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Manufacturing, Logistics and Distribution, and Print Industries

· The majority of companies responding to this survey (53.8%) have between 100 and 400 employees.  90.9% of the respondents employ less than 20 part-time employees.  

· 3 out of 26 participating companies have employees who are members of a union.  Of those three companies, union membership ranges from 41% to over 90% of their workforce.
· 84% of responding companies projected growth in their workforce in 2005 – 60% projected the addition of up to 19 employees; 16% projected the addition of up to 49 employees; 1 projected the addition of up to 199 employees and another projected the addition of up to 399 employees.
· The majority of responding companies (69.2%) do not have seasonal peaks in their business requiring temporary employees.  Of the remaining 30.8% which do, 75% of them have the greatest need for temporary employees between the months of October and December, with the number of temporaries needed ranging from a low of 15 employees to a high of 250 employees.  

· 39% of the responding companies had no open/unfilled positions in Line; 47% had no open/unfilled positions in Staff, and 72% had no other open/unfilled positions.
· 38.5% of responding companies reported turnover between 0 to 10%; 30.8% reported turnover between 11 to 20%.  92.4% of all companies responding reported turnover at 30% or less.

· 92% of participants conduct exit interviews.  The reasons which ranked highest on why employees left their employment with participating companies were better opportunity (37%) and involuntary terminations (37%).  

· 46.2% of participants operate three shifts; 34.6% operate one shift, and 23.1% operate two shifts.  80.8% have a 5-day week; 26.9% have a 4-day week; 23.1% have a weekend shift structure and 19.2% have a 7-day swing shift.

· 34.8% of participants do not pay shift differentials.  Of the remainder which do, 26.1% pay between 45 to 50 cents more per hour.

· The regular pre-employment screenings most frequently conducted by participants were drug screening (92.3%), criminal background checks (69.2%) and basic skills testing (46.2%).

· Post employment, 76.9% of participants do “for cause” substance abuse testing; 69.2% do “post accident” testing, and 38.5% do “random” testing.

· Other than overtime as an incentive, 53.8% of participants give service awards; 50% provide a hiring referral bonus, and 46.2% provide safety awards.
· All participants except one reported they are “at-will” employers and the one exception reported it is an “at-will” employer for its non-union employees.

· 53.8% of participants have a formal Affirmative Action Plan.

· All participants except one have a progressive disciplinary policy for their employees.  The one exception has a progressive disciplinary policy for only its union employees.

· 76% of the participants have probationary performance periods for newly hired employees, 66.7% of which are for 90 days.

· 55.2% of the responding companies require employees to regularly work between 30-39 hours per week to be eligible for medical insurance.  27.6% require a 40 or more hour work week.
· Waiting periods for insurance eligibility vary widely with the highest percentage being 17.2% of participants providing insurance eligibility 30 days after employment.  Four companies (13.8%) provide eligibility the first day of employment.

· 37.9% of participants provide employees with 9-10 paid holidays per year; 27.6% provide up to 6 per year.

· 34.5% of participants pay employees 1.5 x pay if they are required to work on a designated holiday; 24.1% never work holidays.

· When a holiday falls during the work week, 79.3% of responding companies require employees to work 33-40 hours before overtime becomes effective that week.  72.4% of participants do not count holiday time as time worked for the purpose of calculating overtime pay.

· 44.4% of participants require employees to work 12 months before being eligible for one weeks’ paid vacation, and 29.6% require 6 months.  To be eligible for two weeks’ vacation, 46.1% of responding companies require employees to work one year; 23.0% require two  years.  33.3% of participants require employees to work five years to be eligible for three weeks’ vacation.  To be eligible for four weeks’ of paid vacation, 25.0% of participants require employees to work10 years and another 25.0% require employees to work 15 years.  47.0% of participants do not provide more than 4 weeks’ paid vacation.
· 48.1% of responding companies do not provide paid sick days.  The balance vary in the method and number of days provided, from a low of 3 per year to a high of 10 days.

