s
e

 “TRAINING OF Career, Liaison,

) Technology Transfer & Innovation Office
2nd Day-“How to measure the success of a

Career and Liaison Office-Tracking analysis of STAF F”
beneficiaries (Career path monitoring research, &
Labour market research, technology transfer & < A e UNIWA

innovation research, exercise good and bad
practices etc)”, moderated by Maria

Kaltsogianni. o * EDUCATIONAL TRAINING PROGRAM

» 1-6/8/2019




SUCCcess s aninside job.
To be successful wee must first think that we ARE successful. Everyone measures it

differently. ‘Ez;‘ ,.:“,
=0me measure it by how much 3: =) they make. o 45,

=

Others measure it by their %‘ and corresponding title.

Then you hawve the people who measure it by the things that they have such as the
size of thelr their art and jewellery.

Others measure it by the state of their health.

Achieving @ wiolld be considered success. If surely wiouldn't be wrong to
define success that way .

"Success s a measure of how well one has utilized the resources available”

" suecess doesnt have to be seen as g ong-dimensional fug-of-war befweaen
achigverment and hapoingss.”

"Lasting siccess ls emotionally renewing, hof anxiety provoking.”




 Aspects of a Successful Career/Liaison Service

s
e

1. Clarify Staff Responsibilities
* 2. Review Resource Room Design
* 3. Develop Career Resource Collection

* 4. Develop aPlan for Operating the Career
Resource Room, Including Staff Training and
Supervision

e 5. Develop Resource Guides
* 6. Use Screening Instruments

e 7. Develop and Use Individual Learning Plans
(ILPs)

e 8. Evaluate Services and Work Towards
Continuous Improvement




|. Mission

PROFESSIONAL STANDARDS ACCORDING TO NACE

Il. Program Components

* Career Advising/Counselling VI. Financial Resources

» Career Information / Education advice VII. Facilities and Equipment

* Employment Services VIII. Technology

* Graduate School Services IX. Campus and External Relations

’ Eipfgjgggzl Education and Career X. Employer Relations and Recruitment Services

XI. Legal Responsibilities

lll. Program Management

XIl. Equal Opportunity, Access, Affirmative
Action, and Diversity

IV. Organization

V. Human Resources

XIll. Ethics
* Leadership by Career Services
Managers XIV. Program Evaluation, Assessment, and
Research

* Professional Positions

 Pre-professional Positions

e Student Employee and Volunteer
Positions

e Support Staff and Technical Positions
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l. MISSION

s
e

Career services must support the
mission, academic and experiential
programs, and advancement of the
institution to promote student learning
and student development. Within this
context, the primary purpose of career
services is to assist studentsand other
designated clients in developing,
evaluating, and/or implementing
career, education, and employment
decisions and plans.



Il. PROGRAM

COMPONENTS

The key program components of the career services function
must be clearly defined, designed, and implemented in
alignment with:

the career development perspectives and needs and the
academic and occupational interests of students and other
designated clients.

current research, theories, and knowledge of career
development and learning

contemporary career services practices.

the needs of external constituents, economic trends,
opportunities, and/or constraints.

institutional priorities.
technological advancements.
resources.

Career services must work collaboratively with academic
divisions, departments, individual faculty members, student
services, employers, and other relevant constituencies of the
institution to enhance students’ career development.
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IIl. PROGRAM MANAGEMENT

An institution must appoint, position, and empower a leader or leadership team to manage
career services and align career services with the mission of the institution and the needs of the
constituencies served. If career services are offered by several units, the institution must
designate a leader or leadership team that will be responsible for coordinating the institution’s
programs and services for students.

Programs and services must be structured purposefully and managed effectively to achieve
stated goals.

Review processes for policies, procedures, and budgetary issues must be defined and occur
on a regular basis.



IV.ORGANIZATION

The external and internal organization
of career services, including its place
within the institution, must support its
mission.

To help ensure student learning and
development, career services must be
purposefully structured to achieve
stated goals. Such structure must
include current policies and
procedures, organizational charts,
clearly stated expectations for services
delivery, and written performance
expectations for all employees.



V. HUMAN

RESOURCES

s
e

Career services must have an adequate
number of qualified professional and
support staff to fulfill its mission and
functions. Career services must embrace
fair employment practices and must be
proactive in attracting and retaining a
diverse staff. Career services must institute
hiring and promotion practices that are
fair, inclusive, and non-discriminatory.

Career services must be staffed by
persons who, in combination, provide the
core competencies to perform primary
program functions effectively.



Functions

Core Competencies

Knowledge

Management and
administration

Meeds assessment and satistaction mMmeasures; program
design, implementation, and evaluation; strategic and
operational planning; program integration and integrity;
staffing: staff development and supervision; budget
planning and administration; political sensitivity and
negotiation skills; synthesization, interpretation, and
reporting of current and longitudinal information.

Systems theory:; organizational development;
resesarch design; statistics; accounting and
budgeting procedures; revenue generatiomn;
principles; purchasing; staff selection; super-
wvision:; performances appraisals; information
systems managemeant; customenr service;
marketing.

Program and event
administration

Meeds assessment; goal setting; program plannming.
implementation, and evaluation; budget allocation; time
management; problem solving; attention to detail.

Systems, logistics, and procedures; project
management; customer service.

Research and studemnt
learning/developrment
outcomes

ldentification of relevant and desirable student learming
and developmeant outcomes; outcome-oriented prograrm-
ming; research-based evidence of program impact on
student learming and development outcomes.

Student and adult development theory;
research/assessment procedures; evidence-
based decision making; statistical procedures.

Career adwvising/
counseling and
consultation

Meeds assessment and diagnosis; intervention design and
implamentation; test administration and interpraetation;
counseling; feedback; evaluation; adwvising; empathy, and
interpersonal sensitivity; work with individuals and groups;
use of career, occupational, and employment information.

Career development theories; adult develop-
ment theory and unigue issues Tor special
populations; statistics; counseling processes;
evaluation of person-job fit; job analysis; career
decision making: behawvior management; jolk
search, interviewws, and resumes.

