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Executive summary

Key survey findings

1
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Main findings Figure 1: Supply of graduates in next 5-10
+ Companies, while gonorally satisfied  years
with the range of skills of graduates, 0%
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Figure 2: Recruitment of Masters and
PhD graduates .
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Masters and PhD graduate recruitment

Work experience, completion of specific
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The majority of PhD graduates wera
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compared to less than a third of masters
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The majority of master's graduates were
recruited not because the job particularly
required their skills but becauso they woro
the best candidates for the job.
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were recruited because graduates with

these qualifications wero readily availableo.



& More than 80% of companies who had
recruited STEM graduates woro
satisfied with the calibre of graduates
and felt the skills they were learning
ware relevant to industry.

s Theroe was significantly less
satisfaction with the speed at which
course content changes were made to
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+ Companies were asked to idontify if
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Figure 4. Engagement
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Figure 3: Satisfaction with STEM graduates

Satisfaction with graduates

100%
O0%
B0%
T0%
60%
L0%

30%
20%
10%

0%

Calibre of  Graduates

Wolumef
graduates are learning  number of

Speed of
change to
the right graduates course
skillsfoourses  available

are relevant

content

o orgs
requirements

W 5Science & Maths B Enginsering | Computing

Do you feel there is
adequate collaboration?

HYes
HNo

Mot stated

Engagement between industry and higher

education

+ Half of the companies surveyed do not faal
there is adogquate engagement botwaaon
industry and higher education

« Participating in work placement
programmes and providing information for
surveys or answearing guestions are seen as
the most important arcas to engage on
generally and the area where most
engagement occurred was with the carcers
services. Greater communication and
involvement on both sides is seen as
essential to change this.

.3




National Survey of Employers’ Views of Irish Higher Education Outcomes

Key recommendations from the pilot survey
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Survey sample

This pilot study was successful and achieved its main objectives of developing and testing a robust
survey instrument for the capture of data on employer attitudes on the outputs of higher education in
Ireland. It generated a representative sample size of 402 companies which shows proportionality across
various sectors, organisation size, ownership and location and which represented 12.8% of total em-
ployment. This compares well with similar international surveys (a 2011 Confederation of

British Industry survey on higher education outcomes received usable responses from 566 companies,

equivalent to 8.8% of all employees in the UK).

The concentrated structure of Irish business (460 companies account for one third of all private sector
employees) makes it particularly important that larger companies respond. However over 45% of em-
ployees work in companies employing less than 50 staff and gathering the opinions of this very hetero-

geneous SME cohort poses particular challenges.

The pilot demonstrated the need to collect a larger numbers of responses in order to ensure that sub-
categories were adequately populated for more detailed analysis (e.g. by region or sector). For exam-
ple, the survey steering group agreed that a long-term ambition for this survey could be the collection
and analysis of data on a ‘preferred institution’ basis in order to provide anonymised benchmarking
data to individual institutions. A much larger volume of respondents would be needed to do this effec-
tively. Given that some individual career services carry out similar exercises, it may be possible to

adapt this as a standard tool.

Confining usable responses in some categories to companies who had recruited graduates in the last
two years proved to be unnecessarily restrictive. Therefore the steering group agreed that the scope

should be extended in line with a recent European Commission survey (see below).

The public sector was not specifically targeted for the pilot (although 20 semi-state companies and six

Government agencies did respond). Given that the public sector is traditionally a significant graduate

recruiter, this gap should be addressed before the full survey is launched.

£
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Recommendations:

. Increase sample size - higher numbers of companies are required for more detailed analysis

(e.g. region, sector, preferred institution)
. Ensure maximum response from companies with 250+ employees

. Extend sample to companies who have recruited higher education graduates in the past five
years and/or are planning to recruit such graduates in the next five years (in line with the

2010 European Commission survey on ‘Employers’ perception of graduate employability’.

. Develop a communications strategy and formal launch for the full survey (involving the De-

partment of Education and Skills, education stakeholders and business organisations).

. Provide respondents with detailed report of findings as an acknowledgement their participa-

tion

. Invite a member of the Public Appointments Service to join the Steering Group in order to

promote the survey to public sector recruiters

. Discuss the possibility of aligning the national survey with individual careers service surveys

with the Association of Higher Education Careers Services

Survey instrument

Inevitably, the level of detail required by the survey has an impact on response rates. Companies al-
ready face significant administrative burdens. SMEs, in particular, struggle to complete large numbers
of forms and surveys (many of which are a statutory requirement). The pilot questionnaire was
lengthy, with 27 major questions. The requirement to collect data by graduate discipline and degree

level presented a particular challenge in populating some datasets.

This was somewhat ameliorated by using the facility provided by the Dimensions software. The pilot
questionnaire has also provided the group with empirical data which enables it to determine which

questions were most robustly answered and which ones could be removed with minimal loss of data.
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A number of survey responses contained ‘test’ answers which demonstrated that respondents exam-
ined the document prior to completion. An accompanying guide, which outlines the content of the

questionnaire in advance, could help to improve the response rate.

AYVWWNS
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Given the number of business organisations engaged in the process, it was impossible to personalise
questionnaires (i.e. pre-populate company profile information). The use of a company identifier for a
particular cohort (e.g. the 450 companies with more than 250 employees) would facilitate tracking and
boost the response rate. It would also allow respondents to ‘park’ and then return to the question-

naire, as a survey of this complexity may require consultation with colleagues.

It would also be desirable to align some questions in the forthcoming National Student Survey to com-

pare employers and student perceptions on a small range of issues

Recommendations:
. Reduce number of questions based on responses to pilot

. Exclude the question on preferred institution until a critical mass of respondents has

been developed and the instrument is aligned with individual careers service surveys.
. Define core questions for reuse
. Ensure data collection software is capable of routing based on response
. Personalise questionnaires for companies with more than 250 employees
. Review the possibility of aligning question(s) with the National Student Survey

. Provide an explanatory document outlining the content of the questionnaire in advance
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Qualitative research

The pilot survey provides data and some views that can be generalised from a sample of employers.
However, given the granularity of information required and the diversity of issues, it would be worth-
while attempting to gain a deeper understanding of underlying reasons, motivations and context. The
pilot provides a good opportunity to follow-up with qualitative research, in the first instance with
companies who have expressed significant dissatisfaction with graduate suitability and higher educa-

tion - business links, or to expand on comments expressed in reply to open-ended questions.

Recommendation:

. Follow-up telephone interviews/focus groups with respondents who have expressed

significant dissatisfaction with graduate suitability and higher education - business

links J

Special modules

The use of a special module is a useful vehicle to gather views on a specific issue. Where relevant,
respondents to the pilot were asked to provide their views on STEM graduates and modern language
proficiency. In the event, this added to the complexity of the questionnaire and the group believes

that future surveys should carry one special module (e.g. provision of flexible learning etc.)

~

Recommendation:

. Include one special module (e.g. provision of flexible learning opportunities, quality of
STEM graduates etc.) in each survey

Q 4

Timing and frequency

The review of similar one-off international and national surveys of employer perceptions of education
outcomes reinforced the view that while they provide a useful ‘snapshot’, they tend to not provide
very strong messages (unless there are serious problems). Therefore the steering group believes that it

would be important to repeat the survey at regular intervals to track employ-

v ‘sentiment indicator’

=

er’s perceptions on an on-going basis - a
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The para-data collected by conducting the survey online has also allowed the researchers to see the
start and end times of respondents, dates of effective reminders, participation peak and trough
times in terms of completion, which will assist the steering group in timing and improving the ongo-

ing suitability of the instrument.

Recommendation:

+ Undertake quantitative survey with core questions every two to three years to build up
a ‘sentiment’ indicator

¢ Do not undertake survey during summer or major holiday periods

¢ Undertake follow-up qualitative research in alternate years

Governance

The survey steering group was an effective vehicle for refining the research objectives and agreeing
the broad research methodology. While it was unusually large for a project working group, it proved
extremely useful in providing a broad range of technical expertise and a means to get views from the

education and business stakeholders.

AdVYWWNS
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On an on-going basis, it will be important to provide greater clarity on who owns the data and how it is

disseminated. To preserve the independence of the process, it may be most appropriate that these

responsibilities should remain with the steering group itself.

Recommendation:

. Retain the National Employer Survey Steering Group with current terms of reference and
as constituted (with the addition of a representative from the Public Appointments Ser-

vice)

. Clarify who owns data, prepares the reports, analyses and manages the data and how
findings are disseminated
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Section 1

Introduction

Research background

The National Strategy for Higher Education to 2030 presents a vision of an higher education sector
that can successfully meet the many social and economic challenges facing Ireland over the coming
decades. It argues that strong engagement between higher education and enterprise has the poten-

tial to play a vital role in enhancing Ireland’s economic competitiveness. The strategy argues that

NOILONAOYLNI

innovation must be the driving force behind such engagement: innovation in teaching, learning and
research from higher education; and innovation in taking advantage of learning opportunities from

the business community.

The Strategy suggests activities that could be progressed in business-academic partnerships range from
knowledge transfer and the creation of joint research projects, to the development and provision of
education and training for employees, and problem-solving and consulting services. Employer-
academic partnership could also facilitate high-quality internships and work-placements for students
and could be particularly useful as a way of enabling employer feedback on graduate employability and

in facilitating employer input into curriculum design and development as well as course supply.

