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Summary of
RECRUITING TRENDS 1991-92

A Study of 464 Businesses, Industries,
and Governmental Agencies
Employing New College Graduates

This summary of the 21st annual edition of the Recruiting Trends survey reviews the
expectations of smployers hmn§ new college graduates for the 1991-92 college labor
market. A total of 4,850 employers were invited to participate and represented ilg
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 list of small businesses in the

jster. Surveys were initially mailed first-class to employers on
?e iember 6, 1991, with follow-up reminder notices mailed firsi-class on October 15,

Data from this survey are quoted by many prestigious news media in.cluding’ ABC's Good

Morning America; s national and overseas news services; the NBC Nightly News with Tom
Brokaw:; The Black Collegian; WIR radio in Detroit; KOA radio in Denver; ABC

and CBS television and radio stations throughout the country; and numerous other
magazines and newspapers nationwide.

Responses were received from 513 organizations (10.6%), and 464 of these were complete
enough for statistical analysis purposes. is sample adequately reflects the
expectations of organizations recruiting on college and university campuses in 1991-92.

Of this year's respondents, 389 were businesses, industries, manufacturing organizations,
and service sector employers (83.8%); and 75 were local, state, and federal Zovernment
agencies and the military services (162%). This year, elementary and secondary school
districis were not included in this survey. (Page 1)

Special questionnaires were designed for (1) businesses and industries; and (2) federal,
state, and local government agencies. Each survey was administered separately.

Questions focused on anticipated changes in hiring trends for new college graduates,
expected starting salaries, campus recruitment activities, and other topics of interest
to personnel administrators, placement officers, career counselors, faculty, and
students. Open-er-ed questions were included, so surveyed employers could provide
comments on topics such as: signs of change in the general employment market for new
college graduates, factors used when selecting colleges for recruitment activities, job
exﬂectatlons of colll;ge graduates, new and emerging occupations, shortcomings of today's
college graduates, influences of grade point averages on hiring decisions, and the impact
of layoffs on hiring of new graduates.

Job Opportunities f or the Class of 1991-92

For the third consecutive year, new college graduates face a tighter job market.
According to business, industry, and government employers responding to this year's
survey, a decrease in hiring quotas of 10.0% can be expected. Last year, a_decrease of
9.8% was projected, and in 1988-89, a decrease of 13.3% was reported. Business and
industry hiring is expected to decline the least, approximately 1.9% less than a year

o, and }govemment and the military employment opportunities are expected to decrease
20.7%. (Pages 1-3)
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The current economic climate and recession are seriously jeopardizing the stability of
the job market for new college graduates, according to surveyed employers. The questions
facing organizations this are: Is the economy going to take another dip, stay at its
present level, or re ? What impact will current economic ¢-"ditions have on the
general, long-term financial profile of organizations? In answer to these questions,
employers are generally expecting continued economic hardship. (Page 22-23)

Thus, they are hesitant to hire large numbers of new college graduates, preferring to
hire too few rather than too many new college aE'ad\.mtes.. addition, layoffs in many
industries, availability of former graduates who already have two or three years of expe-
rience, fewer job openings, and depressed business conditions are all contributing fac-
tors to holding down hiring quotas. The return of financial health to organizations
would support on%;term gains in college recruiting, but most surveyed employers were not
optimistic that this business outiook would prevail in 1991-92, (Page 22-23)

Regardless of the current job market for new college graduates, there are available em-
ployment opportunities, but not enough exist for all new ﬁaduates to find career opportu-
nities requiring college degrees. Graduates who have been hard-working students and
planned for life after gragation will obtain jobs. The employment market is always
strong for well-motivated students who are well-rounded, have earned above-average
grades, and work hard at finding a job. Those who have not prepared for transition from
college to career will not find the positions they want.

Although an overall decrease in hiring is expected this year, pockets of job openings
will exlgslz, varying considerably for different employer categories. Caution needs to be
taken when interpreting data for individual em;illoyer groups, because of occasionally
small sample sizes. Figures reported in this publication best reflect the market for the
companies rasponding to ihis survey.

struction and building contractors (97.0%); glass, packaging, and allied products
(36.1%); social service, religious, and volunteer organizations (29.5%); hospitals and
health care services (20.6%); electronics, computers, and electrical equipment manufactur-
ers (20.2%); engineering, research, consulting, and other professional services (15.6%);
textiles, home furnishings, and apparel manufacturers (12.6%); merchandising and retail-
ing (11.0%); diversified conglomerates (5.6%); and accounting firms (5.4%). (Pages 1-3)

Expected to remain near last year's levels of hiring is tire, rubber, and allied prod-
ucts. (Pages 1-3)

Employers expecting to increase hmn3 of new college graduates this year include: con-

Decreases in hiring quotas for this year are anticipated by aerospace and components
(-3.1%); public utlities includinf1 transportation (-4.1%); agribusiness (-10.9%); metals
and metal products (-12.6%); hotels, motels, restaurants, and recreational facilities
-12.9%;; banking, finance, and insurance (-13.7%); food and beverage processin
-16.1%); governmental administration and the military including federal, state, an
local levels (-20.7%); automotive and mechanical equipment (-22.8%); chemicals, drugs,
and allied products (-28.9%); lumber, wood products, and furniture manufacturers
é~30.6%;; communications and telecommunications including telephones and newspapers
-30.7%); and petroleum and allied products (-38.6%). (Pages 1-3)



S%M . 18 Year (1991-

When predicti sifns of change in the general employment market for new college gradu-
ates this year (1991-92), surveyed employers were not encouraging. They expected a con-
tinuation of the current recession to hold down employment growth and hiring, so another
difficv't year was forecast. Employers indicated that the economy has affected abilities
of most organizations to add new and/or fill existing positions. Even moderate increases
in business volume cannot be expected this year. (Pages 22-23, 52)

Because the job market this year will remain very tight, more graduating students are
expected to continue their education for advanced degrees, and a greater percentage of
new college graduates will probably be unemployed.

Competition for technical degree graduates will likely be high, but not as high as a year
or two years ago. A healthy job market with good growth opportunities is predicted for
the areas of engineering, computer science, and nursing/ health care services majors.

Fewer opportunities for liberal arts and general business administration majors are ex-
pected. A continuing decrease in demand for MBA's (especially those with limited or no
experience), fine arts, finance, and economics majors is anticipated.

Government employment may be viewed more favorably by new college graduates during this
economic downturn, since selected government agencies will have job openings. But job
o%portunities with some government agencies are directly dependent upon defense spending,
which has decreased, and government deficits are holding down hiring in other sectors of
the government payroll. .

Less campus recruiting is contemplated. Consequently, companies visiting college campus-
es will be more selective in their hiring criteria. Companies will only be hiring the
best. Employers reported substantially more resumes received directly from new graduates
than in tEaSt years. According to employers, it would be very easy to recruit solely
through this method.

As layoffs continue and jobs are eliminated, new college graduates will find themselves
competing against more experienced personnel for management trainee and entry level posi-
tions. Surveyed employers regorted that individuals with several years of experience and
higher levels of educational background are accepting jobs at lower pay levels. Many
unemployed professionals are applying for entry level jobs, so companies can hire experi-
enced people at entry-level salanes.

Because of niore competition among the ~ollege graduate population, students will have to
be better prepared by getting good grades, working in cooperative education programs or
internship positions, and being better able to "sell themselves." Having a college de-
gree is not enough anymore to land job opportunities.
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Starting Salary Averages
and Antici

Among surveyed employers, the average annual starti expected for bachelor's
degree graduates in 2L9g{-92 is 827,037,gan increase% (23%) over last year's start-
ing salarv of $26,429. Expected starting salary offers for advanced degrees include:
$36,175 for MBA graduates with no increase; $33,660 for master's degree graduates, a 0.6%
increase; and $38,068 for doctoral degree graduates with no increase, (Pages 24-25)

Other caregories of graduates ing starting salary increases are: woemen tes
with bachefor's degreg:s (ubﬁm graduates :?th bachelor's degrees (2.4%); and
handicapper graduates wich elor's degrees (3.1%).

Starting salary offers for new bachelor's degree graduates are expected to vary subsian-
tiag)y between academic majors. Highest amon¥l anticipated increases for this year
(1991-92) will be mechanical engineering (3.5%); chemical engineering (3.0%); computer
science (3.0%); and electrical engineering (2.6%).

Increases between 1.5% and 2.5% are expected this year for personnel administration
§2.5%§; civil Vngmgzggxy) (2.4%); general business administration (2.4%); accounting
0);

2.3%); chemistry education (2.1%); nursing (2.0%); industrial engineering
2.0%); hotel, restaurant, and institational management (1.8%); agriculture (1.8%); mathe-
matics (1.7%); financial administration (1.7%); ghysics (1.7%); liberal arts/ humanities
(1.7%); and human ecology/ home economics (1.5%).

Starting salary increases of less than 1.5% are exyscted for teiecommunications (1.4%);
natural resources (1.4%); communications 81.4%); marketing/sales (1.4%); social science
(1.4%); journalism (1.3%); advertising (1.2%); geology (1.1%); and retailing (0.9%).

Expected starting salary offers for academic majors with bachelor's degrees this year

are: chemical engineering ($38,394), mechanical engineering ($35,555), electrical eggi-

?;enngz"(g«;&l?), industrial engineering, ($32,774), and computer science ($32,105).
ages 24-2

Continuing the list are civil engineerileg ($29,82‘2 physics _ (§29,724), nursing
}$29,159;, geology ($28,776), chemistry ($28,105), mathematics ($27,835), accounting
$27,195), marketing/sales ($26,124), gencral business administration ($25,653 g, finan-
cial administration ($25,382), education ($23,402), personnel administratior: ($22,953),
agriculture (§22,702), hotel restaurant and institutional management (§22,570), telecommu-
nications ($22,434), advertising ($22,194), communications ($22,107), natural resources
($21,776), social science ($21,674), liberal arts/arts and letters ($21,667), human ecoio-
%y/gg)me economics ($20,653), journalism ($20,079), and retailing ($20,030). (Pages

__Casmmsﬁamusnﬂnz.ths.hﬁm_@r_, nencl Qwth

Emn:nmnz_ths_ma&ﬁ:mm_m_nnmmmm for new college graduates among surveyed
emplcyers were the following job categories: accountants, chemists, computer scientists,
customer services representatives, data processing technicians, engineers, financial
analysts, geologists, retail/ merchandise management trainees, nurses, occupational thera-

pists, physical therapists, and sales/ marketing representatives. (Page 39)
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New and emerging occupations reported by surveyed organizations were air pollution con-
trol engineers, computer applications developers, computer aided designers, database
designers, desktop publishing specialists, computer engineers, computer information sys-
tems specialists, computer operators, process control engineers, computer programmers and
systems analysts, computer training specialists, environmental quality/ safety engineers,
fossil power plant engineers, geologists, graphics software engineers, industrial hygien-
ists, laser research and development specialists, laser optics engineers, logistics and
loss prevention specialists, ty control/ assurance engineers, skin scientists, tech-
nical writers, thermal analysts, toxic waste management specialists, video specialists,
and visual database designers. (Page 4Q)

1ob O ities by G hical Regi

Based upon the experiences and judgment of surveyed employers, only "medium availability”
of employment opportunities for nsw college graduates wiil exist in any geographical
region of the country this year. Receiving a "medium" rating were the northceniral
(71.4%), southeastern §67.9‘@, southwestern (66.9%), southcentral (54.1%), and northwest-
ern (50.2%) regions of the United States. Low availability of jobs for new college gradu-
gie)s was again expected in the northeastern (42.3%) region of the United States. (Page

Opportuniti

Most surveyed employers with available job opportunities in overseas locations required
signuicant prior work experiences before candidates were hired to fill overseas or inter-
national positions. Only 29 of 453 employers (6.4%) reported overseas assignments.
Quite often, before overseas assignments were considered, this experience was required
within the organization with the opening. (Page 6-7, 41)

Some surve;ed employers would only hire applicants for overseas positions from the local
economy. For these positions, entry level staff were hired in the country with the open-
ings, reluiring citizenship of that country, and the individuals had to be eligible to
work without time limits (1.e. permanent work visas were required).

Among surveyed employers, %)sitions available in overseas locatiozns for new college gradu-
ates included: chemistry Ph.D., engineers (electrical engineers and computer engineers),
insurance underwriters, claims representatives, marketing and sales associates, manage-
ment trainees, business managers, international sales engineers, technical sales represen-
tatives, technical services representatives, reporters, research and development engi-
neers, and veterinary medical officers.

Full Tt Provided by ERIC.
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When re&orting on effectiveness of affirmative action/ equal employment opportunity pro-
grams, 299 surveyed employers (84.2%) felt that ?rograms in their organizations had gener-
ally been effective. But numerous empioyers felt their programs could be more effec-
tive. These employers reported that EEO/AA programs were not working as well as they
would like. Female and minority applicants were recruited and hired at increased levels,
but more emphasis could be placed on continuing improvement and making further progress
toward hiring 7%9;& As evidence of attaining recruitment goals, some em l(;yers were
reporting that of their new hires were minorities and/or women. (Pages )

Attitudes have changed and very good advances have been made by women and minorities in
surveyed organizations. Occasionally lacking was a management commitment, but there have
been improvements in EEO/AA emphasis from management over the past few years. Neverthe-
less, taere is need to continue to push for more women and minorities in the warkplace.
Continuing education is needed to l(;pen doors and minds. Some managers stiil need to be
reminded about the importance of EEO/AA promyas. And recruiters must consciously keep
EEO/AA goals in mind as they recruit. (Pages 44-45)

Aggressive efforts are needed to meet EEO/AA goals for minorities and women. A heavier
concentration of effort must be placed or more active targeting of protected classes,
interviewing at minority campuses, and increased engineering recruitment. (Page 18)

At the current time, enroliments of women and minorities in engineering are too limited
to meet hiring goals of all organizations needing them. There is generally a shortage of
technically trained talent who are minorities and women, and finding enough viable sourc-
es of applicants is difficult. (Page 18) '

Attracting minorities has been difficult. Recruitment efforts have not been as organized
or as focused as they should be to be effective. Another factor was geographical loca-
tion, which was sometimes a disadvantage for employers. To attract z}pglicants, some
companies were paying premium salaries, but others limited ‘rayments of higher salaries
except for engineers. An increased emphasis has been placed on recruitment at colleges
wti)tlhdgood representations of women, people of color, and people who are differently
abled.

Retention of minorities and women has also been difficuit due to the demand on a limited
supply, reported employers. To help reduce attrition, additional cooperation is needed
among employers and increased contacts are needed on college campuses and in university
departments (i.e. minority engineering organizations, etc.).

Handicappers Hired by Emplovers

On the payrolls of 453 businesses, industries, and governmental agencies respe)ndinf to a
question on handica7pper employment were 4,095,114 salaried employees (excludix:f clerical
staff). Of these, 9,706 were handicapped persons (0.2%): hearing impaired, blind/ visual-
ly impaired, mobility impaired, mentally retarded, cerebral palsied, or epileptic.
(vPages 6-7, 24)

©
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The largest numbers of handxcap})ed personnel were employed by fsovemmental administration
and the military including2 ederal, state, and local levels (6,846); public utilities
including rtation (582); aerospace and components (459); enginee research,
consulting, and other professional services (328); merchandising and r%g (311);
automotive and mechanical equipment (221); electronics, computers, and electrical equip-
ment manufacturers (202); hospitals and health care services 8'95); banking, finance, and
insurance (136); and communications and telecommunications including telephones and

newspapers (117).
Selecti for Recruitment Activities

When selecting college campuses for recruitment activities, surveyed employers reported
several very important factors used by their organizations. Among them were size and
enrollment” at the institution, diversity of student population, past history of
on-the-job expericnce with graduates, academic disciplines offered, faculty presence in
the employers' organizations, and academic prestite of the institution. Additional de-
tails about the employers' factors and their influence on selection of college campuses
are contained in this report. (Page 29)

and Offers of Employment Accepted

Employers re;ponding to this year's survey expected a substantial decrease in campuses
visited (-27.7%). Last year, employers had expected to dccrease campuses visited by
4.9%. Ayear earlier, a slight increase was expected (0.7%). (Page 26) ‘ -

- by surveyed employers on college campuses
Etlx)is yez%r) (1991-92) too. This compares to an anticipated increase of 1.4% last year.
age

One measurement of recruitment efficiency used by organizations when assessing the perfor-
mance of their personnel function was m_{gmm_bg]_é_pg_ng_\y_hu_ohmm For techni-
cal graduates (those in engineering, computer science, or the natural sciences) inter-
viewed by responding organizations on coilege campuses last year (1991-92), 17.7% were

hired. ‘Of non-technical %raduates (those in business or the liberal arts) interviewed by
responding organizations, 15.8% were hired. (Page 28)

An indicator of job market trends for new college graduates is the ngrccma'gg of %’Qb
offers accepted. ‘Of offers extended to technical college graduates during 1990-91, 62.7%
were accepted, according to 213 surveyed employers who reported data. A higher accep-
tance rate most likely suggests either improved recruitment techniques, a more difficult

job market for technical graduates, or better job opportunities because job applicants
accepted them at a higher rate. (Page 29) ‘

Of job offers extended to non-technical graduates during 1990-91, 62.0% were accepted,
according to 198 surveyed employers responding to this question. Acceptance rates for
job offers varied considerably for various employer categories. (Page 29)
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Imp iri Coll

Among surveyed organizations, the impact of layoffs has been most notable in the curtail-
ment or sharply reduced hiring of new college uates. In addition, downsizing of
organizations meant that openings are more often filled with internal candidates. In
these organizations, college recruiting has been postponed for a year or more and hiring
fre~7es have been initiated. (Page 36)

Increased competition exists and fewer positions are available on the job market for new
college graduates today because of layoffs throughout the employment market. The current
market is extremely competitive, since there are many applicants with experience and
advanced degrees available and willing to accept employment at entry-level salaries.

The reputations of organizations have been substantially damaged among new college gradu-
ates when layoffs occurred. As an example, a retail outlet with store closings in col-
lege towns found it difficult to recruit new employees. Among other organizations that
have not laid off any coliege graduates in several years, their recruitment pro were
still feeling the impact from current students. e reputations of these industries for
tc‘losilng plants and facilities were remembered and repeated as advice from parents and
aculty.

Among some employers of new colleie graduates, personnel have not been laid off, but when
staff members have left, comganies ave not made an attemlpt to refl!‘ace these individuals,
greferring to consolidate job functions and/or responsibilities. addition, there are
ewer opportunities for upward mobility-positions have been eliminated as attrition
continues. This affects employment opportunities for college graduates, since a lack of
upward mobility causes a bottleneck at lower job levels.

Employers report that graduates often ask questions about potential layoffs during employ-
ment interviews. The prospects of layoffs is causing graduates to be more concerned with
job security and stability of their positions. To settle this fear of new hires, some
employers are assuring new college graduates that they will not be included in any layoff
glg;ns, and are offering guaranteed employment for an initial three or four years. (Page

. ‘ve Education and Internshi P

According to surveyed employers, cooperative education and internship programs are the
"way of the future These programs are excellent sources of new hires, especially for
attracting minority applicants and quality, loyal personnel. Full-time employment is not
guaranteed, but organizations certainly use these Frograms to assess the capabilities of
students for future employment prospects. If employment opportunities are available at
the time of graduation, interns who have performed satisfactorily are frequently given
first priority among job applicants. (Page 37-38)
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Percentage Hired with No Prior Career-Related Work Experience

Of the new college graduates hired by 453 surveyed employers last year (1990-91), 28.9%
had no prior career-related work experiences. Employer categories hiring the greatest
percentage of new college graduates with no prior career-related work experiences were
tire and rubber (100.0%); engineering, research, consulting, and other professional ser-
vices (74.1%); qpublic utilit.2s including transportation 1 .4%); banking, finance, and
insurance (63.6%); and agribusiness (61.4%). Approximately as many new college graduates
with and without prior career-related work experiences were hired accountlnf firms
(49.9%); and textiles, home furnishings, and apparel manufacturers (48.1%). (Page 11)

New College Graduates Realistic about Job Expectat

Of 339 employers res ndix:g, 29 organizations (8.4%) indicated that new college graduates
were not realistic about their job expectations after graduation. As suggestions for
improvement, surveyed employers recommended that colleges: teach their graduating stu-
dents more patience, provide them with more realistic salary ranges, discuss entry-level
job duties with them, give them more tpractical work experiences, and inform them that a
ggll; e degree is merely their ticket for proving themselves to an organization. (Pages

According to surveyed employers, too many new college graduates are given false hopes
about high starting salaries. Employers mentioned that starting salary averages are
heavily dependent upon the geographical location of the first assignment and the job
responsibilities of the position. Also, new graduates should realize that all new gradu-
. ates do not command superstar salaries and immediate appointment to top-level management
positions. :

More exposure to practical and "real-world" work environments was encouraged, along with
more practical coursework, to make new college graduates better prepared. Internships,
cooperative education assignments, and summer employment options were requested. These
experiences were mentioned as very good for providing realistic understanding and expecta-
tions about the first job after graduating from college.

Especially with current economic conditions, new graduates must work their way up the
cong)orate ladder, putting in their time "like everyone else." A flattenng of the pyra-
mid in most corporations has occurred, so the rise to middle or even upper levels of
management will be slower and tougher. Too often, graduating students think promotional
opportunities are easily accessible. (Pages 33-34)

Grade Point Averages Influence Hiring Decisions

According to surveyed employers, grade point averages SGPAS) have at least medium impor-
tance at the interviewing stages of a job campaign and when choosing applicants for final
interviews, but poor grade point averages will generally receive negative replies from
employers. (Page 55)

- xii -
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GPAs are used as one of several criteria by employers when ing decisions on hiring.
Other factors include: personality of the applicant as observed in the interview, matun-
ty, social skills, campus activities, work experientes, academic background, prob-
lem-solving abilities, leadership skills, flexibility, geographical preferences, histori-
cal academic record, and class standing.

Among employers repo ting GPAs as very important and a critical influence when obtaining
an interview were organizations with available positions in high technology assiﬁments,
research and development, design/ analysis fiel&?s engineering, and accounting. In these
organizations, GPAs are weighed strongly before any hiring can occur. These employers

require GPAs of 3.0, 3.5, or better for hiring consideration.

When hiring decisions are difficult, GPAs have even greater importance. As an ¢example,
when two candidates are rated equally on all other factors, GPAs are seriously consid-
ered. When applicants are poor interviewees, excellent GPAs can make a difference. GPAs
are not very important when candidates are scarce, but they are important when work expe-
n;ﬁncps are limited. In some organizations, higher GPAs may receive higher starting
salaries.

Of course, very low grade ﬁoint averages can be knock out factors. Low GPAs may suggest
:)h?t gragusates have just skated through college. Employers tend to be leery of anything
elow a 2.5.

P ri Co

Serious problems are seldom experienced by personnel representatives when recruiting on
college campuses, but a few matters were important enough for employers to mention.
Among the most serious, graduating students are often unfocused about their career plans,
and their job expectations and needs are unrealistic when interviewing with prospective
employers. These students are either not serious about their career plans, or they do
not know what they want to do upon graduaticn. Graduates underestimate the number of
work hours expected of them and overestimate the salary they expect to receive,
especially those graduating without prior career-related work experiences. ?lsage 19)

The organizations' images, name recognition, and/or identities were rot well-known or
well-polished among graduating students. This matter was related to th: problem of kg?-
ing a positive image on v:ampuses when <orporations were not in a high recruiting mode.
Budget cuts, downsizing, hiring freezes, and generally poor economic performances by
comgqnigs were extending the situation. Building an awareness among college students and
establishing a reEutation as an outstanding employer was challenging. Identfifflyin]g appli-
cants who knew the organization and the organizations' work assignments was difficult.

Best Questions from Prospective Job Applicants

When listing some of the best questions asked of them while interviewing prospective job
applicants, employers provided several excellent examples. Their questions were catego-
rized into the following groups: general topics, career motivation, anticipated job
respousibilities, work environment, affirmative action, quality of work, personality
factors, products and services, employment trends, measures of work performance, salary
and benefits, and interview closure items. When preparing for interviews with prospec-
tive employers, graduating students should find this list very helpful. (Pages 56-57)
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Among the better questions were these: What is the financial stabiliz of this company?
What changes do ¥ou see for this company in the near future? Why did you accept work
with this comp. Why do you continue to work for this organization? at do you like
most (or least) about this company? Would you want your son/ daughter to work for this
company too? What makes your association with this employer enjoyable? Two more pages
of questions are included in this final report.

Training Costs and Length for New College Graduates

According to surveyed employers, the approximate cost of training a new college graduate
last year (including anl¥ related costs) was $11,131. A total of 145 employers reported
data for this analysis. (Pages 46-47)

When reporting hours of training per week (excludir:g on-the-job training) received by new
college hires during the initial six (6) months in their organizations, employers report-
ed an average of 15.7 hours per week. Training varied considerably among employer catego-
ries.

Criteria Recommended for Use by College Students
When Preparing for a Carcer Today

When referencing their experiences during recruitment and hiring of new college graduates
and recommending preparation needed for careers today, surveyed employers revealed that
college students should use several selection criteria. Among those suggested were a
serious analysis of personal interests, employment outlook data, financial and job securi-

information, a review of personal aptitudes and abilities, academic areas of exper-
tise, and prior work experiences. (Pages 48-49)

Most important, according to surveyed employers, was a genuine interest in an occupa-
tion. To achieve job satisfaction, individuals must like the work they are performing.
Those who achieve the best results for organizations are working on assignments they
enjoy. Those who do not enjoy their work will not succeed at it. So, employers suggest
to students: find within yourselves a "core” set of skills (i.e. interpersonal, analyti-
cal, cognitive, etc.) that you enjoy doing and then concentrate on ap{)lying those skills
within different work situations. Thus, an analysis of likes and dislikes, arreferences,
desires, challenges, genuine interest, commitments, and true joys are critical to achiev-
ing this understanding. Personal and vocational interest inventories, values clarifica-
tion exercises, and creative interest surveys could help. The bottom line is: college
students should learn their true interests and seek commitment to an occupation that
appeals to them. If a career excites them, and it has relatedness to their professional
goals, a match will occur. This assessment of personal strengths ought to be included in
any decisions regarding career alternatives.
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When reporting on the most noticeable shortcomings of today's college graduates, surveyed
employers cited unrealistic career aspirations, mediocre writing and public speaking
skiﬁs. a lack of tenacity, and a marginal work ethic. (Pages 50-51)

The unrealistic career aspirations and work expectations of college graduates was quite
troublesome for employers. There was a general lack of concern among new college gradu-
ates about the long-term career goals and n%ppormnities an employer could offer. They
were more concerned about immediate gratification of needs. They wanted to start at the
top, and they wanted it all right now! They had elevated expectations of entry level
positions.