Teaching/
training/educating

Meeds assessment; programuyworkshop design and deliv-
ery: researching, evaluating, and integrating information;
effective teaching strategies; career coaching; career men-
toring; work with individuals and groups; work with diverse
populations; use of technology for delivery of content.

Setting learmming objectives; designing curricula
and learning resources for specific content ar-
eas; experiential learming: career developrment
and job-search process; leaming styles.

Marketimg’
promoting S

outreach

Meeds assessment and goal setting; writbten and imter-
personal communication; public speaking; domestic and
international job and experiential learming opportuniity
developmeant; relationship development and managemeant;
effective use of print, web, and personal presentation
methods; sales and closing technigues; developmentfund-
raising strategies; marketing principles/strategies.

Customer service; knowledge of instibution
and its academic programs; carser services:
employer, alummni, and faculty needs and
expectations; recruiting and staffing methods
and trends.

Brokerings
connactinglinking

Organizing information, logistics, people, and processes
towrard desired outcomes; consulting: building and
managing adwvisory boards; interpearsonal skills.

Systems and procedures; candidate/resumme
referral; recruiting and experiential leaming op-
erations; human resource selection practices.

Information
management

Organization and dissemination; storage and retrieval;
computing systems and applications; data entry and
analysis; acqguisition of appropriate career resources:;
web design and management.

Library/ rTesources center organization: compuit-
er systems and applications; specific electronic
management information systems.




Professional staff members must
have the requisite qualifications
and competenciesto perform
effectivelyintheirdefinedroles
with careerservices constituency
groups and otherspecialized
functions.

Careerservices mustdevelop
and maintain job descriptions
for all staff membersand
must provide regular
performance appraisals.

Careerservices musthavea
regular system of staff
evaluationand must provide
access to professional
development opportunities,
includingin-service training
programs and professional
conferences/workshops.

Careerservices professionals
mustengage in continuing
professionaldevelopment

activitiestokeep abreast of

the research, theories,
legislation, policies, and

developments that affect

careerservices.

o
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All staff members must be
trainedin legal, confidential,
and ethical issuesrelated to

careerservices.

Salaries and benefits for staff
must be commensurate with
similar positions within the
institution, in similar
institutions, and inthe
relevant geographicarea.



Leadership by Career/Liaison Services Managers:

Effective and ethical leadership is essential to the success of all organizations. In
career services, that leadership comes from members of the management team,
including the director, associate directors, and assistant directors.

The institution must appoint, position, and empower career services leaders at
various levels within the administrative structure to accomplish the stated mission

and goals.




The institution must
determine expectations of
accountability for leaders

and fairly assess their
performance.

Leaders in the
career/liaison services unit
must exercise authority
over resources for which
they are responsible to
achieve their respective
missions.

Career/Liaison services
leaders must:

articulate a vision for their
organization.

set goals and objectives

based on the needs and
capabilities of the
population served.

prescribe and practice

promote student learning
ethical behavior.

and development.

recruit, select, supervise,
and develop others in the
organization.

plan, budget for, and
evaluate personnel and
programs.

coordinate human
resources.

apply effective practices to
educational and
administrative processes.

communicate effectively.

initiate collaborative
interaction between
individuals and agencies
that possess legitimate
concerns and interests in
the functional area.




Career/Liaison services leaders must continuouslyimprove
programs and services in response to changing needs of students
and other constituents, and evolvinginstitutional priorities.

Careers/Liaison services leaders must be advocatesfor the
advancement of career services within the institution.

Career/Liaison services leaders must participatein institutional
decisions about career services objectives and policies.

Career/Liaison services leaders must participatein institutional
decisionsrelated to the identification and designation of students
and others served.




Professional Positions (career counselors and advisers, employer relations
coordinators, consultants):

Career/Liaison services professional staff members must hold an earned
graduate degree in a field relevant to the position they hold or possess an
appropriate combination of educational credentials and related work experience.

Professional staff members must have the requisite qualifications and
competenciesto perform effectively in their defined roles with students, alumni,
faculty, administrators, and employers, as well as in highly specialized functions,
such as career and employment counseling, employment opportunities,
cooperative education, internships, work-study, graduate school advising,
computer technology, and so forth.

Pre-professional Positions:

Paraprofessionals, interns, and graduate assistants must be carefully selected,
trained in helping skills and institutional procedures, closely supervised, and
evaluated regularly.



Student Employee and/or Volunteer Positions:

Student employees and volunteers must be carefully selected, trained, supervised, and
evaluated. They must be trained on how and when to refer those in need of assistance to
qualified staff members and have access to a supervisor for assistance in making these
judgments.

Each organizational unit must have administrative and technical staff adequate to accomplish
its mission.

Such staff must be technologically proficient and qualified to perform their duties,
knowledgeable of ethical and legal uses of technology, and have access to training.




VI. FINANCIAL

RESOURCES

Career/Liaison services offices must have
dependable sources and adequate funding to
ensure achievement of its mission and goals.

Each career services office should have a funding
strategy that outlines projects, programs, and
related activity that can be further enhanced
with additional outside funding sources. This
should be undertaken in collaboration with the
institution’s development office.




VII. FACILITIES
AND

EQUIPMENT

Career services must have adequate facilities and equipment to fulfill its mission and to
perform its functions effectively.

Career services professional staff must have private offices, allowing them to perform
career advising/counseling and/or other confidential work. In addition, there must be
support staff work areas; a reception and student waiting area; career resource center;
storage space sufficient to accommodate supplies and equipment; and necessary office
equipment, including computers for staff and student use.

Career services must provide students and employers with private interview facilities
and adequate conditions and equipment to function professionally. The number of
employment interview rooms must be adequate to meet employer and student needs.
An employer lounge or an accessible lunch area should be made available.

large group meeting rooms that have an appropriate level of technology to support
service delivery. Information technology specific to enhancing awareness of employment
opportunities and networking must be available for students and staff to support career
services functions. Equipment and facilities must be secured to protect the
confidentiality and safety of records.




