more career-related work experiences from
job applicants.

Limited numbers of minorities and women
candidates (39) were available, according
to surveyed employers. Academic majors
with too few graduates to meet demand
included engineering, retailing, business,
and the physical sciences. Surveyed
employers reported difficulty in tapping
into the minority population and
maintaining a diverse workforce.

Unrealistic __expectations (23)  were
expressed by many students who were not
satisfied with entry-level positions and
beginning wages, according to employer
reports. Students' unrealistic
expectations included initial pay, desired
job functions, and locations. ’Phey wanted
to start at the top. College graduates
were expecting high salaries handed to
them instead of earning responsibility
commensurate with salary increases.
Students lacked understanding of the
efforts mnecessary for success in the
outside world. Other employers reported
that graduating students were unaware of
employers' different responsibilities, did
not have the ability to express interest
in a particular job option, and lacked
direction (no long term goals).

New college graduates who cared more about
their careers than their social lives were
difficult to find. Students fitting the
specific needs of employers were also
lacking.

riences (20) were desired
by surveyed employers, but too many recent
college graduates had little or no solid
work history. Employers cited related
work experiences as ezpccially important
in a competitive world with many new

college graduates for few openings.

Employers noted that it was to their
disadvantage to recruit new graduates with
no ‘"real-world" work experience when
current workforces were lean. During
these times, employers looked instead for
experienced people when openings
occurred. New graduates were encouraged
to get hands-on experiences through
internships, part-time jobs, and technical
assignments in areas related to their
degree plans.

inin th st students (10)
and attracting top notch academic
achievers was another problem, especially
when this pool of applicants seemed to be
shrinking. en employers were recruiting
on college campuses, employers lacked the
ability to completely pre-screen, which
concerned them. It was also difficult to
find recruits with enthusiasm, real
interests in  careers  with  their
orﬁmuza’ tions, and enough initiative to
follow-up after interviewing.  Another
challenge was identifying those candidates
with a maturity level high enough to
handle major responsibilities.

Name r ition im f th
organization (13) caused challenges for
numerous employers. The stock brokerage
industry, financial services
orFanizations, retailing, paper mills,
sales occupations, tobacco companies, the
military, small towns, an certain
geographical locations were cited as
examples of especially difficult areas.
According to employers, communicating
knowledge about ti)le company or industry
was a time-consuming and expensive task.

Employers reported an abundance of
mmﬂ%%gmy_mmﬂm
students (14). ese individuals had poor

job hunting skills, neglected to research
companies before interviewing, submitted
poorly written and designed resumes, and
demonstrated  marginal  interviewing

skills.  Employers were disturbed by
aduating students' lack of preparation
or job hunting and their presentations

during interviews. The economy, cited as
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a possible cause, affects students'
attitudes; however if students want to
work, they must try harder. For example,
graduating students do not ask relevant
questions.  Also, candidates were not
giving  straight-forward answers during
Interviews. They tried to tell the
interviewer what they thought he or she
wanted to hear.

Employers also cited, as a problem,
students who were so well-trained in
interview preparation that they sounded
like clones of each other and did not
exhibit individuality.

Placement personnel and career development

offices lack stomer servi ch
(10), according to surveyed employers. On
certain college campuses, placement

personnel were not in touch with the needs
of the employers, nor were they providing
the services employers desired (i.e.
preselection of candidates on interviewing
schedules, etc.). Communicating with the
right students was sometimes difficult
(ie. publicity, interview signup
procedures, etc.). Placement office
personnel sometimes made mistakes that
adversely affected recruiting, For
instance, employers mentioned that gettin
assistance from placement office sta

for referral of promising applicants was
impossible. Also, since graduating
students would try anything they could get
for a job, many students on college
campuses that allowed open signups t%r
interviewing signed up for interviews when

they did not meet the

qualifications.

Academic preparation (6) was also lacking,

employers'

according to employers. A lack of
interpersonal  skills and ineffective
communication abilities, especially oral

and written, were most notable. There
were also too many students with low grade
point averages.

Employers noted a lack of real jobs to

offer (32) and too many graduating
students. = Many employers mentioned
limited numbers of available positions.
Others operated in rapidly changing
environments, so they were not always sure
of the numbers of new hires necessary
until the actual hiring time. In these

same organizations, limited resources for

recruitment  activities and uncertain
budgets were real challenges. As
examples, i ries were not

competitive with other sectors of the job
market and budgets were too limited to
fill. vacant  positions. Further
compounding this problem, employers were
short on time to adequately interview and

hire recent graduates when positions
became available, and they faced
tremendous competition from larger

organizations that could afford to pay
higher starting salaries. Some employers
lacked the ability to make immediate job
offers  because of their  budget
situations. Also, limited human resources
ersonnel were available for on-campus
interviewing schedules and career fairs.
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25. For job openings anticipated this year (1992-93) in your organization, what
academic majors will be required?

Observations: ACADEMIC MAJORS required
for job openings anticipated this year
(1992-93) in surveyed organizations are
listed below in alphabetical order with
frequencies of response noted after each:

All majors, all colleges (3)
Accounting (55), auditor, BS, MBA
Actuarial science (2)
Advertising (2), BA, MA
Aerospace engineering (2), BS, MS
Biology (5)
Botany (1)
Building Construction (4)
Chemistry (15), BS, MS, PhD, and polymer
Chemical engineering (22), BS, MS
Civil engineering (12
Computer engineering 8)
Computer science (28), BS, MS, systems
~ analysts, and programmer analysts
Crop science (1)
Data  processing (13), management
information systems, programming,
systems analysts
Design engineering (2)
Development engineering (1)
Dietetics (1)
Economics (3), agricultural economics
Electrical engineering $59), BS, MS
Emplol_)lqnent relations (1)
English (1)
Engineering- all categories (18)
Engineering technology (2)
Environmental engineering (3)
Environmental science (2)
Finance (19)
Food science (3)
Food systems economics and management (1)

Forestry (1)

General business administration (40),
international business

Geology (2)

Horticulture (2)

Hotel, restaurant, and institutional

management (7)
Human resources management (3)
Industrial distribution %2)
Industrial engineering (14), BS, MS
Industrial management (2
International relations (1)
Journalism (1)
Juvenile court caseworker (1)

Liberal arts (20), social science, and
communications majors for retailing,
sales, and bankilﬁ

Library science (1), MLib

Marketing (29), and sales

Mass media communications (1)

Mathematics (5), BS, MS, and applied
mathematics

Materials and logistics management (10),
purchasing, transportation, logistics

Materials science (4)

MBA's (13) in accounting, business
management, finance, human resources,
management, or technical undergraduate
degrees.

Mechanical engineering (59), BS, MS

Medical technologists (2)

Merchandise management/ retailing (5), and
fashion merchandising

Meteorology (1)

Microbiology (1)

Mining engineering (2) BS, MS

Nuclear medical technologist (1)

Nurses (4), and nurse practioners

Occupational therapists (4)

Operations research- systems science (3)

Packaging (5)

Paper engineering (1)

Personnel administration (1)

Pharmacy (2), Pharm.D.

Physical sciences (lg

Physical therapist (5)

Physicists (4), health physicists

Plastics engineering {1,

Process engineering (1

Production engineering (4)

Production management (2)

Research analyst (1)

Resource development EZ}

Resource management (1

Respiratory therapist (1)

Samitary engineering (1

Social Workers (2), MS

Software engineering (5)

Soil science (1)

Statistics (2), MS

Structural engineering (2)

'Sliystems engineering (1

oxicology (1)
Transportation engineering (1)
Wood technology (1)
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What percentage change does your organization expect in starting salary offers to
new college graduates hired this year (1992-93) when coiznﬁared to 1991-92? Responses are
listed for each ACADEMIC OR and DEGREE LEVEL hired by an organization.

Number Anticipated

of Increase

Academic Majors Employers for 1992-93
Bachelor's Degree Graduates Highest among anticipated increases for

this year (1992-93) are expected to be
Civil Engineering 127 13% civil engineering (1.3%); marketing/sales
Marketing/Sales 97 1.3% (1.3%); computer science (1.2%); hotel,
Computer Science 140 1.2% restaurant, and institutional management
Hotel, Rest. Inst. Mgt. 107 1.2% 51.2%;; general business admininistration
General Business Admin. 101  1.2% 1.2%); physics 81.2%); liberal arts/arts
Physics 126 12% and letters (1.2%); social science (1.1%);
Liberal Arts/Arts & Letters 126 1.2% education (1.1%); and agriculture (1.0%).
Social Science 115 1.1%
Education 115 1.1% Increases of less than 1% are expected for
Agriculture 121 1.0% advertising (0.9%); chemical engineering
Advertisin 79 0.9% 0.9%;; accounting  (0.8%); retailing
Chemical Engineering 86 0.9% 0.8%); telecommunications (0.8%);
Accounting 76 0.8% communications (0.8%); industrial
Retailing 60 0.8% engineering (0.7%); chemistry (0.7%);
Telecommunications 60 0.8% eolo 0.6%); electrical engineering
Communications 68 0.8% %0.6%; financial administration (0.6%);
Industrial Engineering 38 0.7% mechanical engineering (0.6%); journalism
Chemistry 58 0.7% (0.6%);  natural resources (0.5%);
Geology 67 0.6% mathematics (0.4%); human ecology/home
Electrical Engineering 70 0.6% economics  (04%); and  personnel
Financial Administration 63 0.6% administration (0.4%).
Mechanical Engineering 67 0.6%
Journalism 62 0.6% For nursing (-0.6%), a decrease in
Natural Resources 65 0.5% starting salary offers is expected,
Mathematics 59 04% because some hospitals and health services
Human Ecology/Home Econ. 59 0.4% required reductions in salaries for their
Personnel Administration 54 04% current  staff. Therefore, starting
Nursing 132 -0.6% salaries were expected to decrease

proportionately.

Advanced Degree Graduates:

Starting salary increases were also

MBA 115 1.2% expected for MBAs (1.2%) and master's

Masters 126 1.1% degree graduates (1.1%). However, for

Ph.D. 132 -0.6% doctoral degree graduates, decreases were
expected (-0.6%).

Observations: Contained on this chart are
the average starting salary increases
expected by employers who will be hiring
the academic majors and degree levels
listed.  Starting salary offers for new
bachelor's, master's, and doctoral degree
graduates are expected to vary
considerably between academic majors.
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ESTIMATED STARTING SALARIES
FOR NEW COLLEGE GRADUATES

of 1992-93
Bachelor's D raduates

Estimated Estimated Starting
Academic Majors %Change Salary for 1992-93*
Chemical Engineering 0.9% $40,173
Mechanical Engineering 0.6% $35,619
Electrical Engineering 0.6% $35,141
Industrial Engineering 0.7% $32,574
Computer Science 1.2% $31,572
Civil Engineering 1.3% $29,592
Nursing -0.6% $29,452
Physics 1.2% $29,367
Chemistry 0.7% $27.750
Accounting 0.8% $27,566
Marketing/Sales 1.3% $26,165
Financial Administration 0.6% $24,607
Geology 0.6% $24,144
Mathematics 0.4% $23,643
Agriculture 1.0% $23,319
Hotel, Rest. Inst. Mgt. 1.2% $23,103
Natural Resources 0.5% $22,779
General Business Admin. 1.2% $22,601
Education 1.1% $22,554
Telecommunications 0.8% $22,060
Retailing 0.8% $21,390
Liberal Arts/Arts & Letters 12% $21,011
Personnel Administration 0.4% $20,833
Human Ecology/Home Economics 0.4% $20,687
Communications 0.8% $20,619
Social Science 1.1% $20,348
Advertising 0.9% $19,776
Journalism 0.6% $19,114
Averages for Graduate Degree
MBA 1.2% $39,143
Masters 1.1% $35,289
Ph.D. -0.6% $37,755

*Source: Average annual starting salaries for 1991-92 were used from the Collegiate
Employment Research Institute. 1992. Salary Report 1991-92. East Lansing, Michigan:
Career Development and Placement Services, Michigan State University, and the College
Placement Council's Salary Su for 1991-92, September 1992. Bethlehem, PA.: College
Placement Council, Inc.

Observations: Highest among startin% salaries this year for bachelor's degree graduates
were chemical engineering ($40,173), mechanical engineering ($35,619), electrical
engineering ($35,141), industrial engineerin% ($32,574), computer science ($31,572),
civil engineering ($29,592), nursing ($29,452), and physics ($29,367). The greatest
increases in starting salary offers this year were for marketing/sales (1.3%); civil
engineering (1.3%); hotel, restaurant, and institutional management (1.2%); computer
science (1.2%); physics (1.2%); MBA's (1.2%); general business administration (1.2%); and
liberal arts/arts & letters (1.2%).
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Does your organization offer a "parachute” to new college hires as part of _your
benefits package to protect or insure them in the event of a layoff, merger, downsizing,
reorganization, or acquisition?

Observations: In general, most employers
do not offer new college graduates a
"parachute" as part of their benefits
package to protect the new graduates
against  layoffs, mergers, downsizing,
reorganization, or acquisitions. Of 318
employers responding, only 17
organizations (5.4%) ‘"always," " "almost
always," or ‘"sometimes" offered this
option to mew graduates as part of their
benefits package.

Severance pay was offered to new hires by

some organizations (5) and was based on
salary and years of service with the
organizations. If new hires were laid off
after their first year on the job, they
would receive one week of pay (one week of
pay per year of service). In another
organization, there was a minimum of two
weeks of severance pay and a maximum of 25
weeks. Severance pay in  most

Response Categories
Almost Total To-
Always Always Sometimes Seldom Never Response |tal
------------ +------------+------—-----+-------—---—+------------+-~----------+----
N | PCTN | N |PCTN | N |PCTN | N |PCTN | N | PCTN | N | PCTN |MEAN
-------------- b A LT SR T DR S S S-S SR e
Offers of
Parachute for
Layoff
Frequency 8 2.5% 1 0.3% 8

organizations ranged from two weeks to
four weeks.  Another employer paid
severance wages for eight weeks, and then
extended this benefit for four more weeks
if the individual agreed not to sue the
organization.

In some organizations, costs were paid for
outside 1 ices, and
extended medical and dental benefits were
paid beyond the last day worked. One
company paid for outplacement services
through a transition center that provided
resume preparation, letters of
application, computers, telephones, etc.

New employees of state agencies who were
laid off were placed on priority re-hiring
lists.
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How many campuses did your organization visit for recruiting last year (1991-92), and

how many campuses does your

organization expect to visit this year (1992-93)?

Responses are listed by EMPLOYER CATEGORY.

