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EXECUTIVE SUMMARY

This report interprets survey data, along with pmynand secondary research, to
determine how internships (and co-ops) are best itsmaximize student engagement
and improve the quality of experiential learning.

Originally, this study began as an undertakingatmutate qualitative data from an
informal survey of college-level career serviced emernship offices. As the work
progressed, certain patterns emerged — and whexecbwith further analysis, we started
to see a methodology for implementing a successfpriential learning program.
Herein, we evaluate the perspectives of studeniployers, and schools and make
recommendations to insure a meaningful, produexgerience.

Survey results were collected from 64 instituti¢® providing a minimum four-year
degree). The following key components summarizel@al model for the experience:

* Early and frequent communication about servicesreff and steps to take
Orientation and professional skills developmentisans prior to experience

A paid work experience, with adequate challengeyeat to the chosen major
Full academic credit offered upon completion ofrappiate coursework content
Increased accessibility to counselors, professms,.employers

These suggestions mandate an organizational tienahd structure; that is, the career
services or internship office must establish tleaigath for students to follow. Itis
presumed to be a fundamental goal of all progranmdvide a personal-growth
opportunity for every student to utilize in themployment search. Accordingly, the
institution’s goals should be to develop and marthgeexperience, the employer’s goals
should be to recruit and become involved earljhendcademic careers of students, and
the students must be prepared for — and thorowggiggged in — their role as intern.

Observations from other programs and studies armeduced to help better understand
the responsibility, and sometimes the attitudeshefvarious stakeholders. Experiential
learning programs are requested by both studedtem@ployers; schools are in an
enviable position to bridge the gap and build léegn relationships with prospective
employers. In fact, increasing student and emplpgeticipation is in the interest of the
entire community. Highly sought-after programslitrease enrollment and further
develop contributions to society-at-large.

Also, we recognize that the ideas and discussiesgmted here reflect on many academic
functions beyond the internship office. From tlgesof the employer, we see the
necessity of building interpersonal and communacaskills. Students can also benefit
from early orientation into the business world §oga of study) and start formulating

their plans for success.

Lastly, we pay close attention to the growing fiuociof technology in the administration
of experiential learning programs and how it cast Ipeomote positive outcomes.



OBJECTIVE

The purpose of this study is to better understaaccompetitive environment faced by
students, their respective institutions, and emgrsynd make recommendations to best
meet these stakeholder needs.

Specifically, this report analyzes various inputptesent a comparative analysis of
college career service programs. This is enhabge$sessing student and employer
needs and trends toward technology based systeer®in, we hope to answer the
following question:

What makes for the most meaningful and productiperential learning experience?

RESEARCH PROCESS

The research process included compiling qualitadata from an Internship Office
survey and supplementing that with further phone andirgeinvestigation.

Usable survey data was received from 50 respondentsding local, peer, and aspirant
schools. Thirteen responses were from communilgges or vocational schools; it was
originally thought this data would skew any compani, but the results were indeed
useful and applicable to this report. Furtherrdgional four-year universities were
added to provide competitive analysis. These welected from the schools the
University of Michigan-Dearborn (UMD) often comparits curriculum against.

For purposes of this study, the focus was on umddtgte education. However, many of
the key findings and recommendations can easihstate to graduate level experiences,
too. Several questions were asked of these 6dgasland universities including:

* |s experiential learning required for any degree?

* |s experiential learning required for a businedatesl degree?

Is full, partial, or zero academic credit given fiaternships?

Are students paid during their work experience?

Is tuition levied for experiential credit?

What is the level of support, e.g., high-touchnatgion vs. high-technology
administration?

Also, student population figures and relevant aaseevice program information was
collected in the course of research. This was éemgnted with the iLabs findings at
UMD and further exploration into other universitsograms. In the instances where a
definitive answer could not be obtained, that sthas excluded from the column
results.

! Survey taken during the Fall 2007 semester.



Lastly, we found many schools interchanged the $¢an-op” and internship. Some
schools consider co-ops a paid experience anchstigrs not, whereas others make the
distinction that a co-op is generally more techingead/or longer in duration. In

compiling this report both terms were used, butistéjd to represent the business school
within the college when available.

THE SURVEY SAYS...