VIII.

TECHNOLOGY

Career services staff must be well-informed aboutthe array of career-based technological
applications thatarein current use.

Specific technological applications for career services that must be considered include:

computer-based assessment and computer-assisted career guidance systems that support the
mission of career services.

computer-based and/or online recruitingand employment systems that support the career services
mission for part-time employment, cooperative education, internship, and professionalemployment.
These systemsinclude online opportunity listings and studentresume data bases.




IX. CAMPUS

AND EXTERNAL
RELATIONS

As an integral function within the
institution, career/liaison services must
develop and maintain productive
relationships with relevant campus
offices and key stakeholders at the
institution and externally.



X. EMPLOYER
RELATIONS AND

RECRUITMENT
SERVICES

Employers are both vital partners in
the educational process and primary
customers for college/university career
services. Each career services office
must develop policies and practices to

ensure the highest quality employer
relations and services.



Career services professional staff members must be knowledgeable about accepted and current
professional practices and must be responsive to those obligations and limitationsimposed on the
operationof their program areas by relevant civil and criminal laws, institutional policies, and any
contractual commitments.

p

The particularareas of the law that career services must be aware of and seek advice about from
legal counselinclude, but are not limited to:

XI. LEGAL i
RESPONSIBILITIES

Family Education Rights and Privacy Act,,regarding disclosure of student information contained in
education records;

A
/

privacy of data maintainedin electronicform bythe career center or by another entity actingatits
request;

defamationlaw regardingreferences and recommendations on the behalf of students;




P
equal employment opportunity laws regarding employment referral practices of the career services office and

othersemployed by the institutionthat refer students foremployment;

A
>
affirmative action regulations and law, regarding special programs for special student populations;

A\
a

liability issues pertaining to experiential learning programs;

&
p

work authorization practicesin countries other thanwhere the student holdscitizenship;

|
>
institutional policy regarding safety standards and practices for studentstravelingto work or participatingin

university-sponsored experiential activities;
\

-

laws regarding contracts governingservice provided by outside vendors;

AU
-

laws regarding grant applications;

A
y

laws regardingeligibility to work in the United States; and

A
y

anyother state or federal employment or student-related statute.

A




XII. EQUAL
OPPORTUNITY,

ACCESS, AFFIRMATIVE
ACTION, AND
DIVERSITY

Career/Liaison services must ensure

that services and programs are
provided on a fair and equitable basis.



XIII. ETHICS

All career/liaison services staff
members must be aware of
and comply with the provisions
contained in the institution’s
human subject research policy
and other relevant institutional
policies addressing ethical
practices and confidentiality of
research data concerning
individuals.
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B XIV. PROGRAM EVALUATION, ASSESSMENT, AND 8
., RESEARCH

e G I e o

Systematic and regular quantitative and qualitative
program evaluations must be conducted in support
of career services’ mission, goals, and student
learning and development outcomes. Although
methods of assessment vary, a sufficient range of
measures must be employed to maintain objectivity
and comprehensiveness. Data collected must include
responses from students, employers, and other
affected constituencies.

/




annual review of goal completion.

quantitative evaluation via user data for programs and services.

program-specific qualitative assessment via student satisfaction and feedback

CORE PROGRAM surveys.

EVALUATION(NACE):

student needs-based surveys.

graduating student (first destination) and alumni surveys.

benchmarking-comparative surveys.




EVALUATION(NACE):

review of the strategic plan, mission, human resources needs, diversity efforts,
and other areas covered in this document;

regular feedback from participantson events, programs, and services;
systematic needs assessment to guide program development;

first destination surveys at or following graduation;

employer and student feedback regarding experiential learning programs;

alumnifollow-up surveys administered at specific times following graduation;
and

reports and satisfaction surveys from students and other constituencies
interacting with career services, includingemployers and faculty.

Evaluation results must be used in revising and improving programs and

services, and in recognizing staff performance.




The core purpose of evaluation is to improve programming and services to our student clients.
In addition to this purpose, other benefits of evaluation include:

To better understand the value provided by university career services and to demonstrate how
these services contribute to student and graduate success;

PURPOSE &
BENEFITS OF

To inform quality improvement initiatives;
EVA L U AT | O N To inform decision making with data;

To provide accountability to clients, funders, and any other stakeholders;

To recognize successes;




What should a university career centre be evaluating?

Often, career centres are expected to measure their success based on graduate employment
rates. There may be several reasons to track graduate employment, but as an indicator of career
centre success this measure is insufficient, and possibly misguided. Why? Equating graduate
employment rates with career centre effectiveness does not take into account that

students’ experiences with the entire university (not just with the career centre) impact their
future career successes

graduate employment ratesreflect not only the students’ entire educational and extra-curricular
experience, but also other variables such as labour market conditions and other student variables
(such as whether students choose to participatein activities and use services).




Evaluation is not new to career centers. Some of the common evaluation activities
that have been occurring include:

Usage Statistics

* For example, many career centers

* track phone calls, emails, and walk-in traffic of students/alumni,
employer/recruiters, faculty/staff

* track appointment usage, including demographics (i.e. gender, year of study)
* track workshop and special event attendance

C u rre nt State k- * track website visits to web sections and use of web tools

Feedback on Satisfaction

. ;
Of P ra Ctl Ce * . .* For example, many career centers collect satisfaction data from
[ ] .

