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Introduction

This Flash Eurobarometer “Employers’ perception of graduate employability” (N° 304) provides
insights into the needs and perceptions of graduate recruiters by monitoring the opinions of staff in
companies throughout Europe with at least 50 employees across a range of business sectors.

In addition to identifying the background of the higher education graduates currently recruited in the
surveyed countries, this Flash survey covered:

the importance of various skills and abilities required by graduates

the levels of satisfaction as to whether or not graduates have these skills

which levels of graduate education are best suited to fill vacant positions

the factors that influence the level of graduate recruitment

the importance of educational institutions’ reputation

the amount and type of training given to graduates

the numbers of graduates recruited from abroad and the reasons why such graduates are hired
the major challenges that companies face in hiring graduates

the amount and type of cooperation between companies and educational institutions

views on how graduates could be made more employable.

The survey covered all 27 EU Member States, Norway, Iceland, Croatia and Turkey. Companies
included in this study had recruited higher education graduates in the past five years and/or were
planning to recruit such graduates in the next five years. More than a third (35%) of respondents
estimated that more than a fifth of their employees were that type of graduate. Although companies
included in this study recruited such graduates from a variety of educational fields, the areas most
frequently mentioned were business or economic studies and engineering (54%-55% of companies).
Somewhat more than 4 in 10 (42%) respondents estimated that at least 10% of their day-to-day
operations involved dealing with people in — or from — other countries.

The targeted number of interviews varied depending on the size of the respective country. Overall,
7,036 companies were interviewed, between 30 August and 7 September 2010, using a fixed-line
telephone methodology. Eligible respondents were chief human resource officers or chief executive
officers. Of the companies surveyed, about three-quarters (76%) were medium-sized companies (with
between 50 and 249 employees) and the rest (24%) were large companies with 250 employees or
more. The largest share of companies included in the survey were active in the industry sector (36%),
followed by the sectors of non-public services (23%) and public services (17%). About one in eight
(12%) companies were active in the trade, accommodation and food services sector and the same
proportion (12%) in the construction, transport and ICT sector.

Post-stratification weights were used to restore the artificially-distorted proportions according to
company size and industry sector. When summary (“total”’) estimates are discussed, the results of the
interviews have been weighted to correct for the disproportional selection of countries in the starting
sample.
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1. Recruitment of higher education graduates

Approximately  two-thirds  (68%)  of Recruitment of higher education
employers participating in this study had graduates — TOTAL

recruited higher education graduates in the
past five years and were planning to recruit
such graduates in the next five years; a
guarter said they had recruited such graduates
in the past but were not planning to recruit
more in the next five years.

5 2
m Have recruited and plan
to recruit more

m Have recruited but not
planning to recruit more

Did not recruit but
planning to recruit

The proportion of employers who said that

they had recruited higher education DK/NA

graduates in the past five years and were

planning to recruit such graduates in the next

five years ranged from a slim majority in the tthl-2-tDid you recruit highelr edl_wattion gra@rﬁtei in
Czech Republic and Romania (both 53%) to o 5yea:fl’u(;ﬁ?;rzguﬁ:sl?ﬁtﬁ;fgx‘&y:.garg
more than 9 in 10 respondents in Iceland and Base: all companies , % TOTAL

Estonia (92%-93%).

More than a third (35%) of respondents estimated that more than a fifth of their employees were higher
education graduates: 15% felt it was more than half and 20% said between 21% and 50%. In eight
countries, a majority of employers answered that at least a fifth of their employees were higher
education graduates: Norway (56%), Luxembourg (55%), Belgium, Estonia and Greece (all 53%),
Latvia and France (both 52%), and Sweden (51%).

Estimated percentage of higher education graduates currently employed in
respondents’ companies

H51-100% H21-50% 11-20% 1-10% DK/NA
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Q2.1. In your estimation, what is the overall percentage of higher education graduates
currently employed in your company?
Base: all companies , % by country
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2, Skills and capabilities: importance and satisfaction

2.1 Important skills and capabilities when recruiting higher

education graduates

Almost all skills and capabilities listed in the survey — such as the ability to work in a team or
computer literacy — were considered to be important when recruiting higher education graduates
(between 88% and 98% of respondents ranked these skills as “very” or “rather important™).

