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Summary of
RECRUITING TRENDS 1989-90

A Study of 479 Businesses, Industries,
Governmental Agencies, and
Educational Institutions Employing
New College Graduates

This i< a summary of the nineteenth annual Recruiting Trends survey completed by the
Collegiate Employment Research Institute for Career Development and Placement
Services at Michigan State University. For this 1989-80 survey, 5,374 employers
were included who represented (1) members of the College Placement Council or a
regional placement association, (2) employers registered with Career Development and
Placement Services at Michigan State University, and (3) employers randomly selected
from a 1ist of small businesses in the Standard and Poor’s Register. Surveys were
initially mailed third-class to employers between September 15 and 30, 1989, with
follow-up reminder notices mailed first-class on October 16-19, 1989. On November
15, 1989, a final reminder notice was mailed to selected major employers of new
college graduates.

Responses were received from 494 organizations (9.0%), and 479 of these were
complete enough for statistical analysis purposes. This sample adequately reflects

?hggesgectations of organizations recruiting on college and university campuses in
g - .

Additional attention was given to employer size and geographical locations of
employment opportunities. Survey results reflect this mix of employer categories
and also include information ragarding anticipated changes in hiring trends for new
college graduates, expected starting salaries, campus recruiting activities, new
recruitment techniques, and other topics of .interest to personnel administrators,
placement officers, career counselors, faculty, and students.

Open-ended questions were included for the first time in recent years, so surveyed
employers could provide lists of their favorite interviewing questions, factors
influencing the job market this year, tips for new graduates about interviewing, and
persistent problems when recruiting. Special questionnaires were also designed for
business and industry, government agencies, and school districts.

0f this year’s respondents, 74.3% were businesses, industries, manufacturing
organizations, and service sector employers; 6.3% were local, state, and federal
government agencies and the military services; and 19.4% were elementary and
secondary school districts. (Page 1)

Organizations with 10,000 or more employees represented 16.1% of the respondents;
those with 5,000 to 9,999 employees were 8.1% of the respondents; and organizations
with 1,000 to 4,999 employees represented 20.7% of the respondents. Organizations
with 500 to 999 employees were represented by 12.1% of the respondents, those with
100 to 499 employees by 25.7% of the respondents, and those with 1 to 99 employees
by 17.3% of the respondents. This distribution reflects the diversity of employers
included in this survey. (Page 1)




Job Outlook for the Class of 1969-90

A more competitive, tighter job market is expected in 1989-90 for placement of new
college graduates. Restructuring among employers, general economic conditions,
limited growth in new business, slow turnover of current employees, and limited
ggmgg;s of retirements will restrict their hiring quotas this year. (Pages 14-15,

A decrease of 13.3% is expected when compared to last year’s hiring of new college
graduates. Last year, hiring of new college graduates ameng surveyed employers
totaled 96,420. This year, hiring quotas for surveyed employers are expected to
total 83,623 for all new college graduates. (Pages 2, 9-10, 56-57)

Hiring Quotas for This Year (1989-90)

Although the anticipated overall decrease in hiring this year is substantial, the
Job market will vary considerably for different employer categories. Some employers
will experience large increases in hiring. Examples of increases include public
utilities (29.4%); metals and metal products (24.2%); petroleum and allied products
(22.1%)s construction and building materials manufacturing (19.3%); printing,
publishing, and informational services (13.7%); food and beverage processing
(10.4%); agribusiness (8.4%); service and volunteer organizations 58.3%)3 and
22t§l§' motels, restaurants, and recreationai facilities (5.7%). [(Pages 14-15,

Some employer categories will remain rather consistent with last year’s patterns.
These include merchandising and related services including retailing (4.8%);
chemicals, drugs, and allied products (2.7%); hospitals and health services (1.8%);
glass, packaging, and allied products (1.8%); and accounting (1.1%). (Page 2).

Some, however, will experience decreases in hiring, which in turn will reduce the
overall hiring for new college graduates this year in comparison with last year.
Decreases in hiring quotas are anticipated for banking, finance, and insurance
(-2.1%); elementary and secondary school systems (-2.5%); communication-- radio, TV,
and newspapers (-5.1%); diversified conglomerates (-13.7%); the military (-16.8%);
aerospace and compenents (-20.0%); governmental administration (-20.94); electronics
and electrical equipment (-24.5%); and automotive and mechanical equipment

("5800%)0 (Page 2)0

Starting ary Averages

The average annual starting salary expected for bachelor’s degree graduates in
1989-90 is $25,256, an increase of $817 (3.3%) over last year’s starting salary
average of $24,539, among surveyed employers. Expected starting salary offers for
advanced degree graduates include: $39,840 for MBA graduates, a 3.1% increase;
$33,740 for master’s degree graduates, a 3.3% increase; and $37,111 for doctoral
degree graduates, a 2.4% increase. (Page 16, 18, 20).

Highest among starting salaries expected this year for new college graduates are
chemical engineering ($33,380); mechanical engineering ($32,256); electrical
engineering ($32,107); computer science ($31,389); and industrial engineering
($30,557). (Page 20).
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Estimated starting salary offers for other academic majors are: physics
$28,777); civil engineering ($27,707); nursing ($27,358); accounting
$27.051;; chemistry ($25,938); mathematics ($24,968); financial administration
$24,359); marketing/sales ($24,100); geology ($24,080); airicu1ture ($22,802);

general business administration (321.8452; social science ($21,310); personnel

administration ($21,033); telecommunications ($20,880); communications

2320.735 s education ($20,650); hotel, restaurant, and institutional management
$20,663); liberal arts/arts and letters ($20,244); advert1s1ng ($19,662);

retailing ($18,909); natural resources ($18,840); Jjournalism ($18,255); and

human ecology/home economics ($18,157). (Page 20).

Job_Opportunities by Geographical Region

Based on the experience and judgement of surveyed employers, the greatest
availability of employment opportunities for new college graduates this year will be
in the southwestern, northeastern, southeastern, and northcentral regions of the
United States. Good availability of Jobs is expected in the southcentral and
northwestern regions of the United States. (Page 51).

Overseas/International Employment Opportunities

According to business, industry, and government employers responding to this survey,
approximately 9.9% of current salaried employees (exciuding clerical staff) are in
wverseas locations. (Page §)

Empl-yer categories with the highest percentages of salaried employees in overseas
locations are accounting (40.3%); petroleum and allied products (24.9%); diversified
conglomerates {23.9%); printing, publishing, and informational services (20.1%);
aerospace and components (17.1%); electronics and electricai equipment (15.2%);
metals and metal products (13.5%); and governmental administration (10.8%). (Page 5)

Percentage of Minorijties Hired by Employvers

0f new college graduates hired by surveyed employers, 9.6% were minorities. The
employer categories with the highest percertages of minorities among new hires last
year were service and volunteer organizitions (25.0%); chemicals, drugs, and allied
products (19.3%); merchandising and related services including retailing (18.3%);
petroleum and allied products (17.3%); h-~-pitals and health services (17.2%);
banking, finance, and insurance (15.7%); hotels, motels, restaurants, and
recreational facilities (14.4%); aerospace and components (14.0%); food and beverage
processing (13.7%); public utilities (13.5%); construction and builuing materials
manufacturing (11.2%); communication-- radio, TV, and newspapers (10.2%);
agribusiness (9.b%); metals and metal products (9.2%); accounting (8.8%); and
governmental administration (8.1%). (Pages 11-12)




Perce e

Employer categories hiring the highest percentage of women last year were hospitals

and health services (66.6%); elementary and secondary school districts (63.9%):

service and volunteer organizations (58.3%); construction and building materials ¢
manufacturing (51.6%); merchandising and related services including retailing

(51.0%);: hotels, motels, restaurants, and recreational facilities (46.9%); banking,
finance, and insurance (45.9%); food and beverage processing (40.8%); accounting

(39.4%); chemicals, drugs, and allied products (39.4%); petroleum and allied

products (28.8%); glass, packaging, and allied products (26.9%); public utilities

(25.5%); agribusiness (24.1%); aerospace and components (22.2%); metals and metal

products (20.1%); and governmental administration (19.1%). (Pages 11-12)

Starting Salary Averages By Emplover Group

Employer categories with the greatest average starting salaries expected this year
Adere petroleum and allied products ($31,500); chemicals, drugs, and allied products
($31,474); aerospace and components ($30,141); electronics and electrical equipment
($29,800); automotive and mechanical equipment ($29,163); metals and metal products
($28,175); and public utilities ($28,049). (Page 16).

Average annual starting salaries for other employer categories included
communication--radio, TV, and newspapers ($27,700); glass, packaging, and allied
products ($26,893); food and beverage processing ($26,249); construction and
ouilding materials manufacturing ($26,206); the military ($25,173); printin?.
publishing, and informational services ($24,959); accounting ($24,530); agribusiness
($23,610); diversified conrlomerates ($23,440); banking, finance, and insurance
2323.256): governmental administration ($23,088); hospitals and health services
$21,000); hotels, motels, restaurants, and recreational facilities ($20,697);
elementary and secondary school districts ($20,560); merchandising and related
services including retailing ($20,412); and service and volunteer organizations
($15,720). (Page 16, 64).

The employer categories expecting the greatest percentage of increase in starting
salaries from last year (1988-89) to this year (1989-90) were service and volunteer
organizations (19.8%); chemicals, drugs, and allied products {6.2%); printing,
publishing, and informational services (6.2%); elementary and secondary school
districts (5.8%); electronics and electrical equipment (5.5%); automotive and
mechanical equipment (5.2%); governmental administration (4.8%);: the military
(4.8%): and banking, finance, and insurance (4.1%). (Page 16, 64).

Starting Salaries Influenced

by Size and Geographical Location of Organization

The average annual starting salary for a new bachelor’s degree graduate is greatly

influenced by size of the employing organization. The highest average starting

salaries are expected this year for organizations employing 10,000 or more employees
($27,094), and the lowest average starting salaries are expected from organizations
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Aruitoxt provided by Eic:

| ERIC




with 1-99 employees ($21,675). Employers with 1,000 to 4,999 employees expect
starting salaries to average $26,502; those with 5,000 to 9,999 expect $25,628;
organizations with 500 to 999 employees are expecting $25,725; and employers with
100 to 499 salaried staff are eXpectin? $25,603. The largest increases in starting

. salaries are expected from employers with 5,000 to 9,999 employees (4.1%). An
average of 3.3% is expected for starting salary increases. (Page 17)

. Starting salaries are also influenced by the geographical regions where new
graduates are employed. The highest starting salaries for 1989-90 are expected from
the southwestern region ($27,230), the southcentral region ($27,089), and
northeastern region ($26,363), and the lowest salaries are expected from the
southeastern region 2324.693 , the northcentral region ($24,695), and the
northwestern region ($24,810). (Page 17)
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Starting salary offers for new bachelor’s degree graduates are expected to increase
by an average of 3.3% for 1989-90, slightly higher than last year’s increase of
3.0%. Starting salary increases for women graduates, minority graduates, and
master’s degree graduates are also expected to average 3.3%. For MBA graduates, an
increase of 3.1% is expected. Doctoral degree graduates can expect an increase of
2.4%. Anticipated increases for each academic major at the bachelor’s degree are
provided. (Page 18, 19)

Recruitment Visits by Em

Employers responding to this year’s survey are expecting a very slight increase in
number of campuses visited (0.7%). Last year, campus visits were expected to
increase by 3.6%. The greatest increases in campus visits are expected from
agribusiness (18.2%): hotels, motels, restaurants, and recreational facilities
(13.7%): diversified conglomerate (13.3%); and metals and metal products (11.6%).
Percentage change in the number of campus visits expected by each employer category
are provided. (Page 21)

Employer Interviewing Schedules on College Campuses

According to surveyed employers, 5.3% more interviewing schedules will be arranged
this year on college and university campuses. The greatest increases in
interviewing schedules are expected for diversified conglomerates (42.0%); hotels,
motels, restaurants, and recreational facilities (34.3%); merchandising and related
services including retailing (29.4%); the military (22.1%); metals and metal
products (19.8%); food and beverage processing (19.7%); automotive and mechanical
?guipm§n§ (14.0%); petroleum and allied products (11.5%); and agribusiness (11.1%).
age 23
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Closed interviewing schedules are increasing in popularity, according to surveyed
employers. This year, an increase of 19.9% is expected among organizations
interviewing on college campuses. (Page 24)

Those organizations expecting substantial increases in closed interview schedules
include aerospace and components (80.5%); merchandisiry and related services
including retailing (66.5%); agribusiness (47.1%); automotive and mechanical
equipment (33.4%); chemicals, drugs, and allied products (31.6%2: food and beverage
processing (28.0%); public utilities (28.0%); printing, publishing, and
informational services (25.0%); and construction and building materials
manufacturing (18.8%). (Page 24)

Gra 0ffers

According to surveyed employers, a total of 1,159 graduating students reneged on job
offers last year. This is a matter of major concern among prospective employers.
However, graduating students have a concern of their own. Surveyed employers
reported 373 cases of their organizations reneging on job offers already extended to
graduating students. (Page 25)

The largest numbers of reneges by graduating students were reported for governmental
administration (302); and electronics and electrical equipment (138). More
conservative totals were reported by food and beverage processing (93); accounting
(87); construction and building materials manufacturing (84); banking, finance, and
insurance (81); hotels, motels, restaurants, and recreational facilities (63); and
printing, publishing, and informational services (60). (Page 25)

aster’s Deqrees Obtained er _Init Employment

Within five years after joining an organization, 10.8% of new college graduates
hired with only bachelor’s degrees will probably obtain master’s degrees, according
to surveyed employers. (Page 26)

Employer categories reporting the highest percentages of new graduates obtaining
master’s degrees were aerospace and components (33.9%); food and beverage processing
(22.2%); communication-- radio, TV, and newspapers (21.7%); automotive and
mechanical equipment (17.4%); printing, publishing, and informational services
(17.2%); electronics and electrical equipment (15.7%); banking, finance, and
insurance (15.4%); diversified conglomerates (15.0%); chemicals, drugs, and allied
products (14.2%); and glass, packaging, and allied products (11.4%). (Page 26)

ix ‘1‘1




Interviewing Questions Used by Emplovers

When interviewing new college graduates for employment, prospective employers often
have their best, favorite, or most often used questions. Most graciously, employers
responding to this survey shared some of their favorites. A few of the best are
listed below, but a more complete 1ist is provided on pages 27-30 of this report
from business, industry, and government employers and on pages §3-71 from elementary
and secondary school systems. (Pages 27-30, 69-71).

: Please tell me about yourself. How would you handle rejection?
Who or what had the greatest influence on your life? What are some of the greatest
personal challenges you have faced during your lifetime, and what did you do about
them? (Page 27).

What skills and abilities do you possess that will help make you successful in
today’s work world? Please discuss some of your past leadership roles and
accomplishments. Why should our organization hire you? What are some of your major
strengths and weaknesses? What personal factors do you consider most important when
evaluating yourself? (Page 27).

Please tell me about your communication skills and your problem-solving abilities.
How would your friends describe you? What motivetes you to put forth your greatest
ef;ort? If you could create the perfect job for yourself, what would it be? (Page
27).

Other topics often covered by employers when interviewing included career goals ard
objectives, extra-curricular experiences, academic achievement, work experiences,
and hypothetical questions. (Pages 27-30, 69-71).

ospec e

Prior to interviewing with prospective employers, it was recommended by surveyed
employers that graduating students: (1) identify strengths and weaknesses and be
well-prepared to discuss them; (2) have well-defined career objectives in mind and
be ready to express them; (3) dress approriately for the interview to make a
positive first impression; (4) prepare questions for the interviewer; (5) begin job
campaigning early; (6) be confident, energetic, honest, and enthusiastic; (7)
research employers and become knowledgeable about them; (8) practice interviewing;
(9) communicate effectively during the interview; and (10) maintain a positive
approach. Additional suggestions are contained on pages 31-34 from business,
industry, and government employers, and on pages 72-73 from school district
representatives. (Pages 31-34, 72-73).



Factors Influencing This Year’s Job Market

According to surveyed employers, general economic conditions will have a significant
influence on job opportunities available to new college graduates this year.
Economic conditions will affect company sales, current employee turnover, business
growth, demand for company loans, and organizational expansion. In turn, all these
factors will influence the need for replacement personnel, additional new employees,
and new college graduates. (Pages 14-15, 62-63)

Interest rates are expected to negatively influence the job market this year, and
overall growth in the economy is expected to remain somewhat flat, with an
accompanying lower turnover of current employees and moderate growth in the
mark?tplace. This year’s market is expected to be more competitive than last
year'’s.

Turnover of current employvees and retirements of senior executives was also expected
to be a significant factor this year. Among responding employers, eight (8) noted
increases in turnover, while one (1) indicated turnover was lower than usual this
year. Two (2) employers suggested that only replacements for losses of current
salaried employees would be hired this year.

Demand for specialization will continue to dominate the hiring of new college

graduates in some organizations this year. Most notable among the academic majors

in highest demand were employer requests for engineers, accountants, and management

information systems graduates. According to surveyed employers, the availability of

new college graduates in these fields is dwindling, and in one case the term

;ica:c?; was used to describe the availability of graduates in an appropriate
scipline.

Encouragement continued among surveyed employers for colleges and universities
to promote internships, and cooperative education experjences. Employers
continue to request actual on-the-job work experiences from new college
graduates, and individuals with these experiences are granted more job
opportunities and better starting salaries, according to surveyed employers.

Sales and marketing skills are needed by many employers of new college
graduates. According to the surveyed employers, entry level positions in many

organizations require these particular skills and abilities.

Excellent grade point averages continue as a factor influencing the hiring of
new college graduates again this year. Employers maintain that grade point

averagcs are one of the only indicators of the quality of an individual’s
academic achievement.

Advanced degrees (Master’s and Ph.D.) are needed by selected employers. Among
surveyed employers, demand for graduates with advanced degrees in engineering
and the sciences continues at a brisk pace.

Mergers, acquisitions. and buyouts are & factor of the jodb marke: 252in this
year. It seems that new company ownership translates into subszquent new
priorities, and personnel managers are initially stymied in their recruitment
efforts as new-managers descend upon an organization. The net result is a
demand for fewer new coll.ge graduates during the period of transition.



Reduction in staffing needs. downsizing, and increased global competition are
causing a tighter job market this year. In fact, the business climate in several
industries--most notably the automotive, computer, semi-conductor, government, and
defense industries--are likely to be much softer th.n they were even a year ago.
Employers in these industries are reporting few requirements for new college
graduates this year. A total of sixteen (16) employers commented on slower business
conditions this year. One organization indicated a hiring freeze in effect right
now, and this organization will only be hiring for positions left vacant by retirees
leaving key positions.

One surveyed employer commented on a trend in recruitment efforts that is probably
characteristic of many organizations. This eniployer representative is focusing more

fforts on ler numbe chools, Very large
employers in particular are tending to visit fewer campuses for recruiting and
expend greater effort at selected universities.

ecruitment o dicappers

Among surveyed employers, handicappers are always (66%) or almost always (21%)
expected to apply through regular interviewing and hiring procedures. Handicappers
are almost always hired if they are the most qualified applicants. Special efforts
are always (20%) or almost always (26%) made to find appropriate assignments for
handicappers. Pages 35-36, 74)

Employer categories hiring the most handicappers last year (1988-89) were
governmental administration (2,248); aerospace and components (143); electronics and
electrical equipment (92); hotels, motels, restaurants, and recreational facilities
(387); and banking, finance, and insurance (51). A total of 3,028 handicappers were
hired by surveyed employers.

For this year (1989-90), governmental administration (2,499); hotels, motels,
restaurants, and recreational facilities (376); aerospace and components (73);
banking, finance, and insurance (50); public utilities (27); and military services
(20) are expecting to hire the most handicappers. This year, surveyed employers
expect to hire a total of 3,096 handicappers.

Liberal Arts Hiring Trends

Individuals or groups may formally or informally encourage or discourage the hiring
of liberal arts graduates for appropriate entry-level positions available in '
organizations. During the past five years (since 1985-86), those individuals and
groups who consistently encouraged the hiring of liberal arts graduates for
appropriate entry-level positions have included liberal arts faculty of colleges and
universities, liberal arts graduates already working for the organization, and
placement staff and administrators of colleges and universities. Somewhat
encouraging were human resources executives, chief executive officers, and campus
recruiters. Neither encouraging nor discouraging were current employees of the
organization, marketing and sales executives, middle level managers, managers of
%ntry-Iegel personnel, chief financial officers, or manufacturing executives.

Page 37
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Recruiter Trajning Programs

Training new recruiters before they visit college and/or university campuses for
intervis .ing is a major responsibility of employing orgainizations. Of surveyed
employers, 78% indicated that recruiters were trained before visiting.colleges and
universities. (Page 38).

The training programs used most often by surveyed employers when training new
recruiters before they visit colleges and universities provide an understanding of
legal and illegal interviewing questions, an explanation of EE0 regulations, and
some instruction in questioning techniques for conducting an interview. (Page 39).

Less frequently, training focuse~ on development of profiles for a qualified
applicant, an understanding of niring quotas, resume and application interpretation,
on-the-job training with another recruiter, practice interviewing, general training
given by college relations staff, review of supply/demand and job market trends
data, and sensitivity training. (Page 39). ‘

According to surveyed employers, an average of 39 hours of training are provided to
new recruiters before they are allowed to interview on college campuses. Employer
categories providing the greatest number of hours of training to new recruiters were
the military (520); hotels, motels, restaurants, and recreational facilities (170);
and construction and building materials manufacturirq (93). (Page 40).

New college hires receive an average of 14.6 hours of training per week
(excluding on-the-job training) during the initial six (6) months with an
organization, according to surveyed employers. (Pages 38-40, 75-76)

The employer categories providing the most hours of training per week were
hotels, motels, restaurants, and recreational facilitfes (26.5); and aerospace
and components (20.8); governmental administration (19.5); metals and metal
products (18.4); public utilities (15.5); banking, finance, and insurance
(15.4); chemicals, drugs, and allied products (15.4); merchandising and related
services including retailing (15.3); automotive and mechanical equipment
(14.7); construction and building materials manufacturing (14.6); and
accounting (14.3). (Pages 38-40, 75-76)

Preemp]oyment Costs Per Hire

The approximate preemployment cost per hire for new college graduates is
$2,949, according to surveyed employers. Included in this total are
recruitment costs such as college relations staff salaries, tr.vel expenses,
postage, advertising, and other related expenses. Excluded are any training or
other expenses incurred once a new college graduate is on the payroll of an
organization. (Page 42)




The employer categories with the highest costs per hire were petroleum and
allied products ($8,750); governmental administration ($4,450); chemicals,
drugs, and allied products ($4,273); cnd the military ($4,000). (Page 42)

Reporting costs per hire of $2,000 to $4,000 were electronics and electrical
equipment ($3,521); food and bevarage processing ($3,433); construction and
building materials manufacturing ($3,417); diversified conglomerates ($3,267);
aerospace and components ($3,020); accounting ($3,000); public utilities
($2,889); glass, packaging, and allied products ($2,750); automotive and
mechanical equipment ($2,677); banking, finance, and insurance ($2,502);
hotels, motels, restaurants, and recreational facilities ($2,500); printing,
publishing, and informational services ($2,333); and metals and metal products
($2,000). (Page 42)

Most Important Factors When Hiring New College Graduates

Most important when considering new college graduates for entry-level positions
available in organizations are coursework in business, finance, and accounting;
computer science and mathematics; and engineering, according to surveyed
employers. (Page 43)

Of medium importance are coursework in marketing, sales, and business methods;
research methods and statistical analysis; natural sciences, chemistry, and
physics; and psychology and industrial relations. (Page 42)

Among skills «nd abilities considered by surveyed employers, verbal communication
(public speaking, persuasion, negotiation) and interpersonal relations
(supervision, coordination, decision-making) skills were rated as extremely high
in importance. (Page 44)

A rating of high importance was received by creativity, desian, invention,
planning, imagination; and writing, editing, spelling, punctuation, and grammar.
Rated most important among undergraduate performance factors and experiences were
work experiences in business, internships, academic record of achievement,
leadership in student organizations, volunteer work experiences, and community
activities. (Page 44)

Getting the Best Advice about Potential Career Opportunities

According to surveyed employers, the most highly recommended source of advice
about potential career opportunities is current employees of an organization.
Almost always offering good advice were career planning and placement office
staffs. Also suggested were other formal groups (personnel administrators, chief
executive officers, alumni, etc.) within employing organizations. (Pages 46, 78)
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Eactors_Influencing the Job Market During the Next Five Years

When commenting on factors influencing qualifications needed in new college
graduates during the next five years, surveyed employers suggested more
technical training to make new college graduates more computer literate.
Computers, computerization, computer skills, computer 1iteracy, were terms
repeated again and again by employers. As one employer described this
situation, everyone needs keyboarding skills and knowledge of computers in
today’s employment market. All colleje graduates need to be computer
literate. 1It is the opinion of employers that organizations can no longer
spend time training college graduates in computer skills. These individuals
must be able to step in and handle the computer themselves with little or no
supervision. In order to work more efficiently, new college graduates must
perform their own typing, word preocessing, and electronic mail tasks without
secretarial assistance. Thus, prospective employers are placing an increased
emphasis on computer literacy and computer skills when recruiting new college
graduates. (Pages 47-48, 79-80)

Second. on the employers’ lists of needs was excellent oral and written
communication skills. New college graduates must possess these skills for

effective job performance. Following closely on the heels of these skills is
the need for outstanding interpersonal skills, necessary for maximum job
performance. Demand for more decision-making, problem-solving, flexibility,
adaptability, and acceptance of new work challenges among new college graduates
was also noteworthy. Continuing the 1ist were strong leadersnip skills, a
strong motivation toward service, and a good business understanding.

Even some entrepreneurial spirit was recommended. In the view of one employer,

young people in college today should begin to realize that there is no such

thing anymore as security in one company or corporation for a lifetime.

Individuals should 1ock after themselves and provide for their own wants and

Zﬁ?dii This will lead to all employees becoming more entrepreneurial in their
nking. )

Foreign language proficiercies were recommended by employers, since many
organizations are considering new markets in overseas locations. More
international involvement among employers is placing a greater emphasis on
foreign language competencies. Increasingly, an international flavor can be
expected on the marketplace.

Internships, cooperative education experiences, and other on-the-job practical
training programs were emphasized as important qualifications among new college

graduates. According to surveyed employers, candidates must take advantage of
internship and coop pragrams to gain experiences in the business world.

Graduate students with more practical training will be expected as employers

want increased exposure to industry prior to graduation for new hires. The job
applicant pool will continue to separate based on achievements in job-related
experiences versus classroom experiences. People having work experiences will have
a much higher demand in the job markets of the future.




More competition among emplovers was highlighted by respondents. According to these
employers, graduating students who are more competitive, have a broader range in
their academic backgrounds, have a greater sensitivity to different cultures,
understand various ethnic groups, have an ability to make decisions, can cope with
change, and function as a team player are more likely to succeed in today’s world.

More intense competition is expected for the best positions. At the same time, the
supply of qualified candidates will begin to decline, so competition for the top
graduating students will continue to increase.

Employers will place a greater emphasis on high potential candidates who demonstrate
an ability to advance quickly--at least into middle levels of management and,
hopefully, into senior management levels. Factors influencing this decision will
include more competition among surviving industries and a greater loss of existing
managers due to pending retirements.

Geographjcal mobility among graduating students is also desired by prospective
employers. According to employers, individuals willing to relocate will be offered

more advancement opportunities and job options.

Other trends influencing future job markets for new college graduates include the
following: Fewer new college graduates in engineering and sciences; a declining
college age population; fewer math majors; colleges attempting to keep pace with
changes in technology; more stringent grade point average guidelines; requirements
for p?rticu1ar curriculum taken during college; and requirements for internship
experiences.

Most Persistent Problems
en Recruijt Col

When listing persistent problems faced by recruiters interviewing on college
campuses, surveyed employers suggested some impr needed in placement
offices. First on their list of recommendations was a better knowledge among
placement personnel regarding employment opportunities available in their
organizations. In the opinions of surveyed employers, placement offices lack
understanding of business in the real world, and their graduating students are also
poorly informed. A general lack of knowledge about companies recruiting on campus,
their jobs, and students’ unrealistic expectations were noted as areas that call for
improvement in placement offices. (Pages 49-50, 81-83)

Another complaint emanating from employers was inflexibility of some placement
offices regarding access to resumes prior to campus interviewing. Prospective
employers want to prescreen on college campuses wherever possible. Also helpful to
these employers prior to campus visits was knowledge of their interview'ng
schedules. Evidently some placement offices refuse to inform employer. about
numbers or qualifications of interview signups.

Placement staffs that train graduatiiig students for Jjob campaigning should be aware
that prospective employers want these individuals to have clearer direction in their
career aspirations. It is also the opinion of these employers that graduating
students lack understanding of the business world.




Name recoguition is also a problem for many organizations, especially small
companies. These organizations find themselves doing more "selling" than
recruiting. Even large organizations, especially those with name changes, have
difficulty with name recognition which sometimes leads to low response from new
college graduates to interviewing schedules or job 1istings.

Unrealistic salary expectations are another problem for some new college graduates.
It was suggested that graduating students check reputable sources fo: average
starting salaries prior to interviewing or indicating any salary demands.

Another factor influencing starting salaries is lack of prior carier-related

, Which leaves some graduating students with unrealistic ur immature
vie:s of their job opportunities and knowledge of businesses and how they really
work.

is another problem for grOSpective employers. Quite often,
employers find themselves visitina campus early in their recruitment season with
minimal hiring quotas, but later in the year additional hiring quotas may be
levied. Arter employers have completed their interviewing circuits, it is very
difficult to refccus messages already left with graduating students. This is
especially true when recruiting the very best and brightest of new college
graduates, who tend to receive several job offers early in the recruiting season.

Responding to outstanding applicants in a timely fashion is another difficulty.
These graduates are sometimes faced with tight deadiines, since many employers are
compet n? for them. Another problem is encouraging the top students with prior
internship experiences to interview with other employers, since most top students
have accepted positions with their internship hosts. '

cting is another difficulty. Employers are
taking extra steps to increase their visibility among these candidates on campuses
by becoming involved in numerous pre-recruitment activities and by establishing ties
with college placement offices, minority/women organizations, internship
coordinators and summer employment offices. As always, prospective employers must
exert extra efforts to find excellent people to hire, and then attracting these
individuals to their organizations is another problem.

Some surveyed employers identified a lack of skills, prior work experiences, and

commitment as negative characteristics of some new college and university

graduates. Employers cited poor communication skills, mediocre basics (i.e.
reading, writing, mathematics), and marginal interpersonal skills as factors holding
back many otherwise promising candidates.

Several employers recommended ‘that graduates should gain experiences through

internships and_cooperative education assignments to help them apply their textbook

knowledge to real business problems. Learning to read financial reports and budgets
in real world work situations will help graduates greatly.

Several employers called attention to the acute shortage of nurses and allied health
graduates that is expected to continue this year. According to employers, there are

Just not enough of these graduates for available positions. Shortages also exist
among engineering graduates interested in sales positions, minority and women
gradua:?s in technical fields, and qualified students interested in public
accounting.
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Retention and turnover were also noted as persistent problems. In some cases
employers do not have enough turnover to allow recruitment to continue. In other
organizations, high levels of turnover exist, so constant recruitment is necessary.

on qraduates continues to be a persistent problem for recruiters. Quite
often graduating students are unwilling to locate in remote cities. Gn occasion,
remote locations are small rural communities. And mobility am new
graduates is also a problem. To take advantage of promotion possibilities, quite
often individuals must be willing to move to a new location.

Convincing graduating students to accept entry level jobs and perform them is a
matter of concern to employers. Too oftan graduates want to be chief executive
officers (CEO’s) or divisional managers within three to five years, instead of

working their way through the ranks.

According to one employer, students want corporate or development jobs, or they are
too concerned with the hours they will work. In addition, they establish
unrealistic expectations in pay, benefits, and the volume of work they will
accomplish. Surveyed employers recommended that graduating students take a l.nger
view of a career opportunity. It is Just that--an gpportunity.

Lack of enthusiasm, commitment, interest., and focus are other complaints. Too often
graduatin? students expect starting salaries higher than employers offer, and they
are impatient to get to the top right now!!! Unclear career goals further
complicate this situation, but these graduates still have high salary expectations
and specific locational requirements. Eventually these individuals start in less
glamorous positions and work their way into management and supervisory assignments
over a period of months or years.

Drug, Alcohol, and AIDS Testing

According to employers responding to this survey, required drug testing of new
college graduates continues to rise. This year, 47% of surveyed employers are
requiring drug testing. This is an increase from 32% in 1988-89, 27% in
1987-88, and 20% in 1986-87. (Pages 52, 85)

Testing for alcohol levels among new college graduates was required by 25% of
survey respondents; this is an increase from 14% one year ago, and 9% two years
ago. (Pages 52, 85)

AIDS testing of new college graduates was required by 4% of the employers
responding to this survey, only a slight increase from 3% in 1988-89 and 2% in
1987-88. (Pages 52, 85)




Which category best describes your organization, and how many SALARIED employees
(excluding clerical staff) are on the payro 1 of your organization? Absolute

frequencies are 1isted for each answer on the first line and percentages of total on
the second 1ine. Responses are listed for each EMPLOYER GROUP.

Size of Organization by
Number of Salaried Employees
Employer

Frequency
Categor'les Percent 1.99 100+499 |500-999 |1000- $000- 10,000+
4999 9999 Total
........... @ossssscopressessncsodhoscsssnsdrscsserscsporccvsrrshocsrcrccd
Businesses 72 90 35 63 25 66 356
15.03 18.79 7.3 14.20 5.22 13.78 74.32
........... posessccedocsssrscchsscscsceprocncsschosssscccdhrrcrssccd
Government 4 2 3 3 8 10 30
0.84 0.42 0.63 0.63 1.67 2.09 6.26
........... dessscccshossessnchocsssonssohessresvsopossrrasnhecccccccd
Education 71 3 20 28 é 1 93
1.6 | 6.47 4.18 5.85 1.25 0.21 19.42
........... desessscsdsssscsscehescsscsshessccsnchorccsssrspeccoceccd
Total 83 123 S8 99 39 77 479

17.33 25.68 2.1 20.67 8.14 16.08 100.00

Observations: Of the 479 employers responding to this year’s Recruiting Trends
survey. 74.3% were businesses, industries, manufacturing organizations, and service
sector employers; 6.3% were local, state, and federal government agencies and the
military services; and 19.4% were elementary and secondary school districts.

