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Executive Summary 
In response to questions asked by Congress related to Public Law 108-454, Section 211, the 
Department of Veterans Affairs (VA) and Abt Associates, Inc. conducted a study to better understand 
the employment histories and outcomes of recently separated servicemembers (RSS). Returning home 
from military service during a war is a complex and individually unique experience. The 
servicemember and servicemember’s family have changed, there are many possible emergent and 
unknown needs, and the future career path is uncertain. Operations Enduring Freedom and Iraqi 
Freedom have heightened the interest and desire of the country, the Congress, and Federal agencies to 
ensure the successful transition of service men and women into civilian employment after their 
separation from military service. Moreover, these military operations have greatly increased the 
numbers of men and women serving in the U.S. armed services. In some cases, service personnel 
were excused from employment, education, or training opportunities to fulfill their active duty 
requirements. Transitioning back into employment, education, and/or training after completing 
military service can be challenging for some military personnel and may be different for different 
RSS cohorts and types. This transition, for all separated servicemembers, is a key issue for the VA 
and other federal agencies providing services to veterans. In order to improve and enhance 
employment opportunities for all veterans, it is vital for the VA and its partnerships to better 
understand and improve service impact.   
 
This study used multi-methods to examine the questions related to employment outcomes and 
readiness of RSS. Quantitative and qualitative methods were used to obtain multiple data points and 
perspective; a strength of the overall study. National datasets were examined to provide a baseline of 
employment experiences and outcomes, and to highlight information gaps that needed to be filled by 
a new survey. We found that many RSS face more economic and employment issues compared to 
their peers. Based on the findings from the review of the national datasets and discussions with 
stakeholders, an Employment Histories Survey (EHS) was designed and conducted. The 2007 EHS 
addresses various economic and employment outcomes such as wages; responsibility on the job; 
assistance received; employment status, including self-employment and work in the public and 
private sector; and management roles. The survey targeted 1941 RSS (discharged within the last 1 to 
3 years). Results from the 2007 EHS verify that separated servicemembers still face challenges 
related to employment and career readiness. Eighteen percent of RSS are currently unemployed1 and 
of those employed since separation, 25.0% of RSS earn less than $21,840 a year. RSS appear, 
however, to be taking steps to improve their employability by using various VA and Department of 
Labor (DOL) assistance programs such as the GI Bill (48.4%) and Transition Assistance Program 
(TAP) (28.7%). Unfortunately, we found that receiving the GI Bill was not a strong predictor of 
successful employment outcomes such as high earnings, responsibility in civilian work and placement 
in senior management.   
 
Interviews with private sector hiring managers and talent acquisition specialists confirmed that RSS 
face certain barriers when transitioning into the workforce and provided recommendations on how to 
help alleviate the problems, through re-branding of the RSS, creation of networks, and general 
education and training. The Federal government and its partners need to consider this information and 
reevaluate how it serves the needs of separated servicemembers to better help them achieve career-
readiness in today’s competitive global market. 
                                                      
1  For purposes of the 2007 Employment Histories Survey (EHS), unemployment refers to those individuals 

who are not working, looking for work and not working, not looking for work. 
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Introduction 

The Department of Veterans Affairs (VA) provides services and benefits to qualified veterans in the 
form of medical care, disability compensation, vocational rehabilitation, education benefits, and 
others. Each of these can affect the well-being of veterans, and in combination they affect the 
economic outcomes in soldiers, sailors, marines and airmen transitioning from military service to 
civilian careers. The population of recently separated servicemembers who have joined the veteran 
ranks since the Persian Gulf War in 1990 is 4,419,718. These 4.4 million men and women represent a 
significant workforce that has returned to the U.S. job market with advanced skills and high-
responsibility experiences. In returning to the civilian job market, all servicemembers make a major 
life transition from military readiness to career readiness; and for some, they also experience a 
restoration process because of injuries. VA is joined by many other entities that affect this transition, 
including the Department of Defense, the Department of Labor, and organizations in local 
governments and the private sector. To date, there are few descriptions of the career readiness and 
economic outcomes that are achieved among recently separated servicemembers. This report 
describes employment and economic findings from examinations of existing national data, interviews 
with private sector executives, and direct surveys with recently separated servicemembers. The report 
answers questions specified by Congress in Public Law 108-454, Section 211.  
 
In response to Public Law 108-454, Section 211, the Department of Veterans Affairs (VA) organized 
an interagency workgroup that included representatives from the Department of Defense, the 
Department of Labor, and across VA. The workgroup met regularly between April 2005 and October 
2005, and planned a research agenda in response to the directives by Congress. A contract was 
awarded to Abt Associates on September 30, 2005, called Employment Histories of Recently 
Separated Servicemembers.  
 
Congress directed that the study shall (1) determine whether the employment obtained by recently 
separated servicemembers is commensurate with training and education of those servicemembers; (2) 
determine whether recently separated servicemembers received educational assistance or training and 
rehabilitation under programs administered by the Secretary of Veterans Affairs under Chapter 30 or 
31 of Title 38, United States Code, or under Chapter 1606 of Title 10, United States Code; (3) 
determine whether transition assistance services provided to recently separated servicemembers 
assisted those servicemembers in obtaining civilian employment; (4) analyze trends in hiring of 
veterans by the private sector; and (5) identify recently separated servicemembers who have reached 
senior level management positions. Congress directed that the report shall provide specific 
recommendations to improve employment opportunities for recently separated servicemembers, 
including, if appropriate, recommendations for (6) the establishment of networks of contacts for 
employment of such veterans in the private sector; (7) outreach to private sector leaders on the merits 
and sound business practice of hiring such veterans; and (8) additional methods to facilitate 
communication between private sector employers and such veterans who are seeking employment. 
Congress defined employment history, with respect to a servicemember, as training, placement, 
retention, and advancement in employment of that servicemember. Congress defined recently 
separated servicemembers (RSS) as those servicemembers discharged or released from active duty in 
the Armed Forces of the United States since January 1, 1990. 
 
The Employment Histories of Recently Separated Servicemembers contract included four studies 
contributing to this report. The first study characterizes data that are necessary for understanding 
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employment histories in servicemembers, and the degree to which these data are available from national 
surveys. The resulting inventory provided VA and its research partners the opportunity to identify the 
information that would ideally support their respective missions. The second study is a synthesis of 
comparative analyses on four national data sets. The data sets include the Decennial Census, Current 
Population Survey - Demographic Supplement, Current Population Survey - Veteran Supplement, and the 
Survey of Income and Program Participation. RSS were compared to previous veteran cohorts and a 
sample of their peers, matched statistically according to demographic characteristics. The third study is a 
qualitative examination of private sector perspectives on the barriers to employment for RSS and 
recommendations on the strategies that can be used to overcome such barriers. Over 100 experts 
participated in the interviews, and included individuals from seven major corporations, six career 
networking organizations, two chambers of commerce, and two human resource firms. The fourth study is 
a survey of 1,941 RSS who have separated from active military service between December 2004 and 
January 2006. The sample was selected to represent the RSS with more recent employment histories. The 
direct survey provided in-depth descriptions of the conditions that may contribute to a range of economic 
outcomes among servicemembers as they transition into the civilian workforce.  
 
Study Descriptions 

This report includes information provided by the VA administrative records, the Synthesis Analysis 
Report on national datasets, the Branding Interviews Report on private sector perspectives, and the 
Employment Histories Survey conducted with RSS who entered the civilian job market between 
December 2004 and January 2006. The time periods covered by the samples of interviewees is 
illustrated in Exhibit 1, and described in greater detail below.  
 
Exhibit 1. Time Periods of Data Collection 
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Synthesis Analysis 

The Synthesis Analysis examined four national data sets, providing a baseline of employment 
experience and outcomes, and highlighting information gaps that need to be filled by the new survey. 
The selection of extant data sets for analysis was based on four criteria: 
 

1. The sample must include both veterans who are identifiable by era or period of service and 
comparable non-veterans. 

2. Information must be available on employment outcomes of interest. 

3. The data must be nationally representative. 

4. There must be enough recently discharged veterans to support reliable estimates. 
 
Based on those criteria, four data sets were analyzed: Decennial Census, Current Population Survey - 
Demographic Supplement (CPS-D), Current Population Survey - Veteran Supplement (CPS-V), and 
the Survey of Income and Program Participation (SIPP). The selected samples were restricted to 
persons ages 18 to 65 years. For the purpose of simplifying dollar amounts across years, all dollar 
values have been converted to 2005 dollars using the Consumer Price Index for All Urban 
Consumers, as provided by the Bureau of Labor Statistics. Percentages are weighted to represent the 
population.   
 
To provide comparative benchmarks for the RSS, the employment outcomes of their peers were used 
as a matched comparison group (MCG) by demographic characteristics. Individuals in the MCG were 
carefully matched to the RSS on the following characteristics: sex, race/ethnicity (Hispanic, non-
Hispanic black, non-Hispanic white, non-Hispanic other); educational attainment (less than high 
school, high school, some college, 4-year degree, postgraduate), age (in various ranges), marital status 
(currently married, not currently married), and regions of residence.   
 
Matches were one-to-one without replacement, using propensity scoring2. A logistic regression 
was estimated in which the dependent variable is whether or not the individual is a veteran. The 
purpose is not to estimate behavioral relationships but rather for classification. The predicted 
value from the regression is called the propensity score. Individuals with similar propensity scores 
have similar combinations of characteristics in terms of likelihood of being a veteran. The 
differences between the actual veteran employment outcomes and the outcomes of the paired non-
veteran therefore show how veterans fare in the labor market relative to other similar individuals. 
 
