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Summary 
 

The focus of the study was to assess the workplace readiness of graduates of Mid-Valley 
Partnership institutions as they transition from education to work, specifically with local 
employers.  Several methods were employed to conduct this assessment including a survey of 
local employers, a self assessment for alumni, and a focus group with local employers. The goal 
was to create a forum where the gaps can be identified and possible recommendations can be 
made through a guided conversation with the interested parties. From the information gathered 
the Mid-Valley Partnership can explore future programs and partnerships to develop graduates’ 
work readiness to meet the needs of local employers. 
 
 Employee Strengths. It was clear among forum participants that the technical skills and 
knowledge of MVP graduates was strong across disciplines. Employers felt new graduates were 
good at multitasking, were comfortable with new technologies and had well-developed computer 
skills. Employers found that students who had participated in a Study Abroad or exchange 
experience were able to work independently. Employers feel recent graduates work well in 
teams. 
 
 Employer Challenges. Skills identified as lacking or not well developed included “soft 
skills” such as communication skills, professional standards and etiquette, receiving feedback, 
lack of work ethic, time management, ability to prioritize work, and a sense of competitiveness. 
 
 Perceived Barriers. The employers touched on several barriers that may inhibit a new 
graduate’s success in the workplace. Barriers include generational barriers, gender and cultural 
differences, access to hands-on learning experiences, and unrealistic expectations of new 
graduates and employers. 
 
 Employer Recommendations. Employers felt mentoring programs woven into education 
to establish a context of professionalism in the classroom would be useful for student’s career 
preparation. It was suggested colleges and universities develop and require a specific curriculum 
aligned with necessary skills to be productive in the work place. Creating more opportunities for 
students to engage in teamwork or service learning experiences at the high school level was 
suggested. Employers who have hired interns from OSU felt a reflective paper at the end of an 
internship or work experience should be mandatory. As well, internships should be structured to 
require internship employer to assess the skills of employee and suggest areas for development. 
Employers felt partnerships between business and education, including more feedback forums or 
possibly forming an advisory board, would help support graduates success in the workplace.  
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Prospectus 

The Mid-Valley Partnership (MVP) was established in 2004.  It is a partnership 
comprised of local educational leaders from Oregon State University, Greater Albany School 
District, Linn Benton Lincoln Education Service District, Corvallis School District, Linn-Benton 
Community College, and Philomath School District.  The Mid-Valley Partnership’s purpose is to 
continuously assess how their institutions are meeting the educational needs of the Mid 
Willamette Valley. For this study the MVP sought input from local employers including 
government, education, small business, and hi-tech manufacturing, on how graduates of their 
institutions are meeting employment skill demands as they enter the workforce.  

 
As part of the MVP’s efforts to produce well-educated and work-ready graduates, a 

feedback forum was developed evaluating workplace-readiness to identify specific skill gaps, 
and to seek out recommendations for program enhancement from the community the MVP 
serves. A forum was held with local employers and a separate forum was to be held with alumni 
of MVP institutions. It was important that both the employers and the former students were 
involved in this conversation. This model can provide the perspective of the person facing the 
new workplace environment and the employer who has certain expectations about how 
employees should perform. 

 
Review of the Literature 

 
To understand the issue of workplace readiness and how well educational institutions 

prepare their students for success, it is important to examine the current climate within the 
educational system, and the major influences driving education policy reform. 

 
In a report titled Raising the Bar (MASSP, 2004), the secondary school principals in 

Michigan recognized the need for well-educated and work-ready students in the coming years. 
Based on the states of Illinois and Colorado’s success in increasing the number of college-ready 
high school graduates by implementing a state administered ACT, the Michigan Association of 
Secondary School Principals (MASSP) made similar recommendations. The MASSP suggested 
that increasing the knowledge outcomes is more important than increasing so-called soft skill 
outcomes. The reforms implemented requirements for more rigorous college prepatory 
curriculum at the high school level statewide, in an effort to increase knowledge level of 
graduates. This approach to increasing graduation rates is curriculum-centered and does not 
holistically evaluate the student. It relies heavily on standardized testing of students. 