. Workshops: feedback forms given to all participants

«  Events: through online or print questionnaire
e Resume Critiques/Interview Practice Sessions: through feedback forms/surveys
@ ¢ Online feedback forms for web events

* Counselling: periodic surveys of clients




INDICATIVE MEASURES

-Number of company contacts / year

-Number of graduates counselled (% of total number of students at university)
-Number of job offers per year (% of total number of students at university)
-Placement quota internships

-Placement quota graduate positions

-Number of graduate positions and internships offered / year
University/Departments / faculties/Country

-Number of employees in the career center

-Total number of students at university/-Total number of graduates



67: CODE *

6421

8009

8004

FLOW INDICATORS
68: NAME OF INDICATOR *
Number of Offices thatis created or strengthened
Total Number of Liaison Office related activity’ profited students/graduates

Events (Meetings, Sessions, Conventions, Forums, Expo Attendance, informative
meetings)

Organised attendance in Meetings and congresses. demonstration — promotion
Visits

Development and Disposal of Printed Advertising and promotional material
Dissemination Activities
Studies- Researches

Companies that profited from the employment sector’ s services (applications
of companies)

Students /Graduates’ CVs promoted in work places

69: UNIT OF MEASUREMENT *

NUMBER

NUMBER

NUMBER

NUMBER

NUMBER

NUMBER

NUMBER

NUMBER

NUMBER

70: PRICE OBJECTIVE

14700

15

20

20

3700

4500




026: CODE [27: NAVE INDICATOR (28: MEASLIREMENT UNIT | (024: TARGET WALLE D REALZED TL
NDICATOR REPORTING PERIOT
I
| Jobplaces created duringthe action (equivalent years)
{308 oPENINGS) Number b4 14
|
Q 2 Number of Ligison Offices that ane created or reinfozed \ |] 1 il
é @ Umper ' '
A [\ Beneficiany students/raduates
a0 : Number 14.700,00 4942
Studies - enpertise -researches - evaluations Number 400 0,00




SUBPROIECT QUANTITAVE DATA

(51 CODE, (52 DESCR.OF DETINGUIEHING ik} 054 UNIT | 0R: APPROVED [46: REALIZED 57 PROGRESS PERCENTAGE
PERMANENT ADMINETRATIVE/
| TCHAICALSTURE 0A000 | Personimarths | 40 3 i,
] PROFEA0R Wi | Pesimontts | 770 1% 134
3| ENTERNALPARTERS 8130 | Peswnimontts | 9320 I 1824
4| PROVISIONS SERVICES 01 06171 4 100,00 55 5 55
§ (THERS {0 80,00 i 100,00 B, 14 .14
f INDIRECT 13.152.20 1! 100,00 1436 14 86




A, ECONOMIC PROGRESS PROJECT

YEARLY / SEMI PUBLIC EXFENDITURE DISTRIEUTION

e it THITTAL BUANNIIE 071 REALIZED

b8 VEAR |y peren b7 BREGICTION | 075 TEVATION
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REGULATION (EC) No.1828/2006 OF COMMITTEE - ANNEX XXIIl - ROJECT MONITORING - SECTION D. SUB-PROJECT PARTICIPANTS- SEMESTER
PARTICIPANTS

TRANSFERRED INDIVIDUALS FROM ENTERING INDIVIDUALS FROM COMING OUT INDIVIDUALS TRANSFERRED
INDIVIDUALS IN NEXT
TOTAL PARTICIPANTS TOTAL
WOMEN
TOTAL WOMEN TOTAL WOMEN INDIVIDUALS THAT COMPLETED THE ACTION INDIVIDUALS WITH CERTIFICATION
INDIVIDUALS THAT ABANDONED
WOMEN THAT COMPLETED THE ACTION WOMEN WITH CERTIFICATION WOMEN THAT ABANDONED TOTAL (143) - (5+7)

TOTAL (2+4) - (8+10)
DISTRIBUTION PARTICIPANTS ACCORDING TO THEIR JOB STATUS
OCCUPIED
SELF-EMPLOYED
TEACHERS
CIVIL SERVANTS
UNEMPLOYED

LONG-LASTING UNEMPLOYED (I) <25 OF YEARS AND <6 MONTHS UNEMPLOYED S l ’ CCESS
LONG-LASTING UNEMPLOYED (Il) >25 OF YEARS AND >12 MONTHS UNEMPLOYED

INACTIVE INDIVIDUALS
INDIVIDUALS ATTENDING TRAINING PROGRAM
DISTRIBUTION PARTICIPANTS ACCORDING TO AGE

YOUNG PERSONS OF (15-24 YEARS)

AGE OF (25-54 YEARS)

ELDERLY OF (55-64 YEARS)

DISTRIBUTION PARTICIPANTS ACCORDING TO VULNERABILITY
INDIVIDUALS DISABLED

IMMIGRANTS

INDIVIDUALS WITH CULTURAL PECULIARITIES (ROMA)

INDIVIDUALS WITH RELIGIOUS PARTICULARITIES (GREEK MUSLIM )
OTHERS HANDICAPPED INDIVIDUALS (TRAFFICKING VICTIMS, JAILED, RELEASED, UNDERAGE OFFENDERS, FORMER DRUGS USERS ETC)
DISTRIBUTION PARTICIPANTS ACCORDING TO EDUCATIONAL LEVEL



GENERAL OBSERVATION

* 'Having useable data is great, but the key is to act on the findings,”
Closing the loop by determining the actions we need to take to grow
and improve. The reports we compile based on qur annual assessment
{nilu,qle findings, student learning outcomes, and actions we need to
ake.

« “Assessment often tends to be about bare-level customer satisfaction,”
Career services needs to assess what students are learning and how
well we're teaching them what they need to achieve success in their
career development.

* For career centers struggling with assessment, proper. plannm% and
ossibly narrowing the View might lead to better efficiency and results.
e\(elqpln% a long-range assessment plan over five years and conducting

periodic internal self-studies is recommended.




Application of professional standards in career services

Good methodologies:

» promote self-assessment and self-regulation initiatives using professional standards as key factors in fostering
improvement in programs, services, and processes;

* honour institutional uniqueness and recognize that information is not always comparable across institutions
because of differences in location and local economic conditions; student characteristics, abilities, and
preparation; variety and quality of academic programs; and missions of the institutions and their career services
offices. Any analysis of data must include explanations of such qualifiers;

* include qualitative as well as quantitative approaches;
¢ lead to internal improvement;

* encourage methodical, meticulous, and reliable collection and presentation of information that will provide
evidence of quality, and promote analysis and synthesis of information; and

* demonstrate external and internal accountability.
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The Career Path Monitoring
Research 2012 survey,
conducted by the Liaison
Office of the Technological
Educational Institute (T.E.I.)