The quality of the comparison depends on the closeness of the match. The Stata software package 
provides three routines that were used to create and test the matches. The procedure pscore 
calculates the propensity score and tests for balance or the quality of the matches. All matches 
were close, and in most cases with categorical variables, the matches were identical. Modest 

                                                      
2  Paul R. Rosenbaum and Donald B. Rubin (1983) “The Central Role of the Propensity Score in 

Observational Studies for Causal Effects,” Biometrika 70:41-55.  Also, Rajeev H. Dehejia and Sadek 
Wahba (2002) “Propensity Score-Matching Methods for Nonexperimental Causal Studies,” The Review of 
Economics and Statistics, 84(1):151-161. 
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changes in the specification can affect the balance, but the ultimate matches were so close that the 
changes in specification have almost no impact on the measured treatment effects3. 
 
Branding Interviews 

The Branding Interviews used a qualitative method to examine the procedures and processes private 
sector organizations use to implement networking and hiring programs. The purpose was to 
investigate specific activities to determine if they are feasible for improving the employment 
prospects of RSS. Private sector perspectives were gained through in-person interviews and group 
discussions (for profiles of the entities interviewed see Appendix A). Specifically, this task had three 
objectives: 
 

1. Research and draft recommendations on the feasibility of developing a veterans’ peer-to-peer 
career network. Six alumni and peer-to-peer consultations were conducted; three with college 
alumni organizations and three with other types of organizations that had applicable models 
of peer-to-peer networks. Internal structures and operational activities of each organization 
were examined to assess whether a veterans’ peer-to-peer network could be similarly 
structured and operated. 

2. Conduct a series of high-level meetings with major employers in key industry sectors to 
understand how they make hiring decisions and how they can enhance the hiring of veterans. 
Seven corporate field visits were conducted to meet with executives, talent acquisition 
management, and recruiters. In each company interviewees provided insight into trends in 
hiring veterans, as well as supplied additional information necessary to perform an 
assessment of corporate perceptions of the veteran “brand.” 

3. Research and draft recommendations on the feasibility of undertaking a campaign to brand and 
market veterans as a competitive business asset. Three branding and marketing meetings were 
held with leaders in the fields of advertising, public opinion, and public relations. These 
summits provided expert advice on how to research, review, and make recommendations 
regarding the feasibility of a national branding and marketing campaign. 

 
Employment Histories Survey  

Based on the findings from the Synthesis Analysis and discussions with stakeholders, an Employment 
Histories Survey (EHS) was designed and conducted. The purposes of the survey are to collect 
information that better explains employment outcomes in RSS, test the feasibility of collecting 
employment data from RSS using various modes of data collection (web, paper, and telephone), and 
test the feasibility of institutionalizing a prospective longitudinal veteran employment research 
program (see Appendix B for an overview of the methodology). The interviews were conducted 
between April 23, 2007 and August 22, 2007. The study population includes RSS who served as 
Active Duty, National Guard, and Reserves, and separated from military service between December 
2004 and January 2006. The sample was obtained from the Defense Manpower Data Center.  
 

                                                      
3  The Stata routine psmatch2 was used for the matching and pstest checked to make sure the selected 

matches were statistically the same. The closeness of the matches was tested for equality of means (t-test) and 
reduction in standardized bias at the individual covariate level. In addition, the group of covariates was tested 
using a likelihood ratio test for joint significance. Less than 5 percent of the matches had deviations at the 
individual covariate level that would impact the propensity score 
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Sample 
 
For purposes of generalizing the findings, the survey data is weighted throughout the report to 
represent the RSS population. The sampling weights sum to the estimated or known eligible 
population size. Sampling weights are required to estimate population totals.  Sampling weights also 
adjust for differential probabilities of selection and to adjust for differential unit nonresponse. 
Therefore, the sample respondents to a survey will have unequal weights. One must, therefore, use the 
sampling weights to draw inferences from the sample to the population.  Ignoring the sampling 
weights can lead to biased estimates (see Appendix B for an explanation of how EHS weights were 
calculated). 
 
The EHS sample is comprised of 1,941 individuals:  
 

• All respondents are between the ages of 17 and 61, with 37.6% between ages 21 to 27.  

• The majority is male (86.4%), with 13.6% female.  

• The majority is White (79.6%), with 11.8% Black, 3.5% Asian/Pacific Islander, and 0.7% 
American Indian/Alaskan Native.  

• The majority served in the Army (56.8%), followed by 16.9% Air Force, 12.9% Marine 
Corps, 11.0% Navy, and 2.5% Coast Guard.  

• The recent military grade was primarily NCOs (53.1%), followed by 34.4% enlisted, 9.3% 
junior or warrant officers, and 2.9% senior officers.  

• To date, 17.3% have a disability rating from VA and 28.0% have a disability rating from the 
Department of Defense.  

• Full-time employment, as 35 hours or more, is held by 83.6% of the RSS.  

• Searching for employment began before separation for 36.8% of the RSS. 

• 51.2% of RSS used Internet tools and 39.0% used career networking methods in their search 
for a job.  
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Response to Research Questions 

The following sections are responses to the research questions presented to VA by Congress in Public 
Law 108-454, Section 211.  The research questions are as follows: 
 

1. Is the employment obtained by recently separated servicemembers commensurate with 
training and education of those servicemembers? 

2. Have recently separated servicemembers received educational assistance or training and 
rehabilitation from VA? 

3. Have transition assistance services provided to recently separated servicemembers assisted 
them in obtaining civilian employment? 

4. What are the trends in hiring veterans by the private sector? 

5. Who are the recently separated servicemembers who have reached senior level management 
positions? 

6. How might establishing networks of contacts improve private sector employment 
opportunities for recently separated servicemembers? 

7. How might the promotion of the merits of recently separated servicemembers to business 
leaders improve private sector employment opportunities? 

8. What methods of communication between private sector employers and recently separated 
servicemembers may improve employment opportunities? 

 
Questions 1 through 5 pertain to the employment histories and economic outcomes of RSS, and 
questions 6 through 8 pertain to the request for recommendations on improving employment histories 
of RSS. The information for the responses is drawn from VA administration data, the synthesis 
analysis, branding interviews, and the Employment Histories Survey (EHS) as appropriate.  
 
Throughout the report the asterisk indicates the statistical significance of the comparisons, that is, 
under the null hypothesis that the groups are the same, what is the percent chance that the particular 
result would have been observed. A single asterisk indicates significance at the 0.10 level (10% 
chance), a double asterisk indicates significance at the 0.05 level (5% chance), and a triple asterisk 
indicates significance at the 0.01 level (1% chance).  
 
When odds ratios are presented, an odds ratio of 1 indicates that the condition or event under study is 
equally likely in both groups. An odds ratio greater than 1 indicates that the condition or event is 
more likely in the first group. And an odds ratio less than 1 indicates that the condition or event is less 
likely in the first group.  
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Question 1: Is the employment obtained by recently 
separated servicemembers commensurate with 
training and education of those servicemembers? 

One method for measuring commensurate employment is to compare RSS to a matched comparison group 
(MCG) where their education and other demographic variables, such as sex and age, are statistically 
matched. This method indicates how different RSS are from their like-peers in terms of employment when 
their educational backgrounds are alike. When examining the national datasets, we identified significant 
differences between RSS and MCG in their unemployment rates and their wages and salaries4 when both 
groups consist of individuals with the same levels of education on a one-for-one basis.  
 
Unemployment Rates  

As illustrated by the CPS-V (1991 – 2003), unemployment is a problem for RSS within two years of 
separation. From 1991 to 2003, with matched education, the average unemployment rates for RSS 
(9.5%) in the CPS-V were significantly higher than the MCG (4.3%) during the two years following 
separation. Exhibit 2 illustrates the unemployment rates from the CPS-V for 1991 through 2003. The 
notable RSS unemployment rates, among those separated within less than two years, were highest in 
1999 (13.6%), followed by 1991 (12.5%), 1993 (10.2%), 1997 (9.1%), and 1995 (7.8%). Although 
rates of unemployment within two years of separation drop for RSS in 2001 and 2003, unemployment 
continues to be high for segments of the population well into eight years after separation.  
 
Exhibit 2. Unemployment Rates (Percent) of Recently Separated Servicemembers (RSS) and 
their Matched Comparison Group (MCG) by Years since Separation and Interview Year. 
 

Years Since Separation 1991 1993 1995 1997 1999 2001 2003 Average 

RSS less than 2 years 12.5 10.2 7.8 9.1 13.6 4.6 4.8 9.5*** 

MCG less then 2 years 5.7 3.4 5.6 2.8 3.1 3.5 5.9 4.3 

RSS 2 – 4 years  5.2 4.0 2.9 1.8 2.3 5.1 3.6 

MCG 2 – 4 years  6.0 3.4 4.5 1.7 4.9 3.7 4.1 

RSS 4 – 6 years   3.7 1.8 2.8 3.2 2.7 2.7 

MCG 4 – 6 years   2.6 2.5 2.2 1.4 1.5 2.2 

RSS 6 – 8 years    6.3 1.7 4.3 5.4 4.4* 

MCG 6 – 8 years    1.0 3.9 2.8 2.6 2.5 
Significance levels: *10%; **5%; ***1%. 
Source:  Current Population Survey Veterans Supplement, 1991-2003 
 

                                                      
4  Where wages and incomes are presented in categories by ranges, the dollar cutoffs for each quartile are for 

the year 2000. For example, the 25th percentile was $14,000, 50th percentile was $29,000, and the 75th 
percentile was $47,000. Low income is defined as less than $29,000. 
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Wages and Incomes 

National datasets reveal that earned wages are comparatively lower for RSS, especially among those 
with college degrees; however, total incomes are more similar between RSS and their MCG.  
 