 
In the state of Kentucky’s report as part of the National Governors Association’s National 

Education Summit on High Schools (2005), a business driven approach to informing educational 
policy was explored in Kentucky. The National Governors Association’s education goals for 
states are: to align high school to college and workplace expectations, upgrade the high schools, 
create college- and work-ready tests. This approach also makes their students’ future success the 
school’s concern by measuring progress of students past 12th grade. Kentucky implemented 
programs and policy to meet the NGA’s benchmarks. Kentucky’s major challenge was 
influencing the public will to desire change. There is a great deal of business support behind 
these educational changes because it will improve their potential workforce. Big business is 
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funding education programs and forming advisory boards to support schools in adopting these 
changes.  

 
A study conducted by the Partnership for 21st Century Skills, Are They Really Ready to 

Work? (2006), examines Fortune 500 companies’ views on the readiness of new entrants to the 
U.S. workforce. The findings reflect employers’ frustrations over the preparedness of new 
entrants to the workforce.  Employers expect young people to arrive with a core set of basic 
knowledge and the ability to apply their skills in the workplace and the reality is not matching 
the expectation (2006).  

 
The National Association of Colleges and Employers (NACE) completed a study in 

November 2007 of member employers. The findings that relate to this study are a ranking of the 
top 20 skills employers look for in applicants. Communication skills and a strong work ethic 
were the top two skills identified by employers. However, employers report there is a skill gap in 
newly hired graduates. Specifically under the umbrella of communication skills: writing skills, 
face-to-face communications, interview skills, phone etiquette and interpersonal skills, were 
identified most frequently as areas not well developed in new graduates. Associated skills that 
demonstrate a strong work ethic for employers included: business acumen, flexibility, 
professionalism, initiative, and problem-solving skills (NACE, 2008). 

 
Mark Taylor explores the predominant characteristics and collective experience of 

“generation next” as they transition from education to the workplace in Generation NeXt Goes to 
Work (Taylor, 2006). Taylor believes understanding students’ traits and transition issues they are 
facing as key to remedying the crisis. This support and coaching educational method is also 
supported by Phyllis Grummon in her research on assessing student’s workplace readiness. 

 
Holistic evaluation is critical in the education process especially through the transitional 

stages. Phyllis Grummon’s article, Assessing Students for Workplace Readiness (Grummon, 
1997), is an excellent historical documentation of the evolution of education policy in reaction to 
an under-prepared U.S. workforce in the global market. She identifies the transferability of 
knowledge to specific vocations as the more significant problem in the new work force. 
Grummon identifies on-going, honest and meaningful feedback as the missing ingredient in the 
implementation of educational methods that seek to develop career readiness (1997).  

 
This small sampling of literature indicates that on the national level there is a gap in 

graduates’ skill sets and an inability to translate skills to the workplace. Our feedback from MVP 
graduates and local employers reflects similar findings. Supposing that the insufficient skills 
vary from one work environment to the next, it was important to phrase the questions in a broad 
manner to capture the wide range of responses.  

 
Methods 

 
Survey and Self-Assessment 

 
This assessment occurred in several stages. First, a survey of career-related skills and 

work-preparedness was collected from employers, (See Appendix A), who employ Mid-Valley 
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Partnership graduates. Employers were identified through the OSU Career Services Office and 
OSU Foundation as employers who seek out and hire OSU graduates. This survey targeted 
employers’ needs, their perception of the development level of alumni employees and some 
background of their workplace environment. 

 
Simultaneously, there was a self-assessment, almost identical to the survey of employers, 

of workplace skills for alumni who work for local employers, (see Appendix B). This approach 
provides an easy way to correlate the data collected from both surveys. The resulting data is the 
employee’s perceived skill gaps, information about their work experience and recommendations. 
Local alumni were identified through a query of the OSU Foundation Advance database and the 
survey was emailed to Alumni Association local list serves. The constraints of query searched 
for alumni who graduated less than 10 years ago, attended a Mid-Valley institution and work 
within 30 miles of Corvallis.  

 
Participants in this survey and assessment were asked to participate in either a feedback 

forum of local employers or a forum of alumni who work for local employers. The data collected 
helped structure the questions for the forum, (see Appendix C - D). The findings from these tools 
couched in the national literature helped structure the focus of the forum, guide the conversation, 
and draw out recommendations from employers. 
 