Here we present summary findings from the tabulatedey of 64 institutions. As
indicated above, 51 provide (at a minimum) fourrygegrees and 13 are community or
vocational colleges focusing on two-year educatipnagrams. First we see median
student enroliments, followed by discussion ofghevey questions.

* Average undergraduate student populafion: 16,997
* Average undergraduate business school enrollthent:2,817

Is experiential learning required for any degree?
Is experiential learning required for a business-riated degree?

In these questions, we wanted to assess the operadtration of the internship
experience. Many schools report a required wopedgnce — 57% of respondents
agreed. Often, internships are used in conjunetitim political science, journalism, and
vocational majors.

However, this requirement is less pervasive inbil@ness school arena. As we see, it is
only required in 27% of business curriculums. $pEdly, most schools that required an
internship only did so for a few specific degre&onst common business majors
requiring an internship were International Busifiessl Accounting. Often, significantly
more business students actually participate imsarnship program than is reported here.

Is Experiential Learning Required for any Is Experiential Learning Required for a
Degree? Business Degree?

Yes
57%

2 Used full-time equivalency data if available; othise summed full-time and part-time enrollment.
% This includes those students matriculated int@& Br similar program, typically junior/senior ldve
* Some universities replaced this requirement witlogtional study-abroad component.



Is full, partial, or zero academic credit given forinternships?

This question evaluates the level of academic tgrdinted for the experiential learning.
We discuss later the merit of degree-related cfedituding typical program oversight)
versus additive credit later.

Most schools give full credit for an internshipaths, they receive an average of 3 credits
per work experience. This credit is usually accanigd by some coursework, progress
updates, and a final presentation. Schools reygprero-credit often claimed credit

would doubly reward students with pay and academadit. Partial credit respondents
fell in-between: many reported a program with omaibcredit, or awarded credit at a rate
less than full-time. On average, schools grantedleur of credit for every 50-75 hours
of experiential learning.

Is Full, Partial, or Zero Academic
Credit Given for Internships?

Partial
29%

Full
68% Zero

3%

Are students paid during their work experience?

As mentioned above, some schools (especially tiwithereligious affiliations) felt
internships should be a non-paid experience. Bssischools, on the other hand,
recommended or arranged paid internships. Of thoseeyed, 82% of internships were
most likely paid positions.

Are Students Paid During their Work
Experience?

Most

43%

Some
11%

All
39% Few

7%




Is tuition levied for experiential credit?

In nearly all for-credit internships, tuition isanged for the corresponding credit. This is
generally regarded as a recoupment of the costroimastrative and educational
oversight. A few schools offered 3 academic ceeditno charge. A couple of
community colleges reduced the tuition rates byaxmately 50% for internship credit
granted. Additionally, a handful of schools repdrtharging a nominal fee with the
internship application or to attend required semsna

Is Tuition Levied for Experiential Credit?

No
8%

Yes
92%

What is the level of support, e.g., high-touch intaction vs. high-technology
administration?

Our last — and perhaps most important — questiom regard to the future of internship
administration explores the level of student/adstnakor interaction during the
experience. This was a difficult question thatuiezg quantifying qualitative data. For
our purposes, we created five categories of intierato tabulate the research:

High-Touch —These programs demonstrate a high level of adtratige or professor
support. They are well-structured with coursewasknponents, required orientation
seminars, and a high-level of personal interaction.

Moderate-Touch -These programs are most similar to the High-Tobahdo not
maintain the same rigorous attention to the stigl@mtrequire less participation.

Low-Touch —These programs are also similar to those aboud)due very minimal
requirements. There is often no orientation op leffinding an internship, and little
academic work is required.

Paper/Online Forms -These programs rely solely on the student toafilministrative
paperwork (either online or in-person) to record ititernship. It is the student’s
responsibility to find the experience and an adviSneeded.



Digital Administration —These programs may have elements of all the albovehey

are administered and managed from an online apoass Our data suggests that
colleges implementing this strategy offer minimapigort through career services
(especially relating to orientation or placemeritjstead, the technology is relied upon to
manage large numbers of internships and assurepcogdit — even if there is no
assessment or direction of the experience.

From those surveyed, we note that 47% are engaggedlywith the student for a
successful internship. In fact, there appear®ta growing trend toward increasing the
academic obligation and, accordingly, the necessdnyinistrative support. While we
did not probe deeply into specific programs, wevgte discussion of the implications of
digital administration shortly. Additional resehrns recommended to gauge the long-
term success of digital program management.