In terms of rating certain skills and capabilities as being “very important”, graduate recruiters were
most likely to highlight the importance of teamworking (67%), followed by sector-specific skills,
communication skills, computer literacy, being able to adapt to new situations, first-class ability in
reading/writing, and analytical and problem-solving skills (all 58%-62%).

Importance of various skills and capabilities when recruiting
higher education graduates — TOTAL

B Very important M Rather important

Teamworking skills

Sector-specific skills

Communication skills

Computer skills

Ability to adapt to and act in new situations
Good reading/writing skills

Analytical and problem-solving skills
Planning and organisational skills
Decision-making skills

Good with numbers

Foreign language skills

Rather unimportant

Not important atall ~ DK/NA

67 31 £

62 29 6 2
60 36 3!
60 35 3!
60 37 =
59 36 3!
58 37 41
53 42 41

46 45 71

40 48 8 2

33 34 22 e

Q3.2. Please rate the following skills and competencies in terms of how important they are when
recruiting higher education graduates in your company.

Graduate employers appeared to be less likely
to highlight the importance of foreign language
skills:  33% rated these skills as “very
important” and 34% as “rather important”.

Looking ahead, however, at employers’ views
about the importance of these skills for future
higher education graduates (5 to 10 years
from now), foreign language capabilities were
ranked as a higher requirement; the proportion
selecting these skills was higher than the
corresponding proportions for planning and
organisational skills, and being able to adapt
and act in new situations (31% vs. 22%-25%).

All other skills and capabilities were ranked
similarly when comparing employers’ views
about the importance of various skills required
by today’s employees and those required by
future higher education graduates.
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Base: all companies , % TOTAL

Opinions about the skills and capabilities
that higher education graduates should
have in next 5-10 years — TOTAL

Sector-specific skills 45

Good numeracy, literacy, |

computer skills 43

Communication skills 39

Teamworking skills 37

Analytical and problem- |

solving skills 32

Foreign language skills 31

Ability to adapt to and actin |
new situations

Planning and organisational
skills

25
22

Other 2

DK/NA | 2

Q3.4. In your opinion, in the next 5-10 years, which skills and
competencies will be the most important for new higher
education graduates? Please choose the three most important
ones! Base: all companies , % TOTAL
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Graduate recruiters across all countries surveyed, and across all types of companies surveyed, were
in agreement that all skills and capabilities (listed in the survey) were at least rather important when
recruiting higher education graduates. For example, graduate recruiters across all countries were in
agreement that teamworking skills were important when hiring higher education graduates in their
company; the proportion of “very” and “rather important” responses varied between 94% and 100%.

In terms of rating certain skills and capabilities as being “very important”, the largest differences were
found for the importance of foreign language skills. Graduate recruiters in the industry sector were
most likely to highlight the importance of foreign language skills when recruiting higher education
graduates (43% vs. 16% in the public services sector). Similarly, a higher proportion of graduate
recruiters with international contacts indicated that foreign language skills were very important when
recruiting higher education graduates (58% for those with more than 50% of “international” day-to-
day operations, compared to 17% for those with no international contacts).

An analysis in terms of company characteristics showed similarities in graduate employers’ views
about the importance of various skills and capabilities required by today’s employees and those
required from future higher education graduates. For example, a higher proportion of graduate
recruiters with international contacts indicated that foreign language skills were important for future
higher education graduates (48% for those with more than 50% of “international” day-to-day
operations, compared to 18% for those with no international contacts).

2.2 Employers’ satisfaction with graduate skills

A large majority (89%) of employers — who had recruited higher education graduates in the past five
years — agreed that these graduates had the skills required to work in their company. Moreover, more
than a quarter (27%) of respondents strongly agreed with this proposition.

The proportions of employers who agreed that higher education graduates recruited in their company
in the last three to five years had the skills required to work in their company were the highest in
Sweden (98%), Norway (97%) and Denmark (96%). Respondents in Malta, however, were the most
likely to strongly agree with this statement (69%).

Higher education graduates recruited in the last 3-5 years have the skills required
to work in respondents’ companies

B Strongly agree B Agree Disagree and Strongly disagree DK/NA

100 1 2 1 0 o 2
4 108 6 8
12
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Q3.1. How much do you agree or disagree with the following statement? “Higher education graduates
recruited in the last three to five years have the skills required to work in my company”.
Base: companies that have recruited higher education graduates, % by country
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Employers — who had recruited higher education graduates in the past five years — were also asked to
rate their satisfaction with new graduates in their company in terms of having the skills and
capabilities as listed in section 2.1.