Feedback Forum 

 
The feedback forum objective was to evaluate workplace-readiness of MVP graduates 

with local employers to identify specific skill gaps, and to seek out recommendations for 
program enhancement from the community the MVP serves. The conversation was guided 
through an exploration of what skills were lacking in their newly hired employees to the barriers 
experienced in the workplace. As the group of employers and educators listened to each other, 
they guided themselves toward possible solutions. Anecdotal information was collected and 
complied into four areas: graduates strengths; employer challenges; perceived barriers; and 
recommendations.  

 
A forum with alumni was not carried out during this study due to a low response rate to 

the survey and lack of interest in participating in a forum from those who did respond. The 
intended forum outline can be found in Appendix D. Only the data collected from the self-
assessment will be used in the analysis.  

 
Results 

  
 The survey information and literature review helped guide the conversation of the 
employer forum. The survey was sent to 350 local employers who employ local graduates. A 
total of 21 employers responded to the survey. We had 18 local employers participate 
representing government, education, small business, and hi-tech manufacturing. The survey data 
specifically regarding employee skill development (See Figure 1) was complied and presented to 
the forum participants. The data collected from the forum was categorized into Employee 
Strengths, Employer Challenges, Perceived Barriers, and Employer’s Recommendations.  
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 Survey and Assessment Results. The skill areas identified as “not developed” in 8 of the 
21 employer responds included: familiarity with industry (language, market conditions, 
products); understanding of ethics and professional standards; ability to problem solve 
independently; ability to work as part of a professional team. Several alumni identified the 
following areas as “not developed”: ability to use required technologies; familiarity with 
industry; understanding of ethics and professional standards; and ability to perform job required 
tasks.  
 

A majority of employer respondents rated the skill areas as developing or adequate. 
Several employers rated most skill areas as excellent. However, no one felt their new employees 
had an excellently developed familiarity with the industry in which they work.  

 
A majority of the alumni felt their skills in each area were either “adequately” or 

“excellently” developed.  Ability to take direction and complete tasks was the most frequent skill 
ranked excellent. Ability to perform job required tasks and ability to problem solve 
independently were the next most frequently ranked skills as excellent by alumni. Skill areas 
most frequently identified as “developing” by alumni include: ability to use required 
technologies; familiarity with industry and ability to communicate effectively. 

 
 Employee Strengths. It was clear among forum participants that the technical skills and 
knowledge of MVP graduates was strong across disciplines. Employers felt new graduates were 
good at multitasking, were comfortable with new technologies and had well-developed computer 
skills. Employers found that students who had participated in a Study Abroad or exchange 
experience were able to work independently. Employers feel recent graduates work well in 
teams. 
 
 Employer Challenges. Skills identified as lacking or not well developed included “soft 
skills” such as communication skills, professional standards and etiquette, receiving feedback, 
lack of work ethic, time management, ability to prioritize work, and a sense of competitiveness. 
 
 Perceived Barriers. The employers touched on several barriers that may inhibit a new 
graduate’s success in the workplace. Barriers include generational barriers, gender and cultural 
differences, access to hands-on learning experiences, and unrealistic expectations of new 
graduates and employers. 
 
 Employer Recommendations. Employers felt mentoring programs woven into education 
to establish a context of professionalism in classroom would be useful for student’s career 
preparation. It was suggested colleges and universities develop and require a specific curriculum 
aligned with necessary skills to be productive in the work place. Creating more opportunities for 
students to engage in teamwork or service learning experiences at the high school level was 
suggested. Employers who have hired interns from OSU felt a reflective paper at the end of an 
internship or work experience should be mandatory. As well, internships should be structured to 
require internship employer to assess the skills of employee and suggest areas for development. 
Employers felt partnerships between business and education, including more feedback forums or 
possibly forming an advisory board, would help support graduates success in the workplace.  
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Discussion 
 

Although both surveys had a very low response rate, we were able to glean some 
important feedback about the development of the skills of MVP graduates. The divergence in 
employer perceptions and employee perceptions was the most interesting phenomenon. 
Employers tended toward the low middle on the development scale, while the alumni tended 
toward the middle to high range. Employers’ perceptions and Employee’s perceptions are 
misaligned. This could be the problem all together but there is interesting discussion to be had 
before we get there.  

