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Executive Summary

Despite the gloomy national labor market situation, the college segment of the market is poised to
rebound this year. While overall hiring across all degrees is expected to increase 3%, hiring at the
Bachelor’s level is expected to surge by 10% according to the 4,600 employers who responded
to Michigan State University’'s Recruiting Trends 2010-2011 survey. Led by upturns in hiring in
manufacturing, professional and scientific services, the federal government, and large commercial
banks, the Bachelor's market will enjoy its first expansion in two years. With this good news comes
a word of caution. This step is the first out of a deep hole; yet, many organizations are still not in a
position to contribute positively to hiring.

The average figures reported above mask what is actually happening in the college job market. In
fact, college hiring growth is being generated by only a small group of organizations (approximately
350 to 400) who have separated themselves from the rest of the pack. This group is comprised of
two highly optimistic cohorts:

= Large companies who are aggressively filling positions that have been open for several
years.

= Fast growth and small companies who are creating new positions.

The MBA market, which is also awakening, paints a very different picture. An equal number of
employers are decreasing as are increasing their hiring. Fortunately, employers who are expand-
ing their MBA workforce more than offset the cuts being made by other companies. This market
segment will remain tight as the supply of graduating MBA students is high.

Nearly 40% of employers indicate that they will seek candidates from across “all majors,” focusing
more on the skills and abilities needed in the organization than the academic discipline. “All ma-
jors” is not a proxy for the liberal arts but a signal that employers are seeking the best talent
regardless of major. Business majors will be the strongest discipline in this market with the re-
bound of accounting hires. Engineering appears sluggish with the exception of computer science
and IT students whose market is exploding this year. Some majors will see fewer opportunities,
including construction, law, publishing, nursing, social services, and health sciences in general.

Salaries have dropped precipitously in the last two years, from $46,500 in 2008-2009 (at the
Bachelor's level) to $36,866 this year, a decline of almost $10,000. This drop cannot be taken at
face value because there are several possible factors at play. Since the 2008-2009 Recruiting
Trends study, the sample size has grown exponentially, creating a new baseline for salary informa-
tion. The decline in the reported average is influenced by the volume of small, mid-sized and non-
profit organizations that traditionally have more modest salary offers. The lack of a stronger up-
ward movement in engineering recruiting also may have had an effect. Still, it is apparent that
salaries have stagnated during the last two years.

The best recruiting strategies still depend on connections between faculty, students, career
services professionals, alumni and hiring staff in organizations. Clearly, career services profes-
sionals are challenged to play more of an “agent” role to make these connections happen.

Students who have started their job search early, are flexible, and can express their skills and abili-
ties in terms of how they add value to the organization will be in the best position to seize opportu-
nities in this (still) very competitive job market. The best advice to students is:

BE FOCUSED, BE DIRECTED, and BE CONNECTED.
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General Overview
]

As | sat down to write this year, the Bureau of Labor Statistics released October’s job report showing
the private sector added over 150,000 jobs during the month. This number should be cause for cele-
bration as it is the first strong increase since May 2010. However, in consulting what other labor mar-
ket experts have been forecasting, we see a mixed set of perceptions. Despite the economy showing
early signs of sustained recovery, to many analysts the job market has remained anemic. Several
examples illustrate the current situation.

= Office Depot Small Business Index: Office Depot’s recent survey indicated that 81% of small
business expected an increase in sales, 59% expected an increase in profit but only 44% expect
to hire new employees.

= Manpower Employment Outlook: Manpower’s third quarter was optimistic, reporting a better
hiring situation with more employers increasing than decreasing payrolls, resulting in an estimated
+6% improvement. Their fourth quarter report was subdued as more employers signaled that
they would not increase hiring. Nonetheless, their fourth quarter outlook was up 5%.

= Bureau of Labor Statistics: The Bureau constantly updates its non-farm employment statistics
by economic sector at the end of each quarter. The preliminary October figures send a mixed
message. Some sectors are showing improvement in the number of employees compared to a
year ago. Other sectors are still shedding jobs. The table on the next page looks at several sec-
tors that are important to the college venue (remember these figures are for all employees and not
separated by education level). A few highlights:

— Retail: A surge in employees the last two months in preparation for the holiday season; most
are temporary.

— Financial Services: The entire sector is showing a drop in employment. Insurance/securities
and investment firms are showing declines, while commercial banking, despite the highest num-
ber of bank closures this year, is seeing a resurgence.

— Manufacturing: A very mixed picture. Strong hiring advances in computer and electronics,
electrical equipment, and motor vehicles are examples of expanding sectors, while food and
chemicals have cut employment (the latter significantly).

— Professional Services: An employment sector of choice for many college students, this sector
has still not recovered, especially in accounting, architectural, and engineering services. Solid
employment growth did occur for computer services and management consulting. Legal ser-
vices recovered slightly but is still weak.

— Information Services: Steep losses in telecommunications and publishing have put the
brakes on growth in this sector. The gains in motion pictures and broadcasting have not off-set
the overall decline. Thinking of working for Google or Facebook? Try somewhere else as this
sector has also shed jobs.

This year’s report is based on nearly 5,800 respondents, of which approximately 4,600 provided
useable information, and 3,714 included complete hiring figures used for the projections. We
continued our focus on fast-growth companies and expanded our efforts to ensure a representative
sample of employers. We were greatly aided by the efforts of over 100 colleges and universities
around the country who contacted employers and personally requested their participation in the sur-
vey. The result of these invaluable partnerships is the largest, geographically broadest, and most
diverse mix of employers ever tapped for Recruiting Trends.

The entire country needs a positive jolt of good, sustained economic news. The signs suggest that
parts of the economy are beginning to rebound. Productivity is strong; companies are making invest-
ments in technology; more IPOs are being positioned; and the housing market, for all its tragic com-
edy, has stabilized. Yet, as the election results suggested, the country is still divided, frustrated, and
deeply concerned about the IOUs that are coming due at all levels of government. We are in a
“Beowulf moment,” attacking the immediate problems of state finances, while ignoring the bigger prob-
lems (environmental change, energy, and true healthcare reform). The figures do not lie. State and
local government — including public institutions of higher education — will be shedding jobs during the
next year, possibly negating any gains from the private sector.
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Bureau of Labor Statistics

Employment Selected Sectors
(year over year)

Sector Total Payroll
Accounting Down
Engineering Services Down
Computer Services Up
Management Services Up
Electronics Up
Electrical Equipment Up
Motor Vehicles Up
Chemicals Down
Food Processing Down
Health Services Up
Accommodations Up
Retail Up
Broadcasting Up
Web Hosting Down
Publishing Down
Commercial Banking Up
Securities & Investments Down
Insurance Down
Federal Government Up
State Government Down
Local Government Down
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Employer Intentions

Employer Certainty. This year, 32% of our respondents reported they had definite plans to hire
college graduates during the 2010-2011 academic year. This figure is a slight improvement from
the 27% reported last year but remains below the high point of 47% reported two years ago. Ap-
proximately 20% of the employers have preliminary hiring targets for the next year that include new
college graduates. An additional 35% will enter the season uncertain as to their hiring intentions (a
noted improvement over last year's 42%). Although only 13% of the employers indicated that they
would not be hiring this year, this percentage remains at the same level as last year.

An examination of the intentions of employers who hired new graduates last year (70%) and those
who did not hire last year (30%) provided several interesting observations, as illustrated by the
charts below:

= Employers who hired last year are more confident about hiring this year, comprising 43% of
those with definite hiring plans and 74% of those with preliminary targets.

= Both groups show a high level of uncertainty about the economy, with almost one-third of those
who hired last year and almost one-half of those who did not awaiting more signs of recovery.

* Those who did not hire last year comprise 73% of those not hiring this year, indicating that a
small segment of the college employment base is having a difficult time finding traction in this
economy.

Intentions of Employers
Who Hired Last Year

M DefinitelyHire ™ Preliminary Targets Hire Uncertain M Will Not Hire

5%

Intentions of Employers
Who Did Not Hire Last Year

M Definitely Hire ™ Preliminary Targets Hire Uncertain ™ Will Not Hire

7%




Direction of Hiring Plans. Even with definite and preliminary plans to hire, it cannot be assumed
that employers will be increasing their number of hires over last year. Across all degree levels, it
appears that approximately 35% to 45% of employers will be increasing their hiring targets from last
year. However, slightly more will be decreasing the number of hires this year compared to last. The
one exception can be found at the bachelor’s level.

At the bachelor level, the number of employers cutting positions declined sharply, and more compa-
nies will be holding their hiring at the same level compared to last year.

The MBA market shows bifurcation in that an equal number are decreasing employment as increas-
ing, leaving fewer companies holding their hiring at the same level as last year.

The labor situation for Master’s degree recipients and Professional candidates appears to be more
strained, with a wider gap between the share of those increasing and decreasing employment oppor-
tunities.

While the overall labor situation throughout the U.S. remains subdued at best, the intentions reflected
in this section paint a more optimistic picture, at least for the bachelor’s degree level, albeit a slightly
unfocused one due to the nagging high level of uncertainty.

Firms Planning to Increase or Decrease Hiring by Degree Level
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College Hiring for 2010-2011
.

Approximately 3,714 respondents provided complete hiring information, representing 122,000
opportunities for employment across all degree levels (nearly 87,350 or 72% of the total estimated
hires are at the Bachelors level). Overall, total hiring will increase modestly by 3%, a significant
increase over last year’s hiring forecast. The entire college labor market is being leveraged by
positive gains for Bachelor’'s degree hiring where the labor market is expected to expand by 10%.
The MBA market, where employers are adding on average one additional graduate, will also im-
prove by 10%. Hiring at other levels except PhD’s will decrease compared to last year.

Comparison of College Hiring Between 2010-2011 (All Respondents)

AVERAGE AVERAGE

HIRED EXPECTED
NUMBER 2010 2011 CHANGE
Total Hiring 3,714 31.6 32.8 +3%
Associates 817 9.7 9.1 -6%
Bachelors 3,325 23.9 26.3 +10%
MBA 728 6.9 7.6 +10%
MS/MA 1,026 10.0 9.8 -2%
PhD 318 6.8 7.0 +5%
Professional 328 15.7 7.0 -13%

= Bachelor hiring appears to be more aggressive this year. Examining the distribution of the
change in hiring reveals that the majority of organizations are clustered around the mean, either
adding a few jobs or cutting a few jobs. However, a subset of organizations (about 15%) are
clustered at the positive end away from the mean. This distribution suggests that a small group
of companies is pushing hiring upwards. If this group is taken away, bachelor hiring would re-
main relatively flat for a second year. This positive push may not be equally felt across the
country or at all schools. The appearance of a robust market based on fall recruitment activity
may not be deep enough to last into spring.