A large majority of employers appeared to be at least rather satisfied when evaluating the skills and
capabilities of the higher education graduates that their company had hired in the past three to five
years. The overall satisfaction levels (i.e. the sum of “very satisfied” and “rather satisfied” responses)
ranged from 80% for decision-making skills to 91% for computer skills. Graduate employers’
satisfaction with their employees’ foreign language capabilities was lower as just two-thirds (67%)
said they were satisfied.

Looking only at the proportions of respondents who reported being very satisfied, however, showed a
different picture; for only one of the skills and capabilities listed in the survey — computer skills (38%)
— did more than a third of graduate employers answer that they were very satisfied with the higher
education graduates recently hired by their company.

Satisfaction with higher education graduate recruits in
terms of their various skills and capabilities - TOTAL

B Very satisfied mRather satisfied = Rather not satisfied ® Not satisfied atall DK/NA

Computer skills

Good reading/writing skills

Teamworking skills

Sector-specific skills

Good with numbers

Communication skills

Ability to adapt to and act in new situations
Analytical and problem-solving skills
Planning and organisational skills

Decision-making skills

Foreign language skills

Q3.3. Can you rate your satisfaction with the higher education graduates that your
company/organisation has recruited in the last three to five years in terms of each of
the following skill and competencies?

Base: companies that have recruited higer education graduates, % TOTAL

Graduate recruiters with international contacts appeared to attach the highest value to foreign language
skills, and they were also the most likely to be very satisfied with higher education graduate recruits in
terms of their foreign language skills (28% for those with more than 50% of “international” day-to-day
operations, compared to 14% for those with no international contacts).
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3. Importance of graduates’ educational establishment

3.1 Level of graduate that would best match the skill requirements
in respondents’ companies

A slim majority of employers (55%) answered that graduates with bachelor’s degrees would best match
the skill requirements in their company, while 35% said that graduates with master’s degrees would be a
better fit. Just 3% of respondents answered that their company would need graduates with a PhD.

Graduate recruiters in medium-sized companies and those in the private sector were more likely to
answer that graduates with bachelor’s degrees would best match the skill requirements in their
company (56%-57% vs. 51%-52% in large companies or in public organisations). Graduate recruiters
in large companies and those in the private sector, on the other hand, more frequently said that
graduates with master’s degrees would be a better fit (37%-38% vs. 34%).

Respondents in Malta and Turkey were the most likely to answer that graduates with bachelor’s degrees
would best fit the skill requirements in their company (both 83%); just 8% of the former and 10% of the
latter said that graduates with master’s degrees would be a better match. The corresponding result for
Croatia was almost a mirror image: while 81% of graduate recruiters in this country expressed a
preference for graduates with master’s degrees, just 11% opted for those with bachelor’s degrees.

Level of graduate that best fit the skill requirements in the company

Graduates with bachelor's degrees ~ ® Graduates with master's degrees  ® Graduates with PhD degrees DK/NA

100 1
128 = 51 | B 8 6 4 1o

9 6 ¢ 102516961258 5 4
ﬂ 5 Real °fo
80 - 14 32523 ol
g ol ksl ZHE
60 - 50475255
676473

(YN

183 8
40 188 378 78 75 74 72 72 70 70 70

04 1 61 61 59 5 55 55 55 52
20 - 44 42 38 37 36 35
24 23 22
o T T a— a—
;M:;55%Emgmsmgaggwwséa%wg
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F

Q3.5. Which level of graduate would best fit the skill requirements for the positions in your company in the future?
Base: all companies, % by country

3.2 Importance of a qualification from an institution with a good
international reputation

While about one in seven (13%) graduate recruiters said that it was very important for their company
to hire graduates from higher education institutions with high international rankings and a good
reputation, somewhat more than a quarter (27%) just felt that this was rather important. A majority of
respondents, however, disagreed with this proposition: 35% said it was rather unimportant, and 23%
said it was not at all important, to recruit graduates from higher education institutions with a good
international reputation.