High-Touch Interaction vs. High-Technology Administration

Low-Touch
19%

Paper &
Online Forms
25%
Moderate-Touch
25%
Digital

Administration
9%

High-Touch
22%

Other Key Information — Credit

* On average, a maximum of 6 credits are eligibleatolndegree program; the range
was found to be from 0 to 20 credits, with busingg®ols typically at 3 or 6 credits

* Five respondents indicate requiring two or morengeof internship to gain credit

* Almost all reported a notation is made on transtdiploma for the experience



* Few require a “career education” class to be tdledore or during internship
* Almost 70% of respondents require coursework ftisfsectory completion
0 Most include: a plan or learning contract, progreg®orts, and final
paper/presentation submitted to a professor fallexo& review

Other Key Information — Grading

* Majority of respondents state internships are gtamea “pass/fail” basis
o Common reasoning is to not include experientialiea in the GPA
* Majority report a minimum GPA to participate, 2.&ifg the mode, 2.0-3.0 the range
* Many schools base credit on commitment; requirekimgrstandard number of hours
to complete 1-3 credits per semester — also refieict number of concurrent courses
allowed

Other Key Information — Structure

* Most four-year colleges reserve internships forguand senior level students

* Variations reported for summer-term supervisiomeaolleges do not offer
administrative support or paid internships durimg summer

* Most limit the amount of classes taken concurreittt an internship (2 average)

* Approximately 50% of respondents do not help wirldihg the internship, but
instead direct the student to various external weds

* Near equal representation of alternating, paradied concurrent structuring

* Few dedicated faculty administrators; many studargsequired to find a professor
to oversee their academic credit — some are regisies independent study

* Often not centralized within career services, bdivésion of the academic unit

* Some report moving to an online orientation progfanmexperiential learning

* Generally more participation at larger or non-cortengampuses

Other Key Information — Dollars & Sense

* Majority of internships are paid — average $8-1b6mur; see tables below for a
breakdown in average intern wages by major at gmhiState University Broad
College of Business and University of Nebraska-blncMSU also reports 61%
participation in the program
Unpaid internships are highest among liberal anegketing, and finance degrees
Few schools report offering stipends or grantsudents for unpaid internships

Only a handful report charging any fee with ori¢iotaworkshop or application
Most schools report 20-30% acceptance of full-toffer with internship employer

® Alternating: vary between internship and scho@rgwther semester, parallel: typically work hdlfo
week and attend school the rest, concurrent: ysealbraces working full-time and attending somasga



Internship Average Hourly Wage by Major
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RESEARCH FINDINGS

To further understand the survey content, additisnaly was needed. Primary research
included phone calls to colleges and a study dd4ihstitution’s career services
website§, plus a review of supplemental material from selewy sources. Statistical
data was gathered from these websites, in addbigublished figures from the
Association to Advance Collegiate Schools of Busn@ACSB) and the National
Center for Education Statistics (NCES). Also cdased was university sponsored
research, such as the iLabs information includdovhe

In the summer of 2007, iLabs (UMD’s premier resbgmgram) conducted a survey of
employers and students to assess their needs ftonversity career placement center.
Of particular note, the following key findings werede’

Employer Most-Preferred Services
* 61% want access to undergraduate student resumes
* 57% are interested in viewing these resumes online
* 53% asked for direct job postings online

Employer Least-Preferred Services
* 33% were interested in student social events
* 23% were interested in on-campus interviews
* 13% were interested in phone interviews

Student Most-Requested Services
* Scheduling multiple job interviews with employergrently hiring
* Access to a database that contains informatiorotenpial employers
* Coaching on effective salary negotiation techniques

Student Least-Requested Services
* Participating in self-assessment tests to deterstiemgths and career paths
* Participating in videotaped and critiqued mock jjatierviews
* Having MBA student peers assist with concerns angl@yment issues

iLabs Career Placement Center Initiative, 207

This survey of local employers and students (73%eugdassmen) demonstrates that
technology is indeed important. Specifically, eaygrs want access to the students and
students want access to employers. These seniment echoed in similar studies
conducted at Pennsylvania State University andr atbkeges.

® This investigation was conducted as if the surveyas a potential student evaluating the progrém.
many occasions, calls were placed to the main carogneer center as well as the business schooé offi
and/or career center to gather the most complésenmation.