 
The low survey response of the alumni indicates a lack of interest in participating. Survey 

fatigue, business of life, bad email address, these are all possible reasons for a lack of 
participation by alumni. It could be the case that the alumni who did respond could be the great 
students who were well-developed as they hit the marketplace, who engaged in their community 
while in school and continue to do so now. Thus, they let their voice be heard and scored 
themselves high.  

 
Many of the respondents to the alumni self-assessment work in engineering, 

manufacturing or the hi-tech industry. A slight majority of respondents had previous work 
experience and a degree related to their field of employment. Several suggested that the 
educational experience should include more hands-on learning experiences; greater development 
of communication skills, specifically when interacting with clients; experience with current 
technologies being used in the work environment; and have businesses supporting student 
projects.  

 
It was clear after hearing the feedback from employers and alumni that the study 

recommendations should be categorized into factors that educational institutions could address 
and factors that employers could address in the classroom and the workplace. 
 
What are educators responsible for?  

 
Educators are responsible for the core knowledge of their graduates and this should 

include some career related skill development. The workshops and services offered by Career 
Services offices should play a greater role in the core curriculum of all majors. Advisors and 
faculty need to connect students with career services, especially those who need to develop their 
communication skills. Often the advisor may be the only person a student interacts with regularly 
on a college campus. Students should have a demonstrated proficiency in career related skills 
before entering the workplace. In Oregon, developing “Career Related” skills is starting to occur 
at the secondary level and it should be continued into post-secondary education. Time 
management, setting priorities, and accountability should start at high school level so students 
are ready for work or higher education. 

 
Educators should require that all internships have a reflection piece at the end of work-

learning experience giving the instructor and the student a chance to debrief from the experience. 
This gives the student an opportunity to connect their experience to classroom learning. It also 
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gives the student an opportunity to learn from feedback. Internship employers, advisors, and 
educators should not be afraid to give meaningful and constructive feedback to students. It is 
important for students to learn from their experiences and identify areas that need development. 
Opportunities for feedback from instructors is also a way for students to develop self-control, 
especially when they hear what may be perceived as negative feedback. Criticism is difficult to 
receive, but receiving it from someone you have developed a relationship with has significant 
meaning and impact.   

 
What can employers do? 

 
A purposeful on-board process, an orientation setting clear expectations for new 

employees, or coaching and feedback on performance are all strategies employers can use to 
address gaps in employees’ skills in the workplace. 

 
Employers can influence future employees by spending time in the classroom. By being 

involved with specific educational programs or pre-professional clubs and organizations, 
employers can inform instructors and students of their expectations and of experiences they will 
face in the workplace. The more frequent these ideas are reinforced in the curriculum, by 
instructors, and by schools the better prepared graduates will be for the workplace. 

 
Employers should also give feedback to educational institutions on a regular basis. The 

establishment of an advisory board or another feedback mechanism would foster the on-going 
conversation “how are preparing our graduates for the workplace?” between educational 
institutions and the businesses they serve. 

 
Recommendations  

 
Communicating with alumni of MVP institutions is critical to the feedback process. 

Holding a focus group or a feedback forum exploring the critical events of education that shaped 
their career readiness is recommended to make this study more robust. Educational institutions 
and career services offices should continue to explore ways to align curriculum with employer 
expectations through an advisory board of local employers. 

 
This was a step in the process to assess the needs of the local community and respond to 

their needs from an educational perspective. The MVP will continue to examine ways to make 
their graduates more competitive in the Oregon workplace and to meet the needs of local 
employers. Hopefully, this is the first step of creating a long term partnership between local 
business and educational institutions that will carry us into the new millennium of education 
successfully. 
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Appendix A 
 

Survey for Local Employers of Mid-Valley Partnership Graduates 

Skills Category 

Not 
Developed 

(1) 
Developing 

(2) 
Adequate 

(3) 
Excellent 

(4) 
Ability to use required 
technologies 

    

Familiarity with industry 
(language, market 
conditions, products) 

    

Understanding of ethics and 
professional standards 

    

Ability to perform job 
required tasks 

    

Ability to communicate 
effectively 

    

Ability to problem solve 
independently 

    

Ability to take direction and 
complete tasks 

    

Ability to work as part of a 
professional team 

    

 
Is there a formal orientation program within your company?  Yes No 
Are mentoring relationships encouraged and fostered by company? Yes No 
What percentage of employees is hired from an internship or co-op program? 
 