= MBA'’s appear to have found traction with another positive gain, the second year in a row.
However, the distribution of change in hiring is skewed toward the ends with few organizations
in the middle. Companies are either reducing or increasing MBA hiring at a significant rate.

= Last year, the average number of total projected hires per company was 26 individuals (across
all degree levels). Based on the information provided this year, last year’s actual average total
hires per company was 32. At the Bachelor’s level, the 20 per company projection converted to
24 actual hires. This improvement in projections versus actual hires suggests that (1) employ-
ers who were uncertain going into last year ended up hiring, and (2) some employers raised
their hiring targets based on improvements in the economy during the recruiting season.

By comparing projections and actual hiring information, the following patterns were observed.

= Companies that plan to increase their hiring this year will add on average 37 Bachelor’s
level candidates, representing a 44% increase in their Bachelor hires from the previous year.

= Companies that plan to decrease their hiring will add on average 13 Bachelor’s level candi-
dates, representing a 39% decrease in their Bachelor hires from the previous year.

= Companies that plan to increase hiring this year will add on average 12 MBA graduates,
representing a 100% increase in their MBA hires from the previous year.

= Companies that plan to decrease their hiring will add on average 3 MBA graduates, repre-
senting a 55% decrease in their MBA hires from the previous year.



Com pa ny S ize: All Employers Are Pitching In!
- |

For the past decade, this report has stressed the importance of small companies to the overall hiring
of new college graduates. Over this period, small companies have consistently contributed to the
total number of new hires compared to larger firms. The importance of these firms to the total hiring
picture is again reflected in this year's sample. Significantly, organizations under 500 employees
comprised 67% of the responses, which is close to the national distribution of companies. The un-
certainties in the economy caused by limited credit, higher costs for healthcare, and low consumer
confidence has stymied many small employers. Despite the conditions, small employers played an
important role last year in stabilizing the college labor market, and this year they are once again con-
tributing positively to the hiring of new grads. However, this year’s labor market is dominated by
a resurgence in hiring by the largest firms. Weakness persists among medium sized firms and
smaller firms at some degree levels.

= Small establishments (< 8 employees) were previously omitted from this study because they
typically represented staffing agencies and establishments that hire temporary or part-time work-
ers. During the past two years, more single proprietor establishments, such as medical clinics,
advertising/event planning businesses, public relations firms, insurance and IT service providers
have participated in the survey. Among the 322 establishments in this category, an increasing
number are start-ups, a new contributor for this study. These firms plan to increase Associates,
Bachelors, Masters and Doctoral hiring by 2 to 3 more individuals per firm. The biggest growth
will occur at the PhD level with companies tripling their hiring.

» Fast growth companies (9-100 employees) have been closely followed in this study for several
years. This size category represents 33% of the sample. While not all companies can be defined
as fast growth, the hiring expectations are positive across all degree levels. Companies plan to
increase total hiring by 19% and by 15% at the Bachelors degree level. On average these com-
panies expect to hire between four and five individuals.

* Small companies (101-500 employees) show some residual weakness as hiring is lower for
most degrees with the exception of Bachelor's and the MBA degrees. Hiring at these two levels
help pull total hiring into the positive range, with companies reporting an average hire of 13 per
company, up 4% from last year. There remains a high sense of uncertainty among this group of
employers.

» Mid-size companies (500-3,999) are still dealing with serious economic challenges. They con-
tinue to shed jobs, reducing total hires by 3% this year (however, this is much better than the
11% decline last year). Hiring at the Bachelor's and MBA levels are relatively unchanged from
last year. Like the previous group, uncertainty undermines the hiring intentions.

= Large companies (>4,000) decreased total hiring by 3% last year. This year these employers
report a 4% increase for total hiring, averaging 134 hires per company. Nearly all of the hiring is
concentrated at the Bachelor’s level, where hiring will increase by 11.5%. They expect to hire
approximately 103 Bachelor’s level graduates per company. This growth places firms slightly
below their projection of 114 Bachelor level hires per company made just before the economy
crashed in the fall of 2008. This year the charge is being led by only a small segment of this
group, as some companies are still reducing hiring. MBA'’s will enjoy a strong gain in employ-
ment among those firms, reversing several years of rather stagnate growth at this level (hiring
will be up 13%). It also appears that large firms are holding together the Master’s labor market
along with the smallest firms. Hiring is expected to be up 4% at this level.
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This chart reviews the actual hiring that each size category of firms expects to do for each degree
level. The asterisk represents a significant increase in hiring in these segments.

Size Associates BA/BS MBA MA/MS PhD Prof Total
Very Small Increase® Increase® Increase Increase® Increase® Increase Increase®
Fast Growth Increase® Increase® Increase Increase Increase Increase Increase®
Small Decrease Increase® Increase Decrease Decrease Decrease Decrease
Med-size Decrease Increase Increase Decrease Increase Decrease Decrease
Large Decrease Increase* Increase Increase Increase Decrease Increase

In the chart below, the smallest companies, despite being more volatile, tend to consistently pro-

vide more opportunities for Bachelor's graduates. Large companies experience slow, predictable
change with little increase in new jobs. This year may be a rare exception. While all groups show
positive growth for Bachelor’s hiring, firms in the largest 25% of the sample will be up 10%. Simi-
larly, the smallest 25% of employers will increase bachelor hiring by 40%.
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Academic Major

Historically in the Trends studies, the majors most eagerly sought come from engineering and busi-
ness. Last year one-third of the employers indicated that they would seek qualified candidates for
open positions from all academic majors. This year the percentage of employers seeking “all majors”
expands to 36%. With our large sample of employers which more closely reflects the general mix of
firms and establishments throughout the country, a wider array of opportunities arise than are typi-
cally encountered in on-campus recruiting activities.

At the Bachelor’s level recruiting seems to be rebounding across most majors. A few week spots
exist in healthcare, counseling and social work, and education. Some majors will see modest growth
between 4% and 8%; a few could experience between 10% and 25% depending on the type of com-
panies recruiting their major.

The figures reported in this section must be interpreted a little differently than in other sections. Re-
spondents are asked to identify all the academic majors they actively seek this year (a list with 110
majors organized under four broad categories: business, technical , liberal arts and all majors). The
change in hiring percentages does not reflect the change in hiring for a specific major. Rather, it re-
flects the overall hiring for the companies seeking that major. Each major can have a different mix of
employers that can result in widely different percentage changes in hiring compared to other sec-
tions. Information in this section suggests tendencies rather than actual numbers being hired. For
example, companies seeking BA/BS computer science majors for their talent pool are tending to in-
crease, decrease, or hold hiring constant.

What emerges from this review of academic majors is:

= Employers place a priority on flexibility and are willing to look broadly for talent.

= Academic training that can bolster the company’s internet presence has priority.

= Computer science, business and public relations majors will see an increase in opportunities.

= Entrepreneurial acumen and creativity remain in demand.

= Service-oriented companies bring a broader perspective on what defines a quality candidate
compared to manufacturing, accounting, and banking — the historical collaborators in college
campus recruiting — who tend to focus on technical skills.

v'  Despite more opportunities this year, expect competition to remain fierce!

All Majors: Over 1,600 companies indicated that they would consider any major for a position. Rep-

resenting 36% of all respondents, this figure is at a historic high. For all technical and business ma-
jors, approximately one-quarter of the employers will be seeking them (a slight decrease from last
year). Sixteen percent of the employers will seek all liberal arts majors, which includes the sciences,
social sciences, and humanities, and will actually hire more new graduates than the other groups.

= All Majors: increase hiring 13%, averaging 38 Bachelor graduates per company.

= All Technical: increase hiring 19%, averaging 24 Bachelor graduates per company.

= All Business: increase hiring 18%, averaging 34 Bachelor graduates per company.

= All Liberal Arts: increase hiring 21%, averaging 40 Bachelor graduates per company.

Agriculture and Natural Resources: Approximately 385 organizations are looking for majors in
these academic disciplines and will be increasing hires modestly from 5% to 12% this year.

= Environmental Science: increase hiring by 5%, averaging 19 Bachelor graduates per company.
= Agriculture: increase hiring by 12%, averaging 20 Bachelor graduates per company.
= Natural Resources: increase hiring by 10%, averaging 18 Bachelor graduates per company.

Page 13

Hot Majors

All Majors
Accounting
Computer Science
E-Commerce
Entrepreneurism
Mathematics
Public Relations
Computer Engineering
Economics
Marketing

All Liberal Arts
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Business: After a sluggish 2009-2010, companies seeking business majors are poised to pick
up hiring strongly throughout the year. Last year accounting hiring was down, a rare occurrence,
but will rebound this year. E-commerce and entrepreneurial focused students emerged last year
as hot commodities. The 290 companies seeking students with this background prove that last
year’s expansion in this area was no fluke.

= Accounting: increase hiring by 17%, averaging 37 Bachelor hires per company.

= Finance: increase hiring by 15%, averaging 42 Bachelor hires per company.

= Economics: increase hiring by 22%, averaging 55 Bachelor hires per company.

* Marketing: increase hiring by 21%, averaging 30 Bachelor hires per company.

= Human Resources: increase hiring by 20%, averaging 37 Bachelor hires per company.

= Management Information Systems: increase hiring by 14%, averaging 39 Bachelor hires per
company.

= E-commerce/entrepreneurism: increase hiring by 32%, averaging 53 Bachelor hires per
company.

= All Other Business: increase hiring by 18%, averaging 37 Bachelor hires per company.

Engineering: Last year newly minted engineers faced a weak market and struggled to find posi-
tions. Their fate improves this year with strong gains likely for computer and electrical engineers,
and more modest increases for chemical, civil, and mechanical engineers. Engineering techni-
cians also appear to have more opportunities this year.

= Chemical engineering: increase hiring by 7%, averaging 25 Bachelor hires per company.

= Civil engineering: increase hiring by 3%, averaging 28 Bachelor hires per company.

= Computer engineering: increase hiring by 18%, averaging 47 Bachelor hires per company

= Electrical engineering: increase hiring by 16%, averaging 36 Bachelor hires per company.

= Mechanical engineering: increase hiring by 3%, averaging 28 Bachelor hires per company.
= All Other engineers: increase hiring by 15%, averaging 28 Bachelor hires per company.

Physical and Biological Sciences: Statisticians bloomed last year with companies newly inter-
ested in their services. While the same number of employers will seek statisticians, their hiring
will be flat (down about 1%). Mathematicians, however, remain hot along with environmental sci-
ence majors. Overall, BS scientists should be able to find employment, though only 500 employ-
ers in this sample are actively seeking these majors.

= Chemistry: increase hiring by 4%, averaging 34 Bachelor hires per company.

= Mathematics: increase hiring by 18%, averaging 64 Bachelor hires per company.
Statistics: decrease hiring by 1%, averaging 25 Bachelor hires per company.