Campus Visits Percent
Average|Average| Change
Last |Expect-|From Last
Year ed Year
....... R L
Mean | Mean | Mean
---------------- foesmecepearceanadaanaanan=
Employer Type
Accounting 6.9 4.6 33.3%
---------------- B L il SR T
Aerospace | 3.8| 3.3 13.1%
---------------- fommcccndooncncadancnncane
Agribusiness | 5.6| 7.7| 38.0%
---------------- LT L
Automotive | 12.3] 12.0] 2.3%
---------------- frereceapaccmscadonannnnnn
Banking, Finance| 18.3| 20.6| 12.6%
---------------- [T TR SR
Chemicals | 22.0] 19.7] -10.6%
---------------- s LT TR P
Communication | 21.3] 18.6| 12.5%
---------------- L L
Construction | 10.1) 7.9| 21.6%
---------------- fmmeccceaprnamcecgonnconcns
Conglomerates | 30.7| 31.7] 3.2%
---------------- T L
Electronics | 15.0] 14.0] 6.6%
---------------- B T I
Engineering,
Consulting &
Prof. Sves. 15.1 14.5 3.8%
---------------- T ST R
Food Processing | 10.0] 11.9| 18.8%
---------------- foccccccemamcocdonananann
Glass/Packaging | 12.3] 13.3| 8.1%
---------------- fecececadocancandrnnonnans
Government | 10.3] 7.6]| 26.1%
---------------- doccccsadececacadasannnnnn
Hospi tals | 10.2]| 8.4| 18.0%
---------------- $erreocodrocnacadoccnaccen
Hotels Motels | 4.5] 4.6| 3.4%
---------------- $esaancadenccccagannocconn
Lumber Products | 3.3 4.2| 27.2%
---------------- fevnececdereccncdonccnneas
Merchandising | 20.4] 18.6]  -9.0%
---------------- O ELETE: TEETEPES PEETPE R
Metals | 2.8] 4.6  66.0%
---------------- #eccmscepcccconnpoccnn-ana
Petroleum | 15.5] 11.0] -29.0%
---------------- fusecesedoccccccducccccnan
Public Utilities| 7.3] 5.2] -28.5%
---------------- fesccecadrccccccdecnccanne
Service Org. | 1.6] 2.2| 37.5%
---------------- T S s e
Textiles | 9.8| 6.0] 38.9%
---------------- T TR TR T
overall Total | 11.9] 11.2} 6.2%

Observations: Employers responding to this year's
survey expected additional decrease in the number of
campuses visited (-6.2%) for interviewing new college

aduates. For the last three years, campus visits
g:lve decreased: 27.7% in 1991-92, 49% in 1990-91,
and 0.7% in 1989-90.

Increases in campuses visited were expected by metals
and metal products (66.0%); agribusiness 38.0%);
social service, religious, and volunteer
organizations (37.5%); lumber, wood products, and
furniture manufacturers (27.3%); food and beverage
processing (18.9%); banking, finance, and insurance
12.6%); glass, packaging, and allied products
8.2%); hotels, motels, restaurants, and recreational
(ac;'}l(iyu)es (3.4%); and diversified conglomerates
3.3%).

Those organizations expecting decreases in number of
campuses visited were automotive and mechanical
equipment (-2.3%); engineering, research, consulting,
and other professional services (-3.8%); electronics,
computers, and electrical equipment manufacturers
(-6.7%); ~merchandising and retailing (-9.0%;;
chemicals, drugs, and allied products (-10.6%);
communications and telecommunications including
telephones, newspapers (-12.5%); aerospace and
components (-13.2%); hospitals and health care
services  (-18.0%);  construction and  buildin
contractors (-21.6%); governmental administration an
military including federal, state, and local levels
2-26.1%; public utilities including transportation
-28.6%); petroleum and allied products -29.0%);
accounting firms (-33.3%); and textiles, home
furnishings, and apparel manufacturers (-39.0%);
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30. What are the new and emerging occupations in your organization?

Observations: Several NEW AND EMERGING
OCCUPATIONS were reported by organizations
respondin to this year's survey.
Provided %)elow in alphabetical order with
frequencies of response noted after each
are those listed by employers:

Allied health care professionals (3),
physical  therapists,  occupational
therapists, and pharmacists

Aquatic ecologist

Biochemists

Biomedical technologist

Chemical safety engineers

Chemists (3), for novel drug delivery
systems research

Chinese bilingual language specialist

Clinical nurse specialists (1)

Communications systems manager and sales

Computer software engineer (14), computer
network engineer, information systems
specialists, computer fprograu:mner:«;,
specialized programmers for AS 400

Corrosion engineers

Customer support and sales representative

Distribution},operations, with inside and
outside sales functions

Environmental and health safety analyst
(16), safety engineer, environmental
engineer, environmental/ industrial
hygienist, environmental researcher,
power plant

Financial planner, fund developers

Industrial engineers

Integrated pest management

International marketing representative (3)
with second and third language skills
Logistics specialist
Management and economic development
specialist
Mechanical engineers for technical sales
Nuclear medicine

Pattern engineers, technical designers,
fabric technicians, and production
assistants

Performance management analysts

Photo/laser research and design specialist

Physical therapist

Power quality analyst

Process engineer

Production engineer

Production manager

Project engineer, manager

Quality assurance engineer (3), quality
assurance manager

Rla'.th of way agent

Sales/service representative (10), direct
marketing representative, retail
management trainee, account executive-
outside sales, product champions,
product managers

Security service supervisors

Stock brokers, financial analysts, trading
specialists, and operations analysts

Technology transfer and deployment
analyst, science and technology
specialist, for  developing new
high-tech systems

Toxicologist

Ultrasonographer
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31. What job categories in your organization this year (1992-93) are expected to yield
the most employment opportunities for new college graduates?

Observations: JOB CATEGORIES expected
to yield the most employment opportunities
for new college graduates in surveyed
organizations this year (1992-93) are:

Accountants (23),
accountants, associate
sales accountants

Actuarial (3)

Advertising account executives

Agronomists

Bank branch manager trainees (9), retail
banking trainees, mortgage banking
processors, mortgage closing trainees,
commercial lending, community banking,
business credit analysts

Caseworkers

Chemical engineers (4), process engineers,
control engineers

Chemists (5)

Civil engineers (3)

Computer  scientists  (20),  systems
programmers, cOmputer programimers,
systems analysts, systems engineers,
business systems analysts, computer
applications development consultants,
software engineers, control engineers

Construction superintendents

Consulting engineers

Controls engineers

Criminal investigators

Customer services trainees (2)

Department manager trainees

Development technologists

Electrical engineers (13)

Electronics engineers (2)

Engineers (37), all categories, research
engineers, field engineers, consulting
engineers

Environmental scientists (3), engineers

Financial planners (4), stock brokers,
credit analysts, financial analysts

Food supervisor trainees (3), food service
managers

Fund raising specialists

Geologists (3)

auditors, staff
accountants,

Hydrologists

Insurance underwriters (S5), underwriting
trainees, claims adjustersuvenile
court officers

Management trainees (4), interns

Merchandise management trainees (10),
assistant buyers, merchandising
executive trainees, store manager
trainees, retail branch trainees

Mechanical engineers (9)

Medical technologists

Microbiologists, researchers

Microprocessor engineers

Occupational therapists (2)

Operations managers (2)

Packaging engineers

Personne specialists  (3),  contract
recruiters, training and development
specialists

Pharmacists

Physical scientists

Physical therapists (2)

Process engineers (2)

Production/manufacturing managers (5),
production manager trainees

Project engineers (2), assistant project
engineers

Pulp and paper engineers

Quality assurance engineers

Research analysts (4),
development engineers

Restaurant management trainees

Sales representatives (25),
rgfrcsentatives,
sales/service

research and

marketing
trainees,

representative,
technical sales representatives,
territory managers, marketing
representatives, field service/ sales
representatives, sales managers,
customer sales representatives,
account executives- outside sales

Tool design engineers

Transportation management specialists

Warehouse management trainees
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Which of the following compensation plans or

retirement benefit packages are offered

to new college graduates hired by your organization? Responses are listed for each.

.............................................................

............................................................

Observations: One or another of the
listed compensation plans and retirement
benefit packages were offered to new
college graduates hired by most surveyed
employers (87.1%). Most frequently
offered were vested benefits, tuition
reimbursement for graduate studies or

Almost Total To-
Always Always Sometimes Seldom Never " Response |tal
------------ e L L T L N N R S SRy g oYy Lo oy P
N | PCTN | N |PCTN | N | PCTN | N |PCTN | N | PCTN | N | PCTN |MEAN
-------------- i D L R R L R L LY A S Sy
Compensation/-
Benefit
Packages
Tuition
Reimbursement | 197| 63.5%| 30 9.6%| 29 9.3%| 14 4.5%| 40| 12.9%| 310 100.0%| 1.9
B e decccdoncnnn. donschonannnn R ducacpecnccns ETEERY SRR #rsccdocneans $eane
Skill-based
Pay | 97| 34.3%' 37| 13.1% 29l 10.2%' ZSI 8.8%' 94' 33.3%| 282| 100.0%| 2.9
R deccadranaans desecadaceccnn $occodaccncen $occepoananan Pomcodazannan ESELET TERY TP Fowma
Stock
Ownership
Plans 98| 33.7% 1 0.3%| 10 3.4% 9 3.1%| 172 59.3%| 290| 100.0%| 3.5
R R decccponsaaas $ecccpecccccs $ecesdocacecn decaadeasecas R derrodoncanana $oenn
Bonuses | 5| 1.7%] 4] 1 3%| 39| 13.6%] 28 9.7%| 210| 73.4%| 286] 100.0%| 4.5
emmseccsccaces $ecccpoccnnan #ecespeccocca decrheccocnn deascpaccecce Focceduannana Forncpuscccoe L IR
Incentive Pay
Plan 24 8.3% 7 2.4%) 42| 14.5%| 21 7.2%| 195| 67.4%| 289| 100.0%| 4.2
sremesccccecas Fecccdrccccccpanca $ecccans #occcdecancon $eccepoveccan #ecacdencanns derecdacncane D
Comparable
Worth Pay 67| 25.0%| 18 6.7k 25 9.3% 16| 5.9%] 141| 52.8%| 267| 100.0%| 3.5
“eccccsnccacan $easepascnans decsepencacan $ecccbrocanas $ocoadoncncas dercadonnnnne deccodoonanan doona
Profit/Gain
Sharing 82| 28.1%| 10 3.4%] 22 7.54| 12 4. 1%] 165] S56.7%} 291| 100 0%| 3.6
cesassen .. LR LT TR $rrocdenancne 4eccedoccncen $ecocpenaccas deccapececcan decccdencanne doca-
Higher
Percentage
Benefit Pay 92| 34.7%| 20 7.5%] 35| 13.2% 8 3.0%| 110] 41.5%| 265| 100.0%| 3.1
------------------ AR AAEAL LR EEEEL LR REY I P EET TETET TP GRS S-S
Two-Tier Wage l l |
Plan 7 2.7% 3 1.1%| 10 3.8% 14 5.4%| 223| 86.7%| 257| 100 oxl 4.7
-------------- R e e D s S
Annuities
Based on
Tenure 74) 28.3% 9 3.4%] 16 6.1% 7 2.6%| 155| 59.3%| 261| 100.0%| 3.6
-------------- D e e Rt T s - S
Defined
Contribution
Plan 182| 64.5% 9 3.1%] 1 3.9% 4 1.6%] 76| 26.9%| 282 100.0%| 2.2
tevsseecnnsnnn *emcedeacnaann Fescepeccanca decceponccann demcepacanans Fecneporacnna $ecocpennanan o
Vested
Benefits 208| 73.2% 10' 3.5% 8 2.8% 3 1.0%| 55| 19.3%| 284 100.0%| 1.9
“eesssssssanns dececdaccanan decrcdoccccne $eccoponcccas $oececpecccana decccpeancance deccedoccccna L IEERY
Individual
Retirement
Accounts 81| 31.7% 9 3.5% 5 1.9% 7 2.7%| 153| 60.0%| 255| 100.0%| 3.6

.......................................

....................

.......................................

advanced degrees, and defined contribution
lans. Of surveyed employers responding,
6.7% "always" or "almost always" provided
vested benefits, 73.1% offered tuition
reimbursement for graduate studies or
advanced degrees, and 67.5% provided
retirement contribution plans.
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Sometimes offered were skill
based/knowledge based pay and a greater
percentage of before-tax pay in benefits.
Of respondents, 47.4% "always" or "almost
always" included skill based/knowledge
based pay, and 42.2% "always" or "almost
always" offered new college graduates the
option of a greater percentage of
before-tax pay in benefits.

Least frequently, or seldom, offered were
employee  stock ownershj? plans,
replacement of raises with lump sum
bonuses, group/team based incentive pay

plans, comparable worth pay, profit
sharing/gain sharing pay plans, two-tier
wage and benefit plans, traditional

annuities based on salary and length of

service, and individual retirement

accounts (IRA's).

Other compensation and benefit options
mentioned by employers were commissions
based on sales, bonuses, yolk matching
programs, employee stock option programs,
paid medical and dental benefits, paid
vacation days, paid holidays, discounts on
merchandise, life insurance, short-term
disability, long-term disability, deferred
ﬁr?fpensation plans (401 K and 457), and
t

savings plans (similar to 401 K
plans with matching employer
contributions).

COMPENSATION & BENEFITS PACKAGES OFFERED
Percentage of Emloyers Offering By Type

Tuitlon Relmbursed ] 63.5%
Skill-Based Pay [| 34.3% i
Stock Ownershlip M 33.7%
IRA'8 1] 31.7%
Incentlve-Based Pay
Comparable Worth Pay 25.0%
Profit/Galn Sharing 28.1%
% of Pay In Benetits —[‘ A _J 34.7%
2-Tier Wage Plan 2.7;
Tenure-Based Annuity :ll ' g || 28.3%
Defined Contribution - - £ [J 64.5%
Vested Benefits | 78-2%
Bonuses '@ 1.7%
| I T T ]
0% 20% 40% 60% 80% 100%

% of Employers "Always” Offering
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How many new college graduates were interviewed by your organization on college campuses

last year (1991-92), and how many were hired? Responsés are listed by EMPLOYER CATEGORY.

