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Management Summary

Introduction
Higher education policy has increasingly gained a European dimension, with its own
distinct influence over national education policies. Against this background, a major
project was launched, the REFLEX project, which aims to make a contribution to
assessing the demands that the modern knowledge society places on higher educa-
tion graduates, and the degree to which higher education institutions in Europe are
up to the task of equipping graduates with the competencies needed to meet these
demands. e project also looks at how the demands, and graduates’ ability to realise
them, is influenced by the way in which work is organised in firms and organisations.
e REFLEX project has been carried out in sixteen di erent countries: Austria,
Belgium-Flanders, Czech Republic, Estonia, Finland, France, Germany, Italy, Japan,
the Netherlands, Norway, Portugal, Spain, Sweden, Switzerland and the UK. At the
time of writing, the data for Japan, Portugal and Sweden were not ready for use. e
report focusses on the remaining  countries. e major part of the project consists of
a large scale survey held amongsome . graduates from higher education in these
countries. In each country a representative sample has been drawn of graduates from
ISCED A programmes who got their degree in the academic year / . e
various types of higher education in the participating countries have for the purposes
of this report been divided into two main levels. First level programmes are those that
do not provide direct access to doctorate programmes, while second level programmes
are those that do provide such direct access to a doctorate. e data collection has
taken place in , l.e.some years after leaving higher education. In this report, the
data from the graduate survey is used to shed light on di erent aspects of graduates’
experiences in higher education, work and other areas of life.

e Flexible Professional in the Knowledge Society
In recent years, three major trends have been identified that a ect the demands that
higher education graduates face. e first is the increasing emphasis on education
and training, the second the increasing volatility of labour market processes, and the
third the increasing internationalisation and globalisation.  ese trends give rise to
new demands on the competencies with which individuals need to be equipped. In
addition to the more or less traditional demand on higher education graduates to
become experts in their own professional domain, graduates face an increased need
for to be flexible to ensure employability over their entire career. Moreover, the Lisbon
goals imply a strengthening of the innovative capacities of the European economy,
and an optimal use of the available human capital. Finally, the globalisation of the
economy and society requires higher education graduates to be much more interna-
tionally oriented than before. Consequently, there are good reasons to believe that
higher education graduates are expected to be more or less competent in at least
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the following five areas: professional expertise, functional flexibility, innovation and
knowledge management, mobilisation of human resources and international orienta-
tion. Chapters through of this report pay attention to each of these demands in
turn.

In the survey, we found evidence that these demands are indeed more or less universal.
In each of the thirteen countries for which we presented data, the average level of
professional expertise, functional flexibility, innovation and knowledge management,
and mobilisation of human resources required of working graduates is relatively high.
International orientation also seems to be important for a significant proportion of
graduates. A large majority of graduates appear to be adequately prepared to meet
these demands, but this di ers per country. A relatively large share of graduates in
Italy, France and Estonia experience quite serious shortages of the relevant compe-
tences, and in France a relatively large share experience a surplus. Programmes that
were seen as demanding and prestigious were related to higher levels of competence
in all four areas, and a strong theoretical emphasis also appeared to be e ective. — at
said, the e ects are generally speaking not very large.  is certainly need not imply
that higher education is ine ective as a producer of competences, only that the vari-
ation within and across countries in the way higher education is organized does not
account for much variance.

Although the majority of graduates indicated that their study program succeeded in
reaching both the short term goal of preparing graduates to start work and the long
term goal of providing a basis for further skill acquisition and career development, -

of graduates clearly indicated that this was not the case.  is applied particularly
in the UK, Germany and Italy, while the Norwegian higher education system stands
out as the system providing the best basis for their students’ careers. Interestingly,
in almost every country, graduates were generally more satisfied with their study
programme in terms of providing a good basis for personal development than as
a preparation for the world of work. Only indicated that their higher educa-
tion program provided a good basis for developing entrepreneurial skills. Vocationally
oriented and/or prestigious programmes, as well as programmes whose content is
familiar to employers, seem to be particularly e ective in preparing graduates for
working life.