Ca re e r P at h of Piraeus and funded by
the Ministry of Education
under the European

M O n ItO rI ng Resea rC h Community Support

framework :

hard evidence about the
2 O 1 2 relationship between
personal & educational
characteristics, education
choices & experience and
access to opportunities in

labour market.



Through
undergraduate
study into
careers: the
survey

AMBITIOUS-tracking large sample of
respondents.

INNOVATIVE-Web-based, sample drawn from
known population so biases can be taken
account of, monitors decisions and attitudes in
real time, not retrospectively.

COMPREHENSIVE-investigate the parameters of
integrating graduates in differentin each case
labor market, taking into account both

guantitative (e.g. employment rate) and
gualitatively criteria (e.g. job satisfaction).

-INDEPENDENT-impartial relevant analysis



o
Wi

* Objectives and Contribution, Survey population,
Methodology, questionnaire structure.

Analysis and Results-Who are the respondents? What is the
progress of graduates (employees and non-employees) —
bases on quantitative and qualitative criteria - the given
period of the survey? What is revealed about graduate

, .
W h at | m gOI n g - employment/unemployment, graduate pay and earnings?
tO ta ‘ k 3 b O ut ' . -How far are graduates obtaining skills and knowledge that
e .. enhance their career opportunities and leads to employment
that uses (rewards) their knowledge & skills? How should we
redesign, the curriculum, in order to develop an effective
. reIatlonshlp between Liaison Office — T.E.l.Piraeus - Alumni -

Professional Associations for the effective promotion of
graduates in the labor market?



Analyzeé the existing differentiations in graduates’
. attitudes towards employment, detect and record
= graduate’s personal & educational characteristics effects

¥ 7

=on their employability issues.

e

¢ Original empirical data collected through electronic
. structured questionnaire answered on line, from 1168
raduates from 2002-2011(stratified random sampling)
p.corresponding to two broader specialties and 10
ofessions.

% ' uantitave Research & Qualitative Insights.

-
B vy
P,

L2



QUESTIONNAIRE
STRUCTURE:




ANALYSIS AND RESULTS



FIGURE 1:
Alumni

gender
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FIGURE 4:
Distribution of
Graduates by

Department
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FIGURE 2:
Marital status

of Graduates

Zxnua 2: Oixoyeveiaxn Karaoraon Atrogoitwy
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FIGURE 7: Degree
grade Alumni -
49.6% graduated
with a degree of
"Good", 49% with

"Very Good" while
a verysmall
percentage of the
0, 8%, with
"Excellent”.
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EDUCATIONAL

CHARACTERISTICS

a large percentage of
graduates who
participated in the survey,
namely 82.4%, have not
done postgraduate studies,
the majority however of
those who continued their
studies were aiming in
finding employment.

The level of computer
knowledge in basic
software programs,
internet etc appears to be
quite high (99.6% and
98.8%).

the number of participants
who speaks English
exceeds 98.9%, French
21.5%, German 10.9%,
Italian 8.7%, Spanish 5.6%,
Russian 1.9%, and
Albanian, 1,7 %.

only 36.8% of respondents
have attended a course of
continuing education /
training.




Zxnua 13: Epyaoiakn karaoraon ATToQoitwy

FIGURE 13:Employment
status of graduates
(61.6% had at least the o00-

time of the survey, some

form of employment, 3
dependent or not-52.5% ém-
employees & 9.1% self- P
employed-34.8% of 3
graduates were 200-
unemployed and 3.6%
inactive)
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The lowest unemployment is presented in Automation,
Electrical and Mechanical Engineering with less than 30%,
while the highest is presented in the Department of Civil

Engineering, Textiles and Tourism Management.

Department of Mechanical, Electrical, Electronics and
Computer Systems, Automation Engineering has the
highest employment ratio with more than 64.4%.

Graduates have joined an economy struggling to escape
from recession.



FIGURE 14:Type of
Employment of

Graduates (full-
time employees

and employees in
the public sector

10.1%, 89.9% in
the private sector)
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F|G U RE 15 Relevance Of ZXAMO 15: ZXETIKOTATA AVTIKEIMEVOU OTTOUSWY Kl BEoNE artaoyoAnong

employment and field of
study
(A large percentage of
these, 76.1% are moving
to scale with a plus sign,
from "Medium" to "Too

much,"” while also a
significant percentage,
24%, ie one eighth of
these appears working
in a different field than
their degree).
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FIGURE 16: Means of finding
current job per department
("Family Friendly
Environment" 34.65%,
"advertisements" 30.87%,
Finding work through
internships 13.46%,finding

a job through another
process, participationin
"Competitions" in the
governmentor the wider
public sector 13.46% &
6.08% respectively)

Ap1Budg ATTogoiTwy

60

[5]
T

ZxAMa 16.1: TpoTtTol EUpECNC CNUERIVAG Epyaciag avd THAa

40—

=
[ETr]
| | =]

]
norloiorony. '

==

nE

amobdizXL] ooy,

Smhoyoankly

ATTE 10 giAIKG 1} 0IKOYEVEITCKG
TepIfdhhov
B Ams Ayyehia / péow intermet
Damd 1o Mpayeio Moolvbedng tou TEI
W Ao 1ov OAEA
CMéow dhhou Maywviopod
BMeow Anpéoiou Alaywniopol (AZEM)
EMéaw e Mpakmkig Agknong
Oanhn Biadicasia

aptl

]
I gl 1
h— r ]

amAd 3, ArAINoT ACALYD
ArnaoldiZNLT AmLoidng .