The Strategy recommends that a national survey of employers should be taken by the Higher Education
Authority (HEA) on a regular basis and used as part of an assessment of quality outcomes for the sys-
tem. This proposal provides an overview of the possible objectives, methodology, timescale, budget

and final output for this survey

Research objectives

The survey is designed to provide authoritative information on the views on higher education outcomes
of a broad range of businesses representing different sectors, ownership (multinational and indigenous)

and company size. (The full research objectives are listed in Section 3.2)
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Project steering group

A project steering group was created with representatives from the key education and business stake-
holders. The employers and business interests were represented by IBEC, American Chamber of Com-
merce, Chambers Ireland, ISME, and the SFA; the higher education institutions represented by the Irish
Universities Association, the Institutes of Technology in Ireland, Dublin Institute of Technology; career
guidance professionals were represented by the Association of Higher Education Careers Services. In
addition, the Skills and Labour Market Research Unit in FAS and the Higher Education Association pro-

vided their expertise and input.

The steering group members were:

. Brian Cotter, Commercial & Public Affairs Director, American Chamber of Commerce
. Seamus McEvoy, Chair, Association of Higher Education Careers Services

¢  Marion Courtney, Chambers of Commerce Ireland

. Ellen Hazelkorn, VP, Research, Dublin Institute of Technology

. Jasmina Behan, Senior Researcher, Skills and Labour Market Research Unit. FAS

¢ Jasmin Backert, Higher Education Authority

+ Vivienne Patterson, Head of Statistics, Higher Education Authority

¢ Jim Murray, Director of Academic Affairs, Institutes of Technology Ireland

. Geraldine Anderson, Head of Research, IBEC

¢+  Tony Donohoe, Head of Education and Social Policy, IBEC (Chair)

. Kara McGann, Policy Executive, IBEC

. Liz Carroll, Head of Research, Irish Small and Medium Size Enterprises Association

. Lewis Purser, Director of Academic Affairs, Irish University Association

+  Avine McNally, Assistant Director, Small Firms Association

£
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The steering group were responsible for:

. Agreeing terms of reference

. Refining the research objectives

. Agreeing the broad research methodology
. Evaluating the results of the pilot survey

. Agreeing a dissemination strategy for the survey results.

[ NOILONAOYLNI

Description of the project

The implementation of a National Employer Survey to be undertaken on a regular basis was identified
as a priority deliverable of the National Strategy for Higher Education to 2030. This project has deliv-

ered a proposed framework for this survey and a pilot survey. The project scope included:
. Elicitation of requirements
. An assessment of

- Existing national employer surveys used in other countries

- Previous employer surveys conducted in Ireland (e.g. IBEC Education and Skills Survey
(2010), Forfas/HEA Survey of Selected Multi-National Employers’ Perceptions of Certain
Graduates from Irish Higher Education (2007), Gradlreland Graduate Salary and Gradu-

ate Recruitment Trends Survey (2011)
- Existing infrastructure (tools and software) to deliver a proposed national survey
. Active engagement with stakeholders throughout the project duration
. Pilot testing and evaluation

. The development of a framework and set of tools, based on a robust pilot survey, that can be

reused with a minimum of cost on a regular basis over a period of years
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The key principles adopted by the steering group included:
. Full inclusion of business and higher education stakeholders from project initiation

. Leveraging of existing networks, groups, tools and infrastructure (e.g. HEA Statistics Section,
IBEC Research Unit, FAS Skills and Labour Market Research Unit) to ensure existing expertise is

exploited and to ensure maximum value for money

. Exploitation of best practice models nationally and internationally to avoid duplication and to

ensure timely delivery of national strategy objectives.

. A framework and set of survey tools that can be reused cost effectively over a period of years

Relevance to meeting the objectives of the National Strategy for Higher Education

The proposal meets the objectives of the National Strategy for Higher Education by:
. Directly addressing and helping to deliver recommendation number 14 of the Strategy

. Providing a mechanism by which the effectiveness of implementation of other recommendations

of the Strategy can be assessed

. Providing a mechanism to gather regular feedback from employers on their perceptions of gradu-

ate quality and the relevance of their skills to the labour market

. Tracking the above over time and identifying trends
. Providing a tool for quality improvement
. Strengthening engagement between higher engagement and enterprise
. Identifying the barriers to and opportunities for:

- business academic partnerships

- knowledge transfer and research commercialisation

- availability of student internships and work-placements

- relevance and quality of course supply and delivery

- employer input to curriculum design and development

I\ 2
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. Informing the systems and management approaches required to support lifelong learning

. Capturing employers’ perspectives on business trends and their implications for labour market

demand and supply.

[ NOILONAOYLNI
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Section 2

Literature Review

2.1 International examples and learning points
A number of research studies and surveys have been conducted in Ireland, the UK, the US, Australia
and at a European level, to ascertain the skills which employers require of new graduates. The key

pieces of research used to inform this study were:

. Australian Department of Education, Training and Youth Affairs (2000): “Employer Satisfaction
with Graduate Skills: Research Report”

. CBI (2011), “Education and Skills Survey 2011. Building for growth: business priorities for edu-
cation and skills.”

. European Commission (2010), Flash Eurobarometer (No. 304), “Employers’ perceptions of

graduate employability.”

M3IATY
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. Gradlreland (2011), Graduate Salary and Graduate Recruitment Trends Survey 2011

. Survey of Selected Multi-National Employers’ Perceptions of Certain Graduates from Irish High-
er Education - A Study for the Expert Group on Future Skills Needs, the Higher Education Authori-
ty and Forfas December 2007

. IBEC (2010), Education and Skills Survey

. The Conference Board, Corporate Voices for Working Families, the Partnership for 21st Century
Skills and the Society for Human Resource Management: “Are They Really Ready to Work? Em-
ployers’ perspectives on the basic knowledge and applied skills of new entrants to the 21st cen-

tury U.S. workforce”

All of the studies place an emphasis on three key points.

. Firstly, they seek to identify those skills which employers require.

. Secondly, they aim to highlight the extent to which graduates are in possession of these skills by
monitoring employers’ level of satisfaction with the standard of available graduates.

. Thirdly, they aim to identify ways in which the skills required by employers can be developed.
This includes recommendations to inform education policy and strategies to develop better links

between education and enterprise.
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These studies in many cases combine qualitative and quantitative measures. The majority were con-
ducted by means of a survey, either written or by telephone. Other methods used to collect the data

included focus groups and face-to-face interviews. The profile of the respondents were senior execu-

tives representing small to large organisations and both public and private sector employers.

Research suggests that few businesses are able to precisely forecast skill requirements in the medium
to long term. However most employers and managers have some knowledge of how things are changing
at the present. Whether their sense of change is simply an extrapolation of the change that they have
observed in the recent past or whether it involves genuine foresight based on business trends or the
strategy of their own organisation does not necessarily matter. These surveys usually pick up the direc-

tion of change, if not its intensity

2.2 Focus

There were common themes across all of the surveys:

. Supply and demand: All of the surveys placed an emphasis on the skills demanded by employers
and the degree to which these skills were readily available among graduates in the labour mar-
ket. This was then broken down into skills requirements by sector/industry. The US reports fo-
cused on the readiness of graduates to enter the labour market and therefore heavily emphasised
the link between education and labour market needs.

. Skills: The skills measured within the surveys included both basic numeracy and literacy skills
and employability skills such as problem-solving, team-work and creativity. Foreign language ca-
pabilities and their importance to employers both now and in the future also featured heavily.

. Education: The level of education required in the labour market both now and in the future was
measured in most of the surveys.

. Skills developed: All of the surveys measured skills developed by higher education institutions.
The CBI report and the American Partnership for 21 Century Skills report also looked at second-
ary level education. The CBI report focused on basic skills at secondary level while the American
report measured both basic and employability skills. The necessity for remedial and basic skills
training was also measured in both of these reports.

. ‘Drop-out rates’: The report from the Harvard Graduate School of Education emphasised the lev-
els of incompletion of both high school and college education. The high ‘drop-out’ rates were

considered to be an indicator that the current education system is not relevant to the labour

market and does not equip students with the skills they will need in the workforce.

A
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. Work experience: The European Commission survey measured how important employers consider
work experience and experiences of studying abroad among graduates

. Engagement: The level of cooperation between educators and business was measured in the
IBEC, European and British surveys. The British report examined the relationship between sec-
ondary and higher education institutions and business while IBEC and the European survey fo-
cused solely on higher education institutions. The number of businesses which offer internships

was also measured.

(Summaries of the international studies can be found in Appendix 2)

M3IATY
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Section 3

Research Methodology

3.1 Research Question

The brief for this project was to develop and test a survey instrument which would be reusable over
time, robust; and pilot tested with the constituent population. This was quite a broad brief given the
range of areas that could be covered and the varying views within the steering group regarding the lev-
el of granularity required and what would be of most value to higher education. However, there was
also a strong consensus that the outcome of the instrument must provide clear data on key issues to

underpin evidence-based policy.

3.2 Research objectives

The overall objectives of the survey were to ascertain, inter alia, employers’ views on:
. Overall quality of graduates from Irish higher education institutions (HEIs)

. Challenges in filling graduate vacancies

. Factors considered when recruiting graduates

A90170d0OHLIW
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|

- To include institution attended, degree result, employability skills, degree subject, for-

eign language capability, relevant work experience/business placement
. Basic skills
- To include writing, numeracy and IT
. Development of employability skills

- To include self-management, teamworking, business/customer awareness, problem-solving
positive attitude to work, knowledge about chosen job/career, relevant work experi-

ence, international customer awareness.
. Language skills

. Business relevance of courses

. The number and quality of graduates in science, technology, engineering and maths (STEM)

I\ 2
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. HEI - business collaboration on teaching and learning
- To include internship opportunities
. HEI - business collaboration on research and innovation

. Provision of workforce training to employers

3.3 Process

A technical working group was created from within the steering group members to work specifically on
the survey instrument development. This sub-group had representatives from the Skills Labour Market

Research Unit in Fas, the Statistics Unit in the Higher Education Authority and the Research and Policy
divisions in IBEC. This group was tasked with distilling the various requirements identified by the steer-

ing group into a viable tool.