Although only a small proportion of graduates end up in a real elite position in
the labour market, most do find jobs that require generalist or specialist training at
tertiary level.  ere are strong di erences between fields and levels of higher educa-
tion in the type of position attained, with studies in the fields of Health, Engineering,
Business and Law, and second level degrees in general, dominating the elite positions.
Although acquired competences and higher education characteristics and experiences
also have some e ects on the type of position attained, the e ects are much smaller
than those for field and level of higher education.
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Even after correction for di erences in purchasing power, there were strong di erences
in graduates’ earnings. Both in terms of monthly earnings and hourly wages, German,
Swiss and Norwegian graduates earn most, and Czech, Spanish, Italian and Estonian
graduates earn least. Female graduates clearly earn less than their male peers. Second
level graduates (that is, graduates of ISCED A long programmes that provide direct
access to doctorate programmes) earn more than first level graduates (that is, gradu-
ates of ISCED A long programmes that do not provide direct access to doctorate
programmes), graduates in the fields of Engineering, Business and Law have relatively
high earnings and those in the fields of Education, Humanities and Agriculture rela-
tively low earnings. A high level of competence in the areas of professional expertise
and mobilisation of human resources is related to higher earnings, but higher educa-
tion characteristics and experiences have only rather small e ects.

We found strong indications that the human capital that is produced in higher educa-
tion is used in the labour market. e unemployment rate is rather low, and most
graduates indicate that their knowledge and skills are su ciently used. at said,
around one in four working graduates indicate that their competences are insu -
ciently used. In addition to countries and fields of study that are known from earlier
research to produce graduates who often find it di cult to find work that matches
their capabilities, (humanities, Southern European countries), the UK stands out as
a country where many graduates fail to utilize their skills. Female graduates have
a higher chance of being unemployed, but if they do find work they utilize their
knowledge and skills as much or even more than male graduates. Graduates with
high levels of competences in the area of mobilizing human resources and those who
acquired work experience (whether or not related to the study programme) during
study had more chance of being employed five years later. Graduates with high levels
of competences related to professional expertise utilize their knowledge and skills
more than graduates with less such competences. Graduates of vocationally oriented
programmes and or programmes whose content is familiar to employers have both a
greater chance of being employed and of mobilizing their knowledge and skills.

e Professional Work of Graduates

ere are di erent conceptions within the academic world, and between academics
and lay people, in what we mean by the term “professional”. e term can be used
very generally for example as a contrast to work done by “amateurs”, to indicate
someone who has followed specialized training in a given domain, or, as in the anglo-
saxon tradition, to indicate occupations which normally require a higher education
degree.  ere are also much more restrictive conceptions, in which a only very limited
range of occupations like physicians and lawyers are regarded as professionals. Such
definitions or typologies usually point to professionalization as a process that can
be analyzed using the so-called escalator model: first a school is established, then
an association, then examinations, then licensing, then an ethics code, and finally
the occupation arrives at its destination. Others place more emphasis on autonomy,
expertise, a body of knowledge as defining concepts of professionals. In order to do

Xi
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justice to the range of conceptionizations of professions and professionals, a typology
of occupations was developed, which allow us to di erentiate between broad areas of
work of higher education graduates.  is typology of professions is used as a way of
looking at the professional role and identity of graduates, the professional expertise
and the aspects of power like income and exclusivity.

Five more or less distinct types of profession are distinguished, namely business and
social science experts (e.g. psychologists, business professionals; of working
graduates), science and technology experts (e.g. engineers; ), semi-professionals
(e.g. teachers and nurses; ), classical professions (e.g. medical doctors; ), and
managers (). Only around of all graduates were non-professionals (e.g. clerks).
eir were strong gender di erences between the di erent types, with females domi-
nating the semi-professions, and also being in the majority among the classical profes-
sions and business and social science experts, but in the minority among the science
and technology experts and managers. Semi-professionals were most likely to work
part time and, together with classical professionals, to have a limited term contract.

e results cast doubt on the stereotypical image of the autonomous and highly
specialized professional who is already an expert in his/her own field at the time
of graduation from higher education. Even among the classical professionals, who
were most likely of all types to be self-employed, around three-quarters of graduates
worked for an employer in a salaried position. In addition, only the classical profes-
sionals reported overwhelmingly that there was a highly specific match between the
content of their training and the content of their work. Around four out of five clas-
sical professionals reported that exclusively their own field of education was appro-
priate to their work. In contrast, only around half the semi-professionals, a quarter of
the science and technology experts and a fifth or less of the social science and business
experts and managers reported such a specific match between education and work.

is is not to say that there is no link: in all these categories, very few reported that
there was no relation between their field of education and their work.

at higher education is not the end point in terms of preparation for professional life
is illustrated by the fact that the graduates indicated that it would require on average
more than three years of additional experience and/or training to become an expert in
their own area of work. Taking into account the actual time spent in higher education,
the total estimated time needed to become an expert was around seven years for first
level graduates and nine years for second level graduates. In the classical professions
the time required after graduation was relatively long ( . years on average), and these
professionals were also most likely to have undertaken formal work-related training in
the last twelve months. Training is almost always undertaken to update one’s knowl-
edge for present work () or to enhance one’s career ().

e competence that most strongly di erentiates between non-professionals and all
groups of professionals is professional expertise. e managers show the highest own

Xii
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and required levels of all kinds of competences, including professional expertise. e
business and social science experts are also expected to be competent in most areas,
but especially in terms of mobilizing human resources. In the case of science and
technology experts the main emphasis is on innovation and knowledge management,
while the semi-professionals and classical professions are expected to be competent
in the areas of mobilization of human resources and to a lesser extent professional
expertise.