There was also a sense among employers that new graduates felt they had already "paid
their dues” and their employers owed them something. They had hl_l%h expectations of their
initial knowledge and productive contribution to a business. ey were not realistic
about the duties, which are not glamorous, and hard work that would be required on their
first job. They did not see the big Ficture; a short-sightedness that would only be
remedied with experience. They lacked imagination, initially after graduation.
Graduates onlﬁwanted to work eight to five. They were not concerned about growinafl with
a company. ey did not know their limits due to inexperience. They lacked loyalty to
the company, refused to have patience, and they expected to start at high wages.

Their writing skills, oral communication and public speaking abilities, and interpersonal
competencies were noticeably worse than in previous years. When making presentations,
their competencies needed significant improvement. Their spelling, grammar, and abili-
ties to use proper English were weak. Horrible spelling and incomplete thoughts were
often expressed on applications. B

The mathematical skills and problem-solvix:g abilities of new college graduates needed
improvement. They should become familiar with business procedures, development of produc-
tion systems, and new management tools—-total quality management, concurrent engineering,
and product processing. Real-life organizational experiences and more liberal arts
coursework especially in the engineering curriculum would be helpful, according to employ-
ers. (Pages 50-51)

Suszestions for College Seniors. Prior to Interviewi

As suggestions for college seniors when interviewing prospective employers, surveyed
organizations recommended thorough research before interviews, a clear definition of
career goals, and enthusiasm and sincerity during the interview. (Pages 53-54)

Research organizations in advance of an interview, advised employers. Do some homework.
Learn all the information you can about an organization or available positions and thor-
oughly explore all options before making a decisiun to accept employment. Show that your
interests are not only limited to a paycheck. Become knowledgeable about the organiza-
tion's history, philosophy, values, products, structure, etc. Don't wait for the recruit-
ers to tell you about their organizations. Research annual reports, company literature,
and employers' videotg.lpes. is is a widely ignored activity and not impressive when
atp%licants negleci it. Time together with a recruiter in an interview is more productive
if the basics are already known.
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Define your career goals and the opportunities you want. Know yourself, your skills and
abilities, strengths and shortcomings, traits and characteristics you ss that make
you a desirable candidate for employment, Learn to market yourself. Have some specific
areas of career interest. Be ready to discuss these in an interview. Be targeted, yet
flexible. Keep an open mind regarding opportunities. Consider relocation. Be open to
several areas of special interest, since prospects in other areas might offer greater
opportunities. Know your accomplishments and their influences on ¥our probable future
successes. Realize at the same time that the current job market for new graduates is
extremely competitive.

Show some enthusiasm and sincere interest during the interview if you really have an
interest in the position. Communicate effectively. Exhibit (Passion and depth. Show
commitment and patience. Appear eager and hardworking, and absolutely be on time. Be
prepared to discuss your fit within an organization and explain how you can excel at that
company. Promote abilities you can contribute to the organization. Show some flexibili-
ty based upon needs of the employer. Don't be too selective since it will be a tough
market this year. (Pages 53-54)

Assist -

Dual-career couples are provided with several services by prospective employers when one
spouse is hired and the other is not, according to surveyed employers. "Usual%y" rovid-
ed are housing information, apartment advice, and travel cost assistance. (Pages 58-59)

Provided "sometimes" are relocation allowances, tours of the local community, contacts
with local organizations, interviews within the hiring organization when aEpro riate
positions might be available, and other assistance with job search strategies. Employers
admitted that this was an area of increased concern. (Pages 58-59)

Dru in

According to 353 employers responding, drug testing of new college iraduates was required

by 55.2% this year. Included in this percentage were employers who sometimes, usually,

or always screened for drugs. Percentages of employers requiring drug testing in
revious years of this study included 59.3% in 1990-91, 47% in 1989-90, 32% in 1988-89,
7% in 1987-88, and 20% in 1986-87. (Page 63)

Testing for alcohol levels among new college graduates was required by 31.2% of surveyed

cigm 71%3gers. This compares to 28.1% in 1990-91, 25% in 1989-90, 14% in 1988-89, and 9% in

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

Of surveyed employers currently not screening job applicants for drug use, 8.2% intend to
initiate a drug testing program within one year, 6.4% within two years, and 7.0% within
five years. Of orFanizations not cur.ently screening for alcohol levels, 2.3% intend to
initiate an alcohol testing program within one year, 2.3% within two years, and 1.9%
within five years. Of organizations not screening for AIDS, 0.7% intend to initiate an
AIDS testing program within one year, 1.0% within two years, and 2.4% within five years.
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How many pew college graduates were hired last year (1990-91) for professional positions
in your organization, and how many ' ici (1991-92)?
Responses are listed by MAJOR EMPLOYER CATEGORY.

Nusber of New Hifres | Anticipated New Hires |iccc......
Last Year This Year .Change ||
....................... $ecccsccccnaccncsccccccnnl fm .
Number Number Last |
of of | Year
Employ-| Total Employ-| Total |  Jlece....
ors | Hired |Average| ers | Hired |Average|percent
................ Peccccccpecccsccpoccccccpoccccscprscccocpocccccctliiracnse
Employer Types
susiness,
Industry 389| 29,484 76 389| 28,916 74 1.9
................ $eccccccPpocccccsPoccccscssPpocccsondoncccccdponcscccl o000
Government | 75| 22,514 300 75} 17,861| 38| -20.7
................ PoeccccoPpocccccoPpocccsscPpocccvscPocccsccPeconctocslocoanne
Overall Totals | 466| 51,998| 12| 464| 46,777 101 -10.0

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

Observations: According to surveyed emqployers, the job market for new college graduates
this year is expected to decrease (-10.0%), the third year in a row with deciunn' % hm¥
quotas, Las:it year, a decrease of 9.8% was projected, and in 1988-89, a decrease of 13.3%
was reported.

Decreases are expected in all major employer categories: business and industry (-1.9%)
and governmental agencies (-20.7%5.
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How many new college graduates were hired last year (1990-91) for Professwna(ll llggr)l;
in your organization, and how
Responses are listed by EMPLOYER CATEGORY.
............ Nusber of New Hires | Anticipated New Hires | ---..... ODSCIvations; 1 A
Last Year This Year change | comparison of new college
-------------- Geucecsssefporcscccevsscccscccscscensae fr“ uates hlred last year
Nmeer gl vest | with anticipated new hires
Employ- | Total Employ:| Total | | -ev-e-- for this year revealed
ers | Hired |Average| ers | Hired |Average| percent| that the jOb market is
............... efecucsscpoccccssPocncccsosponsvcnadoncscssnchucscccsc] . caccces
cted to decrease
employer T
Hueb At ot overall by approximately
Aot b2 T R el L3 54 10.0% this year (1991-92).
Aerospace | 18| 1,375) 76| 18) 1,333) 74 -3.1 Caution peeds to be taken
................ Percanccepoccccccphecscccccpocccscsscsdecccscchocccoccec]l cocovas
Agribusfness | 8 267' 33§ 8| 238' 30 10.9 When mtelpretmg data for
................ $eecvcsapeccacocpecccscccPocscccnafrcvcscsuepocsccccss|.cacccce . ® em l er
Automot ive | 11 1,81 167 11 1,621] 129 -22.8 grdwoups.‘dual becausepoyof
---------------- $occsscsPpoccvccssProecnscccpoeccsccvofoccccssodhrccttosf{ccsccasn
Banking, Fimnccl 341 1.6631 481 361 1.6181 42| -13.7 occaswnagy small sa_mpl‘ei
.................................................................. .
Chemical 18] 2,282 127] 18| 1,622] 90| -28.9| SIZeS. igures  report
bl ont R l ....... 1...:...1 ....... 1 ....... 1...:...1........‘ ....... best reﬂect the market
Communication | 13| 1,947| 150| 131 1,350) 104" -30.7| for compames
................ Peccccccpoccccccpeccccccpocccscspocaccccpoccaccelmecaaca]
Construction | 71 67 10] 71 1321 9| 97.0 respondmg to this
---------------- $ocenccafPucsccscscpuccccccPprccscccscPocccscvcdoccsscccliccesccnal|’ suwey
Conglomerates | H| s4| 1) 3] 57| " 5.6
................ PocsccecpecsccuspuscecccdhoccscvadocccscuPocceccsfioucccns .
Electronics | 48] 3,99%| 8| 43| 4,80 10| 20.2] Employer cgt:g:ar;::
................ Perecccspescccccpeccssccdhacucavcpoccscscchrcccrcsefl -cocccan expecnng m
Z:::{‘é?n. & ! include ~construction and
Prof. Svcs. 52| 2,915 56 52) 3,37 65| 15.6 ?;x;lgg'lg g conuacl:g;s
................ Procccccdoccccceprcscnccccpocece . opoucssscscpoccccsc| ccercse 0 ass' pac
Food procemsime 101 L@ Lo o et ing, and allied  products
Packaging | 4] 81 15 4, 83|  21] 36.1 (36 1%); so%lal Siemce.
................ 4.......4....-..4....-..4-......7.--.-..4....... 1eecsses reilglous, an vounteer
o eeedeeeea] 50| 300] D e B A organizations (29.5%);
Hospitals | 15| 6% 4| 15| 82| ss|. 20.6| hospitals and hea}tzlb 6c;r)e
................ $ecstesrdoccscccpecrccscdrccascrudoccssccproscscccs [0000caas semces 0 ;
'1 .
fotels wotels LBl ke s B 29 electronics,  com puters,
Wood Products | 6| 327 55| 6| 227 38| -30.6/ and electrical equi gment
................ FecseccopoccccusProsccscccPpocncccchprccssscadposcucce|t®uvccne
manufacturers g‘
11.0
merchendiime LR T S0 e L engineering, researc
Metals | 17] 595 35) 17|  s20| 31| -12.6] consulting, and other
................ [ IR RTERY TRRRYREY TRy Sy Ry Qupppamy qepppa ELE TR E T :
) rofessional services
e e ebe e e e e eeees e e i| (15.6%);  textiles, home
PUbLic Utilitinl 37| 1,1151 30| 37| 1,069] 29| 4.1 rnishings, and Sparel
..................................... bovrssecpusnsscudponscoccltonscnns
Volunteer Org. | 9| b | 5 9 57| 6l  29.5 g:?:}f:nc?éfnr; 6%),
................ Prracccaprcccccsprcessvepucccoanovcsancpuncever] ccesscns
Textiles ! 5| @ s 5| 5] 43 126 retailin 4 (éll 0%),
------------------------------------------------------------------ diversi e con omer.
Tire & Rubber 2 3 2 2 3 2 0.0
................ LLHL AL AL A A 0 s (5.6%); ~ and
Overall Totals | 464 51,998]  112]  464] 46,777]  101| -10.0{ accounting firms (5.4%).

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




Continued. ..

Tire, rubber, and allied products are expecting no change in quotas this year.

Decreases in hu.u:ﬁl quotas for this year are anticipated by aerospace and components
(-3.1%); public utilities includini transportation (-4.1%); agribusiness (-10.9%); metals
and metal products (-12.6%); hotels, motels, restaurants, and recreational facilities
2-12.9%; banking, finance, and insurance (-13.7%); food and beverage processin
-16.1%); governmental administration and the military including federal, state, an
local levels (-20.7%); automotive and mechanical equipment (-22.8%); chemicals, drugs,
and allied products (-28.9%); lumber, wood products, and furniture manufacturers
§-30.6%g; communications and telecommunications including telephones and newspapers
-30.7%); and petroleum and allied products (-38.6%).

How many new college graduates were hired last year (1990-91) for professional positions
in your organization, and how many pew hires are anticipated .his year (1991-92)?
Responses are listed by GEOGRAPHICAL REGION,
Number of New Hires | Anticipated New Hires |.-......
Last Year This Year Change
....................... #rcccancecccsscccsccccacc| fpom
Number Number I Last
of of Year
Employ-| Total Employ-] Total | |--<v---
ers Hired |Average| ers Hired |Average|Percent
.............. fecaccosdrsscecspocsccccsspascacasPucccsvopraccncs lascscna
Employer Sizes
1-99 92| 321 3 92| 278 3| -14.0
.............. @Pecucossfprosscccdretsasseprosactecpouscccapuoscancalancccas
100499 | 87| es3 11| 87| 930 1| -2.4
............... hovesvnchoccaccosprocasongpuossascscpocscscccpocccscc|cccacen
500999 | s2] 1,217 21| 62| 1,247 20 -2.3
.............. $ooccscefesascuoPoracssachovscnctPpancecnoPecccece flecnocas
1000-4999 |  125| 5,652| 45| 125| S,416| 43| 4.2
.............. Pecaccncfresscuchorcctacpossoccfpoosctcscscprosccccalicaccecna
5000-9999 | 36| 4,320 120 36| 3,776 105 -12.6
.............. Possscccpreccarepacsisasopuocssocpuccccossposcccccfioccccas
10,000+ | 62| 39,475| 637 62| 35,132| 567 -11.0
.............. Pesscscopooscconcfpoavocaafoocsssoposctccschoroccccc|asssanae
Overall Totals|  464| 51,998| 12| 44| 46,777 101 10.0

anizations of every employer size are reForting anticipated
0

Observations: Surveyed o
yers with 1 to 99

r

decreases in hmgqg quotas f%)r new colle%g graduates in 1991-92: emp
employees {-14.0 2); organizations with 100 to 499 employees (-2.4%); emplgyers with 500
to employees (-2.3%); organizations with 1,000 to 4,999 employees (-4.2%); employers
\(mltil 0S‘,VO;)O to 9,999 employees (-12.6%); and organizations with 10,000 or moure employees
-11.0%);
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4.

RESPONSES RECEIVED FROM
BUSINESSES, INDUSTRIESE_ Abg)g 1('J'S"C%VERI‘IMEN’I’AL AGENCIES
or -

Which category best describes your organization, and how many 1

excludi I are on the payroll of your organization? The number of
responses received for each answer are on the first line and $ercentages of total on the
second line. Responses are listed by EMPLOYER CATEGORY.

Size of Orgajamza' tion by
Number of Salaried Employees
Employer
Categories
Frequency
Percent 1-99 100499 |500-999 |1000- $000- 10,000+
4999 9999 Total
................. $rcvcccssPporcscccepratoccntPrssccscsPrerccccscPpotocecnt P
Accounting 6 2 0} 0 0 4 12
1.29 0.43 0.00 . 0.00 0.00 0.86 2.59
................. PecccccsaPperoccccodracteastondlocccctaPeccssacccPancocsond
Auwrospace 0 4 1 3 S S 18
0.00 0.86 0.22 0.6% 1.08 1.08 3.88
................. $evccccccpaccsvncsoPreccsssedracccnccecccnsasPprccccnnd
Agribusiness 3 0 2 2 1 0 8
0.65 0.00 0.43 0.43 0.22 0.00 1.72
................. Pesecscscpecsccsncpecsocnncdpesccatocpeccveccapeccccacnd
Automotive 1 4 0 2 1 3 1
0.22 0.86 0.00 0.43 0.22 0.65 2.37
----------------- $rscccncaPpencsacncsposscccsnPraccccscPprocsncsaprccacsccd
Banking, Finance 4 9 3 12 3 3 34
0.86 1.94 0.65 2.59 0.65 0.65 7.33
................. fPosscccccdoaseseneprocttccscdecccccccPoccaccccPeccnccccd
Chemicals 0 4 3 4 2 S 18
0.00 0.86 0.465 0.86 0.43 1.08 3.88
................. PesesescadeccccaccdpronccncoPrsccccsoPeasccsccPpaccccsond
Communication 4 0 3 S 0 1 13
0.86 0.00 0.65 1.08 0.00 0.22 2.80
................. Preccccccdposcccncnprscccanadestocccnadporcccnnnadpocccacnnnd
Construction 3 2 0 2 0 0 7
0.65 0.43 0.00 0.43 0.00 0.00 1.51
................. $rccsesccpocccsccchenncactoPprccanccsadPrcccnnccedecnccncad
Conglomeratas 0 1 2 0 1 1 S
0.00 0.22 G.43 0.00 0.22 0.22 1.08
---------------- -00-------0-0------0-------000------00------g-’o.---.-.’ R
Electronics 13 4 8 14 3 6 48
2.80 0.86 1.72 3.02 0.65 1.29 10.34
................. $ocosccccpossscnnsprovcstacdhiatocasadrcctocnnposconcccd
Research, Consul 13 14 6 13 4 2 52
2.80 3.02 1.29 2.80 0.86 0.43 11.21
................. Peccccecnpr scoevepaadasscadrancrscadactoccaadpracanaced
Food Procassing 0 3 0 2 1 3 9
0.00 0.65 0.00 0.43 0.22 0.65 1.94
................. PecccvacoPpeccsnnccPeroscccaPacctonsoPecssascsPoascacancdh
Total erd 87 62 125 36 62 464

19.83 18.75 13.36 26.94 7.76 13.36 100.00
(Continued)
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Continued ...

Size of Orgalamza tion by
Number of Salaried Employees
Employer
Categories
Frequency
Percent 1.9 100-499 |500-999 |1000- 5000- 10,000+
4999 9999 Total
................. ¢........¢....‘o..¢.....-.oQ.......o¢......o.¢........¢
Packaging 1 1 o 2 0 0 4
0.22 0.22 0.00 0.43 0.00 0.00 0.86
................. P e X L TSR R LR R REREL IEREEEEEL SERE R 4
Government 14 13 8 19 7 14 75
3.02 2.80 1.72 4.09 1.5 3.02 16.16
................. ¢........0........0.....o.-Q..-...--¢..‘.....¢o.......¢
Hospitals 2 é 1 5 0 1 15
0.43 1.29 0.22 1.08 0.00 0.22 3.23
ooooooooooooooooo 0..-.o.oo‘...o..oo-0.-oo.oocﬁo.ocooo-@oooooo--0..-.0...0
Hotels Motels 7 4 3 3 1] 1 18
1.51 0.86 0.6% 0.45 0.00 0.22 3.88
................. @eonccmscpaonnanespencecscosdecncnncnprontasscspoccccccnd
Wood Products 1 1} 1 1 1 2 é
0.22 0.00 0.22 0.22 6.22 0.43 1.29
................. 0...-.-..0........0..--.-.o-0.--.....0......-.¢........¢
Merchandising é 5 2| 10 3 4 30
1.29 1.08 0.43 ! 2.16 0.65 0.86 6.47
................. ¢......o.¢....-...¢.......o¢..o......¢........0........4-
Metals 4 2 3 4 2 2 17
0.86 0.43 0.45 0.856 0.43 0.43 3.86
................. @emcccascposscsscospacscennnpuncscscccpoccersssprcccaaved
Petrol eum 1 0 4 4 0 2 1
0.22 0.00 0.85 0.86 0.00 0.43 2.37
................. Pecccccsepuntesncnduccssisederscccccdovencenapurvencocd
public Utilities 1 6 1 15 2 2 37
0.22 1.29 2.37 3.23 0.43 0.43 7.97
................. Pesscncccpnsccscsncpocincncedoccaccscchocccccccpocccccccsd
Volunteer Org. 7 1} 1 1 1} 0 9
1.951 0.00 0.22 0.22 0.00 0.00 1.94
................. @eccsoccopucmnccccpacscsscscsprcccsnrndeccccncadecccccecd
Textiles 0 2 0 2 0 1 5
0.00 0.43 0.00 0.t3 0.00 0.22 1.08
................. @emescesepecsesncsepncccsncecdosne incaPrcccsccndrsccccccd
Tire & Rubber 1 1 0 0 0 0 2
0.22 0.22 0.00 0.00 0.00 0.00 0.43
........... R R ST R R L. TR PR TRETERRRE IR RREEREL LR R A
Total 9 87 62 125 36 62 454

19.83 18.75 13.36 26.9 7.76 13.36 100.00

Observations: Responses to the Recruiting Trends survey for 1991-92 were received from
464 employers representing businesses, industries, manufacturing organizations, service
sector employers, and governmental agencies. Organizations with 1,000 to 4,999 employees
represented 26.9% of the respondents; those with 100 to 499 employecs represente 18.8%
of the respondents; and organizations with 1 to 99 employees represeited 19.8% of the
respondents. Organizations with 10,000 or more employees represented 13.4% of the
respondents; those with 500 to 999 employees represente 13.4% of the respondents; and
organizations with 5,000 to 9,999 employees represented 7.8% of the respondents.
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locations. and

Number of Esployees
Number of Employees Overseess Number of Handicappers
.......................... $ecececscucecccccccccccssPeroccccocucccsncccntone
Nusber Nuwber Numbe~
of of Total of
Employ*| Total Employ-| Over- Employ-
ers |Employees [Average| ers seas |Percent| ers Total |Average
$eescnsce fececcencocese doccecosa $eccccee $eccecce $ocevene $occcnse $oecscvse Peeccccesn
1 56,559 5,142 9] 5,100 9.0% 7 1 0
Porecacee #eonsscccscsspescscce $occoervspoccscces $eccscana $eccscas $ecscscra $occvncne
| 17] 1 563| 13 620| 12| 129| 0. ox| 7 459 66
$ecvscecprsccscscscsprcscscoPecscocschesccccschlovccocdhocse vesoefpeccccse $ovecsea
| 8| 13 731| 1 716| 8| 70| 0. 5%] 6| bb| 7
$ucccona fuccnncncnndPucncncndoacnnne $eccentefuecnncncPpunncona $reocnnca $eccnnae
| 11| 255 806| 3 255| 8| n 766| a8. “| 7| 221 32
$recvecs $ecccccsncadosscncafPesccsarPoscvecosPoccaccscsProncana $eecnace $rccacan
| 3] 1 613] 3 988| 27| 10 585| 8. 0%] 14 134| 10
$ucccans PoccecccansPucccncoPposteccncPocccccaPtocnacadoccnnae $racceca $eccccne
| 15| 268 392| 17 893] 9| 43, 128| 16. ox| 4] 10 3
$ecvecne $ocecveccesrPocccvosposccrasPecccccndoccosvoscPhocsccane $ocsccea $oeccone
| 13| 129 959| 9 997| 13| 6 372| 4. 92| 9| 17| 13
$ucccone $eocccncccosProcnncrhuarnccadpocccccoderancaad.  cocvma $occncen $uccncoe
| 7| é 289| 898] 7| 360| S.4%| 5| 17| 3
$esccnvea $ucececcsccpoccncne $occacas $eccscae Peccacss $ecccana $eccsace Praccane
| 51 26 360| 4, 8681 6| 15{ 0.0%| 2| 1] 6
$occa, leafporoesecsvnesadpassonce 4 ..................... $eascave $rcocace $eccnoae
| 48| 1,074 067| 22 376| 37| 3 97'9| 2.9%| ]| 202 8
deavance $etcccsoasoPocccctsPocaccstPrtcccccdacncccna $occacca $eccscee $occacee
51 112, 260 2,201 44 929 0.8%| 35 328 9
+

Prof. Sves.

ayroll of



Continued...

Observations: On the payrolls of 453 businesses, industries, and governmental agencies
responding to this question are 4,095,114 salaried employees (excluding clerical staff).
Of these, 188,299 salaried employees (4.5%) are in overscas locations. These
organizations reported that 9,706 handicapped persons (0.2%) were on their payrolls:
hearing impaired, blind/visually impaired, mobility impaired, mentally retarded, cerebral
paisied, or epileptic.

Employing of salaried e were electronics, computers, and
electrical equipment manufacturers (1,074,067), ard o&c))vemmental administration and the
military including federal, state, and local Javels (907,090).

Other employer categories with large numbers of salaried employees were merchandising and
retailing (297,450); chemie-'s, gs, and allied products (268,392); automotive and
mechanical e%uipment (255,,04); aerospace and components {231,543); food and beverage
processirg (137,387); banking, finance, and insurance (131,613); communications and
telecommunications including teleqlhones and newspapers (129.959); hotels, motels,
restaurants, and recreational facilities (121,032); engineering, research, consulting,
and other grofessional services (112,260); metals and metal products (93,943); public
utilities including transportation (93,437); accounting firms (56,559); lumber, wood
products, and furniture manufacturers (48,924); textiles, home furnishings, and apparel
manufacturers (30,060); hospiials and health care services (27,595); petroleum and allied
products (25,071); and diversified conglomerates (24,340).

Employer categories with the _m_mhmhcstm ntages of salaried emplovees in overseas
jons were automotive and mechanical equipment (28.4%); chemicals, drugs, and allied
products (16.0%); and hospitals and health care services (10.8%).

Reporting fewer salaried employees overseas were accountin‘? firms (9.0%);, banking,
finance, and insurance (8.0%); petroleum and allied products (7.8%); food and beverage
processing (6.5%); construction and building contractors (5.4%); communications and
telecommunications including telephones, newspapers (4.9%); electronics, computers, and
electrical equipment manufacturers (2.9%); glass, packagin%, and allied products (2.1%&3
textiles, home furnishings, and apparel manufacturers (1.8%); engineering, researc
consulting, and other professional services (0.8%); agribusiness (0.5%); metals and metal
products (0.5%); tire, rubber, and allied products (0.3%);, 1goverumental administration
and the military including federal, state, and local levels (0.1%); and merchandising and
retailing (0.1%).

The largest numbers of handicapped personnel were employed by governmental administration
and the military including federal, state, and local levels (6,846); public utilities
including transportation (582); aerospace and components (459); engineering, research,
consulting, and other professional services (328); merchandising and retailing (311);
automotive and mechanical equipment (221); electronics, computers, and electrical
equipment manufacturers (202); hospitals and health care services (195); banking,
finance, and insurance (136); and communications and telecommunications including
telephones, newspapers (117).

