
  PUBLISHED NOVEMBER 2025  

2026
Job Outlook



The annual Job Outlook survey is a forecast of employer’s hiring

intentions of new college graduates. Data for the Job Outlook 2026

survey were collected from August 7, 2025, through September 22,

2025. Data are calculated based on the number of respondents to

each specific question. Totals may not equal 100% due to rounding.

NACE expects to provide a formal job market update during the 

2025-26 academic year. Based on data collected in February and

March, the Job Outlook 2026 Spring Update report will provide 

a final update on hiring for 2025-26 graduates. The results will be

available in early April.

About the Job Outlook 2026 Survey



2026 Job Projections for 
Entry-Level Hiring



Employers Rate Overall Job Market



Fall Spring Update
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Job Outlook Projections Class of 2026



0% 20% 40% 60% 80%

Commitment to succession planning/importance of talent pipeline

Company growth

Increased demand for our products and services

Anticipated increase in the number of retirements

Other

72.7%

68.2%

29.5%

31.8%

2.3%

Key Factors for Increasing Hires

*Percentages do not equal 100, as respondents were able to select more than one factor.

NUMBER OF RESPONDENTS = 44



Key Factors for Decreasing Hires

*Percentages do not equal 100, as respondents were able to select more than one factor.

NUMBER OF RESPONDENTS = 26



Industries Hiring Changes
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by Percent of Respondents



Fall vs. Spring Recruiting for the 
Class of 2026, by Percent of Respondents



Overall Positions
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Fully Remote Fully Hybrid Fully In-Person
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Bachelor's Master's

Increase salaries No change to salaries Decrease salaries
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Change in Salaries for Bachelor’s 
and Master’s Degree Graduates



Planned Actual
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Employers Offering Signing Bonuses



Selected graduates
52.8%

All graduates
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Signing Bonus Plans, 
by Percent of Respondents



Skills-Based Hiring and 
College Graduates
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73.3%

63.0%

56.6%

46.3%

37.0% 38.3% 38.1%
42.1%

GPA Screening



0% 20% 40% 60% 80% 100%

Academic major

Industry experience

Has completed an internship within your industry

Has completed an internship with your organization

Has demonstrated proficiency in competencies

Has held a leadership position

Has been involved in extracurricular activities

Has held part-time jobs while in college to finance education

Has done volunteer work

School's reputation

Has foreign language and/or intercultural skills

Has completed a study abroad program

Other

93.7%

81.1%

78.9%

73.7%

72.6%

63.2%

56.8%

43.2%

34.7%

26.3%

12.6%

4.2%

3.2%

Percent of Respondents*

*Percentages do not equal 100, as respondents were able to select more than one factor.

Additional Factors Considered by
Respondents That Do Not Screen by GPA*



Percent of Respondents*
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Academic major

Has completed an internship within your industry

Industry experience

Has held a leadership position

Has completed an internship with your organization

Has been involved in extracurricular activities

Has demonstrated proficiency in competencies

Has done volunteer work

School's reputation

Has foreign language and/or intercultural skills

Other

Has completed a study abroad program

95.5%

86.6%

82.1%

82.1%

79.1%

73.1%

67.2%

44.8%

28.4%

9.0%

6.0%

4.5%

*Percentages do not equal 100, as respondents were able to select more than one factor.

Additional Factors Considered by
Respondents That Do Screen by GPA*



2025 2026
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Other

23.2%

30.4%

50.8%

43.5%

24.3%

21.7%

1.7%

4.3%

ANY majors regardless of whether 
they relate to our specific industry

Majors that are exclusive to our
industry AND other majors that fall

outside the realm of our industry

Majors that are only
exclusive to our industry

Employers Consider 
Hiring All Majors



69.5%

30.5%

Yes No

Use Skills-Based Hiring
(N=164)
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Always

Most of the time

About half the time

Sometimes

Never

18.4%

37.7%

14.9%

25.4%

3.5%

NUMBER OF RESPONDENTS = 114

Skills-Based Hiring Frequency



NUMBER OF RESPONDENTS = 107 0% 20% 40% 60% 80% 100%

Interviewing

Screening

Sourcing

Post-hire placement/matching

86.9%

65.4%

37.4%

29.9%

22.4%

Incumbent worker promotions or

movement into new roles or areas

Stages Using
Skills-Based Hiring



NUMBER OF RESPONDENTS = 106 0% 20% 40% 60% 80% 100%

Competency-based job descriptions

Interview rubrics

Internally-created assessment tool

Externally-created assessment tool

External recruiting agency

Digital badges/microcredentials

Game-based assessments

Other

81.1%

57.5%

35.8%

24.5%

12.3%

4.7%

4.7%

2.8%

Skills-Based 
Hiring 
Practices
Being Used
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Not challenging at all