Graduate recruiters with international contacts more frequently said that it was very or rather
important for their company to hire graduates from higher education institutions with high
international rankings and a good reputation (48% of those with “frequent” international contacts vs.
32% with no such contacts).
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The proportion of employers who said that it was very or rather important to recruit graduates from
higher education institutions with high international rankings and a good reputation ranged from less
than a quarter in Germany, Sweden and France (20%-23%) to more than two-thirds in Greece, Turkey
and Cyprus (69%-77%). Respondents in the latter countries were also the most likely to say that that a
gualification from an institution with a good international reputation was very important: 33% in

Greece and Turkey and 41% in Cyprus.

Importance of employing graduates from higher education institutions that have
a good international reputation

100

80

60

40 1

20

page 10

193

m Very important m Rather important Rather unimportant = Not important at all DK/NA

3 27 30 29 32
30 34 30 40

331 9733 55 18 ., 37 43

" 36 40 5

37 4 © 45 49 52 55
28
270281502

21f09] 23 23

9.5
134120 9 A ¥ M6
3} 222 SESEHE

Q4.2. How important is it for you to employ graduates from higher education institutions with high
international rankings (with good reputations)?
Base: all companies , % by country
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4. Importance of new employees’ past experience

Graduate recruiters emphasised the importance of new employees having work experience: 53% of
respondents strongly agreed and 34% rather agreed with the statement that work experience was a
crucial asset for new recruits.

These graduate employers did not agree, however, that it was very important for graduates to have
studied or worked abroad before joining their company. About 3 in 10 (31%) respondents strongly
disagreed and 39% rather disagreed that it was very important that new recruits had done an
internship abroad. The corresponding proportions for the importance of having studied abroad were
similar (33% “strongly disagreed” and 42% “rather disagreed”).

Views about new recruits’ work experience - TOTAL

m Strongly agree  ® Rather agree Rather disagree Strongly disagree DK/NA

Work experience is a crucial asset for new

. 10
recrults 3t

It is very important that new recruits have
done an internship abroad

It is very important that new recruits have
studied abroad

Q4.5. How much do you agree or disagree with the following statements?
Base: all companies, % TOTAL

Employers in the industry sector were most likely to agree that it was necessary for graduates to have
studied or worked abroad before joining their company. For example, while 38% of employers in this
sector strongly agreed or rather agreed that it was very important that new recruits had completed an
internship abroad, this proportion was 23%-25% in the other sectors. Graduate recruiters with
international contacts were also more likely to value international mobility. For example, while 32% of
employers with more than 50% of “international” day-to-day operations strongly agreed or rather
agreed that it was very important that new recruits had studied abroad, this proportion was 17% for
those with no international contacts.

Graduate employers in Cyprus and Turkey were the most likely to highlight the importance of having
studied, or having had a work-placement, abroad. For example, 81% of respondents in Cyprus and
65% of those in Turkey agreed that it was very important that new recruits had studied abroad; in
comparison, this view was shared by less than a tenth of respondents in the UK, Sweden, Norway,
Croatia and Hungary (6%-9%).

Itis very important that new recruits have done an internship abroad

B Strongly agree H Rather agree Rather disagree Strongly disagree DK/NA
100 -
6 5 1o -
19 17
12 23 23 24 22 19 25 24 44 26
80 1 mel 28 34 34 | 36 . 38 4o 27
56 | 9% gy B!
60 - 84
407 41 50 51 58
33 49 41
20 A 30
6
o1 7 6 740050705
= = =3 n [N = N =) 2]
CERHEEEESEERYQ wwaﬂo%zéaahasﬁ%%%
2

Q4.5. How much do you agree or disagree with the following statements?
Base: all companies , % by country
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5. Training activities for graduate employees

5.1 Percentage of graduate employees participating in training

A third (34%) of graduate employers reported that more than 50% of their employees with higher
education degrees had received training to update their skills in the past two years; a similar proportion
(33%) said that less than 10% had received such training.

Almost 4 in 10 (38%) respondents from large companies, and a similar proportion (39%) of those
working in public organisations, said that more than 50% of their employees with higher education
degrees had received training to update their skills in the past two years; the corresponding proportion
for medium-sized companies and companies in the private sector was 33%.

More than 6 in 10 employers in Austria (63%), and about half of those in Iceland, the Czech Republic
and Slovakia (50%-55%) answered that more than half of their graduate employees had received
training in the past two years; this proportion was the lowest in Romania (11%) and Bulgaria (17%).