TECHNICAL GRADUATES INTERVIEWED:

Technical Tech Technical
Graduates Hired ?ga? G::dz;::s ,
Last Year Number | Gra- Hired Observations: ~ After 240 surveyed employers
of duates|-=--ssvmmeannn . : :
Employ- | Inter- |Total interviewed 36,808 new technical college
ers |viewed|Hired IPercent aduates on college campuses last year
Eployer Types | I I 1991-92), 3,372 were hired (9.1%).
pecomeing  4#l ol ol .| Technical gradustes for purposes of this
et | 9| 312| 29| .24 research, were identified as new college
“reeseeiieaene. ERREEEE #eonee- beeooen beeoeee- aduates in engineering, computer science, and
Agribusiness | 7| 632 43|  6.8% g : & & P
ioniousiness I 1 &3 1.1 68% natural sciences.
Automot ive | 12|  752| 51]  6.7%
---------------- L R T TR P i
Banking, Finance| 18] 73] 118] 15.6% Perclcntage of I:jetg gradulates hired by sury?ed
................ #eceseseaneoeaige....wseool L | employers varied by employer category. Highest
R e Lo ol  Sa815)| a1 1..3:5% percentages among the employers categories were
Comunication | 6 50| 2| 4.0% regorted by hospitals and health care services
Con;;;;ctlor-\"-? """ ;17.2-4467.5‘;’67".;0% (37.9%); governmental administration and
.................. ' ..-| military including federal, state, and local
$occcean 4eoanan $oecenn LSRR T TR Py ? ey
Conglomerates | 3| 3,700| 380 10.2%| levels (26.9%); merchandising and retailin
---------------- $ecccccspectcecpronacadoscacan 1 Elllkl.rl g 1 g
e el potd 82'633', elt:actromgés Etlllr?:;l)(lﬁ,crs az;g:d lgf;:rt?c(iale
i IR AR AR AL R R * ] ] L] 3
523;355?,‘,39& equipment  manufacturers  (13.6%); é)ubhc
Prof. Sves. 34/11,648| 1,050| 9.0x| utilities including transportation = (12.7%);
oot Provessing | R A diversified conglomerates (10.2%); aerospace and
.............. Sebeeeeet 1%L 8L 7% components (9.2%); engineering, research,
Glass/Packaging | 8| 33| s0| 7.8%x| consulting, and other professional services
---------------- Hecccccepecncioprccccoponaccns . ildi
??\.r?f::n??!: ------ l ----- ! ? l - .??? +I - -?? l "??:?? g?)ﬂt?;)étors %191% %) construction and bmldmg
Hospitals | 12| 385 146] 37.9% ’
Hotels Motels | 8] of oI Employer categories hiring fewer than 9.0%, the
---------------- deccsccodecconcpecccrnponccnan i i i
Linber products ] & ) e avcielrage, of techmfal graduates u;ter\tr)lewcd og
................ 4seecceodiocaaaseeeohe......| COllege campuses last year were lumber, woo
g P ast y
derchendising 1.....12] 10| 20| 8.1 products, and furniture manufacturers 28.7%3;
Metals | 1] 3,201] 10s| 3.3x| glass, packaging, and a]lged roducts (7.8%);
---------------- Focccccchionccadrccccodeacanan ood and beveragc processing ( 6%), Petro}eum
i L. 3112000 &9 74xf ap allied products (7.4%); agribusiness (6.8%);
Public Utilities| 19| 84| 108| 12.7%x| automotive and mechanical equipment (6.7%);
fessssdvesssnnma Frmnenan descone decencedpancnnan H - 1
Service org. | 3 ol OT "| textiles, home furnishings, and  apparel
seseerecceslenas I ER— R e o % 30 am e manufacturers (5.9%); communications and
legricirte S | 4. it | 5.%| telecommunications including telephones,
Overall Totals |  20|36,808| 3,372| 9.1x| Dewspapers (4.0%); chemicals, drugs, and allied
................................................ l(gggc%:ts (3.5%); and metals and metal products
0).

No technical graduates were interviewed by the
following employer categories, according to

responses from surveyed employers: hotels,
motels, restaurants, and recreational
facilities;  social  service, religious,  and

volunteer organizations; and accounting firms.



How w college W

many T
last year (1991-92), and how many were hired

................................................

Nontechnical Non-
Graduates Hired techn- |Non-technical
Last Year ical Graduates
Number | Gra- Hired
of duates|-rseesennmains
Employ- | Inter- | Total
ers |viewed|Hired |Percent
---------------- B Lo TRRREEL DU LS
Employer Types
Accounting 71 1,319 206] 15.6%
---------------- 4eccesvageccoscopusasccdoacccas
Aerospace | 9 40| 4] 10.0%
---------------- J R T R R JEPEERL TE LR
Agribusiness | 9] 302 30| 9.9%
---------------- focccccapocscoadacnccohacsncen
Automotive | 12| 863| 66| 7.6%
---------------- $rmssennpresanshasssnahsnsnans
Banking, Finance| 16| 4,575| 472| 10.3%
---------------- e TR TERRRRL LRt
Chemicals | 8| 1,161| 50| 4.3%
---------------- P T TR R TRFRERL LER R
communication | 6] 450| %] 3.1%
---------------- fevececabrocsoadenansodaanuran
Construction | 9 20] 1] 5.0%
................ P LR TERRRRL L
Conglomerates | 3| 1,000| 107{ 10.7%
---------------- fecesamndrccccafprecncagoccacas
Electronics | 16| 78| 262| 33.3%
---------------- feccscacpencnccpronccchonnanss
Engineering,
Consulting &
Prof. Svcs. 35} 8,348 775 9.2%
---------------- foevevecdocsccnpacccsahoacvacs
Food Processing | 7] 284 58| 20.4%
---------------- decsesccdsascendoccacedocccnns
Glass/Packaging | 9| 768| 57 T7.4%
---------------- fevcccespucacoodoncscchonannan
Government | 15] 237} 56| 23.6%
................ fanmsssshesssanpooceasdaccance
Hospitals | 11| 330} 32| 9.6%
---------------- P LA E T TEELREL DL L LS
Hotels Motels | 10| 682} T2| 10.5%
................ gumamessdacsccebocncschoceccae
Lumber Products | 6| 20| 2] 10.0%
---------------- Goensmsshosconadaccoashaccccce
Merchandising | 14119,638| 814] 4.1%
---------------- feescosadpoccnachancovehosvccce
Metals | 9| 180} 10| S5.5%
---------------- fonwmsccefpecceccpeococodrnnnnan
Petroleum | 3| 651} 69| 10.5%
---------------- foancccepascscahacansodonnasss
Public Utilities| 19| 266 25| 10.1%
---------------- fusssscopeccscchoscosoponmnmen
Service Org. | 3 15| 2| 13.3%
---------------- Geansanahesnanupeansccduanssnn
Textiles | 4| 679 45| 6.6%
---------------- pecccocodoncscapococsohenmannn
Overall Totals | 240]42,594| 3,229 7.5%

------------------------------------------------
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rviewed by your organization on college campuses
? Responses are listed by EMPLOYER CA ORY.

NON-TECHNICAL GRADUATES INTERVIEWED:

Observations: Surveyed employers r?orted that
42,594 new non-technical college graduates were
interviewed on college campuses last year
(1991-92), and 3,229 were hired (7.5%).

Non- i , for purposes of this
research, were identified as new college
graduates with academic majors in business and
the liberal arts.

The highest
college graduates
campuses last year
employers  were reported by
computers, and electrical
manufacturers (33.3%);,
administration and military includin, federal,
state, and local levels (23.6%); food and
beverage processing (20.4%); accounting firms
(15.6%);  social service,  religions, and
volunteer organizations (13.3%); diversified
conglomerates_ (10.7%); petroleum and allied
products (10.5%); hotels, motels, restaurants,
and recreational facilities (10.5%); banking,
finance, and insurance (10.3%); pu lic utilities
including transportation (10.1%); aerospace and
components (10.0%); lumber, wood products, and
furniture manufacturers (10.0%); agribusiness
59.9%;; hospitals and health care services
9.6%); engineering, research, consulting, and
other  profession services (9.2%); and
automotive and mechanical equipment (7.6%).

The employer categories hiring fewer than 7.5%,
the average, of mnon-technical graduates
interviewed on college campuses last year were
glass, packaging, and allied products (7.4%);
textiles, home furnishings, and apparel
manufacturers (6.6%); metals and metal products
§5.5%§; construction and building contractors

ercentages of new non-technical
interviewed on college
and hired by surveyed
electronics,
equipment
governmental

5.0%); chemicals, drugs, and allied products
4.3%); merchandising and retailing (4.1%}; and
communications and telecommunications inc uding
telephones, newspapers (3.1%).
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How many new college graduates were interviewed by your organization on college campuses
last year (1991-92), and how many were hired? Responses are listed by EMPLOYER (%A’IE ORY.

................................................ ALL COLLEGE GRADUATES INTERVIEWED:
Total Graduates Total
Hired LSt TR | mber |Tara: | “Rives™ | Observations: Of 91,665 new college graduates
of |duatesjes-emesesevess interviewed on college campuses last year

w2l MO ke |p,mm (1991-92) by 245 surveyed organizations, 8,403
----------------------- SRREDT SEPDIPE SPPPO i 1%).
e torar orer + + were hired (9.
Accounting 6| 1,269| 204| 16.0x| The highest perccntl?ges of new collﬁgetgraduatgs
"""""""" 178  Tss2y 33| e.sx| interviewed on college campuses last year by
s 1 ...... ?1--.???1.---??1---?3?’-‘ surveyed en;floyers and hlr_ed were re.portga(_i by
Agribusiness | 8] 514l ™l 7€ government administration and n'uih 1
Automot i ve | 12| 1,35| 77| s.ex| Including federal, state, arlld local tta_vc S
et LRI =z mes hoosene rowvona (24.7%); communications and telecommunications
nencing, flnencel ITLTA%L #%61 %% including  telephones, newspapers  (20.0%);
Chemicals [ 9| 6,688| 287| 4.2%| electronics, computers, and electrical equipment
o erEEeRsEke e ce 71 5.150] 1.035| 20.0x| manufacturers (19.4%); hospitals and health care
Communcatton 1T 1,5:130] 1,035| 20.0%] o ervices (17.0%); food and beverage S)rocessm_g
construction 1L 8La0l 23] 8.9%) (16.9%); accounting firms (16.0%); public
Conglomerates | 3| 4,700| 487 10.3%| utilities including transportation  (15.0%);
SeesdsEaLLL Y +isesise oo v s e asinng social ~ service, religious, and volunteer
oo LLLLBLesnlnen] 944 organizations  (133%);  hotels,  motels,
Engineering, restaurants, and recreational facilities
brof. Sven. " s6|22,9%| 1,9m| s.ex| (122%); diversified conglomerates (10.3%);
o e Sesaiae venlocen 10 JUT| aerospace and components (9.3%); and banking,
food Processine | L7131 %] 16.9% finance, and insurance (9.2%).
ereoenee il MO WL LA MR L Hiring fewer than the average of 9.1% of
................ R Ay .
BOVerMenE e o 1..tel 1.267]  313| 26.7%| oraduates interviewed were construction and
Hospitals | 10| 710 21| 17.0%| building contractors (8.9%); lumber, wood
"""""""" VT esst ol 1aax| Products, and furniture manufacturers (8.8%);
et 0 DL T engineering, research, consulting, and other
Ly prosuccel | ¢l... %8 2| &.8% professional services 88.6%);. pqtrolcun% 6;11(!
Merchandising | 1419,576| 814] «.1%| allied products (8.5%); agribusiness %0 qu
---------------- deccccccdinncachecncnapocannan glass, packagm and allle pr_DdDCtS 170),
s AN L33l 2l 3-3% automotive and mechanical equipment (5.6%);
Petroleun | 3| 1,851| 158 8.sx| chemicals, drugs, and allied products (4.2%);
rusiic Utilition] | 19] 1,743] | 263] 15,08 merchandising and retailing (4.1%); ftextiles,
................ 4ecececedeatonsiecs..-....[ home furnishings, and apparel manufacturers
Service Org. | 3] 5] 2| 13.3% (3.7%); and metals and metal products (3.3%).
---------------- #rscscccaducncscpeccscnchoccncns
Textiles | 4 1,151 43) 3.7
---------------- $ecccecabeccnechocnssohoccanas

I

245]91,665| 8,403 9.1%

................................................
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During interviewing situations, how import
could be displayed by a job applicant?

...............................................

ant are the following characteristics which

----------------------------------------------------

Response Categories
Extremely Total To-
High High Medium Low No Response |tal

------------ fmeeccsceccmedenmacsasesaaposazcconnnasbosaninnuanne ensseessnmnasponns

N JPCTN | N |PCTN [N |PCTN | W | PCTN | N |PCTN | N | PCTN |MEAN
-------------- prnsedascssncheansebrcnnasapuanohrocsanrpannaprocccsadonne cecvesehesncdanunsnndoons
Applicant
Character-
isties
Confident
Attitude 72| 22.8%| 156| 49.5%| 84] 26.6%| 3 0.9% . 315} 100.0%| 2.1
-------------- +----+------—+«---+-------+----+~------+----+-—-----+¢---+-------+----¢-------#----
Well Spoken | 81| 25.4%| 166| 52.2%| 69| 21.6%] 2| 0.6% .| .] 318} 100.0%| 2.0
cemmecrmanmnue demecdancocce deccodracacan PR SRR domcodonnance L docredonaccon doan=
Polite | 66| 20.8%| 171] 54.1% 75| 23.7%| 4] 1.2%| o .| 316} 100.0%] 2.1
messnesasannns FIRERY TERRRR R $ecocponcanns fonmepancecee foroodusrancoponnn dommmnne drecepenccnce oon-
Ease of
Answering
Questions 36| 11.4%| 129| 40.9%| 136 43.1%| 13 4.1% 1 0.3%| 315| 100.0%| 2.4
secmcesansonmnn R L doccedosencns $escodesensac farcedosnance fanmepasansce P SRR T PR
Appearance/
Dress | 112| 35.2% 161| 50.6% L4| 13.8% 1| 0.3% .| .I 318| 100.0%| 1.8
S T fescoponnanns T foseadesccnce fescodazaccce Ponmaponmanas= docsehacennes dosas
Relaxed | 85| 26.8%| 154| 48.7%| 75| 23.7%] 2| 0.8% .| .| 316] 100.0%] 2.0
asaccossacsana $oeveporncance denoedecconca fosccdoncance doncchousaane fonsodonnnnnsn 4ecasdeccscne raan
Professional
Attitude 153| 48.4%| 139 43.9z| 22| 6.9% 2 0.6% , 316] 100.0%| 1.6
R fecondoncaccs fosrndumsccas foscepenan=ne fameodencanas domsnponu=ume deocsodrancco~ eoee
Ability to
Build Rapport 76| 23.4%| 123| 39.0%| 105| 33.3%] 13 4.1% ) .| 315| 100.0%] 2.2
eseacescensans fecccponcnces $oncodonacane $occodponconce Pevccponaccce demsoponzanas Pormrodacannne oo
Enthusiasm | 109] 34.4%| 169] 53.4%| 36] 11.3% 2] o0.8% .| | 316| 100.0%| 1.8
esesssscecnans 4recadoncecna $esccpuscccee 4ecceporcance fenoaponan=an $ornehoncanne doceedeccsnce doome
smile/Good
Humor 182| 57.4%| 117| 36.9%{ 17 5.3% 1 0.3% . 317| 100.0%| 1.5
esssssssssamne $raecponcccns $ormapenmnons doccegoncanas Y LR $rumobanaccan $occepscancas FIREE
Attentiveness-
/Eye Contact 39| 12.5%] 138 44.2%' 124 39.7%' " 3.5% .I | 312[ 100.0%' 2.3
ccacusanmanane #occchoccnane $occodorscaae $enacdoncaces fessedrcccnca Pensoposcansne deveopacccnce #oonn
Sincerity/Hon- | I
esty 17| 45.9%] 11| 29.7% 1 2.T% . .I 8| 21 6%‘ 37| 100.0%| 2.2
cecemnmmnmoans $ormeponcccns fammodoncacan fomendonccane franadonannna fesnagecsnune Procedpaccccas ocne
Conversation | I I
skills 76| 23.6% 72| 23.0%| 95 30.3x| 45 16.3%' 27 8.6%| 313| 100.0%' 2.6

Observations: During interviewing  unnerved; confident attitude; graceful
situations, it is important that new manner and polite; ability to build

college graduates display some of the
characteristics of an outstanding job
prospect, according to surveyed
employers.