= Environmental Science: increase hiring by 20%, averaging 28 Bachelor hires per company.
All Other Sciences: increase hiring by 13%, averaging 38 Bachelor hires per company.

Communications: After struggling for the past two years, some of the academic majors in this
group seemed ready to pull out of the doldrums. Public relations and advertising appear to have
some momentum for job growth. The demand for these majors provides early signals to both job
contractions and expansions. If hiring for these two majors begin to substantially improve, we
may be headed for a much stronger market than captured in this report.

= Communications: increase hiring by 12%, averaging 37 Bachelor hires per company.

= Advertising: increase hiring by 17%, averaging 15 Bachelor hires per company.

= Public Relations: increase hiring by 26%, averaging 17 Bachelor hires per company.

= All Other Communications: increase hiring by 7%, averaging 20 Bachelor hires per company.



Health Sciences, including Social Work and Counseling: The job market for these majors re-
mains soft. Nursing, even in the midst of a shortage, will see hiring decline again this year.

* Nursing: decrease hiring by 4%, averaging 35 Bachelor hires per company.
= Social Work and Counseling: decrease hiring by 6%, averaging 22 Bachelor hires per company.
= All Other Health: decrease hiring by 11%, averaging 20 Bachelor hires per company.

Computer Science: Students graduating at all degree levels in computer science and related IT

fields will have a favorable job market. Already in short supply, these students will see expanded

opportunities due to the investments companies are making in technology (always a sign that jobs
will soon follow).

= Computer Science: increase hiring by 18%, averaging 40 Bachelor hires per company.

= Computer Programming: increase hiring by 19%, averaging 33 Bachelor hires per company.

= MIS — computer: increase hiring by 18%, averaging 41 Bachelor hires per company.

= Computer Information Systems: increase hiring by 14%, averaging 40 Bachelor hires per com-
pany.

= All Other Computer Science: increase hiring by 18%, averaging 34 Bachelor hires per company.

Social Sciences and Humanities: Companies who are seeking these majors expect to increase the
number of jobs available by around 10%.

= English: increase hiring by 9%, averaging 22 Bachelor hires per company.

= All Humanities: increase hiring by 16%, averaging 24 Bachelor hires per company.

= Psychology: increase hiring by 9%, averaging 20 Bachelor hires per company.

= All Social Sciences: increase hiring by 7%, averaging 20 Bachelor hires per company.

Most Requested Majors

2010-2011
Major Percent of
Employers Seeking
All Majors 36%
Accounting 26%
All Business 26%
All Technical 25%
Marketing 23%
Finance 23%
Computer Science 19%
Communications 17%
Computer Information Systems 16%
MIS Computer Science 16%
Computer Programming 16%
All Liberal Arts 16%
MBA’s 23%
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Hiring by Industry Sector

The Bureau of Labor Statistics’ monthly report on jobs captures the growth in new positions by firms
and establishments across the U.S. Table B-1 of their report provides year over year hiring by eco-
nomic sector. Classifying Recruiting Trends respondents by their North American Industrial Classifi-
cation code, comparisons can be made between actual labor market behavior and the forecast for
jobs. For example, in the 2009-2010 Recruiting Trends report, both the accounting and legal sectors
were expected to lose jobs. According to the B-1 table ending in September 2010, year over year
figures show that these sectors did lose jobs at about the rate predicted in the Trends report.

BLS monthly job figures continue to suggest very sluggish growth from both the private and public
sectors. However, our picture of the college labor market suggests actual growth in opportunities,
especially at the Bachelor’s level. A reasonable explanation is that most of the opportunities being
presented to college students this year are positions that already exist and have not been
filled. They may be unfilled positions that have been carried forward from the past several years
because of (1) the lack of skilled candidates or (2) a hiring freeze during the recession. Many compa-
nies can no longer delay preparing for the retirement of boomers, necessitating immediate recruit-
ment at colleges and universities. Since most “new positions” are created at small companies where
growth is more subdued this year, we can assume that most of the vacancies reflect existing posi-
tions that companies now feel compelled to fill.

The following summaries reflect hiring changes in key economic sectors. Some sectors are reviving
after several years of cutting back on hiring targets; manufacturing, retail, and professional services
look particularly strong. Non-profits continue to show gains in Bachelor level hiring. Some sectors
are still struggling, such as construction and health services. In reviewing these summaries, readers
should keep in mind that some sectors only have a small number of organizations responding to the
survey (agricultural production, mining, utilities, transportation and entertainment sectors) which
makes broad generalizations difficult. Other sectors are well represented in the sample (professional
services, manufacturing, government, education, health, and nonprofits) allowing for a wider generali-
zation of their hiring patterns.

Agriculture and Food Processing: Production agriculture and support services companies expect
to hire on average 32 Bachelor’s graduates for a modest 2% increase. Apparent shortages of stu-
dents trained in agricultural sciences and food sciences have forced some companies to carry for-
ward positions for several years.

Mining: This sector includes oil and gas exploration, ore and mineral mining, and related support
activities. Oil companies have multiple NAIC codes. Some have elected to be placed in manufactur-
ing. While overall hiring will be down this year, the Bachelor’s level will increase slightly with 28 hires
per company.

Utilities: Total hiring in this sector is up because of strong hiring at the credential and Associate
degree levels. Bachelor’s hiring, however, will be down slightly, averaging 9 per company.

Construction: This sector continues to contract overall with total hiring down by 6%. The bright
spot is that construction companies expect to hire more credential and Associate level graduates this
year. Bachelor’s level hires will average 21 individuals per company.

Manufacturing: Across the board, manufacturing employers are making strong hiring gains at all
degree levels. Gone are the days when a manufacturing company would hire 100+ candidates per
year. This year companies expect an average of 23 hires per company, of which Bachelor’'s com-
prise 18. This sector, despite the media view that it only exists in China, remains a critical compo-
nent of college hiring. These companies have shifted from mass production to highly skilled design
and manufacturing, requiring talent at every degree level.

Retail: Retail awakened last year with a small gain in employment. This year the growth continues,
particularly at the Associate and Bachelor levels. While averaging 32 Bachelor hires per company,
this figure still pales from the heady days just five years ago when retailers were hiring 77+ new
graduates per year. But it is good to see them back despite low consumer spending.



Transportation: This sector is comprised of airlines, railroads, freight carriers, and freight logistics
support. While airlines are showing life after making profits this past year, respondents are con-
cerned with freight logistics and the movement of goods. Total hiring is up because of a strong de-
mand for Bachelor’'s candidates (averaging 46 per company) but the number of Associates and
MBA'’s will be reduced. Credential needs are up, reflecting the need for qualified long-distance truck
drivers.

Information: This sector ranges from publishers to internet service providers. In the past, re-
sponses in this category have been sporadic. This year we captured a number of these companies,
particularly in publishing, telecommunications, internet, and web providers. Over much of the last
decade, this sector for all its glamour has lagged in generating jobs. This year hiring looks robust,
particularly at the Bachelor and MBA levels. Companies will be hiring 39 Bachelor’s graduates on
average.

Finance and Insurance: After being stirred and shaken for the past 18 months, banks, financial
services, and insurance companies expect to pick up hiring at all degree levels, except Master’s and
PhD’s. Companies will be seeking 20 Bachelor hires per company. There could be significant varia-
tion in this sector, especially among banks where hiring has been limited. We broke out the hiring
figure for these subsectors at the Bachelor’s level, finding most insurance companies provide broad
financial services:

» Banking Institutions: -3%
= Insurance: +23%
* Financial Services: +7%

Professional Services: Probably the most important for college hiring, this sector includes legal,
accounting, architectural, engineering, computer, management, environmental, scientific, advertising,
and marketing services. It is showing renewed vigor across many areas. Last year accounting firms
were decreasing hiring by 4% to 6%. This year they project an increase in hiring of 7%. All degree
levels will benefit with the exception of professional graduates (see legal services below), averaging
23 hires per company with 18 at the Bachelor’s level.

Sector Percentage Average Hires per
Change Company
Legal Services -17% 4.2
Architectural Services +28% 2.6
Account (CPA) +7% 39.0
Engineering Services +32% 4.2
Computer Services >+100% 26.7
Management Services +16% 19.8
Scientific Research +30% 11.3
Environmental Services +4% 1.9
Marketing/Adv/PR +4% 7.0
Marketing Research +4% 30.4
Other Services +13% 19.6

Education: Many K-12 institutions are not in a position to report hiring needs for next year. Nearly
300 provided a forecast, with an additional 80 from other educational delivery organizations (higher
education, tutoring services, and education consulting). Overall hiring will be down 6% from last
year. These numbers should be considered preliminary and could change depending on local and
state funding decisions for the 2011 school year. Among higher education institutions, there appear
to be staff reductions occurring, except for the professorial positions which are not addressed in this

report.
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BA Hiring By Sector

Agriculture +2%
Mining +2%
Utilities -6%
Construction -12%
Manufacturing +8%
Wholesale 14%
Retail +37%
Transportation  +20%
Information +2%
Finance and

Insurance +10%
Leasing and

Real Estate +15%
Professional

Services +42%
Administrative

Services +29%
Education -6%

Health Services -8%
Entertainment

And Arts +5%
Hospitality +44%
Nonprofits +12%
Government +7%
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Key Economic Subsectors

IT Services
Engineering
Services
Government
(non-specific)
Insurance
Management
Services
Accounting
Financial
Services
Marketing/PR
Advertising
Education K-12
Hospitals

>100%
+32%

+25%
+23%

+16%
+7%

+7%
+4%

-6%
-7%

Health Services: Health services remain a victim of the economy. With uncertainty on medical cov-
erage and elective medical procedures being postponed, health services are in a holding pattern.
Long range projections for health service positions show demand outpacing supply of trained techni-
cians and professionals. However, in the short run, health services are reining in hiring by 8%. Labor
statistics show that during the past year, hospitals cut staffing while ambulatory care facilities added
staff. Projections in 2009-2010 Recruiting Trends anticipated this hiring situation. This year we see
hospitals continuing to reduce hiring opportunities by 7%, joined by ambulatory facilities where the
decline will be 12%. The economy needs to turn upward in order to give this sector a shot in the arm.

Non-Profit Organizations: NPO’s have become a central plank in the college labor market. The
non-profit sector remains resilient even in the face of decreased donations and cessation of stimulus
funding. Bachelor hiring is expected to increase by 12%, encouraged by an array of different types
of non-profit organizations. Unfortunately, hiring at the other degree levels will not be as robust with
declines expected for Associate’s, MBA’s and professional graduates.

Government: Hiring among government agencies was down sharply during the darkest period of the
recession. This year hiring is expected to improve by 7%. Hiring will differentiate according to the
level of government. State agencies expect to hire 18% less than last year, while local governments
will increase hiring by 3% and federal agencies by 5%.