As aforementioned, international best practice examples of surveys used for similar purposes in the
higher education sphere were reviewed to ensure the group was using the most efficient and effective
measures. In addition we developed new survey questions to suit the needs particular to the Irish situ-
ation. A number of iterations of the survey instrument were developed and the steering group re-
viewed and added or suggested changes at each stage. This led to what was deemed a suitably repre-

sentative instrument.

Both within the technical working group and between the sub-group and the steering group, a number
of issues were rigorously discussed. One of the earliest debates related to the collection of information
on the types of graduates that had been recruited by employers. There was a request that graduates
be identified by discipline and level so that cross tabulations would be possible when examining other
aspects, such as graduate calibre, in greater detail. This format was added, despite reservations that
this would be a complex question for respondents to answer and for analysis, given the strong requests

of some members of the steering group.

Another important discussion centred around the parameters of what actually constituted a

“graduate”, as there were many varied definitions. It was necessary to be very clear as it was
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important to determine at what point factors other than higher education experience start to shape

the graduate’s employability and performance.

Debate ranged around whether a graduate should be defined as somebody who:

. came straight from college;

. travelled for a year before employment;

. had held casual jobs while interviewing for their first “career” role;

. was a mature student with previous experience.

Similarly, debate emerged regarding the relative validity of the perception of employers who:
. only recruited graduates this year;

. only recruited graduates over the previous 2 years;

. had no recruitment in the previous two years but had hired graduates in other years.

Given that organisations have been forced to reduce graduate recruitment during the economic cri-

A90T0dOH13IW
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sis, the decision on this issue would have a significant impact on response rates. In the event, it was
decided to confine responses to organisations who had hired graduates in the previous two years. This

may have been too restrictive.

There was also some discussion around the most suitable respondent within larger companies. For ex-
ample, the perception of the head of HR might be slightly different from that of the CEO or the head
of a technical function. It was agreed that the head of HR was the most suitable respondent. Further
deliberations took place when examining the technical and employability skills that employers were
asked to comment on. This list originally started with 48 items identified as essential skills, but this
was deemed to be too long. With lengthy discussion this was reduced to 20 items under three key
headings, knowledge and skills (e.g. fluency in a foreign language), work skills (e.g. communication or

critical thinking) and attitude (e.g. taking responsibility).
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Given the budget and time-constraints of this project, it was agreed that a web-based survey would be

more effective than telephone interviews or a postal survey.

3.3.1 Survey instrument
The survey covered four key areas:

1. Company details - this section collects data regarding the respondent and the company de-

mographics (size, sector, type of activity etc.)

2. Employment of graduates - this section examines the level of recruitment of graduates, what
disciplines and levels of award, the preferred institution, the recruitment criteria and the chal-

lenges faced.

3. Satisfaction with graduate skills - this section looked at both technical and employability skills of
graduates to examine their importance and employer satisfaction. Employers were also asked

to propose the subject and skills gaps they expected in the next 5-10 years.

4. Business - Higher Education engagement - this final section examined employers’ engagement
with HEI’s and what form it took (e.g. cooperation on curriculum design, provision of work

placement opportunities etc).

In total there were 27 major questions, a mix of tick box, comment, satisfaction, importance and fre-
quency questions. This was a very large survey and was only feasible to run through the use of a signif-
icant amount of routing which was made available through Dimensions the web based SPSS survey sys-
tem used. As a result, based on their earlier answers to questions respondents could be directed to
only questions relevant to their experiences with graduates or higher education institutions. In this

way the survey was more manageable for survey participants.

The frequency with which this survey will be carried out has not yet been decided and clearly the val-
ue of it, especially certain sections, will not necessarily be immediately apparent following this pilot
or in the next complete iteration, it assumes a value over time as data builds up and trends become

evident.
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3.3.2 Special modules

While at its core there is a full survey tool, the decision was made to build in flexibility around special
modules which can be put in or taken out depending on the emphasis at a given point in time. For the

pilot version, two special modules were included.

3.3.2.1 Science, Maths, Computing and Engineering

The first special module concerned Science, Maths, Computing and Engineering. If an employer identi-
fied that they had recruited a graduate in this area, they were routed to a set of extra questions to

delve deeper into their satisfaction with these graduates.

3.3.2.2 Foreign Languages

Secondly, a special module was added on foreign languages which directed employers to further
questions if they identified that fluency in a foreign language was of importance to them. The spe-
cial module questions sought information on the main languages of interest, the level of proficiency
required and the confidence the employer had towards filling these roles with graduates of Irish

Higher Education Institutions.
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At a later stage a decision could be made to drop these modules in favour of a more pressing focus

that may emerge over time and can be featured in later iterations of the survey.

3.4 Data collection

A link to the online survey was sent to 3,130 IBEC member companies on July 3, 2012. Other business
organisation representatives were also copied on the link and the accompanying text in order that they
could contact their own members seeking participation. It is impossible to calculate the amount of
cross-posting given that business organisations are unable to share their membership databases. IBEC
contacted their potential respondents with four further reminders, on July 30, August 29, September
17 and October 11.
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A number of phone calls were also made to some specific companies in order to generate responses.
The survey was sent to the senior human resources director or manager in larger organisations and to

either the senior human resources manager or CEO contacts in smaller organisations.

3.5 Data Analysis

In terms of data analysis, the data was reviewed and analysed thematically before subsequently for-
mulating conclusions. Basic analysis was carried out on the data and cross tabulations were utilized
where appropriate. In many cases the low number of responses in several subsets of data made this

type of breakdown very difficult.

For open-ended comment answers, content analysis was undertaken to facilitate more detailed exami-
nation. In some cases the format of the actual data collected may need reviewing. Asking for the num-
ber of masters and PhD graduates against the criteria for their employment has meant some minor du-
plication in the figures. This, while not extreme, should be considered in later iterations of the survey.

It may be worth considering a change to “yes/no” answers to this question, rather than numbers.

3.6 Learning points

Within the time constraints under which the survey was conducted, the authors were faced with a
number of limitations. These will act as learning points for future iterations of the survey instrument

and national employer survey process.

3.6.1 Timing of the study

Due to tender requirements and requests from agencies this study had specific time frames attached
to its completion. Given the undertaking required and the number of stakeholders involved there was a
lengthy process involved in getting the survey instrument designed. As a result the pilot test of the sur-
vey instrument took place between July and October 2012. The summer months are particularly
difficult to achieve high respondent rates and required multiple reminders and promotion of the survey
through employer networks. Significant humbers of “out of office” replies to initial emails and remind-

ers were received. From September onwards the number of responses improved leading to the conclu-

sion that carrying out the survey at a different time would improve responses.
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3.6.2 Personalising of questionnaires

Due to the number of employer bodies engaged in the survey process, it was impossible to personalise
the questionnaires to the respondent companies. As a result, it was difficult to identify usable respons-
es which had timed out as company names were not held in the data file. Had each questionnaire had
a personal identifier or company information already populated for the respondent, this would have

enabled easier tracking and greater response rates.

A total of 402 companies were used in the datafile. This included 11 companies that responded via
email to say that they had not recruited in the last two years. A total of 311 fully completed surveys
were submitted via the link. A total of 80 questionnaires were used from the timed out responses. The-
se were responses where the respondent had not submitted the survey formally but may have an-
swered some questions. It was important therefore that any questionnaire used from the timed out
responses was not a duplicate of any existing response. Therefore only responses where some identify-
ing information was provided were pulled from the timed out file for use in the final datafile. Eighty
responses in total were used from the timed out file, from a total of 625 timed out questionnaires.
While many of the remaining 545 questionnaires may have been duplicates there is still a significant
number of responses that were potentially missed due to non-personalisation, because we had no

way of identifying their answers as unique (and therefore usable) unless they provided some identi-
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fying data to us. Personalisation would allow us to identify each individual questionnaire, enabling
us to potentially use more of the data supplied in timed out, or alternatively to allow us to identify

the companies providing some information asking them to further complete the questionnaire.

3.6.3 Overview document

A number of survey responses contained ‘test’ answers which demonstrated that respondents had ex-
amined the document prior to completion. An accompanying document which outlined the content of
the questionnaire in advance, providing people with an awareness of what was on the questionnaire

would be beneficial and reduce some waste.
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3.6.4 Survey content and length

Due to the varied interests of stakeholders, there were significant demands for what should be covered
in the survey. This resulted in a very lengthy questionnaire with 27 major questions which translated

into over 1200 variables in the datafile making it more difficult to analyse.

It may be beneficial to re-examine the objectives of the survey and identify questions which should be
retained on future questionnaires and which questions did not provide sufficient information to be re-
tained in the future. Specifically, certain questions such as, preferred institution/graduate discipline/
foreign languages, did not provide representative information in subsets when the data was broken
down by, for example, preferred institution or graduate discipline, the numbers were not sufficient to

allow further analysis.