5.2 Training activities for graduate employees

A large majority (83%) of respondents said that their employees with higher education degrees had
participated in training and development programmes organised at their workplace; 55% mentioned
training offered by continuing education institutions.

Other training activities listed in the survey were mentioned by less than half of graduate employers.
For example, 41% said that their employees with higher education degrees had participated in short
courses offered by universities and other higher education institutions and 30% mentioned part-time
study programmes at such institutions.

Training activites that employees with higher education
degrees have participated/participate in - TOTAL

m Participate Do not participate DK/NA
Training and development programmes in-house
(in the workplace)

Training offered by continuing education
institutions

Short courses/modules offered by
universities/higher education institutions

Part-time study programmes at universities/
higher education institutions

Distance learning

Other 12

Q3.7. Which of the following training activities do/have your employees with higher
education degrees participate(d) in?
Base: all companies, % TOTAL

The most frequently cited training and development programmes across all countries included in this

study were those offered in-house; the proportion of employers mentioning this type of training ranged
from 60% in Bulgaria to 94% in Ireland, Austria and Finland.

Distance learning programmes were the least frequently mentioned type of training (among those

listed in the survey) in more than half of the countries surveyed; the proportion of employers
mentioning this type of training ranged from 13% in Slovakia to 62% in Estonia.
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6. Challenges to fill graduate vacancies

Asked to identify the greatest challenges they faced in filling their vacancies, almost half (47%) of
graduate recruiters selected a shortage of applicants with the right skills and capabilities, in their
country, to do the job; a somewhat smaller number of respondents (43%) saw a difficulty in being able
to offer a competitive starting salary.

All other challenges were mentioned by less than a quarter of graduate employers: 22% referred to
limited resources to allow adequate marketing of graduate vacancies and 20% found it difficult to offer
a competitive graduate training and development programme. Just 10% of respondents said that one of
the greatest challenges in filling graduate vacancies was that candidates withdrew applications
(because the hiring process was slow).

Greatest challenges in filling vacancies- TOTAL
first mention second mention in total

Shortage of applicants with the right skills and ] )
capabilities in COUNTRY 33 4 47

Offering a competitive starting salary 25 19 43

Limited resources to market graduate vacancies

adequately = 2 22

Offering a competitive graduate training and 3

12 20
development programme

Graduate candidates withdraw applications 6

o - 10
because hiring process is slow

DK/NA 19

Q5.1. What are the greatest challenges you face in filling your vacancies?
Please select the two most important ones.

Base: all companies, % TOTAL

Please note that due to rounding, the percentages for “first mention” and “second
mention” do not always add up exactly to the total percentages

A shortage of applicants with the right skills and capabilities, in their country, was most frequently
mentioned as one of the greatest challenges in filling graduate vacancies by graduate recruiters with
international contacts (54% of those with “frequent” international contacts vs. 38% with no such
contacts).

A shortage of applicants with the right skills and capabilities, however, was less frequently seen as an
obstacle by respondents working in public organisations (38% vs. 49% in the private sector);
respondents in such public organisations, however, were more likely than their counterparts to refer to
other obstacles listed in the survey, such as limited resources to allow adequate marketing of graduate
vacancies (29% vs. 21%).

A shortage of applicants with the right skills and capabilities, in their country, was most frequently
mentioned as an obstacle for companies trying to fill graduate vacancies in Luxembourg (73%),
Turkey (68%), Germany, Austria and Norway (61%-63%). In Iceland and Romania, on the other hand,
just about a quarter of respondents saw this as an obstacle (both 24%).
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Greatest challenges in filling vacancies
Shortage of applicants with the right skills and capabilities in respondents’ countries

100 4 m first mention m second mention in total

80 173

68

60

47 47 45 44 41 39 58
40 14818015013 7 37 36 36 36

12

33 31 31 30

1612 8 1413 24

15
20 11
33| 1 35
30Q3083 281, B250290-20 25
15 13
o
[ mos = N Mo B oM 23] = ® = B 2]
359«:%4::"’5%‘“05 qumm%mﬁga'-mémma%gﬂ

TOTAL

Q5.1. What are the greatest challenges you face in filling your vacancies? Please select the two most
important ones.
Base: all companies , % by country

The proportion of graduate employers who saw a difficulty in being able to offer a competitive
starting salary as one of the two main challenges ranged from less than a third in Italy (23%),
Luxembourg (25%), Estonia (27%) and Turkey (31%) to twice as many respondents in Hungary
(67%). Respondents in Romania, Poland and Slovakia shared the Hungarians’ concern (59%-60% saw
this as a challenge).