Most important when interviewing, were a
smile and good humor; a businesslike and
professional  attitude; eagerness and
enthusiasm; and appearance, dress,
neatness, and ensemble.

Continuing the list of very important
characteristics for an excellent interview
were the following: well-spoken, clear
enuciation, and good diction; relaxed and

rapport; sincerity and honesty; and good
eye contact and attentiveness.

Less important, but still essential, were
ease with answering questions and an
ability to keep conversation flowing
naturally, without pauses or hesitations.

Other factors considered when interviewing
job applicants included determination,
self-motivated and discipline, an ability
to juggle many tasks, good academic
credentials, and commitment toward
attaining professional credentials.
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After campus interviews, is it important that interviewees follow-up with a "thank you"
letter to your organization's recruiters?

Response Categories
Almost Total To-
Always Always Sometimes Seldom Never Response [tal
------------ e i TP U
N | PCTN | N | PCTN [N |PCTN | N | PCTN | N | PCTN | N | PCTN |MEAN
-------------- B e e L A ot Sy U RS- S
Follow-up
Thank-You
Letter
Importance 74y 23.6%| 72| 23.0%| 95| 30.3%| 45| 14.3%| 27 8.6%| 313]| 100.0%| 2.6
Observations: Most employers (76.6%) When employers are recruiting candidates

recommended that new college graduates
send  "thank  you" letters after
interviewing on campus with recruiters or
visiting employers at their location for
secon interviews.
employers, it is an important gesture when
applf,ring for job OEportunities, but it is
rarely done. It makes a good impression
and helps the interviewer remember the
interviewee. For instance, when the
hiring decision is close between two
people, the thank you letter could be the
deciding factor, according to employers.

Although thank you letters are not a
necessary step in the selection process,
they are a nice touch, and they do spark
memory of your name with some employers.
This shows a higher level of effort and
interest on the candidate's part. This
follow-up shows maturity, dedication, and
professionalism. Many employers suggested
that they could possibly help especially
when candidates are not offered a position
after their initial interviews. y not
sending a letter after an interview, the
applicant would miss that opportunity to
present themselves and their interests
again.

According to

for sales positions, many reported that
the applicant must make the next move
after the initial interview, and a thank-
you letter would be an appropriate
response.

Some employers mentioned that they get so
many that they do not ‘fay attention to who
sendg them and who does not (5). These
employers indicated that a thank-you
letter would be one more piece of paper
that would not influence decisions already
made.

Lastly, for the job applicants, thank-you
letters are an additional cost for another
piece of mail. If this letter contained
ertinent information not included in the
interview, then it was very important
(i.e. transcripts, change of address,
etc.). If thank you letters are sent,
they should be original and well-written
(perfect grammar, spelling, etc.). It is
better not to send a letter than to send
one that is poorly written.
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How many offers of employment were extended by your organization last year (1991-92),
and how many were accepted? Responses are listed by EMPLOYER CATEGORY.

TECHNICAL GRADUATES- JOB OFFERS EXTENDED:

................................................

Technical Grads Tech-| Technicel
Accepted Jobs nical |Grads Accepted

Number |Grads Jobs

of Offaps{=-nno-sesnenes

Employ-| ed [Total

ers Jobs |Hired |Percent
---------------- R L et DL it
Employer Types
Accounting 5 2 2| 100.0%
---------------- feassnnssduanassdonnnnaasnan==
Aerospace | 8| 57| 45| 78.9%
................ prsmnamnpesanaagesssashasaanns
Agribusiness | 7| 87| 43| 69.4%
---------------- e et CEER R T SRR R
Automotive | 1] 83| 63| 75.9%
---------------- 4oessscepuunnaspecnnnnhasennns
Banking, Finance| 17] 183 17| 63.9%
---------------- fammeanshenammedancsnadecsonns
Chemicals | 11| 337 182| 54.0%
------------ e e et TR TR R R ittt
Communication | 71 42| 36| 85.7%
---------------- frmessamafeessrahaanasoganscnns
Construction | 11| S530| 282| 53.2%
................ fonennenhnmasrnheoansnngossnans
Conglomerates | 2| 110] 100| 90.9%
...... csssvssseshesasnnnfinsnnshesesnupraneses
Electronics | 17| 827] 491| 59.3%
---------------- $rsmameadansssshussanapoannnns
Engineering,
Consulting &
Prof. Svecs. 36| 2,666| 1,174| &4b.4%
................ fanssmnshessnanpensnmsgrnancss
Food Processing | 7| 20| 10| 50.0%
................ fressasafasncaapssssashancnann
Glass/Packaging | 7| 58] 44| T75.8%
---------------- famsssmahanmanadeassasfasncnns
Government | 12| 283 216]| 76.3%
................ fusnesenhesmanndesnanagenannnn
Hospitals | 10| 301| 233| 77.4%
---------------- $enssassdensnsshunmaneprasnnan
Hotels Motels | 9| 6| 6| 100.0%
---------------- becenssngasennndeanncahananans
Lumber Products | 7| 52| 20| 38.4%
---------------- $encanssfunsnsndranannhrosnann
Merchandising | 14| 23| 20| 86.9%
---------------- $rsssssupunacsapranssafessnnns
Metals | 12| 197 130| 65.9%
---------------- P TERETRT TEEE R L L)
Petroleum | &) 145) 89| 61.3%
................ fesncsccspensssnhuanunngrancans
Public Utilities| 19| 146 118| 80.8%
................ $enasnnapacasnnpuassnnpanansen
Service Org. | 4| 0] 0]
---------------- deemsnusdasassndecunsaheansnnan
Textiles | 4| 53| 28| 52.8%
---------------- #eesasvsapesnsnahensanadosscana
Overall Totals | 261| 6,186] 3,449| 55.7%

................................................

Observations: Of 241 surveyed employers
reporting 6,186 offers of emplcgrmcnt extended to
new technical college graduates last year
(1991-92), 3,449 were accepted (55.7 %).

Technical _graduates, for purposes of this

research, were identified as new college
graduates in engineering, computer science, and
natural sciences.

Employer categories reporting the highest
percentage of offers accepted from technical
college graduates were diversified conglomerates
(90.9%); merchandising and retailing (86.9%);
communications and telecommunications including
telephones, newspapers 285.7%;; public utilities
including trans7portation 80.8%); aerospace and
components 38.9%); hospitals and health care
services (77.4%); govcmmental administration
and military including federal, state, and local
levels (76.3%); automotive and mechanical
equipment (75.9%); glass, packaging, and allied
roducts (75.8%); metals and metal products
?65.9%;; banking, finance, and insurance
63.9%); petroleum and allied products (61.3%),
electronics, computers, and electrical equipment
manufacturers (59.3%); chemicals, drugs, and
allied products (54.0%); construction and
building contractors (53.2%); textiles, home
furnishings, and apparel manufacturers (52.8%);
and food and beverage processing 50.0%).

Fewer than 50% of the offers of employment to

technical college graduates were accepted from

agribusiness (49.4%); engineering, research,

consulting, and other professional services
44.4%); and lumber, wood products, and
rniture manufacturers (38.4%).

For accounting firms; and hotels, motels,
restaurants, and recreational facilities; 100%
of their offers of employment to technical

college graduates were accepted, but their number of offers were very small, 2 and 6,

respectively.

No offers of employment to technical college graduates were reported by social service,

religious, and volunteer organizations.
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How many offers of employment were extended by your organization last year (1991-92),
and how many were accepted? Responses are listed by EMPLOYER CATEGORY.

NON-TECHNICAL GRADUATES- JOB OFFERS EXTENDED:

................................................

Nontechnical Non
Grads Accepted techn- |Non-technical
Jobs ical |Grads Accepted
Number |Grads Jobs
of Offer-|-rverevereeans
Employ ed |[Total

ers Jobs |Hired |Percent
---------------- L s Rt S R
Employer Types
Accounting ] 356 176 49.4%
---------------- R R L S e T
Aerospace | 8} 12] 8| 66.6%
---------------- L Y LT T
Agribusiness ] 7] 54| 31| 57.4%
---------------- R T LT
Automotive | 1 117] 72| 61.5%
---------------- $ecocorccdonnssadrrnnnahrnannnn
Banking, Finance| 17|  654) 461] 70.4%
---------------- L T
Chemicals | 101  116] 92| 79.3%
---------------- docccscodeccccodanrrangonccans
Communication | 8| 42| 31| 73.8%
---------------- #ecmmccagroacecndoccsnchocacces
Construction | 14| 9| 8| 88.8%
---------------- #emcccccdrasrocdicrctahacrnane
Conglomerates | 2| 23| 18] 78.2%
---------------- $eccacocedeccnscpessnnapocanace
Electronics | 15| 356| 268} 75.2%
---------------- L R LTS TR P R
Engineering,
Consulting &
Prof. Svecs. 34| 2,066 804| 38.9%
---------------- $ecrricngoessiagicscnndrrnnnns
Food Processing | 6] 92| 58| 63.0%
---------------- D i e R T R A
Glass/Peckaging | 8| 74 55| 74.3%
---------------- dessscacheccncodonnnsodonrnnnn
Government ] 12] 1] 10| 90.9%
................ L Rl (L R I SR I
Hospitals | 10] 53| 35| 66.0%
---------------- $escsccodonnocodonssoopannnnas
Hotels Motels | 1] 100] 78| 7B.0%
---------------- $orrenccdonncccdananoadaanaaan
Lumber Products | 7| 7| S| 71.4%
---------------- #ecsscradonnancgorssnagesancen
Merchandising | 15] 1,122] 97| B1.7%
---------------- $ucccscrdonrcccdonncrodanonnns
Metals | 11| 25| 19| 76.0%
................ $rrrscccdorcacnpearnosodonronan
Petroleum | 3 26| 17| 65.3%
---------------- L LR LT TRy yapa
Public Utilities] 191 147] 82| 55.7%
---------------- #reccccadrascochrccacchesanans
Service Org. | 4| 7i 5| 71.4%
---------------- #recmcscdecccecdeccronponcnnan
Textiles | 4| 67| 45| 67.1%
---------------- dorcecnndonccocdrrcnccdocccnns
Overall Totals | 237| 5,536| 3,295 59.5%

Observations:  Offers of employment were
extended to 5,536 new non-technical college
graduates last year (1991-92), according to 237
surveyed employers responding, and 3,295
graduates accepted (59.5%).

Non-technical graduates, for purposes of this

research, were identified as new college
graduates with academic majors in business and
the liberal arts.

The highest percentage of offers accepted by
non-technical college graduates were reported
the following employer categories: governmental
administration and mjljta.lg including federal,
state, and local levels (90.9%); construction
and building contractors (88.8%); merchandising
and retailing (81.7%); chemicals, drugs, and
allied products 79.3%); diversified
conglomerates (78.2%); hotels, motels,
restaurants, and recreational facilities
(78.0%); metals and metal products (76.0%);
electronics, computers, and electrical equipment
manufacturers (75.2%); glass, packaging, and
allied products (74.3%); communications and
telecommunications including telephones,
newspapers (73.8%); social service, religious,
and volunteer organizations (71.4%); lumber,
wood products, and furniture manufacturers
71.4%); banking, finance, and insurance
570.4%;; textiles, home furnishings, and apparel
manufacturers (67.1%); aerospace and components
66.6%;; hospitals and health care services
66.0%); petroleum and allied products (65.3%);
ood and beverage processing éﬁ .0%); automotive
and mechanical equipment (61.5%); agribusiness
(57.4%); and ublic  utilities  including
transportation (55.7%).

Offers of employment were accepted by fewer than
50% of non-technical college graduates in the
following employer categories: accounting firms
(49.4%); and engineering, research, consulting,
and other professional services (38.9%).
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How many offers of employment were extended by your organization last year (1991-92),
and how many were accepted? Responses are listed by EMPLOYER CATEGORY.

ALL COLLEGE GRADUATES- JOB OFFERS EXTENDED:

Total Grads Total | Total Grads
Accepted Jobs Number |Grads |Accepted Jobs

of offer=-|==-====-r=====

Employ-| ed |[Total

ers Jobs |Hired |Percent
---------------- P T et
Employer Types
Accounting 6 413 206| 49.8%
---------------- usmemenpeassashescscngoccncee
Aerospace i 8 69| 53| 76.8%
---------------- $omnaseahasecsrheanonegonnasan
Agribusiness | 7 141) 75| 53.1%
---------------- decemrscdonccsadoccecadoccncns
Automotive | 10| 115] 86| Th.T%
---------------- F T TR EL R R R
Banking, Finance| 18] 919 42| 69.8%
---------------- goaveacadecocnodocsccograsans
Chemicels | 19| 539| 352| 65.3%
---------------- F R L ST TR RY TR
Communication | 7| 79 62| 78.4%
---------------- 4reovacedronnsehacccoadoccancs
Construction | 9| 235] 141| 60.0%
---------------- drsannenpannmnnshansenodoccaans
Conglomerates | 2| 133 118| 88.7x
---------------- heecoocndoccesodosccondracccss
Electronics | 16| 2,824 2,249| 79.6%
---------------- fessnesshroacvedrroceadooccccs
Engineering,
Consulting &
pProf. Svcs. 36| 5,023 2,146| 42.7X%
---------------- fesnumsnpasscscdocsvccdencccce
Food Processing | 71 12| 68| 60.7%
---------------- devesscndessnceduosccchoconens
Glass/Packaging | 7| 122 89| 72.9%
---------------- #ooccocadecccccdocancodaaccans
Goverrment | 14| 548] 366 66.T%
---------------- $rovecccdosnsscdrocsondooncccs
Hospitals | 10| 354] 268] 75.7%
................ decvocscdocsccodecccachecconce
Hotels Motels | 10] 88| 69| TB.LX
---------------- gocveccchosoncsdacncnodonnnnne
Lunber Products | 7] 59| 25| 42.3%
---------------- roccsnndesconndrrenssdannnnes
Merchandising | %] 1,112 913| 82.1%
---------------- 4ecccccodecescodecscangroncoce
Metals | 1] 216] 143| 66.2%
---------------- $occcsnaderacanguoccnaprocvces
Petroleum | 2j 43| 28| 65.1%
---------------- fececccodracncodoasacsgocccons
Public Utilities| 20| 464| 330] 71.1%
---------------- $oeccecandesccsrdoscnnchonannn
Service Org. | 4] 7| 5| 71.4%
................ 4rmccenedoracccdeccncrdoconcae
Textiles | 4] 120} 73| 60.8%
---------------- $ecmccccdacccanhoraccodronccce
Overall Totals | 240]13,735| 8,507| 61.9%

................................................