FIGURE 17:
Rates of
occupational

mobility
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FIGURE 18: Height of net
salaries (33% were paid

a net salary from 801 to
1100 Euros per month,

31% is paid a salary from
501 to 801 Euros and

9.7% paid less than 500
Euros. AE, EE, EE & ME

are mostly paid from
1101 to 1500)
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2XAHa 19: BaBuog IKavoTToinong atro 1o AVTIKEIMEVO EpYATiac

FIGURE 19:
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FIGURE 20:
Degree of
satistaction

from salaries
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ZYXAHa 21.1a Adyol avaliTnonc aineg arracyéinone avda THAMa (ZAQ)
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FIGURE
21.1Db:
Reasons for

looking for

another job
(SAS)
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FIGURE 22:
Employer
Satisfaction

from
scientific
training
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FIGURE 23:
Satisfaction
Degree with

self
employment
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ZXAMa 28: MAVEC avepyidag LETA TNV ATTOKTNON TTTUYiou

FIGURE 28:
Months of
unemployment

-
h
(=}

after obtaining
the degree
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FIGURE 31:
Type of

sought work
(unemployed)
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FIGURE 31b:
Type of sought
work

(unemployed)
Greece/abroad
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ZXAMa 34: Adyol depyidag ATTOQOITWY (N OIKOVOUIKA EVEPYOI)

FIGURE 34:
Reasons for
Graduates
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CORRELATIONS
FIGURE 35: Gender *
labor situation (From
test in x2 we see that

the correlation of

gender and
employment status is

statistically

significant.
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* To present the research methodology of the

labour market study.

PURPOSES OF THE PRESENTATION
(1) * To present the labour market study results.




GOALS OF THE
LABOUR

MARKET
STUDY

To capture the current situation in
the Greek Labour Market
regarding the specialties of T.E.I.
Piraeus.

To examine the evolution by
sector, the employers’
requirements from T.E.I.
graduates, the absorption records
of graduates per profession.




Objectives and Contribution
The population of the survey
The Research Methodology
The questionnaire structure

Analysis and Results




Objectives

and
Contribution:

The findings also are deposited to T.E.I.
Piraeus so as to utilize appropriately for
the revision process of the undergraduate
program study curriculum if needed.

Furthermore, the study's findings
contribute to the optimization processes
of services that the Liaison Office applies
to cover any deficiencies and to better
meet the needs of the beneficiaries.




o Research population-the companies that has several
times collaborated with Liaison Office of TEI Piraeus
either to fill vacant positions with qualified employees
of the various departments or for participation in
events etc.

o Quantitave Research
o Qualitative Insights
o Random sampling

o “Google doc” structured questionnaire answered on
line.



QUESTIONNAIRE STRUCTURE:
Company ldentity
Personnel Selection
Information
Working Conditions
Perceptions



COMPANY Whenwasthe enterprise
IDENTITY ouncee

Up to six months ago
6 months to 1 year

1 year to 2 years

2 to 5 years
5 to 10 years
More than 10 years

Country where
the company is

registered :

Greece

Abroad




Type of Business:

e Traditional 98%

* Web-based 2% Enterprise Ownership Type:

e Individual Enterprise

o Corporate Enterprise

* General Partnership

* Limited Partnership

e Limited Liability

* Recreation Shipping Company

¢ Anonymous Commercial & Industrial Company
e Multinational Subsidiary

e Independent Enterprise

e Member of a Group

23%
2%
9%
33%
17%
0%
9%
3%
3%
2%



* Upto5 35%

a. Number of workers: et ;y
* 20to50 8%
b. Number of - 50to75 6%
disabled * More than75 26%
workers: * IT & Computer Retail 15%
- Upto5 559 * Business Consultants & Insurance Services 8%
. 5to 10 5% o Trade & Agencies 9%
. 10 to 20 2% * Telecommunications 2%
e Industries 8%
* Manufacturers 2%
Enterprise Field * Finance & Banking 2%
of activity:  Construction 14%
e Accounting Offices 6%
e Publishing & Media 0%
* Tourist Services 2%

e Other 35%



* Abroad 55%
Enterprise Country field: « Greece 2%

e Greece & Abroad 42%

Which of the services of the Liaison Office have you used?

e Educational Information (Information on Masters,

etc.) 17%
 Announcements of Internships/ Work positions in
Greece 82%
 Announcements of Internships/ Work positions
Abroad 5%
» Participation in events (Career Days,Workshop
Labour Market etc) 12%

e Other 6%



PERSONNEL SELECTION

INFORMATION




* Company Director 52%
Who decides to create new work « Board 359%

positions? * Director of Human Resources 14%

Does the nature of your business
activities require qualified employees?

e Minimum 2%
e Automation Engineer 29% . Little 29
e Business Administration 48%

* Moderately 20%
e Electrical Engineer 36% v 50%
* Electronic Engineer 17% ©very °

o Oo
« Computer Systems Engineer 2% Greatly 277%
» Textile Engineer 2%
* Accounting 38%
- Mechanical Engineer 279 - ldentify the specialization your

o ] executives need to have at this stage

e Civil Engineer 8%

¢ Tourism Management 3%



Would you recruit disabled people on
any of these work positions?

How hard is it to find the executives
you need in today's market?

* Liaison Offices

e Employment Agency

* Advertisements in print

* Through clubs

* Advertisements on the internet
« Competitions

* Friendly Environment

 Other

Yes

No

53%
23%

Refuse toanswer 24%

o Very Easily 15%
 Easily 21%
e Medium 38%
 Difficult 20%
» Very Difficult 6%
62%
20%
48% How do you search
9% for new executives
65% for your enterprise
6% in Greece?
45%
8%



How do you search for new executives
for your enterprise abroad?