Greatest challenges in filling vacancies
Being able to offer a competitive starting salary

100 7 m first mention m second mention in total

80

67
60

60

42 42 42 41
40 36 35 35 34 31
4 2 27 25
14 15 23
20 24 = 14
plyd 28 oo . 8
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2] ) N E 2] > =
“REZE20E 553 BEED SERR
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H
Q5.1. What are the greatest challenges you face in filling your vacancies? Please select the two most

important ones.
Base: all companies , % by country
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7. Recruiting graduates from other countries

7.1 Recruitment of graduates from other countries

More than a quarter (27%) of respondents answered that they had recruited higher education graduates
from other European countries and about a sixth (18%) had recruited such graduates from countries
outside of Europe.

It was noted in chapter 1 that large companies (with at least 250 employees) and those in the non-
public services sector were more likely to estimate that more than a fifth of their employees were
higher education graduates. Furthermore, the likelihood that at least some of these graduate employees
were recruited from other countries was higher for this grouping of companies than for other types.

Respondents in Luxembourg were the most likely to say they recruited graduates with higher
education degrees from other European countries (86%). In a further four countries, a majority of
employers had recruited higher education graduates from other European countries: Ireland (68%),
Cyprus (59%), Norway (53%) and Spain (52%). In sharp contrast, in Lithuania, Croatia and Bulgaria,
the corresponding proportions were between 7% and 9%.

Situation regarding recruitment of higher education graduates from other
European countries

100 1

86

80

60 -

39 38
40 - 3° 37 33 30 o8

19 1
" 9918171716151414111110987

o

Q4.4a. What is the percentage of employees with higher education degrees who are recruited
from other European countries?
Base: all companies , % of ‘Recruit’ shown by country

In accordance with the results for graduate recruitment from other European countries, respondents in
Ireland, Cyprus and Spain most frequently reported having recruited graduates from non-European
countries (39%-40%). These three countries were joined by the UK where 39% of companies had
employees recruited from countries outside of Europe.

7.2 Reasons for recruiting graduates from other countries

Although 47% of graduate employers said it was difficult to find applicants in their country with the
right skills and capabilities (see above), only 35% of graduate recruiters — who had actually recruited
higher education graduates from other countries — said they had done so because there were
insufficient candidates in their country.

A larger proportion (41%) of respondents said they had recruited graduates from other countries
because they wanted to hire the very best talent available, while 15% said this was because graduates
from other countries had a strong work ethic. Somewhat more than a quarter (27%) of respondents
said they had recruited higher education graduates from other countries, because they needed to have
an international workforce. Just 5% of respondents said they had recruited graduates from other
countries, because this meant they would receive subsidies.
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Summary Flash EB N° 304 — Employers’ perception of graduate employability

Reasons for recruiting higher education graduates
from other countries - TOTAL

To recruit the very best talent available 41

Insufficient candidates with the right 1
skills in [COUNTRY] | 35

Need to have an international workforce 27

Graduates from other countries havea |
- 15
strong work ethic i
Specific financial subsidies received if
recruiting from abroad

Other 23

DK/NA 8

Q4.4c. What is your reason for recruiting graduates who are

not resident in [COUNTRY]?

Base: companies that recruit higher education graduates from other

countries, % TOTAL
About 3 in 10 (31%) respondents in the industry sector said they had recruited graduates from other
countries, because there were insufficient candidates in their country; in comparison, in the other

sectors, more than a third of respondents gave this response (35%-37%).

Four in 10 respondents with more than 50% of “international” day-to-day operations said they had
recruited higher education graduates from other countries because they needed to have an international
workforce; this proportion decreased to 12% for respondents without international contacts.