Both the 2001 SIPP and the 2000 Census identify a significant difference in average annual incomes. 
The 2001 data identifies RSS making on average $5,736 less than their MCG. The 2000 data 
identifies a deficit of $3,019. In contrast, differences in total mean incomes, which may include any 
number of entitlement transfers such as disability compensation from the VA, are less between RSS 
and the MCG. In 2001, RSS bring in $1,908 less than the MCG, while in 2000 the total mean income 
was slightly higher for RSS by $434.  
 
Wages and incomes were categorized according to low, middle, and high levels to illustrate 
significant differences within and across groups. Compared to their MCG, earned wages among RSS 
were significantly more likely to be in the middle wage category of $29,000 to $46,999 (see Exhibit 
3), though the majority of RSS are in the low wage category of under $29,000.  
 
Exhibit 3. Annual Earned Wages by Percent of Recently Separated Servicemembers (RSS) and 
their Matched Comparison Group (MCG), (N = 28,372 per Group). 
 

Annual Wages RSS MCG Difference 

Under $29,000 47.3 50.8 -3.5*** 
$29,000 to $46,999 30.2 25.3 4.9*** 
$47,000 and Over 22.5 23.9 -1.4*** 

Significance levels: *10%; **5%; ***1%. 
Source:  Census 2000 
 
The differences in total incomes between these groups are also significant; however RSS are more 
evenly distributed across the three categories (see Exhibit 4). 
 
Exhibit 4. Annual Total Incomes by Percent of Recently Separated Servicemembers (RSS) and 
their Matched Comparison Group (MCG), (N = 28,372 per Group). 
 

Annual Incomes RSS MCG Difference 

Under $29,000 39.3 44.6 -5.3*** 

$29,000 to $46,999 32.2 28.3 3.9*** 
$47,000 and Over 28.5 27.1 1.4*** 

Significance levels: *10%; **5%; ***1%.  
Source:  Census 2000 
 
The most notable differences in wages were among the college-educated RSS, as compared to their 
college-educated MCG (2000 Census). Among those with four-year degrees, the average earned 
wages were significantly less for RSS as compared to MCG, by $9,526. The large difference in wages 
was also seen among those with post-graduate degrees, with RSS earning on average $7,573 less than 
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their MCG. Exhibit 5 illustrates that college-educated RSS were more likely to be in the low wage 
category and less likely to be in high wage category, as compared to their college-educated MCG.  
 
Exhibit 5. Annual Earned Wages for those with Four-Year Degrees by Percent of Recently 
Separated Servicemembers (RSS) and their Matched Comparison Group (MCG), (N = 3,656 
per Group). 
 

Annual Wages RSS MCG Difference 

Under $29,000 30.2 28.7 1.5 

$29,000 to $46,999 29.2 25.6 3.6*** 
$47,000 and Over 40.6 45.6 -5.0*** 

Significance levels: *10%; **5%; ***1%.   
Source:  Census 2000 
 
Age is another factor that appears to have a role in the differences in average earned wages. The 2000 
Census reveals that RSS between 46 and 55 years old had the most significant difference in average 
earnings as compared to their MCG, with an $8,957 deficit. Annual wage deficits between RSS and 
their MCG were also identified among those ages 25 to 30 ($2,751) and 36 to 45 ($6,281). 
 
An examination of the differences in incomes over time revealed that RSS were significantly more 
likely to be in low family incomes (under $29,000) compared to their MCG for up to eight years after 
the time they separated from the military. The higher average percentages of RSS with low family 
incomes appear to be attributed to larger proportions in the years 1991 through 1999 (See Exhibit 6).  
 
Exhibit 6. Percent of Low Family Income among Recently Separated Servicemembers (RSS) 
and their Matched Comparison Group (MCG) by Years Since Separation and Interview Year. 
 

Years Since Separation 1991 1993 1995 1997 1999 2001 2003 Average 

RSS less than 2 years 70.7 76.6 69.1 71.1 62.2 50.9 49.3 66.4** 

MCG less then 2 years 59.1 66.5 66.3 64.8 55.2 56.1 52.2 61.1 

RSS 2 – 4 years  77.6 62.5 64.3 54.8 41.7 57.2 61.6 

MCG 2 – 4 years  63.2 61.5 63.4 56.8 46.9 52.6 59.2 

RSS 4 – 6 years   60.5 65.7 54.3 52.8 54.0 58.8** 

MCG 4 – 6 years   60.9 53.5 51.4 47.2 52.1 53.9 

RSS 6 – 8 years    60.9 58.7 43.7 41.1 52.8** 

MCG 6 – 8 years    50.4 44.3 42.8 50.4 46.8 
Significance levels: *10%; **5%; ***1%. 
Source:  Current Population Survey Veterans Supplement, 1991-2003 
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2007 Employment Histories Survey 

The Employment Histories Survey (EHS) did not include a comparison group of like peers; however, 
it did allow for an examination of factors that contribute to the economic outcomes among RSS. 
Separate multivariate analyses describe the importance of factors that affect: 
 

• Wages; 

• Responsibility in civilian work; and 

• Low income. 
 
Factors Related to Wages 

When controlling for age, gender, and race, higher wages were best explained by being a senior officer in 
the military, as compared to other ranks (see Exhibit 7). Likewise, having served as a non-commissioned 
officer is also a strong predictor of higher salaries, but less so than a senior officer. Two strong predictors 
of not receiving a high wage were living in a rural or remote community and having received the GI Bill. 
Nearly half the sample (48.4%) used the GI Bill. The relationship between using the GI Bill and low 
wages may be explained by the economic status of the servicemember who chooses to go to school and 
use this benefit. Because education was not a predictor of high wages for any degree, it is reasonable to 
conclude that employment, in terms of salary outcomes, is not commensurate with education. Education 
has a positive relationship with salary, but it is not significant when other factors are considered.  
 
Exhibit 7. Model of Factors for Wages for Recently Separate Servicemembers (n = 1740), 
(Weighted Data). 
 
Factors Estimate SE 

Received Montgomery GI Bill -8416.91*** 2942.33 

Bachelor Degree Before Separation 6389.46 4772.13 

Graduate Degree Before Separation 8878.67 7735.82 

Bachelor Degree After Separation 6817.35 6770.42 

Graduate Degree After Separation 11013 9888.12 

Disability Rated by VA or DOD -912.02 1518.61 

Served in Combat Theater -2084.59 3192.16 

Non-Commissioned Officer 8485.62** 3620.61 

Junior or Warrant Officer 27118 6658.28 

Senior Officer (greater then O4) 36312*** 10861 

Rural or Remote Community -8828.56*** 3402.08 
Note:  The logistic regression model statistically controls for age, gender, and race/ethnicity.  
Only respondents who worked since separation or discharge were asked the question about wage. 
SE = Standard Error. Significance levels: *10%; **5%; ***1%. 
Source:  2007 Employment Histories Survey 
 



 
 

Abt Associates Inc. Employment Histories Report – Final Compilation 12 

The summary of predictors for RSS with higher wages is:  
 

• Rank (excluding Junior or Warrant Officers) (+) 

• Rural (-) 

• GI Bill (-) 

 
Factors Related to Responsibility in Civilian Work 

Another measure of how employment is commensurate with education or training is the level of 
responsibility that one has in his or her position and how it is like the responsibility he or she had in his or 
her previous position with the military. Exhibit 8 illustrates a multivariate analysis examining the 
responsibilities of RSS in their civilian jobs, which predicts the likelihood of RSS in the EHS sample to 
have about the same or more responsibility versus less responsibility in their civilian jobs relative to their 
military occupations.   
 
Exhibit 8. Model of Factors for Responsibility in Civilian Job for Recently Separated 
Servicemembers (n = 975) with the Same or More Responsibility Compared to Recently Separated 
Servicemembers (n = 849) with Less Responsibility, (Weighted Data).  
 

Factors Estimate SE Odds Ratio 

Received Montgomery GI Bill -0.4256 0.00839 0.653*** 

Bachelor Degree Before Separation 0.5335 0.0136 1.705*** 

Graduate Degree Before Separation 1.1054 0.0224 3.021*** 

Bachelor Degree After Separation 0.3213 0.0192 1.379*** 

Graduate Degree After Separation 0.8009 0.0302 2.099*** 

Disability Rated by VA or DOD -0.2343 0.00431 0.791*** 

Served in Combat Theater 0.0799 0.00910 1.083*** 

Non-Commissioned Officer -0.3982 0.0104 0.672*** 

Junior or Warrant Officer -0.7201 0.0191 0.487*** 

Senior Officer (greater then O4) -1.2841 0.0303 0.277*** 

Rural or Remote Community -0.1196 0.00956 0.887*** 
Note:  The logistic regression model statistically controls for age, gender, and race/ethnicity.  
Only respondents who worked since separation or discharge were asked the question about responsibility on the 
job. SE = Standard Error; Significance levels: *10%; **5%; ***1%. 
Source:  2007 Employment Histories Survey 
 
The model for the change in responsibility indicates that when controlling for age, gender, and race, 
education is a strong predictor of responsibility staying the same or increasing in civilian jobs. RSS 
who completed a graduate degree before separation were 3 times more likely to have the same or 
more responsibility in their civilian jobs, and 2 times more likely if they completed the graduate 
degree after separation. A bachelor degree after separation also predicted an elevated likelihood of 
such responsibility in the civilian job. These predictors suggest that education relates to responsibility 
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in the civilian jobs among RSS, as it compares to the responsibility in the previous military jobs. For 
RSS, employment is commensurate with education in terms of responsibility. 
 