Observations: According to surveyed employers,
offers of employment were extended to 13,735 new
college graduates - of all degree levels and
academic majors last %rcar (1991-92) by 240
organizations, and 8,507 job offers were
accepted (61.9%).

The highest percentage of job offers were
accepted by new college graduates seeking
employment with the ~ following employer
categories: diversified conglomerates (88.7%);
merchandising and retailing 82.1%);
electronics, computers, and electrical equipment
manufacturers (79.6%); communications and
telecommunications including telephones,
newspapers (78.4%); hotels, motels, restaurants,
and recreational facilities (78.4%); aerospace
and components (76.8%); hospitals and health
care services (75.7%); automotive and mechanical
equipment (74.7%); glass, packaging, and allied
products (72.9%); social service, religious, and
volunteer  organizations  (71.4%); ublic
utilities  including  transportation E’I .l%g;
banking, finance, and Insurance 69.8%);
overnmental administration and  military
including federal, state, and local levels
(66.7%); metals and metal products %66.2%;;
chemicals, drugs, and allied products (65.3%);
Eetroleum and allied products (65.1%); textiles,
ome furnishings, and apparel manufacturers
(60.8%); food and beverage processing EGO.‘]%;;
construction and building contractors (60.0%
and agribusiness (53.1%).

Offers of employment were accepted by fewer than

50% of all college graduates seeking employment

in the following employer categories: accounting

firms (49.8%); engineering, research,

consulting, and other professional services
42.7%); and lumber, wood products, and
rniture manufacturers (42.3%).
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How many offers of employment were extended by your organization last éear (1991-92),
and how many were accepted? Responses are listed by EMPLOYER CATEGORY.

COMPARISION OF JOB OFFERS EXTENDED
TO ALL COLLEGE GRADUATES,
TECHNICAL GRADUATES, AND NON-TECHNICAL GRADUATES:

Nontechnical Grads
Technical Graduates Offered Positions
Number of Graduates Offered Positions  [----ccervvvucoaaannn...
Offered Positions @ [===-scrcemacmnnnananaa., Total
-------------------------- Total Non-
Number Number | Tech- Number | tech-
of Total of nical of nical
Employ-| Offered Employ-| Grad- Employ- | Grad-
ers |Positions |Average| ers uates |Percent| ers uates |Percent
---------------- i e R L R R R T r R P | RIS (BRI
Employer Types
Accounting ) 413 69 5 2 0.4% 5 351 84.9%
---------------- B e D L R R SO RY ERuS g SR SRS
Aerospace | 8| 69| 9| 8| 57| 82.6%| 8 12| 17.3%
---------------- e e R R T T T A o S
Agribusiness | 7| 141] 20| 7| 87| 61.7%| 7| 54| 38.2%
---------------- e e e R [T SRS
Automotive | 10| 115] 12| 10| 81| 70.4%| 10| 42| 36.5%
---------------- e e R T F e -
Banking, Finance| 18| 919| 51| 17| 183 19.9%| 17 654 71.1%
---------------- i e L A R T, T e S R
Chemicals | 1] 539| 49| 10| 333] 61.7%| 10| 116 21.5%
---------------- e i L R T T S
Communication | 9| 94| 10] 8| 42| 44.6%| 8| 37| 39.3%
---------------- e D R D it (LR L R R Uy pupRp Sy Sy
Construction | 9) 235| 26| 9| 226| 96.1%| 9 9 3.8%
---------------- R D L e - e S
Conglomerates | 2| 133 67| 2| 10| 82.7%| 2| 23| 17.2%
---------------- R R R R T e et S S L GO G S
Electronics | 16| 2,824 177] 15] 820| 29.0%| 15] 356| 12.6%
---------------- e e R T I ISR s ot ey -SRI
Engineering,
Consulting &
Prof. Svcs. 38 5,032 132 37| 2,650| 52.6% 36| 2,066 41.0%
---------------- e T Al - S -
Food Processing | 7| 112 16] 7| 20] 17.8%| 6] 92| 82.1%
---------------- i e R S Ly L L e gt S S
Glass/Packaging | 7 122 17] 7| 58] 47.5%| 7| 64| 52.4%
---------------- i e T L A S -
Government | 15| 548| 37) 13| 283| 51.6%| 13] 1M 2.0%
---------------- e e Rl T T g - SR
Hospitals | 10| 354) 35] 10} 301| 85.0%| 10| 53| 14.9%
---------------- e e T e - -
Hotels Motels | 1] 88| 8| 10] 6| 6.8%| 11| 87| 98.8%
---------------- i e e e A -
Lumber Products | 7| 59| 8| 7| 52| 88.1%| 7} 71 11.8%
---------------- R T R T e - S
Merchandising | 14| 1,112} 79| 13 23|  2.0%| 13| 1,086 97.6%
---------- e L e s S S
Metals | 12| 216 18] 11} 191] 88.4%| 12| 25| 11.5%
---------------- D T -
Petroleum | 2| 43| 22| 2| 20] 46.5%] 2| 23| 53.4%
---------------- e e R L e T DR SRS S
Public Utilities| 20| 464 23| 19| 146] 31.4%| 19| 147 31.6%
---------------- i D L s ST P SU R - S
Service Org. | 4} 7| 2| 4| 0] 0.0%| 4| 7| 100.0%
---------------- M RS LD EEREETET TR TR DR Ay S S
Textiles | 5| 120| 24 5| 53| 44.1%] 5| 67| 55.8%
---------------- O ALt L CEEEETET TEP TP RE TP S-S SR S
Overall Totals | 248 13,759| 55] 236] 5,744 41.7%| 236| 5,389 39.1%

Continued ...
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Continued ...

Observations: According to surveyed
employers, offers of employment were
extended to 13,759 new college graduates
of all degree levels and academic majors
last year (1991-92) by 248 organizations.
Of these, 5,744 offers were received by
technical college graduates (41.7%), and
5,380 were offered to non-technical
graduates (39.1%).

For purposes of this research, technical
graduates were defined as new college
graduates in  engineering, computer
science, and mnatural sciences. n-
technical graduates were considered as new
college graduates with academic majors in
business and the liberal arts.

Employer categories offering the most job
opportunities 5?25% to _100%) for liberal

arts, social sciences, arts and letters,

in ors were social service,
religious, and volunteer organizations
(100.0%); hotels, motels, restaurants, and
recreational facilities 298.8% ;
merchandising and retailing (97.6%);
accounting firms (84.9%); and food and

beverage processing (82.1%).

Although governmental administration and
the military did not identify their job
openings as either technical or
non-technical, from previous experience,
most of their openings are available to

liberal arts, social sciences, arts and

letters, and business majors.

niti 0 74 r
I iness majors were
provided by employers in banking, finance,
and insurance (71.1%); textiles, home
furnishings, and apparel manufacturers
55.8%3; petroleum and allied products
53.4%); and glass, packaging, and allied
products (52.4%).

Fewer than 50% of available job offers
ved by liberal arts graduates

re recei I
seeking

employment in engineering,
research, consulting, and other
professional services (41.0%);
communications and telecommunications
including telephones, newspapers (39.3%);
agribusiness  (38.2%); automotive and
mechanical equipment (36.5%); public
utilities including transportation
(31.6%); and chemicals, drugs, and allied
products (21.5%).

For the remaining employer categories,

most_of their job offers w recei
hni llege  graduates:

construction and building contractors

96.1%); metals and metal products
88.4%); lumber, wood products, and

iture manufacturers (88.1%); hospitals
and health care services (85.0%);

diversified conglomerates (82.7%); and
aerospace and components (82.6%).
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What is the approximate average cost of recruiting and hiring a new college graduate

(including any related costs, but excluding any training costs after hiring)?

Responses

are listed by EMPLOYER CATEGORY.

Recruitment

Cost Per New

College Hire

Number
of
Employ

ers |Average
.............. $rrrssseprsannn=
Employer Types
Accounting 1 $900
.............. descssnedanaanaa
Aerospace | 4| $2,063
.............. dusiasanadeccanna
Agribusiness | 7| $3,459
.............. T Yty
Automotive | 6|%21,800
-------------- +-------’.-------
Banking,
Finance 7| $1,639
.............. $rrssscodecncans
Chemicals | 6| $2,000
.............. L T
Communication | 6| $2,883
.............. $erasicodescacne
Construction | 8| $2,900
.............. $e-ccicodaccccan
Conglomerates | 1] $200
.............. R LT Ty e
Electronics | 13| $5,154
-------------- dececscadpanacaas
Engineering,
Consulting &
Prof. Sves. 28| 3,518
.............. demcccnngencnenn
Food
Processing 5] $2,250
.............. deccaccndascnana
Glass/Packagi-
ng 5| $6,628
.............. L LR TRy
Government | 8| $5,376
.............. B S
Hospitals | 1] $2,176
.............. fecccccodrocenen
Hotels Motels | 9] 880
.............. $eececnedoncnses
Lumber
Products 6| $4,700
.............. $rcconacdrsanane
Merchandising | 10| $2,233
.............. $ecmocccnfocacnce
Metals | 9| $2,575
.............. desccacedoannses
Petroleum | 3| $3,167
.............. $ercsinadoncacss
Public
Utilities 9| $2,033
-------------- $ecccanndennanas
Service Org. | 2| $350
.............. B L T T S ——
Textiles | 2| $2,638
.............. R
Overall Totals| 166| $3,738

Observations: The average cost of recruiting and hiring a
new college graduate, according to surveyed employers, was

$3,738. included any related costs, but excluding any
training costs after hiring.
Employer categories reporting the highest costs for

recruiting and hiring were automotive and mechanical
equipment ($21,800); glass, packaging, and allied products
§$6, 28); governmental administration and military including
ederal, state, and local ($5,376); and electronics,
computers, and electrical equipment manufacturers ($5,154).

Reporting costs in the $2,000 to $5,000 range were lumber,
wood products, and furniture manufacturers g$4,‘700);
engineering, research, consulting, and other professional
services ($3,518); agribusiness ($3,459); petroleum and
allied products ($3,167); construction ~and building
contractors ($2,900); communications and telecommunications
including telephones, newspapers ($2,883); textiles, home
furnishings, and apparel manufacturers ($2,638); metals and
metal products FS%,S’IS); food and beverage processing
($2,250); merchandising and retailing ($2,233); hospitals
and health care services ($2,176); aerospace and components

$2,063);  public utilities  including transportation
3%:033; and chemicals, drugs, and allied products
000).

Costs of less than $2,000 per new hire were reported by
banking, finance, and insurance ($1,639); accounting firms
($900); hotels, motels, restaurants, and recreational
facilities ($880); social service, religious, and volunteer
organizations ($350); diversified conglomerates ($200).
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Does your organization conduct background checks of new college hires?

...................................................................................................

Response Categories
Almost Total To-
Always Always Sometimes Seldom Never Response |tal

------------ Q-—-.---.....-4--..-..-..-..4.....--------«p---------.-- smsmsssssamaprace

N | PCTN | N | PCTN | N |PCTN | N |PCTN | N | PCTN | N | PCTN |MEAN
-------------- +----+-------+---—+-------0----+-------¢----+-----—-+----+-------+----+-------¢----
Types of
Background
Checks
Work Habits 102 38.7%| 52| 19.7%] 41| 15.5%| 18 6.8%] 50| 19.0%] 263| 100.0%| 2.5
-------------- preesdecveenohesachocacecchenandennanoadeocchonnmcand sasdhassnccepoacepocarecsgooce
Absenteeism | 94| 35.7%| 40| 15.2%| 48| 18.2%| 26| 9.8%| 55| 20.9%| 263| 100.0%| 2.7
-------------- +----+-------+----+-------+-~--+-------+----+-------+----+-------+----+-------+----
Work
Attitudes/Eth-
ic 105| 39.9%| sS0| 19.0%| 38| 14.4%| 14 5.3% S6| 21.2%| 263| 100.0%] 2.5
assssrrannrena dosevdoccaccn focsadacccacs $eeccdoscccan dececpecanaas doenaduanceca P TR -
Criminal
Convictions 82| 31.1%| 20 7.6%l 8| 18.2%| 30| 11.4%| 83| 31.5%| 263 100.0%| 3.0
B hasscdeoancan decsapeccncan foresopacenans geccadecaacne FERERY TR frrmspescsane -
Alcohol Abuse | 42| 15.9%| 201 7.6%] 31| 11.7%] 40| 15.2%| 130| 49.4%| 263| 100.0%| 3.7
sessssssnamnen premedaacccce foceaponaacce R FYEERY TEEEEE 4roasposcscne drcacpencccen oce-
Drug Abuse | 78] 29.6%| 16| 6.0%] 27| 10.2%| 29| 11.0%| 113] 42.9%| 263| 100.0%] 3.3
cemmmseneanane #rcscpeesnuna fusechacccnce docccpenncvan docccdaccence fracoposaccan foenepocccecn oo
Excessive
Litigations 25 9.5%] 11 4.1%| 25 o.52] 40| 15.2%| 162| 61.5%| 263} 100.0%| 4.2
sssmmemsssnunn posvedoncnnne poccodonccacs pecmchensaccs Y TR R TR e LR pecccposcacae IR RR]
Credit Bureau
Checks 3 8.7%| 13 4.9%l 350 13.3% 30| 11.4%| 162| 61.5%] 263 100.0%| 4.1
sesmassssss=ne deenagascccecs deresponanace focoadeacccces foecepmcsncos decanhavunncs T e
Driving Record| 35| 13.3%| 17| 6.4%| 41| 15.5%] 39| 14.8%] 131] 49.8%| 263| 100.0%] 3.8
B FEEEEY TR R TR $occopancacne deccepoosnncen fascodecncoce focccdormnnoa deccopecsccne domne
Worker
Compensation
Claims 10 3.8%] 1 4.1%] 22 8.3% 38| 14.4%| 182| 69.2%| 263 100.0%| 4.4
mmssrassmnmnen R L doccadonuanoce grreadonamann foencdoconccn R ] deccopesnccen donnn
Medical
Records
Analysis 33| 12.5%| 14 5.3%| 23 8.7%| 341 12.9%| 159 60.4%| 263| 100.0%| 4.0

...................................................................................................

personnel offices of government agencies

Observations: Background checks of work
on most new hires.

habits (58.4%), absenteeism (50.9%), and
work  attitudes/ethics  (58.9%) were

"always" or "almost always' conducted by  After new college aduates were hired,

surveyed employers when hiring new college
graduates. ss frequently checked were
criminal convictions (38.7%), drug abuse

background checks for security clearances
were completed, according to government
defense contractors. For licensing with

{35.6%;, history of excessive alcohol use  the Securities and Exchange Commission,
23.5%), driving records (19.7%), medical  all candidates must be checked in all the
records analysis (17.8%), involvement with  areas listed.

excessive  litigations  (13.6%), credit .

bureau checks (13.6%), and workers' To check academic records of new hires and

compensation claims (7.9%).