©
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Within the last year (1990-91), how many sa.hm_d_:mg%uﬁs_um_lmd_nff by your
organization? Responses are listed by EMPLOYER CATEGORY.
............... e o cervations: | Of 425 employers responding 1o
..................... ,?.?thf.. this (Fueﬁstic"m’ 168 (311;au1£:au%;)1m5 (:; ,:seza) aid
...... el Me.....| off salaried employees within the last year
Nuﬁ:or N(ﬂ;cr (1990'91).
0 4}
Employ- Employ- The employer categories most frequently layi
.............. [ere Drarcane] "ers” foarcene)  o® e employees were acrospate and
Employer Types components( 81253‘?;); au(;onllotive and mechanical
.............. ) equipment 8% ;‘all e ecnl‘)nﬁ‘:% com tets%
peboniadaie NN OIS IS vco AU+ kbt in agd glectriml equipment manufacturers (6?.‘6%).
Aerospece | 14 82.3%| 3| 17.6%
...:...: ...... Poccssecspocccses $roccnss $oceance uss &equenﬁy laying OE Sa.la.l'ied employees
Aoritusiness L HLINO LS9 were  agribusiness | (50.0%);  engineering,
Automotive | 9| 81.8%| 2| 18.1%| research, consulting, and other professional
;;n;i;‘ ....... $oosessa $Poccosasn $ecocass $omcccse se m ces ( 49.0%); merchandisi.n and reta.iling
Finance’ nl 6.6x| 19| e3.3x| (44.8%); construction and building contractors
.............. Aeerersaberanncabonnanictenanna | (42 80p); chemicals, dmgs’ and ed products
Chemicals ..1...00 &8 81 S7'%, (428%); diversified conglomerates §40-9%);
Comunication | 5| 38.4x] 8| e1.5x| lumber, wood products, and furniture
.............. @erscccsdosccncadrocnncndanvonan manufacturers (40. %); commumcatlons and
Construction | ....00 %8 45T telecommunications including  telephones,
Conglomerates | 2| 40.0%| 3| 60.0% ??,e;vg;‘;ayers (38.:1%); metals an rﬂetal productg
.............. @ecscecapucccsrcoproscccspossssan /) ; soci scrvice’ re 1 .ous’ an
Blectronics 1 ...31 6558 16 3%  volunteer organizations (37.5%?;l banking,
Research, | finance, and insurance (36.6%); food and
Consul ting & beverage processing (28.5%); governmental

Prof. Sves. ....Bl oo LB 0% administration and mihtsa;y) including federal,
0);

Food | state, and local (25. textiles, home
Processine 1.2l sl 4l furnishings, and apparel manufacturers (25.0%);
Packaging | | A 4 100.0x] public utilities including transportation
.............. .‘64.. (243%); and pptels, motels, restaurants, and
Soveroment 1L B Y T recreational facilities (21.4%).
Hospitals 1 1 7.1%] 13| 92.8% Lavoffs of salaried ) least fr il
..................... ProvocssPprocssssPocsnans L
yoffs of salaried employees least frequently

ot peres L1 ae  N TSX occurred in petroleum and allied products
Wood Products | 2| 40.0%| 3| so.0x| (11.1%); accounting ( 9.0%); and hospitals and
.............. Precescaprncssaccdroccvsacdussassa 4
i | ]l ) el care serviees (L),
Metals |6 37y 0] e2.s glo gyoffs of l:algried etgplo ;%s werg reporteg
............................ Pocccccofprosvansnn .

y glass, packaging, an ied products; an
Potrotem LR B 888X ire, rubber, and allied products.
Public
Utilities 9| 26.3% 28] 75.6%
.............. Peosovsapesessasdrsssssspssncane
Volunteer Org. | 31 37.5%| 5| 62.5%
.............. PorcucsopacccnssPposssanssdpusessas
Textiles | 1] 25.0%| 3| 75.0%
.............. Proosscaproatscsproscsssspoannssae
Tire & Rubber | | . 2| 100.0%
.............. $ecctasefucacaacProscecapronacas

Overall Totals| 168| 39.5%| 57| 60.4%
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In September, 1990 (a year ago), how many new college graduates did your organization

ex to hire, and how ege t
1! for d){ofesslonal positions in your organization? Responses are listed by
MPLO TEGORY.
Anticipated New Hires Number of New Hires |-------. Obsemnons' ot dWhen
Last Year Last Year Change con.ﬂarmg éxpected new
....................... $eccaccsaccccscsccsnccnncan for hlrﬁﬂ ln September’ 19%
e o Lest | with actual new hires in
-} 0 ear
Esploy- | Total Employ-| Total | [-eeree- 1990-91, surveyed employers
ers Hired |Average| ers Hired |Average|Percent| reported an overa_ll net
................ ProccccoPpescscccPprcnccccPpecccancdprcscacachacccccof|rrccnce di erence Of .0.7%. From
ETployer TP this percent, there
Accounting 11| 8,641 786 11| 6,678 607| -22.7 appeared be no
................ $ecccsscPeccntoaprcancancdrtoncncadrccncanPpaccccac|cttrece ﬁ t diffetence
16| 1,226 77 17| a0t 47| -38.4) Sigmican
pibevest NN l ....... l'l ....... l ....... ... l --------------- between anticipated hires
Agribusiness | 8| 202 25| 8] 27| 33| 32.2] and actual hires, but
................ pencccccproccacnsoPpecccccchrcccnncdtccsccnchpacncoce |[*00cesn bstantlal dlffetences
Automoti 9| 3,305 367 1] 1,81] 167] -56.4| SU
A b T 330 ] L L. (increases and decreases)
Banking, Finance| 30| 1,468 49| 33) 1,623| 49 0.5 were noted in almost every
................ $eccccscpecsccaspocccncedpocsccccaPanccccsadpescnnce |fcoscscs
Chemicals | 14| 2,086 149 15] 1,696] 13| -24.1 :gg&?g&g category :Vhlzzg
................ $occcccchoscccscadeccsnnnchpacccscsccdosncsscPoccsnnc [(teosnce
Communication | 12| 2,203|  184| 13| 1,9%7| 150| -18.4| differences for each.
................ PeccccccpecccncapaccsccnsPpocncencprccccsadencncns|cccccns
Constructi 7l %6 21 7 67 10| -54.1
construction 1 ... 1...) 1.2 Lo 1.8 1o 2 The greatest reductions in
tonglomerates l /ol 971 Za'ol "51 - 561 "?1 ..55-§ hmng were reported by
Electronics | 46| 3,916] © 8s] 8| 3,9| a3| -2.2| diversified conglomerates
---------------- $rormsesbessiinbicnben et nge e feeeeeee | (255,5%);  automotive  and
23:::[:?,,, % | | mechanical equipment
Prof. Svcs. | T  n| 51| 2,887 s7| -20.4| (-54.4%); construction and
T $orenens denanees NORRLELS #eeerens ARRRAE] Ah buildin contractors
Food Processing | 7| 56| 8| 8| 103 13] 60.9 _541 ), aerospace and
................ PeccrctocpracccccPprcnccccPesntacncdheccatsadPlocccac [ ®occcns 38 7) s al
Packaging | 4| 8s| 21 4| 61 15| -28.2 components (- 0); Soci
................ @ecceccadoccssaadeccrssaadrcncnsadecncccnfpronnacs Uussanne semce, rehglo‘ls, and
Goverrment ...0...c.nmsn| | 7| 225%|  500) 3490 yolunteer organizations
Hospitals | 12) 619 52| %« 67| 48] 6.3 (-33 9%); glass, packa g,
---------------- PrccscscedroccccchprostsscnPotccsscnquoennccncPoccnacc |cccannce an r u
Hotels Wotels 1.1 1ol .8 & s8] 32 309 (-28.2%) merchandl gg
Wood Products | 5| 26| 5| 5, 27 5| 3.8 tallu:gl q (-24 %),
................ PetccccoprccccscopscccssaPrctonnspancsccchpescscannss|snccnnse cheml s’ mﬁ an
rereediene LLBL L L Rl ST %9 allied  products §-24.1%g,
Metals | 15| 29| 200 17| 55| 35| 75.6| accounting -22.7%h;
................ PeccccccprcscncedrnctonaPronctasPeoctccadprocccce |secnann eﬂglneel’lng, researc ,
Petroleun 9] 33 38 10| 37 37| -0.7
................ llllll «e.....| consulting,
Public Utilities| 35| 1,037 30| 37| 1,115 30| 1.7
................ L Y R R R R I s E N
Volunteer Org. | 8| 61| 8| 24 4h| 5| -35.9
................ PetessscpoccscccprcccccnProsccnoprencncadocccens [ e
Textiles ' 5 68| 14 5|  191] 38| 180.9
................ deteccenprcccscnPeccncccPoccccssadpasccccsaProsanaa """
Tire & Rubber | 1 of of 2| 3| 2
---------------- Paccsacap $occcucaPrrrncscsPprocscncdPptecccacPoccanan |["""" """
Oversll Totals |  405] 44,876  111] 453, 49,865| 110 0.7




Continued . ..
and other professional services (-20.4%;; and communications and telecommunications
including telephones, newspapers (-18.4%).

Slight reductions in hiring were experienced by hospitals and health care services
-6.3%); electronics, cogéputers, and electrical equipment manufacturers ( -2.2%); an
u

petroleum and allied products ( -0.7%).
No difference was noted between anticipated hires and actual hires for tire, rubber, and
allied products.

Substantial increases in hiring were reported by agribusiness (32.2%); governmental
administration and milit including federal, state, and local (34.9%); food and
beverage processing (60.9%); metals and metal products (75.6%); textiles, home
furnishings, and apparel manufacturers (280.9%); and hotels, motels, restaurants, and
recreational facilities (304.9%). ' ‘

29
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our organization last year (1990-91), how many had
Responses are listed by EMPLOYER CATEGORY.

oooooooooooooooooooooooooooooooooooooooooooooooo obsemtiom: of the new couege aduates

:?‘:.3':2‘.‘:‘::., No. of ":';g::.:' " hired 453 surveyed employers last year

Numoer | New | Expariences |  (1990-91), 28.9% had no prior career-related

of Grae |ecsccceccncees A
Employ: [duates|Total work experiences.
Percent

ers |Hired |[Hired

................ @ocssccedesccccprccstipucccncs EmPloyer categories hiring the geatest

Among new college graduates hired by ?y
; _related work .

Ewplover Ty percentage of new college graduates with no
Account ing 1| 6,678] 3,333| «9.9x| prior career-related work experiences were tire
................ ferccsccspesssscescccadocccccs & mbber (lw.o%); engineer!ng’ resea!-ch’
Aerospece. .. Lo sl 1 %% consulting, and other professional services
Agribusiness | 8| 7| 16| 1.4 g“'l%)r;tati p?&hzq) l;lnhgle; o ml::c;luil:
.......................................... ansportation (66.4%); bankin )
Mutomotive | 11| 184 81 43 insurance (63.6%); and ’agribusiness (61.4%).
Banking, Finence| 33| 1,628 1,033] 63.6% A ate] . duat
................ PrecsscsPpoccccedPoccscsspoccaccs ; l'Oleate as man new co ege gra ua es
. JIUNS Eead MO Wi wﬁg and m{hout pn):)r career-related work
Commnication | 13| 1,9%7| 37) 1.9% exgerienccs were hired by accounting firms
................ Pecccconpoctecoproccscpecccunce (4 .9%; and temles, home fumlshmgs’ and
Conatruction 1...TLLELLTL B3 apparel manufacturers (48.1%).
Conglomerates l Sl Slol 221 40.7% Le ' . 1 duat
.......................................... s receptive to hiring new college graduates
Electronics ). 081 3%%] 33| B with no prior carcer-related work experiencus
Research, were petroleum and alliec products (41.7%);
 fronsulting & | 51| 2,07 2,061 701 diversified conglomerate (40.7%); food and
ARG HoTIRIRS SUP 3.0 0T beverage processing (39.8%); merchandising and
. -rage p g ! ga
Food Processing | 8 103 41] 39.8% retailing (34.0%);( zg%nét;'ucuon and bmldltn
.......................................... contractors 2): governmen
Packaging | 4831 %™  administration and military including federal,
Government | 75|22,514] 5,100] 22.6%| State, anci loc;l) (22.6%)1; metals and metal
................ Poecccncposccvepocvactadpecsavanc]|. ¢
products (18.3%); and electronics, computers,
s L6 s 8 % and electrical equipment manufacturers (13.8%).
Hotels Motels 1.0 3L LAY,
27 0.0% . .
"mprm“l ...... Sl ..... l ..... 01 ....... Least receptive to hiring new colleg; graduates
Merchandising | 301 1721 38| 3¢.0% with prior career-related work experiences were
Metals |37 Tses) 09| 1s.3x| hospitals and health care services (11.9%);
................ #ecetcccdersepuceeigeeenea. | d€TOSpace and components (8.8%); ass,
Petrolews | 10| 3m| 56| 4™ packaging, and allied products (8.1%);
Public Utilities| 37| 1,115] 741] 66.4% automotive and mechanical equipment 4.3%);
................ 4eecceseseriecereneaseeeea..| Chemicals, drugs, and .alhed products (3.6%);
i os, |9 41123 socal Sevice,” religious, | and " volunteer
Textil s 1911 92| 48.1x] Organizations 2.2%);  hotels,  motels,
e e 1.3 1.0 1.7 1987 restaurants, and  recreational facilities
Tire & Rubber | 2| ..31....3] too.0% (2.0%); communications and telecommunications
Overall Totals |  453[49,865|14,441] 28.9% iﬁg‘;‘:‘l’ng t:,lgggones} o?impape;.snd(l'ggzx;ﬁ &l}g
................................................ ] i

manufacturers (0.0%).
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Were foreign npationals hired last year (1990-91) for positions with your organization in
the United States, and were U.S, citizens hired by your organization last year (1990-91)
for positions in gverseas locations?
Hire Foreign Nationals Last | Nire U.S. Citizens in Overseas
Year : Locations
Yes | No {es | No
--------------- poocscsccscntocoe ®ecevecccscscsssodpucuccccsccscnce
Number Number Number Number
of of of of
Employ- Employ- Employ- Employ- '
ers |Percent| ers |Percent ers |Percent| ers |Percent
.............. $recccccpoccsscccPeccsaccsahocccvese essavvcccoscsadoccsccssdocscscsnPreccassdoccccas
Employer Types Employsr Types
Accounting 1] 11ax 8| 88.8%| Accounting 1] 12.5% 7| 87.5%
.............. $eccocecdpraccssadasaccasporcncae eteccecssccssadposcacncdpooscncsoPosccsccadpocscnce
Aerospace | . .| 12| 100.0X Aerospace | .l ol 11] 100.0%
-------------- deecccsspecscoccpecscccchrccccce eessscccccscnodecscscsacPprocccccdhocccccoPeccccoa
Agribusiness | 3| 42.8%) 4| S7.1% Agribusiness | . . 7| 100.0%
.............. $eecccscdocsscssadoccccochsoccnca eeveccscancasodpoacscccdprocecse . Ppooosvcsadaccoscas
Automotive | 2| 28.5%| S| 71.4% Aut ~otive | 1] 11.4%] 8| 88.8%
-------------- $recccoscpesccscssdocccccndocccnun eescncacssccsoPosccccodpe-cssacPeccsscadrocccane
sanking, Banking,
Finance 6] 26.0% 17] 73.9% Finance . . 20| 100.0%
-------------- deccccsapeosscssccpocsccccpoccccce eeescccssssccsPosccseadpoaccncssducsscsccdeccance
Chemicals | 7| T.7X| 2| 2.2 Chemicals | 2| 25.0%| 6| T75.0%
-------------- #ecccocodeccnncsdoscnccadoccccce|] g
Communication | 3| 25.0%| 9| 75.0%]! Communication | 1] 8.3%| 1] 91.6%
-------------- 0-------0-------0--'""0"""--! eescecscccccssodosscscscdrcccccssdosccsccaPocsccnse
Construction | 1] 20.0%| 4| 80.0%f Construction | 1] 16.6%| 5| 83.3%
-------------- L IERRFENE IEEESERE IERREEEL IEER KRR eecccsvcccccscsoPracvcsoPrccccandocccscscadocrnacs
Conglomerates | . .| 3| 100.0% Conglomerates | 1| 33.3%| 2| 66.6%
-------------- deccssscpercscosprocasccposcccan feccccncatetesPpeancasadprocscsacPhaccccnaPoaccnae
Electronics | 10| 32.2%| 21| 67.T% Electronics | 6| 18.7%| 2| 81.2%
.............. $escccocdpasscsnadpasscccadocccncsa sesecessnceccedrcccccchececccchocccscedrcscssns
Research, d Research,
Consulting & 'g Consulting & .
Prof. Sves. 12| 32.4% 25| 67.5% Prof. Sves. | 6| 15.3% 33| 84.6%
.............. 4-.......4-.......4-..-.-..4...-....i “eeccessssccsodpocncncadprnansaosdanscccadsocsace
Food Food
Processing 2] 28.5% S| 71.4%) Processing . . s| 100.0%
.............. LIERE RN EY TRYRREEY INERERET IXERRN TS [ etesesscsccscedrcascssadenscncadessccsahocssnne
Packaging I . . 4| 100.0% Packaging | . . 2| 100.0%
------------ docccsccpeccsacsspocccccadoccnccne e0c0sctctisesPrecncscpancncsudrosscsahosconna
Goverrment | 8| 15.6%| 43| 84.3% Goverrment | 11 1.9%| 50| $8.0%|
.............. $eecccsodpoccsscscdhoacscccohrcncscnc et eemencnteeadacacaccdonncacapeancoccadaccnnan
Hospitals I 5| 65.4%| 6| 54.5% Hospi tals | N . 12| 100.0%
""""""" decoccccdeccsccadrcocsccpencocesn tasscwstccscsedacacessposasasodaccccandpessoncs
Hotels Motels | 2| 18.1%| 9| 81.8% Hotels Motels | . o 11| 100.0%
-------------- [ IXERERENE IREASEREI INERRERE TEREIRNIE I teccseccssnccsProccccedrstocsonProsscssosPasnccan
Wood Products | 1} 25.0%| 3| 75.0% cod Products | . . 4| 100.0%
.............. 4-.......4-.......4........4-.......l #scesesstetescedeccecocdoocssccpesossacsPoncvoan
Merchandising | 6] 26.0%| 19| 76.0%|, Merchandising | 2] 8.3%| 22| 91.6%
-------------- [ IERREERL IEEEEIEL IEEEAREL SEEREEES I cssteseessscsadressccsPposcnccoPassccsccdacccnnse
Metals | 6| 36.3%| 7| 63.6%| Metals | 1| 10.0%| 9| s0.0%
seacsancenne sedpeccaces Pecccsne $erecsen Pecnccne © Jeceescceasasae $oeccene $esaccca $ececcces Pecacace
Petroleum | .| .| 8| 100.0% Petroleum | .l o 8| 100.0%
.............. ..........4-.......4-.......4........: etcaccacsscssnPesccsandpetoccardoscccesdprscosane
Public | I Publ ic I I I
Utilities 4| 13.7%| 5| 86.2%|; Utilities 1]  3.8%| 25| 96.1%
.............. PecccsncPpoccaccoPosassvedaccscasn cesedecscccsscdposcccoadessccsccPracccnadracsacns
Volunteer Org. | . .| 6| 100.0% Volunteer Org. | .| .| 6| 100.0%
.............. Pecncescdecccscadescssscchpancacce ccsnctesensscsPecusctodpraccccadraccscadussncas
Textiles ! 1| 20.0%| 4| 80.0% Textiles | N .| S| 100.0%
.............. $ocascsaPprenceccdhoaccacadpoancacs tecacncancenscadpecacnnapeccecscadanccncsdpoanncne
Tire & Rubber | 1] 50.0%| 1] 50.0% Tire & Rubber | N | 2| 100.0%
..................... $PevcccocPococsocPoscccce cccccotcscasncodorosccsoProicncsnadPltoccsccadPusocncan
Overal Totalsl 79| 24.0%| 250| 75.9% Overall Totals| 26|  7.4%| 297| 92.5%

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

Observations: A total of 79 organizations (24. 0%) regorted hiring of fo
within their organizations in the United States, and 24 orgamzatxons (7.4%) reported

o hiring of U.S, citizens for positions in overseas locations.
g ’ 11
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Did your organization experience shortages of candidates in any academic majors or degree
levels last year (1990-91) when recruiting new personnel, and which categories of
candidates were short? Responses are listed by EMPLOYER CATEGORY.

oooooooooooooooooooooooooooooooooooooooooooooooo

Shortage of Candidates When Observations: Of 357 surv?'ed employers

Recruiting respon to this question, 23.9% experienced
""" o TR sﬁsopr?agdei:gof candig‘;tes in selected academic
............... 4eeeeeeeneeaee..| majors and degree levels last year (1990-91).
"u;?r u?r Empl tegori ith th largest
. . mployer  categories wi e
E’f}-? Parcent| ers’ - |percent perge:ytages experiencing  shortages  of
.............. @ecsmccsoccancsapoaccnsuduoanccs candidates were hospitals and he th C?.l'e
EmpLoyer Types services (100.0%); petroleum and _allied
Accounting . . 9| 100.0x], products (57.1%); ﬁhgnbusmess 2571%;,
.............. P chemicals, drugs, and ed products 50.0%;
Aerotpece LALLALEL BB tire, rubber, and allied products (50.0%); food
Agribusiness | 4| s7.1x| 3| «2.8%] and beverage processing (42.8%);, and
.............. e govemmental adm.mstl'atlon and the mlh
Autonotive | M MRl 8l o8-8 Thcluding federal, state, and local levels
Banking, L (39.2%).
Finance 2l 7.% 26| 92.8%|
.............. 4-.......4-....:..4........4-....... With 25% or fewer experiencin Shonages were
Ch“ic.“ ..... 4|. ...... 61”“1 ...... 6150()% engineering, research, consult%ng, and other
Communication | 2| 15.3%| 11| 84.6% gjrofessional services (27.5%); t¢.-,xtiles2,25 h(;);x)e
.............. 4-......:4.......:4-.......4-....... mjshin and a arel manufacture[s . A ;
et LT erehandising and retafling (20.0%); social
Conglomerates | veeetboi 2l 31 100.9%]  service, religious, and volunteer organizations
Electronics | o 10.5% 34| asv.sx] (16.6%); communications and telecommunications
.............. $eereseebesieceeteraenneenaaee|  jncluding  telephones, newspa{;ers (15,3%);
e 8 aerospace and components (14.2%); public
Prof. Sves. 1| 27.5% 29| r2.5%x| utilities including transportation 21 .7%;;
.............. - automotive and mechanical equipment 11.1% :
;‘.3?.2.,.*,,, 3| s2.8% o| s7.1x| electronics,  computers, and electrical
.............. beeesepeesiiibeieiisniei.. | equipment  manufacturers  (10.5%);  hotels,
prokating el A0 motels,  restaurants,  and  recieational
Goverment |l x| wi] asl faclliies O0%) metals and el s
Hospitals | 11| 100.0%| .l . ?71%;’ ’
Hotels Motels e ML 2.0 10 %041 o shortages of candidates were experienced by
Hoe proere bl L 310 accounting  firms  (0.0%);  construction  and
vorciaing | 31 o o] ox  bulding contractors (Q070) glass, packagine
Metals | 1| 8.3x 11| e1.6%| products, amf furniture manufacturers (0.0%);
petrotem | 4| s7.ax| 3| ensx| anddiversified conglomerates (0.0%).
;;*;i ;; ........ QI. ....... $ocvcance $eccoanse feucccee
Utilities | 4] 1% 30| 8s.2%
Volunteer t;rg.| 1] 16.6%| S|“83 3%
Textiles | 1| 25.0%| 3 75.0;
Tire & Rubber | 1} 50-02| 1] S0.0%
Overall Totals| 84| 23.5%| 273| 76.4%

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



Continued ...

Among the surveyed employers experiencing sho
‘go owing ACADEMIC MAJORS were listed. These academic majors

personnel for 1990-91, the

es of candidates when recruiting new

and degree levels are provided in alphabetical order with frequencies of response noted

after each:

Agriculture and Natural Resources
Architects- Naval
Biostatistics-Ph.D. level
Business graduates-
General Business Administration
Accountinlg, actuary majors
Chemists- Ph,D. (4)
Communications
Advertising
Computer scientists (8)
"C" language and Natural language
Management irformation systems
majors
Engineers- (5)
Civil engineers (4), land surveyors
Chemical engineers (6
Electrical engineers (2
Envir(oznmental engineers, M.S. level
Industn)a.l engineers
Materials engineers with interest/
concentration in metals
Mechanical engineers
Petroleum engineers (2)
Plastics engineers
Safety engineers
Structural engineers, M.S. level
Structural bridge engineers
Water science engineers

Geologists, hydrogeologists
Hospitality services graduates
Industrial hygienists
Medical technologists (2)
Microbiologists (’Bs
Iguclgar zgdicine

% Anesthetists
Occupational therapists (8)
Pharmacists- 3
Physical therapists (8)
Physicists, health
Psychiatrists
Psychologists, clinical (2)
Purchasing majors
Respiratory Therapists (2)
Retailing/ Merchandise Management

majors

Risk and Insurance majors
%peech and language pathologists (3)
oxicologists
Veterinary medicine majors (DVM) (2)

SO
o
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Does your organization antici 1 in any academic disciplines?
Responses are listed by EMPLOYER CATEGORY.

"""""""""" Anticipate Shortage of Cartain | Observations: Of 355 emplg)')ers responding,
(/)

Graduates 94  organizations  (26.4 anticipated
...... ;;;. cceccescncas .;;. cesaas forthcomlng shortages of new couege
............... l...*...| graduates.
Nu:fnr Ntﬂ;or Emol in the followi t ies
) 0 oyers in the following categories more
Y| a2 |prcans|  Erequently anticipate forthcoming shortages
.............. SR St SRS ONN vbeboils ass, packaging, and allied products
Enployer Types 75.0%); petroleum and allied products
Accounting 1 1% 8| 8s.8% 75.0%); hospitals and health care services
.............. PP SU s SUPTRS S 70.0%); chemicals, drugs, and allied
e L AL B % producs (66.6%);  agribusiness  (57.1%);
Agribusiness | 4| 57.1%] 3| «.ax| lumber, wood products, and furniture
.............. $erteerebeoiianatiennnnee...oo|  manufacturers (50.09); and tire, rubber, and
Automotive L ess 7 ersl allied products (50.0%).
Banking, I
et Ll al el Les sequeaty anticpating shortages wers
wmcrs | we R e a0y diversfed
Commnication | 1 7.6%] 12| 92.3% congkl)merates 33-:211 0); engifneerinn% research,
.......... T A consuting' an other pro essio SCWices
Comeruetion LML A 8L B (307%);  governmental administration and
comtomreter | LB 4 s military including federal, state, and local
s | e e e and. " dletttion
Research, equipment manufacturers (24.3%); and public
e ey 2l 30.7% 7l 69,2 utilities including transportation (21.2%).
Fod || [ [ Fewer than 20% were anticipating shortages in
L e 5L 83 gocial  service, religious, and volunteer
Packaging | 3 75.0%) 1 25.0% organization.;,6 }?('536%% food and b’ﬁﬁﬁ?
........... R T Y AP, processing 0% ; construcﬁon ajjd b ildi g
e LB B s M Contractors 5142%); aerospace and components
Hospitals | 7| 70.0%| 3] 30.0% 8%%;0)), automotive and mech?i:{c?}ye)qui ment
....... D P ?); accounting ﬁrms . o; Otels,
o tenele Lo 0 %% motels, restaurants, and  recreational
ood Products | 2| S0.0% 2| 30.0% fggigties (9.0%); metals :imdl metal products
cveducccane Poemcccae Peccccae /) ; communimﬁons and te ecommunicaﬁons
Merchandisine 1T 0% 18] 7.ox including telephones, newspapers (7.6%); and
et e il sned bankdng finance, and insurance (3.5%).
Petrolm | 6| 75.0%| 2] 25.0%
e 4|. ....... 4|. ....... Peccssea
hite LT e wl nam
vt o] el S
et 1SS s
e reme |0 oo ] e
et Tovas] ol sl i



Continued. ..