Although all the types of professionals have a more strongly defined professional role
than non-professionals, there are strong di erences between the di erent types in
the manner in which the professional role is defined. Managers were more likely
than the other types to act as an authoritative source of advice, to keep their profes-
sional colleagues informed about new developments in their field and to take the
initiative in establishing professional contacts with experts outside their organization.

ey were also most likely to decide strategies and set goals pertaining to their own
work and the operations of their organization as a whole, to be interdependent in
their work with others and to assess the quality of work of others. Classical profes-
sionals and to a lesser extent semi-professionals were most likely to take account of
professional ethics in their work. In contrast to their image as highly autonomous
professionals, classical professionals indicated most often that their performance was
closely monitored. Business and social science experts and science and technology
experts had a less distinctive professional profile, although the former were relatively
unlikely to take account of professional ethics, or to set goals or decide strategies for
their organization.

Also in terms of work orientations there were strong di erences between types of
professions. e semi-professions were most strongly oriented towards job security,
chance to combine work with family tasks and the chance to do something useful for
society. In contrast, managers were relatively more oriented towards new challenges,
career prospects, earnings and status. A majority of all types of professional were satis-
fied with their work, especially the semi-professionals, the classical professionals and
the managers. e most important determinant of satisfaction of professionals was
work autonomy, with the exception of classical professionals, for whom use of knowl-
edge and skills was more important.

e classical professions conformed most closely to the stereotypical image of highly
exclusive occupational domains with great market power. For the other groups the
picture is more mixed. We already saw that classical professions were by far the most
exclusive in terms of the field of education required for the job, and they also had the
highest monthly earnings, followed by the managers.  ese two types were also most
likely to have at least one parent who attained a higher education degree. Classical
professionals almost without exception entered higher education after having attended
the highest track of general secondary education, and most had attained a second level
ISCED A diploma or even an ISCED level diploma in higher education by the
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time of the survey. For most professionals a diploma in secondary education was a
selection criterion for entry to higher education. Grades in secondary education and
the results of special entry exams were the main other selection criteria, the former
most often for science and technology experts, the latter most often for managers.
Classical professionals were far more likely than other professionals to describe their
study programme as demanding and/or prestigious, and to report that employers
were familiar with its content, and least likely to report that the programme had
a broad focus and/or a high degree of freedom to compose one’s own programme.
Semi-professionals most often described their programme as vocationally oriented
and least likely to say that it was academically prestigious. Social science and business
experts as well as managers were more likely than other professionals to report that
the programme had a broad focus and/or a high degree of freedom to compose one’s
own programme. e science and technology experts and managers most often work
in organizations that are subject to strong competition, which in all types of profes-
sions is much more often based on quality than on price. Classical professionals and
managers report the highest level of damage potential for their organizations if they
were to make major mistakes in their work.

“Being Flexible”: Graduates facing Changes in their Work Environment

Inthe * s, greater emphasis was placed on flexibility in the graduate labour market
from two di erent perspectives. One view stressed the increasing precariousness
of graduate employment, the loss of job security, and the weakening of graduates’
bargaining position. e other stressed that graduates are not just victims of a changing
set of circumstances, but can take advantage of the new situation by developing a will-
ingness, and ability to deal with changes in a positive way. In this report both perspec-
tives are taken into account. Of the various kinds of changes graduates are exposed
to in their working environment, we look at changes in the labour market, which are
associated with a need for external flexibility, and changes on the work floor, requiring
functional flexibility on the part of graduates.

Looking first at changes in the labour market, graduates di er in the degree of job
security o ered by their work contract, with temporary contracts and self-employment
generally o ering less security than permanent salaried positions. A large percentage
of graduates start 0 in a job on a fixed term contract, but most have progressed to
an unlimited term contract five years later. In contrast, few graduates start out in self-
employment, and five years after graduation this proportion has only risen slightly,
to about

In general, only quite modest levels of actual job mobility are observed in the first
five years after graduation. Slightly more than a third of graduates have not changed
employer at all, and of those who have experienced changes, about half have only done
so once. Spanish and British graduates are most often mobile, and Czech, German
and French graduates least often. Female graduates are slightly more often mobile than
their male peers. Humanities & Arts and Health & Welfare graduates are relatively
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often mobile, while Engineering graduates are relatively unlikely to change jobs. e
shift from one employer to the next is often relatively smooth, and even among the
very mobile graduates (those who have changed employers more than once), about
half have never been unemployed. Only one in ten graduates has been unemployed
more than once since graduation. e majority of changes took place within the
same occupation and/or economic sector. Only about a third of all working graduates
changed occupation code between the first and the current job, and a quarter moved
toadi erent economic sector. Even among the very mobile, around half remained in
the same occupation and/or economic sector.