Slightly challenging

Moderately challenging

Very challenging

Extremely challenging

24.3%

46.7%

26.2%

1.9%

0.9%

NUMBER OF RESPONDENTS = 107

Level of Challenge
in Implementing
Skills-Based Hiring
Practices



0% 10% 20% 30% 40% 50%

Buy-in from hiring managers

Cultural hurdles within organization

Lack of assessment tools

Regulatory hurdles

Other

46.3%

46.3%

36.8%

28.4%

12.6%

5.3%

NUMBER OF RESPONDENTS = 95

Lack of department time/resources to

implement new hiring practices

Roadblocks in Implementing Skills-Based Hiring



NUMBER OF RESPONDENTS = 108
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Prepare for interviews that demonstrate their skills

Participate in experiential learning and/or work during college

Translate college coursework into a skills language

Translate extracurricular activities into a skills language

Create a skills-based resume and/or cover letter

Obtain industry-recognized certifications, e.g. Google, Microsoft, etc.

Obtain career readiness skill certifications, e.g. communication, teamwork, etc.

Create a skills portfolio that demonstrates skills, accomplishments, and work samples

Other

88.9%

74.1%

61.1%

54.6%

50.0%

38.9%

30.6%

26.9%

0.9%

Most Important Ways Students Can Demonstrate Skills
During a Skills-Based Hiring Process



*Percentages do not equal 100, as respondents were able to choose more than one learning opportunity.
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U.S. based internships

Co-ops

On-campus student work

Apprenticeships

Participation in faculty-led research projects

Externships

Microinternships

Practicum (or clinical) experiences

International internships

Service learning

International work experience

Study abroad

97%

76%

43%

41%

36%

29%

28%

25%

15%

15%

13%

8%

Most Valuable Experiential Learning
Opportunities on a Student’s Resume



2026 Average Influence Rating*

2025 Average Influence Rating*

0 1 2 3 4 5

Has completed an internship with your organization

Has internship experience in your industry

Major

Has general work experience

Has held leadership position

High GPA (3.0 or above)

Has done volunteer work

School attended

Is fluent in a foreign language

Has international work experience

Has studied abroad

4.5
4.4

4.3
4.3

3.8
4.0

3.6
3.8

3.5
3.4

3.3
3.4

2.9
3.0

2.6
2.6

2.4
2.5

2.0
2.1

1.8

1.7
1.7

*5-point scale, where 1=No influence at all, 
2=Not much influence, 3=Somewhat of an influence, 
4=Very much influence, and 5=Extreme influence.

Has been involved in extracurricular activities
(clubs, sports, student government, etc.)

Choosing Between
Equally Qualified
Candidates - 
Influence of Attributes



Social Media and Recruiting



*Percentages do not equal 100, as respondents were able to select more than one platform.

100%
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Instagram 50.4%

Facebook 30.4%

Other 9.6%

8.9%

Tik Tok

X

6.7%

LinkedIn

% % % % %

NUMBER OF RESPONDENTS = 135

Social Media Platform Use, 
by Percent of Respondents*



0% 20% 40% 60% 80% 100%

Building brand awareness

Advertising of positions

Networking with potential candidates

Searching for candidates

Building community

Checking candidate profiles

Screening candidates

95.6%

86.7%

63.7%

57.8%

54.8%

37.0%

9.6%

NUMBER OF RESPONDENTS = 135

Ways Early Talent Recruiters Use Social Media, 
by Percent of Respondents



AI and Entry-Level Jobs



AI Skills

13.3% of jobs require AI skills

10.5% of entry-level jobs include 
AI in job descriptions
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61.0%

25.0%

14.0%

0.0%

0.0%

Not replacing

Unsure if replacing

Having discussions about replacing

Replacing in the next 5 years

Replacing in the next 3 years

Replacing Entry-Level Jobs With AI, 
by Percent of Respondents
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31.4%

27.2%

25.9%

10.5%

4.9%
Augmenting in the next 5 years

Augmenting in the next 3 years

Having discussions about augmenting

Not augmenting

Unsure if augmenting

Augmenting Entry-Level Jobs With AI, 
by Percent of Respondents
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