When anticipadpg forthcoming shortages, surveyed employers listed the following ACADEMIC
vi

MAIJORS, pro

Accounting

Actuaries
Chemistry

Biostatistians (4)
Computer scientists (4)

anagement information systeins

Data processing technicians
Electrical technologists

Engineers (11) (especially at the M.S.

level)
Ceramic engineers
Chemical engineers (7)
Civil engineers (6) :
Computer engineers
Electrical engineers (3)
Environmental engineers (2)
Geo-technical engineers, M.S. level
Industrial engineers
Materials engineers (metals)
Mechanical engineers (2)
Minority and female engineers
Packaging engineers '
Petroleum engineers (2)
Plastics engineers
Production engineer
Safety engineers
Software engineers
Structural engineers (MS level)
Forestry
Geg}o&:sts (21) sts 2)
ydrogeologists
Health r%fessionals
Horticulturists, especially urban
forestry

ERIC

Full Tt Provided by ERIC.

ed in alphabetical order with frequencies of response noted after each:

Mathematics
Statistics
lt:dhedicgl tlechnici(az.r;s
icrobiologists
Nurses (5)
Operating room nurses
Nurse anesthetists
Occupational therapists (4)
Pharmacists
Physical therapists (4)
Physicists, health
Psychologists (2)
Respiratory therapists
Retailing and merchandise management
majors
Social workers-MSW
Speech and language pathologists (2)
eterinanrians, medical officers

30
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Did your organization m_m_m%gqah_m_m_cgum_mdum last ﬁar
&%%gngnot, what prevented this from happening? Responses are listed by EMPLOYER

Mest the Hiring Goals Last vesr|  Obsérvations: Of 329 employers responding to

............................... this question’ 81.1% met the hmng goals of

...... v ...1....M._....| their organizations for new college graduates

usbar urter last year (1990-91).

() -]

Employ- Employ: Employer categories meeting their hiring
.............. 1..0r8, Jpercene] ene.. S goals, according to surveyed employers, were
Enployer Types accounting firms (100.0%); lumber, wood
Accomting sl 100.0% . roducts, and iture manufacturers
.............. | SURIRS S 0000de SUPRINOS SUPPII ?100.0%); diversified conglomerates (100.0%);
Mrospce | 9| erex| 2| 18.1%)  textiles, home furnishings, and apparel
aribusiness | 6] S.%| 1] 1628 a%g%fgbc;urers (100.0%); and tire and rubber
Automotive | 7| 7r.7%| 2| 22.2% ) )

;;;;;‘;: ...... $ooccccs $oecccee $esenane $eeccscee Neaﬂy meeting the ] e oals Of the.ir
Finance 21| 80.7% s| 19.2x| organizations (‘ir:ater than 75%) were public
. ..: ......... $rocecas $oecsecnn $omccene $ecocsse u ‘ties inclu : g tl'aﬂspOl’tatiOIl 9 .8%;
Chemicats | .71 583% 51 44 merchandising and retailing  (90.9%);
Commmication | 10| 83.3%| 2| 16.6x| engineering, research, consulting, and other
PR S e 31 e professional services (89.1%); agribusiness
Conatruceion | 4 STE 3L s §ss.7% . food and beverage processin
Conglomerates | 3| 100.0%| N . 85.7%); social service, religious, an
tactrmics | T et T ecommusicarions
gm:[:?m . | | including telephones and nev(vggasgqc;s g83.3%);
aerospace and components (81.8%); banking,
Prof. Sves. 1.0 . LA s ﬁnansge, and insurance (80.7%); hotels,
Food | motels, restaurants, and  recreational
Processing )00 BT LA facilities §80-0%): hospitals and health care
Packeging | 3| 75.0%| 1| =s.0x] services (80.0%); automotive and mechanical
.............. dececccepeccncssadeccccaaponncane e uipment (77. %); and glass’ packaging’ and
cowrrmnt |32l Tl 5] w8 gllied products (75.0%)
Hospitals i 8| 80.0%| 2] 20.0% Achieving 1 than 75% of their hirin als
.............. PeccccucpocccssossPpacsccsscsPprosacans c ewng ess an ] o ell' go
Hotels Motels | 8] 80.0X| .21 20.0%  yere petroleum and allied products (‘f1.4%);
Wood Products | 3| 100.0%| . .| electronics, computers,714and electric;ll
s | B W2 o g e " ncluding
Metals | 71 70.0%| 3| 30.0x] federal, state, and local levels (71.1%);
""""""" $eesemeedecaaeebeceeenoae oo | metals and metal products (70.7%); chemicals,
Pecroten )3l a2 5% drugs, and allied products (58.3%); and
Public construction and  building contractors
veiticies 13N sesl 1l 3w (5T1%).
Volunteer Org. | S| 83.3%| 1| 16.6%
Toxtiln | ) 4T 100:OX|" T .......
Tire & Rubber | ) 271(.)00%| .T -------
overall Totals| 267 81.4%| 62| 18.8%

------------------------------------------------
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Continued ...

Meeting of the hiring goals of their organizations was difficult this year, according to
surveyed employers, for reasons different than in the past. i in_hiri

j i were initiated by several employers (12) due to the recession
and it's effect on business. As one respondent reported, their organization elected got
to hire when they saw the year slipping financially. Another employer cited major
restructuring and depressed business conditions as reasons for severely limiting hiring
activities.

Budgetary constraints were cited by some empioyers (11) as reasons for their
organizations not meeting their hiring goals. Limited budgets caused these employers to
postpone their plans for hiring new empioyees untii 1992 as a matter of expense
containment in 1991.

The economic downturn in business (7), especially in the automotive-related organizations
has forced reductions in hiring of engineers, a job category traditionally insulated from
declines the employment market conditions. Employer reported that less work for the
organization meant less room for new hires.

1 (6) and a limited supply of graduates in certain
academic majors prevented some organizations from meeting their hiring goals--engineers
(especially petroleum engineers), physical theragists, and occupational therapists.
Also, these employers indicated that the candidates did not meet their expectations.

Several organizations (13) noted that no hiring goals were established by’ their managers,
since positions were only filled as openings became available. This was especially the
situation in very small organizations, but some moderate-sized organizations were also
included in this group.

Rmhmg_m_hmmman%um was cited as another deterrent to achievement of
organizations' hiring goals (3). April or May, most of the better spring semester
graduates were already committed to other organizations.

Rejectiops of job offers (6) due to low starting salaries, career advancement potential
elsewhere, and poor geographical locations of work were mentioned by surveyed employers

as deterrents to achievement of hiring goals. Also cited as reasons for graduates taking
other offers was the physical labor required by some jobs.

37
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What are the current, most serious problems experienced by your personnel representatives

when recruiting on college campuses?

Observations: Serious problems are seldom experienced by personnel representatives when
recruiting on college campuses, but a few matters were important enough for employers to
mention. Among the most serious, i

career plans (33§ or their job expectations/ needs are unrealistic. These students are

either not serious about their career plans, or thegedo not know what they want to do
upon graduation. Graduates' underestimate the number of work hours expected of them and
overestimate the salary they expect to receive, cially those graduating without prior
career-related work experiences. A few are incredibly "cociy."

i iri i nale, : isabled individuals (21) from a limited

1 of applicants was challenging, reported some employers. A majlor goal of many
usinesses, industries, and governmental employers was greater 'versit{ in their
workforces, but campus recruiters experienced very poor representation of protected
groups was experienced by campus recruiters.

The i ' identities (17) are not well-known or
well-polished among graduating students. This matter is related to the problem of

keeping a positive image on campus when corporations are not in a high recruiting mode.
B.usrlﬁwm&_hmm_mﬁ and generally poor economic performances by
companies are extending the situation. Building an awareness among college students and
establishing a reputation as an outstanding employer is challenging. Identifying
af%licants who know the organization and the organizations' work assignments is
- difficult.  Also lacking among college graduates is knowledge of certain employer
categories--the retailing industry as an example. .

Another problem cited by employers was the iti gradu
class (155. Many organizations want to attract top graduates, but matching ilicir
starting salary expectations is not always possible. In addition, scheduling and

atgragtm% greater numbers of intcrested graduating seniors remains a challenge and
priority for a majority of employer representatives. Employers cited competition from
marétiﬁts with excessive salary ranges, adding to the challenge of attracting top
candidates.

M_an;un.|_dgn;s__m:_l.m_lsimz_m.r_aﬁ%'%llz1 (12) and interviewing for any available positions,
rather than researching and identifying their career preferences and desires. Employers
mentioned that reading company literature prior to campus interviews would help
interviewees reach an understanding of career path options. 1 .

- i ' on some campuses. Employers mentioned a quality
orientation as possible remedy for this situation. In addition, students are sometimes
not dressed protessionally at job fairs or for campus interviews.

Graduating students not researching companies before interviewing (7) is another
complaint of employers. Many students do not put forth the effort to seek this
information. Students do not take time to study company literature sent to campuses
prior to interviews, which might help them learn about the organization and its’
available emplorment opportunities. Sometimes, placement offices do not make this
information available to their students.

ERIC 35
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As an example of the employers' concerns, recruitment of new college uates was a
nece. function, but it is a time-consuming task, according to employers, requiring
too much time for too few results.

Identifying mndldmumh_m.lmld_mk.sﬂ&mnm is a major focus of employers
recruiting on college campus, declared respondents. Candidates with work experiences
perform much better in campus interviews and on the job, according to employers (7). Too
many new college graduates lack practical. cooperative cducation or career-related job

experiences.

Despite record numbers of graduating students, candidates with adequate grade point

are lacking, reported recruiters. To avoid the stigma attached to low grades,
employers stated that some falsification and/or ctherwise misrepresentation of grades was
a major concern of theirs. And particularly disturbing were recruits who were
technically very competent, yet made spelling errors on their resumes. One employer with
hirin§ authority for only college graduates at the 3.5 grade point average or higher
found it difficult to recruit candidates meeting this criteria, and willing to accept the
salaries offered by his/her organization.

nis _are unrealistic (10), stressed
employers. Being able to offer competitive starting salaries was an issue with these
employers. It was noted that salary requirements for some new college graduates were
very high, too high for them to fuily benefit the hiring organizations.

(3) are available in certain fields: marketing and sales-
oriented qraduates, civil engireering, business majors interested in the bankina%
igc}gsstry, eiectrical engineers, mechanical engineering, and graduates in most technic

elds.

Attracting top students to certain geographical locations (14) is difficult.  Quite
often, according to surveyed employers, graduating students are not realistic about
relocating where the jobs are, and graduates are unwilling to accept an organization's
travel requirements. For some employers, the locations of job sites are not very
attractive, assigned work for entry-level positions is not attractive, and encouraging
top students to a headquarters geographical location is diificult.

’ ’ rvices (7) are needed to make it easier for
employers to recruit on college campuses. For instance, students with inappropriate
backgrounds or visa status are not desied on empl%yers' interviewing schedules or
schedules are filled with students who are not interested nor qualified for the positions

offered. Other commonly cited complaints include: inadequate interviewing
accommodations, not available when needed, too large, too small, poorly ventilated, too
hot, too cold, poorly arranged, etc. Other problems include no opportunity to arrange
displays early, nor facilities for holding informational sessions with students, and
students who do not show for interviews.

(2), it is difficult to
for minorities, females, and high-aemand academic majors. Time
em. A majority of colleges and universities schedule recruiting,
career programs, job fairs, and other recruiizment activities within the same timeframe.

achieve hiring goals
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When predicting your organization's hiring goals for new college graduates this year

}1991- ), what were the most important factors considered in your calculations
retirements, new positions, anticipated vacancies, mergers, acquisitions, etc.)?

Observations: When {)redicting their organizations' hiring goals fer new college
graduates this year (1991-92), employers mentioned anticipated vacancies (164), changes
in business projections (109), and current economic conditions (50) as the most important
factors considered in their calculations.

An.ngnatﬁ.d_andl.qr_ﬁmr.ﬂmm:ﬁ (164) are usually very important when predicting
needs for new personnel. Vacancies are caused ﬁy replacement needs, attrition,
promotions, resignations, transfers, possible terminations, and retirements.  Most
serious among employer priorities at the present time are payroll considerations, since
decreased personnel costs can quickly balance budgets. Attrition rates bave lowered
considerably, thus throwing off all prior calcuiations. However, according to em-plo;lers,
new blood in an orgbanization is produced when new college graduates are hired. New
talent is needed for building future leadership and profit margins in corporations. When
attrition and retirements occur in organizations, personnel levels can only go so low
before the work performance of departments will suffer. Numerous employers were
reporting that their organizations have reached this critical level, but continuing poor
business conditions will not permit them to return to their earlier hiring levels.

Increases. decreases. or general chagges in total workforce are caused by changes in the
business volume in most surveyed organizations (109). Potentials for additional hiring,
although they are few this year, are caused by expansions of the workload, business
recovery, mew acquisitions, new business needs, plans for expansion, current or
anticipated business increases, company growth, and sales profitability. On the decline
in hiring are organizations with decreased revenue projections, smaller profits, and
reductions in major business tasks, causing less profit, thus reduced recruiting. Other
surveyed employers reported mergers, downsizing, modified or full hiring freezes, major
restructuring changes and possible layoffs due to poor business conditions. Most of the
employers were looking forward to the end of the recession, no more wars, increases in
consumer spending, a return to profitability, and future business growth. The return of
financial health to or%anizations would support long-term gains in college recruiting,
put1 913(1)552 surveyed employers were not optimistic that this business outlook would prevaii
in 92,

The current economic climate and recession (50) are seriously jeopardizing stability of

the job market for new college graduates, according to surveyed employers. The questions
facing these emploKers were: Is the economy going to take another dip, stay at its
present level, or rebound? What impact will current economic conditions have on the
general, long-term financial health of their organizations? In answer to these
questions, employers are generally expecting continued economic hardship.

Q h
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What do you foresee as signs of change in the general employment market for new college
graduates this year (1991-92)?

Observations: When predictin&signs of change in the geLeral employment market for new

college ates this year (1991-92), surveyed employers expected

g“9). Obviously the economy has affected most companies' abilities to add new and/or
existing positions. Dramatic increases in business volume cannot be expected this

year,

Fewer job openings, reduced numbers of job offers per graduate, and a tougher market are
expected by many employers (92). Although some experts have indicated that we are comin
out of the recession, many sectors have not experienced an upswing. Competition wi
continue to increase for new college graduates seeking employment with automobile
manufacturers and sugpliers, aerospace and defense contractors, electronics, sales and
service industries, and banking and finance. Less hiring can be expected by major
corporations due to a shift to out-sourcing and more hiring can be expected by major
suppliers due to this trend. Jobs are being covered by fewer Feople, so the general
workforce is becoming very lean and sufficient. In fact, some employers (7) have reduced
their workforces so seriously that the need for new personnel is beginning to outweigh
other considerations such as fiscal restraint, etc.

A_continuation of the current recession will hold down growth and hiring, so no changes
are predicted by many employers (28). These employers Eredict a continuing sluggish
period with a stable, but depressed, economy. The job market this year will remain very
tight, so more graduating students may be continuinf for advanced degrees. A continuing

decrease in employment opportunities at the entry level is expected in almost all market
segments, . ‘A greater percentage of new

college graduates will probably be unemployed.

Competition for technical degree graduates will likely be high, but not as high as a year
or two years ago. A healthy job market with good growth opportunities (11) is predicted
for the areas of engineering, computer science, and nursing/ health care services
majors.

Fewer opportunities for liberal arts and general business administration majors (9) are
expected. A continuing decrease in demand for MBA's (especially those with limited or no
experience), fine arts, finance, and economics majors is anticipated.

Goverument employment will be viewed more favorably (8) by new college
aduates during this economic downturn, since some government agencies will
ave job openings. But job ogl}l)]ortunities with government agencies are directly

dependent uYon defense spending, which has decreased, and government deficits

which are holding down hiring in other sectors of the government payroll.

(6). Consequently companies visiting
college campuses will be more selective in their hiring criteria. Companies
will onldy be hiring the best. Employers reported substantally more resumes
received directly from new graduates than in past years. According to these
employers, it would be very easy to recruit solely through this method.

| 41
ERIC

Full Tt Provided by ERIC.



23-

The_best students will continue to have multiple job options (16). As one employer
expressed the situation, a stron%egvcompstition among employers can be expected for the
"cream of the crop” students. Above average, hard-working students who have planned for
life after graduation will obtain jobs. e employment market is always strong for
well-motivated students who are well-rounded, have earned above-average grades, and work
hard at finding a job. Thos- who have not prepared for transition from college to career
will not find the positions they want.

1 3 D XDEMCI 3 _ 101), SO
fewer hires among new bachelor's degree graduates can be anticipated (16). As layoffs
continue and jobs are eliminated, graduates will find themselves competing against more
experienced personnel for management and executive positions. Surveyed employers report
that individuals with several years of experience and higher levels of educational
background are accepting jobs at lower pay levels. Many unemployed professionals are
applying for entry level jobs, so companies can hire experienced people at entry-level

aries.

Because of petition among the college graduate population (5), students will have
to be better prepared by getting good grades, working in cooperative education programs
or internship positions, and being better able to "sell themselves.” Having a college
degree is not enough anymore to land job opportunities. Competition is increasing and
positions are more highly skilled and specialized, requiring excellent communication
abilities. Organizations hiring new college graduates will be very selective with higher
standards and more explicit specifications.

- ‘ (6) will be more desirable since
there are fewer resources (time and money) to train new raw talents. Some employers are
changing their recruitment Strategies to hire more experienced individuals, and this will
dramatically reduce their campus presence.

' ' ‘ (3), rising very
little. ~Candidates are accepting lower salaries due to the difficult job market, and
some candidates are possibly interviewing for positions due to availability and not
necessarily because of a definite interest in the field.
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What i ici i _(1991- i 1 jes for new college
aduates hired by your organization with the following i !
ﬁuls? Responses are listed by ACADEMIC MAJORS.

ooooooooooooooooooooooooooooooooooooooooo

Anticipated Observations:  This table represents the starting
Selary chenée | salary increases expected by employers who will be
Number hiring the academic majors listed. Starting salary
2L .. | offers for new bachelor's degree graduates are expected
M ene | to vary substantially between academic majors.
Acodwic"-im ______ Highest among anticipated increases for this year
Agrtculturo . 45 1.8% (1 1°92) w!ll be mechanical °ngm°°!'m8 §3° %;;
....................... 4ceneeanseme-n.-| chemical engineering (3.0%); computer science (3.0%);
i e 1”18 and lectrical engincering (2.6%).
oo SO LR Increases between 1.5% and 2.5% are expected this year
e A 1B for ;ersonnel administration (2.5%); cvil engineering
General Bus Admin | s 2.5x|(24%); general business administration 22.4%;;
----------------------- 42seeeeeseenee--| gocOUNtIN 32.3%); chemistry (2.2%); education (2.1%);
Hotel Rest Inat Mgt | 38| 1. nursing (2.0%); industrial engineering (2.0%); hotel,
Marketing | 82| 1.3x|restaurant, and institutional management (1.8%);
....................... ¢-eveeenes-Lo- | agriculture (1.8%;; mathematics ;.7%); financial
ibtbookibses R 1.5 2% administration (1.7%); physics (17%); liberal arts/
Advertising | 39| 0.9% humtgnities (1.7%); and human ecology/ home economics
commmicntions T | (1990
ournatism 138 1.3%|Starting salary increases of less than 15% are
seseseseeseseesneanaass deseeess $roseess expected for telecommunications (1.4%); natural
Tetecommnications - | ...38l..":'resources ~ (14%);  communications  (14%);
Sducation | 41| 1.ex| marketing/sales (1.4%); social science (1.4%);
----------------------- e-eceeetee oo | journalism (1.3%); advertising (1.2%); geology (1.1%);
Fobiibon s U 1.7 3% and retailing (0.9%).
Civil Engr | 78| 2.4% .
----------------------- $roseredeneces Other categories of
Computer Science 1 IO R e graduates expecting
Electrical Engr | 122] 2.6% Anticipsted |  starting salary
x;;;;;;.;.é"; ........ 4eccce ;;."{6; ,?f}??.?’j?‘:‘?f. increases are: wompn
........ o fror LLLLLUPLLED Nurber aduates with
Mechanical Engr | 17| 3.5% . m;tl‘w oer (zagl};l)or's degrees
....................... $ecsscecpracccae - o ) ; minori
o Scolbone | ] Lo lomt | pradugies | with
Fretesesvesseeennnniheenn s deveeien Types of Graduates achelor's  degrees
Liberal Arts Human e oL T* vomen Graduates with (2.4d%); handlcapp,etg
Chemistry | 55| 2.2%|8.A. 192 2.3% aduates wi
....................... J NS SUTRRIY DI PPPRPPRET 2ERTRRET SRREREE achelor's degrees
Geology | 30| 1iMinerity Geackmtes with| | (3.19); and master's
Mathematics | 4h| 1.;1 e eeecssecssceacnsas peeacean fooennnn degree graduates
....................... $ecsccasdenaaass |Hondicapper Graduates (0.6%)- No change
Physics | 48] 1 TRMIh A e 16l 3% s expected for MBA
s e v ]S gt and
I ML e M . < o P
Sacial Sciences | 44|  1.4x|0octoral Graduates l 18?!":?:?{5-
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ESTIMATED STARTING SALARIES
FOR NEW COLLEGE GRADUATES

of 1991-92
Bachelor's Degree Graduates

Estimated Estimated Starting‘
Academic Majors %th%gg .
Chemical Engineering 3.00% $38,394
Mechanical Engineering 3.50% $35,555
Electrical Engineering 2.60% $34,917
Industrial Engineering 2.00% $32,774
Computer Science 3.00% $32,106
Civil Engineering 2.40% $29,824
Physics : 1.70% $29,724
Nursing 2.%0% $29,159
Geology 1.10% $28,776
Chemustry 2.20% $28,105
Mathematics 1.70% $27,835
Accounting 2.30% $27,195
Marketing/Sales 1.30% $26,124
General Business Admin. 2.50% $25,653
Financial Administration 1.70% $25,382
Education 1.80% $23,402
Personnel Administration 2.40% $22,953
Agriculture 1.80% $22,702
Hotel, Rest. Inst. Mgt. 1.90% $22,570
Telecommunications - 1.10% $22,434
Advertising 0.90% $22,194
Communications 1.50% $22,107
Natural Resources 1.40% $21,776
Social Science 1.40% $21,674
Liberal Arts/Arts & Letters 1.70% $21,667
Human Ecology/Home Economics  1.50% $20,658
Journalism 1.30% $20,079
Retailing 0.90% $20,030
Averages for Graduate Degree
MBA 0.00% $36,175
Masters 0.60% $33,660
Ph.D. 0.00% $38,068

*Source: When calculating estimated starting salary averages for 1991-92, average annual
starting salaries from 1990-91 were used from the Collegiate Enéployment esearch
areer Devel

Institute. 1991. Salary Report 199091, East Lansing, Michigan: opment
and Placement Services, Michigan State University, and the College Placement Council's

%ﬂam&mfnuﬂm September 1991. Bethlehem, PA.: College Placement Council,
c.

Observations: Highest among starting salaries this year for new college graduates at the
bachelor's degree level are chemical engineering ($38,394), mechanical eqﬁineering
($35,555), electrical engineering ($34,917), industrial engineering (332,774), an
computer science ($32,106). The greatest increases in startmg salary offers this year
are for mechanical engineering (3.5%), chemical engineering (3.0%), computer science
(3.0%), electrical engineering (2.6%), general business administration (2.5%), civil
engineering (2.4%), personnel administration (2.4%), and accounting (2.3%).
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How many campuses did your organization visit for recruiting last year (1990-91), and how

many mx%s,:;.dmmzammnnjmmm this year (1991-92)? Responses are
listed by EMPLOYER CATEGORY.

Observations: Employers responding to this year's survey

from expected a substantial decrease in number of campuses
sast visited (-27.7%). Last year, employers had expected to
....... decrease campuses visited by 4.9%. A year earlier, a slight
................ Iarcent|  increase was expected (0.7%).
Eplover Ivee .. Increases in campuses visits are expected from social
Accounting -5.8 service, religious, and volunteer orzgjanizations (28.6%);
rerospace AP ﬁlass, packaging, and allied products (25.0%); hospitals and
................ beeenans ealth care services (6.4%); lumber, wood products, and
Agribusiness | 3.6 furniture manufacturers (5.9%); agribusiness (3.6%); and
Atomotive | -23.8 hotels, motels, restaurants, and recreational facilities
................ bevaoens (2.0%).
Banking, Finsnce| -78.5
chemicals T“‘j;:; I:)(:n cl;;ng: is expected in campuses visited by tire & rubber
Communication | 74 P )
Construction | -9.4 Those organizations expecting decreases in the number of
................ bereens campuses  visited are public utilities includin
Conglomerates | -48.8 transportation ()-2.8%); chemicals, drugs, and allie
Electronics | -5.8 products (-3.1%); engineering, research, consulting, and
----------------  IRTPI other professional services (-4.7%); accounting firms
et & - (-5.8%); electronics, computers, and electrical equipment
Prof. Sves. | -4.7 manufacturers (-5.8%); textiles, home furnishings, and
---------------- NORRLEED apparel manufacturers (-7.0%?; communications and
Food Processing | -49.4 telecommunications including telephones and newsga IS
Packaging | 25.0 (-7.4%); construction and building contractors (-9.4%);
---------------- LORLPEL govemmental administration and the military includin,
Goverrment I ederal, state, and local levels (-11.1%); merchandising an
Hospitals | 6. retailing (-13.1%); petroleum and allied products (-13.3%);
---------------- #ecenees aerospace and components (-14.0%); metals and metal products
Hotels Motels | 2.0 (-19.6%); automotive and mechanical equipment (-23.8%);
Wood Products | 5.9 diversified conglomerates (-48.8%); food and beverage
sesereseseecneobecanons rocessing (-49.4%); and banking, finance, and insurance
Merchandisine 18! -718.5%).
Metals | -19.6
Petroleum T133
e o]
Volunteer OrgTzaé
T
Tire & Rutber | 0.0
Overall Total TZ??