The length of the questionnaire may have been somewhat prohibitive as demonstrated by the number
of individuals who did not complete the full survey. The average survey completion time was 27
minutes which is significant for an online questionnaire. It should be remembered that companies al-
ready face significant administrative burdens. SME’s in particular, struggle to complete the ever-
growing number of forms and surveys (many of which are a statutory requirement). However, the use

of routing was helpful in making the survey as streamlined as was possible.

3.6.5 Launch and communication strategy

While each employer representative body sent out the survey with an explanatory email soliciting par-
ticipation from their members, greater buy-in may have been achieved from formally launching the
survey and explaining to employers where this information would assist the education and business

communities alike.

In particular, the feedback from small employers and their representatives was that the lower re-
sponse rate could have been improved through a campaign of communication that explained what the
benefit of engaging in this process would be for the employer. Given the many demands on their time,

prioritising this process would have to be strongly encouraged to be achieved.
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Section 4

Research findings/Results

4.1 Respondent profile

The majority of respondents were involved in the recruitment process in their company. A total of 351
individuals, 87% of respondents, were engaged in recruitment within their own companies. The job ti-
tles of respondents ranged from CEO to HR Professional to professionals engaged in graduate recruit-

ment within respondent companies. The majority of responses came from either CEO/Managing Direc-

tors or General Managers and from those engaged in the HR function of the respondent companies.

4.2 Company Profile

A total of 402 companies responded to the survey. A total of 144,510 employees were engaged by the
respondent companies - there were 21 companies that did not provide information in relation to em-
ployee numbers. This survey coverage represents 12.8% of total employment in the country. A profile

of respondents by company size, sector, principal activity, ownership and region is provided below.

Table 1: Respondents by company size

.27
Less than 50 employees 121 30.1 nwo 4
50 - 99 employees 62 15.4 E g ;>u
100 - 249 employees 84 20.9 W
250 - 499 employees 45 11.2
Over 500 employees 69 17.2
Not stated 21 5.2
Total 402 100.0
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Table 2: Respondents by ownership

Number Percentage

Irish owned 217 54.0
Foreign owned 175 43.5
Not stated 10 2.5
Total 402 100.0

Table 3: Respondent organisations by principal activity

Number Percentage

Unclassified 13 3.2
Food & Drink Manufacturing 17 4.2
Chemicals & Pharmaceuticals 21 5.2
manufacturing

Medical devices manufactur- 26 6.5
ing

Metals & engineering manu- 20 5.0
facturing

Electronics manufacturing 17 4.2
Other manufacturing 28 7.0
Retail 8 2.0
Wholesale distribution 44 10.9
Financial services 45 11.2
Education/training 20 5
Health & social sciences 30 7.5
Hotels, catering & leisure 22 5.5
incl. bars/restaurants

Electronic services/ 38 9.5
telecomms

Other services 53 13.2
Total 402 100
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Table 4: Respondent organisations by sector

Number Percentage

Unclassified 13 3.2

High tech manufacturing 64 15.9
Manufacturing 65 16.2
Distribution (retail and 52 12.9
Financial services 45 11.2
Services 163 40.5
Total 402 100

Table 5: Respondent organisations by region

IBEC Region Number (%) of companies

Dublin 193 (48%)
Cork 47 (12%)
West 34 (8%)
Midwest 39 (10%)
Southeast 22 (5%)
Northwest 9 (2%)
Northeast 8 (2%)
Wicklow 8 (2%)
Kildare 9 (2%)
Midlands 9 (2%)
Not stated 24 (6%)
Total 402 (100%)

S17NnS3y
/SONIANIA
HOYV3IS3H

|

Of the 402 companies that responded to the survey, 249 (62%) had recruited graduates in the past two

years.

CSO figures (Business in Ireland 2010) were examined to see how representative the sample was in

terms of company size. In Ireland, 98.5% of companies in Ireland have fewer than 50 employees and of

the respondents to this survey 30% represented companies with less than 50 employees. The results

from the CSO report and this survey report are compared below.
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Table 6: Comparison of representation of humber of organisations by size class

CSO 2012 National Employer Survey
Less than 50 employees 98.5% 30.1%
50-249 employees 1.2% 36.3%
250+ employees 0.2% 28.4%

*5.2% of respondents failed to state their company size in this survey

While almost one third of respondent organisations have more than 250 employees, it would be worth
considering expanding this cohort further given the level of graduate recruitment these organisations

engage in.

Table 7: Number of employees engaged by size class

Less than 50 employees 50.3%
50-249 employees 18.8%
250+ employees 30.9%

The following analysis relates to those 249 companies that had recruited graduates in the past two

years, except where otherwise indicated within the text of the document.

4.3 Graduates employed

4.3.1 Numbers of graduates employed by institution and discipline

Companies were asked to provide details of the numbers of graduates employed from Institutes of
Technology, Universities or other Higher Education Institutions. Of the total numbers of graduates re-

cruited by respondent companies, 851 recruits were from Institutes of Technology, 2,962 graduate re-

cruits were from Universities in Ireland, and a total of 208 graduate recruits were from other higher




National Survey of Employers’ Views of Irish Higher Education Outcomes

education institutions in the Republic of Ireland. This may be a function of the companies that re-
sponded to the survey and is not meant to provide a picture of employment trends in the economy
overall. These figures may be somewhat underestimated as some 21 companies did not provide details

of the number of graduates employed from each source above.

Companies were further asked to identify the disciplines from which their recruits had graduated. The
largest proportion of respondents (46%) employed graduates from business and law. Around a third of
those companies employing graduates recruited graduates from engineering disciplines (31%). Compu-
ting (21%) and Science and mathematics graduates were employed by around one in five respondent
companies. Just over one in ten employed graduates from humanities and arts or the social sciences.
Relatively few companies recruited graduates from construction (2%), Agriculture and veterinary (3%),

Health and welfare (6%) or service (6%). The following table sets out the full details.

Table 8: Disciplines recruited from

Number Percentage

Humanities and Arts 31 12.4
Social Sciences 31 12.4
Business and law 114 45.8
Science and mathematics 50 20.1
Computing 53 21.3
Engineering 76 30.5
Construction 4 1.6
Agriculture and veterinary 8 3.2
Health and welfare 15 6.0
Services 14 5.6
Other 23 9.2
Total 249 100
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Companies were next asked to identify the level of awards the graduates they had recruited held. The

largest proportion of graduates held honours degrees and Masters level awards. However, within the

discipline of science and maths, graduates were more likely to hold Masters or PhD level awards.

©

&
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Table 9: Level of Awards of Graduates Recruited

Total Higher | Ordinary Honours Higher/ Masters PhD
Cert Degree Degree Graduate
. (NFQ (NFQ
Diploma
(NFQ (NFQ Lev- | (NFQ Level 9) Level 10)
Level el 7) Level 8) (NFQ
6) Level 8/9)
Humanities and 31 - 4 (13%) 17 6 (19%) 13 6 (19%)
Arts (55%) (42%)
Social Sciences 31 - 5 (16%) 21 7 (23%) 11 5 (16%)
(68%) (36%)
Business and law 114 4 19 (17%) 75 22 (19%) 45 3 (3%)
(4%) (66%) (40%)
Science and 50 4 5 (10%) 36 14 (28%) 23 13
mathematics (8%) (72%) (46%) (26%)
Computing 53 3 11 (21%) 38 15 (28%) 22 4 (8%)
(6%) (74%) (42%)
Engineering 76 3 12 (16%) 52 17 (22%) 21 7 (9%)
(4%) (68%) (28%)
Construction 4 - 1 (25%) 4 - -
(100%)
Agriculture and 8 - 1 (13%) 3 (38%) 3 (38%) 3 (38%) 2 (25%)
veterinary
Health and wel- 15 - 2 (13%) 10 4 (27%) 5 (33%) 2 (13%)
fare (67%)
Services 14 4 7 (50%) 7 (50%) 4 (29%) 1 (7%) 1(7%)
(29%)
Other 23 1 5 (22%) 17 3 (13%) 6 (26%) 1 (4%)
(4%) (74%)
- " _
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4.4 Masters and PhD Graduates

4.4.1 Masters Graduates

A total of 787 Masters graduates were recruited directly from Irish higher education institutions in the
past two years. Less than a third (250) of these graduates were employed because the job required

Masters level qualifications or skills. In 458 cases, Masters level skills were not required for the job but
the candidate in possession of these skills was the best candidate for the job. In 69 cases, the job does

not require skills at Masters level, but these graduates were readily available.

4.4.2 PhD Graduates

A total of 162 PhD graduates were recruited directly from Irish higher education institutions in the last
two years. In the vast majority of cases, (135 graduates) PhD graduates were employed because the
job required doctorate level skills or qualifications. In 24 cases, the job did not require PhD level skills
but these candidates were the best candidates for the job. In five cases, the job does not require

skills at PhD level, but these graduates were readily available.