Would you be willing to participate in a forum with business leaders to discuss the skills 
gap from education to the workplace? 
 
Yes. Preferred method of contact:     No. I prefer not to participate. 
EMAIL  PHONE   
 
Contact Information:            
        
Even if you did not participate, what would you like to see as an outcome of such a forum? 
 

 
 
 
 

Thank you for participating in this survey. 
https://surveys.bus.oregonstate.edu/BsgSurvey2_0/main.aspx?SurveyID=2017  
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Appendix B 
 

Self Assessment for MVP Alumni Employed By Mid-Valley Employers 

Skill Category: 

Not 
Developed 

(1) 
Developing 

(2) 
Adequate 

(3) 
Excellent 

(4) 
Ability to use required 
technologies 

    

Familiarity with industry 
(language, market 
conditions, products) 

    

Understanding of ethics and 
professional standards 

    

Ability to perform job 
required tasks 

    

Ability to communicate 
effectively 

    

Ability to problem solve 
independently 

    

Ability to take direction and 
complete tasks 

    

Ability to work as part of a 
professional team 

    

 
Did you participate in a formal training or orienta tion?   Yes No 
Where you assigned a mentor?      Yes No 
Were you hired from an internship or co-op program?   Yes No 
Did you have previous, relevant work experience?   Yes No 
Is your position directly related to your major or program of study? Yes No 
 
Would you be willing to participate in a forum with business leaders to discuss the skills 
gap from education to the workplace?     Yes.  No. 
 
If yes, preferred method of contact:    EMAIL  PHONE  
Contact Information:            
          
Even if you did not participate, what would you like to see as an outcome of such a forum? 
 

 
 
 

 
Thank you for participating in this survey. 

 
https://surveys.bus.oregonstate.edu/BsgSurvey2_0/main.aspx?SurveyID=2061  
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 Appendix C 

Forum of Local Employers Discussing Workplace Readiness of OSU Graduates 
 

April 16, 2008 
12 – 2:30 pm 
Memorial Union Council Room 
 
AGENDA 

o Welcome and Overview of National Climate of Workplace Readiness of 
College Graduates 

 
o Ground Rules and Introductions 

 
o Facilitated Discussion 

 
o Debrief 

 
o What’s Next 

 
 
Facilitation Questions: 
 
What are the specific skill gaps you experience with new graduates entering the 
workforce? Are these industry specific skills? 
 
What are the biggest barriers to new graduate’s success in the workplace? Are these 
skill or competencies knowledge based or practice based i.e. things that can be 
learned in the classroom or things that are only learned on the job? 
 
When we talk about communication skills which can range from listening, 
speaking, writing, to professional, ethical, and patient communication skills - what 
specifically are new graduates lacking in this skill area? Same can be said about 
leadership skills, what kind of leadership qualities are graduates lacking? 
 
What specific professional skills are graduates missing? 
 
How can educators and institutions of higher learning provide opportunities for 
students to develop these skills? 
 
Besides internships or co-ops what other kinds of learning experiences do you think 
would benefit students as they prepare for the workplace? 
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Appendix D 

Feedback Forum with MVP Alumni 
Workplace Readiness Study 
April 23, 2008 
 
Introduction of forum objectives and welcome 
 
Group Introductions 
 
NACE Top 20 Desired Skills Presentation 
 
What skills were immediately demanded of you as you entered the workforce? 
 
How prepared did you feel? Were some skills more developed than others? What areas did you 
wish were more developed? 
 
What opportunities did you have during your education that helped you develop these skills?  
 