The following chart summarizes the hiring by economic sector across degree levels. Only cells with
sufficient information to provide stable hiring estimates have been included. Blank cells represent
very low hiring at that degree level.

INC = Increase
DEC = Decrease
* = Significant changes in hiring

Sector Creds. Assoc. BA/BS MBA MA/MS PhD Prof Total
Ag. Prod. INC INC
Mining INC INC
Utilities INC INC DEC INC
Construction INC INC DEC DEC DEC
Manufacturing INC INC INC INC INC INC INC INC
Wholesale INC INC DEC INC
Retail INC INC INC DEG INC
Transportation INC DEC INC DEC INC
Information DEC DEC INC INC INC INC
Finance/Ins. INC INC INC INC DEC DEC INC INC
Leasing/Real INC INC
Estate
Professional DEC INC INC INC* INC* INC DEC* INC
Services
Administrative INC* INC INC INC INC DEC DEC INC
Services
Education DEC DEC DEC DEC DEC DEC DEC
Health Ser- DEC DEC DEC INC INC DEC DEC DEC
vices
Entertainment INC INC
and Arts
Hospitality INC INC
Nonprofits DEC INC DEC INC DEC INC
Government DEC* DEC INC DEC* DEC* DEC* DEC




Location

Throughout the country it appears that the college labor market is slowly recovering, with only a few
regions still showing signs of stress. Probably the most dramatic turnaround is among global employ-
ers who decreased hiring last year and averaged only 37 Bachelor hires per company. This year,
based on a much larger pool of employers, Bachelor’s hiring among global employers is up 6% as
they will be averaging over 100 new hires per company. Also showing a good recovery are U.S. fo-
cused companies who recruit throughout the country. Their Bachelor’s hiring will increase 12%
(though total hiring only 5%) with companies seeking approximately 70 new hires each. For regional
employers, the message is varied. The best news is that the Great Lakes states, which took the brunt
of the recession longer than the rest of the country, are showing strong gains with Bachelor’s hiring up
13%. The Mid-Atlantic states are also showing strong growth, followed by the South-Central states.
Employers in the Northeast, Southwest and Northwest are not as positive, continuing to reduce hires,
especially at the Bachelor’s level. Hires per regional employer are fairly consistent across all regions,
averaging between 13 and 24 Bachelor hires.

Change in Hiring by Hiring Region

Region Number of Change in Change in BA Average # BA
Employers Total Hiring Hiring Hires per

Global 211 +8 +6 109
USA 927 +5 +12 70
Northeast 386 +2 -1 18
Mid-Atlantic 506 +7 +10 24
Great Lakes 961 +6 +13 18
Upper Plains 375 +11 +4 17
Southeast 672 +1 +1 20
South-Central 470 +4 +8 21
Southwest 409 -3 -2 20
Northwest 297 -12 -10 13

Change in BA Hiring by Region
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REGIONAL DEFINITIONS

Northeast US (Maine, Ver-
mont, New Hampshire,
Rhode Island, Connecti-
cut, Massachusetts)

Mid-Atlantic US (New York,
Delaware, New Jersey,
Pennsylvania, Maryland,
Virginia, West Virginia,
Wash DC)

Great Lakes US (Ohio,
Michigan, Indiana, Illi-
nois, Wisconsin)

Upper Plains US
(Minnesota, lowa, Ne-
braska, North Dakota,
South Dakota, Wyo-
ming)

Southeast US (Georgia, Flor-
ida, Alabama, Missis-
sippi, Tennessee, Ken-
tucky, North Carolina,
South Carolina)

South-central (Oklahoma,
Kansas, Texas, Louisi-
ana, Colorado, Missouri,
Arkansas)

Southwest US (Arizona, Utah,
New Mexico, California,
Nevada, Hawaii)

Northwest US (Alaska, Idaho,
Washington, Montana,



Page 20

Recruiting Strategy

Usage

Campus Oriented
Post Positions

Internships &
Co-ops
Career Fairs
Resume Ref.
Campus Info
Visits

Faculty
Interviews

Organization Driven

Company Web
Current Emp.
Social Media

External Agents

National Provider

Off-Campus
Fairs

Local/State Web

Targeted Fairs

Ads

Consultant

80%

61%
54%
41%

40%
36%
33%

68%
49%
28%

49%

26%
24%
22%
33%
20%

Recruiting Strategies and Hiring

A range of strategies are available for organizations to find talent. Most of them use multiple meth-
ods. The top usage is posting positions in a college’s employment system, posting on the organiza-
tion’s web site, and internships. A more telling figure is the percentage change in hiring for each
strategy. Employers requesting resumes from campuses, using faculty to help identify talent, and
employing social media are poised to make the largest gains in hiring. The use of social media is still
limited to only 28% of these employers, predominantly among larger employers. The figures reported
in the following tables generate some important questions for college career offices.

Upon performing a factor analysis on the different recruiting strategies, four distinct categories
emerged. In a comparison across company size groups the following associations stood out:

= Arranged Events (fairs, campus interviews, campus visits): accommodates large companies and
the larger end of mid-size employers.

= Agent Connections (resume referrals, faculty, internships, employees): accommodates larger
companies, fast growth and small organizations.

= Situational (ads and state & local job boards): accommodates small and mid-size companies.

= Web-based (campus recruiting systems, social media, national web providers): all size groups
utilize the same except that social media is almost exclusively utilized by large companies.

How well do you mine your employer data base? One of the most important skills for today’s un-
dergraduate is the ability to analyze, manipulate, synthesize and create knowledge from data sets.
The same skill needs to be applied by career services offices. Strategic mining of databases can be
used to identify employer habits and tendencies in hiring, as well as preferred and core skill sets of
actual hires. The more you know your customer, the better service you can provide. To what extent
do career centers link placement data to employer recruiting records? The result could facilitate
more effective connections between students and faculty specific to employers’ most critical needs.
Imagine informed recommendations similar to any online shopping site (thanks Amazon!) which sug-
gests other items of interest.

Do you know how to broker talent through the use of resume referrals? It is not simply packag-
ing up a pile of resumes that match a set of basic requirements and sending them to an employer. A
more strategic approach would build a profile from the request to identify a group of candidates that
meet the employer’s needs based on a multitude of “fit factors.” Now that is service!

Can you make the connections in the talent development pipeline? From facilitating faculty in
their role as talent identifiers, connecting students to activities—especially internships, co-ops, re-
search, and entrepreneurial activities—that promote talent development, and linking employers to
both parties, the role of talent developer is more dynamic than being just an event planner.

How long will the buzz of career fairs last? Okay, everyone is hiring today and career fairs are full,
but they still are not an effective way to recruit talent. This dinosaur will gorge in the next couple
years (during chaotic markets) but then be a quaint reminder of the 1950’s.

Is everyone on your campus on the same page with regards to internships? Internships and co-
ops remain the most strategic hiring strategy available to employers, which explains why on-campus
interviews are down. Yet on many campuses the people responsible for internship programs are
scattered across various departments and are seldom on the same page. Time for a “one for all and
all for one” effort.



Does type of institution make a difference in where employers target recruiting? Four year pub-
lic and private institutions, along with historically Black and Hispanic serving institutions, fare about the
same in terms of where recruiters focus their efforts. Four year for-profit and graduate degree institu-
tions don’'t show as much gain from the previous year, but should still experience an increase in re-
cruiting activity.

Average Number of Hires Percentage Change in

per Company Hiring from Previous
Year
4 Yr Public Institutions 27 +9%
4 Yr Private Institutions 32 +10%
4 Yr For-profit Institutions 33 +2%
Graduate Degree 31 +5%
Historic Black Colleges 87 +9%
Hispanic Serving 102 +8%

Institutions

Who's vulnerable? Last year we asked this question, concerned that young adults were going to
have long term career problems if they did not become engaged in the labor market, or if the start of
their careers were derailed by disruptions in the economy. Stability in the early stages of one’s career
is important to long-term productivity and job satisfaction. Not until the second or third job out of col-
lege do graduates find that their education really kicks in as increased responsibilities draw upon a
deeper set of skills, knowledge, and judgment. Vulnerability in the workforce refers to the certainty of
advancing beyond the entry level.

Sixty per cent of last year’s respondents considered new college graduates severely to very severely
vulnerable to disenfranchisement in the current economy. This year’s responses have only moderated
slightly, with 57% believing that first time entrants are severely vulnerable. Young adults with two to
five years experience are in a better position to sustain their progress along a career trajectory, but
35% of employers also consider them to be severely vulnerable.

Before describing the recent labor market as one which favors older workers, consider a national labor
market where more than a million workers are so discouraged that they aren’t even looking for work.
Older adults above 55 comprise nearly 28% of these former workers (see USA Today November 8,
page B1). The employment participation rate which had been surging for older workers has fallen
backwards. Twenty-eight (28) percent of our respondents indicated that this age group was also se-
verely to very severely vulnerable. Both ends of the labor market are being squeezed with potentially
dire consequences for the long-term economy.

80%
70%
60%
50%

40% O Very/Severely Vulnerable
30%

20% B Somewhat/Not at All
- [ “m e
0%

New Entrants <2yrs exp. 2-5yrs exp 5-12 yrs exp 12-20 yrs exp >20 yrs exp

Don’t tread on my job! Last year employers conveyed a clear message to graduating students that
the jobs that were being made available would be reserved for them and not given to an experienced
worker seeking employment or interested in switching jobs. The message is even stronger this year
with 61% of respondents saying that they would not consider experienced workers for the positions
currently allocated to new graduates.

* 61% would “infrequently” or “occasionally” consider an experienced worker.
= 23% “sometimes” would consider an experienced worker.
= 16% would “frequently” or “very frequently” consider an experienced worker.
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Shaping College Hiring
-

Priming the job engine. What factors may be contributing to job growth or hindering employers
from committing to hire more workers? Respondents were asked to consider 14 factors associated
with the labor market, indicating whether the factor had a positive or negative impact on job growth in
their organizations. Based on their score the factors were grouped accordingly:

Impact on Hiring Job Market Factors

Positive Productivity of current workforce
Retirement of eligible workers
Alignment of workforce needs with networked systems

Neutral U.S. economic growth

Spending by company on technology and production
Consumer spending

Competitive labor markets

Merger activity

Negative Credit availability

Government debt

Healthcare costs

Competition from Europe and Asia
Interest rates

Using factor analysis to cluster these variables, four groups were constructed: stimulus (economic
growth, credit and company spending); competition (Europe, Asia, mergers); labor structure
(productivity, organization spending, alignment); and wild cards (retirement, government debt, and
health costs). Overall, labor structure is more positively associated with job growth, while labor im-
pediments have a negative impact. However, several tests of individual variables found no significant
relation between them and the job growth reported by these organizations. More surprisingly, there
is no indication that retirements are influencing hiring at this time.