· 28.6% of participating companies have a 12-month waiting period for employees to be able to participate in their 401(k) plan.  10.7% provide immediate eligibility.

· 40% of participating companies do not have an age requirement to be eligible to participate in their company’s 401(k) plan.  36% require employees to be 21 or more years of age and 24% require employees to be at least 18 years of age.

· Out of 27 companies responding to the question, only one company does not have a company matching feature in its 401(k) plan.  13 companies (48.1% of participants) provide 50 cents on the dollar, and 30.7% of them contribute this up to 6%.  Two companies provide 25 cents per dollar up to 3% and 6%.  Seven companies match dollar for dollar up to a range of 3% to 6%.
· 32.1% of participating companies provide 100% vesting in company-matched funds immediately.  25% provide 100% vesting after five years, on a graduated basis.

· 71.4% of responding companies do not offer a retirement savings plan other than their 401(k) plan.

· Although 28% of responding companies provide immediate eligibility for short term disability for their employees, the majority (60%) provide short term disability benefits on the first day for accident/injury and within a specified time for illness/pregnancy.  That specified time for 53.3% of the majority 60% is 7 days.
· The duration of short term disability benefits varies widely, but the majority (36.3%)  provide 26 weeks.  11 companies (22%)  provide a benefit of 100% salary; 15 companies (68%) provide 60% salary and 1 company (10%) pays 30% salary.  (Note that some companies pay 100% of salary for a period of time and then drop the benefit to 60% and/or less for the remaining benefit term.)
· 100% of participating companies pay 60% of salary for their long-term disability benefit.  

· 66.7% of responding companies require employees to sign a waiver if they decline insurance coverage under the company plan.  Over 20% provide incentives for employees to decline coverage (e.g., $15 a week or $50 a month to employees who opt out).

· Out of 27 companies participating in this question, 4 (29%) absorb 100% of the cost of medical insurance for employees; 3 (23%) do so for dependent coverage, and 1 (7%) does for partners.  89% of participants cover the full cost of long-term disability insurance; 87% for employee life insurance, and 87% for educational assistance.  
· Out of 20 companies responding,  8 contribute 81-90% to the cost of medical insurance for employees; 6 contribute between 71-80%; 3 contribute between 91 and 100%, and 2 contribute between 61-70%.  
· Out of 17 companies responding, 8 contribute 71-80% to the cost of medical insurance for dependents.  

· Out of 8 companies responding, 6 contribute between 71-90% to the cost of medical insurance for partners.

· 10 companies contribute 91-100% toward the cost of employee life insurance; 7 contribute 91-100% toward the cost of short term disability coverage.
· 7 of 25 companies (30%) paid an average of 3% in pay increases to their employees in 2004; 8 of 21 companies have budgeted 3% for pay increases to their employees for 2005.

· Other than for promotions, 84.6% of participating companies give pay increases for merit; 50% give raises for market adjustment; 30.8% give increases for cost of living adjustment and 26.9% give increases for equity adjustments.

· 92% of respondents rated the area’s labor pool as “average” or “above average” in basic skills attainment and literacy; 96% rated the  pool as “average”  or “above average” in productivity levels.  84% rated the pool as “average” or “above average” in work ethic.

· While 84% rated the pool as “average” or “above average” in stability,  32% rated the pool as “below average” or “poor” in turnover rates, and 28% rated the pool as “below average” or “poor” in absenteeism.
· 67% rated the pool as “average” or “above average” in qualifications for the job; 25% rated them as “below average” and 8% rated them as “poor”.
· Computer proficiency of the area’s labor pool was rated “excellent” by 4%, “average” or “above average” by 78% and “below average” or “poor” by the remaining 17%.

· Of the several jobs listed that were considered by participants to be in short supply, the position most frequently mentioned was Maintenance (Technician/Mechanic/Electrical). 