In terms of opportunities for skill and career development, job mobility doesn't hurt
much. As one might expect, graduates who have changed employer since graduation
have somewhat lower levels of mastery of the own field or discipline five years after
graduation, but somewhat higher levels of knowledge of other disciplines, learning
skills, alertness to new opportunities, presentation skills, and language skills. Although
one may debate the direction of causality here, it makes clear that, in general, mobile
graduates are not at a severe disadvantage when it comes to developing their compe-
tences at work. Furthermore, mobile graduates are on average about as satisfied as
non-mobile graduates.  ere is also relatively little di erence between mobile and
non-mobile graduates in terms of the competences that contribute to greater job satis-
faction. Only higher levels of negotiating skills and alertness to new opportunities
were more important for mobile graduates.

Although job mobility is by no means a bad thing in all cases, the move by graduates
towards more unlimited term contracts five years after graduation suggests that most
would prefer to be in a situation where they, and not their employer, decide when the
time has come for them to move on. Five years after graduation several factors were
found to increase the chance of having a temporary contract. e younger one is, the
less work experience one has acquired since graduation, and the broader the scope of
operations and the smaller the size of the organization in which one works, the more
likely one is to have a temporary contract. Graduates in the hard sciences or health
studies, or of second level programmes in general, graduates who have obtained post-
graduate qualifications, and graduates who work in the education or health sectors,
are also relatively likely to have a temporary contract, while graduates in education
studies or computer science, or of vocationally oriented programmes in general,
graduates working in the manufacturing sector, and graduates working as a manager,
legislator or senior o cial are relatively unlikely to be in temporary employment.
Most of these e ects remain significant after controlling for temporary employment
in the first job.

Turning to the extent to which graduates are exposed to changes in work tasks, with
the corresponding need for functional flexibility, this applies relatively often to British
and Dutch graduates and relatively rarely to French graduates. It is associated with
other forms of change in the organization in which graduates work, and with the

XV



Management Summary

extent of innovation. As one would expect, the longer graduates have worked in
a given job the more likely they are to have been confronted with changes in job
tasks. In the public sector, graduates working in larger organizations are less likely
to face changes in work tasks. e broader the scope, the more likely such changes.
Graduates working in private sector firms facing more competition are more likely to
face changes.

Graduates who have been exposed to major changes in work tasks report that their
work requires a higher level of negotiating skills, ability to mobilize the capacities of
others, alertness to new opportunities, coordinating skills, ability to assert authority,
ability to perform well under pressure, ability to come up with new ideas and solu-
tions, ability to work productively with others, and ability to use computers and the
internet than graduates working in more stable jobs. Most of these competences are in
deficit among around a quarter to a third of flexible graduates, but a similar proportion
reported that these competences are in surplus. Because deficits and surpluses depend
on demand as well as supply characteristics, attention is also paid to the competences
that were regarded as strong or weak points of the study programme. Mastery of one’s
own field or discipline, analytical skills and learning skills were the main strong points
mentioned, and language skills, ability to assert authority and ability to negotiate
e ectively were the main weak points.

e authors also looked at characteristics of the study programme that were more
important as determinants of the extent to which graduates felt that their study
programme was a good preparation for current work tasks. Emphasis on theories
and paradigms was positively related to the evaluation of the programme by flexible
graduates but not by non-flexible graduates. In contrast, participation in internships
or work placements and emphasis on written assignments was positively related to the
evaluation of the programme only for non-flexible graduates.

e Graduates in the Knowledge and Innovation Society

e knowledge economy is located at the confluence of two main developments,
namely the growing importance of activities related to human capital and the devel-
opment of information and communication technologies. Against this background
it is only natural that many organizations have responded to increased competition
associated with the globalization of the world economy by pursuing innovations
in products, processes or markets.  ere are at present di erent methodologies to
measure the extent of R&D and innovation activities, such as the “Frascatti manual”,
which emphasizes the human and financial resources devoted to R&D, the “Canberra
manual”, which aims at measuring Human Resources in Science and Technology,
and the “Oslo manual”, which o ers guidelines for collecting and interpreting tech-
nological innovation data. It was not practically possible to incorporate any of these
methodologies in a general purpose written questionnaire such as was used in the
REFLEX project. Instead, graduates were asked to characterize the extent of innova-
tion in their own organization in terms of products/services, tools/technology/instru-
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ments and knowledge/methods, and to indicate whether they themselves have played
arole in introducing such innovations. ey were also asked to indicate whether their
organization was at the forefront or more a follower in terms of innovation.

