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A	number	of	different	organiza3ons	and	en33es	have	weighed	in	on	the	rela3onship	
between	language	needs	and	cultural	needs	in	the	workforce,	but	there	is	limited	
informa3on	about	the	demand	for	globally	competent	professionals—that	is,	the	
educa3onal	qualifica3ons	and	skills	that	are	most	sought	by	employers,	the	tasks	that	
globally	competent	individuals	are	expected	to	perform,	and	the	contexts	in	which	such	
skills	are	required.	
	
This	survey	is	part	of	a	larger	project	to	understand	employers’	stated	needs	for	a	
mul3lingual	and	culturally	competent	workforce,	not	just	in	the	US,	but	also	in	other	
countries.	
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Recrui3ng	Trends	Survey	
Administered	by	the	Collegiate	Employment	Research	Ins3tute	at	Michigan	
State	
Unlike	previous	studies	of	the	business	demand	for	language	skills	that	targeted	
senior	execu3ves,	this	survey	targeted	HR	professionals,	who	can	speak	more	
directly	to	actual	hiring	prac3ces.	
Large,	medium,	and	small	companies	and	organiza3ons	
Every	state	except	Vermont	
Private,	non-profit,	and	government	sectors	(federal,	state,	and	local)	
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In	addi3on	to	ques3ons	specifically	about	language	and	culture	needs,	as	part	of	the	
larger	survey	we	also	have	this	informa3on.	
	
Economic	sectors	opera3onalized	by	the	North	American	Industrial	Classifica3on	
System	(NAICS)	
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This	is	the	distribu3on	of	the	response	to	the	module	on	linguis3c	and	cultural	capital.	
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While	the	2012	census	showed	that	79%	of	companies	had	fewer	than	10	employees,	
in	this	sample	only	7.8%	of	the	respondents	were	from	organiza3ons	that	had	fewer	
than	nine	employees	(n.p.).	Similarly,	the	U.S.	Census	showed	that	only	,	while	in	this	
sample	36.3%	of	the	respondents	represented	organiza3ons	that	employed	501	people	
or	more	(2012a,	n.p.).	
	
Rather	than	simply	weigh3ng	cases	according	to	the	number	of	organiza3ons	of	a	given	
size	in	the	U.S.	Census,	it	was	decided	to	weight	cases	by	the	percentage	of	employees	
in	the	census	who	were	employed	by	organiza3ons	of	a	given	size.	For	example,	
according	to	the	U.S.	Census,	while	only	0.3%	of	organiza3ons	had	more	than	500	
employees,	those	organiza3ons	employed	52.7%	of	American	workers	(2012a,	n.p.).	
Four	size	categories	were	established	for	weigh3ng	purposes:	nine	or	fewer	employees,	
10	to	100	employees,	101	to	500	employees,	and	501	or	more	employees.	Responses	
from	each	category	were	weighted	appropriately	so	that	results	would	reflect	more	
accurately	the	impact	of	employer	preferences	on	the	American	workforce.	
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Star3ng	with	FL	skills.	A	majority	of	respondents	DO	have	recruitment	strategies	
that	iden3fy	foreign	language	skills	at	some	point	in	the	process.	
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When	asked	more	specifically	how	FL	skills	are	accounted	for	in	in	the	hiring	
process,	trend	is	reversed	here.	Most	respondents	do	NOT	have	specific	
strategies	for	accoun3ng	for	FL	skills	in	the	hiring	process.	
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Most	orgs	did	not	require	new	hires	to	speak	a	FL	
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Going	back	to	the	survey	stem	about	recruitment	strategies…most	organiza3ons	did	
not	give	advantage	to	candidates	with	interna3onal	or	mul3cultural	experience.	
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Analysis	type:	Pearson’s	chi-square	analysis	
Fisher’s	exact	test	used	when	con3ngency	tables	had	less	than	five	values	(lowering	
reliability)	
Holm-Bonferroni	correc3on	run	to	control	for	family-wise	error	(false	posi3ve/type-I	
error)	
	
Sectors	labeled	“FL”	were	more	likely	to	respond	“yes”	to	one	or	more	FL-related	
ques3ons.	Sectors	labeled	“IME”	were	more	likely	to	report	giving	advantage	to	
candidates	with	interna3onal	and/or	mul3cultural	experience.	
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Posi3ons	labeled	“FL”	indicate	that	employers	hiring	for	those	posi3ons	were	more	
likely	to	respond	“yes”	to	one	or	more	FL-related	ques3ons.	Posi3ons	labeled	“IME”	
indicate	that	employers	hiring	for	those	posi3ons	were	more	likely	to	report	giving	
advantage	to	candidates	with	interna3onal	and/or	mul3cultural	experience.	
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Fields	of	study	labeled	“FL”	indicate	that	employers	hiring	graduates	of	those	fields	
were	more	likely	to	respond	“yes”	to	one	or	more	FL-related	ques3ons.	Fields	of	study	
labeled	“IME”	indicate	that	employers	hiring	graduates	of	those	fields	were	more	likely	
to	report	giving	advantage	to	candidates	with	interna3onal	and/or	mul3cultural	
experience.	
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Real	or	perceived	low	rates	of	supply:	HR	managers	may	find	a	lack	of	qualified	job	
applicants	with	the	language	skills	they	would	like,	so	they	do	not	reward	(and	thus	do	
not	ajract)	those	applicants.	
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Service	industries,	service	posi3ons,	and	fields	of	study	rela3ng	to	the	two	were	much	
more	likely	to	be	associated	with	priori3zing	FL	skills	and/or	IME	
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Addi3onally,	students	(par3cularly	those	focusing	on	educa3on	or	social	services)	
should	be	made	aware	of	the	professional	benefits	to	having	mul3cultural	experience—
besides	the	intrinsic	benefits.	
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