Q 4 5
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How 1
(1990-91) on college campuses, and how
expect this year (1991-92)? Responses are listed by EMPLOYER CATEGORY.

by your organization when recruiting last year

"""""""""""""" Observations: According to surveyed employers, fewer total
Interviews o interviews (-16.7%) are expected on college campuses this
Last year 31991- ). This compares to an anticipated increase of
Yo 1.4% last year.
Percent
RPN St The greatest increases in total interviews are expected by
Pt ooNLoRiO I | social service, religious, and volunteer organizations
Accounting 0.3, §44.3%g; lumber, wood products, and furniture manufacturers
"""""""" MR 35.5%); construction and building contractors (21.3%);
Aerospace .18 %lass, packaging, and allied products (8.5%); agribusiness
Agribusiness | 7.1 7.1%); engineering, research, consulting, and other
PP i rofessional  services (14%); and textiles, home
RS IRI 133 g.lrms hings, and apparel manufacturers (0.6%);
Banking, Finance| -16.5
cmicm|e13 I;?d :ﬁla: ;r:)sd l;.'.cxt;s:ected in total interviews by tire, rubber,
Communication | -92.2 q
"""""""" MR Those organizations expecting decreases in total interviews
Construction | .23 on college campuses are accounting firms (-0.3%);
Conglomerates | -48.5 govemmenta.l administration and the military iqcluding
AR ?";;;'; ederal, state, and local levels (-3.6%); merchandising an
..... O eeeeteanenns retailing  (4.7%); hotels, ~motels, restaurants, and
Research, recreational facilities (-5.4%); hospitals and health care
Consulting & 1 services (-8.2%); public utilities including transportation
SNSTSGSSNNITS SUR (-10.5%); banking, finance, and insurance (-16.5%);
Fuod Processing | -52.7 electronics, comguters, and electrical equipment
packaging 1 as manufacturers (-19.7%); metals and metal products (-22.1%);
---------------- PP aerospace and con}yponents (-30.8%); automotive and mechanical
Goverrment | 3.6 equipment (-32.3%); petroleum and allied products (-38.3%);
Hospitals | 8.2 diversified conglomerates (-48.5%); food and beverage
................ doroseas rocessing (-52.7%); chemicals, drugs, and allied products
Hotels Motels | -5.4 -61.3%); and communications and telecommunications
Wood Products |  35.8 including telephones and newspapers (-92.2%).
McrchWisin;...T...:;:;
Metals | -22.1
Petroloum | -38.3
Public Utilities| 105
Volunteer Org. | 44.3
Textiles | N 06
Tire & Rubber | O.t:l
Overall Total | -16.7

,EC | ‘1 f)'
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What percentage of new college uates interviewed by your organization on colle
campuspe: lasttyt%r (1991-92) werg hn'gerg‘(?j Responses are liste?iyby EMPLOYER CATEGOR%.

.................................................. ObsemtionS: A measure Of l'ecnlitme nt

Percent of Technical Nc:i- technical . : : 1
Interviewees  [Gracuates Hired|Gracuates hireq| SLiCiENCY used some organmzations 1S

Hired Last Year |ceccecececnsacs $esereseseenaans interviews held per new hire obtained. For

Number Number technical graduates interviewed by responding

Employ Employ orgganizations on college campuses last year

ors |Percent| ers %Qrcont (1 1-92), 17.7% were ded by nQn:tﬁ_QhIgl%l
---------------- e md“ﬂtﬁﬁ interviewe rcspon i g
Erployer Types organizations, 15.8% were hired.
Accounting 3 6.7 9| 30.2 th hlgh
................ 4eecenenbcieiiipiceceiseceeeo-| Emplover categories with e ighest
rowpace 121191 10wl o entages of hires per campus interview for
Agribusiness | 5| 17.8 s| 1.8, techni were glass, packaging, and
S 7 ;I‘"'éa';T """ e ,| allied  products (42.5%); textiles, home
................ LTS Bl e furnishings, and apparel manufacturers 540.7%;;
Banking, Finance| 714 19 2.2 hi)spitals and health care serwaices 133.07&{
---------------- $etetcceheccsactcodpocscscscsapecccanal’ eectroni“, com uters’ an eectri
Chemicals ... L.e = 8 o equipment manufacnlx,rers (24.1%); merchandisin
Communicution | 5| 22.2) 8] 11.3| and retailing (23.3%); chemicals, drugs, an
&;;‘;;;;;;;‘....¢ ....... $eteccan $ecccacs $sccccea au.ied Pl'OductS (23.2%); food and beverage

| S| 4.8 3| 3.3 by
................ $eeerecbiacecionaeniiiannnann.| processing (22.8%); communications and
Conglomerates | o ...l 0| | telecommunications including telephones and
Electronics | 28] 24| 15| .| Dewspapers (22.2%); automotive and mechanical
................ $eeeeenisececaiatennaaiennall - equipment (20.9%); governmental administration
g;::[:';;‘ . | I and the military including federal, state, and
Prof. Sves. | 27| 15.7 a1l 12.2] local levels (20.5%); and public utilities
................ $eeeecietecaiiogeaenassenannt | including transportation (18.0%).
Food Processing | 4| 22.8] 2] 11.0
nevesing |2 i) i) i When recruiting nontechnical graduates, the
................ 11112” employer catggories with the  highest
vt LB B8] %1 1331 percentages of hires per campus interview were
Hospi tals | 5| 33.0| o 0.0 Bgtels, motels, restaurants, and recreational
................ #resseasbensiianeeaen | facilities  (40.0%); accounting firms (30.2%);
e et L0 LS 40 banking, finance, and insurance (29.2%); public
Wood Products | 2| 0.5 1| o.0| utilities including transportation (23.2%);
'..‘;;;'.‘;;’;;; ..... PR ;4- ....... $eosaaae PO merchandising and [etail]_ng (22.3%)' glass,
........... "t L B3 230 packaging, and allied products  (20.0%);
Metals | 8 sl 8 o.s| textiles, home furnishings, and apparel
e H e erenan I manufacturers (19.0%); aerospace and components
,,,,,,,,,,,,,,,, L83 81 22 (14.6%); governmental administration and the
Public Utilities|  27] 18.0] 17| @23.2| military including federal, state, and local
;;; .o ; “ee .a ..... $oecacee $ecetaae $ecccnse $eescane levels (13.3%); and engineering, l'eSCaI'Ch,
e o AL U340 consulting, and  other professional services
Textiles | 3| 40.7| 4] 19.0 (12.2%).
Tire & Rubber | 1] 10.0| 11 0.0
Overall Totals | 211|177 waT 15.8
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What .fagtors are used by your organization when selecting colleges for recruitment

activities/

Observations: When selecting college campuses for recruitment activities, surveyed
employers reported several very important factors used by their organizations. Among
them were size and enrollment at the institution, diversity of student pogulanon, past
history of on-the-job experience with graduates, academic disciplines offered, faculty
presence in the employers' organizations, and academic prestige of the institution.

&mewwn (104) at selected
colleges and universities are other criteria important to employers when identifying

targets for their recruitment activities.  Curriculum was mentioned repetitively.
Academic specializations, technical areas of competence, requirements for emplofvment
experiences while attending college, job related study, degrees offered, faculty
understanding of the business environment, availability of cooperative education and
internship programs, and communication skills of graduates were also listed.

National reputation. prestige. and quality of an academic program, college, or university
(94), stature, recognition, tradition, academic rigor, and scholastic rating all increase
a college's high performance rating within an organization. Quality of students,
academic achievement, academic excellence, accreditation, and grade pomnt averages of
graduates were cited as significant alternate measures of a college's potential for
recruitment activities.

G .
facilities (84) were also referenced. Still other employers described this factor with
convenience, expenses for recruiting trips, geographical flexibility of graduates,
relocation expenses necessary, and enthusiam of graduates for the employer.

ity (49) was certainly an important factor,
since prospective employers are interested in diversity of the student population--
minority/ ethnic enrollment and female attendance, and the availability of sufficient
students graduating in specific academic majors is crucial in these times of tight
budgets. Also on the employer's list of important factors were cost of attendance,
percent of students on financial aid, backgrounds of students (work ethic, etc.), percent
of J)opulation from the employers' areas attending the school, disabled people enrolled,
and the total number of graduates expected.

Another factor used by employers was past history of proven successes (49), as
demonstrated by capabilities of previous graduates. Quality of past performance,
according to these employers, is measured by: retention, soundness of work (Eerformance,
"fit" of graduates with corporate culture, match of academic programs with the company's
development, and general work records of recent graduates hired.

' jvities (i.e. hires) (44) are quite important to
employers as well. Potential yield from tarf%eted academic majors or targeted
populations, attracting the best ~graduates, offers extended and accepted, and
expectations of  previous  graduates count toward a  positive  or

©
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negative decision on campus recruitment activities. Requests from management, "Are we
going to my alma mater?” receiv: attention from recruiters when planning their recruiting
itineraries.

Faculty and researchers at an institution (12) can often also influence employer
decisions on recruitment activities. According to employers, expertise or emphases of
academic programs, professionalism of degree programs, relationships between current
faculty members and corpcrate personnel, support from faculty, quality of faculty,

preeminence of faculty, and continuing working relationships with local colleges and
universities can sway employers' decisions.

Quality and professionalism of the placement office staff and operations (16) were
included in the decisions of employers. These services were measured by cooperation with
employers' praferences, utilization of placement offices by graduating students, numbers
of women and minorities using the placement office, grade point averages of graduates
using the placement office, strengtg of business school employee referrals (alumni),
organization of the office operations, relationship of the placement office with
employers, nsorship of career fairs, and fees/costs for attending career fairs.
Continuing the employers' list of desired services were ease of scheduling, assistance
with recommending candidates rather than simply sharing a stack of resumes, staff
availability, alumni placement services, and preselection procedures for interviewees.
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What percentage of your organization's offers of employment extended last year (1990-91
to new college graduaies were accepted? Responses are listed by EMPLOYER CATEGORY.

................. (oo Opearvations: A very good measure of job

3223:'.“,22..@:.., crmﬁc;:m a'ﬁ;'&m".‘.?:id market trends is the percentage of job off’ers

Lsst Year . .............. #ccccccceccsscan accepted. Of o&ers extend.ed to { ]
prad Humeer college graduates (those in engineerin
Employ- Employ- computer science, or the natural sciences

ers |Percent| ers |Percent| during 199091, 62.7% were accepted,

................ Peccccsspucscccopacssccncposoncen .
according to 213 surveyed employers who
aositsii Lol reporced data, A higher acceptance rate most
Accounting | 7.0 8 5451 likely suggests exthe:x('11 flfxizégxl'ovecli) recnltntmgnt
................ $oeccnccposcsecoposscccanpocscncae . . o
techniques, a more t job market for
12| 72.6 10| 78.0 L h
iotbinn o BNNIN 1.0 1.8 1.0 1.7 technical ~ graduates, or = better  job
Agribusiness | 3| 30.7| 3| 2500  opportunities because job applicants accept
wtomotive | 9] sl el s thematahigherrate
Banking, Finance] L2 BLLRTL Of job offers extended to non-iechnical
oot LTHTERTTIS e O e e
............................................ . .
Communication | 5| 6.2 8| 7.7 according to 198 surveyed employers
................ Prvesenapocccccapoccccvapescaacns|i .g . .
Construction | 6| 56.7) 2| «r.s| responding to this question.  Acceptance
---------------- $reveeendesieesnbenienenseeenoe | rates for job offers varied considerably for
Conglomerates | ....0L.50:00 111909 various employer categories.
Electronics | 30| 66.6]  19] 37.3 . . .
................ T R I I Employer categones WIth .the hl est
boratting & | | acceptance rates _for
Prof. Sves. 2| 7.8 %| 55.4 _were diversified conglomerates
oot provemstme 1 T e 90.0%); tire, rubber, and allied products
..... Processing | 3L.ANTELU 3L 543 (90.0%); metals and metal products (80.0%);
Packaging | 2| 40.0] 3| 39.7] engineering, research, consulting, and other
°°°°°°°°°°°°° T el e | professional  services (74.8%); accounting
Government 1Y 1,529 X 1..8:0 g:ms 74.0%); aerospace and components
erospace. a nponet
Hospitals | 5| 5.8 3| s3.o| (72.6%); _ public utilities inclucin
;';;;;;';‘;;;;;'"T """ ;T""a';l """ ;T";",'a transportation (71.7%); petroleum and allie
................ Seereeiedesernietrseeeetennens. | products (69.9%); lumber, wood products, and
Wood Products | 3| 66.7] 2| 50.0 Exmiture manufacturers (66.7%); electronics,
................ $oeccsvnoPpuoccccsnPpltancscscadpoacacas ! computers and electl'ical e uipment
. |69, ’ .
Merchandising 1.8 5131 Bl e manufacturers (66.6%); communications and
Metals | 91 80.0 l 71 72.7 telecommum(%zg.lzo;s) uﬁclugim telg;;lh%le: and
............................................ newspapers 5): hospitals and health care
t 71 69.9 5| 70.6 ) )

Pt ... Lo 1.6 1 1.7 services (65.8%); and chemicals, drugs, and
Public Utilities| 271 .7y 17} 65.4| allied products (63.8%).
................ fecctocoPrnecsccccPpancovncaPpeacansas
Volunteer Org. | 1] 0.0| 4} 55.0

e femeeeesecennee.n $oovcens $oennces $eccecen $rocenns

: Textiles | 3| 43.3] 4| 57.5
................ PeccnsscfpacaconaPprocnnachpocncane
Tire & Rubber | 1| 0.0 1| 100.0
................ feccccccPprcnncnaPpocscnccPoaccnns
Overall Totals | 213 62.7| 198| 62.0
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Continued ...

Employer categories below the average acc;ptance for technical college graduates were

construction and building contractors (56.7%); governmental administration and the

military including federal, state, and local levels (52.9%); automotive and mechanical

equipment (52.7%); merchandising and retailing (51.3%); textiles, home furnishings, and

apparel manufacturers (43.3%); banking, finance, and insurance 542.1%3; food and beverage

;ﬁ;s)ing (41.7%); glass, packaging, and allied products (40.0%); and agribusiness
./70).

Employer categories with the highest acceptance rates for non- 1

were diversified conglomerates (100.0%); tire, rubber, and allied products (100.0%);
hotels, motels, restaurants, and recreational facilities (80.0%); communications and
telecommunications including telephones and newspapers (79.7%); aerospace and componer’s
(78.0%); banking, finance, and insurance (72. %S);e metals and metal products (72.7%);
petroleum and allied products (70.6%); merchandising and retailing (69.1%); public
utilities including transportation $65.4 ?); and governmental adminustration and the
military including federal, state, and local levels (63.0%).

Employer categories below the average acceptance for non-technical college graduates were
chemicals, drugs, and allied products (57.9%); textiles, home ﬁlrnishitégs, and apparel
manufacturers (57.5%); automotive and mechanical e%uipment (55.5%); engineering,
research, consulting, and other professional services (55.4%); social service, religious,
and volunteer organizations (55.0%); accounting firms (54.5%); food and beverage
processing (54.3%); bospitals and health care services (53.0%); lumber, wood products,
and furniture manufacturers (50.0%); construction and building contractors (47.5%);
glass, packaging, and allied J/)roducts (39.7%); electronics, computers, and electrical
equipment manufacturers (37.3%); and agribusiness (25.0%).

91
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Are Mhu_gmmmw“mmﬂunh_ﬁﬁmm after graduation, and
what could colleges and universities do to make new graduates more realistic? Responses
are listed by EMPLOYER CATEGORY.

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

ooooooooooooooooooooooooooooooooooooooooooooooooooo Tot.l To-
Ususlly | Sometimes | Seldom | Never Response |tal
............ PecseacesosescpoonnsvetcscrPonsvannsvacsdproccccnovanadonne
N | PCTH | N | PCTR | N | PITN | N | PCTN | N | PCTN |MEAN
.............. R Ry e R L IR ERY TR RERT IR IR LR R SRR IR R R IR
Job
Expectations
Realistic 113 33.3%] 197| 58.1%| 25 7.3%| 4 1.1%| 339| 100.0%| 2.8

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

Observations: Of 339 employers responding, 29 organizations (8.4%) indicated that new
college graduates are not realistic about their job expectations after graduation. As
suggestions for improvement, surveyed employers recommended that colleges: teach their
graduating students more patience, provide them with more realistic salary averages,
discuss entry-level job duties with them, give them more practical work experiences, and
inform thc: that a college degree is merely their ticket for proving themselves to an

organization.
According to surveyed employers, too many new college graduates have unrealistic salary
expectations (36) or are given false hopes about high starting salaries. Employers

mentioned that starting salary averages are heavily dependent upon the geographical
location of the first assignment and the job responsibilities of the position. Also, new

aduatcs should realize that all new graduates do not command superstar salaries and
immediate appointment to top-level management positions. It was suggested that more
information about starting salary ranges for entry-level positions would help to
alleviate this problem, and a reminder about the lengtz of time required to advance to a
top executive position in a large corporation would also be beneficial.

' "real- " ' was encouraged, along with
more eracticnl coursework, to make new college graduates better prepared (34).
Interns ‘gs, cooperative education assignments, and summer employment options were
requested. These experiences were mentioned as very good for providing realistic
understanding and expectations about the first job after graduating from college. As
curriculum changes, employers mentioned classes taught by professionals, not professors,
for more realistic education of students.

Especially with current economic conditions, new graduates must work their way up the
corporate ladder (17), putting in their time "like everyone else." A ﬂattemn% of the
pyramid in most corporations has occurred, so the rise to middle or even upper levels of
management will be slower and tougher. Too often, graduating students promotional
opportunities are easily accessible. When first employed, new graduates are experiencing
mostly "hands-on" learning and not doing much productive work.

4|
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ERIC

Full Tt Provided by ERIC.



-34-

Colleges should be_more specific about entry-level job duties that college graduates can
expect (15). For instance, management level positions are not normally available to
entry-level candidates. More classes on job expectations were encouraged, or
presentations by recent college graduates were recommended, so these recent graduates
might discuss their e:‘rjperiences and paint a realistic picture for current students. Also
cited as very good ideas were more panel discussions on these topics as well as an
increase in career orientation days. emphasis on work¥laoe job success factors might
also be communicated: a strong work ethic, preparation o uates to prove themselves,
enjoying your work, and an overall explanation of the real world outside the college
scene.

WMMMM%M noted some respondents (10).
Entry-level job duties and responsibilities are no y not glamorous. e new hire

must still start in an entry level position and work their up the corporate ladder.
Their degree is merely a stelpping stone, not the ultimate answer. Entry level candidates
should be aware that most learning of applications in the field occurs after college, not
during, according to surveyed employers.

ic and extracuryi ivities should be utilized as examples of diverse student
preparation and attainment of work-performance skills necessary for on-the-job success.

An emphasis should be placed on flexibility in planning, including travel as part of the
entry-level job. Graduating students nﬁ{ not have as much flexibility in their careers
and salary options as they expect. Small businesses might offer outstanding alternative
career possibilities and/or benefits that are equivalent to a higher salary with an
alternate employer.

Placement offices should hire retired managers from business, industry, or government to
counsel students registered with their offices (15). More informational sessions might
be given by prosrectxve employers, so students fully understand the availability of job
openings and employers' expectations.
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How many new college graduates reneged on offers of employment from your organization
last year (1990-91), and if your orgamization reneged on any offers of employment, how

many graduates were involved?

.................................................. Observations: According tO emplpyers w.ho
Offers of Remeging o | Org. Reneging | TepoIted graduating students rencgiug. on,_job
Employment Offers on Offers offers, a total of ‘f‘ 6 cases were cited. i be
oA .............. $oevceccccscsaccne largest numbers o reneges were report.e. y
o el governmental administration and the military
Employ- Employ- including federal, state, and local levels
................ 1.0rs | Toval | ors 1 Total ¥105); merchandising and retailing (63); and
Employer Types ood and beverage processing (53).
Acconting LT B ol °| More conservative totals were reported by
Aerospace 1 131 141 131 13 e:l&gseseig:agl, ;::en.acregh, 4c;))t.m‘l)ltmg.. ;’nd otl:::r
............................................ , anking, finance,
Agribusiness 1.3l s e Lo and . isurance (37);_ public _ utilities
Automotive | 6| 8| 8| o including transportation (36); hospitals and
................ $Peecccceprcccsncpacecccnposaccsa health care services (2 ); te es’ home
Bankig, finencel LBLLUFLEBLLLY  furnishings, and apparel manufacturers (26);
Chemicals | 71 6] 9] 0| accounting ﬁizx)ns t(22);ti a:;gs;ggghamgcr:il
---------------- L RN R Y YRR REREY I TR ERRY PR R IR RN com nents . au omo ve
Commnication AL LLLLO equig(r)nent (8); electronics, computers, and
Construction | 6 3 6| of electrical equipment manufacturers (8);
l . . .
"""""""" N T chemicals, drugs, and allied products (6);
Conglomerates | .10 L] Lo petroleum and allied products  (5);
Electronics | 27| 8| 299 1 agribusiness (5); metals and metal products
researeh yeeene wesooes M M (4); social service, rehglous, and volunteer
Consulting & | organizations (4); and construction and
Prof. Svcs. 320 & 33 1| building contractors (3).
................ Petcccscpracectccprectancspocsaccos
Food Processim LB Ll
Packaging | 1] 0| 3 o| job_offers were aerospace and components
""""""""" 1 et Treel it eroil (13); governmental administration and the
b TLLIBLLBL L) millitary including federal, state, and local
Hospitals [ Bl 0 levels (7); textiles, home _furnishings, and
Hotels Motels | 9| 2 oo apgdarel m?‘rtl)ufactureti"s (2; metalsdanct tglext:gl
................ @eccccccdencaccapresccachoscnssn pr ucts s mercnhan mg an .l' :
vood prosvecs | AL O puélic(z) utlities _including
Merchandisi 20 63 21 3{ transportation ; electronics, computers,
erchandising 1.LH 1.8 1.2 b and electrical equipment manufacturers glg;
e e Loy 8o 4 hospitals and health care services (1);
Petrol eum | 7| 5 7l o] engineeri.g, research, con.sultm , glgd oitfliwé'
---------------- #reeecsedenaeaibieeeneeseeeeeo-| professional services (1); an versifie
: Postic ytiticies] 301 %61 3 .3 conglomerates (1).  When orﬁamzatwns
Volunteer Org. | 4| 4] 4l of reneged on offers of employment,
---------------- $2esesedeoooeenseenenetenceeeo | settloment terms with mew college graduates
Textiles Vo4 %l 4 5| were three months salary and the services of
Tire & Rubber | 1 0| 1 o{ anoutplacement firm.
................ PoeecccscedprcsunnsPeccscccsdponcancae
Overall Totals | 282 476] 301| 38

--------------------------------------------------
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What has been the impact of iayoffs on hiring of new college graduates in your

organization?

Observations: Among surveyed organizations, the impact of layoffs has been most .otable
in a ' iri (37). Downsizing of
organizations has meant that openings are more often filled with internal candidates.
College recruiting has been postponed for a year or more by some employers, and others
have initiated freezes in hiring. This option is becoming more frequent when layoffs are
planned or have been executed within the previous six to nine months. At the present
time, payrolls of most organizations have been reduced to bare bones, so there are fewer

positions available for trainees without experience.

ncreased : n',q‘ ANndad I1EW¢ IOQ' : .1:.1 Ok 10 1 arK¢
college Faduates today (15), because of layoffs throughout the employment market. It is
extremely competitive, since there are many applicants with experience and master's
degrees available and willing to accept employment at entry-level salaries.

The reputation of organizations have been damaged when layoffs occurred (14). As an
example, a retail outlet with store closings in some college towns have found it
difficult to recruit new employees. Among other organizations that have not laid off any
college graduates in several years, their recruitment programs are still feeling the
impact from current students. The reputations of these industries for closings of plant
and facilities are remembered and reported through advice from parents and faculty.

jzations (11), especially for middle and
upper managers, human resources person~el, and clerical staff. Among some employers of
new college graduates, personnel have uot been laid off, but when staff members have
left, companies have not made an attempt to replace these individuals, preferring to
consolidate job “unctions and/or responsibilitics. In addition, there are fewer
opportunities for upward mobility-positions have been eliminated as attrition
continues. This affects employment opportunities for college graduates, since a lack of
upwar-! mobility causes a bottleneck at lower job levels.

Employers report that fmmjxmmmm (9). The potential for
layoffs is causin% graduates to be more concerned with job security and stability of
their positions. To settle this fear of new hires, some employers are assuring them that
they will not be included in any layoff plans, and are guaranteed employment, for an

initial three or four years of employment.

o1
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Does ggur ?rsanization m::.lcmmatmnunaﬁms_;udRmm_demﬂhmsedwg;hE% Iidcg‘amolf{
em for permanent e ent upon graduation nses are list
Chlﬂ% A ORY.pe mployment upo espo
Permanent Jobs for Coops or Observations: Of 337 employers responding to
............ interra | this question, 74.1% reported that their
Yes | No organizations select cooperaive education
--------------- 4e-eveseeennene|  students and interns with the idea of hiring
Number Kusber them for permanent employment upon graduation.
Empl oy Employ
ers |Percent| ers |[Percent
I S MR M MR The employer categories with the highest
ey percentages expecting to hire cooperative
Accounting 4f 44.0% 5| 55.5% educlation students an{i inten(:is al{?rd lg;jtime
""""""" #essmeredesameeadnenenenden---o- | employment were petroleum an ied products
Aercspace | 12| 80.0%[ 3| 20.0% (g .0%; diversi -fd conglomerates (100.0%);
Agribusiness | 5| 71.6%| 2| 28.5x| lumber, wood roducts, and furniture
poee 7 ;a";&';‘* """ o o] manufacturers (100.0%); food and beverage
ARt SUS SR S dost SN 1..%:%™  processing (100.0%); automotive and mechanical
Banking, | equipment (90.9%); metals and metal products
Finance 1061 seexl BB 0. %g: chemicals, drugs, and allied products
Chemicals | 9| 90.0%| 1 10.08] (90.0% : communications and telecommunications
-------------- serereertussenaetenennaanneooe- | including telephones and newspapers( 81.8%;;
Commnicacion | 9| 81.8%| 2| 18.1% hospitals and health care services (81.8%);
Construction | 4| 80.0% 1| 20.0%{ aerospace and components 280.0%;; construction
-------------- sevevnsetenznaeaseceeeensneeeoo| and building contractors (80.0%); electronics,
Conglomerates | 1| 100.08] .| . computers, - and  electrical equipment
Electronics | 31| 79.4% 8 20.5x| manufacturers. (79.4%); and public utilities
T including transportation (78.1%).
Brof. Sves. 20| 58.8% 1| o1.1x In the range of 50% to 75% were governmental
PNV MR MR MR MR, administration and the milit including
Processing 7| 100.0% . | federal, state, and local levels (75.0%);
.............. 4eeeeensdraerieagenanaeianeaao | hotels, motels, restaurants, und recreational
ey 123002 o faclites  (T279%); agribusiness  (TL4%)
Govermment | 36| 75.0%| 12| 2s.0¢| banking, finance, and insurance  (66.6%);
-------------- #ecneseepssneioeteneeeeeo. .| merchandising and retailing (65.3%); social
hospitals | 9| s1.&w 2| 18.%| service, religious, and volunteer organizations
Hotels Motels | 8| 72.7%| 3| 27.2% (60.0%); engineering, researcu, consulting, and
-------------- #rssesaseeasaiebenneciaeeeecoe | other  professional — services  (58.8%);  glass,
Wood Products |  4[ 100.0x] .| - packaging, and allied products (50.0%); and
Merchandising | 17| 65.3%| 9| 34.cx| textiles, ~home furnishings, and apparel
""""""" #eerenatenananatennenaeseee oo | manufacturers (50.0%).
Metals | 9| 90.0% 1| 10.0%
Petroleum | 7| 100.0%| T .| Expecting very small percentages ~of their
T T ....... T ------- rnrnnnn T ------- cooper?twgu lf ucation lstudentis and interns to
return for full-time employment were accountin
veitities | L.BLTIRL LA fims (44.4%); and tire, rubber, and allieg
v?lunteer Ol:g.l 31 60.0%1 21 40.0% products (0.0%).
Textiles | 2| 50.0%| 2| 50.0%
Tire & Rubber | N | 2| 100.0%
I
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Continued...