Not in the game! Between 500 and 600 employers indicated they did not hire last year nor intend to
hire this year. Are there any cautionary features of this group we need to be aware of?

= Size: The maijority are in the very small or fast growth categories.

= Sectors: Manufacturing and professional services are the largest contributors, but non-profits
and finance employers are over-represented.

= Subsectors: More non-hiring employers were in insurance, accounting, engineering services,
education, business and professional organizations, and state and local government agencies,
including agencies concerned with environment, parks, and natural resources.

Please join the party? More employers would come to the table if the uncertainty they faced was
lessened. Nearly 1,200 respondents indicated that they were waiting for “corporate to give go-
ahead,” “still waiting to set targets,” or simply “just do not know our timing.” These respondents pro-
vided no hiring numbers and only words of caution. Their characteristics include:

= Size: These respondents were mid-size and large employers, nearly 50% of this group.

= Sectors: Manufacturing and professional services were most common, but government and
health services appeared more than expected. Also appearing were retail, information services,
education, and financial services.

= Subsectors: More respondents were from insurance, computer and technical services, staffing
agencies, hospitals, and some government agencies.

If these organizations join the hiring party, let's hope they bring jobs with them. Employers who indi-
cated the “hiring with uncertainty” option and provided their hiring targets plan to reduce hiring by
23%, averaging 9 hires per company.



And now for the rest of the story! Paul Harvey always had an interesting twist to his stories, and
his tag-line fits well with the 2010-2011 situation. The simple tale would be that Bachelor hiring is up Page 23
10% across the board. We examined the distribution curve of the difference in hiring between last

year and this year. If the curve was normal, we could expect to see a general rise in hiring across the
board. However, the Bachelor’s curve was not normal (and the MBA’s curve was bi-modal, requiring
a different explanation). Instead, everyone is tightly packed around the mean, with some adding a

few jobs and some shaving a few jobs off. Visually, the Bachelor’s curve looks like a straw or slender

popsicle stick. The problem is an outlier group on the positive side that is pulling away from the METHOD |
mean. Another image would be a lava lamp where a blob has just detached from the bottom and is Distribution of respondents by

slowly rising. % change in hiring.

Two methods exist to create the curve. The first option looks at the change in hiring between the two
years. The downside of this approach is that an organization that did not hire last year (starts at

zero) but will hire this year is kicked out of the calculation—because dividing by zero is not permitted!
The second approach simply looks at the raw difference in hiring between the two years and accentu- 1,250
ates the size advantage of the biggest organizations.

Starting with the raw differences, the outliers can be described as: 1oy |

= Firms represent manufacturing, finance (primarily large banks), professional services and
the federal government, with health services and retail emerging.

= Those with hiring targets of about 220 individuals per firm, a 37% increase in hiring.

= They are very positive about the economy, especially economic growth, credit availability, con-
sumer spending, and spending by company on job growth. 250 k‘

= Large firms (50% of the group) with some medium size firms. 750 ﬂ

500

When we examine the percentage change group, the composition includes:

T T
-10.00 0.00 10.00

= Fast growth and small firms (57%) with some medium size firms.
= Firms representing manufacturing, finance, and professional services including NPO’s.

= Those with hiring targets of about 21 individuals per firm, a 230% increase in hiring. METHOD 2
= Those positive about the economy, especially economic growth, consumer spending and the Difference between hires last
Chinese economy. year and projected hires this

* Those concentrated in the Great Lakes region (30% of the group).

Together, we have a two-headed team comprised of: 2500

1. Very large organizations that have recovered economic momentum, have access to credit,
expect consumers to begin spending, and are not fazed about government related issues. 2,000

2. Small rapidly growing companies that have growth potential, have access to capital, do not
feel threatened by China but are concerned about issues facing the U.S. government, and have —
pushed ahead of the pack in terms of seeking new college talent. '

It’s in the timing! This past spring many campuses witnessed a flurry of recruitment activity after a

slow winter. Nearly 40% of the employers from last year’s report indicated that they were more likely

to begin hiring in the spring than the fall. And they showed up! In response to the same question,

35% of this year’s group indicated that hiring would take place in the fall and winter months, while

23% felt that hiring would begin in the spring and summer of 2011. The remaining 42% are project-

ing a re-energized market 12 to 24 months into the future. In other words, you won’t have to cancel

spring break vacations as it appears the hungriest employers have already been on campus:

1,000

500+

o T T
-500.00 0.00 500.00

= Hiring fall 2010: These employers will increase hiring by 16%, averaging 45 Bachelor’s level
students per company. It appears they will be aggressive early and then out of the market if they
find what they want.

= Hiring spring 2011: These employers will increase hiring by 1%, averaging 16 Bachelor’s level
students per company.

= Hiring summer 2011: These employers will increase hiring by 9% with an average of 15 Bache-
lor's level students per company.

= Hiring later: Whether they see hiring recovering in late 2011 and 2012 or even later, these em-
ployers will reduce hiring this year between 5% and 15%.
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Recruiting: Campus Focused Strategies

% Change in Average Total % Change in Average BA
Hiring Hires per BA Hiring Hiring

Company
Post in On 6% 34 12% 27
Campus System
Internships 3% 38 10% 30
Career Fairs 3% 52 9% 41
Resume 11% 43 18% 35
Referrals
Campus Visit 4% 64 11% 51
Faculty 7% 54 16% 45
On-Campus 6% 58 12% 48
Interviews

Recruiting: Other Strategies
% Utilizing Change in Change in BA Average BA

Total Hiring Hiring Hires per Company
Current Employees 57 +4 +5 32
National Web Provided 52 +3 +3 29
Social Media 26 +14 +13 50

Positions Filled!
e

Slots to Fill
i Employers target new hires for a broad range of positions within their companies. Traditionally, the
Accounting 19% top recruited majors have consistently been from business and engineering disciplines.
Services 16% ] ] ) ) )
Cust Sal 15% With the expansion of our sample to over 5,000 employers, we see a more uniform mix of functions
B[ >aleS = being filled. Nearly 20% of employers are filling accounting positions. But with the exception of com-
Marketing 14% puter services/engineering among the top ten, most of the positions can be filed with a talented candi-
Adm. Services 14% date from any academic major.
Computer Science ) Overall, employers are seeking to fill a variety of positions, requiring different combinations of skills
& Engineering 13% and talents. We have been following the level of sales and marketing positions. Just five years ago,
Business Serv. 12% sales and marketing positions were being sought by 50% of the employers responding to the survey.
e Res 129 With a weakened economy, this figure has eroded to 29% for the last two years. The trend in this
) . position is an indicator of the direction of the labor market. The impotence of this statistic suggests
Information that the job portion of the economic recovery still has not taken-off.
Mgt. 11%
Management
Training 11%



Starting Salaries 2010-2011

For the past two years, employers have held the line on salary increases. Again, 80% of respon-
dents will not raise salaries, though 17% (a slight increase from last year) will raise salaries by 3%.
The number reducing salaries has declined from last year to 4%, but this group expects to reduce
starting salaries by 9%

Remember the words “signing bonus?” Do not expect to hear them again soon (though when you
do it is a sure sign that things are heating up) as only one percent of employers plan to use signing
bonuses, primarily for advanced degrees in engineering and computer science. Performance bo-
nuses at the end of the first year are much more likely with 5% indicating that they have perform-
ance bonuses tied to starting salary in place.

The larger sample provides more salary information than we have had available in the past. Itis
hard to draw patterns between last year and 2010-2011. The general impression suggests that
salaries have held at the same level as last year in business and engineering. Salaries, however, in
the social sciences, communication, humanities and sciences appear to be slightly lower than last
year. Starting salary seems to be stalled for MBA’s with a wide salary range from $40,000 to
$90,000.

The average starting salary at the associate degree level across all majors is estimated to range
from $32,500 to $39,900, depending on academic program. At the bachelors level (based on all
reported salaries), the figure ranges from $36,500 to $40,000. The average for companies seeking
“all majors” (as opposed to targeted disciplines) at the bachelor’s level is $36,500 (slightly lower
than last year).

The following chart tracks the average starting salary (all majors) from 1999 to present. Salaries
have been adjusted based on 1998 as the index year. Since 2001-2002, starting salaries have
failed to keep pace with inflation.

Starting Salaries For All Bachelors 1998-99 to 2009-10
Real and Adjusted (1998 Index Year)

50,000 Real

45,000 M/_/A\ —=— Adjusted
40,000 4./4_.\.\.\ v \
35,000 -

30,000

25,000 T T T y T T T " T r . .
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Selected Salaries

Associates Bus $32,420
Associates Eng. $39,960
Associates Comp. $34,415
Bachelors All Majors  $36,866
MBA $56,247
Accounting (MS) $50,512
Engineering (MS) $60,145
Computer

Science (MS) $59,209

Engineering (PhD) $78,368

Selected Bachelors

Accounting $41,841
Finance $43,411
Marketing $37,812
Supply Chain $42,930
Human resources $38,924
Public relations $35,309
Advertising $33,780
Computer Sci. $47,176
Computer Prog. $49,229
Chemical Eng. $53,269
Civil Eng. $48,133
Electrical Eng. $55,375
Mechanical Eng. $53,964
Nursing $43,938
Environ. Sci $39,010
Chemistry $40,190
Mathematics $41,806
Psychology $34,264
Liberal Arts $35,445
Agriculture $37,946
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Hires: One observation over the past several years is that internship and co-op hiring has comprised
a larger portion of a company’s hiring target. During the recession, internship hiring was cut back,
but the reductions were not as drastic as cuts to full-time placements. Employers were asked about
their intentions for hiring interns during 2010-11.

= 60% of the respondents indicated they would be hiring interns.
= Internship hiring would range from 1 to 4,500, with an average of 25 per company (the
median = 4 and the mode = 2).

We asked respondents to indicate what percentage of their total hires this year would be interns and
co-ops. The average response was 35% (ranging from 0 to 200). However, this question proved
problematic as some companies keep full-time hiring separate from internship recruiting. Some com-
panies do not connect the two and others just said “we do not think that way.”

Compliance with Department of Labor: The Department of Labor’s restatement of the six-prong
test for unpaid internships has had repercussions throughout for-profit companies, non-profits and
government agencies. Here are some of the intended or unintended results:

= Decrease in or elimination of opportunities (organizations simply cannot pay interns).
= Too costly to hire and train.

= Change in terminology from interns to consultants or related term.

» Reduced professional exposure for students in some disciplines.

“It's not good. We've had to turn away several people who want to learn because the school
won't allow us to hire unpaid interns. It doesn't help us, doesn't help the student, and doesn't
help the institution. If the student could command a high wage for a decent position, they
would take that position. Other students just want to learn through internships and unfortu-
nately we cannot offer those opportunities.”