Organizations with 10,000 or more employees represented 16.1% of the respondents;
those with 5,000 to 9,999 employees were 8.1% of the respondents; and organizations
with 1,000 to 4,999 employees represented 20.7% of the respondents. Organizations
with 500 to 999 employees were represented by 12.1% of the respondents, those with
100 to 499 employees by 25.7% of the respondents, and those with 1 to 99 employees
by 17.3% of the respondents.

A varied distribution of employers were represented among the employers returning
questionnaires.
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How many pew col'e radua (1988-89) for professional
positions in your organization, and how many are ate S _yea
(1989-90)? Responses are listed by MAJOR EMPLOYER CATEGORY.
1T Number of New Hires | Anticipated New Hires ......... Observations: According to
TR0 SRR IUUORL 00 oo cherge | surveyed empluyers, the Jjob
[Number Number Last market for new college
I Em:{w rotal Emgfoy rotal Year graduates this year is
! ers Hired |Average| ers Hired |Average|percent exPQCted to decrease
................ dresrcscdrcacacchearssospoecctccchoncnsachovnrron, ., ,, (-13.3%) when compared to
relover e | hiring of new coilege
Accounting | 13| 5,979 460 13| 6,019 463 o7 graduates last year.
................ LR EEY R EREY PR TRY LEERREREY LR R I P
Aerospace | 13| 6341 <88l 3] .03 387 -20.6]  Employer categories
Agribusiness | 12| 261 2] 12| 28| 2| 8 expecting increases in
................ e h1r1ng of new co]]ege
Automotive | 27| 10 845[ 402| °7| 4,557| 169| .58.0 graduates. regard'lass of the
................ deevsssedpracsscncdraccscscdaccenccchvacncncdhetattatpossnccoa
Finance | 3] 3eer| S| @3] 39l 84 -2 overall market trend,
RARERE R R R @scsccase $Pessss ceqpoancone $oecncse o osscne $esccsas fpecomnee 1nc]ude the fo‘]°w1ng:
|Chemicals ... L. ??l.f?.???'....‘:??l ..... 2| 1,81 4871 0.6l public utilities (29.4%);
Conmunication | s| o909 182 5| 83| 173| .5,1| metals and metal products
................ ececmeadeccsceodreaccasdacocsasderanacodhatatecogan cnne (24.2%); petro]eum and
Construetion | #1401 7L BLSBL 2131 allied products (22.1%);
Conglomerates | 6] 1,752|  292| 6| 1,512] 252| -13.7] construction and building
................ e mater*la]s manufacturing
Utilities | 27| 2,380] as8| 27| 3,080| 114 29.4 (19.3%); pr‘lnting.
................ Puecscteedptocccnopenctocodroccatocdhanccnnadhuncatoccdatonane
Electronies | 30 9,959 332( 30| 7,517| 251 -26.5{ Ppublishing, and
................ ecc st cadatetccadantsnnedoetsnccdasent nadaanatondencasnae 1nf°rmat1°na] services
Food Processing | 1M 547 50| 1] 603 55| 102]  (13.7%); food and beverage
................ Fetocccodaccesncedocnscccdecscscedprcscanaduansscangansonra °
Packaging | 10| 223] 22| 10| 27| 23] 1.8 processing (10.2%);
................ Pentccsedosaccctdtostsscshrosntecdacetaschasscsashroccsnn angbus1ness (8.4%)3 serv1ce
Government .1 @l e.es] ol #l1.a%e| S0 12-°) and volunteer organizations
Hospi tals | 8| 326 41| 8| 332] 421 1.8 (8.3%); hotels, motels,
---------------- $ecsresedesiscitbiccieiadiiiencibineeedeneenenteece oo | pagtayrants, and
Hotels Motels | 31| 2,305] 74 31| 2,436] 791 571 Lecreational facilities
................ des s s ssedrecccccdhrensseccprecnnccpesccscsrspussnanaec Pt
Merchandising | 21| 1,660| 79] 21| 1,739] 83| 4.8 (5i7%)3 merchand‘lsin? and
"""""""" $restereesessesadiniieiabesinsiibeene s iaeeeeee o teee 000 | palatad services including
4,
Metals Lo s e el ol 331 %21 petailing (4.8%); hospitals
Military | 5| 1,91 382 s 1,500] 318 -16.8] and health services (1.8%);
[eocerereccacaans deecenee Peeccane #ecccane dececane #ecvecne demcecen LR
{Petroleum | 10| 2,440 264 0] 2,979] 298| 22.1 gl:tsi:étga?fagj/:)‘?’azggu:l};:d
................ deces cespucccccsdploecessopeccsoncssdpeccscsccpenccces Poorocae . ]
}Publishing | 14| 2,939 210 %] 3,361 239 13.7] (0.7%); and chemicals,
[volunteer Org. | 6] 12 2| 6| 134 3 8.3 dgug;' and allied pPOdUCtS
l ............... e ee e deecssan $rssec e s e ase P oecse s fesesasae Poeee s ( . 9).
[Schoots | 89| 9,177] 103 89] 8,949] 101]  -2.5]
................ ¢-------¢----...*.......¢.......¢.......¢.......5.......'
|overatl Totals |  471] 96,420  205|  471| 83,623 178 -13.3| Decreases in hiring quotas

are ant’ ‘pated for banking,
finance, and insurance

(-2.1%); elementary and secondary school systems (-2.5%); communication-- radio, TV,
and newspapers (-5.1%); diversified conglomerates (-13.7%); the military (-16.8%);

aerospace and components (-20.6%); governmental administration (-20.9%); electronics
and electrical equipment (-24.5%); and automo’.ive and mechanical equipment (-58.0%).
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Which category best describes your organization, and how many SALARIED employees
(excluding clerical staff) are on the payroll of your organization? Absolute
frequencies are listed for each answer on the first line and percentages of total on

the second l1ine. Responses are listed by EMPLOYER CATEGORY.

Employer
Categories

Frequency
Percent

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

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

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

tontinued)

--------

--------

BUSINESSES, INDUSTRIES, AND GOVERNMENTAL AGENCIES

3.

RESPONSES RECEIVED FROM

for 1989-90

Size of Organization by
Number of Salaried Employees

$—— —— ——

$ —

$—e b —— o — —— p———— —— $——

100499 |500-999 [1000-  |5000-
| (4999 9999
3 0| 3 | 0
0.7 0.00| 0.78] 0.00
3 1] 2 | 2
0.7 | 0.26 | 0.2 | 0.52
........ Weosvssssopesssssesdoncsens s
1 0| 4 | 2
0.6 [ 0.00 | 1.04 | 0.52
........ @ecccsccsdossonccadpece sven s
1 | 3| 6 | 0
2.85 | 0.78 | 1.04| 0.00
........ P X T T
9 | 5 | 10 | 5
2.33] 1.30 | 2.59| 1.30
-------- @svecscccpresavecsopasvenses
6 | 4 | 4 | 3
1,06 | 1.06 | 1.06| 0.78
........ @oeccscacprasccncoponccssns
1] 0| 1] 2
0.26 | 0.00 | 0.26 | 0.52
9 | 1| 4 | 2
2.33 | 0.26| 1.06| 0.52
O 0| 0| 1
.26 | 0.00 | 0.00 | 0.26
7 7 8 | 0
1.81 | 1.81 | 2.07| 0.00
1" | 1 6 | 0
2.8 | 0.26 | 1.55| 0.00
92 38 71 33
23.83 9.84  18.39 8.55

¢$— t—— t— —— ¢
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Size »f Organization by
Number of Salaried Employees

Employer
Categories
s ~equency |
farcent [1-99 [1323-499 |500-999 1100+  [5000-  |10,000+ |
| | [ [4999 [ 9999 | | Total
................ LARERRNNEY FR Y N RN Y IR EEEEEREY T S Sy
food Processing 2 | 3| 0| 2 0 4 1 v
0.52 | 378 0.00] 0.5 0.00 1.04 2.85
---------------- $oesecstcprrscssccprrncancofproncetonpanssancaduncsss sl
Sackaging [ 4 3] 0| 2 0 1 10
[ 1.06 3.78 | 0.00 | 0.52 0.00 0.26 2.59
................ LR R Y N R EY IR ET Ty
Jovernment ] 4 2 3 3 8 10 30
| 1.04 3.52 0.78 0.78 2.07 2.59 7.77
................ LARREERREEY PEREEPEREY IR R Y P R T RY TR EY Ty Py
nospitals \ 3 2 1 1 0| 1 8
| 0.78 3.52 0.26 0.26 9.00 |  0.26 2.07
................ ProesecssdrectsctrcsPuatatstachatsncansopacssanstodasanaas s
rotels Motels 8 7 5 6 2 3 Ky
2.07 1.81 1.30 1.55 0.52 0.78 8.03
................ $eecscccrderccncsadetacsccsedroscsncthessssnceponcnstsccad
verchandising 6 | 4 3 6 e 2 21
1.55 | 1.06 0.78 1.55 0.00 0.52 5.44
................ L A R R N N P N I TR I Yy
“aetals 0 3 3| 3 3 Q 12
0.00 3.78 0.78 | 0.78 0.78 0.00 N
---------------- $eectcstccdroccscsadrcncsasodrrecnatadessss ashoastscacd
Hilitary | 1 1] 0| e 1 2 5
| 0.2 3.26 | 0,00 | 0.00 0.26 0.52 1.30
................ $Peececrcchoncctcccdersstsrendetstactaproatanschoctccnnand
Petroleum | 2 0 0| 1 1 6 10
| 0.52 0.00 0.00 | 0.26 0.26 1.55 2.59
................ Foccttccscdecactarsdrr st scssdrretsstepusttancahonacennad
Publishing | 3 7 1 1 1 1 14
| 0.78 1 1.8 0.26 | 0.26 0.26 0.26 3.63
................ LA R ARy N Y R, IR R RN T I TS
vValunteer Org. | 6 | 0 0 | 0 0 0 6
[ 1.5 | o0.00 .00 { 0.00 0.00 0.00 1.55
................ $PerccsstscdecctncctProctccacPplrsttntiPucsccssnnchocsacsnnnd
Total 76 92 38 71 33 76 386

19.69 23.83 9.84 18.39 8.55 19.69  100.00

Observations: Responses to this year’s survey were received from 386 employers
representing businesses, industries, manufacturing organizations, and service sector
employers. Business, industry, and government organizations with 10,000 or more
employees represented 19.7% of the respondents; those with 5,000 to 9,999 employees
were 8.6% of the respondents; and organizations with 1,000 to 4,999 employees
represented 18.4% of the respondents. Organizations with 500 to 999 employees were
represented by 9.8% of the respondents, those with 100 to 499 employees by 23.8% of
the respondents, and those with 1 to 99 employees by 19.7% of the respondents.

These numbers display the diversity of employers included in the analyses of this
survey.




How many SALARIED employees (excluding clerical staff) are currently on the payroll
of your organization, and how many are in OVERSEAS LOCATIONS? Responses are 11sted
by EMPLOYER CATEGORY.

. ........I.....-.........i.N;mbe;o;.émpl;;ee;.; Obsel’vat'lonSS According to
Number of Employees | Cverseas business, indUStry’ and
N ORI SOOI eeaeeenctanatananeanas government employers responding
. | Number Nu;\ger rotal to this survey, approximately
i Employ-| Total Employ- | Qver 9.9% of current salaried
i ers |Emaloyees |Average| ers | seas |Average employees (exc] uding cl erical
|é ........ T ...... wssssese #eescssssss Gesescse erascsan @eeraans 4srseran staff) are 1n overseas
rLover Tvee . Tocations.
tAccounting 13 49 605 3,816 1 zo,ow 1,819 ] ; ith th
| ................ YRR R R e desonsncae ®0ce icnegprrsrsaccae c e or es w e
|Aerospace | 13| 377, 655[ 29, 0501 12| 64 503[ 5,375 :Tghgg:rpeta'zegtages of sa?ar‘l ed
iAgribusiness | 12) 21 9071 1,aze| 9| 150| 17| employees 1111 ovizgegs)'locations
................ et et e et st s et ecctacdiatatatpsorsatthassan e are account ng N % :
}?E‘f‘?’l‘?ff?? ...... LR e BN 3% petroleum and allied products
'Finance | 4l teers| 2,829 38| a2z (24.9%); diversified
Hostittitiiii el e s resonr el s s Ve conglomerates (23.9%): printing,
emeats Ll e ese] L ?‘.".?‘.’.???‘..T:??? publishing, and informational
{Communication | S| 320,268| &6, 05:.| 3| 15 ooo| 5,000 services (20.1%); aerospace and
l&-"-----: ------ T e e e PR components (17.1%); electronics
jconstruetion LLLLLEBLLTE 23] @ sl 2l and electrical equipment
IConglomerates | 6| 73,500] 12,250| 51 17, 5so| 3,510 (15.2%)3 ?gta;s)and lgetal
|.. ......... P @r et acccdiscntacracnsasgronanas products 3 % 3 an
AU S ??l...‘f?f‘.’?'.f?f‘.’f' ..... ??'..?.9?9'....??? _governmental administration
[Electronics | 30| 781,735| 26,058| 2|18, S14| 4,938 -/ (10.8%).
Food Processing | ... ffl...!?f.???'.f?.???' ...... ?'..f.?‘?f'....ff? Other organizations with small
Packaging | 10] 16,83] 1,683] 6| 120 20 percentages of salaried
"""""""" Tt o aaart ettt o0 employees in overseas locations
6 t 30| 1,263,483 41,449 25|133,728| 5,
e, LK 11,263,468 ‘ ....... 1...E ' ....... '....?'.’? include automotive and
lf?f?jgfgf ....... Lo 8l §f_4f:3| 8.4301 d ol o mechanical equipment (9.8%);
|Hotels Motels | 311 165 952] 5,353| 27[ 107| 4 Chen'ica]s' drugs. and allied
ereearaeenenen beveeen eerneetieedaraaan TS SRS S products (8.2%); communication--
e | 3] sl v el gl 3 radio, TV, and newspapers
[Metals 12 32,377 2,698 10] 4,377 38 e); public u es o/
e, LB 1,259 LA 481 Construction and building
AN SO b ?1....?“:’.‘.’??‘.3?.???' ...... ?l ...... °| ...l materials manufacturing (0.9%);
PetroLeum |01 8862 25,8861 6] e, soo| 10,750] food and beverage processing
................ bt eame etk ieiiae e e ieeaneeeaeeen-on]  (0.8%)3 glass, packaging, and
‘Publ:smng | %) 26, 77’7| 1,913| 11.[ 391.| 385 allied products (0.7%);
‘Volunteer Org. | 6| 831 14 ol o o agribusiness (0.7%); banking,
POURIERASIRE N e e e e e e  finance, and insurance (0.3%);
Qveratl fotals 1 3% 8. 199,302] 16,081 3191e1s.3801 1,931 and hotels, motels, restaurants,
"""""""" and recreational facilities
(0.1%).
No salaried employees were reported in overseas locaticns for other employer
categories.
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In_the last five yearc, what percentage change has occurred in the number of
salaried employees working for your organization, and this year (1989-90), what
change is anticipated in the number of salaried employees working for your.

organization? Responses are listed by EMPLOYER CATEGORY.

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

Change in |

Change in Average Change Employees

Employees Last | in Employees Expected This
S vears Last S Yrs Yesr
............... Pesesencnsssncsseprosssncssncscsson
Number Number Number
of of of
Employ Employ Employ

ers Percent ers |Percent| ers [Percent
Geescsee Persenosee Geescsne Grescssce Goesscee Perecsces
12 35.3 12 7.9 12 4.9
Prececes Peoscens Ppeosensve deccscen dpesescse Gusesce
| 1] 6.1 1] 1.2] 12| 1.4
Paceccsese Pevsecace deecoccce $emsvanes dpeocsnse deovenns
| 1] 2.9| 11] 0.6| 10] 2.5
deecenne Peossvsece Geeeccce Psecscses desesans Geesssens
| 25| 2.0| 25| 0.4] 26| 2.9
Poeecscce $rosssave Pssevoes $essenns $eecscnsna #seccsee
| 40| 11.7] 40| 2.3 41| 1.2
Poessenca Peseccce Gpeecsccen Gosacsencadpecsncsce dsscvnns
| 20| 5.3] 20| 1.1] 22| 5.4
devcceans Gesscsae Geesscecn Geesssscpuesnnas deeccnes
| 4l -6.0] o 12l 4| 6.5
dreccsne Peecenes $oscescee Geesesnsprssnsee doecenns
| 24| 15.6| 24 3.1 26| 4.7
deecacen Peececcee dpresecens e esnnnss dpeecssen Ppresecces
| 6| 0.8] 6| 0.2]| 6| 2.3
dees e Pereseccce $eeescsns deoeennns L R deescace
| 26| 16.4| 26| 3.3 26| 1.1
e enncen Peoemccne Gporesvse dpeosccees $-cceenn doeecsces
| 23] 22.0| 23| b.4| 26| 5.2
dreccsee Poeecs o, Govssoce Gessssee Peecsase descveesn
| 10] 7.5] 10] 1.5] 9l 2.2
Gesmeces Prvesves Gpeesccece Goecsvsee Gpewcscece deeocsene
| 9| <2.6| 9| -0.5] Q| 0.9
Precenan Geesescssee Gdvesvone drecsacepeneansaa Gpeeenncse
| 28] 8.4 28| 1.7| 27| 1.4
$ssverss $reacace Pocecence Peoecesscspuacoansna Fsseconse
| 7] 15.7] 7| 3.1 8| 3.7
Posacensas Ppeonasee Petencas PpoossscnssPpeccscnca Poseeenee
| 31| 58.0] 31] 11.6] 30| 12.1
Geesvecce Peaercee deeessan dssectanadpecsnsea Ponscees
| 191 11.3] 19| 2.3 201 2.5
drececen Presescsece dertecscas passsssepeannanns deecsenece
| 1] 5.7| 1] 1.1] 1] 1.1
e nsanse dpesssae, peecsnnsse dPoacsssscpacesngan ¢ s cannan
| 4| -0.2] 4| <0.1] 4| 0.5
dremcsee doccto e dasscnsce #essmcns devoncas dresense |
| 7| 1.3 7| 0.3] 7l 1.9
e o8 e Prenceng e s as s dpoeecsese Pesevoee L IR A Y
| 131 38.6] 13] 7.7]| 13| 5.3
drensens e cenas. ®essensne daceenea $dasenvenan doeneces
! 6| +6.0] 6| +1.2| 6| 1.7
diemeca s e ms e demone e deanvnvoes dessencne deevecas
| 347| 15.4] 347 3.1 351] 3.0

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

Experiencing employee growth of less than 10%

Observations: Employers were
surveyed on this question since
hiring intentions of prospective
employers might be influenced by
changes in the numbers of
salaried employees working for
their organizations each year.
According to employers
responding to this survey, a net
increase of 3.0% was experienced
in numbers of salaried employees
working for their organizations
last year. This compares to an
increase of 2.2% in 1987-88,
2.3% in 1986-87, and 1.6% in
1985-86.

During the last five years,
surveyed employers reported a
net increase of 15.4% in the
numbers of salaried employees
working for their organizations.

For the last five years, thouse
organizations with highest
increases were found in the
following cmployment areas:
hotels, motels, restaurants, and
recreational facilities (58.0%);
accounting (39.3%); printing,
publishing, and informational
services (38.6%); electronics
and electrical equipment
(22.0%); public utilities
(16.4%)3 hospitals and health
services (15.7%); construction
and building materials
manufacturing (15.6%);: banking,
finance, and insurance (11.7%);
and merchandising and related
services including retailing
(11.3%).

among surveysd employers were

governmental administration ( 8.4%); food and beverage processing (7.5%); aerospace
and components (6.1%); metals and metal products (5.7%); chemicals, drugs, and
allied products (5.3%); agribusiness (2.9%); petroleum and allied products (1.3%);
and diversified conglomerates (0.8%).

(Continued)




Continued . . .

In the last five years, the following surveyed employer categories experienced
decreases in salaried employees working for their organizations: the military
(-0.2%); automotive and mechanical equipment (-2.0%); glass, packaging, and allied
products (-2.6%); communication-- radio, TV, and newspapers (-6.0%); and service and
volunteer organizations (-6.0%).

This year (1989-20), employment areas expecting significant increases in the number
of salaried employees are hotels, motels, restaurants, and recreational facilities
(12.1%); chemicals, drugs, and allied products (5.4%); printing, publishing, and
informational services %5.3%); electronics and electrical equipment (5.2%);
accounting (4.9%); and construction and building materials manufacturing (4.7%).

Moderate increases in salaried employees are expected by hospitals and health
services (3.7%); automotive and mechanical equipment (2.9%); merchandising and
related services including retailing (2.5%); agribusiness (2.5%): food and beverage
processing (2.2%); service and volunteer organizations (1.7%); governmental
administration (1.4%); aerospace and components (1.4%); public utilities (1.1%);
metals and metal products (1.1%); glass, packaging, and allied prerducts (0.5%); and
the military (0.5%).

Decreases in salaried employees are expected by banking, finance, and insurance
(-1.2%); petroleum and allied products (-1.9%); diversified conglomerates (-2.3%);
and communication-- radio, TV, and newspapers (-6.5%).




in_the last five years, what percentage change has occurred in the number of
salaried employees working for your organization, and this year (1989-80), what
change {s anticipated in the number of salaried employees working for your
organization? Responses are listed by GEOGRAPHICAL REGION.

| | Change in

: Change in Average Change Emplovees
! Employees Lagt | in Employees Expectea This
I S Years Lagt 5 Yrs Year

............... LR R N N A A R Y
! Number Number Number
| of of of
i Employ Employ Employ
: ers |Percent| ers |Percent| ers |Percent
19eee® s e0essemvee o ececece deoccecae o coencse poecceec e povscecece poecscccsne
‘Geographical |
|Regionsg
| ................
‘Northeast 75 11.9 75| 2.4 75 1.5
i ................ Per oo Paceccae Peceaces pessscea LYY Ppravecee
iScutheast | 35]  26.3] 35| 5.3] 36| 3.5
! ................ $deoevcnes $desccnee $Poccvece $eesveecae $roesecee dpecccesve
'Nertheentratl | 181  13.6]| 181 2.7| 183} 3.5
AL AREE RN A0 oo encee deeccsee o ccccce Ppeeecccs dpooeececece Pproeccesas
iSzuthcentral | 26| 10.2] 26| 2.0| 27| 5.5
! ................ deesceca Ppsesccse $dsesccee Poevesces doeeccee @oecceas
INorthwest | 12| 22.4] 12 4.5 12 -3.0
; ................ Poeeecece Poeececase Peeecece Peecccce peccsece Pposeccee
;Scuthwest | 18] 28.3] 18] 5.7| 18| 4.3
Lssssensenssscnse pocseccoe poeecccce L X A Y Poecscee doecccee peosececee
iCverall Totals | 347 15.4]| 347| 3.1 351 3.0

Change in |

Change in Average Change Employees |

|Employees Last | in Employees Expected This
5 Years Last S Yrs Year

............... @Poeccccssssocssefpreecs e s
Number Number Number

of of of
|Employ |Employ- Employ-

| | ers |Percent| ers |Percent| ers |[Percent|
................ e cstectpocctrnadprecccssrhrocncctpocncncadhotonnes
Employer Sizes | '

................ !

11-99 | 76 24.3| 76 4.9 75 4.1
................ Peccsccsadprctectopectttiodhtoccccchocscsnssdh®tocacts
100-499 | 81 19.4] 81| 3.9] 85| 4.7

! ................ ®sccenss dooscccse $eoccanse deeocnce $e ccee docccccs
{500-999 | 37| 26.4) 37] 5.3] 38| 3.4
l ................ $orsececs e caceas “recseacs $posccens $decsecace $peossanas
11000 4999 | 65| 8.0] 65| 1.6] 64| 2.3
i ........................ Peo s s e seese Pesosses we s s mes Posenc s
15000 9999 ! 29 11.8] 29| 2.4 28] 1.9
! ................ v ssemasn s es e s s s e Peee.oase s eev o peetcces l
110,000+ | 591 *.2] 59| 0.2] 63| 0.5
I ................ #erencen #ecsecens $eeccecs #ecccces #ereccase #eccccss
|Overall Totals | 36471  15.4] 347| 3.1 351] 3.0

Observations: According to
surveyed employers, the .
organizations with the greatest
increases in numbers of salaried
employees working for their
organizations during the last five
years were in the southwestern
region (28.3%), the southeastern
region (26.3%), or the
northwestern region (22.4%) of the
United States. Moderate increases
were experienced by surveyed
employers in the northcentral
region (13.6%), the northeastern
region (11.9%), or the
southcentral region (10.2%).

This year, anticipated increases
are expected in the southcentral
region (5.5%), the southwestern
region (4.3%), the southeastern
region (3.5%), or the northcentral
region (3.5%). An increase of
1.5% is expected by employers in
the northeastern region. In the
northwestern region, a decrease of
salaried employees is expected
("'300%) .

Observations: According to
surveyed employers, the greatest
percentages of increase occurred
during the last five years in
organizations with 500 to 999
employees (26.4%) and in employers
with 1 to 99 employees (24.3%).
Increases were also experienced by
employers with 100 to 499
employees (19.4%); employers with
5,000 to 9,999 employees (11.8%);
and organizations with 10,000 or
more salaried employees (1.2%).

This year, the greatest increases in salaried employees are expected for employers
with 100 to 499 employees (4.7%) and employers with 1 to 99 employees (4.1%).
Moderate increases are also expected for employers with 100 to 999 employees (3.4%);
employers with 1,000 to 4,999 employees (2.3%); organizations with 5,000 to 9,999
salaried staff (1.9%); and employers with’' 10,000 or more employees (0.5%).

~

5




-9-
How many new college graduates were hired ]gg; year (1988-89) for professional
new hires ar

positions in your organization, and how many ne
(1989-30)? Responses are lisced by EMPLOYER CATEGORY.

Number of New Hires Anticipated New Hires .........
Last Year This Year Change
....................... $recees  ctsncscscscctansee from
Number Numbe Last
of of Year
Employ-| Total Employ-| Total | = [eceaees
ers Hired |Average| ers Hired |Average |percent
................ $deesceccfonnncnadararnengereracsegecctrcehecccnts b egene
Employer Type
Accounting 13| 5,979 460 13| 6,019 463 0.7
................ drceceveproncensspectcccshtoanncchttotonnhotocce st ottt
Aerospace | 13| 6,341 488| 13| 5,036 387| -20.6
---------------- N R TR EY TR TR I R S S R I X Y I Y AP
Agribusiness | 12] 261 22| 12 283 | 24| 8.4
................ decsecccpecaccsagestanccprosccsc - PposcsannhoncscsnPooncaca
Automotive | 27| 10,845| 402 27| 4.557| 169| -58.0
................ detccsccpoetscccadecscsasdhocaccsnchons asnspascscsshotocnna
finance | 43]  3,667| 85| 43| 3,591| 84| 2.1
................ oecccnsedpotocccnnhatcsssvipartoncahranctondronnncanhocsnsn
Chemicals | 26| 12,590] 484 | 26| 12,661 4871 0.6
................ drecccccprocccncducncscshroccscshonacnnsmoscnaashoscccnn
Communication | 5] 909 | 182| 5| 863 | 1731 5.1
................ $revescchotaccccdoecnctocghrtoanccsahatosonchrtoncsnahoosncens
Construction | 25| 430| 17§ 25| 513 21 19.3
----------------- becveccscaprccsscspesscscnpronssschoecscscsponcencnhoacacae
Conglomerates | 6 1,752| 292| 6] 1,512] 252 | -13.7
................ $rtoccccdevtocncrhoecrocccdhrcantoshrteccccchotnsccahoronsen
Utilities | 27| 2,330| 88| 27| 3,080| 114 29.4
................ $rrecvccptrtccccnoccnccchrtcascsnhrasccnchonsncsas PP occen
Electronics | 30| 9,959] 332| 30 7,517| 2511 -24.5
................ doccevecprccccccprtoscsccnpocsrnocdhoncccsshonsenans borronce
Food Processing | 111 547] 50| 1] 603 | ss| 10.2
................ decscscopectttccchrtroccsadrcsccachosssansghocsantasPocccnae
Packaging | 10]  223| 22| 18]  227| 23| 1.8
................ LI Y R Y TR R A T T YRR RN LN )
Government | 27| 19,453 720| 27| 15,392| 570 -20.9
---------------- LI EE SN EL IR R RN EEE TR R PREEL LR RY TR SR TR
Hospitals | 8| 326| 41] 8| 332 42| 1.8
---------------- docescccdeccnccdesnvarspoavtsccchaccscarsporencnabocnsoens
Hotels Motels | 31| 2,305] 74| 31 2,636] 79| 5.7
................ $eccecccdroccnscpercccscperacrsodhoccncacpracnacshoocnces
Merchandising | 21| 1,660] 79| 21 1,739] 83| 4.8
---------------- $eccccccdicccsncdrcccnccdeaccavadosccsncsapocsnccahancscns
Metals | 12| 314 26| 12] 390 33| 2.2
---------------- LR R SR L L L R R R LR L DI
Military | 5] 1,911] 382| S| 1,590] 318 -16.8
................ $eccscnapecccrcaprcncccsdencnncndonsrasodpooncancdeontcre
Petroleum | 10| 2,440 244 | 10| 2,979| 298|  22.1
................ drrcnccidecitccadrcnnrcoiprannccadoncnccahances st drancans
Publishing | 14 2,939] 210| 14]  3,341| 239| 13.7
................ ’.......#.......#.......#.......#.......#.......’.......
volunteer Org. | 6] 12] 2| 6| 13] 2] 8.3
................ #.-...-.#..-....#...-...#....-..0.-. RICIER IR R N
Overall Totals | 382| 87,243 228 382| 74,674 195] -14.4

mﬁ_imu_tni.s_xm

Observations: According
to surveyed employers,
the Job market for new
college graduates seeking
careers in business,
industry, and government
this year is expected to
decrease (-14.4%) when
compared to hiring of one
ysar ago.

Employer categories
expecting increases in
hiring of new college
graduates, regardless of
the overall market trend,
include the following:
public utilities (29.4%);
metals and metal products
(24.2%); petroleum and
allied products (22.1%);
construction and building
materials manufacturing
(19.3%); printing,
publishing, and
informational services
(13.7%); food and
beverage processing
(10.2%); agribusiness
(8.4%); service and
volunteer organizations
(8.3%); hotels, motels,
restaurants, and
recreational facilities
(5.7%); merchandising and
related services
including retailing
(4.8%)s hospitals and
health services (1.8%);
glass, packaging, and
allied products (1.8%);
accounting (0.7%); and
chemicals, drugs, and
allied products (0.6%).

Decreases in hiring quotas are anticipated for banking, finance, and insurance
(-2.1%); elementary and secondary school systems (-2.5%); communication-- radio, TV,
and newspapers (-5.1%); diversified conglomerates (-13.7%): the military (-16.8%);
aerospace and components (-20.6%); governmental administration (-20.9%); electronics
and electrical equipment (-24.5%); and automotive and mechanical equipment (-58.0%).

HfE)

.
o
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How many new college graduates were hired last vear (1988-89) for professional

positions in your organization, and how many new hires are anticipated this veap
(1989-90)? Responses are 1isted by GEOGRAPHICAL REGION. .

T of New Hires | Anticinated New Hires . Observations: Surveyed
f New Hires | Anticipated New Hireg ecccctees
Numbe[a:: 5:‘;“"“ A"tm?:::dv:g: Hires Change emp}oyers \zlgh 5())0 to 999
....................... P cscsssssscccsscsncnnsesn from emp oyees 0% and
Nunder Nunoer Last | employers with 1 to 99
Employ-| Total Employ-| Total | EERERRE employees (4 9%) are the on'ly
ers | Hired |Average| ers | Hired |Averagei|Percent gnes rgpor:,'l n'g“a?t']c']paged
---------------- $rcoccsndeccen: opavracctsadoncsancodenstsccdoacsanctstPprocncsas ncreases n r ng. A ]
S::?::':"‘“‘ ; other categories are expecting
---------------- decreases: employers with 100
Northeast ! 8‘0’ 30,539 364“ 84“ 28,384‘““ ???0‘ -7.1 to 499 employees (‘85.7%)3
Southeast | 36| S 307|. 1%7| 36| 4,181 16| -21.2 emp}oyars "122 S’.‘goo t019.999
................ $escscccheccnsandrecccsadecsccscccdocdscscsdossancadocccsass em o ees em o ers
vorneamral e Saeelanlion; ar.ael 1] a2l Wi OY0°00 on iote anplayaee
Southcentral | 32| 11,307|  353] 32 11,262] 32| 0.4 (-6. 7%). and employers with
Northwest | 12| 1?67| 147] 1z| 1 1z9| %] -36.1 %_gog%;"’ 4,999 employees
Southwest | 22| 3 055| 139] zz| 2 510| 114 -17.8
Overall Totals | 382| 87 243| 228| 382| 74 674{ 195] -14.4
Responses are listed by EMPLOYER SIZE.
‘ ............................ e A';}'3';§;é'i;;'é§'r;;': Observations: Surveyed
New Hire nticipated New Hires -----.---
| et | e SnPloers fn a1] geograpncal
T b |eeeseccicseaccssscnccacen $erocecctancsesncscsenvans rom
| uner Nurber Last reporting aimt:’c;i:;ated ]
| of O ol total | ey decreases in hiring quotas for
' Emgll‘:y :19:::! Average Emgll‘:\./ L?::}i Average [percent| this year. Some regions are
I PR HRE demrannn rerunns TR deeenane SSREEERE denennes expecting greater decreases
Employer Sizs than others. When compared to
1-39 76| 309 of 78| 32 4 4.9 ;gs:. year': h1:es1, ghamgg"s1 in
................. #errredeneniisbiisnnsadnneansbeee s beeeee s seneeeo- | hiping quotas include: e
10089 . - | 8.0 .. ot NS ?‘?'..T.f?‘.’l ..... jﬂ..f?:? southgegtraI region (-0.4%),
|500-999 | 38| 93| 8 38 970 2] 40.0 Eh; ?g;th::sterntmg;ggm
oo e el was] el el 3] 57| padon’ £36.14), the
5000- 9999 | 3] 6,068| 184 | 33| 4,883] 148] -19.5 ::utheai::‘erntre?ion (-21.2%),
................ S A IEREEEEE AR R EEE A e ‘ e norincentral region
,f?f?‘.’?f ......... b ??'.f’?.?f?'....??ﬂ ..... ??'f?’f??'....5.3'.'?1....?2? (-22.9%), and the northwestern
[overall Totals | 382] 87,243 228] 382| 74,674 195] -14.6 region (-35.1%).
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....... Gevnone

+

------- CX R ERERY LRI NN N

....... Goocece

43| 3,667]
26|12,590|

....... @uoecscesdpescsscssdpuesccsscpececcssodosscsccdhrocsscsdposssans

Communication

I ................
|Construction

27119,453|

....... $ececssshescsserhecrssseperesstehrs s sssdpres st hansosan

26| 1,582|

Hotels Motels

-------------------- Poeossssprsvvsvs e prscsgasponocon

e Amer

New Minority Graduates| New Women Graduates

-------------------- XX REEREFTRNEEEENY TRERENTY TR RN Y LIS SN I
....... T Y

..................... @ecsccsprcscsssoprsssssspeccsscchocccce o

27| 2,380]

....... S S

30| 9,959|
+ +

.................... @eccsseprscssecpesssesaprsacen

.................... @sesccssducssssscprssussspesussspesusass

.................... @eccscsdrcsssecdonssrscdosssesdrsoso s
31| 2,305|
....... S
21| 1,660]

....... T T R I e e S

.................... I T T I T .
10| 2,440]
....... A A R Y L N R e EY LR R R R XY iy
4] 2,939]

* *

.................... R N Y I LR R EEEY LI I W APy

13| 2,358
13| 1,406
9| &3]
+ +
26|  486|
+ +
37) 1,684
22| 4,964|
+ +
4|  160]
+ +
24| 222
5| 140]
25|  606|
25| 629
+ +
9| 223]
9| 60|
22| 3,716|
+ *
8| 217
+
29| 1,082
20| 846
12| 63
4] 25
8| 702
4] 164]
4] 7|
340|19,821 |

Asi Islan
and women were among new college graduates hired last year (1988-89)? Responses are
1isted by EMPLOYER CATEGORY.