" Career Placement Center Initiative Preliminarydifigs, courtesy of iLabs: www.umdilabs.com/home
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The survey of career services at Penn State fougleists were more interested in
“career services related to acquiring experieneted to their career goals and
developing self-marketing skills than for increastheir self-awareness or exploring
career options® Additionally, about half of the respondents essedl a desire for help
in obtaining internships and other work experiendad 40% wanted assistance
developing job search strategies. Also of inter@sbut one-third of respondents
attended career days/fairs and career-building shans. Only 3% of students took
advantage of on-campus recruiting.

Table 1: Career Services Needs

Obtaining internships and other relevant work experience 49.9 3.37
Job placement 40.3 3.14
ldentifying graduate/professional educaticonal options 37.5 3.10
Developing job search strategies 38.1 3.07
Cover letter/resume preparation 349 2.94
Identifying career options 334 2.92
Interviewing skills 30.9 2.87
Putting together your current academic plan 238 2.74
Understanding your career interests and careers that best suit your personality 231 257
and strengths ’ '
Overall Career Services Needs 2.97

Scale: 1=not at all; S=extremely

Table 3: Likelihood of Using Career Services

Options for internships/ co-op programs 73.7 3.96
Job search process/ researching employers 68.2 3.77
Career oplions 68.0 3.77
How fo research/ apply to grad/ professional school 63.8 3.68
Choice of major 58.9 3.48
Cover lefter/ resume development 56.9 3.47
Interview process associated with a job search 56.7 3.47
Clarification of your interests, personality factors, and skill sets related to career 45.0 319
choice . .
Overall Likelihood of Using Career Services 3.48

Scale: 1=very unlikely; S=very likely

“Career services and personal coumsglneeds,” Penn State Pulse, April 200

The University of California-Berkeley analyzed di@reer services website. When the
site was converted to a highly interactive foruonfra static page, hits increased
dramatically. This allowed investigation into withibve the most traffic — was it grad-
school resources or job search information? Tpdite articles students accessed
clearly demonstrate the need for employment prejpess skills*

1. Making the First Cut
2. 10 Most Common Interview Mistakes
3. It's Not Too Late (to find a job/internship)

8 «Career services and personal counseling ne@gs)h State Pulsé\pril 2005
® http://career.berkeley.edu/News/0304.stm/home/
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4. Recruiters' Feedback on Cal Students' Interviev@8hils
5. What Can the Career Center Do For You: Seniors

Troy Behrens published relevant feedback in hislert‘How Employers Can Ace Their
Campus and Site Interviews.” Students provideeregting, and perhaps overlooked,
advice to employers to maximize the productivitytladir recruiting efforts. Students
were asked, “What advice would you give to helgeamployer become more visible on
campus and schedule more students for interviews8tmmary of their responsés:

* Offer more internships

Get information out early in the school year
o Provide career center with more company literature
0 Aduvertise in the school newspaper
o Display posters and make classroom presentations
o Promote the company website

Attend student organization meetings

Attend all job fairs

Bring more employees to campus

Host fun events on campus

The most effective of these strategies, accordirthe respondents, includes: attend all
job fairs (34%), host information sessions earlyhia year (26%), provide more
internships and more literature (10% eath)Here, we discover a disconnect — in most
reports, the employers least-preferred servicesmaang what the students are looking
for. Although access to information (preferablgithl in format) is critical to each, we
must develop a means to narrow the gap and buwalthterpersonal interaction and skills
most needed.

Next, we look briefly at a report from Hollins Umirsity summarizing employer needs
and student misconceptions. In this, the authtailde¢he key criteria employers require.
Communication and interpersonal skills lead the iiss also noted that “70% of
successful job searches depend on personal cahtacEhe article describes how
networking and internships can be crucial for toslfyture employees as more
companies are using the internship approach tachtnd “test-drive” employees before
hiring them outright.

This report addresses common myths that must bea@we, too. Students may not
realize that “less than 5% of non-technical jotesfdled from online applications*? In
addition, students should understand the intricacfehe job search; especially not to
disregard old postings or less-known job boardse dareer center can take an important
role in helping students understand the activedymamic job search process.