Challenges: In rough economic times, even the best organizations are stretched to maintain their
internship programs. Asked what were the biggest challenges they faced in maintaining or expand-
ing their programs, the typical responses follow below.

= Lack of or inconsistent support from upper management.

* Inadequate funding (especially among non-profits).

= Connections with academic institutions for finding the right students and scheduling the experi-
ence.

= Insufficient time for training and insuring proper supervision.

= Loss of interns to competitors when hiring begins.

= Students who are frequently described as poorly prepared, unrealistic expectations (money),
unreliable, and really not interested.

Many of the comments focused on students, as these two quotes illustrate:

“They are not always reliable. | spend time emailing, then have the phone interview, and a
face-to-face interview, they agreed to the internship, and then don't show up.”

“Interns need to be taught etiquette, how to speak, to stay busy, efc... It is more of a willing-
ness to learn and work. I'm getting a lot of, “what is the minimum | can do and still get away
with being here and getting credit.” It is a maturity issue but | see it in all of the age ranges.”
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Total enroliment of foreign students in undergraduate education at U.S. colleges and universities will
soon reach one million. They are being recruited in large numbers to keep the seats filled at many
institutions (same in New Zealand and Australia). When these students graduate they have expecta-
tions they will have employment opportunities with U.S. companies for at least the year remaining on
their visas. There is a big disconnect between the assumed promises when recruited to attend col-
lege and the reality for employment when they graduate. Yet, we have a global economic structure
where many U.S. companies operate across many other countries. In fact, they are in the home
countries of many of the students. How well connected is the hiring strategy between the U.S. com-
pany and it global operations? What type of pipeline exists to channel foreign students through in-
ternships and post-graduation work experience back to positions in their home country? We tackled
these issues in a lengthy set of questions about global hiring of U.S. educated foreign students. Pre-
sented here are some preliminary findings pursuant to a longer report on this topic to be issued
shortly.

= Twenty (20) percent of the respondents indicated that their organization had operations outside
the U.S.
= Only 19% of these firms knew the hiring targets for operations outside the U.S.
* The percentage of total new college hires comprised of foreign students was 20%, but the me-
dian ranged from 5% to 10%.
= The role that the U.S. college recruiting unit plays in hiring for positions outside the U.S.:
— 86% are not involved.
— 5% direct candidates to their website.
— 2% source international hiring to intermediary firm.
— 6% source directly to home country.
— 1% connect to alumni back in home country.
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Recruiter Issues
-]

Core Campuses: Last year we posed this question to learn that employers generally maintained
between two and six in their core group. If the job market was beginning to return to health, we
assumed that employers may begin to widen their core recruiting schools. While some employers
literally recruit at hundreds of schools, the figures stay the same as last year (even with a much
larger sample). Most employers have five to six core schools (the most common number was 5)
and the average was 11 schools.

Career Fairs: Employers were queried on the importance of on-campus career fairs to their col-
lege recruiting program compared to five years ago. Thirty-four percent do not attend career fairs,
either they are too small to bear the cost of attending or their recruiting strategies focus on other
means of identifying talent (usually their internship program). Twenty-one percent (21%) said it
was less important while 23% felt that fairs were more important than five years ago. The final
23% reported no change in importance over time.

There are advantages to attending career fairs, especially for volume recruiting when a company
needs to attract a high number of candidates to their recruitment pool. Respondents commented
on the advantages associated with career fairs. Clearly, the overwhelming rationale for attending
a career fair is company branding — extending recognition throughout the student population.
Other key reasons centered on:

= Meeting a large number of diverse students face-to face.
= Networking with career staff and faculty.
= Initiating the sorting process for interviews.

One recruiter described career fairs as serendipitous events in which just the perfect candidate
may appear unexpectedly.

Career fairs are plagued with disadvantages even among the more ardent supporters. As one
recruiter summed it up, “It's all about travel, apathy and false sentiment.” The list of extends be-
yond the positives, including these:

= Costs in time, staffing, and fees mean low returns on investment (ROI).

= Atmosphere: chaotic, impersonal, disruptive, and crowded.

= Students are unprepared and unmotivated; hold faulty expectations; request H1B and F1
status; fail to respond to follow-up inquiries; they often don’t turn out to the event.

= Top talent may not even attend fairs.

= Competition for space, access to students, visibility (especially small employers), and one-up-
man-ship between companies.

= Legal implications with regards to acceptance of resumes.

One recruiter characterized fair attendees as “lots of tire kickers.” But the most telling statement
was from a recently retired VP who accepted an assignment to lead recruiting efforts. Walking into
the fair, he said, “felt like | had walked back 15 to 20 years in time.”

We asked, “If you have problems with a method that is not covering costs, what recruiting events
would you suggest replace the fair?” Respondents shared their ideas and let out frustrations on
some of the current trends on campus. Some wanted event access limited to juniors, seniors, and
those who have been screened as mature and ready for internships or full-time employment, be-
cause they can define their career interests and know what they are looking for. Freshman and
sophomores, often attending to earn extra credit for a class, make a bad situation worse. Some
wanted fees reduced. A general consensus is that colleges and universities are soaking employ-
ers for all aspects of recruiting and it is “eventually going to back-fire,” as one respondent stated.



The more thoughtful suggestions centered on these ideas:

= Virtual career fairs: Hold a national career fair for all students during the month of September
(some employers stated that by mid-October they have already identified who they want in their
pool).

= Venue changes: Speed fairs or round robins where the small groups of students are in rooms,
designated by interests, and employer has ten minutes to talk about their company then moving
to the next group. This could be followed by interest sessions with students more serious about
the company.

= Networking: Expand opportunities to interact with students through student groups, information
sessions, on-line technology such as chat nights.

= Company hosted fairs: Where students are brought to the company

= Coordination with career services: Better filtering of students attending fairs and more col-
laboration to identify appropriate pool of students to work with.

* Forums: Switch from career fairs which are one-time events to a sequence of forums to en-
gage student interest and determine fit between companies and prospective students.

Virtual Interviewing: The use of web based visual technologies, such as Skype, has entered the
interview process. Distant interviewing has been attempted with earlier technologies, but failed to
gain a foothold in campus recruiting. Web systems seem more promising because of ease of use
and relatively low cost. Currently, only 25% of the respondents have used virtual interviews with 19%
conducting one or two a year and the remaining 6% using them regularly.

These employers report that virtual systems are more effective than in-person interviews in reaching

a broader pool of candidates and lowering the costs of the interview. However, in-person interviews

remain more effective in gaining rapport with candidates, determining skills and abilities, and learning
candidate’s motivations and interests.

Social Media Literacy and positions: Social media belongs to those adept at functioning in that
space. As companies move into social media for all aspects of their businesses, you would expect
that social media literacy skills would become a part of entry level job descriptions. However, 80% of
respondents indicated that their companies do not ask for social media skills; 7% list it as a neces-
sary skill and 13% as a preferred skill.

New social media related job titles are emerging in the popular media, futurist forecasts, and actual
job announcements. Positions labeled social media planner, e-strategist, social media manager,
social media coordinator, and social media community manager have appeared in employment lexi-
con over the past year. However, when asked if their companies are recruiting for any of these posi-
tions, less than 2% indicated that they were.
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- College Recruiting Issues
I

Are Students Prepared? When the times get tough, the tough get going. That old adage might
apply during this recession. The idea that students, compelled by the tight job market, would make
every effort to be well prepared for the job search process seemed like a rational assumption. To test
it, we asked employers to rate how well prepared today’s students are compared to students five
years ago, when the economy was relatively good.

In good times or bad, students seem to fall short of employer expectations. It does appear that some
students are not humbled by economic conditions, arriving with misguided expectations and a gen-
eral lack of maturity. Only in the area of resume preparation have employers reported an improve-
ment. Even the attributes listed under “Prepared the Same” are rated slightly below the mid-point of
the scale. No wonder it is so hard for them to catch up once they leave the university.

Less Well Prepared Prepared the Same Better Prepared
Realistic career expectations | Interact with employees Resume presentation
Express career interests and | Interview preparation
direction
Professional maturity Knowledge of company

Professional demeanor

Articulate skills and
competencies

How does your school stack up? Regardless of the type of institution, faculty and staff make ef-
forts to assist students in their transition into the workplace. Individual campuses vary widely in how
they address transition preparation. We asked employers to rate different types of institutions on
students’ preparedness on (1) the hiring process and interviewing, (2) content knowledge required for
the work assignment, and (3) ability to adapt to the workplace. These are broad sweeping generali-
zations that give us a starting point for a national conversation on improving the alignment between
education and the workplace. The mid-point of the scale was 3 (adequately prepared), with lower
scores being less well prepared. The data suggest that all institutions have to do a better job in de-
veloping career and workplace readiness with their students.

Prepared for inter- Prepared in content Ability to adapt to
views and pre-hiring | knowledge required and fit into work
processes for work assignment environment
Credential earners from 2.08 2.35 2.49
2 year institutions
Associate degree 2.27 2.47 2.60
graduates from 2 yr
institutions
Bachelor’s degree 3.04 3.07 3.10
graduates from public
and private institutions
Associate and bache- 2.78 2.83 2.86
lors from for-profit insti-
tutions

Can the Liberal Arts survive? | am not in a position to answer this question. However, various
groups | have conversed with are very concerned about the long run viability of a liberal arts educa-
tion. The apparent assault on liberal education is coming at a time when creativity and innovation are
necessary and essential skills in the economy. These elements of the economy can trace deep to
roots to liberal education, where learners had the freedom to explore and cross-boundaries. We
asked respondents to indicate whether their CEO or organizational leader espoused the value of lib-
eral arts within the organization. For 28% liberal education is not something that the CEO or com-
pany espouses, with another 47% indicating that liberal education was a non-issue in their compa-
nies. This leaves 26% of organizations that believe in liberal education to the extent that a commit-
ment has been made to hire qualified students from a liberal arts background.




As another way to determine how liberally educated students stack up against professionally trained
students, respondents were asked to pinpoint the talent that their organization typically seeks on a
scale ranging from “very broad liberal education” to “very specific educational training.” Only 15%
sought candidates who had more liberal than specific training. Another 31% placed themselves in
the middle, a balance between specific and liberal education. On the specific side of the scale, 12%
wanted slightly more specific training than liberal, while 41% sought candidates with specific training.

The liberal arts faculty have taken the high ground philosophically when it comes to the workplace.
Their belief is that by properly training the mind to think, students can transition and succeed in any
endeavor. Unfortunately, employers’ demands to immediately deploy a well-trained hire on a specific
task overrides this belief. Liberal arts institutions must re-examine how they present themselves and
articulate the value the liberal arts brings to the workplace. They are going to have to come down
from the mountain.