According to surveyed employers, cooperative education and internship programs are the
"way of the future.” These programs are excellent sources of new hires (39), especially
for attracting minority applicants and quality, loyal personnel. Full-time employment is
not guaranteed, but organizations certainly use these programs to assess the capabilities
of students for future employment Ffrospects. Quite often, interns have the first
opportunities to fill open positigns. employment opportunities are available at the
time of graduation, interns who have performed satisfactorily are often given first
priority among job applicants.

These programs are viewed as a nice "trial run” for both empl%yers and students (20).
These opportunities for employment l::)é)efully show the merits of long-term employment
(9). Although permanent employment after graduation may not be the only reason for these
program, it is an added incentive. Em%loyers view these programs as providing a valuable
means of identifying candidates who have job-related qualifications that "best fit" their
company's mission, values, and guiding principles. Many organizations have very
successfully utilized this arrangement for recruitment of new hires. When graduates of
these programs are hired for full-time positions, employers view this as a return on
their investments. As another evidence of their success, retention rates for interns
have been highest when compared to all sources of new hires.

Several of the surveyed employers (15) reported that their organizations did not have a
cooperative education or internship pmﬂam, but they were working to begin these
programs, especially to improve minority hiring. These employers commented that they
would like to develop their programs in the very near future. Among government agencies,
high levels of securitfy clearances were sometimes required, and for these assignments,
the approximate time for getting approvals was nine months.

-
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What job categories in your organization this year (1991-92) are experiencing the most
growth in opportunities for new college graduates?

Observations: JOB CATEGORIES experiencing the most ﬁrowth in opportunities for new
college graduates, as reported by emgloyers, are listed below in alphabetical order with
frequencies of response noted after each:

Accountants (14) Mechanical engineers  Operations managers
Actuarial scientists 15) Physical therapists (3)
Auditors (35) etallurgical Psychologist, clinical
Tax specialists engineers (2) Radiologists
Bank examiners Packaging engineers Rehabilitation counselors

Agricultural scientists Petroleum engineers Research and development

Bridge designers Plastics engineers specialists (2)

Branch manager trainees Process engineers Resource ~ management
(2) Project engineers (3) specialists

Buyers Quality control  Respiratory therapists

Chemical analysts (BS, en%':'eers 2) Sales/ marketing
MS, & Ph.D.) (6) Scftware engineers (2) representatives (29)

Computer scientists (32), Structural engineers Technical sales
computer information  Environmental scientisis representatives (5)
systems specialists,  Financial analysts (4) Sales management (3)
pr(;frammers, systems  Forestry assistant  Social workers-MS
analysts, systems rangers Speech and language
operators, operations  Geologists %), therapists
supervisors Hydrogeologists Statistical analysts (2),

Customer services  Horticultural - biostatisticians-
representatives (6) specialists, ‘lawn Ph.D.

Credit  analysts  (3), specialists Toxicologists-Ph.D.
collections Hotel, restaurant, and  Veterinarians 4),
specialists, credit institutional medical officers, and
managers management trainees food inspectors

Data 6processing (3) Veterans claims
technicians (6) Insurance claims examiners, b.znefits

Engineers- All categories adjusters, counselors, and loan
%nl) underwriters (2) specialists
Chemical engineers (8)  Landscape architects Wastewater treatment
Civil engineers (8) Management trainees (13), plant designers
Computer engineers (4) retail/ merchandise @ Water resources
Design engineers (2) manager trainees, specialists
Electrical  engineers store manager

20) trainees, assistant
lectronic  engineers store managers,

1(54 department managers,
nvironmental product service

engineers (3) managers

Industrial ~ engineers  Nurses (8)

(5 Occupational  therapists

Materials engineers (2

Manufacturing Operating room

engineers (3) technicians
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What are the pew and emerging occupations in your organization?

Observations: New and emerging occupations in organizations were reported. Responses
received for OCCUPATIONS are listed below in alphabetical order with frequencies of

o4

response noted after each:
Air polluticn control Computer training Mechanical engineers
engineering specialists (2) Nondestructive test
Biotechnology Electrical engineers engineering
specialists Electro-mechanical Nurses- specialized (2)
Chemists engineerig'.gl (2) Packaging engineering
Computer applications  Environmental quality/  Process engineering
developers safety  engineerin, Project engineering
Computer aided design (20), environmen Quality control/
operators positions quality = assurance
Computer database  Flying qualities engineering (5),
designers (2), enginecring total quality team
administrators Foreign and domestic  Sales  representatives
Computer desktop trade specialists (6), marketing
publishing Fossii power plant representatives,
specialists (4) engineering specialty areas
Computer engineering  Geologists Skin scientists
Graphics software  Technical writers
Computer information engineerin Thermal analysts
systems  specialists  Health physicists Toxic waste management
5) Industrial engineers specialists
Computer operators (4), 2 Video specialists
microcomputer Industrial hygienists  Visual database
operators (2) designers
Computer process Instrumentation  and
control engineering controls
Computer programmers International sales
(4§ Laser research and
Computer systems development, laser
analysts (14) optics engineering
Logistics specialists
Loss prevention (2),
risk assessment
specialists
Manufacturing
engineering



Observations: Most employers (29) with available job opportunities in overseas locations
require significant prior work experience before the candidate will be hired to fill an
overseas or international position. Quite often, this experience is required within the
organization before overseas assignments are offered.

Other emplgyers (8) will only hire applicants for overseas positions from the local
economy. For these positions, entry level staff are hired in the country with the

openings, requiring citizenship of that country, and the individuals must be eligible to
work w%sthout time E’mits (i.e. permanent work vu?sas are required).

Responses received from surveyed employers of POSITIONS available in overseas locations
for new college graduates are listed below in zlphabetical order with frequencies of
response noted after each:

Chemistry- Ph.D.

Engineers (3), electrical engineers, computer
engineers

Insurance underwriters, claims representatives,
sales associates

‘Management trainees (4), business managers (2)
Marketing associates (4), international sales
engineers, technical sales representatives, and
technical services representatives
Reporters (2)

Research and development engineers
Sales representatives (4)

Veterinary medical officers

60
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What changes in recruitment practices have you experienced during the last two years in

your organization?

Observations: During the last two years, several changes in recruitment practices were
reported by surveyed employers. First on the employers' list of changes were significant

Lmitati (19). With fewer dollars for campus visits, human resources
administrators were more cost conscious, so cutbacks were cited in numbers of recruiting
activities and colleges visited. Also noted were reductions of approved sources,
critical reviews of campuses visited, decreases in schools contacted, and more
concentration at local and regional colleges.

Serious attempts have been made to hire new employees from the local areas to reduce
relocation costs. Also experienced was reduced hiring at middle- and senior-ievels of
management, especially in human resources offices, to help reduce costs.

23), back to barebones minimums in hiring, have been
experiences. An appreciable reduction or suspension of recruitment activities,
downsizing of lists for campus visits, and reduced quotas for entry level personnel were
reported. Happening with these changes have been reductions in recruiting staffs,
elimination or cessation of recruiting, more graduates coming to the employers' personnel
offices, and more recruiting very locally. In some organizations, on-site recruiting for
direct hire has almost replaced use of personnel office waiting lists.

(15) as well as increased
competition among new graduates were mentioned. Experienced with this was additional
focus and heavier emphasis on higher return institutions, broadeér based searches, fewer
schools on recruitment circuits, and graduates becoming increasingly ‘more flexible in
regards to preferred training locations and starting dates. Employers were also looking
for greater levels of technical expertise, searching more by computer rather than campus
visits, limiting campus visits to colleges with specific fields of study, and limitin
recruiting visists on campuses for only one discipline. Graduates are scrutinized wit
stricter reference checks, more drug and aptitude testing by employers, and a high
priority to hire only the top students.

Pre-interview information presentations have been designed and arranged by employers to

assist with the self-selection of graduating students for job openings. During these

s&?ssions,d requirements for high grade point averages anJ prior work experiences are
scussed.

(2) has been primarily focused in recent years on
minorities and women applicants. Those with one to two years of school remaining prior
to graduation are the intended audience. If employers can lure these students during
their sophomore or junior years into summer employment, internships, or other
work-experience programs, they believe they can get them after graduation too.

A continuing rise in the acceptance rate has been experienced. According to one
employer, acce&ances of job offers have risen as follows: 60% in 1989, 72% in 1990, and
80% in 1991. With this progression in the acceptance rate, employers have become much
more intense in their selection procedures.

| 61
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An i { invol f i { staff L . activities has been
reﬁorted, rather than only recruitment by human resources staff, since personnel in the
college relations offices have been decreased or eliminated as part of budget reduction
rograms. Also, employers are using more recent graduates to give "testimonials” and
ewer are using senior management personnel for recruiting activities.

o (25) is occurring. Employers are placing
eater emphasis on building lonﬁ-term, productive relationships on college campuses.
arginal or non-existent college relations programs are developing recruitment brochures,

exhibits, and display boards; becoming involved in college workshops, seminars, career
days, and job fairs; and preparing recruitment videos. Becoming more important to
employers are name recognition earlier in the recruitment process, more visibility on
campus, additional campus exposure, attendance at more career fairs, and less one-on-one
interviewing on campus. Accordingly, expectations are on personnel staffs to increase
frontend development, causing more training for recruiters.

expe I i for minorities and
women (11). A heavier concentration of effort has been placed on more active targeting
of protected classes, interviewing at minority campuses, and increased engineerng
recruitment.

Selective utilization of regiona. career fairs (11), such as the Michigan Collegiate Job
Fair and the Careers '92 Recruitment Conference, are building better networks with
professional associations. The emphases of these programs are on marketing and
advertising efforts to get students' interests. Employers accessing these fairs have
ex%e.rienced a need to reemphasize their presence on college campuses. Career fairs and
Fu lications are included on campuses where interviews alone were once enough. Increased
c;,]vels of advertisement have been experienced by student newspapers to support this
change.
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Do you feel the afﬁmnyganm/_eguﬂ_mplmsm_ammmyéu%%ﬂm in yow
organization have been effective? Responses are listed by EMPLOYER CATEGORY.

................................................ Observat.l()ns: Of 299 em loyers l'espondlng,
Effective 3:2:::‘" Action 84.2% felt the afﬁrmatlf\’te action/ egu
.............................. employment opponunlty programs m eu’
...... Yo .1....X ...l organizations have been effective.

vl prel The highest tage of employers reporting
0 0 ¢ highest percentage of employers repo
R Doarcent| oY loercane|  effective AAPe gro l;vere accounting

.............. OSAIN Shubotind SURvb o dhwbost (100.0%); dxvermﬁe mglomerates (100.0%);

Evployer Typee automonve and mechani qulﬁx ent (100.0%);

Accounting 5| 100.0%| . . chemicals, dru products

.............. SO SO S S (100.0%); packagm and allied

insbinion BN NS 3?1..??.?’.‘1 ...... 2] 14z products (1 0%), tire, rubber, and allied

st |G ) produts (1000%) | and social service

Auromative | 8] 100.0%] | (100.0%).

Finance: 22 2| s.3x  Reporting percentages in the range of 75% to

themicale 1T ;6“;66'6; """" MR ’;0 were banking, finance, and insurance

Chemicate Lol woom (91.6%); metals and metal products (38.8%);

Comunicetion | 7| 87. sx| 1] 12.5% electronics, computers, and electrical

crwinesin | S5 G Squpment mamifacturers (878%); govemmentl

Conglomerates | 1] 100,05 | . federal, state, and local leve g;}g’;

e |l hospials and health care services (87.5%)

Reseerch, including telephones and newspapers 87.5%;

Songulsine & 2| s.2¢{ o |  acrospace and  components  (85.7%

SO oo SN SO A S beennn agribusiness  (85.7%);  public utilities

Food including transportation (85.7%);

Procmal L% engineering, research, consulting, and other

Packeging | 3| 100.0%| . rofessional services (81.2%); food and

.............. O S S SR erageprocessmg 80.0 0), and lumber’wood

Sovermment L Bl 8 e roducts, and furniture manufacturers

Hospitels | 7| 87.5%| 1] 12.5% 75.0%).

orer hotere 1AL TR 3L BS5% The employer categories with less than 75%

Wood Products | 3| 75.0%| 1] 28.0% reporting effective AA/EEO programs were

""""""" MMM hotels, motels, restaurants, and recreational

terchanateive 118 8% LT facilities  (71.4%);  merchandising  and

Metals | 8| 88.8% 1 11.1% ret:éhng §690§7‘?§:), peltrolel:xm an ﬁaﬂlled

.............. Pecccccapocccccapecstosapoccccna T UCtS 0 ) ; texu es’ ome gs

e SRS R G e G007, o

Publ ic | construction and  building  contractors

?E}.l.i.tf?? ..... #scacs ?(:00-??:?-%0 ...... ?l.i?:?? (33'3%)'

Volunteer Org. | S| 100.0%| . .

i1 e

Trre& Rl:b{o?r | 2| 100.0%| :| ......

Overatl Totalsl 252[ 86. é%I . 47|157%

-----------------------------------------------
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Continued ...

The affirmative action/ equal employment opportunity programs in surveyed organizations
have generally been effective, according to most emplogers responding, but numerous
employers felt their programs could be more effective (24). These employers reported
that their EEO/AA programs were not working as well as they would like. Female and
minority applicants are at increased levels, but more em hasis could be placed on
continuing improvement and making further progress toward.hiring ftgoals. According to
these employers, some areas of recruitment have been very effective (i.e. women,
Hispanics) and other areas less effective (Black/African-Americans). As evidence of
recruitment goals, some employers are reporting that 70% of their hires are minorities
and/or women.

Attitudes have changed and very good advances have been made (9) by women and minorities
in surveyed organizations. Occasionally lacking is a management commitment, but there
have been improvements in EEQO/AA emphasis from management over the past few years.
Nevertheless, there is need to continue to push for more women and minorities in the
workplace. Continuing education is needed to g%ened doors and minds. Some managers
still need to be told about the importance of EEO/AA programs. And recruiters must

consciously keep EEO/AA goals in mind as they recruit.

At the current time, enrollments of women and minorities in engineering (12) are too
limited to meet hmng goals. There is generally a lack of technically trained talent,
and finding enough viable sources of applicants is ditficult.

Mn(f_mnmms_has_b_ﬁnm (7). Recruitment efforts have not been as

organized or as focused as they should be to be effective. Another factor is -
geographical location, which is sometimes a disadvantage for some employers. To attract
applicants, some companies are paying premium salaries, but others limit payment of
higher salaries except for engineers. An increased emphasis has been placed on

recruitment at colleges with good representations of women, people of color, and people
who are differently abled.

For those new to the college recruitment scene, name recognition t .
For these organizations, a greater awareness and substantial participation (3) with
university minority programs is necessary. Also, more networking is necessary to
increase the flow of candidates. According to surveyed employers, a concerted effort has
been extended to hire minority and women applicants for professional positions.

has been difficult (7) due to the demand on a limited
supply, reported employers. To help reduce attrition, additional cooperation 1S needed
among employers and increased contacts are needed on college campuses and in university

departments (i.e. minority engineering organizations, etc.).
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What was the estimated average cost of fraining a new college graduate in your
organization last year (include any related costs), and on the average, approximately how
man ini _week (excluding on-the-job trairing) will new college hires

recexre during the initial six (6) months in your organization? Responses are histed by
EMPLOYER CATEGORY.

"""""""""" rainins Gk [ Traning b | Observations:  According to surveyed
Per New College| week Per New | cmployers, the approximate cost for training
Hire College Hire a new college graduate last year (including
vaber 1T Tabar 17T an; related costs) was $11,131. A total of
of of 145 employers reported data for this
Employ- Employ- analysis.
................ 1.0, hverage] ers | Mours
Employer Types Employer categories reporting the highest
[ 5 360 costs for training were chemicals, drugs, and
poeoniine. LAl LT3 allied products ($31,500); automotive  and
Aerospace | 3| $2,567 s| s.s mechanical equipment (§21,667); textiles,
---------------- $rouseesterieooaeceneoseennoo o home furnishings, and apparel manufacturers
Auribusiness ..o 8179 ($20,667); and banking, finance, and
Automot ive | 3|$21,667 3] 8.0 insurance ($20,002).
Banking, Finance| ..1BIs20,002) 1] 18-l  Reporting costs in the $9,500 to $15,000
Chemicals | 4|$31,500] s| 12.0f range were co(x;stguocél(')(;n and , building
---------------- drrreenedensaesdeecneedenee | 0ONEEACLOTS 15,000); electronics,
Commnication 1....051810.617] 7] %41 computers, and electrical  equipment
Construction | 2|$15,000] ] 10.0f manufacturers ($14,833); glass, packaging,
&;;»;i;;;;;;;mi """ : 67 """" T """ 67 """" and allied products ($14,081); governmental
................ $reereerdueiiiaianaeeaaaenene.. | @dministration and the military - including
Electronics | 15|816,833| 22| 17.2| federal, state, and local levels ($11,694);
Research, 1T M M agribusiness ($11,200); communications and
Consulting & telecommunications including telephones and
Prof. sves. | 16| %9,672| 19| 159] newspapers ($10,417); engineering, research,
Food Processing | 1] 85,000 3| 183 consulting, and other professional services
................. SRS St bint SR S 239,672;; and metals and metal products
Peckeing LSl 3L (89,500).
Government L BINeML B TS ~osts of less than $8,500 per new trainee
popicats LSS 8 @2l were reported by hotels, motels, restaurants
Hotels Motels | 7| $8,457| 6| w.s| and recreational facilities (§8,457); public
---------------- $eveerastenniecateneeto | utilities  including  transportation éS ,373;;
W brodwere LB U3 % merchandising  and retailiﬂ% $5,367);
Merchandising | 12| 85,37 20| 15.3| Petroleum and allied products (35,100); food
................ $eveesecdesiooaaeneneene.noo. | and beverage processing (8$5,000); accounting
R e 1Amasn 8. %3 firms (83360); hospitals and health care
Patroleum | 2| 5,100 of ez services ($3,195); social service, religious,
OESSEEETIPTTRLS SUPRRLS TR L SEPPR 4reeenn and volunteer organizations é$2,667); and
Puellc deilitien] 1N 3T3m| | J6] 16! aerospace and components ($2,567).
\./?Euntnr org. | 3| 82,667 3] 7.0
N
'!'fre-&Rubbor | ]| .‘I. ------ 1710
overall Totals |  147|811,243|  207]  15.7

--------------------------------------------------
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Continued...

When reporting hours of training per week received by new college hires during the
initial six (6) months in their organizations, employsr categories with the greatest
quantities, more than 20 hours per week on training, included hotels, motels,
restaurants, and recreational facilities (34.5); communications and telecommunications
including telephones and newspapers (25.1); and textiles, home furnishings, and apparel
manufacturers (21.3).

Organizations reporting 10 to 20 hours per week in training during the initial six (6)
months in their organizations were hospitals and health care services (20.2); food and
beverage processing (18.3); governmental administration and the mulitary including
federal, state, and local levels (17.5); electronics, computers, and electrical equipment
manufacturers (17.2); agribusiness (17.0); banking, finance, and insurance (16.1);
engineering, research, consulting, and other professional services (15.9); merchandising
and retailing (15.3); lumber, wood products, and furniture manufacturers (14.7); public
utilities including transportation (14.6); chemicals, drugs, and allied products (12.0);
%i%s.a,) packaging, and allied products (11.3); and construction and building contractors

Spending less than 10 hours per week on training during the initial six (6) months in
their organizations were metals and metal products (9.5); automotive and mechanical
equipment (8.0); social service, religious, and volunteer organizations (7.0); petroleum
and allied products (6.7); aerosiaace and components (5.6); accounting firms (3.7); and
tire, rubber, and allied products (1.0). ,
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Based upon your experienges, which criteria should be used by college students when
preparing for a career today

Observations: When referencing their experiences during recruitment and hiring of new
college graduates and recommending preparation needed for careers today, surveyed
employers revealed that college students should use several selection criteria. Among
those suggested were a serious analysis of personal interests, employment outlook data,
financial and job security information, a review of personal aptitudes and abilities,
academic areas of expertise, and prior woprk experiences.

Most important, and more significant than anything else, according to surveyed empkg'ers,
was a Ine i ' jon (63). To achieve job satisfaction, individuals
must like the work they are performing. ~ Those who achieve the best results for
?vtl'ﬁanizations are worldn%gn assignments they enjoy. Those who do not enjoy their work
ill not succeed at it. So, employers suggest to students: find within yourself a "core"
set of skills (i.e. interperso analytical, cognitive, etc.) that you enjoy doing and
then concentrate on applying those skills within different work situations. Thus, an
analysis of likes ana dislikes, preferences, desires, challenges, genuine interest,
commitments, and true joys are critical to achieving this understanding, Personal and
vocational interest inventories, values clarification exercises, and creative interest
surveys can help. The bottom line is: college students should learn their true interests
and seek commitment to an occupation that appeals to them. If a career excites them, and
it has relatedness to their professional goals, a match will occur. This assessment of
personal strengths ought to be included in any decisions regarding career alternatives.

. --both current and future (43), are also important when
preparing for a career. If job market forecasts suggest limited growth potential for an
occupation, then this information should be factored into the final career choice.
Collect as many facts as possible about the industries/occupations that interest you, and
then make a sound choice of careers. A list of alternative career options would also be
helpful. Seek realistic information on the job market and the availability of positions
for graduates in an academic major before choosing it. Although this is not the sole
criteria for a choice of occupations, it is very important for future happiness and
employment. '

Aptitudes. innate skills and abilities. and talents (32) were emphasized. Some college
students have excellent writing and communication skills, computer abilities,
problem-solving expertise, organizational competencies, and/or leadership qualities.
Choosing a career that values broad experiences and emphasizes an individual's strongest
capabilities is desirable. Employers encouraged college students to develop their own

areas of expertise and interests. Development of interpersonal _abilities,
self-confidence, initiative, motivation, and positive energy are required for maximum job
performance.
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jble (27), advised employers, when initially entering
one's career path. Develop more than one career focus so you can make a transition to
any new opportunities as they become available. A broad-based education, with
preparation for flexibility, and moving between emploKers was prescribed. An occupation
that provides opportunity for learning and contributing is valued. Those college

graduates open to geographical mobility will fare better in the job search.

ity (21) should figure into preparation for a
career. Regardless of current economic conditions, competitive salaries, tgermanency of
the career field, earnings objectives, salary requirements, stability of the occupation,
and future job security are important. It was recommended by surveyed employers that
college students choose an academic major that provides diversity of assigned tasks,

earning sufficient to satisfy their personal needs and expectations, and offering good
benefits--insurance, tuition reimbursement, etc.

Imi_enmﬂmm.gmm_mmw&im (17) and learn as much as you can
about them. Do your homework. Personal knowledge an rience in areas of interest

de
are necessary. ‘There are significant differences between Lhinlx?i;g you like something and
proving it through work experiences. Students should not rely solely upon the
experiences of friends and professers. Role laying, talking to alumni, conducting
informational interviews, seeking the history of layoffs in an occupation, and talking to
professionals about realistic salaries and career expectations are a must. Evaluate the
data personally. Visit companies and ask questions. Become knowledgeable about
occupations. ow your fields of interest and become aware of the pitfalls of entering
an occupation. Thoroughly understand the work environment.

Earn a good academic record, and develop a well-rounded personality. Do your best t0
achieve strong grades in every area of academic preparation (12). Use electives to
round-out vocational interests.  Pursue unrelated coursework to broaden your
knowledge--liberal arts, business, accounting, computer science, foreign languages, etc.
Develop skills that are marketable across occupations, so your career path remains
flexible and challenging. ~Gain experiences in group communication and personal
interaction, since these will be important in your long-term career pursuits. Recognize
that learning is a lifelong process. Realize that you may change jobs many times in the
same or different companies. Make sure you have the minimum qualifications for your
desired position or woik to achieve them.

ometime necessary for ne praduates K¢ AL: ey ¢an get. In
these cases, graduates should be open to anything, even jobs that are not necessarily
applicable to their academic majors. Exnect to start at the bottom of an organizational
ladder and work your way up; be willing to work hard in another area if your particular

field isn't open immediately.

. - and long- ca goals and aspirations (10) to
! test/investigate the occupation of your choice while in college. Prepare yourself to be
the best they can be. It is wise to have a focus.
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What is the single most noticeable shortcoming among today's college graduates?

Observations: When reporting on the most noticeable shortcomings of today's college
graduates, surveyed employers noted unrealistic career aspirations, mediocre writing and
public speaking skills, lack of tenacity, and a marginal work ethic.

The unrealistic career aspirations and work expectations of college graduates (50) are
troublesome for employers. There is a general lack of concern among new college.
aduates about the long-term career goals and opportuiities an employer could oifer.
ey are more concerned about immediate gratification of needs. They want to start at
the top, and they want it all right now! They have elevated expectations of entry level
positions.

There is a sense among employers that Wﬂuﬁhm_dmady_m_mm
dues” and their employers owe chem something. They have high expectations of their
initial knowledge and productive contribution to any business. Th? are not realistic
about the duties (not glamorous) and hard work that will be required on their first job.
They do not see the big picture; a short-sightedness that is remedied with experience.
They lack imagination, initially after graduation. Graduates only want to work eight to
five. They are not concerned about growin? with a company. ey do not know their
limits due to inexperience. They lack loyzity to the company, refuse to have patience,
?nd , they expect to start at high wages-- they are told to expect this by college
aculty.

Their

' are noticeably worse than in previous years. When making
presentations, their competencies need significant improvement. Their spelling, grammar,
and abilities to use groper English are weak. Horrible spelling and incomplete thoughts
are often expressed on applicativns. Grammar, writing, and abilities to prepare
effective presentations could be learz:zd from more liberal arts courses.

The mathematical skills and problem-solving abilities (17) of new college graduates need
improvement. They should become familiar with business procedures, development of
production systems, and new management tools-total quality management, concurrent
engineering, and product processing. Real-life organizational experiences and more
liberal arts coursework especially in the engineering curriculum would be helpful.