ese measures are emphatically intended as a complement rather than substitute for
existing methodologies. Consistent with earlier findings based on these methodolo-
gies, innovation was found to be stronger in organizations facing strong competi-
tion, with a broader and particularly more international scope of operations, and to
increase with the size of the organization (especially in the private sector). Innovations
were also relatively prevalent in economic sectors such as Manufacturing, Transport
& Communications, and the private sector in general and relatively rare in the Public
Administration and Health sectors and the public sector in general. A partial excep-
tion to the prevailing pattern was innovation in knowledge/methods, which was a
little less strongly related to the abovementioned organization characteristics, and
prevalent in the education sector as well as in the more technology-oriented areas of
the private sector. In general, UK graduates were more likely to report a high degree
of all three forms of innovation than graduates in the other countries, although they
were not appreciably more likely to characterize their organizations as being at the
forefront of innovation. French graduates reported relatively low levels of innovation
in their organizations, and were also less likely than graduates in most countries to
report that their organization was at the forefront of innovation. e ranking of coun-
tries according to the percentage of organizations at the forefront of innovation was
somewhat similar to the ranking according to the European Innovation Scoreboard,
but there were some striking di erences. Norway was much higher-ranked according
to REFLEX, while Italy, Germany and Flanders ranked much higher according to
EIS.

e fact that graduates work in innovative organizations is no guarantee that they
are themselves involved in introducing these innovations. Graduates most often play
a role in introducing knowledge-related innovations, and least often in introducing
technology-related innovations. In general, Estonian, Czech, Finnish and Norwegian
graduates most often play a role in introducing innovations of all kinds, while rela-
tively few German, Spanish and Swiss graduates play such a role. As was the case for
the extent of innovation, graduates working in the private sector were more likely to
play a role in introducing innovations in terms of products/services and technology/
tools/instruments, while graduates working in the public sector were slightly more
likely to introduce innovations in knowledge/methods. Playing a role in introducing
innovations was strongly related to other aspects of graduates’ work role, such as
initiating contacts with experts outside the organization, utilization and/or short-
ages of knowledge and skills, setting goals for one’s own job and deciding how to do
one’s own work. Innovation was also positively related to the scope of operations,
but negatively to organization size.  ere was strong innovation in the economic
sectors manufacturing, trade, transport, business, education and health. Graduates
who reported that their study programme was demanding, familiar to employers,
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had a broad focus and/or a high degree of freedom to choose, was academically pres-
tigious, emphasized participation in research projects, work placements, theories &
paradigms, group assignments, project- or problem-based learning or multiple choice
exams were also more likely to play a role in introducing innovations. Playing a role
in the introduction of innovation is worthwhile, being associated with an increase in
earnings ranging from  for innovation of technology/tools/instruments to ~ for
the introduction of knowledge/methods.  ere are some slight di erences between
sectors: innovation is more rewarded in the private sector that in the public sector.

Several competences were related to the introduction of the di erent forms of innova-
tion. Graduates who played a role in introducing innovations in the area of products
or services were relatively competent in terms of their ability to present products,
ideas or reports to an audience, ability to come up with new ideas and solutions, alert-
ness to new opportunities, willingness to question one’s own and others’ ideas, ability
to mobilize the capacities of others and ability to coordinate activities.

Graduates who played a role in introducing innovations in the area of technology,
tools and instruments showed high levels of the competences ability to come up with
new ideas and solutions, ability to use computers and the internet, analytical thinking
and willingness to question one’s own and others’ ideas. Graduates who played a
role in introducing innovations in the area of knowledge and methods were rela-
tively competent in terms of their ability to present products, ideas or reports to an
audience, ability to come up with new ideas and solutions, willingness to question
one’s own and others’ ideas, alertness to new opportunities, ability to mobilize the
capacities of others, analytical thinking, ability to make one’s meaning clear to others,
mastery of one’s own field or discipline, and ability to rapidly acquire new knowledge.
Introducing innovations was somewhat related to the degree of specialization of the
occupation relative to the graduates’ own field of study.