Skills and Competencies for Science Majors: With national attention on accelerating the number
of graduates in STEM (science, technology, engineering, and mathematics) disciplines, every effort
must be made to insure that students are prepared for a scientific workplace. Unlike engineering,
science disciplines’ accreditation bodies do not always focus on workplace skills. In an effort to get
ahead of the curve, we asked employers hiring physical and biological science majors what key com-
petencies are needed to successfully transition into the workplace. This is a brief and preliminary
synopsis of some of the material they provided.

= Genuine mastery of their discipline of study, allowing them to contribute educated opinions.

“Often students are trained to regurgitate information they've read elsewhere, but the highly
qualified students are those that can analyze, digest and produce original insight.”

= Command of the basics: write, communicate, summarize, report. Ability to maintain confidential
material.

“Sadly, another area that is greatly lacking has become verbal and written communication
skills. We have encountered Ivy League graduates with awful grammar and spelling errors
on their resumes. We pay people to deal with the highest levels of the Armed Forces, The
DOD and other Federal agencies. When they can't even write a proper sentence or address
a letter to one of these women or men, it is embarrassing and hurtful to our business.”

= Experience: have professional training before entering the workplace.

= Diverse skills in problem solving and scientific method.

= Clinical and laboratory skills.

= Ability to adapt to the professional business environment as well as ability to conduct field work.

» Balance of technical knowledge with interpersonal skills, including the ability to communicate
technical information to non-technical people.

= Project management skills: conceive, plan, conduct, report.

“Highly analytical thinking with demonstrated talent for identifying, scrutinizing, improving,
and streamlining complex work processes.”

* Understand regulations governing environment, test protocols, etc.

= Willingness to learn.
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Profile of Respondents

Sampling Strategy: We obtained the sample using several different strategies to assure a represen-
tative mix. In addition to inviting employers who had participated in our Recruiting Trends study over
the last two years, we also targeted approximately 1,000 organizations identified as fast-growth com-
panies. An intentional effort was made to invite employers in industries and focus areas of high inter-
est to students (i.e., green industries). We were also fortunate to have 120 colleges and universities
across the country invite their employers to participate in the study. The result is the largest and most
diversified sample we have had to date,

Approximately 5,800 employers attempted the survey. Of those, 4,600 provided enough information
on their hiring intentions for 2010 — 2011 to be included in the analyses in this report. Complete hiring
information was provided by 3,714 firms, organizations, government agencies, and school districts.

Size (employees): Average 8,402
Median 150
Very small 1-8 employees 10%
Fast Growth 9-100 employees 34%
Small 101-500 employees 23%
Medium 501-4000 employees 18%
Large over 4001 15%

Types of Schools Recruiting

2 year public colleges for credential candidates 21%
2 year public colleges for associates 30%
4 year public colleges for bachelors 88%
4 year private colleges for bachelors 66%
2 & 4 year for-profit colleges 12%
Institutions that offer advanced degrees 46%
Historic black colleges 18%
Hispanic serving colleges 13%
Locations
Recruiting Regions Percentage Key States Percentage
International 6% lllinois 6.8%
Entire US 25% Ohio 5.5%
Northeast 10% North Carolina 5.0%
Mid Atlantic 13% Michigan 4.6%
Great Lakes 26% Florida 4.5%
Upper Plains 10% Wisconsin 4.5%
Southeast 18% New York 4.2%
South Central 12% Montana 3.7%
Southwest 11% California 3.7%
Northwest 8% Texas 3.6%
Minnesota 3.5%




Final Thoughts
-]

Although Recruiting Trends 2010-2011 reports a more positive outlook, its release coincides with
rather gloomy labor market news from other fronts. The recovery in the college market does not run
deep at this time. Graduating students need to realize that the market is very competitive. | could
give a litany of advice but let me share some thoughts provided by employers:

“Make contacts and connections everywhere you go in your chosen field. Volunteer at an
organization you would love to work at—we hire volunteers many times for paying positions
because we know them. Take time to write an exceptional cover letter and resume that will
dazzle the employer, not end up at the bottom of the pile. Make sure it highlights your skills.
1 didn't have a high undergraduate GPA, but | had tons of field experience which is what |
highlighted as a 'hook’ to draw potential employers in. Follow application instructions, send
thank you cards (not emails) and call if you haven't heard about a job—persistence is a posi-
tive thing and shows you want to work for me and my organization. Go to conferences in
your field and talk to presenters. Treat your job search like dating—you're courting the or-
ganization where you want to work.”

“Focus on long-term career and not short-term positions. Find a mentor and learn from them
on what realistic expectations are for your career advancement.”

“Be realistic—don't assume since you have a degree that you are worth more than you are.
Know how a business works so you can fill the needs of the company and not just do enough
to get your paycheck.”

There are more opportunities this year than | anticipated earlier this summer. This does not mean
that the job search will be easy. Small, fast growth companies are poised to hire, but they are in-
visible to most young adults. Research growing businesses in the area you want to live, or contact a
faculty member to see if they know a recent graduate who has started a business. Large compa-
nies have returned in force, filling positions left vacant for the past two years. You will have to follow
the above advice if you want to be considered as a candidate. Remember many of these companies
plan to hire early and only return in the spring if their hiring targets are not filled.

It is clear that the country is far from NORMAL. The economy is certainly not returning to its produc-
tion base, despite the public rhetoric. New industries and services will emerge and old ones will
slowly and disruptively fade away. The political environment will produce high levels of uncertainty
as the parties try to retain control of what they know, rather than move ahead into the unknown. Part
of that unknown will be handling the huge debt we face. The Obama commission of debt reduction
has already laid out the challenge, and already forces are lined up to protect old interests rather than
thinking of a new future. It will be up to today’s young people to “right the ship.” Our challenge is to
align them with opportunities they can build on and not leave them wandering lost, hoping something
good happens. We cannot afford the loss in creativity, knowledge, and the energy they bring to soci-
ety.

My message for students remains the same: BE FOCUSED, DIRECTED, AND CONNECTED.

This year will be challenging once again. May our students find success!

PLil Gardmer
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The following institu-
tions, organizations
and firms assisted
the Institute in solicit-
ing employers to par-
ticipate in the 2010-
2011 Recruiting
Trends project. Their
efforts were out-
standing with the
highest number of
respondents ever. If
you are searching for
talent, look no fur-
ther. Contact the or-
ganization nearest
you!

ALABAMA

Samford University
Lindsay Seaborn
205-726-2578
Icseabor@samford.edu

University of South Alabama
Beverley W. Green, Director
Career Services
251-460-6188
bwgreen@usouthal.edu

ARIZONA

Arizona State University
Elaine Stover Associate Director
Career Services

480-965-5125
elaine.stover@asu.edu

ARKANSAS

University of Arkansas -
Little Rock

Dr. Mike Kirk, Director

Counseling & Career Planning

501-569-8651

hmkirk@ualr.edu

CALIFORNIA

San Diego State University
James J. Tarbox, Ph.D.
Director, Career Services
619-594-4379
jtarbox@mail.sdsu.edu

Pepperdine University

Brad Dudley

Associate Dean of Students
310-506-4428
brad.dudley@pepperdine.edu

San Jose State University
Lisa Trikofski, Events Coord &
Marketing Specialist
408-924-6016
lisa.trikofski@sjsu.edu

California State University -
East Bay

Diane Balgas

510-885-3621

diana.balas@scueastbay.edu

COLORADO

Community College of Denver
Ben Weihrauch, Coordinator
Career Development Center
303-352-3192
benjamin.weihrauch@ccd.edu

Trends Supporters

University of Northern
Colorado

Kristen Stang|

Employer Relations Coordinator

970-351-2140

Kristen.stangl@unco.edu

CONNECTICUT

University of New Haven
Arleen Anderson, Director
Emp. Relations & Internships
203-932-7491
AAnderson@newhaven.edu

Wesleyan College
Michael A. Sciola, Director
Career Resource Center
860-685-2180
msciola@wesleyan.edu

DELAWARE

Delaware State University
Robin Roberts, Director
Career Services
302-857-6120
rroberts@desu.edu

DISTRICT OF COLUMBIA

George Washington University
Julie LeSuer, Assistant Director
Employer Partnerships
202-994-8787

jlesuer@gwu.edu

FLORIDA

Barry University

Igor Volkov, Coordinator
Employer Relations
305-899-4010
ivolkov@mail.barry.edu

Florida Atlantic University
Sandra Jakubow, Director
Career Development Center
561-297-3533
sjakubow@fau.edu
http://www.fau.edu/cdc/

Palm Beach State College
Tracy Joinson

Career Center Coordinator
561-207-5351
joinsont@palmbeachstate.edu

University of South Florida
Michael Tooke,

Assistant Director

Employer & Customer Relations
813-974-4306
mtooke@admin.usf.edu

University of Tampa

Mark Colvenbach, Manager
Employer Development
813-253-6236
mcolvenbach@ut.edu

GEORGIA

Georgia Institute of
Technology
Andrea Fekete
Associate Director
404-894-3738

Georgia Southern University
Col. Warren Riles, Director
Career Services
912-478-5197
rileswl@georgiasouthern.edu

IDAHO

Boise State University

Vickie Coale, Associate Director
Employment Services
208-426-1744
vcoale@boisestate.edu

ILLINOIS

College of DuPage

Jean A. Spahr,

Program Manager

Coop. Education & Internship
630-942-2611
spahrj@cod.edu
www.cod.edu

DePaul University

Karyn McCoy

Associate Director
312-362-5874
kmccoy9@depaul.edu
www.careercenter.depaul.edu

Elgin Community College
Peggy Gundrum, Director
Career Services
847-214-7122
pgundrum@elgin.edu
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ILLINOIS (continued)

Northwestern University
Dianne Siekmann

Associate Director

University Career Services
847-491-5785
d-siekmann@northwestern.edu

Lake Forest College

Lisa Hinkley

Director of Career Services
847-735-5235
hinkley@lakeforest.edu

INDIANA

Ball State University
Mark Hannon
Associate Director -
Employer Relations
765-285-2428
mdhannon@bsu.edu

Indiana University - Purdue
University Indianapolis

Beth Haggenjos

Director of Career Services

School of Informatics

317-278-4143

bmhaggen@iupui.edu

Purdue University - Calumet
Janice Golub-Reynolds
Manager—Experiential Learning
219-989-2432
golub@calumet.purdue.edu

IOWA

lowa State University
Career Management Services
515-294-2540
isucms@iastate.edu

KANSAS

Wichita State University
Connie Dietz, Director
Cooperative Education & Work-
Based Learning
316-978-6988
connie.dietz@wichita.edu

KENTUCKY

Eastern Kentucky University
Mary Raider, Assistant Director
859-622-8889
mary.raider@eku.edu