7.3 Reasons for not recruiting graduates from other countries

A slim majority (56%) of employers — who Reasons for not recruiting higher education
had not recruited higher education graduates =~ graduates from other countries — TOTAL
from Other_ countries — said there_was no Sufficient number of graduates with right ] 6
need to hire such graduates, or in other skills in [COUNTRY] ] 5
words, there were enough graduates with Language barriers 11
the right skills in their own country. 7
Lack of necessary skills 7
0 Insufficient knowledge of [COUNTRY] 1
About a tenth (11%) of these employers had ealture and taditions 6
not recruited graduates from other countries, Other 2
because of language barriers, 7% thought ]
that graduates from other countries did not DK/NA |17 6
have the necessary skills and a similar 04.4d. What for NOT " duat
- . . at 1s your reason ior recruitin raduates
proportion (6%) saw problems due to an Y from other countrics?
: : : > Base: companies that do not recruit higher education graduates
1ns|1ilfﬁ01er;jttk1(;9:vledge of their country’s from oshior countrios, o6 TOTAL
culture and traditions.

About one in two (49%) respondents working in public organisations said that there were enough
graduates with the right skills in their own country; in comparison, in the private sector, 57% of
respondents gave this response. In terms of activities, the proportion of respondents selecting this
response ranged from 48% in the public services sector to 61% in the trade, accommodation and food
services sector.
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Flash EB N° 304 — Employers’ perception of graduate employability Summary

8. Improving the employability of new graduates

When asked to choose one action that higher education institutions should take to improve the
employability of their graduates, 36% of graduate employers said that sector-specific work-placements
should be included as an integral part of study programmes. Including practical experience in such
programmes was selected by 30% of graduate employers and 18% said there would be most benefit if
courses were more relevant to employers’ needs.

Actions that higher education institutions should take to
improve the employability of their graduates — TOTAL

Include sector specific work placements as an ]

integral part of the study programme 36

Include practical experience in courses 30

Make courses more relevant to the needs of
employers |
Provide better post-graduation support (facilitate
relations between graduates and companies)

Other 2

18

DK/NA 5

Q7.1. Which actions should higher education institutions take in order to improve
the employability of their graduates? Choose one of the following choices.
Base: all companies, % TOTAL

Across almost all types of companies surveyed, graduate recruiters were most likely to think that
graduates’ employability could be improved by sector-specific work-placements; for example, this
response was selected by 40% of respondents in large companies and by 38% of respondents in the
non-public services sector. Providing better post-graduation support, on the other hand, was selected
by the smallest proportion of respondents across all types of companies (between 7% and 11%).

In three countries, a majority of respondents said that sector-specific work-placements should be
included as an integral part of study programmes, if higher education institutions wanted to improve
their graduates’ employability: Germany (60%), Slovakia and Austria (both 57%).

Making courses more relevant to graduate employers’ needs was most frequently mentioned by
respondents in Lithuania, the UK and Greece (30%-32%), while respondents in Turkey were the most
likely to mention providing better post-graduation support (24%).

Actions that higher education institutions should take to improve the
employability of their graduates

Include sector specific work placements Include practical experience in courses
m Make courses more relevant to the needs of employers m Provide better post-graduation support
u Other DK/NA

100 7

7
407
E 14 1 “Ik i =
80 10 13 b0 21
15 18 25 10 14 19817
| 16 16 ,g 29 23 8

N

60

" 26 %8 30 2 23 53 00 84 37 % 52 43 45
47 49
60 57 57 32 7
49 48 44 43
40 39 37 36 36 36 35 34 34 32 32 32 31 30 30 30 29 o
21

16 15 13 10

<2} = 2] Mo H N ®m e

TOTAL |

Q7.1. Which actions should higher education institutions take in order to improve the employability of
their graduates? Choose one of the following choices.
Base: all companies , % by country
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Summary Flash EB N° 304 — Employers’ perception of graduate employability

9. Cooperation with higher education institutions

9.1 Frequency of cooperation with higher education institutions

Somewhat more than a tenth of graduate employers said they cooperated with higher education
institutions to discuss curriculum design and study programmes; 6% said they very frequently
cooperated, 8% said this happened rather frequently. Cooperating with higher education institutions in
the recruitment of their graduates, on the other hand, appeared to happen more frequently (12% “rather
frequently” and 7% “very frequently”).

Frequency of cooperation with higher education institutions...

...to discuss curriculum
design and study ...in the recruitment of
programmes their graduates

2

2

m Very frequently

m Rather frequently

43

Sometimes

56

Never

DK/NA 36

Q6.1. How frequently do you cooperate with higher education institutions to discuss
curriculum design and study programmes?

Q6.4. How frequently do you cooperate with higher education institutions in
recruiting their graduates?