Mobilization of Human resources

In addition to their role as producers of human resources, higher education institu-
tions may also have a role to play in teaching students how to put human resources
to better use.  ere are two aspects involved here. Students may learn to make better
use of their own capacities, and they may learn to put the human resources of others
to better use. Based on the assumption that learning by doing is likely to be a good
way to develop the relevant competences for this, we looked for evidence that gradu-
ates were actively mobilizing human resources during their time in higher education.
European students seem somewhat economical with the e ort they put into achieving
good study results in higher education. Only a minority report doing substantial
extra work above what was required to pass their exams. Students appear to be more
extrinsically than intrinsically motivated: to the extent that they put in extra e ort,
they want to see this rewarded in the form of higher grades.  ere are substantial
di erences between countries, with Dutch graduates putting in the least and Spanish
graduates putting in the most e ort according to the indicators used.
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If students don't work as hard as they might on their study, this does not mean that
they are idle. On average students put in almost ~ months during their study on
other activities, mainly paid employment. Again, we see strong di erences between
countries, with Spanish graduates doing least and Dutch graduates the most. s
result would appear to suggest that there is a trade-o between study and extra-
curricular activities, but multivariate analyses reveal that the relation between the
two is surprisingly weak. Although non-study-related work experience is related to
lower levels of intrinsic and extrinsic study motivation, study-related work experience
appears to increase both forms of motivation. Neither form of work experience has
any e ect on study hours. Of various programme characteristics, the degree to which
a programme was regarded as demanding has the strongest e ects on study hours as
well as on intrinsic and extrinsic motivation. In the case of study hours this is only to
be expected, but one might imagine that students of programmes that are especially
demanding would find extra work and striving for higher grades a luxury that they
canilla ord. e positivee ect of demanding programmes may suggest that students
who are challenged by a demanding programme rise to the challenge by working even
harder than they need to get their degree.

Of six competences which were thought to be particularly relevant to mobilizing
human resources, the ability to mobilize the capacities of others was most often
regarded by graduates as a weak point of the study programme. s applied even to
graduates who reported that their own level of this competence is high, which suggests
that graduates may develop this competence at work rather than during higher educa-
tion. Demanding study programmes are particularly e ective in fostering mobiliza-
tion competences. Student-centred modes of teaching and learning like groups assign-
ments and oral presentations also have quite strong e ects on several mobilization
competences, as does a strong emphasis on theoretical and practical knowledge. A
good knowledge base may make it easier for graduates to make the most out of their
own and others’ human resources. Of the various forms of extra-curricular activities,
the strongest e ects are found for positions held in voluntary organizations during
higher education, especially on the competences thought to be relevant for mobilizing
the human resources of others. A little surprisingly, study hours and intrinsic and
extrinsic study motivation have almost no e ects on mobilization competences.

In general, higher education graduates seem to be rather successful at mobilizing their
own capacities in their current work. Most are employed in a more or less full-time
capacity in jobs that match their own level and field of education. Relatively few grad-
uates report that their capacities are underutilized. Even those graduates who work
in jobs requiring no tertiary education often manage to utilize a good proportion of
their capacities, particularly those competencies that were predicted to be relevant for
mobilization of human resources. And graduates are not only active in the world of
work: a large proportion are also engaged in training, family care or voluntary work.

is even applies to full-time working graduates, although they are somewhat less
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likely to be engaged in family care or voluntary work (but not training) than graduates
who work shorter hours or not at all.

Although the percentages are lower, a considerable proportion of graduates also
occupy positions in which they are responsible for mobilizing the capacities of others.
About a third of graduates are supervisors, and about a quarter bear a high degree of
responsibility for quality control. In small organizations almost half of all graduates
bear a high degree of strategic decision-making authority, although in medium and
small organizations this proportion drops to about a quarter and a fifth respectively.

Surprisingly, the degree of mobilization of own capacities appears to be more strongly
influenced by one’s own level of professional expertise than by specific mobilization
competences.  ere are relatively few residual e ects of higher education characteris-
tics and experiences after competences have been taken into account. However, one’s
social network appears to be a good predictor of all forms of mobilization of human
resources, suggesting that knowing the right people can help get one into demanding
jobs with real authority. Several characteristics of the organizations graduates work
in and the context in which it is located have significant e ects on mobilization.
Private sector employees are less likely to utilize their own capacities, but more likely
to play some kind of leadership role in the organization. A similar split is observed
for reorganizations, which have negative e ects on utilization, but positive e ects on
mobilization of others. Working in an organization which is at the forefront in terms
of innovation has a positive e ect on all forms of mobilization.