University of Louisville
Leslye Erickson, Director
Career Development Center
502-852-4740
laericO2@louisville.edu

LOUISIANA

Louisiana State University
Trey Truitt, Associate Director
Career Services
225-578-2162

trey@Ilsu.edu

McNeese State University
Kathy Bond, Director
Career Services
337-475-5612
kbond@mcneese.edu

MAINE

University of Maine - Orono
Patty Counihan, Director
Career Services
207-581-1359
counihan@maine.edu

MARYLAND

Prince George’s Community
College

Dr. H. Randall Poole, Manager

Career Services

301-322-0135

hpoole@pgcc.edu

University of Maryland
William Jones

Assistant Director
University Career Center
301-314-7120
wajj@umd.edu

MASSACHUSETTS

MIT

Melissa Hart, Coordinator
Employer Relations
617-253-4733
melissaa@mit.edu

Northeastern University
Steve Johnson

Associate Director
Employer Relations
617-373-3404
st.johnson@neu.edu

rends Supporters (continued)

Quinsigamond Community
College

Faith Wong, Director

Career Services

508-854-4439

careerservices@gcc.mass.edu

MICHIGAN

Baker College

Niki Perkins

Baker College Online & Center
for Graduate Studies

810-766-2090

niki.perkins@baker.edu

Grand Rapids Community
College

Luanne Wedge
616-234-4170
Iwedge@grcc.edu

Macomb Community College
Robert S. Penkala, Director
Career Services

586-445-7636
penkalar@macomb.edu

Michigan State University
John Hill, Director

Alumni Career Services
517-420-6389
hilljohn@msu.edu

Paul Jaques, Internship
Developer

Career Services Network

517-256-9285

jaques@msu.edu

Theda Rudd, Associate Director
Career Services Network
517-884-1301
ruddt@csp.msu.edu

MINNESOTA

University of St. Thomas
Jennifer K. Rogers, M.A.,
Employer Relations Manager
651-962-6761
jennifer.rogers@stthomas.edu

MCUCSA

Sheila Risacher, Director
Career Services
507-537-6221
Sheila.risacher@smsu.edu
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Trends Supporters (continued)

MISSISSIPPI

University of Mississippi
Toni D. Avant, Director
Career Center
662-915-7174
toni@career.olemiss.edu

Mississippi ACE

Casey Cockrell, Ph.D.
Student Placement Specialist
662-915-7174
casey@career.olemiss.edu

MISSOURI

University of Missouri —
Kansas City

Gregory Hayes, Director

Career Services

816-235-1015

hayesgr@umkc.edu

University of Missouri —

Trulaske College of Business

Matt Reiske, Director
Career Services
573-882-6574
reiskeM@missouri.edu

University of Central Missouri

Teresa Alewel, Director
Career Services
660-543-4985
alewel@ucmo.edu

University of Missouri —
St. Louis

Teresa Balestreri, Director

Career Services

314-516-5002

tkb@umsl.edu

MONTANA

University of Montana

Janay Whisman

Recruiting Coordinator
406-243-2239
HireUMGrads@umontana.edu

Montana Tech

Sarah A. Raymond, Director
Career Services
406-496-4140
sraymond@mtech.edu

NEBRASKA

Creighton University
Jim Bretl, Director
Career Center
402-280-3060
jbretl@creighton.edu

NEW HAMPSHIRE

Plymouth State University
Ruth DeCotis, Manager
Career Services
603-535-2436
rdecotis@plymouth.edu

NEW JERSEY

Bergen Community College

Jennifer Migliorino-Reyes

Director, Transfer & Career
Center

201-447-7171

coop@bergen.edu

Middlesex County College
Charlotte Quigley, Manager
Career Services
732-906-2595
CQuigley@middlesexcc.edu

Rutgers University, New
Brunswick

Dorothy Kerr, Executive Man-

ager of Employer Services

732-932-7287

daf@rutgers.edu

Seton Hall University
Jaquline Chaffin, Director
Career Services
973-761-9355
careers@shu.edu

NEW MEXICO

University of New Mexico
Jenna Crabb, Director
Career Services
505-277-2531
jennas@unm.edu

NEW YORK

Colgate

Ursula Olender, Director
Center for Career Services
315-228-7380
uolender@colgate.edu

Baruch College, CUNY
Theresa (Conway) Accardi

Associate Director

Career & Internship Services
646-312-4682

theresa.conway@baruch.cuny.edu

Syracuse University
Mike Cahill, Director
Career Services
315-443-3616
mtcahill@syr.edu

LaGuardia Community
College

Claudia Baldonedo

Employment Services Center

718-482-5235

claudiab@lagcc.cuny.edu

Pace College

Jody Queen-Hubert
Executive Director
Career Services
212-346-1950

jqueen@pace.edu

New York Institute of
Technology

Amy Bravo, Director

Career Services
516-686-7528
abravo@nyit.edu

Union College
Lyndsay Ferguson

Associate Director

518-388-8781

fergusol@union.edu

NORTH CAROLINA

University of North Carolina -
Chapel Hill

O. Ray Angle, Director

Career Services

rayangle@unc.edu

University of North Carolina -
Wilmington

Thom Rakes, Director

Career Center

910-962-3174

rakest@uncw.edu

Wake Forest University

Ladd Flock, Associate Director
Career Services
336-758-5902

flocklp@wfu.edu
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Trends Supporters (continued)

NORTH CAROLINA (continued)

Central Piedmont Community
College

Pat Nash, Associate Dean

Career & Advising Support

704-330-6286

Pat.Nash@cpcc.edu

NORTH DAKOTA

North Dakota State University
Jill Wilkey, Director

Career Center

701-231-8466
jill.wilkey@ndsu.edu

OHIO

Cincinnati State College
Peggy Harrier, Acting Dean
Business Technologies Division
513-569-1639

Cleveland State University
John Scanlan, Assistant Director
216-687-2233
j-scanlan@csuohio.edu

Ohio Dominican University
Gary Swisher, Director
Career Development Center
614-251-4734
swisherg@ohiodominican.edu

University of Dayton

Chris Wiley, Associate Director
Employer Relations
937-229-2045
chris.wiley@notes.udayton.edu

OKLAHOMA

University of Oklahoma
Brenda Peters
Associate Director
405-325-1974
bpeters@ou.edu

OREGON

Lewis and Clark College
Minda Heyman
503-768-7114
mheyman@lclark.edu

Willamette University
Jerry Houser, PhD, Director
Career Services
503-370-6413
jhouser@willamette.edu

Lane Community College
Tamara Pinkas

Coop. Edu. Coordinator
Advanced Technology Division
541-463-5011
pinkest@lanec.edu

Linfield College

Kristi Mackay, Coordinator
Career Services
503-883-2606
kmackay@linfield.edu

Western Oregon University
Michael J. Hampton, Director
Service Learning/Car Dev
503-838-8432
slcd@wou.edu

PENNYSYLVANIA

Community College of
Philadelphia

Jan Harris, Director

Career Services

215-496-6176

jharris@ccp.edu

Drexel University
Andrew Duffy, Manager
Career Services
215-895-6468
andrew.duffy@drexel.edu

Duquesne University
Nicole Feldhues, Director
Career Services
412-396-6644
careerservices@dug.edu

Messiah College
Michael True, Director
Internship Center
717-796-5099
mtrue@messiah.edu

RHODE ISLAND

Bryant University
Barbara Gregory
401-232-6355
bgregory@bryant.edu

SOUTH CAROLINA

University of South Carolina
Vicki Hamby, Associate Director
803-777-3966
vmhamby@sc.edu

SOUTH DAKOTA

South Dakota School of Mines
Darrell Sawyer, Ed.D., Director
Career Center

605-394-2667
darrell.sawyer@sdsmt.edu

TENNESSEE

University of Memphis
Courtney Pierce,
Assistant Director
901-678-5634
cpierce2@memphis.edu

University of Tennessee
Russ Coughenour, Director
Career Services
865-974-5435
rcoughen@utk.edu

Rhodes College

Sandy George Tracy, Director
Career Services
901-843-3800
tracy@rhodes.edu

TEXAS

El Centro Community College
Jimmie J. Henslee

Accounting Co-Op Coordinator
214-860-2210

Texas A&M

Dr. Leigh Turner
Executive Director
Career Center
979-845-5139
leigh@tamu.edu

University of Texas at Dallas
Kimshi Hickman
972-883-2943
careercenter@utdallas.edu

University of Texas - Austin
Ray Easterlin, Director
College of Natural Science -
Career Services
512-471-6700
easterlin@mail.utexas.edu

West Texas A&M University
Steve Sellars

806-651-2345
ssellars@mail.wtamu.edu
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UTAH

Brigham Young University
Dave Waddell, Career Advisor
801-422-6084
david.waddell@byu.edu

University of Utah
Stan Inman, Director
Career Services
801-581-6186
sinman@sa.utah.edu

Utah State University
Donna Crow, Director
Career Services
435-797-7777
donna.crow@usu.edu

Southern Utah University
Michael Carmine, Director
Academic & Career Dev. Center
435-865-8035
carmine@suu.edu

Weber State University
Winn Stanger, Director
Career Services
801-626-6393

Utah Valley University
Michael Snapp, Director
Career Services & Student
Employment
801-863-8219
snappmi@uvu.edu

VIRGINIA

University of Virginia
Barbara Hampton
Associate Director
Employer Services
434-924-4331
bhampton@virginia.edu

University of Richmond
Leslie Stevenson
804-289-8141
Isteven2@richmond.edu

Roanoke College

Toni McLawhorn, Director
Career Services
540-375-2303
mclawhorn@roanoke.edu

WASHINGTON

Gonzaga University
Mary Heitkemper, Director
509-313-4231
heitkemper@gonzaga.edu

University of Washington
Diane Martin, Associate Director
Employer Relations
206-543-9102
damartin@u.washington.edu

University of Puget Sound
Alana Hentges

Associate Director

Career & Employment Services
253-879-3161
ajhentges@pugetsound.edu

WEST VIRGINIA

Marshall University

Debby Stoler, Assistant Director
Development and Outreach
304-696-6679
stolerd@marshall.edu

WISCONSIN

Edgewood College
Shawn Johnson
608-663-2312
johnson@edgewood.edu

Marquette University
Kristin Finn, Manager
Employer Relations
414-288-7423
kristin.finn@marquette.edu

University of Wisconsin -
Oshkosh

Jaime Page-Stadler, Director

Career Services

920-424-2181

pagestad@uwosh.edu

University of Wisconsin -
Green Bay

Linda Peacock-Landrum

Director, Career Services

920-465-2163

peacockl@uwgb.edu

St. Norbert College

Jerry Donahue, Coordinator
Employer Relations
920-403-3040
jerry.donahue@snc.edu
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