A - - (12) was noted in
today's college graduates. According to surveyed emplo%lers, new graduates have a weak
work cthic. They are quite often unfamiliar with the skills necessary for success on the
job. New graduates want to sit in a room with a computer because universities have not
exposed them to real world work experiences. They are very naive about the business
world: appropriate behaviors, work expectations, office politics, and normal operating
procedures. Summer employment, cooperative education programs, and internships,
especially career-related assignments, were highly recommended by employers as possible
remedies for this weakness.
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Overconfidence of abilities among new graduates is frequently mentioned by employers.
New graduates feel they were hired to "save the company,” and they have an attitude of
"What's in it for me" and "What do I get" rather than an attitude of “What can I do for
the company.”

There is an absence of tenacity, motivation, and commitment (13) among new aduates.

) They are unwilling to work the long hours required for success on the job, an they are
not flexible in their travel requirements and geographical gerferences. They lack
understanding of the realities of entry level positions and the hard work it will take to
become proficient in a chosen career area. They do not want to manage their own
careers. They expect companies to offer career path planning to all, so th‘ejy do not have
to be responsible for it themselves. They are unwilling to palz'h their dues and gain
sufficient experience in a position before wanting to move on. They lack the desire to
work on their own time to improve their technical abilities.

1 i i ient (13). Coming to interviews without
any prior preparation or knowledge of the comPanies is common. Quite often graduates do
not know the ggsitions available with an employer, although this information is adquately
advertised. riosity is lacking; graduates do not investigate and thoroughly read
recruiting literature before interviews. They lack confidence, assertiveness, and
effectiveness at "selling” themselves to an employer. Graduates do not realize that they
must present themselves well in interviews. They must do some homework on the companies
interviewing them, and they must act as if they trg‘lf/ care. They need to present a great
initial picture of themselves, and a poor dress code does not accomplish this task. In
addition, new graduates do not know how to question employers about specific areas within
the organization. Practice interviews might help with this shortcoming.

j ' of new college graduates is absent or
not discernable. These graduates must realize that hard work will help distinguish them
from others- they need to distinguish themselves from others with outstanding
performance to be successful in the business world today.
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What is the biggest problem you foresee for graduates of this coming year (1991-92)?

iti ﬁ9), accordinglfg) surveyed employers.
The present job market is tighter than it has ever been. More difficulty can be expected
when finding positions. Employers will still be hesitant to hire large numbers of entry
level candidates. The marketplace is flooded with 1992 graduates, but also with 1991
and 1990 graduates.

Observations: This year,

inuin , according to employers,
will bring a lack of job opl:ortunities for most academic majors. Decreases in positions
available with other employers will cause mergers, acquisitions, limited attrition, a
flattening of top organizational structures, hiring freezes, and financial cutbacks, all
of which will reduce job openings for new graduates.

The economy for next year was described by employers as W

poor, weak, depressed, uncertain,
mmﬂg._m%ghmm_and_ﬂm (34). A full-blown recession is in progress and
additional cutbacks, limited growth, and more consolidations can be expected. With a
fluctuating economy, most employers would rather be too conservative when planning their
recruitment goals. They would prefer to hire toco few rather than too many new college

graduates,

A Lighly competitive environment will exist (36). Good jobs will be hard for graduates
to find, especially at a salary they are willing to accept and in their chosen fields of
study. Many graduates will be hard-pressed to find jobs they want. Finding a job that
utilizes or matches their academic major will be the challenge. With fewer entry level
management positions, new graduates will be forced to take lower level positions.

a _th ition (17), because organizations will not
have the financial ability to invest dollars needed in training and development of
novices when more experienced candidates are available on the job market. Employers are
hiring only the best candidates and paying for experience rather than education.
Graduates will have difficulty marketing themselves due to their inexperience, especially
when the labor market is tight. A lack of hands-on experience be noticeable in
this market. Higher selection requirements will occur. The bottom half of the
graduating classes will have a great deal of difficulty obtaining employment.

ini ‘ i1l be diffi (11). Those
not finding employment that meets their expectations will experience frustration. Many
will take a job, but not the one they really want, because they cannot find it. Two to
three years from now, many of these graduates will be changing jobs, or be very unhappy.

r ime (4), because new graduates will have
accepting early job offers rather than making comparative choices. Pressure tactics by
recruiters are encouraging this trend. Hawving to “"settle" for less than the ideal job,
including lower starting salaries, unfavorable locations, etc., will force this issue.
For many graduates, it will be difficult to be happy with the job they get, because many
will accept a position that does not meet their expectations.
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Do you have any suggestions for college seniors who will be interviewing with prospective
employers this year (1991-92)?

Observations:  As suggestions for college senmiors when interviewing prospective
employers, §urve{ed organizations recommended thorough research before interviews, a
clear definition of career goals, and enthusiasm and sincerity during the interview,

jzations i 1 jew (127), advised employers. Do some
homework. Learn all the information you can about an organization or available positions
and thoroughly explore all options before making a decision to accept emplogment. Show
that your intr rests are not only limited to a paycheck. Become knowledgeable about the
organization's history, philosophy, values, products, structure, etc. Don't wait for the
recruiters to tell you about their organizations. Research annual reports, company
literature, and employers' videotapes. This is a widely ignored activity and not
impressive when applicants neglect it. Your time together with a recruiter in an
interview is more productive if the basics are already known.

opportuniti (29). Know yourself, your skills
and abilities, strengths and shortcomings, and traits and characteristics you possess
that make you a desirable candidate for employment. Learn to market yourself. Have some
specific areas of career interest. Be ready to discuss these in an interview. Be
targeted, yet flexible. Keep an open mind regarding opportunities. = Consider
relocation. Be open to several areas of special interest, since prospects in other areas
might offer greater opportunities. Know your accomplishments and their influences on
your probable future successes. -alize at the same time that the current job market for
new graduatss is extremely competitive.

Show some enthusiasm and sincere jnterest during the interview if you really have an
interest in the position (26). Communicate effectively. Exhibit passion and depth.
Show commitment and patience. Appear eager and hardworking, and absolutely be on time.
Be prepared to discuss your fit within an organization and explain how you can excel at
that company. Promote abilities you can contribute to the organization. Show some
flexibility based upon needs of the employer. Don't be too selective since it will be a
tough market this year.

Be honest and sincere (24). Answer questions honestly. Do not lie on your resume. Do
not accept -an interview with an employer if Eou are really not interested in the
position. Be truthful and candid in interviews. Don't claim interest in an employer or
position if you really aren't. Don't try to force yourself into a position you don't
really want just to get a job offer. Be open and honest about your willingness to do or
not do certain things for employers (i.e. travel, work long hours, work weekends, etc.).
Do not accept a job and then complain about these things. Let employers know what you
can realistically do and not do as opposed to hiding your weaknesses. Don't say "T'll
take anything,” when you will not.
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(21). Be articulate and confident. Project a positive demeanor and a willingness to be
cooperative with prospective employers.  Find your edge~why you are different or better
than other individuals in your graduating class. Be prepared to answer questions about
commitment. Maintain a positive attitude for each and every interview. Do not let
rejection affect your outlook.

Be realistic (12). Listen carefully and honestly during the job campaign and evaluate
whether an organization will be properly suited for you.” Know your job market and what
it takes to beat the competition. Do not set your starting salary expectations too
high. Do not expect too much from an organization until you haveagroven yourself. Start
from the premise that most opportunities are good ones, if you make something of them.
Gain as much relevant work experience as possible-internships, cooperative education
positions, and summer work assignments. If you lack experience, let the employer know
that you have an interest and ability to learn about the position.

Research all job options (6). Consider medium and small companies as well as large firms

to maximize your search options. Be up-to-date on all the latest trends In your
occupational areas. Some graduates may have to take what they can get.

Preparation prior to the interview and early in the job campaign could prove beneficial
since it conveys a candidate's initiative and interest to the interviewer.  This
preparation could also assist the applicant when formulating articulate, thoughtful
gegpofx;ses during the interview process--which could be a deciding factor for receiving a
job offer.

During the interview, be energetic and talk about your prior work experiences in de?th.
Discuss and relate your work experiences. Learn to market yourself as an outstandin
candidate. Employers hire outstanding candidates. Have several interviews to refine
your presentation techniques and create networking opportunities. Interview with as many
employers in as many career areas as possible. Attend mock interview sessions or
role-playing practices when offered and arrange informationa! interviews when possible.
Those with excellent communication skills have the edge. Ask questions during these
interviews. Act alive and interested. Sell yourself! Don't be humbie; if you don't
sell yourself, who will? But don't be too egotistical either. Believe in yourself.
Don't give up. Be lFleasamtl),' aggressive. Dress atﬁpropriately and maintain good eye
contact. Be yourself and not the individual you think the recruiter wants you to be.
Relax. Prepare and ask intelligent questions during the interview.
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Overall, what influence does a graduate's grade point average have on your organization's
hiring decision?

Observations: According to surveyed employers, grade point averages (GPA:s) have at least
medium importance (153) at the interviewing stages of a job campaign, but poor grade
i:lt averages will receive negative replies from employers when choosing applicants for
) interviews.

GPAs are one of several criteria used by employers when making decisions on hiring.
Other significant factors include: personality of the applicant as observed in the
interview, maturity, social skills, campus activities, work experiences, academic
background, problem-solving abilities, leadership skills, flexibility, geographical
preferences, historical academic record, and class standing. Several employers escribed
their organizations as needing balanced persons, individuals with extra-curricular
achievements, a gropriate work experiences, and very good academic performance. Some
employers noted GPA minimums required for consideration: 2.6, 2.7, 2.8, 2.9, 3.0, etc. .

Among the employers responding, a few (53) reported that GPAs are very important to their
organizations and a critical influence in obtaining an interview, but after the interview
stage, GPAs have no bearing. Depending upon the employment area being filled, GPAs are
very important (ie. high tech assignments, research positions, design/ analysis fields,
engineering, accounting, etc.) and weighed strongly betore any hiring can occur. Some
employers require GPAs of 3.0, 3.5, or better for hiring consideration. According to
some recruiters, GPAs are far more significant than they should be. A few employers
consider GPAs as very important along with the college attended. In other organizations,
individual course selection and academic performance in subjects related to the job
vacancy are considered in addition to GPAs.

consi PAs have become a greater factor among
employers when determining interviews. According to employers, GPAs reflect a college
graduate's intellectual capacity, the ability to perform critical analysis, an indicator
of work ethic over a period of time, a sign of dependability, an expression of
determination and hard work, revealing a seriousness of commitment, academic performance
potential, and an indication of competency to complete tasks. However, employers admit
that GPAs are ot accurate predictors of on-the-job success for most positions.

' . As an example, when two
candidates are rated equally on all other factors, GPAs are seriously considered. When
applicants are poor interviewees, excellent GPAs can make a difference. GPAs are not
very important when candidates are scarce, but they are important when work experiences
are limited. In some organizations, higher GPAs may receive higher starting salaries.

iring gre an relations skills (26), GPAs are less important:

sales assignments, management trainee positions, and training tasks. In these positions,

: it is more important to have a business personality and excellent communication skills.
For positions like these, employers "hire people, not grades.”

Of course, very low grade ﬁoint averages can be knock out factors. Low GPAs may suggest
{)hzi.t gragusates have just skated through college. Employers tend to be leery of anything
elowa2.3.
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What have been some of the best questions asked of you during your experiences with
interviewing prospective job applicants?

Observations: When listing some of the best questions asked of them while interviewing
prospective job applicants, entlgloyers provided several excellent examples. ~Their
questions are categorized into the following groups: general topics, career motivation,
anticipated job responsibilities, work environment, a.fgrmative action, quality of work,
personality factors, products and services, employment trends, measures of work
performance, salary and benefits, and interview closure items. When graduating students
are preparing for interviews with prospective employers, this list could be very helptul.

ics. What is the financial stability of this company? What future changes do

al)g see for this company? What direction do you see your company going in the future?

o are your competitors? How successful have you been with marketing your company's

products? What plans does the company have for becoming more competitive in this

industry? What is the biggest negative about your company? What makes your company
different from others?

Career motivation. Why did you accept work with this compan))('?Y How long have you been
employed with this company? Why do you continue to work for XYZ organization? What do
you like most (or least) about your company? Would you want your son/ daughter to work
for this company too? What makes your association with this employer enjoyable? What
are you really hiring me to accomplish? Graduating students are rea‘{llﬁ wanting to get
past the recruiting jargon to learn what is truly expected of them. y should I take
this job (or ... work for your company)?

Anticipated job responsibilities. If I were hired by your organization for this
position, what duties would I be performing? What will be expected of me in this
position? How does my job fit with the mission of the organization, company performance,
or profitability? How do you know when to hire additional staff? How much
responsibility will I have? w\%x is this job important to you? What will I be
contnbuti‘I}}hto the organization? What do you wish you knew about the company before you
started? What would you change about this position, if you could?

' What is your corporate culture? How would top management describe the
co;ﬁorate culture, and how does this compare with things in the organization as they
really are at the lower levels? What were your personal experiences on this job? Will I
be on a team, or in a group? How much freedom am I given to solve problems with my own
methods? What help is available to me when my methods fail? Is this a new position?
Why did the other person leave? What is your company really like?

, ities. What is the standard of living among
minorities in your local community? What minority programs do you have?
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Quality of work. What differentiates your company from your competition? Do you get
repeat business from your customers? at are the ethical and environmental ghilOSOphnes
of your com&tny? at has been the history of turnover among recent hires in the
company? at is this company's philosophy towards their employees? What is the
relationship of this organization to the local community?

. What can I do with my education and training for your company?
Whlz;ltl valuesI all)ree?sacred to this company? What would cause me to leave the company? How
mobile can

. Has the cnmpany thought of going in the direction of xx? What
impact will the clean air legislation (or other current topic) have on the company? What
impact did v&gur recent service (or logo, product, market blitz, etc.) change have on your
business? What do you see as the biggest areas of need improvement within the company?

. What significant changes has the company experienced in the past
year? What are short- and long-term strategic directions of the companj? What have been
the successes (or failures) of the company? What is the company doing to change for
success in this changin, afllObal economy? What are the company's goals for the future?
\that is the §reatest challenge, from your perspective, that the organization faces during
the next year’

. How would you describe the most successful employees in
your company? Can I expect opportunities for advancement with the com%{any, if I work
hard to grove myself? It I do well, what will I be doing in five years? How will I be
evaluated in my job? How often will I be evaluated? Who supervises this position? What
is the chain of command for this position? Where would my career progress from my first
assignment? How does your company encourage their new hires to keep pace with advancin
technologies? What characteristics do you possess that have madg you so successful?
What can I do within the first five years to help ensure my success within the company?
What was your career gzllrth within the company? What feedback has been given to your
company by recent new hires?

. What is the pay for this position? What are advanced educational
opportunities with XYZ organization (MS, A, etc.)? May I someday invest in the
company? What training would I receive if hired?

Interview closures: How did I do? Do I get the job? How soon will I hear from you?
What does your company want from successful candidates for this job? What would
distinguish one candidate over another for this job? How do I prove myself and my
commitment to the company? When would you want me to start in this position?
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Which of the following are provided to dual-career couples when one spouse is hired by

your organization?
Response Categories
Meot®eettecttudacdcadtaacdtaacacdcectactacadacatlatoccacactacasdcdacdiaa Total To.
Always | Usually | Sometimes | Seldom | Never Re=-7nse |tal
............ feesccccscatoPeccvsaccactacssPeacccccctansPoactondtccatPocecc . cansacdpecsa
N |PCTN | N | PCTN | N |PCTN | N | PCTN | N | PCTN | N | PCTN [MEAN
.............. PoocadecccccspoccsPrcccccadacstschatcsatcaPrecsPretcccsPacacPetcccatPucsacdsacsscadoace
Services for
dual -career
couples
Consultation
Services 36| 14.6%] 21 8.5%] S5| 22.4%| 38| 15.5%| 95| 38.7%| 245| 100.0%| 3.4
.............. BoocepaccccccPeccadecctaccPoccadPecccccsPesccPecveccadPocccdtoecsaccPaccadPacccccadeces
Contacts with |
Local Org. 35| 13.4%| 51| 19.5%| 100| 38.3%| 21 8.0%] 54| 20.6%] 261| 100.0%| 3.0
.............. PrecadrecctacdhoscoPocecctoPrtcadtedccatPoccstPoccaccchetcssPettccacPecccPesscacadacea
Day Care
Facilities 27| 11.1%| 18 7.60%] 37] 15.2%| 23 9.4%| 138] S6.7%| 243| 100.0%| 3.9
.............. PecsadecctssaPancsPretcccedloccPrcctccscdoctoPrttacachacstPecctcasPutcaPosccsccdacas
Employment
Agency
Assistance 23 9.5%| 24 9.9%| 6&) 27.3%] 26| 10.7%| 102| 42.3%| 241| 100.0%| 3.7
.............. PecvccdreccscaPrrcsPocctossadeccePrteccccedacsscPotcsactadecasPecanceedaccsadoacccachose
Housing/Apart-
ment Advice 93| 33.5%| 70| 25.2%| 73| 26.3%] 15 S.6%| 26 9.3%| 277} 100.0%| 2.3
............. edercscdeccccacPpeacedPeccccacPassePeccsaccodrocoPecscccadocccPrcccscadeccodpocccncadecas
Interview
within Your
org. 39| 16.2%] 46| 16.8%| 100| 36.6%] 33| 12.0%| 55| 20.1%]| 273| 100.0%| 3.1
.............. PrecepecccsscpeccrsPpecccccsPocccPesacscsPpeccidPecccsccdetocPocsstaccProccPacaccsafpacase
Assistance
with Job
Search 23 8.9%| 34) 13.1%] 81| 31.3%| 50| 19.3%| 70| 27.1%| 258| 100.0%' 3.4
.............. LIERRR TERERREY IRRRY TRRPPRET ITPRY PRPRPRERY TIEEY PTREREEEY TEREY T i e N L R
Market
Planning
suggestions 11 4.6%| 20 8.4%) 40| 16.9%] 53| 22.4X| 112| 47.4%X| 236| 100.0%| 4.0
.............. PecendectccvePrrccPeccsccaPesccPocccvccdectedrcaccccPocacPectcarePocccdtoccccadtons
Relocation
Al lowance 99| 36.1%| 47| 17.1%| S7| 20.8%| 19 6.9%| S52f 18.9%| 274| 100.0%| 2.6
.............. PecsecchercsccciPocacprcccctaPetccPrencctsPoccePecnccacPecroPectacctPocccPoccccascPocasn
Resume I
pistribution
Services 1" 4.5%] 13 S.3%| S1| 20.9%| 44| 18.1%] 124| S1.0%| 243| 100.0%| 4.1
.............. PesccdrescctaPeacsPectscstsPactaPocectecPaccaPecctcccPecacPeccccccProccProacccadeccs
Resume Writing
Services 8 3.2% 9 3.6%] 461 18.7%| 43) 17.5%) 139| S6.7X| 245| 100.0%| 4.2
.............. PecccpeorccctapesacPectaccrPeccsPracccscprrccdoccccccdtoccdratoecsadocccPpecscscccadacce
Scheduling of
Interviews 7 2.8%| 1 4.4%] 52| 21.2%| 44| 17.9%| 131| S3.4%] 245| 100.0%| 4.1
.............. LIEREL IEERRREI AREEL PRPPPRPRY TRRRY ITEERRRY PREPIY PRPRPREEL LEERET TR TR RITY Syl Sty Sy S
Tours of Local
Communi ty 49| 18.7X| 47| 17.9%]| 75| 28.6%| 31| 11.8%| 60| 22.9%| 2s2| 100.0%| 3.0
.............. deccodrrosssadrecaPrecacccdecccPeccccccpoccadocsccccctProccPocccccaPissoPoacccachranse
Travel Cost
Assistance 98f 36.2%] 50| 18.5%| S8] 21.4%] 15 5.5%] 49| 18.1%| 270| 100.0%| 2.5

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

Continued . ..
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Continued ...

Observations; Dual-career couples are provided with several services by prospective

employers when one spouse is hired and the other is not, according to surveyed

employers. "Usually" provided to dual-career couples are housing information, apartment
N advice, and travel cost assistance.

Provided “"sometimes" are relocation allowances, tours of the local community, contacts
with local organizations, interviews within the hiring organization when appropriate
positions might be available, and other assistance with job search strategies.

Employers “seldom” provide consultation services, employment agency assistance, day care

facilities, market planning suggestions, scheduling of interviews, resume distribution
services, and resume writing services.

According to comments received from responding employers, organizations with smail
numbers of emplovees do not have formal programs for the spouses, but they can afford to
help in info ways (i.e. contacting human resources personnel in the area,
distributing resumes, and identifying housing available in the local community, etc.).

Empl(:yers admitted that this is an area of increased concern. Most corporations do not
have formal programs in place yet to fully assist with these problems. At the present
time, due to budget cuts, many organizations are not paying relocation expenses
associated with buying and selling homes, but other assistance is available at full cost
to the employee/spouse.
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How many :mgjm_qunur_mmwnm_m&mm called up for the Iraqui crisis
last year (1990-91)? Responses are listed by EMPLOYER CATEGORY.

Call Up Reservists During Iraqi| ObServations: Of 269 employers responding to

Crisis? this question, 68.0% reported that employees of
...... ;oo.oo.ol-nooooo;.o-.oo-. their Ol'ganizations were l'esel'ViStS and called
....... “ L..M...| upfor the Iraqui crisis last year (1990-91).
ol Empl tegories reporting the highest
. . mployer categories n e
Em.:‘l.:y Percent Em:'l.:y percent| Percentages wi °mPl°)’°°§ .as reservists and
.............. #eeemvedecaiaaateccceteeaeee|  called up for the Ira crisis were pgtro]eum
Employer Trpes angd allied r&d&cts 1oo.o‘?); 1umb.(={,00 \539;1
i 2l 25.0% sl 7s. roducts, an iture manufacturers .0%);
f‘.’°°‘"'f"°.... ....... teeeanan PO ’?SOX ?exﬁ]es, home fm-njshings’ and a pare]
Aerospace | .01 8n& 2 '8 manufacturers (100.0%); hospitals and health
Aoribusiness | 4| e6.6x| 2| 3s.x| care  services  (90.0%); public  utilities
.............. $ecccceedecccscedacacccadocccece including transpomnon (88. %); chemicals’
Automotive | 51531685 drugs, and allied products %85.7%;; automotive
Banking, and mechanical equipment (83.3%); metals and
Finance I e 7| 3s.ex metal products (81.8%); aerospace and components
Chemicats | 6 85.7% 1] 14.% 851,872;’ and merchandising and retailing
Communication | 3| 37.5%| 5| 62.5%
""""""" peerretiaas eyt el Reporting 50% to 75% of their employer category
cmtmﬂiml ...... 31500"1 ...... 3150“ wngo resgervists called for duty were ass,
Electronics | 19] 65.5%| 10| 34.4X| packaging, and allied products (66.6%);
é;s;;;;{‘ ...... Poosvcns $occcsne $oeccvasn Peeccces agribusiness (66.6%); electronim’ com uters,
Consulting & and electrical equipment manufacturers (65.5%);
Prof. Sves. | 15| 55.5% 12| 4.4x| governmental administration and the military
food YT M MR including federal, state, and local levels
Processing 1| 33.3% zl ss.6x| (65.1%); hotels, motels, restaurants, and
[oeeeerecenes MEERILS doneene $roenees $eoenee recreational  facilities  (62.5%);  banking,
Packaging 1.2 %% 333 finance, and insurance (61.1%); engineering,
Government | 28| 65.1%| 15| 34.a%| research, consulting, and other professional
vt o e e services g555%); tire, rubber, and allied
fospieats 10 o 0% broducts (50.0%); and construction and building
Hotels Hotels | S| 62.5%| 3| 37.5%| contractors (50.0%).
Wood Products | ... ?l.f??:?’.‘.......ll ...... .| Fewer than 50% of the following employer
Werchandising | 15| 75.0% 5| 25.0%| categories reported reservists called up:
netals T e a3y iss| communications and telecommunications includin
.............. beeeneebernnenetoeeseeaeeenine| telephones and newspapers (37.5%); food an
Petroleun | 5| 100.0%| N .| beverage processing {33.3%); accounting (25.0%);
ot T """" ’I """" T """" T """" and social service, religious, and volunteer
utilities | 24| 8s.ax| 3| 11.1x] organizations (0.0%).
Volunteer Org.l | .| 4| 100.0%
Textiles | 4| 100.0%X| |
Tire & Rubber | 1| S0.0%X 1| 50.0%

Overall Totals| 183] 48.0%X| 86| 31.9%

v 8
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Which of the following reasons would be considered appropriate for graduating students to
take time off after receiving their degree before beginning work in your organization?

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

Response Categories
---------------------------------------------------------------- Tot.l To-
Always | Usually | Sometimes | Seldom | Never Response |tal
............ PrecseccccccscedosscccsscccsadecccssccsnncpoPecsucssccccsePrancsccancnospuocs
N | PCTN | N | PCTN | N | PCTN | N |PCTN | N | PCTN | N | PCTN [MEAN
.............. PeocofpecccccscposcocdeccscccdocccsdosccsscscPecsccdhoscscccodoccchoccsccccpoccscshpocccscocdoces
Acceptable
Reasons to
Take Time Off
Want a
Protracted
Vocation 35| 11.0%] 46| 14.5%| 129 40.8%| S9| 18.6%| 47] 14.8%| 316| 100.0%| 3.1
.............. PoesoPrcccscoPocccpecccsscscpocsapocccccschocscsPoccccccdpucncdPoncncccdhpoccadPpocncccsosPpoans
Burnout | 23] 7.4X| 22| 7.1%] 70| 22.6%| 89| 28.8%| 105| 33.9%| 309| 100.0%| 3.7
.............. Peoschroscsscedecccdeccs coedrstoPovoccscssProscpoccccsccfhocsccdeccccsccposcssPproccccsdoscse
Want Time for
Family
Responsibilit-
fes 56| 17.7%| 88| 27.9%| 118 37.4%| 37| 11.7%| 18 5.0%| 315| 100.0%| 2.6
.............. PeovrePesccscccPrcesPrccsccscpecccPlucccscadrcccdocccccochocscsoeccsccccdoncodpoccsccccdpocce
Need to
Fulfill a Non-
career Related
Gos 33| 10.5%] 49| 15.6%] 118| 37.5%| 74| 23.5%} 40| 12.7%] 314] 100.0%| 3.1
.............. PeecedecncsscpecsccdocscccccshrsccpeccccscscdrccadrccsscncPprccsPrcccccapecccgecanncsedoscs
Need to
Fulfitl a
Career Related
Goal 49| 15.5%| 94| 29.8%| 108| 34.2%] 38 12.0%] 26 8.2%| 315| 100.0%| 2.7

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

Ot servations: Among employers responding to this question, requests from graduating
students for time off after receiving their college degrees would be considered on a
case-by-case basis. Each case would have to be evaluated individually. Of the five
examples provided, four were "sometimes’ considered appropnate, epending upon
individual circumstances: requests for time to cope with family responsibilities, need
for time to fulfill a personal goal that is career related, desires for a protracted
vacation, and need for time to fulfill a personal goal that is not career related.
"Seldom"” acceptable would be complaints of burnout.