Observations: Employer
categories with the
highest percentages of
minorities among new
hires last year were
service and volunteer
organizations (25.0%);
chemicals, drugs, and
allied products (19.3%);
merchandising and related
services including
retailing (18.3%);
petroleum and allied
products (17.3%);
hospitals and health
services (17.2%):
banking, finance, and
insurance (15.7%):
hotels, motels,
restaurants, and
recreational facilities
(14.4%); aerospace and
components (14.0%); food
and beverage processing
513.7% $ public utilities
13.5%); construction and
building materials
manufacturing (11.2%);
communication-- radio,
TY, and newspapers
(10.2%); agribusiness
(9.6%); metals and metal
products (9.2%):
accounting (8.8%); and
governmental
administration (8.1%).

Employer categories
hiring the highest
percentage of women last
year were hospitals and
health services (66.6%);
service and volunteer
organizations (58.3%);
construction and building

materials manufacturing (51.6%); merchandising and related services including
retailing (51.0%); hotels, motels, restaurants, and recreational facilities (46.9%);
banking, finance, and insurance (45.9%); food and beverage processing (40.8%);
accounting (39.4%); chemicals, drugs, and allied products (39.4%); petroleum and

allied products (28.8%
utilities (25.5%); agr

glass, packaging, and allied products (26.9%); public
siness (24.1%); aerospace and components (22.2%); metals
and metal products (20.1%); and governmental administration (19.1%).




How many
and

Hispanic
women were among new college graduates hired last year (1988-89)? Responses are

listed by GEOGRAPHICAL REGION.

ce e
oooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooo

New Lol lege

| total Number |
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Am

;Graduates Nired of New
jLast Year Graduates
| Hired New Minority Graduates| New Women Graduates
.............. $eeccccccssccsccscsscsocd feccctscssscscsacscssccce
} Number Number Number
| o o E OI Total
Employ- |Total |[Employ-|Total mploy- |Tota
! mgrsy Hired ers |Hired |Percent| ers |Hired |Percent
................ ¢......-1-.....0.......0......0..-...-q........q..--...q........
Geographical |
Regions
Northeast | 84|30,539 74| 3,755 12.3] 75| 9,305| 30.5
................ PSR TERRERRY ...-...q...-...q.....-.-¢.......¢......¢.....-.
Southeast | 36| 5,307| 32| S75] 10.8] 32| 1 569| 29.2
................ PSP IR R RY 2 fossecsspocsessesposcsscschocscccccd PR TR
Northcentral | 196|35,268| 181| 2,455| 7.0| 177| 6,339 18.0
oooooooooooooooo 0...----0--.-..0..----- XX RNNERY 3 .....o.‘....... IR RETRREY TRENERRS
southcentral | 32111,307] 26| 784 6.9] 26| 1 649| 14.6
................ Poesssssprscssspscscsscscsproccocd @ecscsccchpacsscschocscccsdhrccsccs
{Northwest | 12| 1 767| 10| 207| 11.7] 1] 3481 19.7
| ................ @sessccepocsocaspeccsscccpesscceboscccoe dessseee feccscsprsscree
Southwest | 22| 3 055| 18| 579| 19.0| 19] 631| 20.7
................ Pessscssedpescsschsscsssccpscccccd @eccscscdprescscscpoccscscsprsnccee
[Overall Totais | 382]87,243| 341| 8,355 9.6 340|19,821| 22.7

oooooooooooooooooooooooooooooooooooooooooooooooooooo

uuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuuu

[New Col lege Total Number

|Graduates Hired of New

[Last Year Graduates

| Hired New Minority Graduates| New Women Graduates

l .............. @occessccsssssscssansee foosctocccnsssnnccstans e
i |Number Number Number

| | of of of

| Employ- |Total |Employ-|Total Employ- |Total

i ers |Hired | ers |Hired |Percent| ers |[Hired |Percent
‘ ................ P $ecccnn $ecsacee deeccsce descccee $eocacee $sesonce $oecnssse
lEmployer Sizes | | |
................ |

[1-99 | 76 309 [al 54 17.5 e 106 34.3
oooooooooooooooo ’ooo.-ooQ--.-.o+--.---.+--....¢.o-....¢o.-o.oo#uo--o- poossssae
|100-499 | 92| 8,097 86| 162] 2.0] 86| 639| 7.9
oooooooooooooooo Ppeoscocncodpatsaces doeoscescopoessccoPpocccsncodptocssccch pucvcccaPprosscce
|500 -999 | 38| 693 351 100| 14.4| 35] 233[ 33.6
oooooooooooooooo Posoccacpaccccoe oot ccnscoqpocsccefpacscccopocncccopotocssnpocnscas
I1000 4999 | 68[ 4 128| 62[ 6351  15.4] 62[ 1 492| 36.1
l ................ @eeccccobocscsschocsncncadpooces $oecccee Poccnccopucccsoprocccoesn
[5000- 9999 | 33| 6 068| 28[ 1 037[ 17.1] 27[ 2, 184[ 36.0
l ................ Peccssoopocccsoprtonccodoccsccdocccencs Pecccccopacccsapocsacense
{10,000+ | ?5[67 948| S9| 6 367[ 9.6 59|15 167| 22.3
| ................ Sbeseccen 'TEREER Pecssccepurocccoprscsace $eoccccebosveandpocnccve
|Overall Totals | 362(87,243] 341] 8 355[ 9.6| 340|19 821| 22.7

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

Observations: Surveyed
employers from the
northeastern region
(30.5%) and the
southeastern region
(29.2%) hired the highest
percentages of women
graduates.

Surveyed employers hiring
the highest percentage of

minorities represented the
southwestern region
(19.0%), the northeastern
region (12.3%), the
northwestern region
(11.7%), and the
southeastern region
(10.8%).

Observations: Employers
hiring the highest
percentage of women
graduates. respresented the
following employer sizes:
1,000 to 4,999 employees
(36.1%), 5,000 to 9,999
employees (36.0%), 1 to 99
employees (34.3%), and 500
to 499 employees (33.6%).

Surveyed employers hiring
the highest percentage of
minorities represented the
following employers

sizes: 1 to 99 employees
(17.5%), 5,000 to 9,999
employees (17.1%), 1,000
to 4,999 employees
(15.4%), and 500 to 999
employees (14.4%).
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This :\/ear (1989-90), what percentage change in hiring does your organization
anticipate for new college graduates? Responses are listed by TYPES OF GRADUATES.

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

Anticipates | Observations: During the 1989-90 recruiting season,

Hiring Change | surveyed employers expect to hire more minority
MR graduates (8.9%), women graduates (5.8%), and MBA
. il graduates (2.0%). Hiring is expected to increase

Employ- only slightly for handicapper graduates (1.6%),

....................... 1..0rs [percent) master’s graduates (1.0%), and doctoral degree

Types of Graduates graduates (°°7%) i

Women Graduates 277 5.8

....................... doeccccsoshoecccanas

Minority Graduates | a74| 8 9!

....................... $oecccnchooncene

Handicapper Graduates | 254| 1.6

....................... $eccccccpooanccee

Master Graduates | 236| 1.0

....................... dpaccccccesccnse

MBA Graduates | 233 2.0

....................... $rceccsadecccane

Doctoral Graduates | 222| 0.7!

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




This year (1989-90), what factors wil uence the of new
college graduates in your organization?

Observations: According to surveyed employers, general economic condition will have
a significant influence on job opportunities available to new college graduates this
year. Economic conditions will affect company sales, current employee turnover,
business growth, demand for company loans, and organizational expansion. In turn,
all these factors will influence the need for replacement personnel, new employees,
and new college graduates.

A total of ten (10) employers commented on general economic conditions this year.
Interest rates were suggested as another factor that will negatively influence the
market, and overall growth in the economy is expected to remain somewhat flat, with
an accompanying lower turnover of current employees and moderate growth in the
markgtplace. This year’s market is expected to be more competitive than last
year'’s,

Business growth and expansion will also substantially influence job opportunities
available with several employers (12) responding to this year’s survey. An
increased thrust into research and development activities was noted by twn (2)
employers. This will prompt increased hiring at the entry level. Another three (3)
employers indicated an expansion in their plant operations and/or startup of new
production lines. In the case of another employer, expansion of the sales staff
will prompt increased recruitment of general business administration and 1iberal
arts graduates, and increased manufacturing and production will prompt an increase
in need for new engineering graduates. Three (3) government contractors noted the
potential for new contracts, which will translate into needs for new college
graduates, if these employers obtain their contracts. One (1) employer noted an
increased growth in the agricultural industry, especially an increase in demand for
government loans.

Turnover of current employees and retirements of senior executives was also expected

tc bs a significant factor this year. Among responding employers, eight (8) noted
increases in turnover, while one (1) indicated turnover was lower than usual this
year for their organization. Two (2) employers suggested that only replacements for
losses of current salaried employees would be hired this year.

Demand for specialization will continue to dominate the hiring of new college
graduates in some organizations this year. Most notable among the academic majors
in highest demand were employer requests for engineers, accountants, and management
information systems graduates. According to surveyed employers, the availability of
new college graduates in these fields is dwindling, and in one case the term
“scarce" was used to describe the current job market for those graduates.

Other cial types of personnel needed by prospective employers were individuals

with an entrepreneurial snirit, <killed managers with flexibility and adaptability,
graduates willing to work in commission-based jobs, individuals with leadership
potential, graduates with geographical mobility, and prospects with previous related
work experiences.
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Encouragement continued among surveyed employers for colleges and universities
to promote internships, and cooperative education experiences. Employers
continue to request actual on-the-job work expuriences from new college
graduates, and individuals with these experiences are granted more job
opportunities and better starting salaries, according to surveyed employers.

Sales and marketing skills are needed by many employers of new college
graduates. According to the surveyed employers, entry level positions in many
organizations require these particular skills and abilities.

verages continued as a factor influencing the hiring of
new college graduates again this year. Employers maintain that grade point
av::ages are one of the only indicators of an individual’s quality of academic
achievement.

Master’s h.D.) are needed by selected employers. Among
these employers, demand for graduates with advanced degrees in engineering and
the sciences continues at a brisk pace.

Mergers, acquisitions, and buyouyts are a factor of the job market again this

year. It seems that new company ownership translates to subsequent new
priorities, and personnel managers are initially stymied in their recruitment
efforts as new managers descend upon an organization. The net result is a
demand for fewer new college graduates during the period of transition.

Reduction {0 staffina needs. downsizing. and increased global competition are
causing a tighter job market this year. In fact, the business climate in

several industries--most notably the automotive, computer, semi-conductor,
government, and defense industries--are likely to be much softer than they were
even a year ago. Employers in these industries are reporting few raquirements
for new college graduates this year. A total of sixteen (16) employers
commented on slower business conditions this year. One organization indicated
a h1r1n? freeze in effect right now, and this organization will only be hiring
for positions left vacant by retirees leaving key positions.

One surveyed employer commented on a trend in recruitment efforts that is
probably characteristic of many organizations. This employer representative is
re intense recruitment efforts on a smaller number of targeted
schonls. Very large employers in particular are tending to visit fewer
campuses for recruiting and expend greater effort at selected universities.
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What was the average annual starting salary paid by your organization to new
bachelor’s degree graduates hired last year (1988-1989), and what average annual
new bachelor’s degree graduates hired by your

organization this vear (1988-1989)7? Responses are listed for each EMPLOYER
CATEGORY. - e

"""""""""" svarving sutary for | Stareing Satary for | emsr | Observations:  The average
B.A. Last Year 8.A. This Year | Last | annual starting salary expected
..................... N S R for bachelor’s degree graduates
Number of Nume ool in 1989-90 s $25,256, an
................ Jeiorers Jhverede R LA DNHT] Ancrease of $817 (3.3%) over
Employer Type | };:t year’ :'.m s?arting :a] am{ of
srecsrecsessees . 539. ployer categories
peeomiing | ol el o] sl sol JEAB G ICTClcet average
Aerospace | 12| $29,283| 1]  $30,141| 2.9 st:rt}ng sa]:riﬁiwgra duct
................ fecemccsecsspocscsncancsaducccssscscpusscsscccenbrccccnse pe ro eum an a e pro uets
Agribusiness | ... 0] 5229 ... to] sa.610] 271 1$31,500 ); chemicals, drugs,
Automot ive | 17] s27,721| 19| s29,163| 3.2 and a111ed p;oducts ($31,474 );
................ fPescscescscpoocsscncccspeacccscccccpescccsccce Peonccen aerospace an components
Flnanes ...l | 6| sa2.seel .. 3| s3] 411 ($30,181 ); electronics and
Chemicals | 16| $29 m| 15| $31.47] 6.2 g]ectricﬂiequipment (522.800
....-.: ......... $eecccessese $rocssosnsncpracsccassese $eveccscccspeocccne . automot ve and mechan ca]
Communication ... '.',...f??.f’f' ......... '.’l...f??.?‘.’?'....?f equipment ($29,163 ); metals
Construction | 21|  s26 1O‘Sl 19 $2, 206I_m9:'_~ and metal products ($28,175 );
Conglomerates | 5| s22 340| 5| s33,440] 2.6 and public utilities (528 0439).
Utlli;ies | 22| s27 062| 23| s28 049| 3.6/ Average annual starting
................ $ecncencucsopuuccncncsccsopacecacescofouvscccove -----:- sa]ar1es for Other emp]oyer
Electronics ..... .I. ........ 201328245] ........ 171’”'800155 categories included
Food Processing | 11| $25 353| 9| s26 249[ 3.5 comun'lcat'l?g-- radio, TV, and
......: ......... $rucconccese fruncncssosupusassscces fosnsscccun bocses :. newspapers 27 700 ); g]ass
Packagine ... l ......... 81326375| ......... 7l$26,893120 packaging, and ;‘I‘I'led produc%s
Goverrment ! 26| $22,034| e| 08| B (326.89? );(;ood and) beverage
................ decccccccocposcacescnccpecccnccsocducn 1. . process ng 26 249 .
Hospitals ....... .I. ......... 7.'..?2?.‘2” ......... 71.32000|.2.? construction ana bu']]a'lng
Hotels Motels e ] S0 #].3520697) .32 nmaterials manufacturing
Merchandising | 17| $20,229] 17] s20,612| 0.9 ($26,206 ); the military
................ e (‘25'173 ); pr']nting'
MeTALS e [ 134 et ooid NOURNONN 10| $8.175) 3.9 publishing, and informational
Military | 4| $24,026] 4| $25,173| 4.8] Services %524-959 )3 uccounting
................ S (‘24 8530 )' agr1bus1ness
[Petroteun e 0 I Lhest SUUNNS 31800 1.4l (423,610 ); diversified
Publ ishing | 10| $23,498] 10] $2,959| ¢.2] conglomerates ($23,440 );
---------------- essiiiadiiie e bee oo o aeeeeo- | DARKing, finance, and insurance
votunteer 09 Ll LBl 515157201 19-8]  ($23,256 ); governmental
{overall Totals | 301|  $24,539) 288| $25,356] 3.3 adninistration ($23,088 )i

--------------------------------------------------------------------- hospitals and health services
($21,000 ); hotels, motels,
restaurants, and recreational facilities ($20,697 ); merchandising and related

?§;§1ggg ;nc1ud1ng retailing ($20,412 ); and service and volunteer organizations

The employer categories expecting the greatest percentage of increase in starting
salaries from last year (1988-89) to this year (1989-90) are service and volunteer
organizations (19.8%); chemicals, drugs, and allied products (6.2%); printing,
publishing, and informational services (6.2%); electronics and electrical equipment
(5.5%); automotive and mechanical equipment (5.2%); governmental administration
(4.8%); the military (4.8%); and banking, finance, and insurance (4.1%).

a6
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What was the w&ﬂﬂnﬁw paid by your organization to new
bachelor’s degree graduates hired last vear (1988-1989), and what average annual
rat to offer new bachelor’s degree graduates hired by your

starting salary do vou exp
organization this yeap ’,5988-1289)? Responses are listed by EMPLOYER SIZE.

---------

............................................................. change Obsel‘vat'IOﬂS: The aVerage ann'ua'l
Sk et v | TBA his Yeur o | foom | stapting salary for a new
ORISR RN Year bachelor’s degree graduate is
Employers I Average |[Employers I Average {percent ;nﬂ uenced by t?:e hi ghest

................ $rcccscrecsdorerconcccprrctcccccccdrrcecestttpoacncae [}

Enployer Sizes starting salaries are expected

199 59|  s21,650 53| $21,675| 0.1 2:;?&::; Igrogggg;‘ﬁ::r"s

................ L R Y X T [ ]

100-499 | 80| s 650| 76| szs,aos| 3.9 emp]aye$s (327,093)} and the

...: ............ $ecncccccee $eecsccscccprsccscsccane $eecccscccscPpeccccne ]owest s expecte rom

500-999

................ l........??l...f??.fff'........?‘.’l...f??.??'....?:'.’ organizations with 1-99 employees

1000- 4999 | 58| $25,518| 57| s2,502| 3.9 ($21,675).

................ $eecccccscsdrocscsccosrdosorcscscncsPucsnnnncsochossscsse

5000 -

........ LB B s 4l The largest increases in starting

SelecosNUURY v alLBenl ‘8| . 52n,0%| 3.6 salaries are expected from

fourall onals |0 saesorl i et 33l e o¥ers WA, 94000 B0 9,398

Responses are listed by GEOGRAPHICAL REGIONS.

.............................................................. change | Observations: Starting salaries
St;r:inf ::l:ry for St;r:ingh?alary for | from are also influenced by the
e LTI BTN L Vear | geographical regions where new
Number of Number of |  [---ee-- graduates are employed. The

.............. JEmployers JAverage lEmoloyers | Average [Percent! highest starting salaries for

Geographical 1989-90 are expected from the

}Regions s:uthwes:ern re$1on $$27 ,230),

""""""" the southcentral region

ISChibsoo SUUURINY IR it Wb cirtoes INTIONE 91..5%838] Y ($27,089), and the northeastern

Southeast | 32| s24 oes| 33| s26, 693| 2.6 re?ion ($26,363), ang 1f:he 1o:est

"""""""" T eyt kene e enee koo | galaries are expected from the

Ioebioout R I f?ﬂ...f.z?.???l ....... f'.'?l...??’.’.???'....?f southeastern region ($24,693),

Southcentral | 23| 26, 1zz.| 21| s27, 089| 3 %tsw nort;ncentra] region

"""""""" MR AR AR SE AL 24,695), and the northwestern

s OO NS 2 MO LY e P S

}??L.‘f'.“.‘??f ....... l ........ mms?e ,119] 16| s27, 230| 4.3

|Overall Totals | 301  $24,539| 288| 25,356 "'3:5
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What percentage change does your organization anticipate in starting -alary offers
to 1989-90 new college graduates by academic major and degree level? Listed below
are anticipated changes in salary offers for various TYPES OF GRADUATES.

““““““““““““““ anticipated | Observations: The average starting salary increase
Hiring Change | eXpected this year for women graduates, minority
"""""""" graduates, and master’s degree graduates is 3.3%.

NunBer For MBA graduates, an increase of 3.1% is expected.
Employ- Increases are also expected for handicappers (2.8%)

ers |Percent] and doctoral degree graduates (2.4%).




Y
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What percentage change does your organization anticipate in

by academic major and degree level? Listed below

are ant1c1pated changes in salary offers expected for bachelor’s degree graduates

with various ACADEMIC MAJORS.

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

Anticipated
. Salary Change
Number
of
Employ

ers |Percent
....................... $ecccscspuscsaces
Academic Majors
Agricutture 110 1,4
....................... $eccncanprccscese
Natural Resources | 106 1.2
....................... $eesscavpecsssee
Accounting [ 166 | 2.9
....................... L R O T
Financial Admin | 143| 2.2
....................... $esccscavpossccee
General Bus Admin | 143| 2.4
....................... $ecvecccpacsnnnee
Hotel Rest Inst Mgt | 122] 1.7
....................... $eesscncspoccccas
Marketing | 141 .3
....................... $eeccccoprcscsnnas
Personnel Admin | 132] 2.1
....................... #eceaveepocccsccae
Advertising | 10| 1.3
....................... deccnsosdposcscces
Communications | 116| 1.6
....................... $eccscncdprecncas
Journal ism | 13 1.3
....................... $oeccsecdracacas
Telecommunications | 14| 1.3
....................... $eacsccodrscncas
Chemical Engr [ 142 3.0
....................... $eccccocponccnss
Civil Engr | 135 2.2
....................... #eeccccodpocseccs
Computer Science | 142| 2.7
....................... $esvoecncspuncnanne
Electrical Engr | 154 | 3.0
....................... #ectcrcodpuonncas
Industrial Engr | 138| 2.5
....................... ®ceicecacpannnnce
Mechanical Engr | 152| 3.2
----------------------- decmcec . Ppeoccane
Human Ecol/Home | |
Economics | 105 | 1.4
....................... dereccccadpeacccae
Liberal Arts/Humanities| 114 1.6
....................... L I R
[Chemistry | 124 2.4
| ....................... $ecsccee $ecaccne
|Geology | 11| 1.5
....................... #eccccacdonscnna
Mathematics | 120| 1.7
....................... $eccecncposncnns
Physics | 15| 1.7
....................... #rccceccdposscans
Nursing | 104 | 1.4
....................... ®ecveceaprcnnaas
Retailing | 102| 1.4
....................... #ecevecedpucacnne
Social Sciences | 105| 1.4

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

Observations: Starting salary offers for new

bachelor’s degree graduates are expected to vary

between academic majors. Highest among anticipated
increases for new graduates this year (1989-90) will

be mechanical engineering (3.2%);: chemical

?ngingering (3.0%); and electrical engineering
3.0%).

Substantial starting salary increases are also
expected for accountin? (2.9%); computer science
(2.7%); industrial engineering (2.5%); general
business administration (2.4%); chemistry (2.4%);
marketing (2.3%); financial administration (2.2%);
civil engineering (2.2%); and personnel
administration (2.1%).

Moderate increases are anticipated for hotel,
restaurant, and institutional management (1.7%):;
physies (1.7%); mathematics (1.7%): liberal arts/
humanities (1.6%); communications (1.6%); geology
(1.5%); nursing (1.4%); social science (1.4%);
agriculture (1. 4%). retailing (1.4%);
telecommunications (1.3%); advertising (1.3%);
Journalism (1.3%); natural resources (1.2%); and
human ecology/ home economics (1.1%).




-20-

ESTIMATED STARTING SALARIES
FOR NEW COLLEGE GRAD!JATES

OF 1989-90
a ! Graduates
Estimated Estimated Starting
Academic Majors _%Change  Sal -90%

Accounting 2.9% $27,051
Advertising / 1.3% $19,662
Agriculture 1.4% $22,012
Chemical Engineering 3.0% $33,330
Chemistry 2.4% $2£,938
Civil Engineering 2,2% $27,707
Communications 1.6% $20,735
Computer Science 2.7% $31,389
Education 2.3% $20,650
Electrical Engineering 3.0% $32,107
Financial Administration 2.2% $24,359
General Business Administration 2.4% $21,845
Geology 1.5% $24,080
H. .81, Rest. Inst. Mgt. 1.7% $20,553
Human Ecology/Home Economics 1.1% -$18,157
Industrial Engineering 2.5% $30,557
Journalism 1.3% $18,255
Liberal Arts/Arts & Letters 1.6% $20,244
Marketing/Sales 2.3% $24,100
Mathematics 1.7% $24,968
Mechanical Engineering 3.2% $32,256
Natural Resources 1.2% $18,840
Nursing 1.4% $27,358
Personnel Administration 2.1% $21,033
Physics 1.7% $28,777
Retailing 1.4% $18,909
Social Science 1.4% $21,310
Telecommunications 1.3% $20,880
Averages for Graduate Degree levels:

MBA 3.1% $39,840
Masters 3.3% $33,740
Ph.D. 2.4% $37,111

*Source: When calculating estimated starting salary averages for 1989-90,
average annual starting salavies for 1988-89 were taken from: Edwin B.
Fitzpatrick. 1989. Salary Report-1988-89. East Lansing, Michigan: Career
Development and Placement Services, Michigan State University. '

Observations: Highest among starting salaries this year for new college
graduates at the bachelor’s degree level are chemical engineering ($33,380),
mechanical engineering ($32,256), electrical engineering ($32,107), computer
science ($31,389), and industrial engineering ($30,557). Others on the list
include physics ($28,777), civil engineering ($27,707), nursing ($27,358), and
accounting ($27,051). The greatest increases in starting salary offers this
year are for mechanical engineering (3.2%), chemical engineering (3.0%),
electrical engineering (3.0%), and accounting (2.9%). Estimated starting
salary offers for other academic majors and degree levels are listed above.

ERIC | 40
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Last year (1988-89), how m campu

your 0 for

how many campuses did your organization visit
recruiting, and how many campuses does your organization expect to visit this
year 1989-90)? Responses are listed by EMPLOYER CATEGORY.

Campus Visits | Campug Visits ¢-ec.ueee
Last Year This Year Change
--------------- fsecsncscsenscsscse frm
Number Numnber Last
of of Year
Emloy- k“‘loy -------
ers |Average| ers |[Average|percent
................ deecsccccdhesccsccoprccsccsodpncscscspoacscnse
Employer Type
Accounting 12 n 12 4l 0.1
................ Genssssosdnsssscofessssschuosscentfocnssnn
Aerospace | 12| 46| 12] 39| -13.5
................ Paanceschesecnsafuescosedpanncscnnfeccssse
Agribusiness | 10] 1] 10| 13| 18.2
................ denccccofpoccccscssfprccacssfpocsccccponcscse
Automot ive | 23| 19| 23| 22| 12.3
................ R L A L TR N N P
Finance | 40| 13| 39 14 7.2
................ decsccccdhecccacopooncsocedpocsc et nocnosnna
Chemicals | 19| 32| 19| 34| 5.3
................ Pescsccccdecsnncedocnncscducscsssnposnnsen
Communication | 4| 77| 4' 50| -35.2
................ Penassssduccssncdpoccoccs pucssnttfuinncone
Construction | 24| 8| 24] 9| 5.7
---------------- deccccochocsscsccedrcccccoprnecssncf,ecssse
Conglomerates | 5| 30| 5| 34| 13.3
---------------- LIEER R INRENERY IR ENERY TEREE RN B S Y X
Utilities | 26| 18| 26| 18| 3.5
---------------- dessnccsdpossnsncdrcsscciodhroncncnhoncctesn
Electronics | 25| 76| 5] 75| 2.1
................ #eccccccdhecsecosodpranancopossocanoscscne
Food Processing | 9 23| 9 23| 0.0
---------------- drccccccsdrcaccscsadrcseccscrsphuceccsnponcsscnsn
Packaging | 9 1] 9| 1) 2.1
................ #enscsandprosncscsdpecnacsodpancancs foocncne
Government | 27| 121 27| 120 0.3
esssassccsesssese $ronsese $escsncs drccnnee doveaces fposssmse
Hospitals | 8] 18] 8| 191 4.2
................ deccsccscdoscccccdpecsccscsoprocccscs patoccns
Hotels Motels | 26| 12| 26| 14} 13.5
................ decsscscadpenscsssodpessnncsdpuesccssadossossee
Merchandising | 19] 23| 18] 2641 6.8
................ drcsssas srececedecccccpricccnnhocccnce
Metals | 1"| 15| 12| 18| 17.6
---------------- deccsssaprencsencponctesccadpecsasncclprocacee
Military | 4| 13} 4] 14| 8.0
................ PeocncccsproscncscsapocsscnadPpecsscscclhosccrse
Petroleum | 7] 63| 7] 65| 1.8
................ decencecPponcsccoepocnccccqpasaccnc fpoaccces
Publishing | 91 9] 10| 10/ 12.5
................ Gencccnocdproncsncdpaccncsncdprcccnte fhannsons
Volunteer Org. | 6| 2| 6| 2|/l 18.2
---------------- $eccccccperccnccponcscccponnnnnalpeccacen
Overall Totals | 335] 34| 335] 34| 0.7

Observations: Employers responding
to this year’s survey expected a
very slight increase in numbers of
campuses visited (0.7%). Last
year, campus visits were expected
to increase by 3.6%.

The greatest increases in campus
visits are expected from service
and volunteer organizations
(18.2%)s agribusiness (18.2%):
hotels, motels, restaurants, and
recreational facilities (13.7%);
diversified conglomerate (13.3%);
automotive and mechanical equipment
(12.3%); and metals and metal
products (11.6%).

Moderate increases in the number of
campus visits are expected from the
military (8.0%); banking, finance,
and insurance (7.2%); merchandising
and related services including
retailing (6.8%); construction and
building naterials manufacturing
(5.7%); chemicals, arugs, and
allied products (5.7%); hospitals
and health services (4.2%); public
utilities (3.5%); petroleum and
allied products (2.4%): and
accounting (1.0%).

No changes in the number of campus
visits is expected for food and
beverage processing (0.0%).

Those organizations expecting
decreases in the number of campus
visits are governmental
administration (-0.3%);

glass, packaging, and allied
products (-2.1%); electronics and
electrical equipment (-2.1%);

printing, publishing, and informational services (-5.2%); aerospace and
components (-13.5%); and communication--radio, TV, and newspapers (-35.2%).
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Last year (1988-89), how many campuses did vour organization visit for
recruiting, and how many campuses does your organization expect to visit this
year 1989-90)? Responses are 1isted by EMPLOYER SIZE.

"""""""""" Campus Visits | Campus Visits -------.. Observations: According to
Last Year This Year thwange surw{eyed et;lﬂciers, s1zeio;1

............... dPrecccccsnnerense rom emp °yer w ave some n uence

Numeer Number vost | on the number of campuses visited

Employ- Employ-|  |------- by employers this year. Increasing
................ Lo veragel o . hveragsPercent! the most will be employers with 100
Employer Sizes to 499 employees (8.2%);
°°°°°°°°°°°°°°°° organizations with one to 99
e, LA s 380 employees (6.0%); and employers
100-499 | 87 16] 88| 17/ 8.2 with 8,000 to 9,999 employees
................ PesccccepronncosPacscscschssccscnprovvene (5.5%). A s]ight 1ncrease (0.9%)
500999 e 1.3 o 3 1] o9 {s expected by organizations with
1000- 4999 | 59| 19| 60| 20| .3 500 to 999 employees. The largest
................ Poeccccopocscenadeccsecedposscccospoocccce emp1°yers’ those w1th 10’000 or
soo0- 9999 1. @8 el & 67l 33 more employees, are expecting a
10,000+ | s 112 sa] 109| -2.9| decrease of 2.9% in campus visits.
Overal' Totals | 335] 34| 335| 34| 0.7

Bar chart for changes in campus visits
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Last year (1988-89), on college campuses visited by your organization,

approximately any intervie , and how many
interviewing schedules do you expect this year (1989-90)? Responses are listed

by EMPLOYER CATEGORY.

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

analysis, use of the small number of employers and interview schedules.

Interview Interview
Schedules Schedules
Arranged Last | Expected This -c-cc----
Year Year Change
............... Pevetecsccnccscan from
Number Number Last
of of Year
Employ Employ-| [---9e-e-
ers |Average| ers |Averesije|Percent
................ L R R T R R A I P R R R X
Employer Type
Accounting 10 250 10 250 0.3
................ deteccceheccscccepescscccsahecscscscspronsosnse
Aerospace | 121 198| 12| 181 -8.7
................ $eccssacpecsssscsPrsanssadressccnpossnsas
Agribusiness | 9 27| 10] 30 1.1
................ @ eecccefesccsccspronscrtePeesnnttposennan
Automotive | 21| 58| 22| 67| 14.0
................ L Ry Y P R L T
Finance | 38| 29| 35| 31 9.4
................ $eccceccdoscnccadrecvoccprscccctposcnnve
Chemicals i 19| 95] 18| 101 6.9
................ Preccccepencsccndecsacesscfreresvsposncana
Communication | 4| 127| 4] 127] -0.2
oooooooooooooooo ‘--o.oo-‘.--oo-o‘--oo.--‘o---n-o‘.......
Construction | 23| 13| 22] 13| -5.6
................ $eccccccpeccctcodrocccscPrevesvoipoccsnns
Conglomerates | 5] 52| 4] 73| 42.0
................ L T R T T O
Utilities | 26] 121} 26] "7 -3.2
................ Pecovocadrscncnndossscccsdoccssctsagucssvnns
Electronics | 23] 207| 5| 172] -16.8
................ $eccesevPpovcccnsPpocsoncanpancsoscscnduccnnce
Food Processing | 9] 55| 8| 6| 19.7
................ $resccnudoousencedencssccsprcocsncspeonncve
Packaging | 8| 33| 8| 31" -5.3
................ PeccscvedecccnnaPeuccscsvpucsnncsoPpocscccun
Government | 26| 307| 23| 320 | 4.2
................ decsecvedrtosccncsdrateccsaprecsssodaannans
Hospitals [ 8| 156| 8| 152| -2.7
---------------- LIREERERY TREENNEEY ITE RN Y TR PP RY TR TR e,
Hotels Motels | 24| 154 24| 206| 34.3
---------------- $oscec s innaprannnsepetetenapuocnans
Merchandising | 18| 41| 18] 2| 29.4
................ $eccssccPrr st cprtenancopeossncon P
Metals | 10| 46| 11 55| 19.8
................ L Y N LT L R T T
Military | 4| 35| 4| 3| 22.1
---------------- D T D R S L Y
Petroleum | . 5]| 191] 5] 213] 1.5
................ Q...-...g.-------Q----.-.Q.-o.o..+-o-....
Publishing | 9| 22| 8| 23| 6.8
................ dressve prescssaprrcccccPorcancaPrrcnnas
Volunteer Org. | 4| 2] 4| 4| 183.3
................ decescccspcencaoprastenaphrcnacnaProssnne
Overali Totals | 313 108| 309| 113 | 5.3

Observations: According to
surveyed employers, 5.3% more
interviewing schedules will be
arranged this year on college and
university campuses.