4.5 Satisfaction of employers with graduates of STEM and related subjects
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Companies were asked, if they had recruited graduates from (STEM) disciplines, what their satisfac-
tion levels were with the graduates regarding four key areas: calibre of the graduate; that the grad- “*.
uates were learning the right skills/courses that are relevant to organisations requirements; the
volume/number of graduates available; the speed at which course content is being adapted to meet

changing business needs.
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Table 10: Satisfaction with Science and Mathematics Graduates (N=50)

Very Quite Dissatisfied Very Not stated
satisfied dissatisfied
satisfied
Satisfaction with the calibre of 25 (50%) 21 (42%) 1(2%) 3 (6%)
these graduates
Satisfaction that graduates are 15 (30%) 29 (58%) 3 (6%) 3 (6%)
learning the right skills/ cours-
es are relevant to orgs require-
ments
Satisfaction with the volume/ 10 (20%) 27 (54%) 9 (18%) 1 (2%) 3 (6%)
number of graduates from the-
se disciplines that are availa-
ble
Satisfaction with the speed at 4 (8%) 37 (74%) 6 (12%) 3 (6%)
which course content is being
adapted to meet changing
business needs
Table 11: Satisfaction with Computing Graduates (N=53)
Very Quite Dissatisfied Very Not stated
satisfied satisfied dissatisfied
Satisfaction with the calibre of 23 (43%) 21 (40%) 4 (8%) 1 (2%) 4 (8%)
these graduates
Satisfaction that graduates are 14 (26%) 29 (55%) 6 (11%) 4 (8%)
learning the right skills/ courses
are relevant to orgs requirements
Satisfaction with the volume/ 10 (19%) 17 (32%) 17 (32%) 5 (9%) 4 (8%)
number of graduates from these
disciplines that are available
Satisfaction with the speed at 8 (15%) 25 (47%) 15 (28%) 5 (9%)
which course content is being
adapted to meet changing busi-
ness needs
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Table 12: Satisfaction with Engineering Graduates (N=76)

Very Quite Dissatisfied Very Not stated
satisfied satisfied dissatisfied
Satisfaction with the calibre of 42 (55%) 25 (33%) 1 (1%) 8 (11%)
these graduates
Satisfaction that graduates are 22 (29%) 44 (58%) 2 (3%) 8 (11%)
learning the right skills/ courses
are relevant to orgs requirements
Satisfaction with the volume/ 18 (24%) 36 (47%) 10 (13%) 4 (5%) 8 (11%)
number of graduates from these
disciplines that are available
Satisfaction with the speed at 11 (15%) 48 (63%) 8 (11%) 9 (12%)
which course content is being
adapted to meet changing busi-
ness needs

Employers who had recruited graduates from STEM disciplines were satisfied with the calibre of gradu-
ates in each of the three disciplines, with science and maths the most positive and computing, the
least. In addition, responses were positive when companies were asked if graduates were learning

the right skills or taking the right courses. However, while still broadly positive, greater levels of
dissatisfaction emerged when companies were asked about the volume of graduates available and

this level of dissatisfaction increased further across all three disciplines when the speed of course
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content adaptation was examined.

—

In a later question, companies were asked how confident they were that in the next five to ten years
there would be a supply of graduates with skills that would meet their needs in terms of the relevance
of workplace/transferable skills, the relevance of subject or discipline knowledge and their attitude
(see page 42 for full analysis). Overall respondents with graduates from all discipline types were confi-
dent of getting graduates with the relevant skills, subject or discipline knowledge and attitude. How-
ever, respondents with graduates from the traditional disciplines like humanities (33.3%), social sci-
ences (29.2%) and business (30.5%) were less confident of recruiting graduates with the right attitude

than were respondents with graduates from computing (21.7%), science and maths (17.8%) and engi-

neering (25%).
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Interestingly when this question was further analysed by discipline of the graduates recruited, 82% of
organisations who recruited science and mathematics graduates were confident or very confident re-
garding skills availability. Respondents who recruited engineering graduates were similarly confident
(81%) while slightly less confidence was reported by respondents with computing graduates with essen-
tially one third not very confident that graduates with the relevant skills would be available to them in

the next 5-10 years (see Appendix 3 for further details).

4.6 Graduates recruited from outside the Republic of Ireland

Just over one third (36%) of those companies that recruited graduates in the past two years recruited
from non- Republic of Ireland higher education institutions. Of these 90 companies, some 59 indicated
that they employed 142 graduates from Northern Irish Higher Education Institutions, while 67 compa-

nies indicated that they employed 238 graduates from farther afield.

The disciplines from which these graduates came, for the 90 companies that employed graduates from

non-ROI institutions is detailed in the table below.

Table 13: Disciplines of Graduates of Non-ROI institutions (N=90)

Number Percentage

Humanities and Arts 9 10.0
Social Sciences 6 6.7

Business and law 27 30.0
Science and mathematics 19 21.1
Computing 17 18.9
Engineering 15 16.7

Construction

Agriculture and veterinary

Health and welfare 4 4.4
Services 4 4.4
Other 4* 4.4
Total 90 100.0

* In two companies actuaries were employed, in one accounting, and in one geology.
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Companies were asked why they had chosen to recruit graduates from institutions outside of the Re-

public of Ireland and the responses are detailed in the table below.

While the numbers were small, it would seem that the proportion of computing (77%) and engineering
(66%) graduates for which ‘insufficient number of ROl candidates with the right skills’ was relevant,

was high.

Table 14: Why graduates of non- ROI institutions

Total | Company Insufficient | Available | Recruiting Lack of Other
promoting an | number of ROI for specific | interest
international | ROI candi- courses language from ROI
workforce dates with do not skills candi-
the right teach the dates in
skills necessary these
skills positions
Humanities & 9 6 (22%) 3 (33%) - 1 (11%) 1 (11%) 3 (33%)
Arts
Social Sciences 6 2 (33%) 2 (33%) - 2 (33%) - 1(17%)
Business & law 27 8 (30%) 6 (22%) 2 (7%) 5 (19%) 6 (22%) 7 (26%)
I
Science and 19 7 (37%) 6 (32%) 1 (5%) 3 (16%) 4 (21%) 5 (26%) 2 z 5"',.
O
mathematics = = ;
Computing 17 3 (18%) 13 (77%) 2 (12%) 4 (24%) 3 (18%) 3 (18%) Trao=®
A83
e T
Engineering 15 1 (7%) 9 (60%) 3 (20%) 2 (13%) 4 (27%) 2 (13%)
———
Construction
Agriculture &
veterinary
Health & 4 1 (25%) 1 (25%) - - - 2 (50%)
welfare
Services 4 3 (75%) 3 (75%) 2 (50%) 1 (25%) 2 (50%) 1 (25%)
Other 4 1 (25%) 2 (50%) 1 (25%) 1 (25%) 1 (25%) 1 (25%)
Total 90




National Survey of Employers’ Views of Irish Higher Education Outcomes

4.7 Preferred institutions

To identify whether companies had particular institutions which they preferred to recruit their gradu-
ates from they were asked to rank their top three institutions if they had a preference. The numbers
of respondents to this question was quite small. Over a third (35%) of those that had recruited gradu-
ates in the last 2 years indicated that they had no preferred institutions from the point of view of re-
cruitment. Additionally, around a quarter of respondents did not provide any information in relation to

the relative attractiveness of the various institutions listed.

Subsequent analysis on the reasons for preferences for graduates from particular higher education in-
stitutions, while completed was deemed to be not representative due to the small number of cases
involved. Findings in this area recorded very low numbers against each institution listed and as such

they might be misleading.

4.8 Minimum entry standards

Companies were asked to identify if they used any of a pre-set list of minimum entry standards for
graduate applications. Slightly fewer than two out of five respondents used ‘relevant work experience’
as a minimum entry standard. Also used by around a third of respondents were ‘completion of specific

courses’ or ‘have or expect a 2.1 degree or above’.

Table 15: Minimum entry standards for graduate applications

Number Percentage

Leaving certificate points 36 14.5
Completion of specific 83 33.3
courses

Have or expect a 2.1 degree 81 32.5
or above

Relevant work experience 96 38.6
Pass psychometric or other 48 19.3
in-house selection process

Other 17 6.8
N=249
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4.9 Graduate skills

Respondents were asked to rate how important various graduate skills were to them.
Table 16: Importance of skills in graduates recruited in the past 2 years

Very un- Not Total
important  applicable

Very Important Un-
important

Important

Knowledge & Skills

Subject or discipline

and adaptable

knowledse 108 (61%) 66 (37%) 3(2%) 1.(1%) - 178
Computing and
infor?naticg:’n technology/ 97 (54%) 78 (44%) 3(2%) . 1(1%) 179
basic IT skills
Literacy 128 (72%) 47 (26%) 2 (1%) 1(1%) - 178
N 7 ing and
intorpreting e 103 (59%) | 61 35%) 9 (5%) : 2 (1%) 175
numerical data

Workplace Skills
Communicating verball
appropriately §nd y 137 (77%) 41 (23%) 1(1%) - - 179
effectively
Communicating in
writing appropg;iately and 110 (61%) 69 (38%) 1(1%) . . 180
effectively
Ability to apply profes-
Sionatand /o tepprie 116 (65%) 60 (34%) 1(1%) 1(1%) 1(1%) 179
knowledge in the
workplace
Working effectively with
others %e_g‘ oar o 140 (78%) 38 (21%) - 1(1%) - 179
interpersonal skills)
Working effectively on
their Ofm s, peﬁ’sonal 98 (55%) 77 (43%) 3 (2%) - 1(1%) 179
org., commitment & time
management)
gz:acifm for quality and 131 (74%) 43 (24%) 2 (1%) 1(1%) 1(1%) 178
Business acumen/ . 0 0
warenoss 52 (29%) 99 (56%) 18 (10%) 1(1%) 7 (4%) 177
Entrepreneurial skills 22 (13%) 45 (26%) 87 (49%) 6 (3%) 16 (9%) 176
Thinking critically and
analyticgally y 99 (55%) 73 (40%) 8 (4%) 1(1%) - 181
tfﬁ:resrs'"p/ leading 43 (24%) 58 (32%) 61 (34%) 5 (3%) 12 (7%) 179

Attitude

Self-motivation 108 (60%) 70 (39%) 2 (1%) 1.(1%) - 181
Openness to change 97 (54%) 73 (41%) 7 (4%) 2 (1%) 1.(1%) 180
Taking responsibility 108 (60%) 66 (37%) 3(2%) 2 (1%) - 179
Ability t ith work
préslsz'reo Cope with wor 102 (56%) 73 (40%) 3 (2%) 2 (1%) 1(1%) 181
Capacity to be flexible 114 (64%) 61 (35%) ) 2 (1%) ) 177
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An analysis by company size revealed very little variation. However the small amount of variance may
be explained by factors other than size such as principal activity. For example, one in ten companies
in the ‘“100-249 employees’ category indicated that numeracy/processing and interpreting numerical
data was unimportant. While this is higher than in other size categories it would appear that the com-
position of this size cohort in terms of activity may have a greater impact than the size variation itself.