10 http://www.iush.edu/~sbcareer/aceinterviews.shtml
™ http://www.iush.edu/~sbcareer/aceinterviews.shtml
12 http://www.hollins.edu/careers/developctr/trends.ht
13 hitp://www.hollins.edu/careers/developctr/trentta.h
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We return to the iLabs study to examine the curattnibutes of career centers. Our goal
is to identify the current standard and specializiéerings commonly observed in
today’s competitive market. More so, can we exposeet needs that our career
services and internship offices can address temptepare students for experiential
learning and future employment?

Common Attributes of Career Centers IdentifiedLabs*
* Job fairs and seminars

Computer and printer available for students

Online job postings

Resume help and sample resumes

Interview help, including mock interviews

Career advising

Value added attributes iLabs mentions include:vialdial assessment tests, use of
conference room with fax and copier, salary ancdtation help, assistance for
international job-seekers, and career developmasses. Some specialized offerings
included a mentorship program, advisor speciabratihelp in relocation, group
interviews, and greater accessibility (e.g., thioumgtant messaging). In this survey,
36% of students were willing to pay a nominal feedccess or services. However, in

our internship survey only three of the 64 insiitns reported a fee being assessed. This
is a $5-15 charge to attend career workshops aragaiess to an online database.

The last question we investigated was assessingalbe of credit. From the information
above, we learn that academic credit is typicaignged in conjunction with a
coursework requirement. In a business school enmient, a student is expected to
place emphasis on building professional skills batder understand the discipline.
When an academic requirement is added, the valaa ofternship increases; this is a
result of the reflection and analysis accompanyirggexperiential learning.

A few colleges reported the use of additive creathough it is primarily used to grant
credit for prior work experience. This represesitsations where there is essentially no
academic development or career growth. The Colkédéew Jersey has an excellent
definition of additive credit for review:

Additive credit is given for certain courses whioay be required of a student but
are not counted toward graduation. These coursag Ine graded either
Pass/Unsatisfactory or with a letter grade, bukither case are not included in a
student’'s GPA or in the determination of the dedist or graduation with

honors. Courses given for additive credit are edeed credit-bearing for the
purp(?ées of financial aid, tuition, and the deteration of full-time student

status.

14 Career Placement Center Initiative Preliminarydifigs, courtesy of iLabs: www.umdilabs.com/home
15 Career Placement Center Initiative Preliminarydifigs, courtesy of iLabs: www.umdilabs.com/home
18 http://www.tcnj.edu/~recreg/policies/additive.html
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Additive credit is atypical of the internship exggrce. Even when there was little or no
required academic content, it appeared the caeeeicss or internship office would
evaluate the position for value-added content hacdpportunity to explore the
professions of a chosen major. For all intentsmposes, additive credit is neither
recommended nor commonly applied in a quality etioical setting.

Of a final note: The iLabs team found that carestters tend to shy away from the term
“placement” as it implies a guaranteed job. Indtehese offices thought of themselves
as advisors and brokers of information to helpdvgitepare students in their
employment journey’

DISCUSSION

In revisiting our objective, we conclude that sevdactors contribute to a meaningful
and productive experiential learning experiencealgsis is provided on three fronts: the
experience itself, the role of administrative/edigl support, and best meeting the
needs of all stakeholders.

Experiential Learning

The data suggests that the internship program s& suzcessful — measured by student
participation, gained knowledge, hiring rate, agwkl of institutional involvement —
when it meets these common criteria:

* Paid, real-world professional work experience wtthie chosen discipline
* Academic credit contingent on completion of suitadahd relevant coursework
» Student is prepared for success with proper otiemtand stated expectations

Students, and employers, are asking for internsttygsformer seeks to build skills and
work experience, the latter seeks potential fulleiemployees without long-term
commitments. Especially in a business environmgotents can expect a wage of about
60-70% of an entry-level position salary. Fullditeshould be offered based on the
corresponding workload and internship structurg.(@arallel, alternating, concurrent).
Tuition should appropriately be assessed, as well.

In considering a grade system, the pass/fail ogirornides many advantages, namely an
indication of success — for example, in a job @nleiiied or fired. A pass grade is
equivalent to “being eligible for re-hire.” Howayé¢his method often ignores
computation in the GPA and may not provide adeqgoetvation for top performance.
One option may be to use a similar system, but ami/F grade system to represent the
pass/fail scheme.