A trend in the predictors that is worth noting is that RSS were less likely to have the same or 
increased responsibility in their civilian jobs when their rank in the military was higher. Senior 
officers were 70% less likely to have the same or more responsibility in their post-separation civilian 
jobs, and this statistical relationship followed in the order of junior or warrant officer, then non-
commissioned officer. The GI Bill was also a predictor of less comparable responsibility in the 
civilian job as compared to the previous military job. These predictors follow the expected concept 
that those with high levels of responsibility, according to rank, will seek civilian positions that will 
seem comparably less like their previous job in terms of responsibility. Though serving in combat and 
having a disability rating were statistically associated with the outcome measure, the magnitude of 
their prediction of the outcome is low. 
 
The summary of predictors for RSS having the same or more responsibility is:  
 

• Education Level (+) 

• Rank (-) 

• GI Bill (-) 
 
Factors Related to Low Income 

To explain the findings in the Current Population Survey that RSS tend to have low family 
incomes (under $29,000) for up to eight years after the time they separated, a multivariate analysis of 
low wage earners (less than $29,000) from the 2007 EHS is provided in Exhibit 9. Total income was 
not measured as it is in the CPS, but low wages is a reasonable proxy for low income. 
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Exhibit 9. Model of Factors for Low Wages (Less than $29,000) in Recently Separated 
Servicemembers (n = 631) as Compared to Higher Wages ($29,000 or above) in Recently Separated 
Servicemembers (n = 1109), (Weighted Data). 
 

Factors Estimate SE Odds Ratio 

Received Montgomery GI Bill 0.4896 0.00948 1.632*** 

Bachelor Degree Before Separation -0.4709 0.0168 0.624*** 

Graduate Degree Before Separation -0.8389 0.0318 0.432*** 

Bachelor Degree After Separation -0.6300 0.0219 0.533*** 

Graduate Degree After Separation -1.3062 0.0460 0.271*** 

Disability Rated by VA or DOD 0.1574 0.00461 1.171*** 

Served in Combat Theater -0.1859 0.0101 0.830*** 

Non-Commissioned Officer -0.7675 0.0111 0.464*** 

Junior or Warrant Officer -1.8011 0.0280 0.165*** 

Senior Officer (greater then O4) -1.3178 0.0500 0.268*** 

Rural or Remote Community 0.4796 0.0105 1.615*** 
Note:  The logistic regression model statistically controls for age, gender, and race/ethnicity.  
Only respondents who worked since separation or discharge were asked the question about salary. SE = 
Standard Error; Significance levels: *10%; **5%; ***1%. 
Source:  2007 Employment Histories Survey 
 
Exhibit 9 illustrates that receiving the GI Bill and living in a rural or remote community are 
moderately strong predictors of RSS having a low income (less than $29,000) as compared to a 
higher income. Both factors indicated that RSS were about 60% more likely to be in low 
incomes. The predictors of not being in low income, which include college degrees and higher 
ranks, suggest that low income RSS tend to be enlisted personnel with less education. A slight 
elevation of likelihood for low income is seen for having a disability rating, and a slight decrease 
in likelihood is seen among RSS who have served in combat. It appears that to the extent that 
education prevents RSS from being in low income families, the education they receive either 
before or after separation is a benefit to their individual economics. This does not necessarily 
suggest that employment is commensurate to education. 
 
The summary of predictors for RSS being in low income is:  
 

• GI Bill (+) 

• Rural (+) 

• Rank (-) 

• Education Level (-) 
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Question 2: Have recently separated servicemembers 
received educational assistance or training and 
rehabilitation from VA?  

The VA estimate for RSS, those who have separated from active duty service since January 1, 1990, 
is 4,419,718. The population of 4.4 million RSS is predominantly enlisted (90.5%). Male enlisted 
represent 77.5% of RSS and female enlisted represent 13.0% of RSS. Male officers represent 8.0% of 
RSS and female officers represent 1.5% of RSS. A total of 10% of RSS are in reserve components. 
The majority of RSS have served in the Army (33.7%), followed by Navy (24.4%), Air Force 
(17.5%), Marines (12.6%) and non-defense services5 (1.5%). Exhibit 10 illustrates the percent of men 
and women by their branch of military service in defense services. 
 
Exhibit 10. Percent of Men and Women Recently Separated Servicemembers (RSS) by Branch 
of Military Service. 

 Source: VA Administrative Records 
 
All servicemembers who are within six months of separation may use the VA vocational and 
educational counseling services (Chapter 36) that support the development of personal strategies for 
career and educational choices. Disabled RSS who qualify with the VA may enroll in a training or 
education program through the Vocational Rehabilitation and Employment Program (Chapter 31). 
The RSS who have enrolled in the Chapter 31 program are 310,208, or 7.0% of RSS. A total of 
80,114 RSS have completed the program as either reaching their goal of suitable employment 
(76,794) or an independent living arrangement (3,320). This count is 25.8% of those who entered the 
program and 1.8% of the RSS population.  
 
The vocational rehabilitation program is independent of the education benefits offered through VA, 
so RSS may use both benefits. As of August 2007, the RSS who have used education tuition benefits 
through the Montgomery GI Bill (Chapter 30) total 1,180,262. The reservists who have used the 
                                                      
5  Non-defense personnel include Coast Guard and Public Health personnel.  
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newly created Reserve Educational Assistance Program (Chapter 1607) total 23,747. The total RSS 
who have used their education benefit is 1,204,009, or 27.2%. Since 1990, over 1.5 million 
applications were made to the Montgomery GI Bill Selected Reserve education program (Chapter 
1606) by reservists who were not activated for full time military service, except for training. These 
reservists can use the benefits while serving in a reserve unit; therefore, they are not separated 
servicemembers.  
 
2007 Employment Histories Survey: VA and DOL Assistance 

Receiving GI Bill benefits appears to be the most commonly used benefit among the 2007 EHS 
sample of RSS (see Exhibit 11). The percentage of RSS who report using the GI Bill in the survey 
(48.4%) is much larger than the percent of the total RSS population who have used this benefit since 
1990 (27.0%). This may indicate that those who are separating from the military in recent years are 
more likely to use the benefit than RSS who separated earlier. The Transition Assistance Program can 
be used by RSS as they process out of the military, so the reported use (28.7%) is lower than 
expected. RSS reported in the 2007 EHS that 4.1% of them have used the VA vocational 
rehabilitation program, which is less than the percent who have used it among all RSS (7.0%). The 
lower use of this program may be due to the timing of entering the program when it requires the 
completion of an adjudicated disability compensation claim through the VA.  
 
Exhibit 11. Percent of Recently Separated Servicemembers (RSS) Receiving Education or 
Training Assistance through VA or Department of Labor (DOL) Programs. 
 

Assistance Received Weighted Percent 

Montgomery GI Bill - VA 48.4 

Transition Assistance Program - DOL 28.7 

Veteran Education Assistance Program - VA 6.1 

Other Education/Training Assistance 4.7 

Vocational Rehabilitation - VA 4.1 

Disabled Transition Assistance Program - DOL 2.6 

One-Stop State Training Programs - DOL 2.2 

Disabled Veterans Outreach Program - DOL 0.5 
Source:  2007 Employment Histories Survey 
 
 
2007 Employment Histories Survey: Other Assistance 

The 2007 survey of RSS identified other sources of assistance received for education and 
assistance among RSS. Exhibit 12 summarizes these benefits in order of those most often used. 
Loans, Federal Pell Grants, and employer assistance ranked among the top three sources. 
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Exhibit 12. Percent of Recently Separated Servicemembers (RSS) Receiving Education or 
Training Assistance through Other Programs. 
 

Assistance Received Weighted Percent 

Loan to repay 5.2 

Federal Pell Grant 4.9 

Employer assistance 4.1 

School funding or remission 2.8 

State grant or scholarship 1.9 

Work study program 1.1 

Teaching or research assistantship 0.1 
Source:  2007 Employment Histories Survey 
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Question 3: Have transition assistance services 
provided to recently separated servicemembers 
assisted them in obtaining civilian employment? 

 
The Department of Labor offers RSS transition assistance through several information workshop or 
counseling programs (TAP, ACAP, or DTAP). Similarly, the VA offers many assistance programs, such 
as the GI Bill, VEAP, and Vocational Rehabilitation. According to the 2001 and 2003 CPS-V reporting of 
employment status, there appears to be no association between DOL programs and employment. Among 
RSS surveyed in earlier years (1989, 1991, 1993, 1995, 1997, 1999), the percent employed appeared less 
among those who used these programs (92.8%) than those who did not use them (94.1%).   
 
Analysis of the 2001 SIPP data revealed that 7.0% of RSS use VA-sponsored training to find a new 
job. In contrast, 29.0% of RSS use VA-sponsored training to improve their skills in an existing job. 
Of the RSS who used these benefits within 12 months of the 2001 SIPP interview, 22.5% reported 
they were presently unemployed, which is significantly higher than the 13.0% unemployed among 
RSS who did not use these benefits. The unemployment differences may be explained by the limited 
opportunity for RSS to connect to hiring managers while participating in their educational or training 
programs sponsored by VA. Of the RSS who use VA-sponsored training benefits, the most 
commonly reported occupation6 is managerial or professional services (24.9%), followed by sales or 
office staffing (19.8%), production or transportation (13.5%), construction or maintenance (11.5%), 
and protection services (7.5%). With regard to protection services, the 2000 Census identified that 
RSS are significantly more likely than their MCG to work in this occupation, by 3.7 percentage 
points. 
 