Through:
the TEl Career Office 23%
mobility programs (Erasmus,Leonardo,Socrates , etc.) 3%
AIESEC internships 8%
EURES 0%
advertisements/ via internet 48%
my friend or family environment 1 7%
European or international contest 0%
another competition 0%
private employmentagencies 12%

Other process 27%



Which of the following candidate qualificationsis
more importantin order to recruit? (1)

* Degree
Not at all
Little
Medium
A lot

Too much 6%

e Masters
Not at all
Little
Medium

A lot

Too much

12%
15%
55%
12%

| 4%

20%
29%
32%
6%

» Specialized knowledge

Not at all 0%
Little 3%
Medium | 1%
A lot 55%
Too much 32%

* Professional Experience

Not at all 0%
Little 6%
Medium | 21%
A lot 30%

Too much 42 %



Which of the following candidate qualifications is more
importantin order to recruit? (2)

* Sex

Not at all 53%
Little 17%
Medium 20%
Alot 6%

Toomuch 5%

¢ Recommendations

Not at all I 1%
Little 12%
Medium 30%
A lot 36%

Too much 1 1%

e PhDs
Not at all
Little
Medium
A lot

Too much

o Age
Not at all
Little
Medium
A lot

Too much

45%
24%
21%
8%
2%

e Other

Not atall 50%
Little 9%
Medium 6%
A lot 15%

Too much 20%



Do you use human resources * No
management enterprises? * Rarely
e Often

Do you think that tertiary Regularly

institutions produce
graduates trained properly

o Tal o
for the needs of your Minimum 3%

enterprise ? o Little 1 7%
> Moderately 41%
° Very 29%

o Great | 1%

47%
38%
12%

Very Often 3%

0%



If you believe that graduates of Higher Education have moderate or lower
training please specify what you think can be the cause:

* Lack of basicinfrastructure in the institutions 35%

* Teaching theoretical classes without practice 59%

* Absence of specialized courses 41%

* Incomplete knowledge of teaching staff 21%

* Low educational level students 21%

e Qutdated teaching methods 30%
e Other 9%

How do you choose the specialization required for each job?

o

Required by Legislation 2%

o

According to job specification 85%

(@]

It has been suggested by consultants 0%

o

Due to previous experience 12%
Other 3%

(0]



Which of the following specializations of TEl Piraeus could you

potentially employin your enterprise?

> Automation Engineer 35%
° Business Administration 55%
o Electrical Engineer 41%
o Electronic Engineer 1 7%
o Computer Systems Engineer 47%
o Textile Engineer 3%

o Accounting 50%
> Mechanical Engineer 36%
o Civil Engineer 8%

o Tourism Management 6%



WORKING CONDITIONS



Do you have a written manual specifying the
responsibilities connected with every job specialty?

* Yes 67%
* No 15%
* No answer 18% > No 0%
o Little 5%
Do the duties of each position > Fair 26%
correspond tothe degreeofthe Very 599
worker ?
o Great | 8%
Under what kind of contract are the employees of these disciplines
recruited ?
> Fixed-term contract 32%
> Permanentcontract 76%
> Project Contract/ Freelance 24%
o Seasonal work | 19

o Part-time 12%



Are there specific working hours / shifts for all
employees of your Enterprise?

Automation Engineer Yes 32%
No 18%
Electrical Engineer Yes 41%
No 12%
Electronic Engineer Yes 27%
No 14%
Textile Engineer Yes 18%
No 12%
Computer Systems .
Engineer Yes 41%
No 9%
Mechanical Engineer  Yes 35%
No 1%
Civil Engineer Yes 18%

No 15%



Are there specific working hours / shifts for
all employees of your Enterprise?

Business Yes 56%
Administration No 5%
Accounting Yes 477
No 9%
Tourism Yes 20%

Management No 12%



Place and manner of work :

Office work | 1%
Automation Engineer  Continuous presence in the field 1 4%
Out of Office 3%
Using special programs and / or PC 6%
Other 8%
Office work 2%
Continuous presence in the field 15% Electrical Engineer
Out of Office 9%
Using special programs and / or PC 6%
Other 8%
Office work 1 4%
. . Continuous presence in the field | 1%
Electronic Engineer Out of Office 29%
Using special programs and / or PC 6%
Other 8%
Office work 23%
Continuous presence in the field 6%
Out of Office 394  Computer Systems Engineer
Using special programs and / or PC 1 4%

Other 3%



The personnel salaries follow the branch / individual
contracts of employment for graduates of TEIl ?

Yes 82%
No 18%

Does any of the work positions require travel within the
country and abroad?

Yes 59%
No 41%



The formal requirements of a job in relation to the guidelines above are :

Higher Education Graduate 72%

Master 17%

PhD _ _ o 0% Automation

Procedures to obtain professional certification 14% .

Specific training 38% Engineer

Foreign Language 76%

PC Knowledge 76%

Personality characteristics 66%
Higher Education Graduate 85%

Electrical :,a;ter I(Z,;:
Engineer Procedures to obtain professional certification 33%

Specific training 27%
Foreign Language 79%
PC Knowledge 85%
Personality characteristics 70%

Higher Education Graduate 83%

Master 13%

PhD 0% .

Procedures to obtain professional certification 21% Electronic

Specific training 33% Engineer

Foreign Language 83%

PC Knowledge 88%

Personality characteristics 63%



Are there in your opinion possibilities for advancement in
the following professional fields ?

Automation Engineer

No 2% . .
Little 20 Textile Engineer
Fair 15% No 2%
Alot 27% Y jtrle 3%
Great 11% .
° Fair 1 4%
A lot 24%
Great 9%
Electrical Engineer
| . ] No 2%
Electronic Engineer Little 6%
No 2% Fair 1 1%
Ze oo A lot 15%

i 0 o
Alot 24% Great 2%
Great 18% Computer Systems Engineer

No 15%
Little 5%
Fair 11%
Alot 5%

Great 2%



No
Little
Fair
A lot
Great

Mechanical
Engineer
8%
6%
12%
12%
2%
Business
Administration
No
Little
Fair
A lot
Great
Tourism
Management

No
Little
Fair
A lot
Great

2%
2%
20%
26%
12%

No
Little
Fair
A lot
Great

No
Little
Fair
A lot
Great

0%
3%
15%
26%
6%

Civil
Engineer

Accounting

0%
6%
23%
18%
1 4%

5%
2%
14%
14%
5%



Do you think that the continuous training of
workers is necessary?