As a prerequisite, in particular for traditionaldents with limited work experience, a
professional orientation class or seminar shoulceeired. This would be designed to

" Career Placement Center Initiative Preliminarydifigs, courtesy of iLabs: www.umdilabs.com/home
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equip the student with necessary interpersondbskild review behavioral expectations.
Most colleges reserve internships for upper-clasgents. This is a recommended
practice to first let students get core curriculunaer their belt. However, it would be
advantageous to start the internship/career serpicess early in their education. This
would get students thinking — and preparing — fgpartunities. And increased exposure,
along with increased competition, will enhanceakie of and participation in such a
program.

Institutional Support

To adequately provide structure and resourcesif@xperiential learning program, we
must examine the role of administrators and professs the student’s experience. It is
presumed that a common goal of all programs ismddmentally provide a personal-
growth opportunity for every student to utilizetireir employment search. Accordingly,
necessary objectives should include the following:

* Early and frequent communication about servicesreff and steps to take
Assistance in obtaining an internship, preferabiptigh internal resources
Workshops to develop interpersonal, communica@ma, interviewing skills

Help with job search/company research, negotiaticategy, and resume building
Increased use of technology-based systems ancegpmragram accessibility

First we note that, even if many programs are veskfor upper-class students, it is
imperative to educate lower-class students on thtsee opportunities and the steps to
prepare for them. Skill-building workshops or sles should be available early in one’s
academic career in order to maximize participasiod effectiveness. Indeed, students
clearly make this request heard. Overwhelminglydents feel these programs should be
free (covered in the cost of tuition).

We must also consider the necessary topics to rsttgtents may not request help
developing communication skills — but to employsush proficiency is often the number
one priority. Also, as the Hollins University suram pointed out, misconceptions
abound regarding job search techniques and steatedfi it falls on the school to prepare
our future employees, it follows that they mustvaty provide the information to best
help these students today.

Another concern is meeting employer’s expectatwhse operating within a typically
constrained budget. There is a solution that as$eethis issue and simultaneously
optimizes the experiential learning program. Assee, the largest variance in responses
was attributed to the survey question attemptindet@rmine high-tech versus high-touch
implementation. Digital administration is currgntthe best tool to manage a growing
number of internships, but we must be careful toetiminate the personal engagement.
Since approximately half of the surveyed progratiize a significant contact approach,
how can we best use technology to advance the gmogsithout quality suffering?

16



Technology, specifically online administration atetabases, can be used to free critical
resources and actually expand most experientiatilegprograms. Many schools
already require that the student independently difigculty advisor to oversee the
academic portion of the internship. This may bipfaé but there is room for
enhancement. A database of participating facutylwe created allowing students to
effectively benefit from a “specialized advisorThis faculty member would oversee the
internship and act as an educational mentor tstident for the duration of the
engagement. Maximizing the efficiency of suchanplequires a centralized effort with
the internship/career services office acting agallveoordinator. The office then can
focus its resources on building participation, mzstvorkshops, and building employer
relations.

The last part of this discussion also addressesyaimportant student request. A
majority ask that the school offer more interngbigcements as well as provide greater
assistance in finding them. The ideal situatiorolnes the school coordinating and
developing programs with interested employers tead of referring students to outside
websites and portals. Such steps increase thayqualevance, and knowledge gained
from the experience.

Online administration eases the process formalii@perwork, progress reports, and
grading can be accomplished through this systerareNime is freed to interact with the
students and employers and better prepare thefattoe employment. This addresses
another request of students and employers alike chline component can be used to
increase access to resumes, company informatiodng@nmunicate with the
administration and faculty advisors.

Lastly, internship and career services offices &ghaat neglect marketing their offerings.
Through campus-wide email, banners, advertisemeke school newspaper, and a
strong presence at orientation, these offices talistan active role in promoting
themselves. Involving student ambassadors andralyould be a meaningful and cost-
effective way to spread the word about the possipf@rtunities ahead for students.
Increasing student and employer participation iheninterest of the entire school.
Highly sought-after programs will increase enrolimnand further develop contributions
to society-at-large.