2007 Employment Histories Survey 

The 2007 EHS results demonstrate differences in employment status among those receiving 
assistance.  The significant differences were between full-time employed and unemployed for those 
who received the GI Bill and vocational rehabilitation (see Exhibit 13).  
 

                                                      
6  The occupations among RSS using VA sponsored training benefits are reported through the CPS-V, 1989-

1999.  
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Exhibit 13. Assistance received from VA or Department of Labor (DOL) Among RSS by 
Employment Status, (Unweighted Data). 
 

Assistance Received Self-
Employed Unemployed Full-

Time 
Part-
Time 

Montgomery GI Bill - VA 40.8 57.1 44.9 59.6 

Transition Assistance Program - DOL 16.3 26.2 26.7 28.1 

Veteran Education Assistance Program - VA 7.1 5.9 7.0 7.5 

Vocational Rehabilitation - VA 3.1 8.0 3.5 5.5 

Disabled Transition Assistance Program - DOL 2.0 3.4 2.5 0.7 

One-Stop State Training Programs - DOL 3.1 3.4 2.0 1.4 

Disabled Veterans Outreach Program - DOL 0.0 0.6 0.8 0.7 
Source:  2007 Employment Histories Survey 
 
 
Factors Related to Employment 

The following multivariate analysis on employment hours predicts the likelihood of RSS in the 2007 
survey working at least 20 hours a week compared to less than 20 hours a week (see Exhibit 14).   
 
Exhibit 14. Model of Factors for Recently Separated Servicemembers Employed at Least 20 
Hours a Week (n = 1763) Compared to Recently Separated Servicemembers (n = 160) 
Employed Less than 20 Hours a Week, (Weighted Data). 
 

Factors Estimate SE Odds Ratio 

Received Montgomery GI Bill -0.6217 0.0154 0.537*** 

Disability Rated by VA or DOD -0.4577 0.00624 0.633*** 

Served in Combat Theater -0.0285 0.0160  0.972* 

Non-Commissioned Officer 0.3446 0.0182 1.411*** 

Junior or Warrant Officer 0.7628 0.0415 2.144*** 

Senior Officer (greater then O4) -0.2070 0.0519 0.813*** 

Rural or Remote Community -0.3645 0.0162 0.695*** 
Note:  The logistic regression model statistically controls for age, gender, race/ethnicity, and education 
before and after separation. SE = Standard Error; Significance levels: *10%; **5%; ***1%. 
Source:  2007 Employment Histories Survey 
 
Controlling for age, gender, race, and education, predictors of employment, that is at least 20 hours 
per week, were strongest for junior or warrant officers. These RSS were 2 times more likely than 
other RSS to be employed by this definition. The employment among RSS was elevated by 40% for 
those who are non-commissioned officers. The predictor of interest, GI Bill, as the leading transition 
assistance service, was not a positive predictor of employment. RSS having received the GI Bill were 
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almost half as likely to be employed at least 20 hours a week. A moderate decrease in being employed 
was predicted by having received a disability rating and living in a rural or remote community.  
 
The summary of predictors for RSS being employed is:  
 

• Rank, but not senior officers (+) 

• GI Bill (-) 

• Disability (-) 

• Rural (-) 
 
Factors Related to Self-Employment 

Self-employment is another goal of many assistance programs. A multivariate model predicting self-
employment among RSS in the 2007 EHS is presented in Exhibit 15. The model predicts the 
likelihood of an RSS being self-employed, as compared to all others. While several predictors are 
significant in the model, only living in a rural or remote community is a strong predictor of self-
employment. Rural RSS were roughly 70% more likely to be self-employed. A decrease in the 
likelihood of being self-employed exists among RSS who were senior or non-commissioned officers 
or disabled.  
 
Exhibit 15. Model of Factors for Self-Employed Recently Separated Servicemembers (n = 97) 
Compared to Non-Self-Employed Recently Separated Servicemembers (n = 1826), (Weighted 
Data). 
 

Factors Estimate SE Odds Ratio 

Received Montgomery GI Bill -0.1936 0.0178 0.824*** 

Disability Rated by VA or DOD -0.3181 0.0106 0.728*** 

Served in Combat Theater 0.0585 0.0196 1.060*** 

Non-Commissioned Officer -0.2667 0.0226 0.766*** 

Junior or Warrant Officer -0.0559 0.0386      0.946 

Senior Officer (greater then O4) -0.3428 0.0582 0.710*** 

Rural or Remote Community 0.5149 0.0181 1.674*** 
Note:  The logistic regression model statistically controls for age, gender, race/ethnicity, and education 
before and after separation. SE = Standard Error; Significance levels: *10%; **5%; ***1%. 
Source:  2007 Employment Histories Survey 
 
The summary of predictors for RSS being self- employed is:  
 

• Rural (+) 

• Rank, but not junior officers (-) 

• Disability (-) 
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Question 4: What are the trends in hiring veterans 
by the private sector? 

Census 2000 data indicates that most RSS work in the private sector, either for a private company 
(61.9%) or as self-employed (4.1%); however, as compared to their MCG, they are significantly more 
likely to work in the government sector by 9.5 percentage points (see Exhibit 16). Census 2000 
identified that RSS are significantly less likely than their MCG to work in a private company or be 
self-employed. Similar patterns of employment were identified in the 2001 SIPP. The SIPP also 
identifies those who work in non-profit organizations; RSS were significantly more likely than their 
MCG to work among these organizations by 1.1 percentage points.  
 
Exhibit 16. Percent of Recently Separated Servicemembers (RSS) and their Matched Comparison 
Group (MCG) in Sectors of Employment, (Weighted Data). 
 

Sector RSS MCG Difference 

Private Company 61.9 65.2 -3.3*** 

Government 19.5 10.0 9.5*** 
Self-Employed 4.1 8.6 -4.5*** 
Significance levels: *10%; **5%; ***1%. 
Source:  Census 2000 
 
In recent years, the Current Population Survey – Demographic Supplement (CPS-D) identifies a 
significant change in the pattern of RSS who are employed in the private sector, both in private 
companies and self-employed. Since 1990, the percent of RSS and their matched peers who are 
employed by a private company has rapidly dropped, with a statistically significant gap emerging 
between the RSS and MCG in recent years (see Exhibit 17). As of the most recent data in the CPS-D 
(2005-2006), only 52.0% of RSS are working for private companies, a large drop from the 62.4% of 
RSS who work in private companies in the 1990-1991 CPS-D. Percentages of RSS working in both 
private and public sectors have decreased over time. 
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Exhibit 17. Employment Sector Trends for Employment in Private Companies among Recently 
Separated Servicemembers (RSS) and their Matched Comparison Group (MCG).  
 

 Source: Current Population Survey – Demographic Supplement, 1990-2006 
 
Exhibit 18 illustrates the pattern for self-employed workers, which has not changed much since 1990, 
but the gap between RSS and their matched peers has increased, with RSS being significantly less 
represented in this sector than the MCG in recent years, by 3.9 percentage points. The RSS working 
as self-employed has dropped from 12.6% in the 1990-1991 CPS-D to 10.3% in the 2005-2006 CPS-
D. 
 
Exhibit 18. Employment Sector Trends for Self-Employment among Recently Separated 
Servicemembers (RSS) and their Matched Comparison Group (MCG).  

    Source: Current Population Survey – Demographic Supplement, 1990-2006 
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2007 Employment Histories Survey 

The 2007 EHS identified that 55.7% of RSS work in the private sector, while 36.2% of RSS work in 
the public sector. Notable trends in these data include the tendency for those with college degrees and 
those who were officers in the military to work in the public sector.  
 
Factors Related to Employment in Private Sector 

Exhibit 19 presents the multivariate analysis predicting RSS working in the private sector compared with 
those working in the public sector.  While all of the factors in the model have statistically significant 
relationships with the sector of work (in this case all predicting not working in the private sector), they are 
not all strong predictors. Controlling for age, gender, and race, RSS who completed a graduate degree 
before separation were roughly 60% less likely to work in the private sector.  
 
Exhibit 19. Model of Factors for Recently Separated Servicemembers (n = 1069) Working in the 
Private Sector Compared with Recently Separated Servicemembers (n = 705) Working in the 
Public Sector, (Weighted Data). 
 

Factors Estimate SE Odds Ratio 

Received Montgomery GI Bill -0.2587 0.00905 0.772*** 

Bachelor Degree Before Separation -0.4623 0.0136 0.630*** 

Graduate Degree Before Separation -0.9210 0.0227 0.398*** 

Bachelor Degree After Separation -0.4170 0.0195 0.659*** 

Graduate Degree After Separation -0.1280 0.0286 0.880*** 

Disability Rated by VA or DOD -0.0431 0.00451 0.958*** 

Served in Combat Theater -0.0550 0.00987 0.947*** 

Non-Commissioned Officer -0.6252 0.0113 0.535*** 

Junior or Warrant Officer -0.5287 0.0196 0.589*** 

Senior Officer (greater then O4) -0.5367 0.0314 0.585*** 

Rural or Remote Community -0.1160 0.0102 0.890*** 
Note:  The logistic regression model statistically controls for age, gender, and race/ethnicity.  
Public sector constitutes a government organization, including Armed Forces and self-employed.  Private sector 
constitutes a private, for profit, company and a non-profit organization, including tax exempt and charitable 
organizations. Only respondents who worked since separation or discharge were asked the question about 
working sectors. SE = Standard Error; Significance levels: *10%; **5%; ***1%. 
Source:  2007 Employment Histories Survey 
 
The consistent finding for rank suggests that RSS who were enlisted personnel in the military (not NCOs) 
were likely to work in the private sector. A slight decrease in likelihood of working in the private sector is 
predicted by those RSS who have college degrees. The findings suggest that the private sector is not 
readily employing the RSS with management experience from the military or RSS with college education. 
Neither the receipt of a disability rating nor having served in combat differentiated sector of work.   
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The summary of predictors for RSS being employed in the private sector is:  
 

• Education (-) 

• Rank (-) 
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Question 5: Who are the recently separated 
servicemembers who have reached senior level 
management positions? 