What advice do you have for current students when it comes to developing skills for the 
workplace? 
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MVP Survey Results – Comparison of Alumni and Employer 

Not Developed (1) Developing (2) Adequate (3) Excellent (4) 
Skills Category 

Alumni Employer  Alumni Employer Alumni Employer Alumni Employer 

Ability to use required technologies 2 0 7 6 8 9 3 6 

Familiarity with industry  
(language, market conditions, products) 

6 3 5 11 8 7 1 0 

Understanding of ethics and professional standards 2 3 4 8 9 7 5 3 

Ability to perform job required tasks 2 0 1 5 8 13 9 3 

Ability to communicate effectively 0 0 5 5 7 14 8 2 

Ability to problem solve independently  0 1 1 9 9 7 10 4 

Ability to take direction and complete tasks 0 0 0 7 8 10 12 4 

Ability to work collaboratively as part of a professional team 0 1 1 5 11 11 8 4 

 7.5% 4.8% 15% 33.3% 42.5% 46.4% 35% 15.5% 

 
Alumni Responses – 20 
 
Employer Responses – 21 
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MVP Survey Results – Comparison of Alumni and Employer 

Not Developed (1) Developing (2) Adequate (3) Excellent (4) 
Skills Category 

Alumni Employer  Alumni Employer  Alumni Employer  Alumni Employer  

Ability to use required technologies 10.0% - 35.0% 28.6% 40.0% 42.9% 15.0% 28.6% 

Familiarity with industry  
(language, market conditions, products) 

30.0% 14.3% 25.0% 52.4% 40.0% 33.3% 5.0% - 

Understanding of ethics and professional standards 10.0% 14.3% 20.0% 38.1% 45.0% 33.3% 25.0% 14.3% 

Ability to perform job required tasks 10.0% - 5.0% 23.8% 40.0% 61.9% 45.0% 14.3% 

Ability to communicate effectively - - 25.0% 23.8% 35.0% 66.6% 40.0% 9.5% 

Ability to problem solve independently  - 4.8% 5.0% 42.9% 45.0% 33.3% 5.0% 19% 

Ability to take direction and complete tasks - - - 33.3% 40.0% 47.6% 60.0% 19% 

Ability to work collaboratively as part of a professional team - 4.8% 5.0% 23.8% 5.0% 52.4% 40.0% 19% 

 
 
Alumni Responses – 20 
 
Employer Responses – 21
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MVP Survey Results - Alumni 

Not Developed (1) Developing (2) Adequate (3) Excellent (4) 
Skills Category 

Alumni Alumni Alumni Alumni 

Ability to use required technologies 10.0% 35.0% 40.0% 15.0% 

Familiarity with industry  
(language, market conditions, products) 

30.0% 25.0% 40.0% 5.0% 

Understanding of ethics and professional standards 10.0% 20.0% 45.0% 25.0% 

Ability to perform job required tasks 10.0% 5.0% 40.0% 45.0% 

Ability to communicate effectively - 25.0% 35.0% 40.0% 

Ability to problem solve independently  - 5.0% 45.0% 5.0% 

Ability to take direction and complete tasks - - 40.0% 60.0% 

Ability to work collaboratively as part of a professional team 
- 
 

55.0% 5.0% 40.0% 

 
 

Alumni Responses – 20 
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MVP Survey Results - Employers 

Not Developed (1) Developing (2) Adequate (3) Excellent (4) 
Skills Category 

Employer Employer Employer Employer 

Ability to use required technologies - 28.6% 42.9% 28.6% 

Familiarity with industry  
(language, market conditions, products) 

14.3% 52.4% 33.3% - 

Understanding of ethics and professional standards 14.3% 38.1% 33.3% 14.3% 

Ability to perform job required tasks - 23.8% 61.9% 14.3% 

Ability to communicate effectively - 23.8% 66.6% 9.5% 

Ability to problem solve independently  4.8% 42.9% 33.3% 19% 

Ability to take direction and complete tasks - 33.3% 47.6% 19% 

Ability to work collaboratively as part of a professional team 4.8% 23.8% 52.4% 19% 

 
 
Employer Responses – 21 
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Figure 1 
BSG Charts of Industry Survey and Alumni Self Assessment Responses 

 
Employer Responses 

 

This frequency distribution represents the responses from employers about MVP Alumni’s skill 
development as they entered the workplace.  
 