Employers

The remaining issue to address is meeting the nefetie employer stakeholder to create
a positive experience for all parties. While wel@s$sed a primary concern, using
technology to bridge the information gap, interpsdund career services offices must help
employers connect to today’s students. Some keymeendations are noted here:

Attend all relevant job fairs — not just selectegaaind times

* Increase visibility on campus — provide more infatimn and representatives
* Host events for students to learn more about thepany and positions

Offer more internships and experiences for studerdlvement
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In sum, the main issue to overcome is increasicgssibility to information and
opportunities. For the employer, this includesntaning a presence on campus (via
sponsorships, advertising, and/or student ambassaalad creating opportunities for
experiential learning. An increased focus on dahihology component will allow both
employer and career services staff more time thl bhese relationships and market
programs to the students.

Most employer-initiated concerns have been adddet$seugh the student and
administrative perspectives presented above. Bgreducating students and
streamlining the process, we can truly create b-p&rformance learning experience.

RECOMMENDATIONS

Concluding, we present the following as key commbsief a successful internship
experience:

Early and frequent communication about servicesreff and steps to take
Orientation and professional skills developmentisans prior to experience

A paid work experience, with adequate challengeyeat to the chosen major
Full academic credit offered upon completion ofrappiate coursework content
Increased accessibility to counselors, professms,.employers

These suggestions mandate an organizational tieyehat is, to provide the best
experience to the most students, a college mugl@evhe ideal internship-path. This
starts with early communication of the processidestt needs to follow, from attending

a required orientation to finding the internshipl @pplying to successfully completing
the assignment. Identifying this path is threetfareating a system and structure for the
process, managing the students and employer neghijes, and finally, monitoring and
grading the experience.

From the research, it appears that most improvesnierthe internship process can be
made within the career services office (or academitif applicable). It is here that
technology solutions can be implemented, includisgant messaging capability or
hosted services such as CareerB&ammaximize resources and efficiency. The college
must determine the structure of the program, tadwat curriculum or seminars need to
be added and how do we best create opportunitigedostudents? In the author’s view,
developing long-term relationships with employend aoordinating the interview

process internally presents a far more enrichingeagnce than directing students to
external resources. This essentially leaves tidest to “fend for himself” and may
discourage, or even prevent, students from applying

By freeing the staffer’s and employer’s time witkttier use of technology, more time can
be devoted to soliciting new employers and hodtirg at which students can learn more
about the companies, professions, and even predetefor positions. To increase

'8 An example of a “virtual career success centaeasible ahttp://www.careerbeam.com
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student participation, the career services officstnundertake a marketing campaign to
develop awareness of the program. The procesddshegin immediately in the
student’s academic career to avoid potential ddktgs. A strong presence at
orientation, or even a mandatory professional skithss, may be the basis for educating
students about the rewards of experiential learningnstances in which internships are
limited to upper-class level students, it is catito have this communication before the
sophomore year for proper planning.

Managing the relationships between students, ppofesand employers can be greatly
improved with technology as well. This is bestedifor assistance in communication,
research, project updates, and grading. As theegwhows, the majority of schools
believe in a “high-touch” philosophy wherein a higlel of personal interaction is
involved. This should remain a key point to anggram, but the technology aspect can
be used to lessen the administrative minutiae aistdy the experience. When no other
system exists, it can be used to link students patiential employers and even the
department professors that will oversee their mgkip. Fundamentally, the personal
interaction should derive from the experience ashdsar support (before and during),
rather than the challenge of finding prospectiveleyers and professors to guide the
internship.

The actual monitoring of the experiential learngan be personally and technologically
interactive. Students may submit learning cong,gmtogress reports, and even final
papers through the online component. The systenmotfy advisors of missed
deadlines as well as remind them of monthly mestintdowever, this should be used as
a tool to supplement the experience rather thanrhesolely a tool for supervision.
Lastly, the system may be able to synchronize thhmain school computers to upload
grades and update transcripts.

So, what makes for the most meaningful and prodgei@xperiential learning experience?
The research clearly demonstrates key featuresvofrking experiential learning model.
Yet, it also highlights some best practices anavedldiscussion of possible trends in the
coming years, particularly the growing influenceoofine management systems. Most
likely we can expect to not only witness more oaladministration, but also the
improvements such a system allows for. Notablgséhinclude time to develop the
program, increase participation, and build beté&tionships with students and potential
employers. Ongoing research is recommended tg shigltrend, especially as it meets —
or leaves opportunities to meet — the needs okstiscand employers alike.
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