The greatest increases in
interviewing scheduies are expected
for diversified conglomerate
(42.0%); hotels, motels,
restaurants, and recreational
facilities (34.3%); merchandising
and related services including
retailing (29.4%); the military
(22.1%); metals and metal products
(19.8%); food and beverage
processing (19.7%)s automotive and
mechanical equipment (14.0%);
petroleum and allied products
(11.5%); and agribusiness (1'.1%).

Moderate increases are expected by
banking, finance, and insurance
(9.4%); chemicals, drugs, and
allied products (6.9%); printing,
publishing, and informational
services (6.8%); governmental
administration (4.2%); and
accounting (0.3%).

Expecting decreases in campus
interviewing schedules are
communication-- radio, TV, and
newspapers (-0.2%); hospitals and
health services (-2.7%); glass,
packaging, and allied products
(-5.3%); aerospace and components
(-8.7%); electronics and electrical
equipment (-16.8%); public
utilities (-32.0%); and
construction and building materials
manufacturing (-55.0%).

Service and volunteer organizations
(183.3%) were not included in this
Four

employers arranged two schedules last year, and four employers expect to
arrange only four schedules this year.

~
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How many closed schedules were arranged by your organization on college

» and how many closed schedules does your

organization expect this vear (1989-90)? Responses are listed by EMPLOYER

campuses 1988-
CATEGORY.
Closed Closed
Schedules Schedules
Arranged Last | Expected Thig -ccccccee
Year Year Change
ooooooooooooooo Possscsssccssscne. frm
Number Number Last
of of Year
Emloy Emlo\, .......
ers |Average| ers |Average |Percent
................ Pescsccvopevonscevponsentodeovsnsepoccsencs
Employer Type
Accounting 1 100 1 101 0.5
................ devcvssudrscanscipacvccsodssssssudposssnse
Aerospace | 12| 69| 12] 125] 80.5
................ PrsccevePrscncvodoecscscavudros ecdprcccves
Agribusiness | 9| 8| 9| 1| 47.1
................ Peescccoedprocnccadancssvodposvoscsehrnnncese
Automotive | 21| 1] 20| %) 33.4
................ PoevscscpracacscsPrcscvevPposvsvsePuessccee
Finance | 29| 14| 29| 12y -15.4
................ PeancescPecncssersPratencaducccces Proccven
Chemicals | 17] 38| 15| 50| 31.6
................ PoeccsssedrsacsccPpeoscnvedossncsahursccace
Communication | 2} 15| 2| 10| -31.0
................ PeensccadpesnscsccscPdecnsssudprsosvsance hocecanve
Construction | 19| 3] 16| 4] 18.8
................ PeovscsscdacssscoPrancsonsdesvance Procv oo
i |Conglomerates | 4| 24| 4| 3| 5.3
................ PosascscdhrncvanifesccssoPrssvonadPprsoscanca
Utilities | 24| 4| 24| 6| 28.0
---------------- Pevacana Cuscsasprecsscnchosnccsce precsaca
Electronics | 22| 34| 22| 40| 15.8
................ deccnsccprsssnceprsavccadrasncas hosssncs
Food Processing | 9| 16| 9| 20| 28.0
................ PecancscdrncncscprevsacvPocvonce posssave
Packaging | 9| 16 ?| 16| -2.1
................ PesncssvdrravecaPacncescPrrerucepoccance
Government | 18] 7| 19| 1] -1.2
................ LA EEIEES TEREEEEY T EE R R TY R R iy
Hospitals | 8| 47| 8| 42' -10.6
---------------- Q------.*.o---..*.------{-------Q..---o-
Hotels Motels | 24| 9| 24| 10| 14.5
................ Hheccacscdrecvscedrccacandtoccncnponcanan
Merchandising | 17| 15| 17] 2| 66.5
................ Peoccesadrrcccccdrcccsccdrcsrecrs pasncncs
Metals | 10] 17] 1] 18 1.4
................ L R R Ay R R I
Military | 4] 0| 4 0|
................ L R L N TET LT T ey
Petroleum | 6| 42| 6| 4 | 5.2
................ PecccctoPrrsscccPretccccPronvccePdacccana
Publishing | 9| 12| 9| 15| 25.0
................ Pecoccindecncncodrrcstcodecnccccpionnan
volunteer Org. | 3 0] 3| 0| 0.0
................ 0.......Q...----Q----.--0-......¢.......
Overall Totals | 287 21| 283 26| 19.9

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

ERIC

Full Tt Provided by ERIC.

Observations: Closed interviewing
schedules are increasing in
popularity, according to surveyed
employers. This year, an increase
of 19.¢% is expected in closed
schedules when organizations
interview on college campuses.

Those organizations expecting
substantial increases in closed
interview schedules include
aerospace and components (80.5%);
merchandising and related services
including retailing (66.5%);
agribusiness %47.1%); automotive
and mechanical equipment (33.4%);
chemicals, drugs, and allied
products (31.6%); food and beverage
processing (28.0%); public
utilities (28.0%);: printing,
publishing, and informational
services (25.0%); and construction
and building materials
manufacturing (18.8%).

Also expecting increases are
electronics and electrical
equipment (15.8%); hotels, motels,
restaurants, and recreational
facilities (14.5%); diversified
conglomerate (5.3%); petroleum and
allied products (5.2%); metals and
metal products (1.4%); and
accounting (0.5%).

No change is expected by the
military; or service and volunteer
organizations. These organizations
1:terv1ew everyone who wants to see
them.

Decreases in closed schedules are
expected by glass, packaging, and
allied products (-2.1%): hospitals
and health services (-10.6%);

banking, finance, and insurance (-15.4%); communication-- radio, TV, and
newspapers (-31.0%); and governmental administration (-79.2%).

44
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How many new college graduates reneged on offers of employment from your
organization last year (1989-90), and if vour organization reneged on any
offers of employment

» how many graduates were involved?

Number of
Students Number of Orgs.
Reneging Last | Reneges Last
Year Yeer
............... $Peseccnncssmocne
Number Number
of of
Employ-| Total [Employ-| Total
ers {Reneges| ers |Reneges
................ PeeescscdrccscsccehocccssProccene
Employer Type
Accounting 10 14 9 1
................ $secsesodprrsevessodonsssvedrsocenae
Aerospace | 10| 13| 12| 3
................ PrecsccvdpocscvsssPuocscvsshrovsonse
Agribusiness | 9| 8| 9| 0
................ Pecencsscdrocscschroccsnodroncese
Automotive | 26| 29| 25| 0
................ $recccscedocscscschecsosncscsdroncene
Finance | 32| 81 35| 226
................ $oenecscscoedproccsccdrrsccvachooncnne
Chemicals | 16| 3| 17i 0
................ IR I mImmmIIImImmmeOIn
Communication | 2| 0| 3 0
................ R nmmmmInmTmmnIITI sy
Construction ! 26| 86| 23| 1"
................ PracesendorccscrPposscssndroacsas
Conglomerates | 4| 2| 5] 0
................ $eessccchroscevcscPpoccscscsedeccs vone
Utilities | 23| 31 24| 2
................ PresccsoPaswvecchoncsscachoosances
Electronics | 19| 138] 21| 16
................ PrecsccedpoccscsccdpoccccscPoonccea
Food Processing | 8| 93| 8&| 0
................ T R mmmmIIInmMmmIInInrEInoogyss
Packaging | 8| 17| 8| )
................ deccencedeccsccedenscsnchesavaca
Government | 18| 302| 19] 1
................ $Perecccscdocnctccdpocscsscdroacene
Hospitals | 6| 31 7| 1"
................ $recete PooctccsPracssnchoovecesn
Hotels Motels | 21| 63| 22| 80
................ $PrececcoPetcccscprocesscPronctseae
Merchandising | 17| 37| 18| )
................ $PrececsecdprtoeccrccPencccsoPpronannce
Metals | 8| 17| 8| 10
................ $PeecctccodpoccccccproccscvPocncans
Military | 4 12| 4| 0
................ Peccccccdecsccsspoccnccapooanccne
Petroleum | 6| 46| 6] 3
................ Pescstesodprrsecsseprocasseshoccnces
Publishing | 10] 66| 10| 1
................ PecccccedprirscccsProscsesdprancons
volunteer Org. | 5] 2| 5] 0
................ PecccccoPpecncncsdrcsccsnsperncnse
Overall Totals | 286| 1,190| 298| 375

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

) Full Tt Provided by ERIC.

Observations: According to employers
who reported students reneging on job
offers, a total of 1,159 cases were
cited. The largest numbers of reneges
were reported by governmental
administration (302); and electronics
and electrical equipment (138).

More conservative totals were reported
by food and beverage processing (93);
accounting (87)s construction and
building materials manufacturing (84);
banking, finance, and insurance (81);
hotels, motels, restaurants, and
recreational facilities (63); printing,
publishing, and informational services
(60); merchandising and related services
including retailing (37); chemicals,
drugs, and allied products (31); public
utilities (31); hospitals and health
services (31); automotive and mechanical
equipment (29); petroleum and allied
products (21); glass, packaging, and
allied products (17); metals and metal
products (17); aerospace and components
(13); the military (12); agribusiness
(8); diversified conglomerates (2); and
service and volunteer organizations (2).

e the
mos b were banking, finance,
and insurance (226); and hotels, motels,
;es?aurants. and recreational facilities

80).

L
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Within five (5) years after Jjoining your organization, approximately what
i itfired with only bachelor’s degrees will

probably obtain master's deqrees? Responses are 1isted by EMPLOYER CATEGORY.
Obtaining M.A. Observations: Within five years after joining an
Within Five organization, 10.8% of new college graduates hired
...... ovh ORI with only bachelor’s degrees will probably obtain
nunlf:er master’s degrees, according to surveyed
Employ- employers.
ers |[Percent
---------------- L GRRRTELC SPPPPEY The employer categories reporting the highest
Employer Type percentages of cases were aerospace and components
Accounting 1| 63 (33.9%); food and beverage processing (22.2%);
---------------- $ecceceadanaanes communication-- radio, TV, and newspapers (21.7%);
Aol 18338 automotive and mechanical equipment (17.4%);
Agribusiness | 9| 2.0 printing, publishing, and informational services
---------------- $occeesadeeconns (17.2%); electronics and electrical equipment
Automotive ... e (15.7%); banking, finance, and insurance (15.4%);
Finance | 34 15.4 diversified conglomerates (15.0%); chemicals,
................ dececccnpecccccs drugs' and allied products (14.2%); and g‘lass'
cemientsnL B2 packaging, and allied products (11.4%).
Communicatien | 3 2.7 .
oo™ Booeee PR Moderate numbers of new hires were expected to
construetion 1.2 L& complete master’s degrees with public utilities
Conglomerates | 5| 15.0 (9.9%); metals and metal products (8.0%); the
Seitieies T T s military (7.2%); governmental administration
...... 3.".u.ul.".u.l".":. (6.5%); and accounting (6.3%).
Electronics | 22| 15.7
Food Procens posteeeoe of s Very few hires were expected to complete master’s
...... rocessing | .91 . &2 degrees with construction and building materials
Packaging | 71 1.4 manufacturing (4.7%); hospitals and health
Coverron o *"'";;' """" services (3.6%); petroleum and allied products
e e, L2 1,65 (2.6%); service and volunteer organizations
Hospitals | 8 3.6 (2.4%); agribusiness (2.0%); hotels, motels,
;;;;;;';;;;;;"'T """ éa“";'; restaurants, and recreational facilities (1.9%);
................ P S and merchandising and related services including
Merchandising | 18 18 retailing (1.8%).
Metals | | 8.0
Military | 4] 7.2
Petroleum | 5] 2.6
Publishing | 10 17.2
volunteer Org. | 5| 2.4
Overall Totals | 295| 10.8|




-27-

When interviewing new college graduates for employment 1n?your organization,

what are )

Obsérvations: Employers responding to this survey were gracious enough to
share some of their better and/or favorite interviewing questions with us. A
few of the best are listed belgw, categorized according to personal background,
skills and abilities, academic preparation, and other topics. This 1list of
questions would be an excellent resource for students preparing to interview
with prospective employers. New college graduates should consider these
questions and have appropriate answers in mind when they go to interviews.

Personal and Motivational Factors; Please tell me about yourself. How would
you handle rejection? Where did you grow up? Who or what had the greatest
influence on your 1ife? How would you describe yourself? What are some of the
greatest personal challenges you have faced during your lifetime? What are
some of your personal goals, and have you achieved them?

: What skills and abilities do you possess that will help
make you successful on today’s job market? Please discuss some of your past
leadership roles and your accomplishments in them. Please describe a
frustrating experience from school or work, and tell me how you dealt with it.
How do you interact with people around you (i.e. leadership, communication,
socializing, etc.)?

Why should our organization hire you? For you, what are some of the pros and
cons of working on a team project? Have you ever supervised someone in a
similar position with another organization? How would you describe your
supervisory style? Who was the most difficult person you have ever dealt with,
and how did you respond?

How did you organize your time in school/work/play? What are your major
strengths and weaknesses? What personal factors do you consider most important
when evaluating yourself? In what organizational structure do you function
best? What organizational techniques do you use on a daily basis to accomplish
your academic, work, and social goals?

Please tell me about your communication skills, your personal skills relevant
to work experiences, and your problem-solving abilities. Please describe your
leadership style. What skills and/or special qualities do you possess for this
job that would make you stand out from other candidates? How well do you work
with others? What skills and abilities do you bring to this job? Please list
three personal attributes that you would like to improve, and tell me any
efforts you’ve made to make improvements in these areas.

What do you see as your greatest challenge when starting a new career? How
would your friends describe you? What motivates you %o put forth your greatest
effort? In what areas are you working to improve? Who are two people you
admire and respect the most, and why? What aspects of your job at the XYZ
organization were most frustrating?

If you could create the perfect job for yourself, what would you be doing?
What is special about you that you feel would make you an attractive candidate
for our organizaticn? How would others describe your weaknesses? How do you
organize your time?
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Career Goals and Objectives: What are your long range goals and objectives?

How are you preparing to achieve them? What are your goals and aspirations for
the next tiaree years? five years? ten years? What are your short and
long-term goals? What are your standards of success/goals for a job? Are you
goal oriented?

Why do you think you would be good at this profession (sales, rotailing,
marketing, etc.)? Please describe your ideal Job. Why are you interested in
this industry/ profession/ occupation? What are your career interests? What
work would you like to do that really interests you? In what environment do
you want to work?

What geographical location interests you must when working? Please tell me
about your plans for the future. What is your timetable for achievement of
your current career goals?

Do you prefer theoretical or practical problems? Why do you want to work for
XYZ company? In this organization, where do you see yourself in five years?.
Please tell me five things about yourself that vould make you an asset to any
organization that hired you.

jcular - 3 With what extracurricular
activities have you been involved? Please tell me about your accomplishments
in extracurricular activities. What have been your greatest challenges for
improvement of a campus organization? What do you enjoy doing most? Please
describe your most rewarding college experiences. Please cite examples of the
cha}1$2 es you experienced during your leadership positions with campus
activities.

If you could relive your college experiences, what would you do differently?
What changes would you make in your overall campus 1ife? During your campus
activities, what positions did you hold? What were your major responsibilities
in these organizations? What did you 1ike best/least about these positions?
Did you have an opportunity 1o work as a member of a team? If so, please
explain. What were some of the problems you encountered?

Hypothetical Questions: Are you creative? . . . I am writing a book entitled
“101 Everyday Uses for the Common Red Brick." Can you give me five uses for
the common red brick?

Please look at this photograph of an electronic gadget, because you would be
working with others to enhance its capabilities. It operates a helicopter
hovering over an ocean platform. What are some concerns that you would place
on your checklist to consider before you started this project?

What could you see as the major objectives of this job? If you were hired by
our organization, how would you identity the major roles and responsibili:ies
of your new position?

ERIC

Full Tt Provided by ERIC.
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What happens if you accept a position with our company, and then
you are offered a job in your chosen field?

What roles and responsibilities have you accepted in work, social, and other
activities? What is your purpose in life? For what companies have you worked,
and were they good or bad, and why? What have you admired in people who have
previously supervised your work? What haven’t you admired in these
individuals? (In geieral, questions related to work ethic and value systems
might also be posed.)

In your opinion, what does it take to be effective in sales or marketing? What
are your personal motivational techniques? How would you resolve conflict in
a group situation? If you were given this assignment, how would you proceed?

; Why did you choose this major field of
study? Why did you choose your particular college or university? What were
your favorite college courses, those you liked most? Least? Why? Please tell
me about accomplishments in your academic program that are relevant to your
future career goals.

What is your grade point average (GPA)? How do you feel about this? Should
grades be used as an indicator of future career potential whea an organization
is considering new college graduates? What were your reactions to instructors
or college faculty during your academic program? How would you relate your
academic accomplishments to future career aspirations? How satisfied are you
with your accomplishments in this academic program?

What electives did you take outside of your major? Why did you choose these
courses? What was the most difficult aspect of obtaining a college degree?

What are your academic strengths? What courses gave you the most difficulty?
If you could, what changes would you make in your school’s academic program?

Work Experiences: What prior work experiences have you had? What were your
accomplishments in these prior work experiences? What were your most
significant achievements? What problems did you experience while on the job?

:hgg would your last two employers say about you as an employee, either good or
a

What projects were accomplished during your time on the job? How were these
accomplished? What experiences did ycu have when meeting deadlines for praject
completion? Explain. What can you tell me that you enjoyed most about your
previous job experiences? Least?

Can you tell me about your toughest job assignment? Please tell me about a
conflict situation and how you resolved it.

What 1ife experiences have given you the greatest rewzi'd? What one experience
proved to you that you would be a capable manager? Please elaborate on one of
the work experiences listed on your resume. Please tell me about the
duties/requirements of your last job. What did you see as your major strengths
and/or weaknesses on this job?
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Accomplishments and Achievements: In addition to your educational and
professional experiences, what else would you 1ike us to know about you in
order to make an appropriate decision? Please tell me about some of the
accomplishments you achieved during college and which make you the proudest.

How did you finance your education? What are your greatest achievements at
this point in your 1ife? Of what accomplishments are you most proud?

Relocation/Travel: Are you willing to relocate? Do you mind traveling? How
do you feel about relocating during a career with XYZ company?

njzation: Why did you select XYZ company? Why do you
want our training program over others? What are your expectations of the XYZ
company? Why do you want to work in the position you are seeking? What
attracts you to this industry? Other industries? Why are you interviewing
with XYZ company? What do you know about our company? Who else are you
interviewing in your job search? Why did you choose to interview with our
company? What personal qualities do you bring to this firm?

; What starting salary do you expect as an employee? What
company benefits are most important to you? How do you feel about an income
made up totally of commissions? When comparing one company offer to another,
what factors will be important to you besides starting salary? How important
is starting salary to you when considering our company’s job offer?

90
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What suggestions do you have for new college graduates when interviewing with
prospective employers?

. Observations: Advice from prospective employers might be very helpful when new
college graduates are interviewing on campus. Prospective employers were
willing to offer the suggestions 1isted below:

Prior to the Interview: Prospective employers suggest ti.at graduating students
get themselves prepared before the interview. They should have specific career
goals in mind, and they should be ready to express these in the interview.

is always important. First impressions may be lasting
impressions with prospective employers.

Graduating students need to be excited about their career field. They should
be able to express their self-confidence during the interview. They should
also be prepared for (tough) questions. :

Employers suggest that graduating students be informed and prepared to speak
knowledgeably about their gggﬂgmig_ﬂissinling. their chosen profession, and the

company. Taking notes on annual reports and recruiting literature is always
beneficial as preparation for an interview. Candidates should draft some
questions of their own for presentation during the interview. According to
employers, the following are pot good questions for campus interviews: “Tell
me about your training program.® *Please explain your benefits."”

!hgn_g;kin?_gggggigng. please remember that you, the graduating student, are
the interviewee, not the interviewer. Make your questions appropriate for the
individual interviewing you.

on the job campaign is always wise, and being on time for
an 1nte;v1ew is a necessity. Employers emphasize that students should “come
prepared.”

Copjes of transcripts for interviewers should be available, if possible.
Prospective employers indicate that college transcripts contain valuable
information for campus recruiters.

Being confident, selling yourself, but not being overconfident are quite

appropriate. As a recommendation, employers suggested: Be at your best at all
times. One employer suggested that graduating students have a trump card. If
you are a non-technical college major, be sure to have some technical courses
such as computer science, programming, mathematics, etc. On the other hand, if
you are a technical college major, be sure to have some non-technical college
courses for your trump card (i.e. marketing, management, writing, and/or

English).
. Before interviewing with employers it is a good idea to have a well-defined
career objective. Employers are not pleased with individuals who come to an

interview and are uncertain about their interests, goals, and objectives.
However, individuals should not 1imit themselves to specific job titles or
industries, according to surveyed employers. At the same time, gqraduating
students should realize that they are new, recent ¢ollege graduates, and there
is nothing wrong with being a trainee and learning more.

©
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According to surveyed employers, practice interviews before video tapes are
appropriate, but do not “practice* interviews with an employer, especially if
you are seriously interested in that particular organization. Maybe practicing
before a mirror at home or with a roommate would help with rehearsals.
Graduating students might try some sample interviewing questions on themselves
or their friends. They might also take seminars offered through career
planning and placement offices on campus.

na: Interviews should not sound rehearsed. Graduating students who
are interviewing should try to relax and be themselves, and they should show
some enthusiasm for the position they are seeking. They should listen to an
employer’s question, think before answering (silence is appropriate), and they
should be energetic. Being alert, but relaxed is appropriate. During the
interview, candidates should be firm, confident, and pleasantly aggressive.
Thev should dress appropriately and be well-groomed. Eye contact is very
1mporta:t. They should be honest with answers, since the truth will eventually
come out. .

Letting orospective employers know the specifics of your jdeal job is
appropriate, but graduat1n$ students should not be pushy! There is a
difference between aggressive and pushy. To quote one employer, "Tell me what
vou can do for me, not what I, or this job, can do for you."

Communicate effectively during the interview. Speak clearly. Think about your
answers before giving them. Come prepared with knowledge of the company.

Durig the interview, use this knowledge when responding to the employer’s
questions.

When answering employer questions, provide the information requested, but do

not filibuster. Chewing gum during an interview is not appropriate, and watch

Xgur language. Use good grammar and professional words, not “do*, “did“, or
one."

Avoid responses that are vague or general (i.e. "I want to work with
people."). Be as specific as possible, and know what you can contribute to an
organization.

tive approach during an interview is a necessity. Although graduating
students should be truthful, enthusiastic and well-prepared, they should also
be honest and present an appropriate picture of themselves.

Emphasis on problem-solving and decision-making skills are very helpful to
employers. Any examples of prior related experiences would be helpful.

Be humble and open-minded to suggestions, but candidates should maintain their
concept of self-worth. Arrogance is never appropriate. Confidence is.

During the interview, be sincere. Do not give a "canned® interview. Answer
the employers as best you can. Tell the interviewer what you have accomplished
in the past and how you achieved those objectives. Be specific when answering
the questions directed to you.
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Research the Company: Prior to the interview make sure you research the company
and read all availaole literature, annual reports, and other materials related
to the employer’s situation. For instance, an employer who has not yet read
your resume prior to interview will not impress you. From the employer’s
prospective, a graduating student or job applicant who has not read the company
literature will not be very impressive.

Planning prior to the interview is always helpful. Don’t ask the obvious
questions. Know the company with whom you are 1nterv1ew1n$ and know something
about that company’s culture, policies and industry that will be appropriate.

Organizations are more apt to hire an individual who has taken the time to
research the company prior to an “interview. Become as similar as possible with
the organization and available career opportunities. As one recruiter
expressed it: “Research, research, research.®”

Other employers repeated this admonition: “Know something about the company.*
*Do your homework."

Resumes and Career Objectives: When entering an interview, provide the

prospective employer with an attractive copy of your resume. Be certain your
resume is purged of all spelling and grammatical errors.

Be well-informed about your career goals and expectations, and be ready to
express them in the interview, but keep an open mind. Look especially at the
long-term goals and possibilities in an organization. It is helpful if
students have a realistic idea of their career potential in an organization. In
other words, know what you want and be ready to express it clearly.

Be realistic in terms of starting salary expectations. It is the opinion of
prospective employers that too many college graduates think that merely
possessing a degree automatically qualifies them for a $20,000 annual salary.

Unrealistic Expectations: Graduating students should keep an open ind
regarding career paths available within an organization. The possibilities for

long-term career growth or rapid advancement should figure into a graduating
student’s assessment of any opportunity.

Employers encourage graduating students to be honest about their career goals,
locational preferences, and the impact of others on their career choices. If a
“s1gn;f1§ant other® is involved in a career decision, he/she should be
consulted.

Graduating students are encouraged to have realistic expectations of what they
offer an employer. One employer reported an experience with interviewing over
100 candidates, and none of these individuals offered this organization
anything without a significant training investment, yet all the applicants
expected substantial benefits, salary, etc., to start. According to this
employer, it must be a two-way street.
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jons: Prospective employers suggested that graduating students
thoroughly read any job descriptions before they interview. They must
understand as much as ".ssible about the job and be ready to talk about their
past achievements that might prove their career potential in this position.

Strengths and Weaknesses: Evaluation of strengths and weaknesses is crucial
prior to an interview. Then during an interview be ready to express these with
examples, when prospective employers ask related questions. Graduating
students who have a clear sense of "self" are especially desired. Students must
learn how to sell themselves. They must know their strengths and weaknesses,
and have a reasonable plan of action when interviewing employers. Individuals
might take a personal inventory of their strengths and weaknesses, likes,
dislikes, and be prepared with answers before employers ask any questions.

Eollow-up: Returning phone calls and responding to letters from companies,
especially when not interested, are desirable, according to prospective
employers. Employers want graduating students to let them know where they
s:ang. Just as much as students want employers to let them know where they
stand.




Almost Some Total |[Tot-
. Always Always times Seldom Never |[Response | al
esvecsssvse $eeccovese #ecvescssee $ossecssce #eavevanse Feccscsccne oo
N [PCTN| N [PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
vesssesvsscsvoase R I R R I Iy R TR R RY TRERET TRREYY TIRREY TN ¥
. Attitude toward
Handicappers
Hiring
Hire them if

they are the
most qualified 158| 57| 711 25| 39| 14 5 2 6 2] 279| 100f 1.7

---------------- +* +* +* +* +* +* oede +* +* +* +* +* +*
Find appropriate

tasks for

handicappers 53| 20| &9| 26| o3f 35| 31| 12| 20 8| 266 100| 2.6
................ oo vodeccodocscadrssodhoocohracohocsroccandrovopocovhonvodancodanace
Subject to same

hiring .

procedures 192 66| 61| 21| 25 9 8 3 3 1| 289] 100 1.5

Observations: Among surveyed employers, handicappers are always (66%) or almost
always (21%) expected to apply through regular interviewing and hiring procedures.
Handicappers are almost always hired if they are the most qualified applicants.
Special efforts are always (20%) or almost always (26%) made to find appropriate
assignments for handicappers.

F
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How many handicappers were hired by your organization last year (1988-89), and how

many do_vou expect to hire this year (1986-90)? Responses are listed by EMPLOYER
CATEGORY.
Handicappers | Handicappers Observations: Employer categories hiring the
Hired Last Year|Hired This Year most handicappers last yvear 1988-89) were
Naber 177 ’;‘;‘;;; """"" governmental administration (2,248);
of of aerospace and components {143)3 electronics
Employ-| Total [Employ-| Total and electrical equipment (92); hotels,

ers | Hired | ers | Wired | motels, restaurants, and recreational

Enployer Type © 7| facilities (387); and banking, finance, and
A;.::;.r.\ti;\ """" 0 0 5 0 insurance (51). A total of 3,028

ASSOSUSA SRS SRR s eenn S handicappers were hired by surveyed

Aerospace | 7| 143 3 73 employers.

................ drsccscspescscesprccccosgrcsscane

partbustnese LT LB 3L For this vear (1989-90), governmental

Automot {ve | 21 4| 7] «| administration (2,499); hotels, motels,
Beseenneneee T ----- ia-"--;r ----- ol ""se|  restaurants, and recreational facilities
................ LBV BLL0 (376); aerospace and components (73);
Chemicals | 11] 4| 4] 3 banking, f1nat)\ce. and insurance (50); ;(:ub])ic
--------------- yrotoeoiAmomesesdeeseeedeseeetl utilities (27); and military services (20
Comunication o.M 3l 1.2 are expecting to hire the most handicappers.
Construction | 19| 9] 9 4 This year, a total of 3,096 handicappers are
....................... drecccsedorcccncspanseene $

conglonerates | 3| 6 2] : expected to be hired by surveyed employers.
................ droccsccpectncanprcnncredusssesa

Utilities | 19| 18| 1] 27

................ deecscacdecersvoduossssessdoccscans

Electronics | 16| 92| 1] 10

................ deoccsecodrenssvaducsssccsndssncens

Food Processing | 4 12] 2| 0

................ $reccscadrsccsnseduonccncshacssonsa

Packaging | 5| 0| 5] 0

................ devcsvencprencsaceprecencadoassnsa

Government | 23| 2,248 19| 2,499

................ dereccncadrenscnaprsnannsPpanancna

Hospitals | 5| 7| 4| 3

................ $roccccaprocccsaprecnnccdrncssea

Hotels Motels | 18] 387 12| 376

................ Pecssscadescnccsspsrnnnncspanseces

Merchandising | 14| 6| 6| 7

................ Prmccccndesncscsscdrscnancsaprononns

Metais | 10| 8| 5] 6

................ decsrscspasssocccdronnnncdusssea

Military | 3| 15| 2| 20

............... decccccoprenvacaprccscocpucenncs

Pettoleum | 4| 5] 1] 0

................ $ecocsnndersacmnadprccctachponncnnne

Publishing |- 8| 3| 6| 3

---------------- Poccccandeccccachocccnccpuacacss

Volunteer Org. | 6| 4| 3] 1

................ o escccchensccncaposcrnncoprcccoae

Overall Totals | 248| 3,028| 143T 3,096
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During the past five years (since 1985-86), which of the following individuals or
groups have formally or informally encouraged or discouraged the hiring of liberal
for appropriate entry-level positions available in your

organization?
* Response Categories | |
Strongly |Encour- Discour- |Strongly
Encour- aged ageu Discour- Total |[Tot-
‘ aged |Somewhat | Neither |Somewhat | aged [Response | al
seccccsee deemmaccecs Pecccacnsce $Pecscsaves o cvvesccas $occccccce $pecce
N |PCTN] N [PCTN| N [PCTN| N |PCTN| N [PCTN| N |PCTN|MEAN
oooooooooooooooo Q....*....Q....Q..-.Q....*....*..‘QQ..-q*....*....*cc..Q....*o.‘.
Eiring of
Liberal Arts
° Graduates
Chief executive
officer 42| 16| 47| 18| 150| 58| 9| 3| 10| 4| 258] 100| 2.6
etctacessscccace $oossdrcccdeccaPecscndrccadeccchoccsedoccchoccchoccopocccpecscpocce
Chief financial
officer 21| o] 33| 13| 164| e8| 17] 7| 12| 5| 27| 100! 2.9
ecccssscsccscscces $eccedoncepecscdhecccdacacsprcsacsdhrcccsPacsccPpecscrspocccsdpocccpecccPpocce
Marketing/sales
executives 32| 13] 46| 19| 136] 57| 17| 7| 9] 4| 260] 100] 2.7
................ R ey r ey Rl TRRET IR EREL IRERY TEAEL SEERL SRR R
Manufacturing
executives 1] s| 26| 12| 37| 65| 23] 11| 15| 7| 212 100] 3.0
................ $ecc. pescedeacscsdescadraeashescsPrsocsPeccspocssodocccdeacsePposccPpeocee
Hunan resources .
executives 48| 19| 72| 28| 110| &3] 17 7 7 3| 254| 100| 2.5
................ PeevedoecsaPpecscvPposccdhecsssdhoecsodocccshoacssdPhosavhecssapecccPpoccadpanae
Middle level
managers 28| 11| s8| 23| 138] 54| 19| 8| 10| 4| 251| 100} 2.7
................ $socssdeccsopeccsnPpocsncdencscsdpecccdoscsPecscchocscschacecdoccschoccschocse
Managers of
entry-level
personnel 26| 10| s1| 20| 137| ss| 24] 10 11| 4| 29| 100 2.8
................ PecccPpocscsoPprccoPocacsPponcodeccsophoccchoocssposcscsdocccdoncsduccchuaces
Campus
recruiters 35 14| 52| 21| 130| 54| 19 8 6 2| 242] 100| 2.6
................ PecscPeccscsPprcachecscscdhocscdhetosahccccPncccPpuoscsdposcscscdpocscschressdoane
Liberal arts
faculty 711 30| 48| 21| 105| 45 S 2 5 2] 234| 100| 2.3
................ [XEERL IRERL LAY TR RRY TRPEY TP YRR TREFY PERTY IRERT TRRERT IXRERY TRE R
Current
employees of
your orgs 22 9| 5S4 22| 154| 64 7 3 5 2| 242| 100} 2.7
................ TR R R N N T I I TPy TEREY TRRRY TREYL TERRY EX R R
Liberal arts
grad. working
for your orgs 46} 19| 57| 24| 130] 5S4 4 2 4 2l 241] 100] 2.4
................ PessedeccsPprccosdpessoPpacccdrovedoccchecscsPpocccheccsspoccchasccdhecas
Staff/administr-
ators in
universities 45] 19| 64| 27| 118]| S0 4 2 4 2| 235| 100| 2.4
Observations: During the past five years (since 1985-86), those individuals and
groups who have formally or informally encouraged the hirirg of liberal arts
graduates for appropriate entry-level positions available among surveyed employers
have been 1iberal arts faculty of colleges and universities, liberal arts graduates
i already working for the organization, and staff and administrators of colleges and
universities. Somewhat encouraging were human resources executives, chief executive
officers, and campus recruiters. Neither encouraging nor discouraging were current
. employees of the organization, marketing and sales executives, middle level
managers, managers of entry-level personnel, chief financial officers, or
manufacturing executives.
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Does your organization train new recrujters before they visit college and/or
gx}zga;;ty campuses for interviewing? Responses are listed by EMPLOYER

LR PI P N Observations: Of surveyed
frein Ne"v?:?:?:\;m before i organizations, 78% indicated that
°°°°°°°°°°°°°°°°°°°°°°°°°°°°°° recruiters were trained before visiting
...... ves 1...% .l college and university campuses for
Number Number interviewing. Most often, training
En;toy- Em;{w ;ecl:;uﬂi:ers w:rc o?ployers 1n1 the1
) ollowing categories: communication--
................ RSN padio, TV, and newspapers (100%);
Employer Type hotelseimt?l:. ;]e::?ura?gi;)ang y
i recreational fac es %); food an
bl LT beverage precessing (89%); hospitals and
tbetos oA Lol 81 2 7 health services (88%); aerospace and
agribusiness | s| se| 4 4 components (83%); merchandising and
................ #eeceseibiaanaectaneeneaee.ee.ol t@lated services including retailing
ey L LLBLLUBL AL (83%); automotive and mechanical
Finance | 29 78| 8| 22| equipment (83%); public utilities (83%);
................ €eceecccdeasttocdecccccadoncenan chemicals, drugs. and allied products
chemicats Ll B 3L 8L (82%)s governmental administration
Communication | 3| 100 N .1 (81%); diversified conglomerates (80%);
................ Geeriecedececcaohoansracdossnnnn and petpo]em and allied products (80%),
Construction | 18| 78| 5| 22
conglmrates l e .;T ooooo é&? ...... ;T ..... 56
................ - Less frequent]y' trainino recruiters
e BB were banking, finance, and insurance
Electranics | 18] 75| 6] 25| (78%); construction and building
................ #ecresectiiiiideeceeeeseneeo | materials manufacturing (78%); metals
rocd procesaine 1LV and metal products (78%); electronics
Packaging | 2| 25§ 6 75| and electrical equipment (75%);
---------------- #rresessdeencsadeeeeeeeeeoeo | accounting (70%); printing, publishing,
soverment L BLLUBLLL B and informational services (63%);
Hospitals | 71 es| 11 13| agribusiness (56%); service and
ORI DAR AR S $reeens NORREEED volunteer organizations (50%); the
Hotels Motels 1.8 oo 2 s military (50%); and glass, packaging,
Merchandising | 15| 83| 3 17 . d allied products (25%).
Metals U e
hjj'}j’tary | 2| 50| ...... ZT ..... 50
?efroleum | 4| g 17 ..... 20
Il.’\jb}ishing | 5] 63; ...... 3;38
volunteer Org. | r:.’l SOT ...... ZT ..... 50
Overall Totals | 242‘|‘““ 787 ..... 6BT ..... 22
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Which of the following training programs are provided by your organization for
new recruiters before they visit college and/or university campuses?