Alumni Responses 

 

This frequency distribution represents the responses from alumni about their skill development 
as they entered the workplace.  
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Table 1 

Data from Employer Survey 

Is there a formal orientation program within your company? 

 

Are mentoring relationships encouraged and fostered by your company? 

 

What would you like to see as an outcome of forum? 
 

� Template for effective new employee orientation program. 
 

� Knowledge of trade/industry opportunities available to students not pursuing 
secondary education. 

 
� Skill development in trade/industry. 

 
� Some emphasis placed on proper business communication--letter and table 

formatting. Some basic stuff that used to be taught in typing classes that people seem 
to not know now. 

 
� I would like to see employees commit to a job, show strong work ethics, and not 

expect to be handed benefits on a platter. Today's young work force doesn't seem to 
grasp the concept of giving 100% and sticking with a job through the hard times. 
They seem to expect higher wages for less productivity. 

 
� I would like to see ideas on classes/field studies that are more accessible to 

juniors/seniors and more hands on. I feel that this would better prepare students for 
the introduction into the workforce. 

 
� More assistance to education and a greater understanding of how generations can 

WORK TOGETHER. 
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� Increased awareness of how other employers are working to attract, manage and 
increase skills of their employees. 

 
� Ability to foster increased communication with employees. Being better able to 

convey what the 'job' entails, and that my business is a stepping stone in their careers. 
 

� I would like to see the formation of an education committee that works on integrating 
students in the community with service learning projects. I would like to participate 
on said committee. I know that this is a strong and valuable community with many 
resources for collaboration towards valuable educational programs. The Benton 
SWCD has many Natural Resources partners and projects that can be orchestrated to 
benefit such efforts. I believe that there are grants available to help. I will be back in 
the office on May 5. 

 
� The discussion and discovery of what works best in varying fields to properly prepare 

and integrate prospective new employees. 
 

� Tools/education on how to retain/engage employees of the new generation. What do 
they want/need, how do I make sure they have "it". 

 
� Specific curriculum aligned with necessary skills to be productive in the work place 

or industry. 
 

� Template for effective new employee orientation program. 
 

� Identification of local workforce needs. Identifying ways that organizations and 
schools can work closer and as act as resources (both ways). 

 
� Possibly some type of course that students could take prior to graduation at LBCC or 

OSU that talks about the essential skill sets listed in question 1. Many times students 
think that a degree trumps real experience in developing those skills so their 
expectations are different that their future employers. Or maybe something in 
conjunction with the various career fairs in the area if an actual class didn't work? 
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Table 2 
Data from Alumni Self Assessment 

 
Were you hired from an internship or cooperative program? 

 

Did you have previous, relevant work experience? 

 

Is your position directly related to your major or program of study? 

 

Whether or not you chose to participate in a forum, what would you like to see as an outcome of 
such a forum? 
 
� Trainings and assessment tools for OSU faculty  
 
� Workshops or coursework for graduating OSU students 
 
� Also, as an Engineer, I noticed that many companies were looking for AutoCAD 

experience and I was only exposed to ProE.  
 
� I think communication is really the key link missing between education and the 

workplace. If students were given better communications skills, then most other problems 
would be more easily solved.  

 
� Engineering needs to have more application base, not theory base. 
 
� A continuation of the trend that I observed during my college education at OSU. I 

observed a high level of participation with students and local companies through the 
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MECOP program. I did not experience the program first hand since I was involved in an 
accelerated ROTC program requiring degree completion within three years. One 
additional observation was that of companies participation in sponsorship of computer 
science, mechanical engineering, and electrical engineering. I think it was a good chance 
for early exposure and professional collaboration; however, I think companies should 
also be invited to sponsor and support student created projects. This allows companies a 
look into the interests of the younger generation of aspiring engineers while fostering 
innovation of the students. 

 
� There should be more focus on shop work for the ME students, not just throw them in 

there but required tasks, maybe a series of classes. There should also be something about 
talking to clients, supplier information for mechanical parts more effective 
communication. 

 
� I would like to see the college of engineering (in particular, the computer science 

department) obtain better alignment with, or at least provide more knowledge of, current 
and emerging technologies. 

 
� Better development from schools in preparing students for the marketplace. Key skills 

will give students an advantage in Oregon schools. 
 