International Dimensions of Higher Education and Graduate Employment

In the framework of the REFLEX study on graduate employment and work, atten-
tion was paid to mobility over the life course: the country of origin and the country
of residence at di erent life stages. About percent of the graduates surveyed in
the REFLEX study were born in another country than that where they attended
higher education. A higher proportion of graduates — about twice as many across all
countries had parents who were born in another country. e proportion of foreign-
born graduates varied strongly from about ten percent among those graduating in
Switzerland and the United Kingdom to two percent or less in Belgium, the Czech
Republic, Estonia, Finland, Italy and Spain. e data show indicate further that most
of these graduates did not immigrate in early childhood, but rather came specifically
for the purpose of study.

Around a quarter of the graduates reported that they spent a period abroad during
their stay in higher education for purposes work or, as was more usual, study. e
average time spent abroad was around half a year.  ere were substantial di erences
by country, but even countries where experience abroad was less common (Spain,
Italy, the United Kingdom, Estonia and Norway), it was by no means an exception.
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Not counting foreign born graduates, percent of graduates — around one in six
of all graduates who embarked on further study after graduation - reported having
spent some time abroad after graduation for the purpose of further study. e average
period of subsequent study abroad was months.  percent of graduates spent time
abroad after graduation for work, for an average of months. percent of graduates
actually lived abroad at the time of their first employment after graduation, and
percent lived abroad five years after graduation. e main destination countries for
graduates working abroad were Germany, the United Kingdom, Switzerland and the
United States.

Graduates who were internationally mobile during higher education had a smoother
transition to employment in some respects than those who were not mobile.  eir
job search period was somewhat shorter, and their overall period of unemployment
during the first years after graduation was clearly shorter on average. In contrast,
these graduates changed employers slightly more often during the first five years after
graduation than graduates who had not been internationally mobile during higher
education.

Of the REFLEX respondents who had graduated in the country where they were
born,  percent had been abroad only during higher education,  percent had
international experience both during their course of study and during the first few
years after graduation, and  percent had been internationally mobile only during
the first few years after graduation.  ose who had been mobile come more from
families with at least one parent who graduated from higher education, have been
over-proportionately enrolled in Humanities programmes and under-proportionately
in Education or Health and Welfare, are more likely to have been enrolled in second
level programmes, were more active in student- or other voluntary organisations, and
have participated more frequently in internships or other work experience during the
course of study. Despite the well-documented overrepresentation of women in the
ERASMUS programme, in the REFLEX survey the percentage of women among the
internationally mobile graduates is not higher than among the non-mobile graduates.
Also, those mobile during and shortly after the course of study did not report a higher
number of hours of study than those who had not been mobile. ey did report
having achieved higher grades.

In several respects, international mobility during or shortly after graduation seems to
lead to somewhat more successful employment. Mobile graduates on average work
in higher status jobs requiring at least some tertiary education, in full-time employ-
ment, with higher earnings, in more innovative organisations, and especially in more
internationally oriented organisations. ey are however more likely than non-mobile
graduates to have a temporary work contract, and are not appreciably more satisfied
with their work in general.
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International experience is a key asset for acquiring foreign language proficiency.
Graduates who had been internationally mobile before their study, and particularly
those who had been mobile during or after their study, reported clearly higher levels
of ability to write and speak in a foreign language than non-mobile graduates. Jobs
requiring a high level of foreign language proficiency are characterized by higher social
status, better career prospects, better opportunities to learn, and higher wages. At the
same time, jobs requiring high language proficiency are somewhat more frequently
part-time.

Not altogether surprisingly, graduates who were mobile during higher education were
more likely to work abroad five years after graduation than non-mobile graduates.

ose working abroad stated far more often than the professionally non-mobile ones
that their job is characterized by good career prospects, opportunities to learn and
high status, that they work in organisations that are innovative with respect to tech-
nology, tools or instruments, and that they work in managerial or professional posi-
tions. ey earned about one tenth more per month than those working at home. On
the other hand, those working abroad had a longer transition to employment, and
experience lower levels of job security. Finally, more than twice as many graduates
working abroad than those working at home are employed in an organisation with an
international scope.

Winners and Losers
is chapter looks at both objective and subjective determinants of success and failure
in the labour market. e indicators of objective success or failure are the employ-
ment situation — have graduates managed to secure paid work, and if so does this
match their own attained level and field of higher education? — and the wages earned.
e subjective measures concern work values and the realization of these values, and
job satisfaction.