For federal government employment, all new
hires received an FBI background
clearance. Additional reference and work
performance checks were conducted by the

to confirm receipt of a degree,
transcripts were requested by numerous
employers.
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What is the impact on your organization's hiring decision when a

indicates a desire to attend

years after graduation)?

aduating student

graduate school in the near future (within one to three

Extremely Extremely Total To-
Positive Positive Neutral Negative Negative Response |tal
------------ R L Y Rl Rt P AR A B e e L
N | PCTN | N | PCTN | N |PCTN | N |[PCTN | N |PCIN | N | PCTN |MEAN
-------------- e i e D T e i ST RS
Views Toward
Graduate
School
Level 28 8.7%| 145| 45.3%| 114| 35.6%] 26 8.1% 7 2.1%] 320| 100.0%| 2.5
Observations: When graduating students encouraged, because completion of

indicate a desire to attend graduate
school in the near future (within one to
three years after graduation), the impact
on an employer's hiring decision can be
anywhere from positive (54.0%), to neutral
(35.6%), or negative (10.2%), depending
upon application of the advanced degree
coursework to the employer's situation.
Also, part-time, evening hours only
programs are received more positively.

When applying for employment, graduating

additional education can assist with work
activities. The amount of support also
depends on whether the student plans to
attend full- or part-time and what the
student's intentions will be once they
obtain the degree.

High rnover i il among
employers. According to surveyed
employer, students seldom return after
getting an advanced degree. In these
cases, employers do not recoup training

students  should understand that the losses experienced during the first two
prospective loyer's fir i years new hires are on the job.
outstanding job _performance. If an

employer suspects that the ?plicant's
primary interest is graduate study, rather
than top job performance, then the
individual's application will not be given
very serious consideration. From the
employer's perspective, this calls into
question the candidate's commitment to a
career in the employer's business.

This is especially true if attendance at
graduate school will reguire termination
QLeglpl_Qm. If attendance at graduate
school would be within commuting distance
of the employer's work location, then the
employer might be supportive. If the
student selects graduate school, the
employers would urge them to come back to

reapply when their graduate studies are
finished.

Positive support for graduate study can be
expected from employers if coursework in
the advanced degree program will be

Some companies encourage all employees to
advance their educational pursuits by
offering 1 ition su SO most
employees do not leave the company to
pursue higher education. Instead, they
work and study at the same time.

I r job before quitting to
attend graduate school is absolutely a
problem for employers.  According to
employing officials, it takes about three
ﬂears for a new hire to understand the
est jobs and perform capably. For this
reason, most employers expect 2-3 year
commitments before offers will = be
extended.  Again, depending upon the
position to be filled, and the individual
applying for the assignment, employers
expect a return on their investment in
terms of work performance for training
time provided.

However, if the student indicates that
part-time (after

li heir ' It depends attendance will be
upon the position. For research  working hours), then positive or neutral
positions, advanced degrees  are  responses can be expected from employers.
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If you were recommending preparation needed from college and university experiences
for employment within your organization, what would you suggest?

---------------------------------------------------------------------------------------------------

Response Categories
Almost Total To-
Always Always Somet imes Seldom Never Response |tal
----------- B S e e R T T LR R L R R R R Ll
N [ PCTN | N [ PCTN | N | PCTN | N | PCTH | N | PCTN | N | PCTN |MEAN

-------------- feeeedmmnmnmodoacehacacacseponachonscsanhasachoscsannhuancdocccccchocechocccccedocos

Recommended

Experiences

for

Preparation

Campus

Leadership 78| 26.5%| 116| 36.4%| 109| 34.2%| 14 4.4% 1 0.3%| 318| 100.0%| 2.2

cesssansmenens R L 4usnahessecce foccofmanssne deasacdoacncsse fasanfocascoe doecvodonnnnnn foane

Student l

organizations 73| 22.8% 125| 39.1%| 104 32.6%| 14 4.3% 3 0.9%| 319| 100.0%| 2.2

feRmssammn . poccadancesce docncpannoans $oeccposcacan deccopecacass funcadeonccea $ocmeprencane 4ooos

Career-Related

Work |1s9| 58.1x| 94| 28.9% 39| 12.0% 3| o.9x| | 325( 100.0%| 1.6

sesesssssssans doncopesccana decsadeancnce docoopecccncn doncopenncona Y IR R docosbacscaas PP

Internships/-

Cooperatives 138| 42.4%| 115| 35.3%| 69| 21.2% 3 0.9% : 325| 100.0%} 1.8

cesmmamssnsaaa $ecoapocsccan $eccaposccnns doescpossaces $essadeccccna $occofeccrans dovcchossaace pooc-

Summer/Part-

Time

Employment 130| 40.7%| 136] 42.68%| 50| 15.6% 2 0.6% 1 0.3%| 319| 100.0%{ 1.8

mEmmamessamann decscdorsanen fosccboccsans $occedaacssae doveepocccane pucecpeccnccn dosccdoonvons poen-

Other Work

Experience 81| 27.0%| 126] 42.0%| 82| 27.3% 8| 2.6% 3 1.0% 300l 100.0%| 2.1

memssmeeasanas R LT R R docacdeceasaa drucchocccons fomachacaccas $ovenpancoces $eaven

Computer

Literacy 123| 38.4%| 125 39.0%] 64| 20.0% 6 1.8% 2 0.6%| 320| 100.0%} 1.9

T R drccohrammene R LR dococpencanan drevepoccecas doccadecnccen docecpocasans doene

Communication

skilts 226 69.9%| 87| 26.9%] 10| 3.0% ) 3 323| 100.0%| 1.3

sessscserannne feceedesacacs docaodacocnen L dracehacanaas $emecdeacccns doccdoconcan doone

Research/Anal -

ytical Skills 66| 20.6%| 109| 34.0%] 123| 38.4%| 17 5.3% S 1.5%| 320| 100.0%{ 2.3
Observations: When recommending Very important, but receiving lower
preparation needed during colleFe and ratings, were summer and part-time
university experiences for employment employment (83.3%), mtemshlgs/
within  the  organizations surveyed,  cooperative education assgu)ments (77.7%),

0),

employers suggested that every one of the

computer literacy (774 other work

listed ~activities and preparations would  experiences (69.0%), articipation  in
"almost always" be helpful Exact student activities an organizations

reparation would depend upon the position
to be filled.

Most important, according to surveyed
employers, were career-related —work
experiences and excellent communication
skills. These preparations were “always"
or "almost always" recommended by 87.0%

61.9%), campus leadership experiences
60.9;&, and research/ analytical skills
54.6%).

Other preparations desired by employers
were better mathematical skills, improved
writing skills, excellent public speaking
abilities, interviewing expertise, and an

and 96.8%, respectively, of the employers  ability to analyze quickly and act
responding. decisively.
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If a new college graduate hired by your organization was found to be deficient in one
or several skilgl or knowledge areas which were critical for effective job performance
after six months on the job, does your organization engage in one or more of the
following procedures?

---------------------------------------------------------------------------------------------------

................................................................

Almost Total To-
Always Always Sometimes Seldom Never Response |tal
------------ R R L T R T T R e Sy
N | PCTN | N | PCTN | N | PCTN | N |PCTN | N | PCTN | N | PCTN |MEAN
-------------- A e R s L e R R  E Y Y E R APy I
Response to
Employee
Deficiencies
Discuss in
Performance
Appraisal
Review 224 T70.0%| 77| 24.0%| 16 5.0% 1 0.3% 2 0.6%| 320( 100.0%| 1.4
-------------- dommcdeccccacdacscpoccccccdecnchraananadecnaheccccondhoccedacacacehocoohoonnasadon
Initiate
Discharge l 4 1 2%| BI 2.5%] 166| 53.0%| 114| 36 4%| 21[ 6 7%| 313| 100.0%1 3.4
-------------- LR Sttt A Y I Y SRR LR R TREEE PR R T D R T T P Py i
Discuss and

Review Options

(ie training) | 161| 50.4%| 108| 33.8%| 46| 14.4% 2 0.6% 2 0.6%] 319] 100.0%| 1.7
-------------- R et & Fecccccedecnscpenasccopracchocccccchonnndaarcnnadhaanadonanseodan
Offer Free

Remedial

Training 55| 17.7%] 6% 19.6%| 125| 40.3%] 45| 14.5%| 24 7.74| 310| 100.0%| 2.7
-------------- b A e R R L R R D T R R D e T R R T Tk T T Y i
offer

Reimbursement

for Training 20 6.6%| 40| 13.2%| 117| 38.7%| 70| 23.1%| s5| 18.2%| 302| 100.0%| 3.3
-------------- e e R R D L T R L R e T (i uyv- N
Require

Employee to

Obtain

Training 25 8.3%| 38| 12.7%| 91| 30.4%| 64| 21.4%| 81| 27.0%| 299| 100.0%| 3.5

...................................................................................................

Observations: When new college graduates
were hired by surveyed employers, they
were sometimes found to be deficient in
one or several skill or knowledge areas
which were critical for effective job
erformance after six months on the job.
n these situations, surveyed employers
responded by discussing tl‘::e deficiencies
with the employee and by suggesting
appropriate remedial training.

Pursued "always" or “almost always" by
94.0% of the surveyed employers was the
option of discussing any d%ficiencies with
employees in performance appraisal
interviews. In the employee evaluation
procedures of surveyed organizations, this
was an early major step.

Used "always" or "almost always" by 84.2%
of the surveyed employers was the option
of discussing any ~ deficiencies with

employee and then reviewing remedial
options, such as additional training
needed. Used less frequently (37.3%) was
the choice of offering remedial training
within the organization to employees free
of charge during working hours.  The
other alternative proposed to surveyed
employers was communicating with the
employee to either invest in remedial
training or be discharged. This option
was used by "always" or "almost always" by
21.0% of the surveyed employers.

Only a few surveyed employers (19.8%) were
offering remedial training to employees
with partial reimbursement outside working
hours at an outside facility. Rather than
this option, most of the employers offered
remedial training within the organization
to employees free of charge during working
hours.
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How would you rate the effectiveness of affirmative action/EEO programs in your
organization?

Observations: The effectiveness of
affirmative  action/EEO  programs in
surv%yed organization was rated from
excellent to poor.

Excellent ratings (16) of effectiveness
were reported by a select group of
respondents. In these cases, affirmative
action/EEO programs are active and
realisticc but even then, hiring goals
fall short of objectives. Another
deficiency noted even in the best programs
was the retention of African/Americans.
For some of these programs, in-house EEO
counselors are provided. All supervisors
and employees receive thorough EEO
training, and extremely small numbers of
complaints have been received.

Very effective (32), very high, and very
positive ratings were submitted by a few
employers. These programs were effective
in employing minorities and women;
however, here again, they were ineffective
in attracting sufficient minority
candidates. Very good, above average, and
successful were used to describe these
programs that were taking aggressive,
proactive stands on this issue and making
good progress. These employers always
considered EEO goals in hiring situations,

but were still striving for better
numbers.
ood an I ratings (74

were received by affirmative action/EE

programs in some surveyed organizations,
mostly because they needed more qualified
minority candidates to fill hiring goals.
Especially weak were hiring goals in
technical areas (i.e. engineering,

physical sciences, and business). At the
executive levels of organizations, human
resources administrators rteported low
minority representation, but at all other
levels withi surveyed organizations,
minorities were well-balanced. According
to these employers, it was time to address
the "glass ceiling." Most employers were
aware that their affirmative action/EEO
programs were by no means "flagship", and
they could be improved and more
effectively implemented. These employers
also said with more commitment from
management, hiring goals might be easier
to reach.

Fair and improving ratings (26) were
registered for organizations needing more
proactive affirmative action/EEO programs
to make them more attractive to minority
candidates. These employers were making
concerted efforts with new hires, but they
reported slow progress. Their affirmative
action/EEO programs had not produced the
necessary level of qualified candidates.
These employers needed a larger pool of
minority recruits for making selections.

Poor_and minimally effective (12) results
were reported by a few surveyed

employers. These organizations recruited
low numbers of minorities. Also, poor
results were achieved for time and money
spent.  They cited poor vision and
planning as causal factors. A few
employers reported that their affirmative
action/EEO programs were very effective
until  hiring freezes and downsizing
occurred, when all progress was ceased.



Does your organization have a policy
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on sexual harassment and reporting of

incidents? Responses are listed by EMPLOYER CATEGORY.