Response Categories

Almost Some- Total |Tot-
Always Always times Seldom Never |Response | al
......... $ecescsscscsdecsccsansodesccrsoconprocnccccaprascccacapence
N |PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
oooooooooooooooo ’o.oo’oo.o’oooo"ooo’-ooo’oooo’oo."oooo’o.oo’oooo’oooo’oo.o’oooo
Recruiter
Training

General training
by eoll.
relation staff 87| 41] 45| 21| 30 14) 15 71 3| 16] 211} 100{ 2.4

................ docrodeccodpesccprecchoccchoccspecscchocscsspoccchoccschecsccdocsccshonce

On-the- job

training with

recruiters 94| 411 63| 28| 55| 24 8 3 9 4| 229| 100] 2.0
oooooooooooooooo IR L IR A e TR R TR PR YRR ST PRPRY TRERL IRERRL IREEEL LREEL LER R
Practice

interviewing 81| 36| 63| 28| S0| 22| 25| 1 9 4| 228| 100 2.2
---------------- T R Ty e et TRPEL IRERL EENEL EXERL IXENE TERE)
Understand

hiring quotas 16| S4| 41| 19| 25| 12 8 4| 25| 12| 215| 100| 2.0

................ Geecsndoscssposssdrcscsdoccedrosshocscsspesscchrsscposschrccscsdocccdrccs

Develop profile
of a qualified

applicant 118] 54| 53| 24 31| 14 9 4 7 3] 218] 100] 1.8
................ $eccedprcccePocccPeccnPocccPacccPeccocprocsPproscaprccspesscposcsdocse
Legality of

interviewing

questions 1811 78{ 38| 16 8 3 3 1 3 1] 233| 100 1.3
................ [ R S TTTET, TR T I TR S RREY TR REY T EERY PIPRY T RN
EEO requlations | 165| 72| 42| 18] 14| 6| 3| 11 S| 2| 229| 100| 1.4
---------------- CIRRRY THEEY TRRRY PRREY TRRRY PRERFRT TRREY PREEE] IEEXY EXENEL EREAYL IXARL TXREX]
Questioning &

interviewing

techniques 142| 65| 62| 27| 24| 10 4 2 1 0| 2331 100| 1.5
................ L S A Y LR XX IR TR P RRRY TRRRY PR
Review data of

job market

trends S0f 23| 50| 23f 82| 37| 20 91 18 8] 220| 100| 2.6!
................ D T TY LET LT TRy i i S e S e S XYL LR LR EL TYRXY TRPRY
Sensitivity

training 42t 19| 33| 15| 66| 30| 47| 21| 31| 14| 219] 100| 3.0
---------------- LI IEERL IR Y TEREY PR PRFRY IREFF THREY TRENY FERNT PRENEY TRERY TR
Resume

interpretation 911 41| 74| 33| 35( 16| 15 7 9 4| 224| 100( 2.0
---------------- LXEEEY TRERY FPRVRY TRREY FRYEY TRREY PRERY TRRRY FRFRY IFEY TRERY FIRYY YR ¥
Certify

personnel as |
Recruiters 591 28| 29| 14| 14 7| 17 8| 95| 44) 214| 100} 3.3!

Observations: The training programs used most often by surveyed employers when
training new recruiters before they visit colleges and universities are
providing an understanding of legal and illegal interviewing questions,
explaning EEO regulations, and teaching techniques for asking questions and
conducting an interview.

Less frequently, employers assist in developing profiles for a qualified
applicant, educate prospective recruiters about hiring quotas, demonstrate
resume and application interpretation, offer on-the-job training with another
recruiter and/or practice interviewing, provide general training by college
relations staff, review supply/demand and job market trends data, and offer
sensitivity training.

0f surveyed employers responding, 28% always and 14% almost always certify
staff personnel before allowing them to recruit on college campuses.

&9



How many

total hours of training on the average
organization to new recruiters before they are allowed to interview on college
campuses? Responses are listed by EMPLOYER CATEGORY.

Training for
New Recruiters

|

|

| Number

| of Average
| Employ-| Total

| ers Hours

| ................ deovscens deecensne
|Employer Type

I ................

|Accounting 8 1
................ Gocvccsepoccncee
Aerospace | 10| 13
................ @rcccccodoosccane
Agribusiness | 6| 12
................ Peocecvepocsccne
Automot ive | 17| 10
................ $oesevscccpocccnee
Finance | 26| 21
................ $eccccssPprocccce
Chemicals | 12| 12
................ Pecccssudpooucnse
Communication | 2| a5
................ $eccsccvproccnsee
Construction | 18| 93
................ Peosaccncpecssnce
Conglomerates | 3] 9
................ $ecccccodpronccce
Utilities | 19] 25
................ docscsnodoccccce
Electronics | 17] 10
oooooooooooooooo PpecocscosoPpecscscone
Food Processing | 8| 5
................ deecevecposcroane
Packaging | 3| 9
................ deccecnndprocsces
Government | 17| 33
---------------- Ppeeccscacshoccvece
Hospitals | 71 10
................ dencscncdprecccee
Hotels Moteis | 18| 170
................ Peecoccccedpevccccs
Merchandising | 14| 12
................ $ecvevesdprecance
Metals | 71 26
................ $ecevsuncpesancee
Military | 2| 520
................ PeccccesPpronnece
|[Petroleum | 6| 13
................ Pevconcapecccocs
Publishing | 7] 11
l ................ dececesse $ecsasss
ivolunteer Org. | 1 10
I ................ v v e oo . o0
{overall Totals | 228 | 39

©
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are provided by your

Observations: According to surveyed employers, an
average of 39 hours of training are provided to
new recruiters before they are allowed to
interview on college campuses. Employer
categories providing the greatest hours of
training to new recruiters were the military
(520); hotels, motels, restaurants, and
recreational facilities (170); and construction
and building materials manufacturing (93).

Providing less training were governmental
administration (33); metals and metal products
(26); communication-- radio, TV, and newspapers
(25); public utilities (25); and banking, finance,
and insurance (21).

Providing fewer than twenty hours of training were
aerospace and components (13); petroleum and
allied products (13): chemicals, drugs, and allied
products (12); merchandising and related services
including retailing (12); agribusiness (12);
accounting (11); printing, publishing, and
informational services (11);: hospitals and health
services (10); service and volunteer organizations
(10); automotive and mechanical equipment (10);
electronics and electrical equipment (10); glass,
packaging, and allied products (9); diversified
conglomerates (9); and food and beverage
processing (5).

60
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On the average, approximately how manv hours of training per week (excluding
on-the-job training) will new college hires receive during the initial six (6)
months in your organization? Responses are l1isted by EMPLOYER CATEGORY.

Training for New
Hires the First
é Nonth
. Number
of * |Average
Employ-| lirs
ers Weekly

................ Pessccscspessccsse
Employer Type
Accounting 1 16.3
................ $erseacssspesnncsecs
Aerospace | 10| 20.8
---------------- Peevescscshossesvoe
Agribusiness | 9 13.1
................ $eccacespocccsnce
Automotive | 21| 16.7
................ $oessssapunsssnsse
Finance | 33 15.4
---------------- 0--.---.0--:--0--
Chemicals | 13| 15.64
................ Pescnnsepesrsvrsas
Communication | 1] 5.0
................ deosncsaposaceron
Construction | 19] 14.6
................ deesccscpessnssns
Conglomerates | S| 3.7
................ $escccsspocccncee
Utilities | 19] 15.5
................ $recccsndpooscscae
Electronics | 17| 6.6
................ $escccssepusosncnsce
Food Processing | 9 10.6
................ $seccssseposscsvene
Packaging | 8| 6.4
---------------- $rsscccepucscnnsse
Government | 19| 19.5
................ $sesacsshossccscs
Hospi tals | 7] 7.2
................ $rossncscspuncasasns
Hotels Motels | 23| 26.5
............... fosecscspancssnnce
Merchandising | 18| 15.3
................ S T
Metals | 7| 18.4
................ Prrecsasspansssans
Military | 4| 7.3
................ $resessspescsanse
Petroleum | 3| 6.2
................ $prerssscdprescecee
Publishing | 104 7.5
................ o esnssspeneseane
volunteer Org. | 5] 8.8
............... $revsmccrsdprnccccnse

|

Observations: According to surveyed employers,
new college hires receive an average of 14.6 hours
of training per week (excluding on-the-job
tra1n1ngz during the initial six (6) months with
an organizattion.

The employer categories providing the most hours
of training were hotels, motels, restaurants, and
recreational facilities (26.5); and aerospace and
components (20.8).

Moderate hours of training (10 to 19 hours per
week) are provided by governmental administration
(19.5); metals and metal products (18.4); public

~utilities (15.5); banking, finance, and insurance

15.4); chemicals, drugs, and allied products

15.4); merchandising and related services
including retailing (15.3); automotive and
mechanical equipment (14.7);: construction and
bu11d1n$ materials manufacturing (14.6);
accounting (14.3); agribusiness (13.1 ); and food
and beverage processing (10.6).

Fewer than ten hours per week of training are
provided by service and volunteer organizations
(8.8); printing, publishing, and informational
services (8.3); the military (7.3); hospitals and
health services (7.2); electronics and electrical
equipment (6.6); glass, packaging, and allied
products (6.4); communication-- radio, TV, and
newspapers (5.0); petroleum and allied products
(4.2); and diversified conglomerates (3.7).
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What is the approximate preemployment cost per hire for new college

graduates? Included are cotal recruitment costs (i.e. college relations staff
salaries, travel expenses, postage, advertising, etc.). Excluded are any
training or other expenses incurred once a new college graduate is on the
payroll of your organization. Responses are listed by EMPLOYER CATEGORY.

---------------------------------- Observations: According to surveyed employers,

PreempLoyment the approximate preemployment cost per hire for

............... new college graduates is $2,949. Included in this

Number total are recruitment costs such as college

Erotoy- relations staff salaries, travel expenses,

ers |Average postage, advertising, and other related charges.
---------------- MRRERAe SLLLALY Excluded are any training or other expenses
Employer Type incurred once a new college graduate is on the
Accounting 6| $3,000 payroll of an organization.
Aerospace 1.....10] s3,020 The employer categiries with the highest costs per
Agribusiness | 8| $1,563 hire were petroleum and allied products ($8,750);
---------------- L L governmental administration ($4,450); chemicals,
Automotive | ...1%1 %267 drugs, and allied products ($4,273); and the
Finance | 26| $2,502 mﬂitary (340000)0
Chemicals L. seem Reporting costs per hire of $2,000 to $4,000 were
Communication | 2| $1,250 electronics and electrical equipment ($3,521);
Treeeaeeeecenee #oseenes #osnenes food and beverage processing ($3,433);
Construction | 12| 83,417 construction and building materials manufacturing
Conglomerates 3| $3,267 ($3,417); diversified conglomerates ($3,267);
----------------------- #oeoeees aerospace and components ($3,020); accounting
DAARE oSNNS SO 19] 82,8891 (43,000); public utilities ($2,889); glass,
Electronics 14| $3,521 packaging, and allied products ($2,750);
""""""""" TG e automotive and mechanical equipment ($2,677);
oodbbbasotvie s NN 1 33,433 banking, finance, and insurance ($2,502); hotels,
Packaging 6] $2,750 motels, restaurants, and recreational facilities
ooy Y {QT;:'.'ZQB ($2,500); printing, publishing, and informational
OSSR ST ST enetann services ($2,333); and metals and metal products
Hospitals 8| $1,519 ($2,000);
SOOI ORI S 1218230 ¢.sts per hire under $2,000 were reported by

8] $1,450) - . gribusiness ($1,563); hospitals and health

....... $esvecsa

6| $2,000 services ($1,519); merchandising and related

—— e — e e e o o e f— —

....................... beneraan services including retailing ($1,450); and

Military 3| $4,000 c(:gmmuni;:ation-- radio, TV, and newspapers
"""""""""""" Ven o0 1,250). The lowest cost per hire was reported
SN SURRIR AU el by service and volunteer organizations ($663).
Publishing 6] $2,333

Vo[ur.n;eer org. 4| 8663

|Overall Totals 208| 32,949

-
~~
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When new college graduates are considered for entry-level positions available in
your organization, how important are the following?

Obtaining Entry- Level of Importance
level positions .................................................
Extremely Extremely| Total |[Tot-
Hign High Medium Low Low Response | al
......... Preacscsscodpescscscscsprrsccsscscrproccscsruschrosancscsdpoces
N |PCTN| N |PCTN| N |PCTH| N |PCTN| N |PCTN| N |PCTN|MEAN
............... epercadeacchrcachoecccdprcscchprocchrccadoccchrocodposvsadossadposcsohpoove
Coursework
Business,
finance,
accounting 83| 28| 105| 35| 73| 24| 23 8| 14 5| 298| 100| 2.3
................ PrecepeccsPprccedecsccheccvhecccdhoccchovechecachovcchocacsdpoccodpoocs
Marketing,
sales, business
methods S4| 19| 92| 32| 85| 30| 35{ 12| 20 7| 286} 100| 2.6
................ Peseodpocvepecaspesccdheccadpoccchrcccheccchpecccpraccdhoscsachaccadocas
Humanities,
literature,
philosophy etc. 7 3| 18 6] 88| 32| 109] 39| 55| 20| 277| 100{ 3.7
................ Procspecsodpecccsdhrccchevcadprcccpreccspeccschrcsoschrccsehoscadpoosschpoase
Computer
science, math 65| 23| 117 41| Tr] 27| 18 6 11 4| 2881 100]| 2.3
tssenstscevsnsose PoecehpescchecccprenchrocsdprccsprsorspooscsPaccsodproce Peocccpocscedpeccse
Engineering | 125| 43| S9| 20| 28] 10] 29| 10| 51| 17| 292| 100| 2.4
................ devvedroecedecasdrcccdotvodprrschorocsdhetosdprovodprecsdpoccchecschpocee
Research
methods;
statistics 46| 16| 77| e8| 79| 28| 49| 18| 29| 10| 280| 100| 2.8
................ #cessdecccdrccchocccdeccsprccoprecedprsccdprccsdprecspocsadessadoesse
History,
political
science 7 3 9 3| 79| 29| 94| 35| 82] 30f 271| 100 3.9
................ devechoccchecccdprccsphocachocsedrccschoccshoccodpracssprsccpacsvahrcce
Psychology,
industrial
relations 1 4f S1| 18] 10| 40| 63| 23| 41| 15] 276]| 100] 3.3
................ LAXREL IEEEY TRERY TXRRY TEREY TEREY TR RY TRIRWY T PNPIPI SRy upipp Spip i G s
Natural science,
chemistry,
physics 351 12| 61| 22| 70| 25| 49| 17| 6&6| 23| 281! 100 3.2
Degreg Areas:
Obtaining Entry- Level of Importance | 1 )
level POSItioNs [ cveccerceeerceetaciencccecaeaecannsoccacancnanns
Extfemely Extremely| Total |[Tot-
| High Kigh Medium Low Low Response al
""""" 0""'""*""'""0'-'~--~~-§--~-~~--.¢----.....¢
| » |PCTN| N |PCTN| N [PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
---------------- AR SR A AR R Ry R Y T REEY TEERY ¥ Ry
Degree Areas |
Liberal art
degree 10 4 43| 15| 94| 33| 76} 27| s9| 21| 282| 100 3 5
................ ¢....¢....¢....¢....¢....¢..-.¢-..-p....¢....¢-.-.¢-.--¢--..¢
Business degree | 82| 28| 105 36| 69| 24| 24| 8] 12| 4| 292| 100| 2 2
................ ¢.--.Q-...*.u-.Q....Q..-.*...-*.-..Q---.Q-...*...-*.....}...-Q..-.
Engineering
degree 129 44| 58| 20| 28] 10| 31| 11| 46| 16| 202 100| 2.3
---------------- AR SRR DA A R R I R Y TR Y TR
Natural science

Observations:
According to
surveyed employers,
coursework in
business, finance,
and accounting;
computer science and
mathematics; and
engineering are very
important when
considering new
college graduates
for entry-level
positions in

_organizations.

0f medium importance
are coursework in
marketing, sales,
and business
methods; research
methods and
statistical
analysis; natural
sciences, chemistry,
and physics; and
psychology and
industrial
relations.

Observations:
According to
surveyed employers,
degrees in business
and engineering are
very important for
entry-level
positions, but
degrees in liberal
arts and natural
sciences were
important too.




Continued . . .

When new college graduates are considered for entry-level positions available

in your organization, how important are the following? Skills and Abjlities
-----:-: --------------------------------------------------------------------------- Observat10n33
Obtaining Entry- Level of Importance
level POSILIONS [eevevvececccecccccccecccccccncsssccccaceccaccnnns 5k1]]s and
Extremely Extremely| Total [Tot- ab‘l'l ties
High High Medium Low Low Response | al considered by
......... $oc0vcccccpssccssccsfhresesencedprrcensccvodroccccsccaponss
N |PCTN| N |PCTN| N [PCTN| N IPeTH] N |Pc'ru| N |pcTaMean| SUrveyed employers,
;;;{I ........... $eoscdecccsprccospecsodecanchoccchoncohocscchoeccschunce $ocsspocscschecce verba]
Abi it:e:nd communication,
................ public speaking,
Creativity 103| 34f 141] 47| 48] 15| 6| 2| 4| 1} 300] 100| 1.9/ persuasion,
................ $osccdressdecscprccschessadhovacsdancedrcccsdhotcchtovohassaprosodonce
Interperscnal YT negotiation; and
relations 180 59| 107 35| 16 2| 1| 1| o} 308| 100/ 1.5/ interpersonal
;;;;;{ ........ D R I g T R O O g s <Y re]at1°ns'
comunication | 171| 56| 107] 35| 27| o 2| 1| . 307| 100] 1.5| Supervision,
..;.; ........... 4-..-0-.-.4....4.-..4.-..0.--.4....4.-..0....4.-..0...‘.4---.0.... coord1nat1on'
Writing, editing -
ete. 90| 30| 135| 44| 68] 22| 8| 3| 3| 1| 304] 100] 2.0 gﬁﬂﬂoce?:kmed
as extremely high
in importance. A
dergra ormance es: rating of high
importance was
................................................................................... rece1v6d by
Obtaining Entry- Level of xlrportanco
l.vet Po.ition' ............ R R R Iy mImmII oy creat1v1ty' des1gn’
. Extrmlyl | Extremely| Total |Tot-| {pnvention,
an N DNedte 1 toe L tov [Responde |2t | planning,
N |pcru| N [PCTN| N |PCTN| N |PcTN] N |PcTN| N |pcThjuean| imagination; and
................ IR T T T T T Y Y Ty T T S e Sy w1t1ng' editing'
Undergraduate -l ~| 1n
Performance & spe g, .
Experiences punctuation, and
Academic granlnar *
achievement 83| 27| 150| So| 5| 211 5| @ 303| 100} 2.0
................ $eccchovochprcssprsscipocvcdhotaecdhorsadurcapecscpecscdhtonaduaccadoans
Leadership | 68] 22| 146] 48| 73| 2| 16| S| .| .| 303} 100f 2.1| Qbservations:
................ LIERREY TREERY TR R TR PEREY TERRY TEREY TRRIT TRy Sy apy S ap i G S
Athletic Rated most
achievement 15| 5| 31| 10} 120| 40| 92| 31| 39| 13| 297| 100| 3.4| -important among
é.....: ......... LI ERT TRREY PR LR R R TR Y TR TP PREET TETEY TR Ry qupaa undergraduate
ommunity
activities 30 10| 92| 31| 133] 45| 36| 1| 9| 3| 298| 100] 2.7 pe:forman;:e factors
................ dreccpencadprccadrocsnvdrcrsadrsccdoncscdProcscPocncPhocncshoncndaccahe an exper ences
Internships 103] 34| 130| 43] 60| 20 9 3 2 1| 304| 100 19
................ 11031 36l 1301 43| e0] 0] 013121 11304 1001 191 were work
Werk experiences experiences in
in business 136] 45| 132| 43| 32| 10] 3| 1 2 1] 305| 100] 1.7| business,
---------------- $ecccdecccdecncgecccprcccdecccpeccspoccchaccapuscadrccahaccadacas s
vVoluteer work internshi PS,
experiences 30| 10| 87| 29| 138] 46| 37| 12| 8| 3| 300| 100| 2.7| academic record of
................ LIRERY TERRY TR TEEEL TEETY DIIT TP i Gy Sy iy G gy g G g
s s i
experiences 7| 2] 32| 11| 79| 27| 10| 37| 70| 23] 298 100] 3.7 P
................................................................................... student ;
organizations,
volunteer work
experiences, and
community
activities.
(Continued)




Continued . . . .
When nrew college graduates are considered for entry-]eve] positions available -
in your organization, how important are the following? Obtai
. Postgraduate Degree:
................................. L...[.-;.;....;..;;.-..-.......................‘.. observations: of
: St e e, medium importance
Extremely Extremely| Total |Tot-| to surveyed
High High 'Hcdiun Low Low  |Response | al emp]oyers is an
......... Pesscsccoscd ..........’..-..-....@-.-...... $ereccccncedocce
N [PCTN| N [PCTH] N [PCTN| N |PCTH| N _|PCTN] N |Pcrn|nm interest among new
................ - S S SR co]]ege hires in
et obtain an HEA
advanced Degree degree. Interest
................ in obtaining
MBA degree 25 o 44| 15| 105] 36| 7v] 27| 38f 13| 289 100| 3.2 degrees 1" other
................ desechessopeccsprcccpocsscpecccdheccchosengocccpocccpoccchoccchocne
MA in public academic areas was
administration . . 7] 3] 61| 22| 8| 30| 124] 45| 276| 100]| 4.2| not very 1mportant
................ $ecsspeccsoprcccpecccpocschecccpeccchoccopeccscpeccchoccchoccopocce tO Surveyed
MS$ in natural .
sciences 6| 2| w| | so| 21| e 2] 110| 39| 281 100] 3.9 employers.
essscsscvssscvesee $eccsprccupreccpoccsadrcccpocce $osceprocodrccedpecscsphocccproccphoace
Law dugree | 31 1] 13 53| 19| 84| 31| 119| 44| 272| 100| 4.1
Does your organization utilize the following when considering new college
graduates for employment?
................................. é;;.p;;‘;;.é;;;;;;;;;..........-.................... ObserV?tions:
................................................. Azzording to
Almost | Some- | | Total |[To- | SUrveyed employers,
Alw.ys Always | times | Seldom | Never |Response |tal infornration un a
sessmesese $pesssscsns frsessccscspacscnsocs foessssssas $essceccns $oone
N [PCIN| N |PCTN| N |PCTN| n [pctwl n |pern| n |pcrn|mean| history of criminal
................ deccedrosssqensspacacshencsbocsacpecccbersohsccspocccprcccbocstapecne convict1°ns 1s
Informati.. | | always or almost
e hen . | always utilized
iring M
---------------- | | when considering
History of | | } new college
c
|c;:3;:2ions 165| 47| 2| 14| 46| 14| 37| 12| 38] 12| 306] 100| 2.3 graduates for
| .............. S U emp]oyment.
nistory of | o Sometimes used were
lalcohol use | 90| 30 37| 12| ss| 18] se| 18] es| 21| 304] 100] 2.9] information on a
I ................ ¢I....¢I....¢-...¢l....¢l....¢'....¢....o--..4.-.-.4|....-¢....¢|....T....| record of drug
2ecord of drug : | abuse, excessive
! 14 38| &0 " L8 16] 43 14 59 191 3041 100] 2.6 ’
’abuse ........... lllll“l...l.ll alcohol use, and an
|involvement in | I I { { | I I . } involvement in
ive 1
}T?t?;:t\i’ons 47| 6] 27] 9 57] 19| 6] 22| 105| 35| 302] 100| 3.5 ?ﬁ?;:‘n:ns
................ Pescedacssdracidpecssdescaedroceprossponnsspsscsprosoprosspososcpocas .
|Lie detector A N A R . | Seldom or never
» |tests 2] 1] 3] 1] 16| 5| 18 6| 270| 88| 307| 100| 4.8] ycad ape
| ................ Pecseproiaproripansaprecagprreschererbrucodoccaprosudrecrdocncdenea
|psychological L | | psychological or
|tests 23] 7| 18] 6| 33| 11| 34| 11] 200] 65| 308] 100{ 4.2|] 1ije detector tests.




Where can t (fres best advice
about potential career opportunities? :

Response Categories I |
................................................. l
i Almost Some- l Total |[To-
Always Always times Seldom Never |Response [tal
ssccvossse $ssnessess $rescessss s cssessss $rsscsscss $rsssssesns $csee
N |[PCTN| N [PCTN| N |PCTN| N [PCTN| N [PCTN| N [PCTN|MEAN
ssesssssssssssss R e R T L 2 P YRR RY TRERY DENRL IEREL AREEL IRERY TRERES
Advice on career
opportunities
Faculty 26 8| 88| 29| 153} S2| 26 8 () 21 293} 100 2.7
................ TR YRR LEEEL ] * * * cprscsds +* * +*
Academic |
advisors 21 7| 85| 29 148] 0| 34| 12 4 1] 290} 100| 2.7
................ S e R LR SRR Y PR R ET TRREL SRR INEEL SERRE TREEEL SRR R
Career planning
staff 72l 24| 129 44 84 28 7 2 3 1] 295 100] 2.1
................ P YT IR TR TR REY SR TEY FERNT TRERY J s +* *
Placement office | | | |
staff 79| 27| 128] 44) 77} 26| 9] 3 0| 294| 100} 2.1
................ *- adpoossshescspes s P T IEEEL TEEEY ST RY S YRR L +*
College | l |
admissions | |
counselors 13 S| 35| 12| 147| S2| 73| 26| 14} 5| 282| 100§ 3.1
sessssssssesssss P I Y SRR YRR SRR EEREL IREEY SRR IRNEL IR R
Parents | 13| S| S8 20| 176} 62| 31| 11| 7| 2| 285] 100| 2.9
cesssssssssssssse $esechpssscsdprcss Fessopsscscpoccchssssposschocsshocsshrsss Besesposse
Current
employees of
your org. 94| 31| 139| 46] 68 22 2 1 1 0| 304§ 100{ 1.9
................ e L L I Y TP Y TERT T RETRY IREEY TRRRY IRNEL TR
Other formal
group of your
org 66| 25| 81| 31| 78| 30| 20 8| 17 6| 262| 100| 2.4

Observations: According to surveyed employers, the most hi¢hly recommended
source of advice about potential career opportunities is current employees of
an organization.

Almost always offering good advice were career planning and placement office
staffs. Also suggested were other formal groups (personnel administrators,
chief executive officers, alumni, etc.) within employing organizations.

Employers responding to this survey reported that good career advice is
sometiTes offered by college faculty, academic advisors, and college admissions
counselors.
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What changes do vou foresee during the next five (5) years that will influence
the qualifications needed in new college graduates hired by your organization?

Observations: When commenting on factors influencing qualifications needed in
new college graduates during the next five years, surveyed employers suggested
more technical training in making new college graduates more computer
1iterate. Computers, computerization, computer skills, computer literacy, were
terms repeated again and again by employers. As one employer described this
situation, everyone needs keyboarding skills and knowledge of computers in
today’s employment market. All college graduates need to be computer
literate. It is the opinion of this employer that organizations can no longer
spend time training college graduates in computer skills. These individuals
must be able to step in and handle the computer themselves with 1ittle or no
supervision. So new college graduates can work more efficiently, they must
perform their own typing, word processing, and electronic mail tasks without
secretarial assistance. Thus, prospective employers are placing an increased
empgasls on computer literacy and computer skills when recruiting new collge
graduates. :

Second on the employers 1ist of needs was gxce

. New college graduates must possess these skills for
effective job performance. Following closely on the heels of these skills is
the need for outstanding interpersonal skills, necessary for maximum job
performance. Also noted were request for more derision-making,
problem-solving, flexibility, adaptability, and acceptance of new work
challenges among new college graduates. Continuing the 1ist were strong
leadership skills, a strong motivation toward service, and a good business
understanding.

Even s~me entrepreneurial spirit was recommended. In the view of one employer,

young people in college today should begin to realize that there is no such

thing anymore as security in one company or corporation for a lifetime.

Individuals should look after themselves and provide their own wants and

Qﬁ?di% This will lead to all employees becoming more entrepreneurial in their
nking.

More regulation and complexity of work is expected on the horizon. Without a
doubt, graduating students must be flexible to change in an ever-changing work
environment.

Foreign language proficiencies were recommended by three employers, especially
with many organizations considering new markets in overseas locations. More

international involvement among cmployers is placing a greater emphasis on
foreign language competencies. Increasingly, an international flavor can be
expected on the marketplace.

Internships, cooperative education experiences, and other on-the-job practical
training programs were emphasized as important qualifications among new college

graduates. According to surveyed employers, candidates must take ad.antage of
internship and coop programs to gain experiences in the business world.
Graduate students with more practical training will be expected as employers
want increased exposure to industry prior to graduation for new hires. The job
applicant pool will continue to separate based on achievements in job-related
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experiences versus classroom experiences. People having work experiences will
experience a much higher demand in the job markets of the future.

: was highlighted by respondents. According to these
employers, graduating students who are more competitive, have a broader interest in
academic backgrounds, have a greater sensitivity to different cultures, understand
various ethnic groups, have an ability to make decisions, can cope with change, and

. can be a team player are more 1ikely to succeed in today’s world.

More intense competition is expected for the best positions. At the same time, the
supply of qualified candidates will begin to decline, so competition for the top
graduating students will continue to increase.

Employers will place a greater emphasis on high potential candidates who demonstrate
an ability to advance quickly -- at least into middle levels of management and,
hopefully, into senior levels. Factors influencing this decision will include more
competition among surviving industries and a greater loss of existing managers due
to pending retirements.

Also comhounding this competition will be higher demand for smaller numbers of
engineering graduates, so higher starting salaries are 1ikely to occur.

among graduating students is also desired by prospective
employers. According to these employers, individuals willing to relocate will be
of fered more promotional possibilities and Job options.

Other trends influencing future job markets for new college graduates include the
following: Fewer new college graduates in engineering and sciences; a declinin
college age population; fewer math majors; colleges attempting to keep pace with
changes in technology; more stringent grade point average guidelines; requirements
for p?rticu1ar curriculum taken during college; and requirements for internship
experiences. .

Demographic changes will also have an impact. For instance, fewer graduating
students will be available, but a higher percentage will be less well-prepared.

At the same time, our population is aging, and more medical care staff will be
needed to deal with a higher technology in medicine.

A limited supply of business students will probably result in more liberal arts

graduates being hired for entry level positions. With fewer new college graduates,
it is expected that prospective employers will become more flexible in requirements
for entry level positions.

A new trend noted by one employer is expansion of the selection (assessment) center
concept, which will probably result in a more stringent evaluation of a graduating
student’s skill levels.

e"“ ~
Q
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What do you consider as the single most persistent problem when recruiting new
college graduates for employment in- your organization?

Observations: When listing persistent problems faced by recruiters interviewing on
college campuses, surveyed employers suggested some improvements needed in placement
offices. First on their 1ist of recommendations was a-better knowledge among
placement personnel regarding employment opportunities available in their
organizations. In the opinions of surveyed employers, placement offices lack
understanding of business in the real world, and their graduating students are also
poorly informed. Students’ unrealistic expectations and a general lack of knowledge
about recruiting organizations and their jobs were noted as areas that call for
improvement in placement offices.