Analysis revealed very little variation regarding the level of importance.

Further analysis by discipline of the graduate recruited by the respondent organisation found that
there was not significant variation in the results. Therefore if a particular skill was seen as important
for respondents who had recruited graduates from Humanities disciplines it was also likely to be im-
portant for those who had recruited from any other disciplines. In general, “entrepreneurial skills” and
“leadership skills” were seen to be less important that other employability skills by respondents re-

gardless of the discipline of their graduates.

Respondents were also asked how satisfied they were with the skills of graduates they had recruited in
the past 2 years (Table 17). It is important to note that a large proportion of respondents (over a third)

did not give any information in relation to the importance or their satisfaction with graduates skills.




Table 17: Satisfaction with skills of graduates recruited in the past 2 years

Very Satisfied Dissatisfied Very Not Not stated
Satisfied dissatisfied applicable
Knowledge & Skills
Subject or discipline 42 (17%) 112 (45%) 7 (3%) 1(¢) 2 (1%) 85 (34%)
knowledge
Computing and information 45 (18%) 106 (43%) 9 (4%) 1(¢) 4(2%) 84 (34%)
technology/basic IT skills
Literacy 51 (21%) 92 (37%) 18 (7%) - 2 (1%) 86 (35%)
Numeracy/processing and 34 (14%) 107 (43%) 13 (5%) - 6 (2%) 89 (36%)
interpreting numerical data
Workplace skills
Communicating verbally 33 (13%) 108 (43%) 21 (8%) 1(¢) 2 (1%) 84 (34%)
appropriately and effectively
Communicating in writing 21 (8%) 104 (42%) 35 (14%) 1(¢) 2 (1%) 86 (35%)
appropriately and effectively
Ability to apply professional 33 (13%) 116 (47%) 9 (4%) 1(¢) 3(1%) 87 (35%)
and/or technical knowledge
in the workplace
Working effectively with 44 (18%) 112 (45%) 7 (3%) - 2 (1%) 84 (34%)
others (e.g. team and inter-
personal skills)
Working effectively on their 30 (12%) 113 (45%) 17 (7%) 2 (1%) 1(¢) 86 (35%)
own (e.g. personal organisa-
tion, commitment and time
management)
Concern for quality and 31 (12%) 114 (46%) 16 (6%) - 3(1%) 85 (34%)
detail
Business acumen/awareness 19 (8%) 99 (40%) 29 (12%) 2(1%) 11 (4%) 89 (36%)
Entrepreneurial skills 13 (5%) 87 (35%) 28 (11%) 1(-) 32 (13%) 88 (35%)
Thinking critically and 26 (10%) 106 (43%) 26 (10%) 3(1%) 3 (1%) 85 (34%)
analytically
Leadership/leading others 15 (6%) 101 (41%) 22 (9%) 1(¢) 24 (10%) 86 (35%)
Attitude

Self-motivation

31 (12%) 106 (43%) 21 (8%) 1(¢) 3 (1%) 87 (35%)
Openness to change 33 (13%) 114 (46%) 11 (4%) 1() 4(2%) 86 (35%)
Taking responsibility o o o o o

30 (12%) 110 (44%) 18 (7%) 2 (1%) 2 (1%) 87 (35%)
Ability to cope with work 28(11%) | 111 (45%) 14 (6%) 4(2%) 5 (2%) 87 (35%)
pressure
Capacity to be flexible and o )
adaptable 38 (15%) 107 (43%) 15 (6%) 3 (1%) 86 (35%)
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A high proportion of respondents had lower satisfaction levels with “communicating in writing appro-
priately and effectively” (14%), “business acumen/awareness” (13%) and “entrepreneurial

skills” (11%). Of those respondents who had indicated that certain graduate skills were important or
very important, 1 in 5 were dissatisfied with graduates “communicating in writing appropriately and
effectively”, a similar proportion (19%) were dissatisfied with “entrepreneurial skills”, while 1 in 6
were dissatisfied with “business acumen/awareness”. Additionally, 12% were dissatisfied with “self-

motivation” and 1 in 10 with the skill “working effectively on their own”.

4.10 Foreign languages

One of the special modules asked employers how important it was for them to recruit graduates who
had foreign language skills. However, only a small number of respondents answered this question mak-
ing meaningful analysis difficult. One in five (39 respondents) respondents considered having foreign
language skills upon recruitment, important or very important among graduates. Fifty percent of re-
spondents were satisfied with the foreign language skills of their graduates while the main languages
identified as required in the organisation were French, German and Spanish with the majority (54%, 20

respondents) requiring a high degree of fluency in written and spoken word.

4.11 Supply of graduates - next 5-10 years

Companies were asked how confident they were that in the next five to ten years there would be a
supply of graduates with skills that would meet their needs. There were somewhat positive results in
all cases as at least seven out of ten employers felt the relevant knowledge, workplace or transferable
skills and attitude would be available. However it is also a source of concern that 25-30% of companies

are not confident.

However, when we examined these results by company size we found that while respondents are gen-
erally confident, a significant proportion of those were not very confident that the relevant work-
place/transferable skills would be available - i.e. 1 in 4 of respondents from companies with less than
50 employees, 1 in 4 of respondents with 100-249 employees and 15% of respondents from organisa-
tions with over 500 employees. These trends continue also when looking at “relevant subject
knowledge or discipline” and “the right attitude” (See Appendix 4 for more detail). There is not one
size cohort lacking confidence, it is generalised across most companies. But to really examine this area

at this level of granularity requires a greater volume of respondents.

" 2
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Table 18: How confident are you that in the next 5 - 10 years there will be a supply of graduates

with each of the following skills to meet the needs of your organisation?

Very Confident Not very Not Total
Confident confident | confident
at all

Relevant workplace/ 22 (12%) | 117 (65%) 38 21%) | 2(1%) 179
transferable skills
Relevant subject or 31(17%) | 111 (61%) 36 (20%) | 3(2%) 181
discipline knowledge
The right attitude 29 (16%) 99 (54%) 53 (29%) 1(1%) 182

About a quarter of respondents in the High Tech Manufacturing sector are not very confident that

there will be a supply of graduates with the requisite skills, subject or discipline knowledge and the

right attitude available to meet the organisation needs. This is not at huge variance with other sectors,

similar proportions would also apply in Services and Financial Services (see Table 19). However, broad-

ly speaking, over 7 out of 10 respondents are confident or very confident that graduates with the req-

uisite skills, knowledge and attitude will be available.

S17NnS3y
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4.12 Business - Higher Education engagement

Companies were asked whether the various engagement activities were important to them and if they
had engaged in that activity. The two most important items identified were participation in work
placement and providing information to surveys or questions when required. The item getting least
attention from companies was “engagement with Technology Transfer Offices” which 20% saw as unim-
portant/very unimportant and only 10% engaged in. Unsurprisingly the largest engagement between
business and higher education occurred around the careers services where 54% of employers were fully

engaged.

Table 20: How important is it that this occurs between your organisation and higher education in-
stitutions? N=402

Very Important | Unimportant | Very un- Total

important important
Cpoperat10n on curriculum de- 74 (26%) 147 (52%) 55 (19%) 8 (3%) 284
sign and study programmes
Collaboration on research and 70 (25%) 135 (48%) | 65 (23%) 12 (4%) 282
innovation
Recruitment of graduates 90 (32%) 137 (49%) | 46 (17%) 6 (2%) 279
Joint busi t ith -
ot business ventures wi 44 (16%) 110 (40%) | 104 (37%) 20 (7%) 278 ozm
academic researchers A O :._/n'i
Work pl t tuniti lE z >

Ork placement opportunities 106 (38%) | 144 (51%) | 27 (10%) 3 (1%) 280 -2

for students w 2
Provision of workplace training o o
and development to company 116 (42%) 126 (45%) 35 (13%) 2 (1%) 279 |
employees
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Table 21: How frequently does this occur between your organisation and higher education
institutions? N=402

Very Rather Occasionally Never Total

frequently frequently
Cooperation on curriculum de- | ¢ 3¢ 40 (15%) 102 (38%) 118 (44%) 269
sign and study programmes
Collaboration on research and | 5 (go/) 42 (16%) | 105 (39%) 107 (40%) 269
innovation
Recruitment of graduates 35 (13%) 66 (25%) 115 (43%) 51 (19%) 267
Joint bu.siness ventures with 10 (4%) 30 (11%) 84 (32%) 143 (54%) 267
academic researchers
Work placement opportunities | 54 oq9) | 93 (34%) | 88 (32%) 38 (14%) 273

for students

Provision of workplace training
and development to company
employees

42 (15%) 64 (24%) 100 (37%) 66 (24%) 272

Table 22: How important each of the following actions is and/or whether your organisation has en-
gaged in this action?