------------------------------------------------

Existence of Sexual Harassment
Policy
Yes | No
............... fpeeecscncvascane
Number Number
of of
Employ- Employ-
ers |Percent| ers |Percent
-------------- deccaccodoncsacedecconachpooncnas
Employer Types |
Accounting 3| 50.0% 3| 50.0%
.............. denesnsehrasanaapunsnanagannannn
Aerospace | 10| 100.0% .|
-------------- dorannecpocccanaponcnnnahananann
Agribusiness | 7| 87.5%| 1} 12.5%
-------------- $ecccccodrstccccpanccnanpocnannn
Automotive | 12| 92.3%]| 1 7.6%
-------------- dececcecpesccccaponcocachonnannn
Banking,
Finance 18| 100.0% .
-------------- decrcraadeccccccpencccondacacane
Chemicals | 12] 92.3%] 1] 7.6%
-------------- drcsccccposnnannhrascsnsnhesnnnnsn
Communication | 1] 91.6%| 1] 8.3%
-------------- dereccccpecccccadpannsnsndonsnnnn
Congtruction | 10| 83.3%| 2| 16.6%
-------------- D i e R L e S
Conglomerates | 2| 100.0%| -l
-------------- R L e L LSRR R LR T Toraepp—.
Electronics | 24| 100.0%| .l
.............. $ecenccadesccancdhocnvacschonannns
Engineering,
Consulting &
Prof. Svcs. 41| 93.1% 3 6.8%
-------------- drrmasaspesccscodhacsnanoderannnn
Food
Processing 8| 88.8% 1 11.1%
-------------- L D L T R A e
Glass/Packagi -
ng 9| 100.0% B
-------------- PrrmsmsspenssscaPprnnnnnodesanans
Government | 24| 100.0%| .|
-------------- $docvcccopracacacpossacaadrannans
Hospitals | 17| 94.4%| 1] 5.5%
-------------- $eccecsndocccocodaccancedoacence
Hotels Motels | 10| 83.3%| 2| 16.6%
-------------- L L L L
Lumber
Products 6| 75.0% 2| 25.0%
.............. L R R L TR T
Merchandising | 18| 94.7%| 1] 5.2%
-------------- R R T R (e
Metals | 18{ 100.0%| .
.............. LR ERERY SRR TR DD PP S
Petroleun | 3| 100.0%| .|
-------------- L L R R R TR .
Public
Utilities 24| 96.0% 1 4.0%
-------------- L et o R O
Service Org. | 2| 66.6%| 1] 33.3%
-------------- #rercascdeccccccponcccnspanancan
Textiles | 5| 83.3%| 1] 16.6%
-------------- L L L Rl LU S
Overall Totals| 294| 93.0% 22| 6.9%

................................................

Observations: Sexual harassment policies and
reporting of incidents were prevalent among
93.0% of the surveyed organizations. Of 316
employers rcsEonding, 294 had a strict policy
on sexual harassment and reporting of
incidents.

Employees of most surveyed employers were aware
of sexual harassment policies as a result of
company training programs and were required to
immediately report an%; incidents through
specific organization channels. Although
training was provided to all employees, special
in-depth traim'ni; was given to supervisors on
their responsibilities. In most organizations,
all reported incidents must be immediately and
thoroughly investigated. All employees were
trajnecF to understand the illegal aspects of
these incidents, and posters were displayed
throughout facilities that directed employees
to report their concerns through established
company channels.

Formal, written policies were distributed to
all new employees throughout the organizations
indicating that sexual harassment charges would
result in suspension or discharge, according to
surveyed employers. The most effective
policies left no doubts about the
organization's response, and rigid enforcement
was communicated.
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The Americans with Disabilities Act (ADA) became effective on July 26, 1992. What
policy changes, memoranda, or other work environment directive have been issued by your

organization in response to this legislation?

Observations: When the Americans with
Disabilities Act (ADA) became effective on
July 26, 1992, policy changes, employee
memoranda, or other work environment
directives were issued by many of the
surveyed organization in response to this
legislation. Of 315 employers responding
to this question, 291 reported changes.

Changes due to ADA required of surveyed
em‘flo ers were too numerous to mention,
an

A compliance effected many areas of

the organizations, but among the changes
listed were new employer and employee
handbooks,  hiring policy  changes,
elimination of pre-employment physicals,
rennovation of  physical  facilities,
revision of employment application forms,
revised interviewing rocedures, and
reviews of all job descriptions.

Policies and procedures §33) were re vised,
Vi nd i

In some organizations, ADA task forces or
committees were appointed for this
assignment, and "reasonable accommodation
specialists" were assigned in a few
organizations. Legal appointed counsel
was included when revising organization
policies and procedures, and legal counsel
In some organizations assisted with
training of all personnel on ADA issues.
Numerous internal discussions were held on
this subject.

Managers and supervisors were trained (60)
through  presentations and  written
materials, and posters were required to be
laced on bulletin boards.  Training
information and written materials were
distributed to supervisors.

Workpl v ions (29) were used when
checking work environments for reasonable
accommodations for all employees.
Facilities and hysical plant
installations were modified, updated, and
improved. Physical spaces of work areas
and access were reviewed to provide
barrier-free work environments.

Awareness training of all employees (53)
was mentioned often by employers. Any
employees who interviewed, hired, or
supervised personnel were provided with
revised  procedures and  training.
Heightened employee awareness was achieved
which was a goal of this program.
Bulletin board notices, training videos,
and articles in company newsletters were
created and used for all employees.
Specific detailed policies in employee
handbooks and manuals explained the new
legislation and the  organizations'
responses to legal requirements.

Recruiter _training (21), interviewing
guidelines,  written = materials  for
recruiters, and presentations to campus
team leaders were completed. Instructions
for recruiters included interviewing
guestions appropriate for someone who is
isabled, correct language, and actions.
This training included materials for all
human resources personnel-- receptionists,
clerks, professionals, medical personnel,
and anyone involved in the recruitment
rocess. Other revised personnel forms
included summary sheets and checklists.

testing, and other personnel documents
were modified (41) for ADA compliance, and
all  health-related  questions  were
eliminated on applications. Other
questions asked on applications were
changed. Applicant data were revised.
Required pre-employment procedures and
tests were updated. No pre-employment
medical exams were required until job
offers were accepted. 1 medical, drug
scrt?eninf, and physical procedures were
reviewed.

n icati in form
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Aggressive recruitment efforts (7) have

been initiated by some employers, since
their organizations are looking for more
disabled employees and seeking for ways to
integrate them into their workforces.
Other employers have noted more
understanding about hiring the disabled.

i (34) were updated and
documented, including performance of
essential job functions. In organizations

that were previously in compliance,
reviews of current job descriptions were
initiated.

Advertisements and recruitment brochures
(4) were revised to include ADA
materials. EEO statements were revised to
include handicapper discrimination
clauses.  Only essential job functions

were listed on each job vacancy notice.
Government agencies working with each
surveyed organization were notified that
the company would comply with the
Americans with Disabilities Act (ADA).

The policies and practices of a few
employers were revised a few years ago (3)
when state laws changed to include
disabled as a protected group. Thus, in
these organizations, no new poli

changes, memoranda, or other wor
environment directives were required when
the ADA law became effective earlier this
year.
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What changes have occurred in the work environment of your organization during the
last five years that will influence the qualifications needed by new college graduates
before they are hired by your organization (i.e. increased automation, client-server
computers, E-mail communications, etc.)?

Observations: Qualifications required of
new college graduates prior to hiring, as
measured by skills and abilities, are
continuing to  increase in surveyed
organizations. New college graduates were
expected to have increased computer
literacy, word processing skills, desktop
publishing, typing, and other basic
computer competencies before they were

considered for employment by these
organizations. |
Increased  computerization (94) was

occurring in most occupational categories

of surveyed organizations, S0 mOre
r _ knowledge was considered

mandatory for new college graduates
hired. Among the job categories listed by
surveyed organizations were client-server
computers, personal computers at all
workstations,  computerized  inventory
distribution systems, on-line engineering
design drawing, and automated production.

Other computer mﬁpplications included
comprehensive information  systems,
computer-aided design systems (CADD),
computer auditing, voice mail

communications, electronic mail (EMail),
and FAX. Basic computer software skills
are expected from new graduates (i.e.
WorkPerfect, Lotus, etc.). As additional
new technologies are used by employers,
more technical skills will be required
from new college hires.

Increased automation and technology (19)
have reduced availability of career
opportunities for job applicants with high
school diplomas, as more positions are
filled by college graduates. Robotics in
roduction facilties, expanded product
ines, and additional responsibilities
attached to many career opportunities have
increased the educational level required
for adequate job performance.

Prior work experiences (7) and knowledge

of the real business environment were
requirements for a few employment

opportunities available with surveyed
employers. As an example, an employer
mentioned direct sales experience as a
requirement for available sales
Positions. In the words of this emcflloyer,
'lean, mean, self-starters were needed.”

Providing excellent customer satisfaction
(13) (internal and external) was also a

necessity, according to  surveyed
employers. In today's competitive market,
foreign vendors are forcing U.S.

manufacturers and industrial organizations
to produce better quality products, to
communicate more effectively, to create

better marketing strategies, and to
exhibit more refined interpersonal
skills.

This changing industrial environment

requires better skills from employees in
all areas: interpersonal skills. personal
people skills, excellent verbal skills,
outstanding written communication
abilities, and  critical _thinking  (14).
With these requirements as a focus,
employers are expecting all new hires to
possess these skills and abilities.

Constant change and increased competition
were also demanding greater flexibility
) m I i managers.
According to surveyed employers, an
ability to adapt to change was absolutely
necessary for new employees. They must be
willing to accept a broader range of jobs
and work tasks, relocate for promotions,
and work overtime when necessary.

A stronger emphasis on work (10), work
grou s, self directed work teams, team

uilding, and coaching vs. supervision was
expected by surveyed employers. The work
environment in the last five years has
changed to stronger support for employee
involvement, a focus on total quality
management, continuous improvement
programs, and team-based design production
systems, thus placing a greater importance
on social skills.
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Does your organization require testing of nmew hires for drug use, AIDS, or alcohol
level?

---------------------------------------------------------------------------------------------------

Response Categories
Almost Total To-
Always Always Sometimes Seldom Never Response |tal
------------ R e A T T LTt Sy Ry (/oS FP
N | PCTN | N |PCTN | N |PCTN [N |PCTN | N | PCIN | N | PCTN |MEAN
------------- #-'---0'---'---+----+-------+----+---~---+----+-----,--+----+----°°-+----+------'+-"'
Types of
Testing
Required for
New Hires
Drug Use 173 53.3% 4 1.2%] 15 4.6% 6 1.8%| 126| 38.8%| 324 100.0%| 2.7
B $ocasdecncnns Prcaepensnana #-rmadrcccccs $occcpacconns R R o=
AIDS | 151 &4.7% 1] 0.3% 4| 1.2% 7| 2.2%| 288| 91.4%| 315| 100.0%] 4.8
sessssssscscse Hereahoncncan decnocprocccen $ecechocancns decsedaccncas doscepoccccan deccedocncnce oo
Alcohol Level | 63| 19.9%] 4| 1.2%] 19]  6.0%] 15| 4.7%| 215| 68.0%| 318] 100.0%| 4.0

...................................................................................................

Observations: According to 324 employers  1989-90, 14% in 1988-89, and 9% in

responding, of new college  1987-88.
graduates was required by 59.1% of the
organizations., Included in this  AIDS testing of new college graduates was

percentage were employers who "sometimes,"

‘almost always," or "always" screened for
drugs. Percentages of employers requiring
drug testing in previous years of this
study included 55.2% in 1991-92, 59.3% in
1990-91, 47% in 1989-90, 32% in 1988-89,
27% in 1987-88, and 20% in 1986-87.

Testing for alcohol levels among new

college graduates was required by 27.1% of
surveyed employers. is compares to
31.2% in 1991-92, 28.1% in 1990-91, 25% in

required by only 6.2% of the employers
responding to this year's survefv. Testin
for AIDS in previous years included 2.1%
in 1991-92, 54% in 1990-91, 4% in
1989-90, 3% in 1988-89 and 2% in 1987-88.

Some employers noted that these tests were
only required after an offer had been
extended. In other organizations, testin
of all employees was randomly complete
each year as part of their drug-free
workforce policy.

Employers Requiring Drug Testing
By Year

(percentage of surveyed employers)
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Based upon your experiences, what will be the availability of employment opportunities
for new college graduates this year (1992-93) in each of the follo“ii{ig %eobglraphical
regions of the United States? Responses are listed by GEOGRAPHICAL REGION.

...................................................................................................

Job Market Conditions This Year
Extremely .
High Avail- |High Avail- |Medium Avail |Low Avail- Totel To-
ability ability ability ability" None Response |tal

------------ +.-..--.---a.-+------.-.----4..----------.+---.---—-----p-.--....-.---.-.---

N | PCTN | N |[PCIN | N | PCTN | N | PCTN | N | PCTN | N | PCTN |MEAN
--------------- booeadhosonssndranadenocscohocandenancanhorsccdororaradoncodonsnacagummngoocnsodaces
Geographical
Arees
Northeast 9 5.3%] 15 8.8%| 41| 24.2%| 76| 44.9%| 28| 16.5% 169| 100.0%| 3.6
cemsesverana. domsagam===ne D L R R L LR Rt S e
Southeast | 6] 3.6% 32| 19.2%| é2| 37.3%| 44| 26.5%] 22| 13.2%| 166| 100.0%| 3.3
“messessssmane deccodescacce $donevdrcccsce decoodacecana decosdeccence deecodensnnnn decccdracnons oo
Northcentral | 16| 7.2%] 25| 11.3%| 92| 41.6%] 70| 31.6%] 18| 8.1%| 221} 100.0%| 3.2
esevescnceccns dvorronanee R P decoedoovence $escedencccns dencedooccans doen-
Southcentral | 2| 1.2%| 18] 11.4%| 50| 31 8%| 62| 39.4%| 25| 15.9%| 157| 100.0X| 3.6
csssssssssssce $recopeconace #reosdacecean F R L IRV 4mccedoccocns docnednccccan decredencccse $ecen
Northwest | 3] 2.0%] 10| &.9% 44] 30 | 47| 32.8%| 39| 27.2%| 143 100.0%| 3.8
ccccesesconaca decocpeccsans $osccgeocaccoe $ocvedaccccce R R #oveodonncnca $occepmroancn #ocee
Southwest | 10| 6.3% 23| 14.5%] 47| 29.7%| 55| 34.8%| 23] 14.5%| 158] 100.0%| 3.4

...................................................................................................