Achieving senior management status is an indication of both socio-economic status and the level at which 
employers utilize the management experience achieved among RSS during their military service. Senior 
level management is not measured directly in any of the national datasets included in this study. We 
created a proxy measure of senior management by selecting those occupations that are in management 
professions, such as legislators, and those classified as managers within specific trades and above the 
median income of their counterparts in the same classification. 
 
Exhibit 20 illustrates that, according to the 2000 Census, significantly less RSS are in senior 
management positions (6.3%) than their MCG (8.5%). The 2001 SIPP data identify an even larger 
gap, with 13.0% of RSS and 16.6% of their MCG achieve senior management positions. The CPS-D 
identified lower percentages of RSS in senior management positions, with 4.2% in 1990-1991, 3.8% 
in 1995-1996, 5.0% in 2000-2001, and 4.9% in 2005-2006, and all were significantly lower 
percentages than their MCG in the respective years. 
 
Exhibit 20. Senior Management Positions (Proxy Measure) Held by Recently Separated 
Servicemembers (RSS) and their Matched Comparison Group (MCG), (Weighted Data).  
 

Survey RSS MCG Difference 

2000 Census (N = 28,372) 6.3 8.5 -2.2*** 
2001 SIPP (N = 657) 13.0 16.6 -3.6*** 

Significance levels: *10%; **5%; ***1%. 
 
Exhibit 21 illustrates the significant differences in achieving senior management positions 
between RSS and their MCG, among the sub-samples of those with college degrees. The 
relatively lower achievement among RSS who have completed their college education is an 
indication that the process of career readiness after separation is affected by conditions other then 
college education alone. 
 
Exhibit 21. Senior Management Positions (Proxy Measure) Held by Recently Separated 
Servicemembers (RSS) and their Matched Comparison Group (MCG) among those with 
College Degrees, (Weighted Data).  
 

Survey RSS MCG Difference 

2000 Census (N = 3,656) 10.9 17.0 -6.1*** 

2001 SIPP (N = 96) 12.1 23.6 -11.51a 

Note:  a Small sample size precluded significance testing.  Significance levels: *10%; **5%; ***1%.   
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2007 Employment Histories Survey 

The RSS who participated in the 2007 EHS reported their supervision of employees and their 
management level as either senior management, middle management or supervisory. Of these RSS, 
25.7% have employees that report to them, 8.5% identify themselves as middle managers, and 4.7% 
identify themselves as senior managers. The RSS with higher education tended to supervise more 
people and be in higher levels of management. 
 
Factors Related to Senior Management  

The following multivariate analysis on management roles predicts the likelihood of RSS in the EHS 
sample being in senior management positions, compared to middle management or other supervisor 
roles (see Exhibit 22).      
 
Exhibit 22. Model of Factors for Recently Separated Servicemembers Working in Senior 
Management (n = 84) Compared to those Working in Middle Management and Supervisor 
Roles (n = 410), (Weighted Data). 
 

Factors Estimate SE Odds Ratio 

Received Montgomery GI Bill -0.4947 0.0229 0.61*** 

Bachelor Degree Before Separation -0.2001 0.0323 0.82*** 

Graduate Degree Before Separation 1.2471 0.0425 3.48*** 

Bachelor Degree After Separation -0.1401 0.0617 0.87** 

Graduate Degree After Separation 0.0259 0.0658 1.03 

Disability Rated by VA or DOD -0.4300 0.0135 0.65*** 

Served in Combat Theater -0.0796 0.0248 0.92*** 

Non-Commissioned Officer 0.6520 0.0319 1.92*** 

Junior or Warrant Officer 0.9974 0.0459 2.7*** 

Senior Officer (greater then O4) 1.6331 0.0577 5.12*** 

Rural or Remote Community -0.3322 0.0296 0.72*** 
Note:  The logistic regression model statistically controls for age, gender, and race/ethnicity.  
Only respondents who indicated that they supervised people were asked the question related to management 
status. SE = Standard Error; Significance levels: *10%; **5%; ***1%. 
Source:  2007 Employment Histories Survey 
 
The model identifies that RSS in senior management positions, as compared to middle management 
or other supervisor roles, are 5 times more likely to have been senior officers and 3.5 times more 
likely to have completed a graduate degree before separation. Junior or warrant officers are over 2.5 
times likely to be senior managers, and non-commissioned officers are almost 2 times more likely. 
The order of relevant factors that are significantly not associated with being a senior manager are 
using the GI Bill, having a disability rating, living in a rural or remote community, and completing a 
bachelor degree after separation. RSS who use the GI Bill or who had a disability rating were about 
40% less likely to become senior mangers. 
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The summary of predictors for RSS being senior managers is:  
 

• Rank (+) 

• Education (+) 

• GI Bill (-) 

• Disability (-) 
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Question 6: How might establishing networks of 
contacts improve private sector employment 
opportunities for recently separated 
servicemembers? 

The scope of career networks ranges from independent individuals operating their own network of 
contacts to formal networking strategies operated by professional organizations on behalf of their 
members. A consistent method in these networks is the use of peer-to-peer contacts. The concept is based 
on the idea that those who one knows personally or those who share an affinity are more likely to assist in 
the connection to a hidden job. The qualitative interviews revealed a strong preference for the use of peer-
to-peer networks, especially the use of multiple networks across affinities and interests.  
 
Managers of affinity groups who promoted such networks emphasized the need of members to 
actively use the networks to secure job interviews in their targeted corporations. The activities include 
researching the corporations of interest, identifying who in the network is associated with the 
corporation, and tracking contact efforts in the pursuit of creating job interviews.  
 
Interviewees identified resources that can help improve the effective use of networks, including:  

• a searchable database of members,  

• associated employment training and job fairs,  

• active outreach to potential members by affinity, and  

• aligned social and business communications to strengthen affinity among members.  
 

Affinity is a critical component in that it is the emotional tie to the network. The belief is that a 
member of the network wants to work for or work with a like member.  
 
There are limitations in networking as a means of accessing quality, hidden jobs (estimates were as 
high as 80% of positions are hidden):  
 

(1) First, networks do not necessarily make connections to hiring managers. Reaching into a 
corporation and connecting to the person who will advocate for the candidate is necessary for 
successful employment. Networking organizations encourage their members who are employed 
to market their network to the human resource office of their respective corporations. 

(2) Second, mentoring is a valuable aspect of career mobility that is not easy to facilitate through 
a network. Mentors tend to want to select the person they mentor, rather than be approached 
through a social networking system. 

(3) Third, low membership in a network affects the attractiveness to the network. Networking 
organizations make it their goal to recruit all of their potential members into the network as 
early as possible. In the case of alumni organizations, some will include all alums until they 
opt out of the organization. 



 
 

Abt Associates Inc. Employment Histories Report – Final Compilation 29 

(4) Fourth, networks can become saturated with activities that are distractions away from career 
connections. The social aspect of a network can become the dominant function, which then 
discourages job seekers from using the network for professional goals. 

 
2007 Employment Histories Survey 

EHS data indicate that 39.0% of RSS reported that they used personal or professional 
contacts/networks to find a job. Exhibit 23 illustrates that the only source people reported using more 
than networks was the Internet (51.2%). 
 
Exhibit 23. Sources of Employment Information by Percent of Recent Separated 
Servicemembers (RSS) Using Them. 
 

Employment Sources Weighted Percent 

Internet job searches 51.2 

Personal, professional contacts, or networks 39.0 

Newspaper or help-wanted ads 36.7 

Federal job listings 34.3 

Job fairs 23.6 

State employment agency 21.3 

Private employment agency 16.6 

College or university schools 15.1 

Job services or veteran representatives 8.4 

State rehabilitation agency 3.3 

Small Business Administration 5.5 
Source:  2007 Employment Histories Survey 
 
No differences existed between race, gender and age among people who reported using networks to 
find a job. There were, however, differences among people who lived in various regions of the 
country, with individuals in the South and West reporting that they used networks more than RSS in 
other regions. People who fought in combat reported using networks more than people who were not 
in combat, and more disabled RSS reported using networks less than less disabled RSS. 
 
Data from interviews suggests that a robust network function could enhance and promote the 
employability of RSS through connections with peers. Survey findings support this, indicating that 
social networks and the use of the Internet resonate with RSS.  On-line networks may provide RSS 
with opportunities to which they otherwise would not be privy.   
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Question 7: How might the promotion of the merits 
of recently separated servicemembers to business 
leaders improve private sector employment 
opportunities? 

Private sector interviewees in the qualitative study consistently communicated both positive and 
negative perceptions about RSS as potential job candidates. These perceptions were based on both 
personal experience with RSS and general opinions based on the “brand” of RSS. In order to promote 
the merits of RSS to business leaders, the brand will need to emphasize the positive attributes and 
correct misconceived negative attributes. These attributes are listed in Exhibit 24.   
 
Exhibit 24. Positive and Negative Attributes of Recently Separated Servicemembers Provided 
by Private Sector Employment Experts. 
 