Base: all companies , % TOTAL

Across almost all countries surveyed, less than a quarter of respondents said they very or rather
frequently cooperated with higher education institutions to discuss curriculum design and study
programmes. In Malta and Turkey, on the other hand, slightly more than a quarter of graduate
employers said they very or rather frequently had such cooperation (26%-27%).

Turkish respondents were also among the most likely to answer that they very or rather frequently
cooperated with higher education institutions in the recruitment of their graduates (27%); employers
in Spain and Belgium, however, were the most likely to report such cooperation (28%-31%).

In terms of activities, it was noted that graduate employers in the industry sector and those in the
sectors of public and non-public services were more likely to have cooperated with higher education
institutions in curriculum design (13%-18% vs. 9% in the other sectors). Finally, respondents with
international contacts were almost twice as likely as their counterparts without such contacts to
cooperate with higher education institutions.
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9.2 Importance of cooperation with higher education institutions

Graduate recruiters were divided on the importance of cooperation with higher education institutions

in the design of curricula and study programmes: 48% considered such cooperation to be important for
their company and 47% said the opposite.

In terms of activities, graduate employers in the industry and public or non-public services sectors
were more likely than their counterparts in other sectors to value cooperation with higher education
institutions (for example, 50% of “very” and “rather important” responses in the industry sector vs.
39% in the construction, transport and ICT sector).

While 38% of respondents without international contacts thought that it was very or rather important
for their company to cooperate with higher education institutions in the design of curricula and study
programmes, this proportion increased to approximately 50% for those with international contacts (for

example, 55% for those with between 10% and 49% of “international contacts” in day-to-day
operations).

The proportion of graduate employers who thought it was very or rather important for their company
to cooperate with higher education institutions in the design of curricula and study programmes ranged

from roughly a third in the Czech Republic, Hungary and France (30%-35%) to about two-thirds in
Turkey, Slovenia and Portugal (65%-67%).

Respondents’ opinions about the importance of cooperation with higher
education institutions

B Very important M Rather important Rather unimportant Not important at all DK/NA

100 1 1 1 2 1 1 2
1?6 132 5 6 3. 3, 2 ; 12 5 6 5 @3 7 5 15 10 10 2 10 12 10 2 9 T
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Q6.2. How important is the cooperation for your organization? Please rate the importance of
cooperating with higher education institutions in the design of curricula and study programmes.
Base: all companies , % by country

9.3 Best ways of cooperating with higher education institutions on
recruitment

Roughly one in two (52%) graduate employers said that one of the best ways of cooperating with
higher education institutions on recruitment was their participation in internship programmes and
about a third (32%) selected direct recruitment from schools.

Other topics were selected by a quarter or less respondents: 24% thought that personal discussions
with study programme directors or teachers would be a good way to cooperate, 24% selected
cooperation with career centres and 23% opted for participation in debates or seminars organised by
higher education institutions. Just 7% of graduate employers thought that answering surveys was one
of the best ways of cooperating with higher education institutions on recruitment.
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Opinions about the best ways of cooperatingwith higher
education institutions on recruitment — TOTAL

first mention second mention in total
Participation in internship programme with 1 18 5
higher education institutions | 34 5

Direct recruitment from schools 17 15 32

Cooperation with career centres 12 13 24
Personal discussions with study programme 1

. 11 13 24
directors or teachers |
Participation in debates or seminars organised by - 1 5
higher education institutions | 3 3
Answering surveys |3 4 7
DK/NA 13

Q6.5. What do you think is the best way to cooperate with higher education institutions
on recruitment? Please select two from the six items I am going to read to you.

Base: all companies, % TOTAL
Please note that due to rounding, the percentages for “first mention” and “second mention” do not

always add up exactly to the total percentages

The proportion of graduate employers who said that one of the best ways to cooperate with higher
education institutions on recruitment was their participation in internship programmes ranged from
approximately a fifth in Slovakia and the Czech Republic (20%-21%) to roughly two-thirds in Spain,
Germany, Portugal and Turkey (65%-67%). Participation in internship programmes was the most
frequently selected method of cooperation in almost all of the countries surveyed.

Opinions about the best ways of cooperating with higher education institutions on recruitment
Participation in an internship programme with higher education institutions
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Q6.5. What do you think is the best way to cooperate with higher education institutions on recruitment?
Please select two from the six items I am going to read to you.

Base: all companies , % by country