Engaged in Very Important Un Very Not stated

action important important unimportant orn/a
Participate in debates _ N
or seminars organised Yes N=95 18 (19%) | 71 (75%) 6(96%)
by higher education _ . 0 0
istitutions No N=174 6 (4%) 67 (39%) 47 (27%) 9 (5%) 45 (26%)
Structured discussions o
ith course/ Yes N=71 18 (25%) | 48 (68%) 3 (4%) - 2 (3%)
programme directors No N=196 17 (9%) 96 (49%) 38 (19%) 5 (3%) 40 (20%)
Providing information _ o N
when required e.g. Yes N=202 25 (12%) | 149 (74%) | 22 (11%) 2 (1%) 4 (2%)
answering surveys No N=68 1(2%) 44 (65%) 10 915%) 3 (4%) 10 (15%)
Engage with Yes N=37 7 (19%) 28 (76%) 1(3%) - 1 (3%)
technology transfer - ? ? ? ?
offices/incubation
offices No N=218 8 (4%) 76 (35%) 72 (33%) 8 (4%) 54 (25%)
Cooperation with _ o o o
Caraer sorvices/ Yes N=146 44 (30%) | 92 (63%) 5 (3%) 2 (1%) 3 (2%)
centres No N=119 4 (3%) 58 (49%) 29 (24%) 5 (4%) 23 (19%)
Personal discussion o o o
with presidents and/or | Yes N=68 23 (34%) | 40 (59%) 4 (6%) - 1 (2%)
management of higher . .
education institutions No N=194 6 (3%) 77 (40%) 61 (31%) 8 (4%) 42 (22%)
Participation in work _ o o
placement programmes | YeS N=165 65 (39%) | 93 (56%) 3 (2%) 1(1%) 3 (2%)
with higher education
institutions No N=106 11 (10%) | 48 (45%) 20 (19%) 4 (4%) 23 (22%)
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4.13 Collaboration between industry and higher education

Employers were asked if they felt there was adequate industry and higher education collaboration. A
resounding 50% of respondents said there was not.

Table 23: Do you feel that there is adequate collaboration between industry and higher education?

Frequency Percentage
Yes 85 211
No 200 49.8
Not stated 117 29.1
Total 402 100.0

When asked how collaboration could be improved a number of themes emerged which included:

. A need for greater communication between business and higher education and an openness to

engage;
. A need to find a common ground from which to work from;
. A need for greater focus on work placement programmes;

. A need for industry to get more involved/greater partnership between industry and higher

education going forward.

S17NnS3y
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Appendix 1 - National Employer Survey Questionnaire

National survey of employers’ views of Irish higher education outcomes

The National Employers Survey aims to provide authoritative information on the views of
employers on the outcomes of higher education. This was a key recommendation of the
‘National Strategy for Higher Education to 2030’, published in 2011. The Strategy
emphasised the importance of stronger engagement between higher education and
enterprise in enhancing Ireland’s economic competitiveness. This survey is being conducted
to ascertain the views of employers on the recruitment of graduates, and should take around
20 minutes to complete. All information received will be treated in the strictest of
confidence.

SECTION ONE: COMPANY DETAILS

Company name:

Company address:

Name of person completing questionnaire:
Job title of person completing questionnaire:
Email address:

Number of full-time employees:

Number of part-time employees:

Principal activity of organisation/type of business activity
Ownership (Irish owned/Foreign owned)
Type of organisation (public, private, semi-state, Government agencies, civil service,
NGO?)
e Are you responsible for/involved in recruitment process

SECTION TWO: EMPLOYMENT OF GRADUATES

Definition of graduate recruitment: An individual who has been recruited to the
organisation directly or up to 24 months following the completion of a higher
education course.

Unless otherwise stated the term graduate refers to a graduate of an Irish
Higher Education Institution in the Republic of Ireland

1. Have you recruited graduates in the last two years?

O yes O no

Il XIAN3ddV

2. Approximately how many graduates have you recruited in the last 24 months,
for each of the following institutions?

O Institutes of Technology (ROI) Number
O Universities (ROI) Number
O Other higher education institutions (ROI) Number

Please specify institution or institutions
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3. From which disciplines did you recruit graduates from higher education
institutions in the Republic of Ireland?

Humanities & Arts

= (incl. Teacher Education, Languages, History, Philosophy)
O Social Sciences
(incl. Psychology, Sociology, Economics, Journalism)
a Business & Law
(incl. Marketing & Sales, Management, Accounting & Finance, Property Sales)
O Science & Mathematics
(incl. Food Science, Environmental Science)
0 Computing
(incl. Software Engineering)
0 Engineering
O Construction
00 Agriculture & Veterinary
O Health & Welfare
(incl. Nursing, Medical, Social Work)
O Services
(incl. Hospitality, Tourism, Travel, Environmental Protection, Transport, Security)
O Other (Please specify): | |

Please specify the level(s) of their award: please tick (V) as relevant

Field of study of the Higher Ordinary Honours Higher/ Masters PhD

graduates’ higher Cert Degree Degree Graduate (NFQ (NFQ

education (NFQ (NFQ Level (NFQ Diploma Level 9) Level

qualification Level 6) 7) Level 8) (NFQ Level 10)
8/9)

Humanities &
Arts

(incl. Teacher
Education,
Languages,
History,
Philosophy)

Social Sciences
(incl. Psychology,
Sociology,
Economics,
Journalism)

Business & Law
(incl. Marketing &
Sales,
Management,
Accounting &
Finance, Property
Sales)
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4. We would like you to rate your level of satisfaction regarding the following
statements which relate specifically to graduates of Science & Maths, Computing,
and Engineering:

Very Quite Dissatisfied | Very
satisfied Satisfied Dissatisfied

Science & Maths

Satisfaction with the calibre of these

graduates

Satisfaction that graduates are

learning the right skills/courses are

relevant to your organisation’s

requirements

Satisfaction with the volume/number

of graduates from these disciplines

that are available

Satisfaction with the speed at which

course content is being adapted to

meet changing business needs
Very Quite Dissatisfied | Very
satisfied Satisfied Dissatisfied

Computing

Satisfaction with the calibre of these

graduates

Satisfaction that graduates are

learning the right skills/courses are

relevant to your organisation’s

requirements

Satisfaction with the volume/number

of graduates from these disciplines

that are available

Satisfaction with the speed at which

course content is being adapted to

meet changing business needs
Very Quite Dissatisfied | Very
satisfied Satisfied Dissatisfied

Engineering

Satisfaction with the calibre of these

graduates

Satisfaction that graduates are

learning the right skills/courses are

relevant to your organisation’s

requirements

Satisfaction with the volume/number

of graduates from these disciplines

that are available

Satisfaction with the speed at which

course content is being adapted to

meet changing business needs

%fa
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5.How many Masters graduates were recruited directly from Irish HEI's in the
last 2 years | |

6. How many of your Masters graduates were recruited because:

e the job requires Masters qualifications or skills

e the job does not require graduates at this level but they
were the best candidates for the job

e the job does not require graduates at this level but they
are readily available

e Other (Please specify):

7.How many PhDs recruited directly from Irish HEI's in the last 2 years

8.How many of your PhDs were recruited because:

e the job requires PhD qualifications or skills

¢ the job does not require graduates at this level but they
were the best candidates for the job

e the job does not require graduates at this level but they
are readily available

e Other (Please specify):

9.Do you recruit graduates from non- Republic of Ireland higher education
institutions?

O yes O no
If yes, approximately how many graduates have you recruited in the last 24
months?
O Northern Ireland higher education Number |:|
institutions
O Other non-ROI higher education Number |:|
institutions

10.From which disciplines of Higher Education Institutions outside of the ROI
did they graduate?

Humanities & Arts

(incl. Teacher Education, Languages, History, Philosophy)

Social Sciences

(incl. Psychology, Sociology, Economics, Journalism)

Business & Law

(incl. Marketing & Sales, Management, Accounting & Finance, Property Sales)
Science & Mathematics

(incl. Food Science, Environmental Science)

o O o o O

Computing
(including Software Engineering)

A
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_Engineering

Construction

_Agriculture & Veterinary

Health & Welfare

(incl. Nursing, Medical, Social Work)

Services

(incl. Hospitality, Tourism, Travel, Environmental Protection, Transport, Security)
Other (Please specify): | |

O 0o 0O o0oo0od

11.Why did you NOT fill these positions with graduates coming directly from
institutions in the Republic of Ireland? Please tick all that apply.

Company Insufficient | Available Recruiting Lack of Other:
promoting number of ROI for specific | interest Specify___
an ROI courses language from ROI
international | candidates | do not skills candidates
workforce with the teach the in these
right skills necessary positions
skills

Humanities &
Arts

(incl. Teacher
Education,
Languages,
History,
Philosophy)
Social
Sciences
(incl.
Psychology,
Sociology,
Economics,
Journalism)
Business &
Law

(incl. Marketing
& Sales,
Management,
Accounting &
Finance,
Property Sales)
Science &
Mathematics
(incl. Food
Science,
Environmental
Science)
Computing
(including
Software
Engineering)
Engineerin

Construction

Agriculture &
Veterinary

Health &
Welfare

(incl. Nursing,
Medical, Social
Work)
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Services

(incl.
Hospitality,
Tourism, Travel,
Environmental
Protection,
Transport,
Security)

Other (Please

specify):

12.Please identify your top 3 preferred sources of graduates from the list
below.