Requests for flexible starting dates are accepted quite often by employers when this is
possible.d For organizations with firm dates to begin training classes, no exceptions are
permitted.

Employers are generally suspicious of any of these requests. Individuals who are
reluctant to begin work or request gaps between graduation and their first job are
showing a lack of commitment to their professional careers and may be suggesiing a lack
of financial independence.

§0)
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During the recruitment process, are your recruiters eacouraged to ask new college
duates about their re%ar smoking habits (cigarettes, cigars, and/or pipe)?

esponses are listed by EMPLOYER CATEGORY.
.................... mk'mmwmm. Observations: Employers do not encourage
Question to Ask? their recruiters to ask new college graduates
...... ;;;......i.....o;;o...... awut re m. smohg} hablw..clgarettes’
“m .......... ....‘m .......... cigars, and/or pipe (92.4%)
r r
Enstoy- Emtoy Employer categories with some encouragement
ers |Percent| ers |Percent to ask interviewing questions about smolqng
.............. feccccccposacsccdpecssccspoccccss hablts were a“’ ackagln and allle
Splover Types roducts (25.0%); lumber, woos roducts, and
Accounting 1 11.1% 8| 88.8% iture manufacturers (25.0%); social
; ............. fpovescce fpecvosces pocece ;;4.;(.”?.6; semc.e’ . rehgo‘ls, and . volunteer
herospece |l ... | 10008 organizations  (25.0%); textiles, home
Agribusiness . 6] 100.0% furnishings, and apparel manufacturers
I I | . g
.............. 4.......4.....-«......;64.;66.6; (20.0%); COIIStl'UCthll and blllldmg
Automotive | ol 1.0 | 100.%%1  contractors (16.6%); food and beverage
Banking, | processing (14.2%); petroleum and allied
Finance ! | 3.7 2| %.2%  products (14.2%); 10/1’ )hc utilities including
.......................................... Fransportation  (11.7%); _accounting
Chemical 1 9.0% 10| 90.9% ;
. l ....... 1 ....... .l. ....... 1 ....... (11.1 o); hotels, motels, restaurants, and
Comunication | .| .l 12 100.0%  recreational facilities (11.1%); electronics,
Construction | 1] 16.6%| 5| 83.3% computers, and electrical  equipment
.............. O S-S S manufacturers 10.8%); N goveFHmQIl.tal
Conglomrates | -l ...l 010.0%  administration and the military including
Electronics | 4| 10.8%] 33| 89.1% federal, state, and local levels 29.8%;;
.............. @ecssacocsdrocccssdoccscandpacsncnca chemlcals’. dmgs’ and a!ll.ed roducts 9.0% ;
e & | merchandising and retailing (4.1%); banking,
Prof. Sves. 1| 2.7 35| or.zs| finance, and insurance (3.7%); and
;;;‘.’ .......... $ocsecee $oecccne $esccase $eacecce englnee.nng’ resoearch’ consmtmg’ and other
Processing O e s| ssm|  professional services (2.7%).
.............. $oecsocscprovocccpocsoncspoascnne
Packagig | 1| .04 3| ™% Questions about smoking habits were not
Goverrment | s\ o.x| | so.1x| encouraged by agribusiness  firms;
.............. X R communications and telecommunications
vospitate | ool .okl including telephones and  newspapers;
Hotels Motels | 1 11.1%| 8| 88.8% hospitals and health care services; metals
.............. B - S an metal pro‘?ucts; dlvemﬁed
Wood Products | 1 B 3.P.%  conglomerates; autornotive and mechanical
Merchandising | 1| 4.1%| 25| 95.8% equipment; aerospace and components; and tire
.............. 0 O R QR andmbber.
Metals | . .| 13| 109.0%
.............. Pecscosedprccccsnpocnnccnpoacnnce
Petroleum | 1| 14.2%] 6| 85.7%
.............. Poesscccpecncscnfpurecacccpenctanse
Public | | |
Utilities 4| 11.7%] 30| 88.2%
.............. Pescscccposccsenposocccapsansans
Volunteer Org. | 1| 25.0%| 3| 75.0%
.............. foscccsapeseccaspusenssspuccnsun
Textiles | 1| 20.0%| 4] 80.0%
.............. Pescavocpecsassoaponsncscpencsscen

rey



-63-
Does your organization require testing of new hires for drug use, AIDS, or alcohol level?

................................................................ Tot.l To-
Always | Usually | Sometimes | Seldom | Never Response |tal
ceensessassacn frecscsscnces foccncnsnnsse $osccancananae $ecoasncncsee focnnssasncasn focee
N | PCTN | N | PCTN | N |PCTN | N | PCTN | N | PCTN | N | PCTN |MEAN
sasencesncssae poesedpesccnnsa $ocecpaccssosva $oocopoacccana Poecaprocccnse Poecsedpoasacens $eecspecncosae $eaae
Types of | I
Testing
Required for
New Hires
Drug Use 167| 47.3%| -5 1.4%| 23 6.5% 7 1.9%] 151] 42.7X| 353) 100.0%| 2.9
T T TP I peccedpecencas foccapocncans foccedpocccans Povendpecnacas Pevechpucccccae poeca
AIDS | 3] 0.9% 1| 0.3% 3| 0.9% 7| 2.1%] 312| 95.7%| 326| 100.0%| 4.9
cecasaevtacscsa $ocacdhrsaccce foacopocacace $ececdpreances $eccndpoccacaa $oscoproccnce $ocsapraccsace $ecee
Alcohol Level | 51 15.5%] 3| 0.9%| 16| 4.8%| 7| 2.1%| 252| 76.5%| 329| 100.0%| 4.2

Observations: According to 353 employers re;ponding to this question, required drug
zgs_ﬁng of new college graduates exceeded 50%, with 55.2% reporting drug testing in
1990-91. Included in this percentage were employers who sometimes, usually, or always
screened for drugs. Percentages of em—;loyers recg:)in’ng drug testing in previous years of
this study included 59.3% in 1990-91, 47% in 1989-90, 32% in 1988-89, 27% in 1987-88, and

20% in 1986-87.

Testing for alcohol levels among new colleg_e graduates was required by 31.2% of surv;yqd
e;n 71%);1'5. This compares to 28.1% in 1990-91, 25% in 1989-90, 14% in 1988-89, and 9% in
1987-88.

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

If your organization does not presently screen job gpplicants for drug use, AIDS, or

alcohol level,
Timetable | |
Within One | Within Two |Within Five | | Total To-
Yesr Yeers | VYears | Not Likely |Do Not Know | Response |tal
evecscccceasae fecemccccacse $occvsacssncccs foecccccancane feccvecscancae feccaccccccee Peacae
N | PCTN | N | PCTN | N |PCTN | N | PCTN | N | PCTN | N | PCTN |MEAN
tecccsustacccas $roccpecsccns feocsadpoanccce foccopacasave peccaprcvecce $ovecpoccanas Peccopecennae foaar
When to Start
Screening Job
Applicants
Drug Use . | 16| 8.2% 11| 6.4%] 12{ 7.0%] 89| 52.3%| 44| 25.8%| 170| 100.0%| 3.8
cecccetceccccn pecccpeccsanne Poesedprccccas Poocodprcctace Peocccpoccaace fecccpecccceen Preccpecscncas Pocee
ALDS | 2] 0.7%| 3| 1.0%] 7| 2.4%| 168] 59.1%| 104| 36.6%| 284| 100.0%| 4.3
evaceassccaans $esacdescccne foccedescccce pececdecinane fevenpunccs e feccopecccane pecondpaceanne Peoce
] Alcohol Level | &) 2.3%] 6| 2.3% S| 1.9% 145| S57.5%| 90| 35.7%| 252| 100.0%| 4.2
. Observations: Of surveyed employers currently not screening job applicants for drug use,

8.2% intend to initiate a drug testing program within one year, 6.4% within two years,
and 7.0% within five years. Of organizations not currently screening for alcohol levels,
2.3% intend to initiate an alcohol testing program within one year, 2.3% within two
years, and 1.9% within five years. Of organizatlons not screening for AIDS, 0.7% intend
to initiate an AIDS testing program within one year, 1.0% within two years, and 2.4%

within five years.
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Based upon your experiences, what will be the availability of e jties
i (1991-92) in each of the ollomnl;lg §eo§raphical
regions of the United States? Responses are listed by GEOGRAPHICAL REGION.

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

Job Market Conditfons This Year

Extremely

High Avail- |High Avail- [Medium Avail]Low Avail- Total To-

ability ability sbility ability None Response |tal

ececssccaaca Poccaccsanaan Pecccsssaccas $evecencccces ¢reccatacanne $ecsccccccane Pooaa

N |PCTN | N | PCTN | N | PCTN | N | PCTN ' N | PCTN | N | PCTN |MEAN
cesscsasosacssen Proccpacteccce Peesopecscccse Pesecpoccccce Pecocprccccne 4recepreacencs Poecccpocencce Pocee
Geographicst l
Areas
Northesst 7l 3.9%| 13| T7.2%| 56| 31.2X%| 89| 49.7X| 14| T7.8%X| 179| 100.0%| 3.5
ececccscssasce Peccapeccancas Poeccpaccaces Poocvpenccace Poevepacccaae Peecadpecccace Poccapouasccas Pecce
Southesst | 6] 3.4%| 32| 18.6%| 79| 45.9%] 45| 26.1%] 10| 5.8%| 172| 100.0%| 3.1
saecesccacasans Pecacsproccace Peecadoacscca Peecospacccanse Poecoprieccee Peecoprccocae peccepocccane $oaeea
Northcentral | 12| 5.5%| 20| 9.1% 124] 56.8%| 53] 24.3%] 9| 4.1%] 218| 100.0%| 3.1
eesccsssaccccse Poccadeccscca Pecccdessacce Penevpaccacce Pecccpeccscna Poocopacoccoa Poooaporancena Pooese
Southcentral | 8| 4.8%| 12| 7.3%] 69| 42.0%| 65| 39.6%| 10| 6.0%| 164| 100.0%| 3.3
sssccccccsssee Pecceposcenva Poecapecssaca Pescaprccsace $ecceprocacae Poccoprcccca. Poccadpocccces $oece
Northwest | 4] 2.7% 16| 11.0%| *3| 36.5%| 48| 33.1%| 24| 16.5%| 145| 100.0%] 3.5
esesacscccccasn Peuecpoccssane Peovapuonceane Peccepaccccce Puccapaccccsea Peesopacaccans Proacpacasanc PR
Southwest | 6] 3.7%| 28| 17.3%| 74| 45.9%| 43| 26.7%| 10| 6.2%| 161| 100.0%| 3.1
Observations: Based upon the experiences and judgment of surveyed employers, only

"medium availability” of employment opportunities for new college graduates will exist in
any geographical region of the country this year. For statistical purposes, any
responses at the extremely high, high, .or medium availability levels were included in
these ratings. Receiving a "medium ratigf were the northcentral (71.4%), southeastern
(67.9%), southwestern (66.9%), southcentral (54.1%), and northwestern (50.2%) regions of
the United States. Low availability of jobs for new college graduates is again expected
in the northeastern (42.3%) region of the United States.
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ABS Process Autommtion, [nc.
A G Commmicacion Systems
Ace Narduere

ADN Company

ADTECH

Aetna Life & Casualty

Akzo Coating [ne.

Alien Sradiey Cospeny

All{ed Bendix Asro

Amarada Hess Corporstion
American Institus of Susiness
Amgrican Manegement Systems [nc.
American Nationsl Life [nsurance
Americen Srands [ne.

Amsricen Electric Pouer
Americrust Corporation

Ames Oepertment $tores
Ametek [ncorporated

Amoco Performance Products [nc.
Amp Incorporated

Amated [ndustries

Andersen Consulting

Anheuser Susch Compeny

Armn Arbor Police Depertment
Applied Siosystems

Acpi’dneck Osta Corp.

Aramco Services Company

Arco Ofl & Gee

Arkansas Power & Light
Armatrong World [ne.

Army [nfo System Comusnc
Archur Andersen & Compeny
Ashland GiL Iine.

Ashland Petroleum Company
AT&T

Autolite

Babecock & Wilcox Company
datcimore Gas & Elecsric
Banta Corporation

Saccelie Columbus Op
Sacttelie Pacific Laboratories
Say Technical Association
Seutrice Hunt Yesson
Sendix/Oceanics Oivision
Serkel & Co. Advertising
Sessamer & Lake Erie

Bifco R & O Center
3law-inox Rolls Division
Slocm Engineering Compary
gtus Cross/Slue Shield-!ows
8lue Cross/Bilue Shield-Michigan
8oeing Compeny

Soeing Hel {copter

Baise Cascade Corporation
Boise Cascace Timber

onne Bell

8® Zxplorstion

Srighams

8road Vogt & Conant
Broscwey & Seymour

grown & Sharpe Comperny
fusg Compeny

gurgess & Niple Ltd
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ENPLOYERS RESPOND NG
T a4l 1991-

Surns Inc'l Security Services
.c.

Cae-Link Corporaction
Cairne & Scevert

Campbel! Ewald Compeny
Caro Regionsl Nental Heslcth
Carolina Telephone
Carpenter Technology
Carcer Nauley Hale
Cacerpillsr Ine.

Cantemnial Group

Centex Homes Corp.

Central Bank of South
Century Rain Aide

CF Sraun and Co.

Chevron Corporstion
Chicago & Northwest Transportation
Child & Pamily Service: CA
Chrysier Corporation

Chubb

Cibs Corning

Cigne Corporacion
Cincinnect Bell, Inc.
Cincinnat! Gas & Electric
Cincinnaci Police Oepartment

° Controller of Nevy

Circle Pines Center

Cleveland Pneumatic

Centrsl [Liinois Public Service
Coloniat Williamsburg Fourdation
Columbia Gas Oisc.

Commaity Me~=al Health
Commercisl tquipment Co.
Commonuesith Edison

Computer Consal?, [ne.

Con Agrs Frozen food

Consol idated Pupers

Control Data Corp.

Coors Brewing Ca.

Corn Produccs

Corning Glass Works

Country Fresh, Inc,

countrymark

Creere, lne.

Crestive Solucions
CAST [ncernstional
Cushman & Wekefield
Cyelops Corp.

Cygne Energy Service

Oevey Tree Expert Co.

Osvid Taylor Resasrch Canter
Oeys imn

Osyton Power & Lighe

Oezey Corp.

Oeere & Company

Deloicte & Touche

Oeparctmant of Agricul ture-4innesota
Oetroit, City of

Uetro’ “esting Lab

Oever. .« foundation

Gick Corporation

Oow Chemical USA

Orug Enforcement Adwminiscration

54

Ory Storagpe Corporation
uall Indusctries, [ne.
Oun & Sradscreet [nfo. Services

€ | Ou Pont
"mt“, Inc.

Castman Kodek Co.

Economy Fire & Casualty
Edwards Air force

£G4G idsho

Elliot Compeny

Ellis Naeysert Associates
Emerson Power Transmission
Ensco [ne.

ErIM

Environmental Protection Agency
€.R. Carpenter Co., Inc.
Ernst & Yourw

Echyl Corporstion

Evens & Southland

Excel Corporation

&3 Services

ofie

Fairchild Controls

Fairleigh Oickinson

Farm Credit Services

Federsi Jurssu of [nvestigation
Ferguson Enterprises
Firestons Industrial Products
Firse rederal Nichigan

First [nterscate

First Michigan Benk

Fleming Compenies

Fline public Library
Flexible Corp, The

Ford Motor Ca.

Fort Sanders RMC

Frigidaire Compeny

ft. Lauderdele News

Gallup-McKintey Compeny
Genersl Electric

General Motors Corporation
Gaorge C. Marshall Center
Georgis Pover Company
Geupel Oe Mers, Inc.

Gold Xist, Ine.

Goulds Pumps, (nc.

Grey \dvertising

Ground Round

GTé products Corporation
Guest Quarters Hotet

Hanscom Air Force 3ase
Harley-0avidson

Harris Corporation

Harvest States Co-op
Hasselbring-Clark

Hendrix & Oail, Ine.
Henningson, Ourham & Richardson



Hercules, Inc.
Nigh/Scope Camsp

Hitachi Magnetics

Noftmarn=La Roche

NO Company, Oivisfon of HON [ndustries

Honeywell Avionics
Noneywell, Inc.
Noover Compeny
Nouston's Resteurant

Nuffy Corporation
Hyde Athletic lndustry

I8M Corporation

ICF, Ine.

IR, Ire.

IlLinois Department of Trensportation
Illinois Ferm Suresu

Indians Department of Trensportation
Indiena National Bank

Industrial Risk Insurer

Industrisl Service Tech

Ingham County Persomnel

Innovative Housing

Internal Revenue Service
Internationat Tech

Intarstate Hotels

Interstate Power Compeny
International Pesper Companty

lowe Resources

ITT Aeroapece/Comm Division

.J.

JC Perney Compeny, Inc.
Jefferson-pilat

Liberty mutual Insurance
Liberty Nationel Benk
Lincoln Electric Compeny
Lincoln Laboratory
Liquid Air

Livermore Nationel Laboratory
LNR Comm Corporation
Lockwood Greene Engineers
Loctite

Lord Corporation

Los Angeles Water/Power
Lowrsnce Electronics

LTV Afreraft Division
LTV Steel Compeny

Macomb County Department of Plamning
Nanchescer, The

Maner Costerisan
Manufacturer's Sank of Detroit
Narathen 011

Marion Merrell Dow

Nartin Marietts

Masland Carpets

Mason County Mental Health
Moy Dapertment Stores

May Compeny of Californis
NcOermote, 'ne.

Medeil Pharmeceautical

Mead Data Central

Menesha Corporation

Mercy Memorial Hospital
Merskin & Merskin PC

Nichigan Sell/Ameritech
Nichigan Capitol Girl Scouts
Michigan Council on Crime

Navy Resale Fleld

NCR Corporation, Engr & Manufac
Neville Chemical Compeny

New York Life Ineurance

.Mew York State Insurance

Netr York State Trensportetion
Newport News Shipbuilders
Nordetrom, Inc

Norfolk Maval Ship

North Amsrican Life & Heelth

Northrup Corporation, College Relations

Norwich Eaton Pharmecesuticsl
-0-

Occidental Chemical Corporstion
office Systems

Chio Scard Regents

Ohio Casuslty

Ohio Departmant of Agriculture
Ohio Edison Compeny

Olin Corporstion
Onsha Public Power Discrict

Oscar Mayer Foods
.’.

PA Pover & Light Company

Pecifiz Electro Oynamics

Pacific Gas & Electric

Paper Convert Mechins

Parker Wittus

Pesquinelli Construction Compeny

Pennsylvanis State Civil Service
Commission

Payless Shoe Source

Pernn Racquet Sports

Nichigan Ospartment of Natural Resources sy
Nichigen Department of Social Services :m“:vmloccric Compeny
Nichigen Oepartmant of Transportation . Peterson Consul ting

Nichigan Education Financiel Services Philadelphia [natitute

Jet Propulsion Lad
John L. NeClellan Mam
Johnson & Johnson
Johnson Controls

Kalame200, City of
Kansas Depertment of Traneportation
Kansas Farm Buresu
Kaufmann's Depertmant Store
Kellogg Compeny

Kentucky Power Compeny
Ketr-McGee Corporation

Key Bank N A

KG & £ Electric Compeny
Kias R Us

Kimbell YMCA

KPNG Pent Marwick

Kustom Signals, [(nc.

L

L 0 Hepfer & Compary -

La Belle Management

Lanier Vortdwide, Ine.
Lansing Boerd of Water/Light
Lansing, City of

Lansmont Corporation
Lazarus Department Stores
Levy Corporation

Michigan Esploynent Security
Michigan Gos Utilities
Kichigan Insursnce Burssy
Nichigan State Nousing
Hichigan State Police

Midwest Commerce Bank
Nissouri Hwy & Transportation

Nobey Corporation
Montana Departmant of Highways

Mcore Products Compeny
Morrison's Specislty
Morton Internetional
wotorola Cellular

Yott Foundetion-inv. Qffice
Nuskegon County

NASA

NASA Ames Research Center
Netionel Bank of Detroit
National PFutures Assoc.
National Life lnsurance Compeny
Maval Air Test Center

NavalL Ship Yeapon System Eng.
Naval Undersea Warfare

Naval Yeapons Center

Pillsbury

Plente & Moran

PPG Industries, Inc.

Pranges Depertment Store
Pratt and Whitney

PRC Consoer Townsend

Prime Netals

Procter & Gasble
Professional Service Industries
Prudential Financial Services
PSl Energy

Public Service-NM

.o.
Quaker Qats
...

Rand Corporation

Reading Hospital & Medical
Record Systems & Equipment
Region [l Comm Action
Riley Consol idated
Riverside County

RLC Corporation

Rockwell Internationst

5o



ROLM Systems
Roysl Maccabees Life

Saint Vincent Hospital

San Antonio Public Service
San Diego, City of

Sandis Matonal Laboratories
Santa Fe Railuasy

Santee Coopst

Sargent & Lundy

Schippers Kintner RO
Schuler's Rectaurant

Scott Paper Company

Sears Roebuck & Company
Shau Inchastries, [ne.
Shelby Insurance Compeny
Shemin Nurseries

shopko Stores, Inc.
Siemens Information Systims
Siemens Medical Systems
SlLakey Brothers, Inc.
Snep-On-Tools

Society Sank

Southland Corporation
Southwestern Company
Southwestern Public Service
Southworth [nternationsl
Sparton Electronics
Springer Building Moterials
SPS Technologies

St. Francis RMC

" §t. Joseph County

St. Joseph Hospital

St. Mary's Lodge & Restaurant

St. Psul Companies
Stambeugh Thompson
State Personnel Boerd
Sterling, Inc.
Strawbridge Clothier
Strong Memorial Hospital
Stryker Corporation
summit Growp, Inc., The
sunbeam Plastics

Sybra, Inc.

Syracuse Research Company
Systemstics, Inc.

oT-

Tal Lahessee Mem Reg
Tectonics, Inc.

Teknor Apex Company
Teledyne Cae

Tenneco West, Inc.

The Adjutant General

The 8on Marche

the Polack Corporation
The Tulse Tribune

The Williams Company
Thermotron [ndustries
Thiokol Carstab Corporstion
Thomad & Betts Corpopration
Total Petroleun

Temstar, [nc.

Troy Design, Inc,

furner Corporation

Uni lever Research U.S.
Union Electric Compeny
Union Federal Savings
United Conveyor Corporation
United Heelth Services
United Hospitel

United [lluminating

United Inter Mtn Telephone
United Tech Corporation
United Telephone Ohio

Ue Buresu of Census

UsS Comptre ' ler of Currency
US Depertm  of Agriculture
US ODepartment of Defense
US Depeitment of Interior
US Depertmant of Justice

US Department of Veteran Affairs

US Fores: Service
US General Accounting Office
US General Service Admin.

US Marine Corps
US National Trans Safety BSoard

US 0CC Safety Heslth

US Secret Service

Us social Security
USDA-Office Inspector General
USG Corporation

oye

Valmont Industries

Van Buren Youth Camp
Varisn Associates, Inc.
Veterans Administration
vista Chemical Cospany

Wachovia Bank & Trust
Wade Trim & Associates
Walden 8ocks

Walt Oisney Products
Weshington-Personnet
Uashtenaw County Roads
vest Perm Power Compeny
whirlpool Corporation
Wilkie Lawn Services
vinegaraner L Hammon

X-
Xontech, Inc.
.Yo

Yeo & Yeo
York Internationat

.Z-
Zellerbsch

3 M Company

56
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Shortages- 14, 16 portunities- 6-7, 12
Starting Salaries- 24-25 Interviewing- 19, 27, 53, 56-57
Acceptance Rate- 42 Job tions- 33
Affirmative Action/EEO- 44-45 Job Market- 52
AIDS Testing- 63 Job Offers- 35
Alcohol Testing- 63 Layoffs, Salaried Employees- 8
Aanticipated Hiring, Impact on Hiring- 36
Last Year- 9-10 Minority Applicants- 18, 19, 44-45
This Year- 1-3, New Hires,
Anticipated Shortages- 15-16 Anticipated Last Year- 9-10
Budgetary Constraints- 18 Last Year- 1-3, 9-10
Campus Recruiting- 22, 26 No Prior Work Experience- 11
Campus Visits- 26 New Occupations- 40
Career Fairs- 43 Non-technical Graduates- 31-32
Career Goals- 53 Offers Accepted, Percentages- 31-32
Changes, Recruitment Overseas Employment- 6-7, 12
Practices- 42,43 Placement Services- 20, 30, 34
Cooperative Education Preparation, Freshmen,
tudents- 37-38 Sophomore- 48-49
Cost of Training- 46-47 Prior Work Experience- 11
Criteria for Selecting Careers- Problems for Recruiters- 19-20
48-49 Questions for Interviews- 56-57
Drug Testing- 63 Recession- 22
Dual Careers- 58-59 Recruiter Problems- 19-20
Economy- 18, 21 Recruitment Activities- 29, 42, 43
Emerging Occupations- 40 Rejection of Offers- 18
Employees- Reneges-
Total- 6 By College Graduate- 35
Overseas- 6-7 By Employers- 35
Employer Categories- 1, 4-5 Reservists Called for Iraqi Crisis-
Employer Sizes- 4, 5 60

Employers Surveyed- 4-5, 65-67
Emp{oyment (l\sfparket- 22 12
mployment rtunities- 1-

Entry-mrel J obs[-)o34

Equal Employment Cpportunity/ AA-

44-45
Excellence- 51
Expectations for Jobs- 33-34
Extra-Curricular Activities- 34
Forthcoming Shortages- 15-16
Foreign Nationals Employed- 12
Geog aphical Locations- 64
Government Employment- 22
Grade Point Averages- 55
Growth, Job Categories- 39-40
Handicappers Employed- 6-7, 24
Hired from Interviewing- 28
Hiring Goals- 17-18
Impact of Layoffs- 36
Internships- 37-38

Salaried Employees- 4, 7
Selected Colleges- 29
Selecting Careers- 48-49
Shortages of Candidates- 13, 14,
15,16,18 .
Shortcomings of College Graduates-
50-51
Signs of Change- 22-23
Smoking Habits, Questions- 62
Starting Salaries- 24-25, 23, 33
Suggestions/Shortcomin
for Interviewing- 50-54
Technical Graduates- 31-32
Testing for Drugs/Alcohol/AIDS- 63
Time Off- 61
Training-
Average Cost- 46-47
Hours of Training- 46-47
U.S. Citizens Employed Overseas- 12
Women Graduates- 24, 44-45
Work Experience- 11, 20
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