Another complaint emanating from employers was 0

offices regarding access to resumes prior to campus interviewing. Prospective
employers want to prescreen on college campuses wherever possible. These employers
also find it helpful to receive knowledge of their interviewing schedules prior to
campus visits. Evidently some placement offices refuse to inform employers about
numbers or qualifications of interview signups.

Placement staffs that train graduating students for job campaigning should be aware
that prospective employers want these individuals to hav: clearer direction in their
career aspirations. It is also the opinion of these employers that graduating
students lack understanding of the business world.

Name recognition is also a problem for many organizations, especially small
companies. These organizations find themselves doing more "selling“ than
,recruiting. Even large organizations, especially those with name changes, have
difficulty with name recognition, which sometimes leads to low response from new
college graduates to interviewing schedulas or job listings.

Unrealistic salary expectations are ancther problem for some new college graduates.
It was suggested that graduating students check reputable sources for average
starting salaries, prior to interviewing or indicating any salary demands, according
to surveyed employers.

Another factor influencing starting salaries is lack of prioar career-related
experiences, which leaves some graduating students with unr:-iistic or immature
viezs of their job opportunities and knowledge of businesses ind how they really
work.

Forecasting hiring needs is another problem for prospective employers. Quite often,
employers find themselves visiting campus early in their recruitment season with
minimal hiring quotas, but later in the year additional hiring quotas may be

levied. After employers have completed their interviewing circuits, it is very
difficult to refocus messages already left with graduating students. This is
especially true when recruiting the very best and brightest of new college graduates
who tend to receive several job offers early in the racruiting season.

Responding to outstanding applicants in a timely fashion also poses difficulty.
These graduates are sometimes faced with tight deadlines, since many employers are
competing for them. Another problem is encouraging the top students with prior
internship experiences to interview with other employers, since most top students
accept positions with their internship hosts.

Attracting top minority and female candidates is another difficulty. Employers are

taking extra steps to increase their visibility among these candidates on campuses
by becoming involved in numerous pre-recruitment activities and by establishing ties
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with college placement offices, minority/women organizatioiis, internship
coordinators and summer employment offices. As always, prospective employers must
exert extra efforts to find excellent people to hire, and then attracting these
individuals to their organizations is another challenge.

Some surveyed employers identified a lack of skills, prior work experiences. and
commitment

as negative characteristics of some new college and university
graduates. Employers cited poor communication skills, mediocre basics (i.e.
reading, writing, mathematics), and marginal interpersonal skills as factors holding
back many otherwise promising candidates.

It was recommended by several employers that graduates should gain experiences
through internships and cooperative education assignments to help them apply their
textbook knowledge to real business problems. Learning to read financial reports
and budgets in real world work situations will help graduates greatly.

Several employers called attention to the acute shortage of nurses and alljed health
%;;gggggs that is expected to continue this year. According to employers, there are
ust not enough of these graduates for available positions. Other candidates in
short supply include engineering graduates ‘nterested in sales positions, minority
and wom$n graduates in technical fields, and qualified students interested in public
accounting.

Retention and turnover were also noted as persistent problems. In some cases
employers do not have enough turnover to allow recruitment to continue. In other
organizations, high levels of turnover exist, so constant recruitment is necessary.

1 on of graduates continues to be a persistent problem for recruiters. Quite
often graduating students are unwilling to locate in remote cities. On ocrcasion,
remote locations are small rural communities. And mobility among new college
graduates is also a problem. For promotion possibilities, quite often individuals
must move to a new location before they are promoted.

Convincing graduating students_to accept entry level jobs and perform them is a
matter of concern to employers. Too often graduates want to be chief executive
officers (CE0’s) or divisional managers within three to five years, instead of
working their way through the ranks.

With another employer, getting recent graduates interested in low pay and unpopular
working hours is a difficulty. According to this employer representative, new
graduates search for six months or more before realizing that they have to start
somewhere, and then they become interested in working for this organization.

According to another, students want corporate or development jobs, or they are too
concerned with the hours they will work. In addition, they establish unrealistic
expectations in pay, benefits, and the volume of work they will accomplish. These
employers recommended that graduating students need to take a longer view of a
career opportunity. It is just that--an gpportunijty.

Lack of enthusiasm, commitment, interest, and focus are other complaints. Too often

gra*uatin? students expect startiny salaries higher than employers offer, and they
are impatient to get to the top right now!!! Unclear career goals further
complicate this situation, but these graduates still have high salary expectations
and specific locational requirements. Eventually these individuals start in less
glamorous positions and work their way into management and supervisory assignments
over a period of months or years.

70
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Based upon your experiences, what will be the

avajlability of empioyment

nities for new college graduates this year (1989-90) in each of the
following geographical regions of the United States? Responses are listed for
each GEOGRAPHICAL REGION familiar to the respondents.

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

Job Market Corditions This Year | | |
................................................. l |
very High| High | Medium | |very Low | |
Avail- Avail- | Availe [Low Avail| Avail- | Total jTo-
ability | ability | ability | ability | ability |Response |tal
......... foosessesshoassccccchrocsccncacd fosesssssaprocscsstodaren
N |PCTN| N+ |PCTN] N [PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
---------------- P X LR TR R R ERERT TRR AL FYREEYIEERT IR TNET LR EL LA R A
geographical | | | L L | 1 b 1 1| |
Rcioe SOOPOOt N N I I N N O O B O O
Northeast | 31| 17| s7| 32| 49| 27| 22| 12| 20| 11| 179] 100{2.68
teseccataccasatesn ¢....¢....¢....¢-.--¢.---¢....¢....¢.o..¢..oo¢-..-¢....¢.-o-¢....
Southeast | 17| 10| 70| 39| 57| 32| 15| 8| 19| 11| 178| 100{2.71
................ ¢...o¢....¢-.-.¢...-¢....4..-.4....4...-¢....¢..-. PO EEY TEERY TR
Northcentral | 32| 16| 62| 27| 102] 45| 20 9 13} 6| 229| 100|2 65
................ ¢...-¢....¢....4...-4....4....4...-¢...-¢....¢.... PO Y TR RY TR
Southcentral | 1] 7| 31 18] 73| 43| 31| 18| 22| 13| 168| 100{3.13
................ ¢-..o¢....+....¢...-¢.-..¢.-..+...-¢.-.-¢o.-.¢.o.- csoadpovoadoece
Northwest | 6] 4| 28| 18| 48] 31| 36| 23| 36| 23| 154] 100|3.44
................ ¢.ooo¢oooo¢o-oo¢oo--¢..-.¢ooo-¢oooo¢ooo-¢o..o’...- FIEREET TRENY TN NN
Southwest | 23| 14| 59| 37| 39| 26| 16| 10| 24| 15| 161] 100{2.75

ooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooo

Observations: ‘According to the experience and judgment of surveyed employers,
the greatest availability of employment opportunities for new college graduates
this year will be in the southwestern (53%), northeastern (49%), southeastern

(49%), and northcentral (41%) regions of the United States. Good availability

of jobs is expected in the southcentral (25%) and 9
the United States. (25%) northwestern (22%) regions of

r) «
<
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Does your organization rs_q.J_r_t_e;m.q_gLn.eﬂ_s.qJ_].ess_nr.a_dm_.e_ for the
following:

* | | Almost Some- | Total |To-
Always | Always times | Seldom Never |Response [tal
......... ¢.........+...-.....¢..-.----.+.....-..-+.----.... cet e
N 'PCIN| N |PCTN| N lPCTNI N |PCTN| N |PCTN| N |PCTN|MEAN
et ecscsnsnsne s ¢....;..-o¢--..¢....¢ ........ Peeecspenne PSR XX RT TRREL LR NN

Types of testing
required for neu

hires |

Drug use 137] &1 7| 2 13} 4 17} 5 158] 48] 332] 100} 3.2
esessesscscscense P T TR T U R R T RERY TEEEY IR AR AL AR RL LR RL AR AL D
AlDS | 16] 31 4} 1 1] 0] 17| 5| 291| 90| 323| 100| 4.8
................ Prsccdoccsprosshectsapsscoprcsodatecponcchecccbanccd cscopomscodpoece
Alcohol level | 59| 18] 4] 1] 19| 6| 25| 8] 218] 67| 325] 100| 4.0

Observations: According to employers responding to this survey,

testing of new college graduates continues to rise among employers. This year,
47% of surveyed employers are requiring drug testing. This is an increase from
32% in 1988-89, 27% in 1987-88, and 20% in 1986-87.

Testing for alcohol levels among new college graduates was required by 25% of
survey respondents, an increase from 14% one year ago, and 9% two years ago.

AIDS testing of new college graduates was required by 4% of the employers
:gggogging to this survey, only a slight increase from 3% in 1988-89 and 2% in

If your organization does not presently screen job applicants for the
following, do you expert to initiate a testing program?

ooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooo

l Timetable | |

IR R R LR LR TRRERT R

| I | Within | |

| within | Within Five | Not | Do Not Total |To-

[One Year |Two Years| vYears | Likely | Know Response |tal

s se e e dresscssse $oecscceccan. deocccscccce doecccccve focscsccce oo

| N |PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
eeccsssessssacse $etecdprocscsdpocccpessahractdheton dprovodpovsspsssspacstaipocvedoavnodpssne
Wwhen to start | | | | | | Y N
|screening job | | | | | [ L | 1 | | | |
civouts SO L L O N A A
Drug use | 16] 9| 20| 11} 25| 14| 63| 35| 55| 31| 179| 100] 3.7
R doccodpocrsdhassadpoossdrssasdprtascdpots st osadproctsdpoasudpsrssadosoade- o
AIDS | S| 2] 5| 2] 15 6| 146] 54| 99| 37| 270| 100| 4.2]
................ Pessadprvasdprsssdhecnssdrcccdhoccadassasdhessadhensshrsossdhoennsdsoaadeses
|Alcohol level | 7| 3] 11| S| 13| 6] 115] 50| 82| 36| 228| 100 4.1}

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

Observations: Of surveyed employers that do no’ currently screen job
applicants for drug use, 9% intend to initiate a drug testing program within
one year, 11% within two years, and 14% within five years. Of the
organizations not screening for AIDS, 2% intend to initiate an AIDS testing
program within one year, 2% within two years, and 6% within five years. Of
organizations not currently screening for alcohol levels, 3% intend to initiate
$? alcohol testing program within one year, 5% within two years, and 6% within
ve years.
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RESPONSES RECEIVED FROM
ELEMENTARY AND SECONDARY SCHOOL SYSTEMS
for 1989-90

‘ Which catennry best describes your school district, and how many teachers and
other professional staff (full-time equivalent and excluding superintendents,
assistant superintendents, principals, and other administrators? are currently
on the payroll of your school district? Absolute frequencies are listed for
each answer 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
School District :

Categories
frequency
Percent 1-99 100-499 |500-999 |1000- 5000+ 10,000+
4999 9999 Total
----------------- Q.--...--Q----.---Q------.-Q-..---.-Q-------.Q-..----.Q 17
Rural 5 11 1 0 0 0
: 5.38 11.83 1.08 0.00 0.00 0.00 18.28
----------------- Q.--.----Q--.--.--Q---.--.-Q-----.--Q.-.-----Q-----..-Q 6
Urban 2 8 10 22 4 0 [A
2.15 8.60 10.75 23.66 4.30 0.00 49.46
----------------- pooe .----Q-.------Q--------Q--.-----Q-----...Q.-------Q 30
Suburban 0 11 10 6 2 1
N 0.00 11.83 10.75 6.45 2.15 1.08 32.26
................. 4-...-...4...-..-.4...-...-;.-......4........g.......-.g.
Total 7 30 21 28 6 1 93

7.53 32,26 22.58  30.11 6.45 1.08 100.00

Observations: Responses to the 1989-90 Recruiting Trends survey were received
from 93 elementary and secondary school districts. School districts with 100
to 499 teachers and other professional staff represented 32.3% of the
respondents; those with 1,000 to 4,999 employees were 30.1% of the respondents;
and organizations with 500 to 999 professional staff were 22.6% of the
respondents. School districts with 1 to 99 employees were represented by 7.5%
of the respondents; those with 5,000 to 9,999 teachers and professional staff
represented 6.5% of the respondents; and 1.1% of the respondents were school
districts with 10,000 or more professional staff.

Urban school districts were represented by 49.5% of the respondents, -suburban
by 32.3%, and rural by 18.3% of the respondents.

These data adequately describe the size and demographic diversity of school
districts included in this survey.

©
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In the last five vears, what percentage change has occurred in the number of
teachers, admj

district, and this
by EMPLOYER CATEGORY.

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

Change in

Change in Average Change Employees

Employees Last | in Employees Expected This
S Years Last 5 Yrs Year

............... @PreessescssencssPprncccscssosssss
Number Number Number

of of of
Employ Employ Employ

ers |Percent| ers |[Percent| ers |Percent
Prcccane Preccssss Possesss Pecascsse Poessses Prsosnnss

6 -8.5 6 1.7 7 1.7

$ocecesa Poecesccs Peccance Pecsccsse R ) praemsae
| 30| 6.0| 30| 1.2]| 29| 3.4
Pecssnes poscccee Pescccscdpacnsace Poencsccroprssnaans
' 21| 2.9| 21| 0.6] 21| 0.7
$Peereses Poeascace Pecccses Pecesscs Peccsscs Pesomces
| 23| 6.0| 3| 1.2| 24| 1.5
Peossccse Peccccas Peccccce Paccsaas Peasansse Pecsecee
| 6| 6.2| 6| 1.2] 6| 3.7
Poccnsea Pescccas Peocssaaas Pesscess peccccee Peccacse
| 1| 40.0| 1 8.0| 1 7.0
Pecvacnce Ppeesscce Pececscs $oevce.a. Pecccves $oceasese
[ 87| 4.7 87| 0.9| 88| 2.2

Change in
Change in Average Change Employees
Employees Last | in Employees Expected This
5 Years Last S Yrs Year
............... PessccccsccscscsPrrssccssssunccs
Number Number Number
of of of
Employ Employ Employ
ers |Percent| ers |Percent| ers |Percent
Poesscsces Poececsce Peecsccce Peccccsce Poescsas Peeccscse
16 0.9 16 0.2 17 0.8
....... Pretecccpsccsccadtsscsscspostscsandpssssnss
42| 2.1 42| 0.4 42| 0.6
ooooooo PossnsssPprssscssosPpsssscsschosecssssesy ssssse
29| 10.4] 29| 2.1 29] 5.3
....... PreuucscoPoccsionchassssssProcscscacsPrsnnese
.87| 4.7] 87| 0.9| as| 2.2

nistrators, and other professiona] staff working for your school
Yyear (1989-90), what change is anticipated

? Responses are listed
Observations: According to school
districts responding to this

survey, the staff size of suburban
school district has increased by
2.1% each year during the last five
years. During this time, the
staffs of urban school districts
have increased by 0.4% and rural
school districts by 0.2%.

This year, suburhan school
districts expect an increas: of
5.3% in their teachers and
professional staff: rural school
districts, 0.8%, and urban
districts, 0.6%.

Observations: The number of
teachers and other professional
staff working for school districts
increased by an average of 0.9%
each year during the iast five,
according to school districts
surveyed on this question. The
largest increasc (4.0% per year)
was reported by school districts
with more than 10,000 professional
employees. School districts with
5,000 to 9,999 employses, 100 to
499 employees, and 1,000 to 4,999
employees all experienced increases
averaging 1.2%. An increase of
only 0.6% was reported by school
districts with 500 to 999
employees, and a decrease of 1.7%
was reported by school districts
with 1 to 99 employees.

This year (1989-90), increases in
professional staff are expected by
school districts with 5,000 to

9,999 employees (3.7%), 10,000 or more employees (3.5%), and 100 to 499 employees

(3.4%).

Moderate increases are expected by school districts with 1 to 99 employees

(1.7%), 1,000 to 4,999 employees (1.5%, and 500 to 999 employees (0.7%).

i
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Continued . . .

In the last five vears, whaf percentage change has occurred in the number of

teachers, administrators. and other professional staff working for your school
district, and this year 89-90), what ch ed? Responses are listed

by GEOGRAPHICAL REGION.

change in Observations: According to
Change in |Average change | Employees geographical regions, changes
Employees Last | in Enp;o;«s Expo:::g This in number of professiona]
SY“"¢L'“"¢ ............... employees working for school
Number Number Number districts vary. In the
. Eraroy- Enotoy- southwestern region, for
Y lpercent| ers |Percent| ers |Percent instance, an increase of 2.2%
................ @evesseshencesscbooscsnshessvoscheccsccepurncace was experienced during the
Geographical last five years, and in the
O e southeastern region, an:
Northeast 10 2.8 10 0.6| 9* 1.1 increase of 1.9% wgs
................ fpeccomaspucsscsscspocscscscahsccccnahoccscccpuccccce reported. very mo erate
. 8 3.1 J
swme“t ....... l ...... 81941 ...... 81191 ....... l ....... increas:zs of 0.8% in the
Northcentral | 46| 3.9 “l 0'81 471 2.2 northcentral region, 0.6% in
................ Pecescscpoccssschesccccspucssccedscccscspoccccce
T I OO O T IR P oot o
Northwest | 51 '0‘81 sl -o.zl 51 3.0 region were experienced. In
................ $essssscpssscssshocscsscaspunosccschocccscccpacncnas the northwestern reg1°n a
. 9 . ’
?ov::fhueft_: ....... .'. ...... ?.'...!1.21 ...... ?l-...?.ﬂ. ....... l-...?.? decrease of 0.2% was
Overall Totals | 87| 4.7) 87| 0.9] 88| 2.2 identified.

This year (1989-90), substantial increases of school professional employees are
expected in the southeastern region (3.1%), the northwestern region (3.0%), and in
the southwestern region (2.6%). Smaller increases are expected in the northcentral
r('?glgl; (2.2%), the southcentral region (1.3%), and in the northeastern region




How many new t ) s d t_year (1988-89) by
your school district, and how many do you expect to hire this vear (1969-90)?

m
Responses are listed by EMPLOYER CATEGORY.

Anticipated New |

Number of New Teachers Teachers Hired This ~-<------

Hired Last Year Year Change

....................... $esesccsccssnccscscsssossncs from

Number Nunber Last

of of Year
Employ-; Total Employ-| Total |  [|eevc---
ers Hired |Average| ers Hired |Average |Percent
................ $eencccapucosscsachenncocsdesccenchacccsccchocccnca pocccnce

School Type

Rural 17 189 11 16 172 1" 3.3
................ fenncenchossncnspossacsscshoncsscadoccacecdencacnc foacscccee
Urban | 45| 5,626| 125] 4| 5,198 118 5.5
................ $fecencsscpencnccsprcsvsccsodecncenadaccvcnchecccccc pooccosee
Suburban | 27| 3,362| 125) 29| 3,579 123 | 0.9
................ $eonsccssposcscnsprannssvshossscscpaccscccdecccccc hocances
Overall Totals | 89| 9,177| 104 89| 8,949 101 | 2.5

Observations: Surveyed school districts expect to hire 2.5% fewer new teachers and
other professional staff this year. Hiring is expected to decrease by 5.5% in urban
school districts, 3.3% in rural districts, and 0.9% in suburban districts.

Responses are listed by GEOGRAPHICAL REGION.

Anticipated New |
Number of New Teachers Teachers Hired Thig =°-°°-"°°"°
Hired Last Year Year Change
....................... fecaascscccsnssnanceencoe from
Number Number Last
of of Year
Employ-| Total Employ-| Total |  |=="""""
ers Hired |Average| ers Hired |Average |Percent
---------------- +-..-...¢.......+.......+-...--.Qv..---o-+--.----+-------
Geographical |
Regions i
Northeast 9] 1,366 152 10| 1,162 116 23.4
................ foccccnchaacecsahencnscahacscnnne esscecchanannsn heoescce
Southeast | 8| 2,691| 31| 8| 2,787| 3.3 1.9
................ +.....-.+-.-----+--...--+-.-----+..-----+.-.....+-------
Northcentral | 46| 1,396| 301 47| 1,344] 29 | 5.8
---------------- +----.--+---.---+---.-.-+-..-.-.+---.---+--.-...+-------
Southcentral | 10| 2.175| 218| 10| 2,077| 208| -4.5
---------------- P e TR LR TEEREEEE SEEREE RS
Northwest | 5] 59¢| 120] 4| 536 | 13| 1.9
---------------- e Y T LR TEERERRY LEEE RS R St
Southwest | 11] 1,150] 105| 10| 1,043 194 | 0.2
................ +.......+.--....+.......4..-..-.+--.---.+.-.-..-4.......
Overall Totals | 8s| 9,177|  103| 89| 8,949| 101| -2.5

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

Observations: According to surveyed school districts, increases in hiring of
teachers and other professional personnel will occur in the southeastern region
(11.9%) and the northwestern region (11.9%). All other regions of the country are
expecting decreases in hiring: northeastern region (-23.4%), suvuthwestern region
(-0.2%), northcentral region (-5.8%), and southcentral region (-4.5%).

~J3
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How many new teachers and other sta last 88-89) by
your school district, how many were new teachers with no _prior experience, how many
were ive Am , and
how many were women? Responses are listed by EMPLOYER CATEGORY.
New Teachers Total Number of .
Hired Last Year | New Teachers New Teachers without
Hired Experience New Minority Teachers New Women Teachers

............... Q.....-...............-.Q......-........-.......¢.......................

Number Number Number Number

of of of of

Employ- | Total |Employ Total Employ-| Total Employ-| Total

ers Hired ers Hired |Percent| ers Hired |Percent| ers Hired |Percent

................ ¢.......-¢-o......¢.......4-..o.oo.¢.......¢.o.o..o¢.--.oo.¢....o..¢.o....o¢.-o..-.¢.......
School Type
Ru;;l. 17 189 11 52 27.5 17 32 16.9 17 "M 58.7
................ ¢.......¢--.-..-Q..-..-.Q..-.--.Q....--.Q...-.-.Q..-----Quo-----Q.-.....Q..-o-.-@.......
Urban | 45| 5,626| 38| 2,643| 43.4| 46| 1,477 26.3| 42| 3,741 66.5
................ ¢.......¢.......¢.....o.¢.....-o¢-.....-¢.....o.¢.o..o..¢.......¢......-¢.......¢.......
Suburban | 27| 3,362| 22| 564 16.8| 27 409 12.2) 25| 2,407 T71.6
---------------- Q....--.Q...-...Q.....o.Q.----.-Q....-.-Q.-.-.--Q..-...-¢....o--¢--.o.--Q-..-..-Q.-.....
Overall Totals | 89| 9,177| 71] 3,059| 33.3| 8sf 1,918 20.9| 84| 6,2591. 68.2

Observations:
professional staff hired last year had no prior experience.
hired 38.5% without experience, and rural areas 27.5%.

16.8% without experience.

Minority teachers represented 20.9% of the new teachers hired last year by surveyed
Urban areas hired 26.3% minority teachers, rural areas 16.9%, and

suburban areas 12.2%.

Women teachers were 68.2% of the new professionals hired.
71.6% women, urban districts 66.5%, and rural districts 58.7%.

employers.

Ky
v« §

Among surveyed employers, 33.3% of new teachers and other
Urban school districts

Suburban districts hired

Suburban districts hired



Continued . . .
How many D s W a 88-89) by
your school district, how many were new teache » how many
were minorities (Black., Hispanic, Native American, or Asian/Pacific Islanders), and
how many were women? Responses are listed by GEOGRAPHICAL REGION. .
New Teachers Total Number
Hired Last Year of New New Teachers without

Teachers Hired Experience. {New Minority Teachers New Women Teachers

.............. @evcessecscsscsccccscctodescscccttscestotcsscssehersstntscrccrcnsscrnse

Number Number Number Number

of of of of

Employ- | Total |Employ-|Total Employ- |Total Employ- [Total

ers |Hired ers |Hired |Percent| ers |Hired |Percent| ers [Hired |Percent
................ +.......Q......q.......-+......+.-....-+.......+......+-......+.......+-.....+.......
Geographical
Regions
Northeast 9| 1,366 8 692 50.7 9 343 25.1 91 1,092 79.9
................ +.......+----..+.-.....+......Q........+.......+....-.¢..--...¢.--.---+.-....+.......
Southeast | 8| 2,491 4| 327 13.1], 8] 343] 13.8| 8| 1,851 74.3
................ $eecvescssdoccscosdecscccscscdeccscsopotcccccdaccscccrdhoncsscgrioncccpetcccscphoccccchetencee
Northcentral | 46| 1,396| 36| 626 44.8] 46| 182] 13.0] 46| 855| 61.2
................ ¢.......+.....-+.......+......+.-.....+.......+......+-..-...¢.--..--+--....+.......
Southcentral | 10} 2,175 10| 892| 41.0] 10f 816] 37.5] 10| 1,687| 77.6
................ Gescsccshesccsoposvecsndoccsccchescscandeoccccchacsncschocvccscprcsccachocrcccdassonce
Northwest | S| 599 S| 17|  29.0| 5] 14| 2.3| 4| 311 51.9
................ Geesscscdeccccopocsccsnpoccscashoscsccscposcveccdeccccpeccvscrpocccscctadoccccadoccncnve
Southwest | 11} 1,150] 8] 348 30.3] 10| 220 19.1] 9| 463| 40.3
................ Peeccscodessscsposssscscpectsascpecsssvsspecscsscscossasadecscscssaproscscccdovscscsdasvenna
Overall Totals | 89 9,177| 71] 3,059 33.3| 88| 1,918| 20.9| 84| 6,259| 68.2

Observations: According to surveyed employers, hiring practices vary by
geographical region, especially when hiring new teachers without experience,
minority teachers, and women teachers.

The highest percentages of new teachers hired without experience were reported in
the northeastern region (50.7%), the northcentral region (44.8%), and the
southcentral region (41.0%). The other regions reported smaller percentages:
nor:hweiggr? ;egion (29.0%), southwestern region (30.3%), and the southeastern
region 1%).

Minority teachers represented 37.5% of the new hires in the southcentral region and
25.1% in the northeastern region. Percentages in the other regions were lower:
?ggtgwﬁstern region (19.1%), southeastern region (13.8%), and northcentral region

L ] % L ]

Women teachers represented 79.9% of the new hires in the northeastern region, 77.6%
in the southcentral region, 74.3% in the southeastern region, 61.2% in the
northcentral region, and 51.9% in the northwestern region. Only in the southwestern
region, less than a majority of the new hires were women (40.3%).

M ey
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In your opinion, how would you colleqge qrad

rate the overall job marke
this year (1989-90) in each of the following categories? Responses are listed for
each SUBJECT AREA at the bachelor’s degree geve].g P

. Overall Job Market ‘
Consider-| Consider- |
able About able Total |[To-
surplus | Surplus |Balanced Shortage [Shortage [Response tal
s 1 |eeesssecse $eeccsescee $roscscncne feossnssses feocsssnnes P FYrER
N |PCTN| N |[PCTN| N |PCTN| N |PCTN| N [PCTN| N |PCTN|MEAN
csesssssavccance FEY TR RN ¢-...¢..o.¢---.¢...-¢..-o¢o.--¢....¢...o¢-.-.¢....¢.-..
Types of Staff | | | |
Needed
Early Childhood 12| 16| 21| @9 19| 26| 15| 21 6| 8| 73| 100| 2.8
etecccsssBocse e ¢.-o-¢..--¢....¢....¢.o..¢--..¢....¢-.--¢.-..¢...-¢....¢.-..¢....
Early Elementary| 28| 39| 24| 33| 13| 18] 6| 8| 1| 1| 72| 100| 2.0
cesccesevssceneo ¢--..¢.-..¢-..-¢----#...-#....¢-.o.¢....¢.o.o¢-...¢-...¢....¢--..
Later Elementary| 24| 33| 25] 34| 14| 19| 9| 12| 1| 1| 73| 100| 2.2
TEREIELEEERIE R R X1 #O'.'#'.-.§.t--‘-oo0#.4.-‘-oo-*o.oo_’oo.-‘o---*.o..‘.oo.*..-.‘o.oo
Agricultural Ed | 5| 11| 8| 17| 22} 48| 10| 22| 1| 2| 66| 100| 2.9
P R L I ¢--..¢--.-¢o.o-¢-.--¢..--¢o...¢--o-¢...-¢...-¢--.-¢-...¢....¢....
Art Ed | 12] 17| 26| 37| 27| 39| 4| 6| 1 1| 70| 100| 2.4
R T ¢.-..¢--2.¢....¢....¢....¢....¢-.-.¢....¢--..¢...-¢....¢o-..¢....
8ilingual Ed | 11 2 2| 31 9| 4] 29 46| 22| 35| 63| 100| 4.1
esesececscessocse ¢.o..¢...-¢-..-¢-..-¢....¢....¢-.-.¢...-¢....¢..--¢-...¢....¢.-..
Business Ed | 6| 8| 31| 43| 32| 64| 11 1 2] 3| 72| 100 2 5
eseccccccccccsss LX) ooo*-o-o*oooo*ooo-#ooo-*..o.*oooo*o-oo#ooo-#-o.o#oo.o#-o-o#-oo-
Computer Science| .| .| 7| 10| 39| s7| 21| 30| 2| 3| 69| 100} 3.3
coesecseccsssncese ¢....¢.-.-¢-.--¢.-..¢..o-¢..-.¢.--.¢...-¢..o.¢.--.¢....¢.-..¢....
Elementary | | | | |
Counselor | 3 4| 131 19| 29 43| 20| 30 2| 3| 67| 100 3.1
te®esecnsnsencas ¢--o.¢.--.¢....¢....¢..--¢-...¢....¢o..-¢-.-.¢...o¢....¢..-.¢....
Secondary | | | | | | |
Counselor | 6] 8 13| 18| 37| 51| 15| 21 1 1| 72| 100] 2.9
es®ssecscccnunoe §--oo¢.---§--o-§---o§-o-o*o-oo#oo--#.oo-#-0--#----#----#----#-000
bata Processing | 2| 3| 11| 18| 30| 48| 19 31| | | 62| 100| 3.1
emsceccsscccesccse ¢-.-.¢-...¢...o¢....¢..-.¢-...¢...-¢...-¢----¢...-¢.-.-4----#---.
Driver Education| 5| 8| 18] 29| 29| 47| 6| 10| 4| 6| 62| 100| 2.8
essosssntassssee descedprcssdeccoprsashoescsdroncteee frcaspecssdsccsposcaposcchoccs
English | 8] 11| 30§ 43| 28| 40| 4 6| .| | 70| 100| 2.6
ceeesseccsccsemcne ¢-...¢-on-¢....¢--..¢o.o-¢--..¢....¢..--¢-..-¢-...¢....¢.--.¢-...
French | . .| 10] 16 35| 50| 26| 3¢ 1] 1| 70| 100| 3.2
esesesescesccces ¢..-.¢....¢....¢-.-.¢....¢-..-¢....¢.-..¢....¢....¢...-¢--..¢.-..
German | .| | 8] 12| 29! 63| 25| 371 6] 9i 68| 100] 3.4
R R R P R R L EERL TR RRY TRERS [T IR TRERY TEERE JEEES Sl
Latin | 11 2] & 6| 22| 34| 25| 39| 12| 19| 64| 100| 3.7
tesscscersesscns PO TR 2R SRR RY TERRL TEEES Sl PO L TR ERY TREREY L REE
Spanish | 1 1] 11| 15| 28] 39| 27| 38| 4| 6| 71| 100| 3.3
csecccscecrnocne ¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....
Health Ed | 17| 24| 23| 32 26| 36| 6| 8 .| .| 72| 100] 2.3
R R R R +----+----+----+----+----+----+----+----+----+----+----+----+----
Home Economics | 9| 13| 26| 36| 34| 7| 3| 4] .1 .| 72| 100§ 2.4
s escsassssecenen ¢....¢....¢....¢....¢...-¢....¢....¢....¢....¢....*....¢....¢....
Industrial Arts | S| 7| 19| 27| 25| 35| 21| 30| 1| 11 71| 100| 2.9]
................ ¢-...*....¢..-.¢....¢....¢....¢..-.¢....¢...-¢....¢....¢....¢....|
IJournal ism | 2] 3| 16] 251 37| S9| 71 11 1] 2| 63| 100] 2.8|
| ................ ¢...-¢.-..¢..-.¢....,....*....¢....¢...-¢....¢....¢....¢....¢..-.I
{Librarians | - Jo12) 16 32| 43 231 31| 7| 9| 74| 100] 3 3
| ................ ¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....¢....
Mathematics | 1] 11 9| 13| 33| 67| 18| 26| 9| 13| 70| 100| 3.4
P ¢...-¢.-..¢....¢....¢....¢..-.¢....¢....¢....¢....¢....¢....¢....
Instrumental | | | | I | | | |
Music | o] .| 20] 28] 43| 61| 5] 7| 3] 6] 71 100| 2.9
eescesacs s e ¢....¢....¢....¢....¢....¢....¢....§....§....¢....¢....¢....¢....
strings Music | | .| 13| 20| 35| 53| 10| 15| 8] 12| 66| 100 3.2
R R R R R O S T R SR SRR ET TERRE TEERL SEEES Sl S Aih iy
Vocal Music | 2] 3| 16| 23] 45| 63| 6| 8 2| 3| 71| 100] 2.9
R R R R R O (U O SRR ET TEREE TEERE SRR A SRR SRRt Al
Physical Ed | 37| so| 25| 34 ' s 1 1 .| .| 74| 100] 1.7
ceccssccsccmsone O I e R T TEREY TEREY DEEEE LELEE S b Al b ki
Reading | | | | [ I N
Instruction | 3] | 12| 17] 35| 49| 18] 25| 3| 4| 71| 100| 3.1
+* + +* +* posnepacsofpone
| | | |




Continued . . .