Automation Engineer Computer Systems Engineer

No 2%
Little 0%
Fair 5% NP 2%
Very Good 26% Little 2:%
Excellent 24% \F,:':y Good gﬁ%
Excellent 24%
Electrical
Engineer
Electronic
Engineer No 2%
Little 0%
Fair 204
No 2% Very Good 18%
Lit_tle 0% Excellent 24%
Fair 2%
Very Good 18%

Excellent 35%



Textile Engineer Tourism Management

No 3%
No 0% Little 0%
Little 0% Fair 5%
Fair 2% Very Good 14%
Very Good 21% Excellent 14%
Excellent 23%
Mechanical Engineer
No 3%
Little 0%
Fair 5%
Very Good 14%
Civil Engineer Excellent 17%
No 0%
Little 2%
Fair 6%
Very Good 21% . . .
Excellent 30% Business Administration
A ¢ No 0%
ccounting Little 0%
o Fair 2%
No > Very Good 20%
Little 0% Excellent 38%
Fair 2% b
Very Good 18%

Excellent 12%



The financial rewards are commensurate with the qualifications
of each employee ?

Minimum 0%
Little 3%
Fair 21%
Very 47%
Great 15%

Are you willing to finance the specialization / additional training of workers?
Yes 56%

No 21%

Do you plan to expand the activity of your business in the near future?

Yes 56%
No 32%



Are there prospects of your business expanding at
European level? (1)

Automation Engineer

No 14%

Little 11

Fair 9%

Very Good 8%

Excellent 2%

Electrical Engineer
No 12%
Little 14%
Fair 11%
Very Good 3%
Excellent 5%
Electronic Engineer

No 11%

Little 9%

Fair 11%

Very Good 5%

Excellent 2%

Computer Systems Engineer

No 12%
Little 11%
Fair 9%
Very Good 9%

Excellent 6%



Are there prospects of your business expanding at
European level? (2)

Textile Engineer

No

Little

Fair

Very Good
Excellent

Business Administration

No

Little

Fair

Very Good
Excellent

15%
6%
5%
2%
0%

Mechanical Engineer

No

Little

Fair

Very Good
Excellent

11%
14%
11%
3%
9%

15%
8%
8%
5%
2%



Are there prospects of your business expanding at

European level? (3)

Civil Engineer

No 14%
Little 11%
Fair 5%
Very Good 3%
Excellent 0%

Tourism Management

No

Little

Fair

Very Good
Excellent

9%
8%
8%
2%
0%

Accounting

No

Little
Fair
Very Good
Excellent

15%
14%
12%
2%
2%



PERCEPTIONS




Do you think that in the next three years your company's
needs will increase in specialized executives ?

No 8%

Little 23%
Fair 30%
Very 33%
Greatly 6%

How much has the economic crisis affected your enterprise ?

Not at all 0%
Little 6%
Fair 38%
A lot 36%
Greatly 20%

Has the number of employees been altered in your business over the last two
years ?

Yes 76%
No 24%



If yes, specify the change of personnel in the following sections: (1)

Automation Engineer

Not at all 14%

Little 6%

Fair 9%

A lot 5%

Greatly 2%

Electrical Engineer
Not at all 11%
Little 5%
Fair 15%
A lot 5%
Greatly 5%
Electronic Engineer

Not at all 8%

Little 8%

Fair 9%

A lot 2%

Greatly 2%



If yes, specify the change of personnel in the following

sections: (2)

Textile Engineer
Not at all
Little
Fair
A lot
Greatly

Computer Systems Engineer

12% Not at all 9%
0% Little 9%
2% Fair 12%
2% A lot 3%
2% Greatly 5%

Mechanical Engineer

Not at all 12%
Little 2%
Fair 3%
A lot 9%
Greatly 5%
Civil Engineer
Not at all
Little
Fair
A lot

Greatly

12%
0%
5%
5%
2%



If yes, specify the change of personnel in the following sections: (3)

Business Administration
Not at all
Little
Fair
A lot
Greatly

2%
9%
11%
11%
5%

Accounting
Not at all
Little
Fair
A lot
Greatly

9%
5%
9%
8%
3%

Tourism Management

Not at all 11%
Little 2%
Fair 2%
A lot 3%

Greatly 0%



What do you think will be the arithmetic change in
the personnel of your business in the coming months
regarding the specializations of the T.E.l.?

a. Increase the number of employees

Upto5 64%
5to 10 5%
10 to 20 0%
20 to 50 2%
50 to 75 2%
More than 75 0%

b. Reductions in the number of workers

Upto5 50%
5to 10 6%
10 to 20 2%
20 to 50 0%
50 to 75 2%

More than 75 0%



What are the criteria for the reduction of personnel ?

Salary / Cost of labor 39%
Effectiveness / efficiency 82%
Type of partnership /

working relationship 27%
Marital status 11%
Behavior / personality traits 67%
Experience 9%

Other 6%



...AND WE HAVE QUALITATIVE
INSIGHTS....

The whole analysis and research
findings can be accessed and
downloaded at
www.gdias.teipir.gr



http://www.gdias.teipir.gr/

[Do More with Less—The 3 R’s acronym

* R - Relationships: Career staff must make
efforts to build relationships with key players
on their campus.

. | * R- Resources: This comes in the form of

utilizing alumni, having a resources page
devoted to websites, subscribing to searchable
databases, and subscriptions etc

* R - Reality: For a center to operate effectively
and have a positive impact on its campus, it
must be realistic in its aims.




Happiness...

The secret of happines is giving instead of taking

- If you want happiness for an hour; take a nap.
- If you want happiness for a day; go fishing.
- If you want happiness for a month; get married.

R eecvilcadging el hncaing . - If you want happiness for a year; inherit a fortune.

Everyone supporting others

4

- If you want happiness for a lifetime; help someone else.