Positive Attributes Negative Attributes 

Leadership Inflexibility 

Work ethic Rigidity 

Reliability Behavior limited to taking orders 

Discipline Lack higher education 

Maturity Lack creativity 

Team players Lack specific business knowledge 

Integrity Lack business and financial skills 

Problem solvers Risk of  PTSD 

Project management skills Risk of the effects of combat 
 
Interviewees indicated that the most valuable positive attribute was integrity, especially in positions where 
the employee is responsible for finances. The consistent concerns with RSS as candidates are that (1) they 
cannot demonstrate business aptitude based on past experiences and (2) they are not ready to quickly 
contribute to the profit-making environment. As a result, RSS are not perceived as having the ability to 
contribute swiftly nor significantly to corporate profitability.  
 
Successful promoting of RSS to business leaders will depend on how such promotion fits the 
process of RSS to achieve career readiness in terms of demonstrating aptitude and preparing for 
profit-oriented work. The current brand applied to the RSS workforce may be justified, in part, 
because servicemembers do perform their duties within tightly defined skills sets and are not 
working towards creating a profit. Redefining the brand will require attention to: 
 

(1) the positive attributes that convey valuable potential as an employee,  

(2) opportunities for business-oriented training through veterans’ education benefits, and  
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(3) translation of operational thinking and execution from military missions to business 
objectives, for both the RSS and the message to employers.  

 
The group of marketing experts agreed that a public relations and educational campaign would 
benefit the hiring prospects of RSS. They noted that the campaign would require some “product 
differentiation” because of the variety of candidates within the RSS workforce and the differences in 
talent acquisition strategies across industries. They also suggested the use of case examples of 
servicemembers who had demonstrated successful career transitions into the private sector.  
 
2007 Employment Histories Survey 

The 2007 EHS data indicate that the profile of RSS workers is varied when looking at grade 
separation, region and educational attainment7. It is important to consider the profile of the workforce 
when targeting market campaigns and determining how best to serve the population. Understanding 
the make-up of the population will better help policymakers and researchers create and implement 
policies surrounding employment of RSS. 
 
Exhibit 25 provides a workforce description by occupation and grade of separation as an indication of 
management experience. Across all occupations, there is representation at most experience levels. In 
general, there are very few senior officers in labor occupations such as building and ground 
maintenance and construction. Of those senior officers, 18.9% are in management, 18.9% in 
healthcare practices, and 11.3% are in the legal field. No senior officers are in arts and entertainment, 
health care support, the food industry, buildings and ground maintenance, personal care services, 
office and administrative support, farming, construction or production. We see diverse management 
levels in major industries, such as architecture and engineering, business, computers, healthcare, 
management, and transportation. 
 
Exhibit 25. Occupation by Grade Separation, (Weighted Percentages). 
 

Occupation Enlisted NCO Junior/Warrant 
Officer 

Senior 
Officer 

Architecture or Engineering 2.3 3.5 7.6 5.7 

Arts, Media, Design, or Sports 2.3 1.0 1.0 0.0 

Building Cleaning or Maintenance 1.4 2.1 1.0 0.0 

Business or Financial 3.7 3.8 7.6 7.6 

Community or Social Service 1.1 1.1 1.3 1.9 

Computer  3.5 4.9 5.0 1.9 

Construction or Extraction 8.9 6.2 5.0 0.0 

Education, Training, or Library 1.1 3.4 6.3 7.6 

Farming, Fishing, or Forestry 1.4 1.0 0.0 0.0 

                                                      
7  See Appendix C for a full description of the occupation codes. 
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Occupation Enlisted NCO Junior/Warrant 
Officer 

Senior 
Officer 

Food Preparation and Service 5.6 2.0 0.0 0.0 

Healthcare Practice or Technology 2.8 3.1 7.6 18.9 

Healthcare Support 1.4 1.6 3.1 0.0 

Installation, Maintenance, or Repair  10.8 14.1 1.9 1.9 

Legal 0.0 0.5 3.8 11.3 

Management 4.9 7.1 13.2 18.9 

Office and Administrative 5.8 6.5 3.8 0.0 

Personal Care or Services 1.9 1.0 1.3 0.0 

Physical or Social Science 1.2 1.3 1.0 3.8 

Production 5.8 4.5 1.0 0.0 

Protective Services 14.0 14.4 13.8 3.8 

Sales  8.6 5.1 2.5 1.9 

Transportation or Moving 8.7 8.4 8.2 7.6 
Source:  2007 Employment Histories Survey 
 
It is interesting to note that protective services is continuously among the most popular occupations 
reported by all RSS with the exception of senior officers. Installation and maintenance repair was also 
a popular occupation held by enlisted and NCO RSS. Management positions and health care practices 
were popular among officers. 
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Question 8: What methods of communication 
between private sector employers and recently 
separated servicemembers may improve 
employment opportunities? 

Enhancing communication between RSS and private sector employers will require attention to the 
best practices identified by the hiring managers. In the qualitative interviews, the general consensus 
among the executives was that there were no known mechanisms for finding qualified RSS. 
Furthermore, the expectation was that the best candidates would be vetted and channeled to the 
corporate hiring managers, and the candidates would be prepared for the interview process. This 
expectation was consistently expressed as the ideal method for connecting candidates to the hidden 
job market. An alternative method that was often mentioned was the use of on-line search engines, 
such as Monster.com or CareerBuilder.com. Some interviewees expressed a lack of confidence in 
these methods because they were options for those candidates who were unable to successfully 
connect to the hiring managers directly or through vetting channels.  
 
Interviews with managers of networking organizations, such as alumni or affinity groups, revealed that 
both of the above practices (vetting channels and on-line services) are utilized. The organizations that were 
actively supporting talent acquisition for corporations would qualify the candidate’s fit to the corporation, 
prepare the candidate for the corporation’s expectations, and then connect the candidate directly to the 
hiring manager. Hiring managers expressed a desire for this method because it accelerated the speed at 
which they could find and place successful employees. Networking organizations also used on-line search 
engines, but many of these were proprietary systems that could only be used by their members and 
searched by hiring managers who paid for access to the candidate profiles. Organizations promoted the 
search engines to corporations through job fairs and directly to their network of hiring managers, some of 
whom were affiliated to the networking organization as alums.  
 
The communication methods used by networking organizations varied by the scope of candidates that 
they represented. In general, a portfolio of candidates by areas of expertise and levels of management 
experience were conveyed to hiring managers. The portfolio may be as broad as an on-line search 
engine where these attributes could be identified through searches, or as narrow as a slate of 
individuals that fit a particular workforce strategy in a single corporation. The Chambers of 
Commerce executives expressed a need for a well-organized portfolio of the RSS workforce that they 
could distribute to their member companies.  
 
Throughout the qualitative study, participants were asked about their experience using any of the state 
veteran representatives funded through the Department of Labor. The participants were unaware of 
these representatives. 
 
2007 Employment Histories Survey 

Of the sources RSS use to find employment information, survey data indicate that 51.2% of RSS 
utilize the Internet, more so than any other source. Among the sources asked about, this source was 
reported as being used the most. A closer look at who uses the Internet suggests that differences exist 
among users. We found that: 
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• More male RSS tend to use the Internet than female RSS; 

• Younger RSS use the Internet more than older RSS; 

• RSS in the South and West tend to use the Internet more than RSS in other regions; 

• Individuals who served in combat appear to use the Internet more than RSS who did not serve 
in combat; 

• Less disabled RSS use the Internet more than more disabled RSS; 

• NCO and enlisted RSS appear to use the Internet more than officers. 
 
No differences existed between racial/ethnic groups and the use of the Internet.  
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Conclusions 

Career readiness after separation is a concern for many.  Historically, servicemembers prepared for 
civilian careers by participating in workshops at the time of separation from active duty (e.g., 
Transition Assistance Program (TAP)). The effects of this and other forms of preparation have largely 
been unknown. In response to Public Law 108-454, we completed two studies that provide a baseline 
description of what servicemembers have experienced in the civilian workforce and may experience 
in the future. The studies examined the perspectives of hiring managers in private sector businesses 
and the employment histories of recently separated servicemembers.  This report provides insights 
into questions specified by Public Law 108-454.  The questions are as follows: 
 

1. Is the employment obtained by recently separated servicemembers commensurate with 
training and education of those servicemembers? 

2. Have recently separated servicemembers received educational assistance or training and 
rehabilitation from VA? 

3. Have transition assistance services provided to recently separated servicemembers assisted 
them in obtaining civilian employment? 

4. What are the trends in hiring veterans by the private sector? 

5. Who are the recently separated servicemembers who have reached senior level management 
positions? 

6. How might establishing networks of contacts improve private sector employment 
opportunities for recently separated servicemembers? 

7. How might the promotion of the merits of recently separated servicemembers to business 
leaders improve private sector employment opportunities? 

8. What methods of communication between private sector employers and recently separated 
servicemembers may improve employment opportunities? 

 
National datasets were examined to provide a baseline of employment experience and outcomes, and 
to highlight information gaps that needed to be filled by the new survey. As a whole, the national 
datasets suggest that RSS have had difficulties in finding their first civilian job within the first two 
years after separation. As compared to their peers with the same educational attainment and 
demographic characteristics, RSS were more likely to earn lower wages, especially among the 
college-educated. Furthermore, RSS were more likely to be in low income families within the eight 
years following separation.  
 