In your opinion, how would you rate the overal]l job market for new college graduates

this year (1989-90) in each of the following categories? Res
cach SUBJECT AREA at the bachelor:s degree Jevels. ponses are 1isted for

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

Overall Job Market |
Consider- | | | Consider-
able About able Total |[To-
surplus Surplus Shortage shortage |Response |tal
eseceenve @oasssssesspacssssssspocccctoce $oeacsccee $oacsssnense G
N |PCIN| N |PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
................ pessepeccschoccspeaced $orechersepacaced $pooachecacshocachevocd FYEXEL TR RS
Types of Staff . |
Needed
School
Psychologist . . 6 ol 22 32| 27| 40| 13| 19| 68| 100 3.7
............... q.....q...-.q..o..q.o...q.....q.....q.....q.o.ooq...o.ﬁ.....q.....q.o..-’....
Schoel Social 1
Worker 1 2| 10| 16| 27| 44| 20| 33 3 s| 61] 100] 3.2
................ q...ooq.....q..o..q.....g,....q.....q.....q....oq..o-.q.....q.....ﬁ.....q.....
Biological .
Sciences 3 ol 171 24| 39| S| 12f 17 1 11 72| 100| 2.9
................ @oosopecscepoccodocechpecccd ....q.o...q.-o..q.-..oq.....q...o.q..... $ooes
Chemistry S T - 1 4| 29| 41| 34| 48| S| 7| 71| 100 3.6
................ q.....q.....q..o..q..o..q..... PP IR TERRY PP YRR TR RRT TRARL A
Earth Science | 1] 1] 8] 11| 37| 53| 21| 30| 3| & 70| 100] 3.2
................ q.....q.....q.o...q..o..q.....q.o... $ovschpeaced PO L IR RRY TREY LRI
General Science | 1] 1| 10] 14| 4é] 67) 10| 16| 2| 3| &9 100| 3.0
................ Qoo-o§ooo-§ooo-§oooo§oo.o’ooo-’ooooQooo- $nosepracscpocscespecvropoccas
Physics | . | & 6] 22| 31| 34| 48] 1| 15| 71| 100| 3.7
................ q.....q...o.§..oo§.o..§....§.... $rosspaccehrcoachocncd P YRR EY TR X
Social Sciences | 28| 38| 26| 36| 18| -1 Y L L R 100| 1.9
................ q..o..q.....q.....q..o..q.....q.....q.o..oq..-.-q.-o..q...ooq....oq..... Gnose
Speech/Communic- |
ations 3 4| 18| 26| 34| 49| 10| 14 4 6| 69] 100| 2.9
................ q.....g.....q..-.-q.....q.....4....4....4...‘4....4...-4....0.... $omme
Spec Ed of |
Emotionally
Disturbed 1 1 . . 8l 11| 39| S3| 26| 35| 74| 100| 4.2
cscsssssessenses q...<.¢..o.o§..-.4....§....¢-...§..-.§..o.q.....q.o-o.q.....q.....q.....
Spec Ed of
Gifted 1 1 2 3| 35] s0| 22| 31| 10| 14| 7O| 100] 3.5
etetonsssssesssse PO YEE I R EEY TEREL 4 + PRSI T IR S REEL TREEY LRERS S
Spec Ed of [ | | |
Hearing impaired N 11 1] 17| 25| 29| 42| 22 32| 69| 100] 4.0
---------------- PR T ST TERRY TRREY TRERL SRR 4 P L IR TRERL L RE RS 4
Spec Ed of |
Learning |
Disabilities . . 4 5| 17] 23| 33] 43| 19| 26 73] 100] 3.9
---------------- B Y R TER T TEREEY TEEEL SRR 4 R EEL SRR DR RT SRR
Spec Ed of |
Mentally [
Handicapped | .1 1 7] 10] 14 19| 36| 49| 16| 22| 73| 100| 3.8
................ poeasdpocsvpoocssgtoncpocachece buccoprcsaposnepunccpongoponccponce
|Spec Ed of | | | [
[Multiply I ‘
Handicapped | -1 . o] 1« 20 33] 46| 24| 34| 71| 100] 4.1
---------------- PP IR TERRT TEREL SEEEL AR RS ¢ $erccspssccponacheococd ----|
Spec Ed of | | | [ [
Physically | | |
Handi capped . 001 11 1] 16] 36| 52| 21| 30| &9 100| 61
................ poscspressprssad- cohes epesanponccd XY LELEY X + FEEERE TR .
Spec Ed of | [ |
visually I | |
Impaired | .1 .| v 2] 16| 24| 32| 48| 17| 26| 66 100| 4.0
cesasnssansencas @occodesneprccaprascshrcschocnaponcct @scevhonane CXEERY TR
Speech 4 |
pathologist . . S5 7 15 21| 23| 33| 27| 391 70 100| 4.0
P L 2 IETRY TRREL LRERL SR
I




Continued . . .

In your opinion, how would you 0
this year (1989-90) in each of the following categories? Responses are listed for
each SUBJECT AREA.

Definitions: Considerable Surplus (1): Many more new graduates than positions.
Surpi's (2): A few more new graduates than positions. A nced :
Approximately as many positions as new graduates. Shortage (4): A few more
positions than new graduates. Considerable Shortzqe (8): Many more positions
than new graduates. '

Observations. School districts responding to this survey rated the overall job

market for new teacher education graduates and professional staff in each subject
area. Responses received from employers, listed from highest demand to lowest, are
provided pelow:

Shortage: Special education of emotionally disturbed, special education of
multiply-handicapped, bilingual education, special education of physically
handicapped, special education of visually impaired, special education of hearing
impaired, speech pathologist/ audiologist, special education of learning
disabilities, special education of mentally handicapped, Latin, physics, school
psychologist, chemistry, education of the gifted, and mathematics.

Supply Equal to Demand:s German, librarians, computer science, Spanish, strings
music, school social worker, French, earth science, data processing, reading
instruction, elementary counselor, school nurse, general science, agricultural
edugation. instrumental music, secondary counselor, vocal music, education
administration, speech/communications, biological sciences, industrial arts, early
childhood, journalism, driver education, and business education.

Surplus:  English, home economics, art education, health education, later
elementary, early elementary, social sciences, and physical education.
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This year (1989-90), what factors will significantly influence the hiring of new

teacher education graduates in your organization?

Observations: According to school districts responding to this year’s Recruiting
Trends survey, several factors will have significant influence on the hiring of new
teacher education graduates. Most notable among these will be enrollment trends
(either increases or decreases), retirements of current employees, recruitment of
high demand majors, funding for schools, and availability of minurity candidates.
Each of these factors will be briefly discussed.

The most influencial factor will be enrollment increases or decreases in public
school districts, according to surveyed employers. This will have a substantial
impact on hiring trends in school districts, as always. Increased enrollments are
occurring in some districts, and declining student enrollments are experienced by
others. Depending on the enrollment trends, school districts are either hiring or
jaying off personnel. Among those districts with enroliment increases, recruitment
of new teacher education graduates is brisk, if not frantic at times. Housing
starts, according to these employers, offer a very good indication of anticipated
enroliment increases. On occasion, current economic conditions will also influence
enroliment increases or decreases. In some districts, however, enrollments are
increasing at the elementary level and declining at the secondary levels. Almost
all districts are experiencing an increase in special education students, which
translates to need for additional special education teachers.

Retirements and turnover of current staff will be another primary factor influencing
availability of vacancies this year. According to employers, retirements are
prominent in some districts and locales, and in other districts, individuals
eligible for retirement are holding onto their jobs. When resignations occur, new
staff are hired. Otherwise, 1imited openings are experienced. Some districts are
considering financial incentives to encourage retirements.

In Wisconsin, another factor is playing a part. School districts in that state are
in the final thirteen months of a window where staff at least fifty-five years of
age may take early retirement without penalty. This may create an unusually large
number of vacancies this year, but vacancies will probably level off next year.

General economic conditions also influence turnover. When current teaching staff
and retirees can find other work, besides teaching, resignations and turnover occur,
but this year retirements and turnover are not as active as they were a year ago,
which might be a good indication of tighter economic conditions surrounding local
school districts.

Demand for minority applicants continues this year. Especially in urban and
suburban school districts, more minoritv teachers are needed. In the opinion of one
school district personnel representative, colleges and universities are not actively
recruiting these individuals into teacher education programs. In another district,
employment of minority teachers must reach at least twelve percent in each school of
the district, as prescribed by a court order.

Other high demand categories include teachers of special education, mathematics, and
sciences. Most notable in special education is a high turnover of empioyees because
of "burn out.* Employees in these positions are switching to regular elementary
assignments, so special education openings, not elementary education, are listed
with placement offices as available employment opportunities.

Q ;ﬁ
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Limited funding, stressed financial conditions, and losses of millage {ssues are
facing other school districts. As one employer described it, there is need for more
“money, money, money.* This seems to be an especially significant factor this year
in many districts. If school districts only had more money, they could hire more
new staff, and some of the hires would be nuw personnel.

Negotiations with current teachers for salaries and wages contribute to the
financial concerns in many districts. Among those districts strapped financially,
significant increases in wages will substantially decrease the availability of
positions for new teachers. If wages could be kept at a lower level, then more new
staff would be hired, but substantial wage increases mean substant’al losses in
available teaching positions.

of outst teacher education ¢ is a concern
among some responding employers, and one employer is concerned about the diminishing
supply of experienced personnel.

Anotlier influencial factor relates to active participation of new teacher education
graduates in coaching and extra-curricular activities. Since personnel are needed
to supervise these activities, school districts are looking to new hires for these
capabilities, and those graduates willing and competent to supe'vise such

assignments are given greater consideration for available employment opportunities.

Recruitine_new applicants with appropriate certification is another matter of
soncern aaong employers. It seems that many applicants are available, but they
often lack proper certification for available positions.

Other considerations of surveyed employers include effective school training;
enthusiasm to teach; experience with children of diverse cultural, racial, and
ethnic backgrounds; stirong student teaching reports; academic achievement reflected
by GPAs of 3.0 or better; and excellent communication skills, empathy, and
rapport-building skills.
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annual starting salary for new bachelor’s degree graduates on your
school district’s pay schedule last vear (1988-1989), and what annual starting
salary do you expect this year (1988-1989)7? Responses are listed for each EMPLOYER

CATEGORY.
Starting Salary|Starting Salary|
for B.A. Last | for B.A, Thig ---------
Year Year Change
--------------- Ppeecssocsnsasacen frm
Number Number Last
of of Year
Enploy Emloy -------
ers |Average| ers |Average|Percent
................ Percsscscracccacopocecssoprcssccogeccscce
School Type
Rural 16)$18,492 151$19,258 4.1
................ frecsoccsodprrscsnsspuacsncsccscpucsnvcsaPpreccccee
Urban | 46{$19,171| 43|820,298 | 5.9
................ Pecssucccpuctsanspeocconchucancosnpoccccns
Suburban | 29{$20,350| 29|s21,622 | 6.3
................ P S R R R Y TR R R RN LR R
rall Totals | 91]$19,428| 87|$20,560 | 5.8

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

Regions

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

Southwest
R Seo

{uverall Totals

Starting Salary|Starting Snlaryl
for B.A. Last | for B.A. Thig *-<c-*--"
Year Year Change
............... feescsssssusccce from
Number Number Last
of of Year
Employ- Employ-}]  |-c-c==eee
ers |Average| ers |Average/Percent
Ppesccone fpoesscce fpoosacee Ppeecence fpeeccsae
10|%20,770 10|%22,463 8.2
Ppeoseccese Ppocsacse posecese $soscacs fpesensne
I 8|%20,126] a|s21,272| 5.7
$oesacce peocccns peescnas P eccens Ppeesoncns
| 48)$19,358| 45|$20,445 | 5.6
fperoccesce fprouccas poeccance $ooescee FY RIS
I 10]$18,599| 10|819,820| 6.6
e esossee $recccas posscsace poocsace oo
| 5|%$16,588| 5|$17,429 | 5.1
fperoccssne $Peeocccse $Poecesae Peeeceon Ppeecocesse
| 9|%20,306| 821,197 | 4.4
Preances Peesancs Ppoescase ,msecessm $renesee
| 9N[$19,440| 86|$20,578 | 5.9

Observations: The average annual
starting salary expected this year for
new bachelor’s degree graduates with no
experience is $20,560, according to
surveyed school districts.

Suburban school districts expect
starting salaries slightly .igher than
the average. In these districts, an
average of $21,622 is expected. Urban
districts are expected to pay $19,171,
and rural districts $18,492.

Increases from last year averaged 5.8%
for all surveyed school districts.
Suburban districts increased their
starting salaries an average of 6.3%,
urban districts 5.9%, and rural
districts 4.1%.

Observaticns: Starting salaries for
teachers and other education
professionals at the bacheior’s degree
level also varied by geographical
region of the country. Highest among
starting salary averages for this year
were school districts in the
northeastern region ($22,463), the
southeastern region ($21,272), and the
southwestern region ($21,197).
Averages expected in other regions
were: northcentral ($20,445),
southcentral ($19,820), and
northwestern region ($17,429).
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Continued . . .

What was the annual starting salary for new bachelor’s degree graduates on your
school district’s pay schedule last year (1988-1989), and what annual starting
salary do you expect this vear (1988-1989)? Responses are listed by EMPLOYER SIZE.

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

Starting Salary|Starting Salary|
for B.A. Last | for B.A. This c+-reveee
Year Year Change
............... #osscssccccscssc| from
Number Number Last
of of Year
E"ptoy Emloy -------
ers |Average| ers |Average|Percent
................ PeouvsccpuccscssopuosscssosdoccccscsPoccvoce
School Sizes
1-99 718$16,512 7|817,225 4.3
................ PecosccccdpoccccctoPprrtoccscscPoenvcesodoccvoce
100-499 i 29]$19,409| 27|$20,349 | 4.8
................ $recccsncPpreccosccPposncccscPoocccsvodpracosane
500-5%% | 21|$19,568| 20|$20,950 | 7.1
................ PeeccscvedponcvsocPporscvrccPrecscscsPoveccoe
1000 4969 | 26|$19,788| 25|$21,074 | 6.5
................ Pevecccchocsccsccdpronccsoschproncscscohoncncce
S000 9999 | 6|%21, 119| 6|322 315] 5.7
................ $eecacsccprecsvncponncscsodroes cedposssanse
10,000+ | 1 $19,000| 1|$20,000] 5.3
................ Poeouce PrusncunPpronccncProveccscdroccsoe
Overail Totals | ¥0|$19,440] 86|$20,578| 5.9

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

Observations: Size of school district also influences starting salaries, according
to surveyed school systems. Except for starting salaries in one school district
with 10,000 or more professional staff, starting salaries are higher for larger
school districts. Those districts with 5,000 to 9,999 employees are expecting to
pay $22,315, districts with 1,000 to 4, 999 employees are expecting to pay $21,074,
and school systems of 500 to 999 empl.yees are paying $20,950. For school systems
of 400 to 499 employees, the average is expected at gzo 349, and districts with
fewer than 100 employees are expecting to pay an average of $17,225 this yeav,

()

<
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What was the

experjence on your schoo1 district 's pay schedule 1;;;___;:_11255_12521 and what
this year (1988-1989)

annual starting salary do you expect
for each EMPLOYER CATEGORY.

Starting Salary|Starting Salaryl
for M.A. Last | for M.A. Thig --=--=-°"
Year Year Change
............... Pecssssssnssssns from
Nunber Number Last
of of Year
Emloy Emloy ooooooo
ers |Average| ers [Average|Percent
................ $reccsocsposcscccoprcesscssphrocoscccshucscccee
School Type
Rural 10]$20,281 10|%21,320 5.1
................ $ooscccodeecscscoposcsccopossunces puossoscoe
Urban | 39|$20,805| 36($22,026 | 5.9
................ $socsscoprecescadrcccccsPprcccccs hososcce
Suburban | 25|s22,091| 26|%23,52% | 6.5
................ $escccsoproconcchoccssecdeccccce heocscsos
Overall Totals | 74)%21,169| 72|%22,469 | 6.1

Responses are listed by GEOGRAPHICAL REGION degree graduates by 6.5%.

Starting Salary|Starting Salary|
for M.A. Last | for M.A, Thig =-ccc----
Year Year Change
--------------- $ossccssaccsssse from
Number Number Last
of of Year
Emloy Enploy .......
ers |Average| ers |Average|Percent
................ dosccsonpeccccccshracssncodocccccapeecccsne
Geographical |
Regions
Northeast 9|22 497| 9]%24,406 8.5
................ $osoccsosspescsccoposssscoaducaccsspracoccse
Southeast | 5(%22,510| 5|$23,604 | 4.9
................ Poacscccpocscscoacdecsecnnchusssssehrocccne
Northcentral | 37]s21, 284| 36|$22 486 5.6
................ PesssssoPpocnsccchocsss-ofposacsscnpeoocace
Southcentral | 10|$19,208| 10|320 554 | 7.0
................ PecssssoPproccssodpocsssosaPpuccocsachocsesce
Northwest | 4|$19,585| 4|$20,563 | 5.0
................ $PucsceceodprcccccohecccnctoPprocsanssproncace
Southwest | 8|s21,785| 8|s22,846 | 4.9
................ R A T R T TR EERY TR R IR P R
Over: | Totals | 73|$21,195| 72|%22, 469| 6.0

Observations: According to surveyed
employers, size of school district has a
significant influence on starting salaries
expected for master’s degree graduates.
Expected starting salary averages for this
year were $24,081 for school districts
with 5,000 to 9,999 employees, $22,368 for
school systems with 1,000 to 4,999
employees, and $22,713 for districts with
500 to 999 employees. Smaller school
districts expected lower starting
salaries: $22,173 for districts with 100

to 499 employees and $.0,720 for employers
with one to 99 employees.

? Responses are listed

Observations: The average annual
starting salary expected this year for
new master’s degree graduates with no
prior experience is $22,469, according
to surveyed school districts.

Suburban school districts expect
starting salaries this year to average
$23,523; urban districts, $22,026; and
rural districts, $21,320.

Increases from last year averaged 6.1%
for all surveyed school districts.
Suburban districts expect to increase
their starting salaries for master’s
For urban
districts, an increase of 5.9% is
expected, and for rural districts, a

"5.1% increase.

Observations: Starting salaries for
master’s degree graduates are expected
to be highest among school districts in
the northeastern region ($24,406),
southeastern region sszs 604). and
southwestern region ($22,846).

Responses are listed by EMPLOYER SIZE.

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

Starting Salary|Starting Salary
for M.A, Last | for M.A. This l-.-eeenns
i Year Year Change
............... $essscssscsansse from
Number Number Last
of of Year
Employ Employ-| = |-------
ers |Average| ers |Average|Percent
................ IR RN NRTY RN NEY LTI P S
Schaol Sizes
1-99 3|$19,740 31$20,720 5.0
---------------- PuscescaPpoeccccnadprsecacoPuoncasadasecaans
100-499 | 22|s21, 137| 22|$22 173 4.9
................ LI RN ERNEY LEERRREY TR Y T I e T Y
500-999 | 18821, 094| 18|SZZ 713| 7.7
................ L S A,
1000- 4999 | 24|$21,119| 23|$22 368| 5.9
................ $reoccoscPprerccscdhucecscscdrrccccsdrocsana
5000 9999 | 6|822,737| 6|$24 081| 5.9
................ LIREREENY IRNERNERY TRENENEY LIRS g
{0,000+ | 0| | 3| |
................ Precccscpucccerchucnscsoncdhrcccatodransanse
I
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How manv campuses did vour sc
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visit for recruiting purposes last year
and how many campuses does your school district expect to visit this year

Observations: According to school
district responding, an average of 13
crmpuses were visited for recruiting
last year. Average estimates for this
year’s campus visits are 14 per
employer. Among surveyed employers, an
average 9.0% more campus visits are
expected this year,

Urban school districts each visited an
average of 17 campuses last year and
expect to visit 17 each again this
year. Suburban districts visited an

(1988-89;,
(1989-90)? Responses are listed by EMPLOYER CATEGORY.
Campus Visits | Campus Visits “<+------e
Last Year This Year Change
............... $eoecsccsssrnsses frm
Number Number Last
of of Year
Eﬂploy Emloy .......
ers |Average| ers |Average |Percent
................ Pescssespocccssspescscscsosdprscaccs poccccee
School Type
Rural 17 2 17 3 12.2
................ $esssscepessecsoposcsccccdrcscncsccProcnces
Urban | 43| 17| 45 17} 4.5
................ $recscccepscscsncpoencscsadpecsansosPpaccccce
Suburban | 29| 13] 27| 16| 15.9
................ ..................Q..-....*.......-.-..-...
Overall Totals | 89| 13] 89| 14 | 9.0

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

average of 13 each last year, and expect
to visit about 17 each this year. For
rural school districts, very few campus
visits were conducted (2 each) last
year, and an increase to 3 each is
expected this year.

How_many interviewing schedules did your school district arrange for recruiting

purposes on college campuses last year (1988-89), and how many does your school
district expect to arrange this year (1989-80)? Rusponses are listed by EMPLOYER

CATEGORY.

Interview Interview I
Schedules Schedules
Arranged Last | Expected Thig *°-°**°**
Year Year Change
............... $esacesccccensss | from
Number Number Last
of of Year
anloy Eﬂploy .......
ers |(Average| ers |Average |Percent
Wweossane pucscsssce $recsccee Feee soee Pprssecee
13 28 14 26 -8.1
Preccces $esscce. doocsssse $seeecccdenncnes
| 32| 97| 34| 115 | 18.8
$ooceces Pecscscse oo s cccae Poows o feeccscnce
| 23| 75| 23| 169! 125.4
$reccans $oosen doececen $eeccces Precacce
| 68| 76| 71| 115 | 50.6

Observations: Surveyed employers expect
to increase on-campus interviewing
schedules by 50.6% this year. Suburban
school districts are expecting the
greatest increases (125.4%). An
increase of 18.8% is expected from urban
districts, and rural districts are
expecting to decrease interviewing
schedules by 8.1%.
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wmwﬂﬂﬁuf%mm& from your school
district last year (1988-89), and if your school district reneged on any offers of

e last year, how many new college graduates were involved? Responses are
1isted by EMPLOYER CATEGORY.

Number of Observations: Among 86 n~mployers responding )
Students  |Number of Orgs.| - t0 this question, 616 cases were reported of
Reneging Last | Reneges Lest new college grejuates reneging on offers of
............... #eeceeeeenneeees|  gmployment from school districts last year. '
Number Number The highest numbers of cases were reported by

] . urban school districts, a total of 544 cases
E"ﬂ:y RI?;:; E":LSY n:::::s or an dverage of 12 ca’ses each. '

School Tvee ... Employers also reported cases of their
Rural 16 36 16 o| organizations reneging on offers of
pamTnneee el sl n ?Tfmﬁg': to graduating students, a total of
................ $ocsccsoPpoeccccsvpsavecssPreosvans (]
Suburban | 26| 36| 28| ] 3'.7

I

Within five (5) years after joining your school district, approximately what
percentage of new teacher education graduates hired with only bachelor’s aegrees
will probably obtain master’s degrees? Responses are listed by EMPLOYER CATEGORY.

Obtaining M.A. Observations: Of new teacher education
within Five graduates hired by employers with only
............... bachelor’s de?rees, approximately 36.7%
Number probably obtain master’s degrees within
EmmLoy- five years after joining the schiol
ers |Percent districts, according to surveyad
---------------- MERAER AR employers. The highest percentage was
School Type reported by suburban school districts
Rural 16| 30.3 (41.9%). Rural schooi districts
---------------- #eemeneedacianes reported the lowest percentage (30.3%).
UreRn e 1.5 38 Urban districts almost matched the
Suburban | 23] 41.9 average (36.4%).
Overall Percent | 84 36.7

| &8




When interviewing new teacher education graduates for employment in your school
district, what are your_¢ ?

Observations: tivation an onality: Tell me about yourself. What motivated
you to enter teaching? What are your long range-career plans? Why have you
selected education as a profession? Tell me about the teacher you would most 1ike
to emulate. Why did you decide to enter the field of education and your subject
area in particular? Why did you want to become a teacher? What do you enjoy most
about teaching?

What do you feel would be the most significant contribution you could make to our

organization? How long would you plan to teach at this district? What is there

about you that would cause a district to hire you over others? Are you interested
in moving to this area?

What are your future career goals -- educationzl and professional? What do you
expect to be doing five years from now?

Academic Preparation: What are your areas of certification? Tell me more about
your other college coursework.

Student Teaching Experience; Describe your student teaching experience. Please
tell me about your practice teaching and other work experiences with children. Did
you enjoy your student teaching? Tell me about your class during student teaching.
What was the highlight? What was the worst problem you had? How did you handle
it? How did you generate the desire to learn in your students? Describe one
activity or lesson that you were particularly proud of that you accomplished during
gour ?gudent?teach1ng experience. What adjectives would your students use to
escribe you

Did you have any discipline problems? 1Ii not, how do you account for that? If so,
what bﬁhavior modification program did you use? How would you judge your success as
a teacher?

Describe your community and psrent involvement. What evidence can you cite of
rapport-building in your teaching experiences? Are you abie to teach minority
students? What are your strengths when working with students?

Teaching Techniques and Stvle: What approaches or techniques work best for you in
teaching? Explain your style of teaching--strategies, methodologies, techniques.
What innovative ideas would you like to use in your classroom? Describe what I
would see if I walked into your classroom while school was in session. What area
would you like to strengthen? What is your grading philosophy? What are the traits
of a g?od teacher? Please tell me -about your best, worst teaching experience
scenario.

What do you feel are your greatest teaching strengths? What seem to be your
greatest teaching weaknesses?

In what kind of work environment are you most comfortahle? (Look for: Poise,
interest, hurianistic attitude, attitude on interrelation of school, teacher,

. administration, community, communication--verbal/non-verbal. Indication of lesson
design techniques. Attitudes toward student, parents, community, co-workers.) How
do you feel about the self-contained classroom? Departmentalized upper grades?

o
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What lesson components do you include in your teaching? Do you believe in
detailed lesson plans?

Why should a student take a course in your particular discipline? How would
you approach your first assignment? How would you incorporate all aspects of
the curriculum in your lessons? What goals do you establish for yourself in
this setting?

How do you accommodate individual differences? What experiences do you have
with implementing individualization? What steps would you take to improve a
student’s self-concept? What techniques would you use to motivate students?
How would you motivate the hard-to-reach child? What techniques do you use to
:eachistudents? What responsibilities will your students have for their
earning?

What is your philosophy of disciplining? What are your fdeas about
discipline? How do you teach reading and/or how do you effect good classroom
management? What are your convictions regarding discipline? Should teachers
paddle students?

Would you feel comfortable when teaching the educationally and culturally
deprived child?

What is your greatest concern when in a classroom? What is the role of the
teacher in the school? Why are teachers becoming more militant?

What are your extra-curricular interests and hobbies? How would you supervise
others? Are you willing to accept added responsibilities?

How do you receive feedback, appropriate criticism? How will you appraise your
teachin? performance? How would you define teaching as a job? As a
profession? How do you keep current in the field? Are you prepared to work
extended hours? Attend inservices?

er: What do you think you could contribute to our
school system? What do you know about our school district? Town? Why do you
want to be a teacher in our district? What do you wish to contribute to our
school and our children? Have you thought about life in a rural area? Where
is xyz, Michigan? Are you willing to relocate?

Hypothetical Questions: What would you do if: (a) You caught a student
cheating? (b) A student never had his/her homework completed? (c) A student
seemed to be an outcast in the class? (d) You knew a student had a very

. serious personal problem?

How would you communicate with parents? How would you start your first day of
school with students?

How will you go about meeting the needs of exceptional students? Describe the
best teacher you have known. How would you respond to a situation like xyz?

How would you handle an incorrect oral answer? Do you view the role of the

teacher as instructor or facilitator? What strategies do you use to evoke
higher order thinking?

90
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How important is it for you as a teacher to assist in the development of a
positive self-concept in students? How would you do this? What is your
greatest strength as a teacher? What evidence can you share that students
learn and respond to you better than most?

Explain those teaching strategies that have been most success for you. Why? If
money were unlimited, how would you improve education?

Please give examples of effective lessons, classroom management, learning
styles, teaching methods, interpersonal skills, communications.

Structured Interviews; Some employers use structured interview formats (i.e.
Ventures for Excellence--Teacher Selection, Teacher Perceiver Interview from
Selection Research Inc., and Targeted Selection from Developmental Dimensions
Inc (DDI). Situational-type questions are used (i.e., What would you do
if...? How would you ...?).

Some districts have designed their own interview formats covering mi:sion,
organizaticn and planning, instruction, curriculum, evaluation, classrcom
management, and interpersonal skills.

Another form of structured interviews are the psychological basis interviews.
Questions are general and lead to questions involving higher thought
processes--always metacognition--always background (beginning open
ended)--always teacher effectiveness type questions. In these situations, a
standard form is used, and all applicants are asked the same questicns during
each interview.
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What suggestions do vou have for new teacher education graduates when interviewing
for job opportunities with school districts?

Observations: When advising new teacher education graduates on preparations prior
to interviewing, responding employers had some very good suggestions. Most notable
among these was a3 recommendation that graduates - the

. It would be advisable to ant1c1$ate employer questions and prepare some
succinct answers that will adequately describe your prior teaching experiences.
Emrloyers recommended a familiarity with current educational theories related to
effective schools and effective instruction. Some of the specific recommendations
offered by surveyed employers for teaching candidates are listed below.

1 is needed, and
certainly walk into an interview in a relaxed but not slouching manner. However,
arrogance is not appropriate either.

Make certain that you have gn_gzggl]gn;_5;gggn;_;gggnjng_§x¥g:1gngg and receive high
recormendations from these experienic: New teacher education graduates are

primarily judged by recommendations .<¢sivc1 from these experiences. Have a clear
mission and accurate understanding of ... --als for the educational program you are
providing. Be prepared to describe your experiences during student teaching,
specifically things related to classroom management, curriculum development, and
instructional techniques.

Gain other teaching experjences besides student teaching. As a substitute teacher
or in another teaching capacity, work in a desegregated environment with children
from varied cultural, racial, and ethnic backgrounds. Individuals with more
teaching evperiences will receive greater consideration from prospective employers.

Be prepared for a varjety of interviewing tec! . Each employer has their
preferences regarding good questions and good interviewing strategies, so be

prepared for quite a variety of methods. An interviewee should know how he/she will
respond to questions posed by employers.

Y. Those who look their best, present a professional appearance,
and are on time will make an excellent first impression, which is very important
with prospective employers.

Present a neat, complete resume. Make sure your resume and teacher application
(typed) ar2 error free! Don’t try to impress employers with handouts. And for

secondary education majors, know North Central requirements for your major and minor
subject areas.

Show comfort and a straightforward manner when interviewing. Have practice
interviews, possibly with the principal at the school where you practice taught. Be
truthful, but don’t be afraid to ask for clarification, and don’t be afraid to say,
“I don’t know the answer to that question.*

Majntain excellent eyve contact throughout the interview. Use of appropriate English
grammar, a strong voice, and varied inflection are suggested. Be careful of “you

know* and "ya." Smile and have a pleasant manner. Speak with animation, and
demonstrate some humor when appropriate.

Ask questions if you sincerely have them, but do not feel obligated to ask inane
questions. Don’t talk too much!
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about your expectations, concerns, and
locational preferences. Present a confident image; demonstrate an assertive,
upbeat, and out-going personality; and be enthusiastic about 1ife and teaching.

Organize vour thoughts before speakind. Give answers with specifics or
examples in addition to belief statements. Have opinions. Stress quality and
a child-centered orientation. Answer questions with complete, but concise,
answers. Do not use too many "pat answers. “Sell" yourself into a job you
really want. Don’t answer questions with just "yes" or "no."

Candidates should 1isten to car s and if misunderstood,
request that the question be asked again. At times, candidates talk for a
lengthy period, but they do not really answer the question. Bring samples of
lesson plans and me.erials used when student teaching. Study the literature
about an institution. Always visit the school and staff before signing a
contract. Know where the district is located and something about the system
before interviewing.

Be_prepared to coach, direct physical education activities, be a club advisor,
or supervise other extra-curriculars.

p ) aft erview. Follow up in
writing, but do not "bug" the personnel office with too many phone calls (i.e.
the habitual caller). After each interview, review what happened and plan how
you could do better the next time.

Become certified in an area of demand rather than those of considerable
surplus, if you do not get a teaching position right away. And most of all,

don’t worry too much, because most new graduates do very well when
interviewing!

WO
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What is the attitude of your school district towards hiring
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are listed by EMPLOYER CATEGORY.

Attitude toward
Handicappers
Hiring

Hire them if
they are the

Always

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

most qualified s8| 72 17| 21 é 7 .
................ Ppevsepraseshescs e eesceponccd +* oo
Find appropriate

tasks for

handicappers 18] 24| 23] 31| 23] AN gl #
................ $rescpecschpocschocnchosvepe PR XY X +*
Subject to same

hiring

procedures so| 70| 19] 23 2 2 4 S

Some*
| times

Almost |
Always

I Seldom I Never
......... @eccssssenhocssssscscpeccocncespoccccurocd $osssecscndeces
N |[PCTN| N |PCTN| N [PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
...0....*....*....0.--.¢....¢....¢....*--..*-..-*-...¢.... $ooss

Total

Tot-

|Response | al

handicappers? Responses

Observations:
surveyed school
districts, handicappers
are hired if they are
the most qualified
applicants. When
applying for Jjob
openings with surveyed
employers, handicappers
are expected to follow
regular interviewing
and hiring procedures.
Almost always (55%),
special efforts are
made to find
appropriate assignments
for handicappers.

Among

How many handicappers were hired by your school district last year (1988-89), and
expect to hire this vear (1989-90)

how many do you
EMPLOYER CATEGORY.

Handicappers Handicappers
Hired Last Year|Hired This Year
............... $ocscenccccences
Number Number
of of
Employ-| Total |Employ-| Total
; ers | Hired | ers | Hired
................ $eessncspunnsucshoscecnsprrcccse
School Type
Rurai 15 1 8 0
................ fresescspusnnssspssacsssgrssvecn
Urban | 39| 85| 15] 23
---------------- GPete.toopusssssaqeensssspasacsos
Suburban | 27] 25| 12| 17
................ forocasscpasoseschastasncpessscss
Overall Totals | 81| 11| 35| 40

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

- L
S
~

I

? Responses are listed by

Observations:
districts last year, 111 handicappers were
hired, an average of 1.3 each.
surveyed employers anticipate hiring an
average of 1

Among surveyed school

.1 each.

This year,

Urban school districts hired more
handicappers per district (2.2 each).
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Does your school district train new recrujters before they visit college and/or
university campuses for interviewing? Responses are listed by EMPLOYER CATEGORY.

.................................................. Observations: Training of new recruiters
. frain N"v?;?:‘;;;m betore before they visit college and university
""""""""""""""""" campuses for interviewing is accomplished by
...... e A 63% of surveyad school districts. The
. Number Number highest percentage of training is provided by
o - suburban school districts (72%) and urban
nfr:Y Percent tm:"y Percent districts (63%). Of rural district, 42%
................ @eeccccedecscscccodescscccdaccsans prov*]de recrlnter tra*]n*]ng pr*]or to campus
School Type ... visits.
Rural S 42 7 58
Urban | 25| 63| 15| 38
Suburban | 21| 72| 8| 28
Overall Totals | 51| 63| 30| 37

Which of the following recruiter training programs are provided by your school
district before new recruiters visit college and/or university campuses?