Again  this year, for the fourth the "low" level was expected in the
consecutive year, only "medium"’ to "low" southcentral (44.4%), northwestern
availability of employment opportunities  (39.6%), and northeastern (38.3%) regions
for new college graduates was expected in  of the country.

any geographical region of the country,

based upon the experiences and judgment of I 1991-92), "medium" ratings
surveyed employers. For statistical were indicated for the northcentral
urposes, any responses at the extremely (71.4%), southeastern 67.9%),
igh, high, or medium availability levels southwestern (66.9%), southcentral
were included in these ratings. (54.1%), and northwestern (50.2%) regions

_ of the United States. Low availability of
This year (1992-93), receiving "medium jobs for new college graduates was
availability" ratings were the expected in the northeastern (42.3%)

southeastern (60.1%), northcentral  region of the United States.
(60.1%), and southwestern (50.5%) regions
of the United States. Job availability in
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EMPLOYERS RESPONDING
RE N NDS 1992-
-A- Appleton Inns Inc. Barton Aschman Associa-
Appleton Papers tion
A C Nielson Company euser Busch Bath Ironworks
A Duda and Sons Applied Materials Battelle Columbus Opera-
ACand S Applied Physics Laborato- tions
Acme-Clevland Corporation Iy Baxter Healthcare
Advanced Care Products APV Chemical Machinery ~ Bechtel Corporation
Aerojet Electrostyle Inc Bender Shipbuilding
Aetna Life and Casulties Aquideck Data Corpora- Bendix/Oceanics Division
Agway Incorporated tion Bergan Mercy Hospital
Aim Executives Inc. ARA Business Dining Bessemer and Lake Erie
Air Product and Chemical Services Bethlehem Steel Corp.
Inc Archer Daniels Company Big Wheel
Albertson's Incorporated Argonne National Laborato- Bil Mar Foods Inc.
Alexander Hamilton Life Ty Bishop Clarkson Memorial
Ins Aristek Communication Inc  Black and Decker Inc.
Allegretti and Company Arkansas Best Corporation  Black and Veatch
Allen Bradley Company Armco, Inc. Blaw-Knox Rolls Division
Allied Signal Armstrong World Indus- Bloom Engineering Company
Allied Signal Aerospace tries Bocknek Berger Ghers
Aluminum Co. of America  Army Information Systems ~ Boeing Company
American Breeders Service Comm. Bonne Bell
American Broach and Ma-  Army National Technology — Brevard County Florida
chinery Inc BP Exploration of Alaska
American College Testing Arthur Anderson and Co. Brig,gs and Stratton
American Electric Power ASG Industries Brigham's
American General Accident Incorporat ed Broad Incorporated
American General Life Ins  Ashland Oil Incorporated Broad Vogt and Conant
American Institute of Ashland Petroleum Company Brown Williamson Tob
Business AT Cross Company Bultnyck and Company
American Management Sys- American Telephone & Burgess and Niple Limited
tems Inc Telegraph Burns and McDonnell
American Electronic Atlanta Gas Light Company Burns International Secu-
American Family Insurance  Auditor General's Office rity
American Frozen Foods Autolite
Amerisure Insurance Avco Computer Services -C-
Ameritech Services, Inc. Awrey Bakeries Inc.
Ames Laboratory C ITOH Electronics
Amoco Corporate -B- CJ Gayfer and Company
Amoskeag Bank Shares Cairns and Stewart
AMP Incorporated Babcock and Wilcox Co. Campbell Soup Company
Amplicon Baker Hughes Canteen Service Company
Amstar Corporation Bakers Square Restaurant ~ Career Research Systems
Amsted Industries Ball Memorial Hospital Inc.
Anchor Continental Baltimore Police
Anderson Consulting Banc One Corporation
Ann Arbor Police Depart-  Bancorp Hawaii
ment Bank One-Dayton National

Bard Manufacturing Co.



Caro Regional Mental
Healt
Carolina Eastman Company
Carpenter Technology
Carstab Products
Castner Knott
Caterpillar Incorporated
Catholic Medical Center
Catholic Social Services
Centennial Group
Centerior Ener
Centex Homes Corporation
Central Illinois Public
Service
Ceredian Corp.
Champion International
Charleston Medical Center
Chemical Bank
Chem-Trend Inco
Chemical Technica
Chemineer Incorporated
Cherry-Burrell
Chicago & Northwest
ChTrims%ort
rysler Corporation
Chubb .
CH2M Hill Company
Ciba Cornin
Ciba-Geigy Corporation
Cigna Corporation
Cincinatti Bell Inc.
Clark Material Handling
Classic Corporation

Clinton ;s
Colonial%iiamsburg

Foundation
Colorado State University
Columbia Gas Transport
Comdisco Incorporated
Comerica
Communications Satellite
Commercial Equipment

Company
Commonwealth Edison
Conoco Incorporated
Consumers Power Company
Continental Insurance

Company
Control Data Corporation
Convergent Technologies
Coopers and Lybrand
Copy Duﬂ}icatmg
Corning Incorporated

oration

-66 -

Cornwall Industries
Country Fresh Inc.
Countremark
Creative Solutions
Crowe Chizek & Co.
Cummins Engine Co.
gyur?mins Northwest
clops Corporation
Cygn;? Energy Service
Cygna Group Inc.

.D-

Data General Corporation

Data Systems Network

Davey Tree Expert Company

David Michael and Company

Days Inn

Dayton Hudson

Dazey Corp.

Deere and Company

Dekalb-Pfizer Genetics

Delta Financial
Corporation

Denny's Restaurant

Department of Agriculture

Department of Commerce

Depuy Incorporated

Detroit Edison Company

Devilbliss Industry
Products

Difco R&D Center

Digial Equipment Corp.

Disneyland

Doreen Mayhew and Co.

Donnelley Corporation

Dow Chemical USA

Dow Corning Corporation

Dow Jones

Dry Storage Corporation

-E-

E I Dupont and Co.

E R Carpenter Company
E-Systems Incorporated
Eagle Electric Mfg.
Eastman Kodak Company
Economy Fire and Casualty
Elder-Beerman Stores
Electronic Data Systems
Electronic Realty
Electronics Boutique
Elliot Company

Emerson Power
Transmission

Envirex Incorporated

Environmental Protection
Agem(:iy

Ernst and Young

Essex Group Incorporated

Ethyl Corporation

Excel Corporation

Exxon Products Research
Company

-F-

F Joseph Lamb Company

FAAC Incorporated

Falk Corg.

Famous-Barr Company

Farm Credit Service

Federal Bureau of
Investigation

Federal Highway Admin.

Field Container

First Interstate

First National Bank of
Cincinnati

First of America

Fishbeck Thompson CA

Flint Public Library

Flow Industries Inc.

Flour Daniel Inc.

Flexible Corporation, The

Ford Motor Company

Ford New Holland Inc.

Foxboro Co.

Frequency Engineering
Laboratories

Frigidaire Company

Fuller Company

Fuqua Industries

Furnas Electric Company

-G-

Gab Business Service
Gallu%Mc Kinley Company
Gard Division Chamberlain
Gas Research Institute
Gehl Company

General Accounting Office
General Electric

General Mills Inc.

General Motors Corp.
General Public Utility
Geological Survey



Gilbert Robinson Inc.
Gold Kist Inc.
Goulds Pumps Inc.
Grande Shoe Company
Granite Construction Co.
Greglnville Memorial Hospi-
1
Grief Brothers Corp.
GTE Corporation
Guardian Industries
Gulf and Western

-H-

H J Heinz

H M Smyth

Harris Trust and Savings
Bank

Hasselbring-Clark

Heinz USA

Hendrix and Dail Inc.

Henrico Company

Honeywell Inc.

Houston Industries

Houston's Restaurant

Hudson Engineering Corp.

Hughes Aircraft

Hunt Petroleum Corp.

Hunt-Wesson Inc.

Huron County Mental
Health

Hutchinson Technical

I

IBM Corp.

IBP Inc.

Illinois Dept. Transporta-
tion

Illinois Farm Bureau

Inacomp Computer Center

Ingersoll-Rand Company

Ingham County Personnel

Innovative Housing

Insurance Service Office
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INB National Bank

Intel Corporation

Internal Revenue Service

International Flavors

International Voluntary
Services

ITT Aerospace/
Communications

-J-

J C Penney Co. Inc.

J 1 Case

Jackson County Coopera-
tive Extension

Jackson Laboratory

James River Corporation

Jefferson Smurfit

Jet Propulsion Lab

John Richard Development

Johnson & Johnson

Johnson Controls Inc.

Juvenile Court Services

K-

Kansas City Power and
Light

Kansas Dept. of Transpor-
tation

Kaufmann's Department
Store

Kimberley Clark Corp.

Koch Refining Co.

Kraft Inc.

Kustom Signals Inc.

-L-

L D Hepfer and Company
Lansing Parks and Recre-
ation
Lazarus Department Stores
Lear Siegler Seating
Lexmark International
Liberty Mutual Insurance
Lincoln Electric Company

}jg ert Components
Communications Co.
Lockwood Greene Engineer-

in
LoraFElcctronic Systems
Los Angeles, City of
Louisiana Land
LTV Aircraft Products
Lutron Electronics Inc.

M-

3 M Corporation

Magnetic Electric

Manchester, The

Manufacturers Bank N A

Manugistics

Marathon Oil Co.

Marelco Power Systems

Marine Corporation

Mark Twain Bancshare

Market Strategies

Marriott Corp.

Mars Inc.

Marsh Products

Masland Carpets

Masonite Corp.

Maxus Energy Corp.

Mayo Clinic

McDermott Inc.

McDonnell Douglas Corp.

McLouth Steel Corp.

McMahon & McDonald

Mead Data Central

Mears/CPG Inc.

Medical Center Hospital

Mental Health Center

Merrimack Valley

Metro Edison Company

Michigan Biotech Insti-
tute

Michigan Farm Bureau

Michigan State Dept. of
Transportation

Michigan Dept. of
Corrections

Michigan Dept. of Natural
Resources

Michigan Education Associ-
ation

Michigan Insurance Bureau

Michigan Office of the
Auditor General



Michigan State Police

Micro-Rel Inc.

Mission Point Resort

Missouri Highway & Trans-

ort

Mobay Corporation

Montgomery Ward and Co.

Moore Products Company

Moorman Manufacturing
Company

Morton F Plant Hospital

Morton International

Motorola Corp.

Mountain Company Inc.

MSI Systems Corporation

MSU House and
es

-N-
Nabisco Company

Nalco Chemical Company
NASA

NASA /Lewis Resource Cen-

ter

Nastech Manufacturing Inc

National Bank, Detroit

National Distillers

National Futures Associa-
tion

National Farmers Organiza-
tion

National Multiple Sclero-
sis

National Semiconductor

National Starch and
Chemical Corp.

Naval Facilities

Naval Undersea Warfare

NCR Corg.

NEC Technologies Inc.

Nestle Beverage Corp.

Network Systems

New York State Insurance

ood Servic-
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New York Telephone
Nexcen

Nicor

NOAA /Officer Corps
Nordson Corporation
Norwich Eaton Phamacy

-O-

Occidental Chemical Corp.
Office of Auditor Genera
Old Kent Bank

Olde Discount Corporation
Olin Aerospace

Olofsson Corp.

Omaha Public Power Dis-

trict

-P-

Pacific Electro amics

Pacific Power and Light

Packaging Corporation of
America

Paper Converting Machin-
e

Pasqinelli Construction
Compan

Pennsylvania Electric
Compan

Pennsylvania Power &
Light

P H Glatfelter Co.

Picker International

Pillsbury Company

Pioneer Wear Inc.

Pittsburgh National Bank

Plante and Moran

Playtex Family Products

Premier Autoware

Prime Metals

Prince Co;p.

Principal Financial Group

Progressive Corp.

Prudential Financial
Services

Prudential Insurance Co.

Public Service-Indiana

-Q-
Quaker Oats

Quantum Chemical Corpora-

tion

-R-

R J Reynolds Tobacco

R & G Mental Health

Radio Shack

Ralston Purina

Rand Corporation

Raychem Corporation

Redman Industries

Region II Communications
Action

Reynolds and Reynolds

Rich Products

Riley Consolidated

Riverside County

Robert Bosch Corporations

Robertson Brothers

Rocket Research Company

Rogers Corporation

Ryan Homes Incorporated

-S-

S M S Incorporated

Saginaw County Mental
Health

Salem Hospital

San Antonio Public Ser-
vice

San Diego Gas and Elec-
tric

San Diego Personnel
Department

Sandia National
Laboratories

Santa Fe South PA

Santee Cooper

Schippers Kintner

Seaboard Seed Company

Sears Roebuck and Company

Senior Civil Engineering

Shell Oil Company

Shemin Nurseries

Sherwin Williams Company



Shopko Stores Inc.

Siemens Medical Systems

Simplified Account

Slakey Brothers Inc.

Snap-On-Tools

Sonoco Products Co.

Social Security Admin-
istration

South Central Bell

Southeastern Michigan Gas

Southern Company Services

Southern Nevada Memorial
Hospital

Southwestern Company

Southworth International

Southwestern Public Ser-
vices

Spartan Electronics

Sperry Flight Systems

Spiegel Inc.

S]]J:rings Industries

SPS Technologies

St. Francis Medical Cen-
ter

St. Paul Companies

Stambaugh Thompson

Staples Incorporated

Star Bank Cincinnatti

State Personnel Board

Strawbridge Clothier

Stromberg-Carlson

Stryker Corporation

STSC, Incorporated

Superior Electric

Sybra, Incorporated

Syracuse Research Company

5

Technica Incorporated
Tectonics Incorporated
Telerate
Telex Computer Products
Telex Corporation
Temstar Incorporated
Tennessee Valley Auth-
ority
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Texaco Incorporated

Texas Commerce Bank

The Bon Marche

The Timken Company

Thiokol Corporation

Thompson Consumer Elec-
tric

Toledo Scale

TRW Electronics and De-
si

Turner Construction

-U-

Uantum Chemical Corp.

Union Bank

Union Camp Corporation

Union Electric

United Hospital

United Illuminating

United Telephone Co. of
Ohio

United Telephone Systems

University of Maryland

University of Michigan-
Medical Center

Urban Science Applica-
tions

U.S. Air Force

U.S. Air Force Flight
Tcstinlg

U.S. Air Force Logistics

U.S. Army

U.S. Army- Nurse Corps

US Car Company

U.S. Coast Guard

U.S. Dept. of
Agriculture- Office of
General Audit

U.S. Department of
Defense

U.S. Energy Reserve
Development Admin.

U.S. General Accounting
Office

U.S. Marine Corps

U.S. Navy

U.S. Office of Personnel
Management

US Testing Company

V-

Vanden Bergh Foods

Vermeer Manufacturing
Company

Veterans Administration

Village of Wilmette

Vista Chemical Company

Vista Research

W R Grace Co.
Wade Trim and Association
Walco Chemical Co.
Wallick Company
Warner Lambert
Washington- Personnel
Washtenaw County Roads
West Company Incorporated
West Pennsylvania Power
Company
Westinghouse Electronic
Westavco Corporation
Wickes Lumber Company
Wilkerson Corporation
Wilkie Lawn Services
Winn Dixie Stores
Wirtz Manufacturing Co.
Wisconsin Electric Power
Wisconsin Gas Company
WW Engineering and Sci-
ence

-X-
Xontech Incorporated
Y-

Yeo and Yeo
Yosemite Park

Z-
Zelenka Evergreen Nurser-
ies
Zenith Electronics