Based on the findings from the review of the national datasets and discussions with stakeholders, an 
Employment Histories Survey (EHS) was designed and conducted. The 2007 EHS analyses looks at 
various economic and employment outcomes such as wages; responsibility on the job; assistance 
received; employment status, including self-employment, and work in the public and private sector; 
and management roles to expand on the knowledge related to employment histories of RSS and to 
respond to the Public Law. While these indicators cannot predict career achievement, they can be 
indicators of career readiness, which may ultimately affect career employment and achievement.  
 
Findings from the 2007 EHS, in many cases, mimic findings from the synthesis analysis while also 
providing more direct information related to the aforementioned questions asked by Congress related to 
various factors of employment (for additional data related to the 2007 EHS, refer to Appendix D). 
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Based on the findings, we see patterns in variables that help explain certain outcomes. Exhibit 26 
presents specific employment and economic outcomes by various explanatory factors. 
 
Exhibit 26. Employment and Economic Outcomes of Recently Separated Servicemembers by 
Explanatory Factors. 
 
  

Education Level
 

Rank 
 

Rural 
 

GI Bill 
 

Disability

Wages  
+ 

(not Jr. or 
Warrant Officer) 

– –  

Responsibility Civilian Job + –  –  

Low Income – – + +  

Employed 20 hrs/week  
+ 

(not Sr. Officer) 
– – – 

Self-Employed  
_ 

(not Jr. Officer) 
+  – 

Private Sector – –    

Senior Management + +  – – 
Note: +/- indicates the direction of the relationship. 
Source:  2007 Employment Histories Survey 
 
We found that RSS who separated with higher ranks tended to have higher wages, while those receiving 
the GI Bill and living in rural areas were less likely to have higher wages. Although education was not a 
significant factor in predicting wages, it was a strong predictor of responsibility staying the same or 
increasing in a civilian job relative to one’s military occupation. RSS who have obtained a graduate 
degree were more likely to have the same or more responsibility in their civilian job, suggesting that 
employment is commensurate with education in terms of responsibility. Again, the GI Bill was a strong 
outcome predictor, indicating that those receiving the GI Bill had less comparable responsibility in their 
civilian job compared to their military job.  Living in rural communities and receiving the GI Bill were 
predictors of having a low income (less than $29,000) while rank and education level were predictors of 
not having a low income. Furthermore, RSS receiving the GI Bill were almost half as likely to be 
employed at least 20 hours a week. While the GI Bill appears to be a predictor of not having a high 
wage, having less responsibility, having a low income, and working fewer hours, almost half of RSS 
(48.4%) receive the GI Bill, followed by the TAP (28.7%).   
 
Similar to the 2000 Census data, we found that more RSS work in the private sector compared to the 
public sector. RSS who completed a graduate degree before separation were about 40% less likely to 
work in the public sector, suggesting that education may be related to the sector in which one works.  
Education is a strong predictor of management roles, with RSS in senior management positions 
compared to middle management or supervisory roles being 3.5 times more likely to have completed 
a graduate degree before separation.  Rank was also a strong predictor of management with senior 
officers being 5 times more likely to be in senior management positions.   
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These finding suggest that challenges exist for RSS related to employment. The employment 
readiness of RSS seems to be lacking. Challenges appear to be greater for RSS receiving the GI Bill, 
living in more rural areas, being a lower rank, and having less education.  These RSS appear to be 
less likely to obtain high wages, obtain jobs with the same or more responsibility, obtain management 
positions and work more than 20 hours a week. This could be explained by conditions such as being 
in school or in rural areas. The Synthesis Analysis showed differences among RSS compared to MCG 
on employment and economic outcomes and the results from the 2007 EHS indicate that difficulties 
may exist for certain RSS related to specific employment and economic outcomes. These concerns 
were reiterated during the branding interviews which focused on marketing and branding RSS.   
 
The marketability of servicemembers is dependent on their training and how well it matches the 
interests of potential employers. Even those who continue their education and training with the intent 
of being more marketable may not be prepared to access desired careers. The human resource officers 
who said they have interviewed military veterans in the past reported that these candidates were not 
prepared to market themselves to the business environment—they did not seem to understand the 
culture and expectations; thus were not career ready.  
 
After serving in the military for a few years, it is unlikely that servicemembers have developed the 
opportunities to access quality careers through networks and mentors. The Internet appeared to be the 
most common source RSS used for employment information. Interviews with private sector hiring 
mangers and talent acquisition specialists revealed that a majority of the high-quality careers are 
hidden opportunities that require direct channels of access. Both groups revealed that they rely 
heavily on sources that can qualify the business value of candidates and then prepare them for 
successful interviews, much like what is provided by the alumni associations of military service 
academies. Although on-line affinity networks have become popular for the military (e.g., 
Military.com), these are not on par with the comprehensive network programs operated by top-tier 
alumni and talent acquisition organizations. Enhancing and promoting networks among 
servicemembers could foster communication and the sharing of information among servicemembers 
which could potentially result in greater visibility of servicemembers and expanded employment 
opportunities. In addition, these networks could be shared with prospective employers providing them 
with an easy mechanism for outreach to separated servicemembers. This is important given we 
learned that many companies are unaware of where to locate separated servicemembers.   
  
As Operations Enduring Freedom and Iraqi Freedom heighten the interest and desire of the country, 
the Congress, and Federal agencies to ensure the successful transition of service men and women into 
civilian employment after their separation from military service, the Federal government may need to 
reevaluate how it serves the needs of returning servicemembers. The responsibilities of the Federal 
government or partnerships with the Federal government may have to change to ensure successful 
transition processes in all servicemembers. Transitioning back into civilian employment, education, 
and/or training after completing military service can be challenging for some military personnel and 
may be different for different veteran cohorts and types.  
 
Recently, the military has worked on assisting servicemembers in completing and translating their skills 
to match equivalent civilian job descriptions; however, training for marketability may require much 
more preparation than having the ability to improve a resume. Employers are seeking candidates with 
business insight and leadership. While these qualities may exist in many servicemembers, they need to 
be calibrated or enhanced for sale to civilian business employers. We found that many employers are 
unaware of the skills separated servicemembers possess. For example, few understood that today’s 
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military is highly technological, and that a large number of separated servicemembers have valuable 
technology and information technology skills. In order to help improve veterans’ employment 
prospects, the federal government and other partnerships should consider contracting with a private 
sector marketing entity to design and execute a targeted marketing strategy – based upon proven 
consumer branding techniques – to help veterans overcome barriers to employment. 
 
Preparation for career readiness may also require guidance and coaching from multiple sources that 
have knowledge about opportunities and are already working in companies that may appeal to the 
servicemember. Education and training programs, such as the GI Bill, may need to be redesigned to 
maximize the transfer value of military experiences and enable internships and contract work that 
connects servicemembers to career opportunities. The use of the Internet as a source of employment 
information may need to be further exploited as well as the creation of an on-line network. These 
steps may help improve the career readiness of RSS and ultimately the employment histories of RSS. 
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Appendix A 
 
Throughout the course of seven corporate site visits and six peer-to-peer consultations, interviews were 
conducted with senior executives, talent acquisition managers, human resources directors, and 
recruiters at companies that combined employ over 500,000 people and generate more than $250 
billion in annual revenues.  In addition, three branding and marketing summits were held with eight 
national leaders in the fields of advertising and public relations. 
 
Corporate Site Visits 

The seven companies chosen for the corporate site visits provide a representative snapshot of 
corporate America. Companies were selected to ensure a diverse representation of various sectors in 
the economy. Companies that were among the leaders in their respective sectors or fields were 
preferred. In addition, companies were chosen to represent a balance of companies; some had 
reputations for taking pro-active actions related to veterans’ employment, while others did not have 
any particular reputation related to veterans’ employment. 
 
Exhibit 1. Corporate Site Visit Company Profiles 

 
Industry 

Estimated 
Employees 

Annual Revenues 
Billions 

Number of 
Participants 

A Customer Service Over 10,000 $1 Billion 12 

B Insurance Over 25,000 $25 Billion 9 

C Banking Over 25,000 $5 Billion 10 

D Industrial Manufacturing Over 250,000 $150 Billion 16 

E Food and Beverage Over 100,000 $25 Billion 2 

F Entertainment Over 10,000 $10 Billion 5 

G Consumer Products Over 25,000 $10 Billion 2 
 
 
Peer-to-Peer Consultations 

The six organizations and institutions chosen represent a cross section of traditional college alumni 
organizations as well as other non-traditional peer-to-peer organizations. Organizations were 
primarily chosen due to their reputation as having the finest peer-to-peer networks among their 
institutional peers.  
 
Exhibit 2. Peer-to-Peer Consultation Organization Profiles 

 
Industry Estimated Alumni 

Number of 
Participants 

A Online Community Over 250,000 2 

B Public University Over 100,000 1 

C Business School Over 25,000 3 

D Minority Educational Foundation Over 100 1 

E Law School Over 25,000 2 

F Military Educational Institution Over 50,000 1 
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Branding and Marketing Summits 

The branding and marketing experts chosen to participate in the Branding and Marketing Summits were 
selected based upon their expertise in the areas of branding, marketing, advertising, and public relations. 
The group was also selected with a goal of providing a balanced group in terms of diversity. 
 
Exhibit 3. Branding and Marketing Summit Participant Profiles 

 
Title Industry 

Years of  
Experience 

A Marketing Executive Consumer Products and Financial Services Over 25 

B Marketing Executive Consumer Products Over 20 

C Marketing Executive Manufacturing 25 

D Marketing Research Specialist Telecommunications Over 20 

E Marketing Consultant Information Technology Over 25 

F Advertising and Marketing Consultant Advertising 15 

G Senior Advertising Executive Advertising Over 20 

H Public Relations Consultant Public Relations Over 30 
 