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

Observations: School

Response Categories
...................... ;.......................... roeal |t districts most often
Almost ome- otal |Tot- rovide recruiter
{ Al I | R { P
Mutys | Mvays | times |Seldom | Never IResponse 1%.| training programs
N |PCTN| |[PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN featuring information
é;;;;‘;;;; ....... Penccheccchoccschoccchocccdocsccds odncccdoccadocscadecoecdhocccdocas on ]egality of
Training interviewing questions,
---------------- questioning and
General training 1ﬂt9!‘V‘|GW1 ng
by coll.
relation staff ol wl 1| 2| 7| 16| 11| 25| 19| 3] 44| 100| 3.8| techniques, development
.-...--.. ........ $eccopscccdoacedeccsdecccdocandprcccdtoccdoscsadesccdrscadrosadronae °f a pr0f1]e for
2:;::?;;°:ith qualified applicants,
recruiters 20| 40| 17| 3¢] 10| 20| 1| 2| 2| 4| so| 10| 2.0{f On-the-job training
;""; .......... oo csedeccssdecsadecachocccdposccdacccdocccdosccde codansodoosssdocse with another recru]ter’
ractice
interviewing 16) 34| 10| 21] 12| 26| 7| 15| 2| 4| 47 100| 2.3 review of data on
................ deibieiidiseebeatadesraderioboserdecnctecocdecacteratmnaasenna| SUPPlYy/demand and Jjob
h’?ﬁ?:ﬁ‘:ﬁim 17| 35| 3| 27| 9| 9 1| 2| 8| 17| 48] 100! 2.4 market trends, resume/
................ SRS S0 S0 Sl SRS S U S SO SUSS Vb0 SRond Shond -1 ) 1 R [ 3 1.1,
Develop nrofile interpretation,
of a qualified practice interviewing,
wplicant .. el T BT AL B L 8Ll and an understanding of
Legality of hiring quotas.
intérviewing
questions 411 79 % 17 2 4 . . . .| 52| 100| 1.3
ceseccttcacenns LR N L LERET TEERL TRREY TYREY SRTEY TERRY TR PR TRY TEEEY TR TR T
EEO requlations| 28| s8] 10| 21| 5| 10} 1| 2| 4| 8| 48| 100|1a
.................... Preccpecsctdpocccprectsdpotecdecccdhecachrccchucsodpenccdpacsscdacasn
Questioning &
w interviewing
techniques 29| 58| 16| 32 51 10 . . . .} 50{ 100| 1.5
................ $recsdecced oo Y TRYRY PRRPEY TRRETE VINEY TRIIRY WPy o G s $eeee
Review data of
job market *
. trends 16| 33| 16| 29| 13| 27| 4| 8| 2| 4| 49| 100] 2.2
................ drcecdercchoccadoncscpocccdeccchocsncdracodroncdocccdroccdaccschoss e
Sensitivity
training 6| 13| 9| 19| 11| 23| a8} 17| 13| 28] 47| 100| 3.3
................ #ecccthevccdrcccpocccpecccpecccdecccdriocadunccdeccadectcdorccdonte
Resume
interpretation 19| 39| 13] 27| 10 20 4| 8| 3| 6| 49| 100] 2.2
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Does your school district certif on
campuses? Responses are listed by EMPLOYER CATEGORY.
"""""""""" Certify Staff as Recruiters |  Observations: School districts seldom (13%)
------------------------------- certify staff personnel as recruiters before
______ Yes 1. .. M I they visit colleges and universities.
Number Number
of of
Employ Employ
ers |Percent| ers |[Percent
School Type
Rural . 11 100
Urban | 71 19| 30| 81
Suburban | 3] 11] 24| 89
Overall Totals | 10] 13 65| 87

How many total hours of training on the average are provided by your school district
to new recruiters before they are allowed to interview on college campuses?
Responses are listed by EMPLOYER CATEGORY.

Train New Observations: An average of 8 hours of training is
Recruiters provided by surveyed employers to new recruiters before
Nubar they are allowed to interview on college campuses.
of |Average|
Employ-| Total
ers Hours
................ eononvvdpnonscen
School Type
Rural 7* 3
L.:;'ban i 26| 8
S;Jburt;an | 26| 10
Overail Totals | 571 8

On the average, approximately how many hours of training per week (excluding

on-the-job training) will new teacher education hires receive during the initial six

(6) months on the job in your school district?

""""""""""" TN Observations: An the average, new teacher education
Teachers the graduates hired by surveyed employers will receive an
First 6 Months average of 14.4 hours of training per week (excluding

ben 1T on-the-job training) during the first six months on the
of | |Average Job. More hours of trairing are provided by urban
Employ-| Hrs school districts (16.8 hours) per week.




Does your school district utilize the following preemployment checks when
considering new teacher education graduates for employment?

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

Response categories
| Almost Some- Total [Tot-
Always | Always times Seldom Never |Response | al
------------------ foemssanmsadroscncnsshonncnscecshesococascpen
N |PCTN| N [PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
---------------- $oocspecsssdencchoccscpusosgecssspocnced PO TEREY TERRY TRERT DR
Informacion
cbtained when
hiring
History of
eriminal
convitions 58| 66 3 3 8 9 6 71 13| 15| 88| 100| 2.0
................ P T TR TR R RY TR ET TERRY TERYY TEREL IS RS AL AN
History of
excessive
alcohol use 22| 26 é 71 N 131 13| 15| 33| 39| 85| 100| 3.3
................ feocopeccchecscshoscsapucsaahoccshusonhroceprocsgoncepuconponcadoons
Record of drug
abuse 271 32 é 7 ol 11! 12| 14| 30| 36| 84| 100| 3.1
---------------- #-.--#----#----#.---#.---*..-.*--.-#..-.#---.#-.-.#-.--*---.*.-.-
Inv :lvement in
litigations 14) 16 s| 16l 18| 13| 15| 41| 47| 88| 100| 3.7
................ docoopocscpoesscdusaosponcepucsnpocnchecsshoccnpoconpuccchoccchaces
Lie detector
tests . . 1 1 3 31 84| 95| 28| 100| 4.9
................ $ocsopascspraccsdonscspucsapoanaposcscdascchaccsdrcccdoracprccchonn
Psychological
tests 2 2 . . ] 2 4 si 771 91| 85| 100| 4.8
tecetsvnmcenvonsn $aseapoocadocscshocsapasssossvponcodocncd scapacovhocacprvnchocas
Aptitude tests 5| 6] 2 2| 71 8 6} 7 65| 77| 86| 100| 4.5
................ $ecnsducachoncoposcoduccapossofhucnchortcchocschacochunnapucscnpacae
Security |
clearance checks| 101 M1 . . 7 8 7 8| 64| 7| 88| 100] 4.3
................ $oscodpocvspocccshecccdrscepocechucschrancpuroccgrcscheccchosschnces
National
Teachers Exam 16} 22 3 4 91 12 71 10| 38| 52 73| 100| 3.7
“esessecemcnnmne R I Iy e X P SRR TREEY SENEY TREERL IR ERE LR ERL SRR
State test for
teacher
competency 241 34 2 3 2 3 3 4| 39| 56| 70| 100| 3.4
Observations:

graduates for employment.

According to surveyed school districts, information on a history of
criminal convictions is almost always used when considering new teacher education
Sometimes used are a record of drug abuse, state

competency tests, and a history of excessive alcohol use.

Seldom used are

* information about involvement in excessive litigations, the National Teachers Exam,
and security clearance checks. Almost never used are aptitude tests, psychological
tests or lie detector tests.




Where can undergraduate students (freshmen and sophomores) get the best advice about
_opportu ?

Response Catego-‘es
Almost Some- Total |[Tot-
Always Always times Seldom Never |Response | al
......... Joscescccedrcsconcccprcccsscecsshusscssioshorccecsccchonse
N |PCTN| N |PCTN| N |PCTN| N |PCTN| N [PCTN| N |PCTN|MEAN
sesssssesensencoe decssprccsPpevtchocschocvcshsscchooschoscspocsachosanchracchsttopoces
Advice on career |
opportunities
Faculty 12] 18] 14| 18| 44| S6 7 9 1 1| 78] 100] 2.6
oooooooooooooooo $rocepocccpoccchocccpocccheccodoccscpocscchosachosachscscschsscspoccs
Academic
advisors 12| 16} 15| 20| 37| sSO| 10| 14 . .| 74| 100] 2.6
................ deccepeccchecsvchoccchocschoccnpovochosccpossosposcchoccchoccsspeces
Career planning
staff 24| 31| 30| 39| 19| 25 4 ] . .| 77} 100] 2.0
................ decccprccchoeccchoccchoccchocccpocscohscsspocsachocscchoccchoccophocce
Placement office
staff 291 37| 30| 38| 19| 264 1 1 . .| 79} 100] 1.9
................ doccopocccpocccpocccdhecccdocccdhrccchoescoheccchocacheccchoccscphocns
Parents | & S| 7| 9| 4 S9| 17| 23] 3| 4| 75] 100] 3.1
................ dovcspoccspoccodhrcccpeccchoccschocsccposachoccchoccchoccchoccohocee
turrent ’
employees of
your org. 231 29| 31| 39| 23] 29 1 1 2 3| 80| 100] 2.1

Observations: According to surveyed school districts college freshmen and
sophomores can get the best advice about poteritial career opportunities in education
from college placemen: personnel and career planning counselors. Alsc recommended
as almost always relizole were current employees of a school district. College
faculty, academic advisors, and parents were identified as "sometimes" being good
sources of career information.

1)
8
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What changes do vou foresee during the next five (5) vears that will influence the
ggali:ications needed in new teacher education graduates hired by your school
strict?

Observations: Changes fores dur1n? the next five years by school districts that
will influence qualificatio. 1eeded in new teacher education graduates include more
emphasis on technology and computer skills, greater emphasis on at-risk students,
and 2 stronger academic program, according to survayed employers.

. j1ity* is being voiced by state legislators and
parents. More legislation is being passed by many state legislations that requires
education of at-risk student, maximizes dropout prevention, and establishes high
school graduation requirements.

An increase ir special education programs required by state lejislatures and
necessitating more special education teachers and especially speech therapists is
occurring. Thus, demand has increased for speech therapists and teachers of the
learning disabled, emotionally disturbed, and mentally handicapped. Also receiving
legislative attention is the requirement that special education youngsters be placed
in the least restrictive environment and that these individuals receive an inclusive
education (mainstreaming).

More emphasis on technoloyy and computer skills will be needed to integrate
computers into all curricular areas. According to suriayed employers, computers in
each classroom will be a fact of 1ife within the near future.

More appropriation of public funds will -be forthcoming to pay for education of all

= + At the same time, a shortage of early childhood,
kindergarten, and first grade teachers is expected to affect the quality of
education received by these young children.

More specialization of middle school studies will require special certification for
teaching at that level. Additional efforts will be required of employers to recruit
teachers with special skills and abilities to teach students at this level (6-8
grade levels).

n_increased focus on drugs cohol awareness, child abuse, teenage ancy, and
AIDS will require more professionals especially trained for this task. With the
changing family structure (more divorces, more single parent homes, and more homes
with both parents working), educational systrms arz facing more of society’s ills,
and more utilization of community agencies is expected.

Added need for bilinqual teachers (i.e. Spanish/English, etc.) will be critical.
The influx of Cambodians, Vietnameses, Haitian, Creole, and other displaced persons
continues, so more teachers of English as a second language (TESOL) will be needed,
especially those people trained specifically to deal with these populations.

Sophistication in multi-cultural, multi-ethnic sensititivity will be necessary. And
versatility in teachers will be expected. Mobility of people from one geographical

area of the country to another, or from another country to the United States, will
cause changes in the school systems. Another factor will be the increase percentage
of population representing minority groups (i.e. Blacks, Hispanics, Asians, etc.).




Eive-vear toacher education programs are another factor expected to influence

educational systems within the near future. In the State of Tennessee, for

instance, most colleges and universities have five-year programs, with the

fifth year spent in the classroom. Some graduates of these programs have

already been hired by 1ocal school districts in Tennessee. These programs are .
expected to negatively influence the supply of new teacher education graduates,

since it will take five years of college rather than four to become employed,

but the quality of new graduates is expected to {ncrease.

Certification testing will be required by more states and.quite possibly a
national certification exam will be required. One respondsnt alluded tn
"overkill* among state certification agencies when attempting to insur. that
all teacher education ?raduates are qualified applicants for teaching
positions. Quite possibly, according to this employer, the exams might not be
worth the effort. In addition, changes in state rules and regulations
pertaining to certification are occurring at a very rapid rate. And more
school districts are requiring one subject area major and at least one minor of
all teachers hired by their districts. All these factors are keeping school
personnel administrators quite busy.

©

ERIC

N




-81-

What do you consider as the _mos'
for employment in your school district?

Observations: Several problems are most persistent ones when recruiting new teacher
edu$at10n graduates for employment in school districts, according to surveyed
employers.

Minority applicants are few and far between, according to 22 surveyed employers.
Especially needed as role models are Black and Hispanics teachers for all K-12

academic programs. The shortage of minority applicants is compounded by not knowing
the school district’s needs for new teachers in time to offer employment especially
to minority teachers. The objective of these districts is diversification.

who inte g are unwilling to accept a position witn
some school districts. Applicants are unwilling to sign contracts at the
interviewing time. Some districts are experiencing new teachers failing to show up
for the first day of school, and after failing to let the district know, they are
going to teach in another school system. .

Other teacher candidates are so very anxious to get a job that they often sign with
the first offer. This is a problem for a few large school districts, since they are
usually not able to select staff as quickly as smaller districts.

High demand majors are difficult to recruit-- too few graduates are available
positions. Included in this category are bilingual, special education, mathematics,
and sciences teachers; physical therapists; speech correctionists; school
psychologists or diagnosticians; aud minority teachers. In some geographical
lgcazionsa employers report that they are lowering their standards in order to meet
e demand.

Teaching fields with low market demand and an oversupply of applicants are
industrial arts, home economics, physical education, and art, according to surveyed

employers.

Motivation of students to carry out assignments and to control behavior is an
ability needed in all teacher applicants.

Competitive starting salaries and fringe benefits are lacking in some school

districts. Top quality applicunts are not attracted to poorer paying areas.
Employers attribute this situation to l1imited financial resources, and they expect
this to become a greater problem when fewer local people are entering the teaching
profession, because teachers’ salaries will be competing with the "good 1ife."

Some facilities for very specific teaching areas within some districts are not ideal
at present, and this is discouraging new college graduates. These districts are
havigg difficulty filling specific positions (i.e. sciences, computer sciences,
etc.).
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s _of (1arge urban, high minority
settingss small size, rural locations; etc.) are causing recuitment headaches.
Relocation of out-of-state staff is difficuit! For urban areas, too few applicants
are willing to teach there. For out-of-state locations, getting applicants to the
Tocation for interviews was noted as a problem. Employers suggested that applicants
need to be flexible about new geographical areas. They recommended thorough
rese?:ch and a comparison of different parts of the country before making a
commitment.

Joo few high qualjty candidates available and certified in the subject areas most
needed. Compounding this problem is an expectetion of parents that teachers have
personality, human relations skills, and a depth of knowledge. Many applicants do
not meet the minimum standards of these districts. In the words of one employer:
*There is a whole lot of weeding out to be done."

Getting an accurate picture of the skills applicarts bring to a new position poses
another problem. Grades seem to be a poor indicator of skills, although many have
very poor grade point averages. Neither are student teaching reports discerning
about strengths and weaknesses. As reported by these employers, many student
t§?$?1?g reports say little, and many convey little regarding minimal skills and

a ties.

The supply of new education graduates is dwindling, according to three school
representatives. Only one (1) respondent compiained of too many excellent
candidates and not enough jobs!

There is a shortage of male candidates at the elementary level, according to two (2)
respondeni.s. As role models, young boys need excellent male teachers. A sufficient
supply 1s not available.

o_learn or be trajned is prevalent in numerous new teacher

education graduatzs, according to two respondents. And a lack of understanding or
unwillingness to work wi*h reluctant 12arners is another problenm.

Inadequatc preparation for teaching was noted as a problem by fifteen (15)
employers. Insufficient knowledge of academic disciplines was identified by two (2)
employers, and other problem areas noted by surveyed employers included the
following: classroom organizational skills, too few on-cite or clinical experiences
during training, techniques for helping withdrawn and/or apathetic students, and new
teaching strategies. For some, more specialized training in current methods of
working with handicapped studcnts was recommended.

The 1ist continued with the need for more reading and conputer skills training,
background in school improvement, effective learning (ITIP), cooperative learning,
literature based reading, integrated language arts, use of word processing, new
dafinition of reading, geography in social studies, mental and sexual abuse, and
drug education.

Now certifjcation requlations are causing difficulty for many school districts that

recruit out-uf-state candidates. For instance, Colorado has no reciprocity with any
state when issuing teaching certificates, and according to one employer, “we should

have." Getting teaching applicants licansed and certified in a new state is filled

with delays and problems, and scheduling of required competency tests is laborious.

Just keeping up-to-date with changing
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certification requirements {s a major task, and many employers rerommended
certification to teach in more than one subject area. _

Qoachig? and extra-curricular interests appeal to many employers when
recruiting new staff. Finding applicants with experience and interests in
these areas is challenging, and the potential requirement for coaching
endorsements on téaching certificates would compound this problem.

Some new teacher education graduates need training in interviewing techniques.
A few talented new graduates interview so poorly that employers are really torn
between taking a risk and" developing the talent, or not hiring them.

Another complaint of two (2) employers was the slow flow of required
pre-emplovment documents (i.e. official! transcripts, references, credential
files, and testing).
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Based upon your knowledge and experiences, what will be the ah
for new teacher education graduates this year (1989-90) in
each of the following? Responses are listed for each GEOSRAPHICAL REGION. .

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

Very High| High Medium Very Low
Avail- Avail- Avail- Low Avail| Avail- Total |[Tot-
ability | ebility | ability I ability | ability |Response | al

......... deccssncsodocctcccccdhocsvccccsodrcscsscccsdpnccccsscchece
N |PCTN| N |PCTN| N |[PCTN| X |PCTN| N |PCTN| N |[PCTN|MEAN
................ Pococspoccodocssdoccssdproccsdossshposscsdhrcscscdossspeccchocccdhoccodocce
Geographical “
regions
Own school
district 12| 16 22| 30| 24| 32| 15| 20 1 11 74| 100[2.61
................ deeccodocccdoccodrccodoccscdec ohocsccdocscscdroccdhtocchoccscsdoccsdosne
Adjacent scheol
district 7] 10| 15] 22| 27| 48| 17| 25 1 1| 67] 100(2.85
................ dosschocscscsdrcsccdoncssdproscscsdocscscshocscsdhotcosposcsodPecsccdporcscdpoosssdonsse
School district
of your own
state 4 6] 16| 25| 33] s2| 11| 17 . .| 64| 100(2.80
essccsssscssssee decccdhoecvsodecscprcccdprccodoccodhoeccodosccdecccdossodossshposcssdosse
Northeast | 2] 8] 5] 21| 8| 33| 9| 38 .| | 24| 100|3.00
esssonnmssnsonne doccodocsscsdecscscdoccscdrccndocncduscsaduonchoncodprccadpusvodrossposcse
Southeast | 3] 10] 12] 41| 10| 34| 4| 14| .| .| 29| 100|2.52
esccscssss.s00ene droccdoecsoprocsposes doecccdoccsprocodrocchocce Poocadrcsssproscsposcs
Northcentrai | 2] 4| 6| 13| 25| S6| 11| 24| 1] 2| 45| 100|3.07
sesccscsssncsnccchesscdoccodrscchocccprscsdrcccdosschacscsodhosce Posocdpocccdpeccchonse
Southcentral | 4| 15| 10| 37| 7| 26| 3| 11| 3| 11} 27] 100]|2.67
e=sccasssssvsssse doecosdocsshecccpoccscdhecssdoncscdhoccndraandoncchpocsccshpoonsdoosspocce
Northwest | 3] 12| 3| 12| 13| S2| 4| 16| 2| 8| 25| 100]2.96
escsesssssssssss dooscsosposscshrcccdecscscdrccodrccodocccdhosssdosccdhossodprsssdhpusscduoas
Southwest | 10| 34| S| 17} 10] 34| 2] 7| 2] 7| 29| 100]2.34

Observations: According to surveyed employers reporting on the basis of their
knowledge and experiences, availability of employment opportunities for new teacher
education graduates this year will be greatest in the southcentral (52%), the
southwestern (51%), and southeastern (51%) regions of the United States. Next on
the 1ist of best availability were the northeastern region (29%), the northwestern
region (24%), and the northcentral region (17%).
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Does your scheol district require testing of new hires for the following?

Some- Total |[Tot:
Always times Seldom Never |Response | al
......... deecsscosspsssssssscshoessescncsshracsvscncehacse
N |PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN|MEAN
................ docoshosssdrocssdhossshocsashocscssdocssshoacscshrosadoscahsone

Types of testing
required for new

hires |

................ I

Drug use 2| 2 1 1 4 4| 83| 92| 90| 100| 4.8
esecccccseccss anse L L L L LR IR TE R TI R ERY TRY T P Y N
AlDS [ I S | 2] 2| 87| 97| 90| 100| 4.9
cessccsnseccsvsane doescprscssponce LI IR R IR R IR R R IR R R TR RN Y TRREY TR I
Alcohol level | 1| 1| 1] 1] 2] 2| 86| 98] 90| 100| 4.9

Observations: According to school districts responding to this survey, drug testing
of new teacher education graduates was required by 3% last year. AIDS testing was

required by 1% of the employers responding, and testing for alcohol levels was
required by only 2%.

If your school district doez not presently screen job applicants for the following,
do you expect to initiate a testing program?

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

Timetable |
Within
Within Within Five Not Do Not Total |Tot-
One Year |Two Years| VYears Likely Know Response | al
......... $resccssesdhrsscssscsfhteasssacchosscssnssohetsassovodranse
N |PCTN| N |PCTN| N |PCTN| N |PCTN| N |PCTN| N [PCTN|MEAN
................ $oescprccadecsofoscspractbassadancsspesashrssscsdosnosprescspacsogooas
when to start | | | | |
screening job I I I
applicants
................ |
Drug use 1 1 1 11 11} 13| 33| 39| 38| 45| &4| 100| 4.3
etscasansssvcscna O T I L IEE T IR TR RN TERNY TRENY THREY PRREY TRREY TR
AlDS | . .| 2] 2| 4| 5| 41} 48| 39| 45| 86] 100] 4.4
essscsnsnncesnns TR EEL TEEET Yoy sy Sapre T Y TR EY TRERY TRERY TY T PIRIY PIR Y TR
Alcohol level | .| | 1} 1] 5| €] 41| 48| 38| 45| 85| 100| 4.4

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

Observations: O0f the school districts that do not currently screen job applicants
for drug use, AIDS, or alcohol levels, only 1% expect to initiate a testing program
within the next year, and drug testing will be the only new item. Within two years,
only small percentage of surveyed amployers expect to initiate new testing programs
for drugs (1%), AIDS (2%), and alcohol levels (1%). Within five years, 13% expect
drug testing, 5% expect AIDS testing, and 6% expect testing for alcohol levels in
Jjob applicants.
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EMPLOYERS RESPONDING TO RECRUITING TRENDS 1989-90

-A-

3M Company
A L Williams
ACCO Controls Group
ADM Company

Alcoa
Aetna Life & Casualty
Agway, Inc.

Algonac Community Schools
Allied Bendix Aero
Allied Signal-Autolite
American Appraisal
American Medical Service
American Electric Power
American Cafe

American College Testing
Amoco Corporation

Amoco Research Center
Analog Devices, Inc.
Anchor Savings Bank
Andersen Consulting
Arthur Andersen & Company
Ashland Chemical

AT&T Network Systems
Aurora Public Schools
Austin ISD

Automated Analysis

~-B-

B F Goodrich Chem Company
Babcock & Wilcox Company
Badger Erngineers, Inc.

Baker Hughes, Inc.

Ball Corporation

Baltimore City Public Schools
Rarnett Banks, Inc.

Barton Aschmann

BASF Corporation, Fibers Div.
BASF Corporation Chem Division
Baxter Health Care

Bay City Public Schools

BDO Seidman

Beacon Hotel Company
Beaverton School District
Becton Dickinson

Beech Airciaft

Belk Stores Service

Bell Telephone
Bendix/Oceanics Division

BGT Landscape Company

Bill Knapps

Birmingham School District
Bloomfield Hills School Dist
Blue Cross-Iowa

Bocknek, Berger, & Ghersi
Boeing Company

Boise Cascade Timber
Bordener & Associates

BP America, Inc.

Broward County Schools
Brown Shoe Company

Brown Bro Harriman

Brown & Root Company
Buffalo Forge

Burgess & Niple LTD

Burke Marketing Research
Burr-Brown Corporation

-C-

Cahill-stone, Inc.

C A Muer Corporation
Cardiac Pacemakers

Carolina Telephone

Carrier Corporation

Carstab Products

Carter Hawley Hale
Caterpillar

CDI Transportation

Cedar Point

Cencennial Group

Centerior Energy

Centinela Valley School Dist
Central Illinois Public
Champion International
Chemineer, Inc.

Chevron Corporation

Chicago Rawhide Mfg.
Christina School District
Chrysler Corporation

CIBA Corning

Cincinnati Gas & Electric
City of Highland Park

Clovis School District
Collier County Public Schools
Col. Williamsburg Foundation
Columbia Zas Dist.
Combustion Engine
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Comerica, Inc.

Compag Computer
Comptreol of Currency
Conoco, Inc.

Consumers Power Company
Continental Bank
Cooker Restaurant Corporation
Corning Glass Works
Courtyard-Marriott
Covert Public Schools
Cozad City Schools
Creative Solutions

CRS Sirrine, Inc.

CTI

-D-

Dart Container

Dayton Hudson

Deer & Company

Defense Contract Auditors
Denver Public Schools
Department of Commerce
Detroit Edison Company
Detroit City Personnel
Disneyland

Donnelly Corporation
Dow Chemical, uUsa
Duluth ISD

-E-

Eagle Electric Manufacturing
iast Grand Rapids Public Sch.
Eau Claire Public Schools
ECS Composites

Eddie Bauer, Inc.

Edwards Brothers

E G & G Energy

EI Dupont De Nemour
Electric Apparatus
Electronic Data Syoiems

El Paso School District
Equitable Firancial

Erie Insurance Group

Ernst Young

ESCO Corporation
Evansville~Vanderbur

Exxon Corporation

-F-

FBI
Fairmont Builders

Family Buggy Restaurant
Famous=-Barr Company
Farm Credit Services
Federal Reserve Bank
Fiber Technology
Fieldcrest Mills, Inc.
First Source Bank

First Union National Bank
First wachovia

First Bank System
Fisher Big Wheel
Fleetwood Enterprises
FMC Corporation

Ford Motor Sales Opr.
Ford New Holland

Ford Motor Company

Ford Electric & Refrid.
Formation, Inc.
Freeport-McMoran

Frito Lay, Inc.

-G-

GTE Corporation
Gallup-McKenley

General Electric

General Public Utility sSvec.co.
General Atomics

General Mills, Inc.

General Dynamics

General Motors Corporation
General Foods Corporation
Geological Survey

Georgetown Board of Educ.

Gold Kist, Inc.

Golva Public Schools

Goodyear Tire & Rubber

Green Bay Area Schools
Greensville County Public Schs
Greenwich Board of Educ.
Ground Round

-H—

H B Fuller Company
Hamilton Tech, Inc.
Hamilton Township Pub. Sch.
Hanson Engineers

Harfori County Pub. Sch.
Harris Corporation RF Comm
HDS Services

Health Techna

HEB Grocery Company
Hendrix & Dail, Inc.




Herman & MaclLean, PC
Hewlett Packard

Hillman Community Schools
Hills Brothers Coffee
Hilton Hotel Corporation
Hoechst=~Clenese

HON Industries

Hyatt Hotel Corporation
Hyde Athletic Industries
Hygrade Food Products

-I-

IBM Corpoation

IBP, Inc.

Illinois Depart of Transp
Inacomp Computer Center
Industrial Risk Insurer
Industrial Service Tech
Ingham County Coop Extension
Ingham ISD

Insurance Service Office
Interlochen Arvs Academy
Internal Revenue Service
ITW HI Cone

-J-

J B Hunt Transport

J R Simplot Company

J. Stouffer & Associates
James River Corporation
JC Penney Company, Inc.
Jervis B. Webb Company
John Hancock Mutual
Johns Hopkins AP PHY
Johnson Controls
Johnson & Johnson
Jordan School District

-K-
Kalamazoo Public Schools
Kansas City Publiec Schools
Kern High School District
Kentucky Utilities
Kentucky l2ower Company
Kids Mart

-L—

La Senorita Mexican Restaurant

Lake Forest Health
lake Forest School District
Lakeview School District

Lakewood Public Schools
Land and Plant

Lansmont Corporation

Las Cruces School District
Laventhol & Horwath

Lehn & Fink

Levy Restaurants, The
Liberty Mutual Insurance
Lincoln Consolidated Schools
Livingston County Soil

LNR Comm Corporatioun
Lovebox Company, Inc.

Lyle B. Hepfer & Company

—M-
Madison Metro School Dist.
Mannesmann Demag
Manteqg
Marine Midland Bank
Marriott Corporation
Marshall Fields & Company
Mason City Community Schools
Mazda of North america
McAllen IDS
McDermott, Inc.
McDonnell Douglas
MCI _
McMahon & McDonald
McQuay=-Perfex, Inc.
Mears Engineering
Medical Center Hospital
Memphis City Schools
Michigan City schools
Michigan Insurance Bureau
Michigan sanre/Freeze
Michigan Lodging Association
Michigan State Police
Midland Natioiial Bank
Millard Public Schools
Milwaukee County
Minnesota Power
Missouri Highway & Transp
MLX Corporation
Mobil 0il Corporation
Monroce Public Schools
Monsanto
Montgomery County Pub Schs.
Moore Business Forms
Moore Living Centers
Morrison's Specialty
Morton Salt
MSU Comm Early cChildhood
Muskegon County
Muskegon Public Schools
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Natl Fed of Federal Employees
Nations Rctg. Coord.

Natwick Public Schools
Navistar International

NCR Corporation Worldwide serv.
NCR Comten, Inc.

Neiman Marcus

Nelson Industries

Newhall School District

New Orleans Public Schools
New Penn Motor Express

New York State Insurance

New York State Transportation
Norfolk City Schools

Norfolk Naval Ship

Norfolk Southern Cecmpany
North Illinois Gas Company
Northrup King

Northvilie Lumber Company
Northwestern Mutual

Noxell Corporation

‘o-

Oak Park School District
Occidental Chemical
Office Auditor General
0l1d Kent Bank

Olde Discount Stock
0lin Defense Systems
Olofsson Corporation
Orange County Public Schools
Otsego Public Schools
Owens Corning Fiber
Owosso Public Schools

=P

Paragon Restaurant

Parker & Amchem

Parker Unified Sch. Dist.
Peat Marwick

Penn Department of Transp.
Penn Power Light Company
Pennsylvania Dept of Trans.
Pennsylvania Electric Company
Penn State Civil Service
Petoskey Public Schools
Phillip Morris

Phillips Academy

Phillips Petroleum

Piccadilly cafe
PjLlsbury

Plante & Moran
Plaquenines Parish
Playtex Family Products
Pontiac School District
Princeton High School
Printpack, Inc.

Proctor & Gamble
Prudential Financial services
Public Service-Indiana
Pueblo School District
Pulte Home Corporation

-Q-

Quaker Oats
Quantum Chemical
Quest Software

-R-—

R R Donnelley & Sons

R J Reynolds Tobacco

Rapid City Area Schools
Ravenswood City ESD
Residence Inn

Retirement Services

Riley Consolidated
Robertson Brothers
Rochester City School District
Rochester Community Schools
Rockwell International

Rose City Area Schools
Ryan Homes, Inc.

-S=

Saginaw Schools

San Felipe Del Rio Sch. Dist.
Santa Ana USD

Saginaw Steering Gear
School District of Beloit
Schippers Kintner RO
Schlumberger

Schulers Restaurant
Scientific calc, Inc.

Scott Paper Company

S C Sschool for the Deaf
Scranton School District
Sealright Company, Inc.
Sears, Roebuck & Company
Seattle First National Bank
Shaker Heights School Dist.

159




Shaw Industries

Shelvin Financial

Shenin Nurseries
Sheraton Corporation
Shopko Stores, Inc.
Signet Bank Corporation
Singer-Kearfott Division
Sious City csD

Skandia Landscaping

Sky Light Inns, Inc.
Slakey Brothers, Inc.
Snap-On-Tools
Southwestern Bell
Sparton Electronic.
Spectra-Physics
Spinakers Restaurants
Springs Industries

SPS Technologies

Square D Company

St. John's children's Home
St. John Hospital

St. Paul Public Schools
Stambaugh Thompson
Star-Tey

Stouffer Hotels
Stouffer Restaurant Company
Strawbridge Clothier

-T-

Taco Bell

Technical Recruiter
Teknor Apex Company
Texas Instruments

The Flexible Corporation
Thermotron Industries
Throkol Corporation
Toledo Puplic Schools
Topeka Shawnee Sch. Dist.
Torrington Company

Total Petroleum

Touche Ross & Company
Travelers Insurance Company
Troy School District
Turner Corporation

-U-

Union Carbide Corporation
Union National Bank
Union Federal Savings
Union Electric Company
Union Rock. & Materials
Union Bank

Uniroyal Goodiic

UNISYS Corporation

US Air Force

US Bureau of Census

US General Service Admin
US Marine Corps

US Department of Justice
USF&G

US Navy

United Technologies
Upshur County School District
Utica Community Schools

-v-

Valley National Bank

Vanity Fair Mills

Veterans Admin Ct Of
Veterans Admin Med

Vidosh, Inc.

Virginia Department of Trans
Volkswagen of America

-W-

Wallick Company

Walt Disney World Company
Washtenaw County Roads
Waterford Schools
Watervliet Public Schools
Waukegan Comm UDS

Waverly Schools

Wes Laco IDS

West Branch/Rose City Schools
West Penn Power Company
Western Publishing
West.inghouse Electric
Weyerhaeuser Company
Whirlpool Corporation
Wildwood Beverage
Wilmington Trust
Winkelman's Stores

-X=-

Xilinx
Xontech

-Y-

York International Corporation
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