Almost three quarters of all graduates were in ‘relevant’ employment at the time of
the survey, that is to say held a job that matched both their level and field of higher
education. Slightly less than one in ten graduates were ‘vertically mismatched’ (that is:
held a job for which a lower level of education would have been more appropriate, but
which did match their own field of education). Around one in twelve graduates were
‘horizontally mismatched’ (that is: held a job at their own level for which a di erent
field would have been more appropriate). percent of graduates worked completely
outside their own educational domain (that is: held a job for which both a lower level
and a di erent field of education would have been more appropriate). Of those who
are in the labour force, per cent of all graduates surveyed are unemployed.  ese
shares di er by country, by level and field of education, and by other personal or higher
education characteristics. Relatively few British, Spanish and first level Czech gradu-
ates, and relatively many Finnish and Norwegian graduates, were in relevant employ-
ment. A large proportion of the Czech and British first level graduates who were not
in relevant employment were ‘only’ horizontally mismatched, and a large proportion
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of British and Spanish second level graduates who were not in relevant employment
were ‘only’ vertically mismatched, but all these groups showed high levels of graduates
working completely outside their own domain. Unemployment was most prevalent
in the southern European countries Spain, France and Italy. Second level graduates in
general are somewhat less likely to hold relevant employment than first level gradu-
ates, but this is mainly due to their higher propensity to find employment in lower
level tertiary jobs. Vertical mismatch among first level graduates is less common, but
more likely to involve jobs below tertiary level. Humanities, Services, Social Science
and Science have the highest share of both horizontally mismatched graduates, as well
as of graduates who work completely outside their own educational domain or are
unemployed.

Study-related work experience during higher education increases the probability of
holding relevant work, as does having graduated from a prestigious and/or vocation-
ally oriented study. Female graduates have somewhat higher risk of being unemployed
or over-educated than males. Having a useful social network reduces the risk of
working completely outside one’s own educational domain. Higher grades are related
to low levels of vertical mismatch as well as of working completely outside one’s own
educational domain. e risk of unemployment or of working completely outside
one’s own educational domain is negatively related to total work experience since
graduation, while having been unemployed more often and for a longer time seriously
increases these risks.

Allowing for di erences in purchasing power, graduates from Switzerland, Germany
and Norway have the highest wages, while Italian, Spanish, Estonian and Czech gradu-
ates earn the least.  ese di erences remain large even after controlling for di erences
in human capital other factors that are related to wages. After taking such factors into
account, large wage di erences persist according to gender (females earn less), level
and field of study (Business and Computing graduates, and second level graduates in
general, earn higher wages, and Agriculture and Humanities the lowest), education-
job match (graduates who are vertically mismatched or working completely outside
their own educational domain earn lower wages), and type of employment contract
(those in temporary jobs earn less than those with a permanent contract).

Turning to the subjective indicators of success, factor analysis of ten work-related
values distinguished three types of work orientations, namely a career and status orien-
tation, a professional/innovative orientation, and a social orientation. e average
score per country on the career dimension corresponds negatively with wage levels,
suggesting that this orientation may be more salient when a successful career is less
assured. Country di erences are much smaller when it comes to professional/innova-
tive values; such orientations seem to be shared by the vast majority of respondents,
although the scores are particularly high in Austria and Switzerland. In terms of social
values, Spanish graduates score especially high, and British graduates score rather low.

e pattern of scores per country was similar for males and females, although males
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scored higher than females in most countries on the career dimension, while females
scored clearly higher than males on the professional/innovative and especially the
social dimension in all countries.

Defining ‘winners’ on each dimension as graduates who found the underlying values
important and who succeeded in realizing them in their current work, and ‘losers’ as
graduates who found the underlying values important but failed to realize them, the
data showed that there were far more winners than losers on all three dimensions.
Especially on the professional/innovative dimension the vast majority of graduates
— almost two thirds — could be classified as winners. In comparison, just over one
fifth of graduates were winners on the career dimension, and almost three in ten were
winners on the social dimension.  ere were few losers on the professional/innovative
and social dimensions, but more than one in ten graduates was a loser on the career
dimension.

Women were clearly more likely than men to be winners on the social dimension,
but in other respects the gender di erences were slight. e Estonian, Spanish and
the British samples have high shares of winners on the career dimension. In the case
of Spain and Estonia this is striking, since wages are distinctly low in these countries.
Spanish graduates are also often the losers on this dimension, suggesting that objective
success or failure may be valued in relative rather than absolute terms, a supposition
which is further supported by the finding that the high income countries Switzerland,
Germany and Norway do not show high proportions of career winners. e country
di erences in terms of professional/innovative orientations are less striking, but Italian
and Spanish graduates are more often losers and Austrians more often winners.  ere
are few losers in any countries on the social dimension. Norway and Spain show the
highest and Germany the lowest share of winners on this dimension. Business and
Law graduates are often winners on the career dimension, while those graduating
in Education studies are most likely to do well on the social dimension.  ere are
only small di erences by field of study on the professional/innovative dimension.
Graduates in Humanities and Agriculture and veterinary are relatively unlikely to be
winners on the career dimension. In general, second level graduates are less likely to
be losers, but no more likely to be winners, on the c