Institutes of Technology

Athlone Institute of Technology

Cork Institute of Technology

Dundalk Institute of Technology

Dublin Institute of Technology

Dun Laoghaire Institute of Art, Design & Technology
Galway-Mayo Institute of Technology
Institute of Technology Blanchardstown
Institute of Technology Carlow
Institute of Technology Sligo

Institute of Technology Tallaght
Institute of Technology Tralee
Letterkenny Institute of Technology
Limerick Institute of Technology

Waterford Institute of Technology
niversities

Dublin City University

National University of Ireland Galway
National University of Ireland Maynooth
Trinity College Dublin

University College Cork

University College Dublin

1 [ A (=T (N R N [ N A (R R D D R R

University of Limerick
Private colleges

Private college 1

li
Private college 2
li

Private college 3 v
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Other institutions

a Other institution 1

’—
Other institution 2
’7

-

B L
Other institution 3

-

I do not have a preferred third-level institution which I recruit from

13.Why do you prefer graduates from the higher education institutions listed
below? Please tick all that apply.

L]
[=Y
el

[2] [3]

The institutional reputation

Relevant subject or discipline knowledge

Quality of subject or discipline knowledge

Quality of employability skills and attributes

The institution produces high quality graduates

Strong organisation links with institution

Successful past experience of recruiting from this institution
Geographical location of the institution

Organisation consulted on course design

Students participate in organisation work placement programmes
Organisation and institution collaborate on joint research projects
Other

Please specify:

Ooooooooooooon
Ooooooooooooan
Oooooooooooon

14.Does your organisation use any of the following minimum entry standards
for graduate applications? Please tick all that apply

Leaving certificate points

Completion of specific courses

Have or expect a 2.1 degree or above

Relevant work experience

Pass psychometric or other in-house selection processes (e.g. assessment
centres)

Other

ooooano

O

15.What is the greatest challenge you face in filling your graduate vacancies?
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16.Please rank the 5 most important criteria your organisation takes into
account when recruiting graduates? (with 1 being the most important)

Criteria that may be used Criteria chosen
(1-5)

Discipline or subject choice

Institution attended

Qualification result

Employability skills (e.g. attitude, communication skills)
Foreign language capability

Extracurricular activities (e.g. student societies, sport)
Relevant work experience pre-qualification

Relevant work experience post-qualification

Internship or placement as part of course

Internship or placement in our organisation specifically
Participated in Erasmus or studied abroad

Interview performance

Research topics or areas of interest

Recommendations

Volunteering

Other:

Oo|Oo|o|o|oyoyojojo|jo|o|o|jo|joj g

Please specify other criteria
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SECTION THREE: SATISFACTION WITH IRISH HIGHER EDUCATION
INSTITUTIONS’' GRADUATE SKILLS

17.We would like you to rate each skill under two headings as follows:

(a) How important is it that graduates your organisation recruited in the past 2
years have these skills upon recruitment?

(b) How satisfied are you that graduates your organisation recruited in the past 2
years have these skills upon recruitment?

Employability skills How important How satisfied

Unimportant

unimportant

Very satisfied

Important
Important
applicable
Satisfied
Dissatisfied
dissatisfied
applicable

Very
Very
Not
Very
Not

Knowledge and skills

Subject or discipline
knowledge
Computing and
information
technology/Basic IT
skills

Literacy

Numeracy/ Processing
and interpreting
numerical data
Fluent in a foreign
language

Workplace skills

Communicating verbally
appropriately and
effectively
Communicating in
writing appropriately
and effectively

Ability to apply
professional and/or
technical knowledge in
the workplace

Working effectively with
others (e.g. team and
interpersonal skills)
Working effectively on
their own (e.g. personal
organisation,
commitment and time
management)

Concern for quality and
detail




National Survey of Employers’ Views of Irish Higher Education Outcomes

Business acumen/
awareness
Entrepreneurial skills
Thinking critically and
analytically (e.g.
problem solving and
innovation)
Leadership/Leading
Others

Attitude

Self motivation
Openness to change
Taking responsibility
Ability to cope with work
pressure

Capacity to be flexible
and adaptable

18. What are the main foreign languages you require in your organisation?

French
German
Spanish
Dutch
Italian

Chinese

a1 1 1 1 1 71 T

Japanese

; Other

19.What level of foreign language proficiency do you require?

O Basic e.g. social/conversational level
O Independent e.g. high degree of fluency in written/spoken language
O Fluency e.g. native speaker
20.
Very Confident | Not very Not
confident confident confident

at all

Are you confident that you will be
able to fill language vacancies
from graduates of Irish HEI's
today?

Are you confident that you will be
able to fill language vacancies
from graduates of Irish HEI's in
the next 5-10 years?
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21.How confident are you that in the next 5 - 10 years, there will be a supply of
graduates with each of the following skills to meet the needs of your
organisation?

Very confident Confident Not very confident Not confident at all
Relevant
. . . .
workplace/transferable skills
Relevant subject or - - - -
discipline knowledge
The right attitude f‘“ f‘“ f‘“ f‘“

22.Where do you think the subject/discipline gaps will be in the future, if any?

SECTION FOUR: BUSINESS - HIGHER EDUCATION ENGAGEMENT

23.We would like you to rate each of the following statements under two
headings by ticking the response which best reflects your organisations
experience:

a. How frequently does this occur between your organisation and higher
education institutions?

b. How important is it that this occurs between your organisation and higher
education institutions?

How frequently How important

Occasionally
Unimportant
unimportant

Very
Frequently
Rather
frequently
Never
Very
Important
Important
Very

Cooperation on
curriculum design and
study programmes
Collaboration on
research and innovation
Recruitment of
graduates

Joint business ventures
with academic
researchers

Work placement
opportunities for
students

Provision of workplace
training and
development to
company employees
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24.Please indicate the importance of each of the following actions and/or
whether your organisation has engaged in this action.

How important Engaged
in this
action

o Yes No
£ £ |8
€ € £ £ -
Ef |8 | ¢3
Fal-1 o E >E =
0 £ £ c 0 c (<]
= (=} =] >3 z

Participate in debates or
seminars organised by higher
education institutions

Structured discussions with
course/programme directors

Providing information when
required e.g. answering surveys

Engage with Technology Transfer
Offices/incubation offices

Cooperation with career
services/centres

Personal discussion with
presidents and/or management
of higher education institutions

Participation in work placement
programmes with higher
education institutions

Other
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25.Do you feel there is adequate collaboration between industry and higher
education Yes/No

How could collaboration be improved?

Please indicate the main three institutions you collaborate with?

26.What, if anything, could higher education institutions do that could
contribute to the development of your organisation?

27.Any other comments in relation to your organisations experience in
engaging with higher education?

If you wish to give feedback on the survey instrument please click here O
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Appendix 2

1. Employers’ perceptions of graduate employability -European Commission

The targeted number of interviews across 27 member states varied depending on the size of the re-

spective 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 offic-

ers 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 in-
dustry 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.

Approximately two-thirds (68%) of employers participating in this study had recruited higher education
graduates in the past five years and 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 a graduate. A large majority (89%) of employers - who had recruited higher education gradu-

ates in the past five years - agreed that these graduates had the skills required to work in their compa-

ny. The proportion of employers who agreed with this proposition ranged from 65% in Lithuania to 98%

in Sweden.

European Commission (2010), Flash Eurobarometer (No. 304), “Employers’ perceptions of graduate em-

ployability.” [ONLINE] available at http://ec.europa.eu/public_opinion/flash/fl_304_en.pdf

2. Employer Satisfaction with Graduate Skills: Research Report - Australian Department of

Education, Training and Youth Affairs

ACNielsen Research conducted a two stage research project to establish the extent of employer sat-
isfaction with the skills of new graduates entering the labour market, and areas of dissatisfaction. The
first qualitative research stage consisted of 12 focus groups with employers and graduates, and six in-

depth interviews with industry representatives.

The second quantitative stage consisted of a mail survey of employers who had recruited a new gra-

date in the last two years. They were recruited and screened by telephone before being mailed
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a self-completion questionnaire. A total survey sample of 1105 employers was obtained on which this
analysis based. A further 155 telephone interviews were also conducted with employers who had tried

to recruit a graduate but who had been unsuccessful.

Overall, the performance of new graduates employed appeared to be reasonable, neither particularly
low or high. The performance ratings given to new graduates employed, across the twenty five skills
and attributes tested, ranged from 3.2 to 4.2 out of a possible 5.0.

Australian Department of Education, Training and Youth Affairs (2000): “Employer Satisfaction with

Graduate Skills: Research Report” Available at http://www.dest.gov.au/archive/highered/eippubs/
€ip99-7/eip99_7pdf.pdf

3. Education and Skills Survey 2011. Confederation of British Industry

The survey was conducted in February 2011, with useable responses received from 566 employers, col-
lectively employing some 2.2 million people, equivalent to 8.8% of all employees in the UK. Participant
organisations were drawn from all sectors of the economy - spanning the public and private sectors -

and are of all sizes, from very small firms to the organisations with workforces of more than 5,000 peo-

ple.

The survey was completed by senior executives. In small and medium-sized companies, this tended to
be the managing director, chief executive or chairman. In larger firms, it was the human resources di-

rector or equivalent.

The results were weighted using data from the Office for National Statistics to ensure they accurately
reflected practices in all sectors of the economy. Public sector organisations made up about one in
seven respondents (14%). Among private sector participants, manufacturing firms accounted for just
over a fifth (22%) while those in construction and professional services each made up about a tenth of

the sample.

CBI (2011), “Education and Skills Survey 2011. Building for growth: business priorities for education

and skills.” Available at www.cbi.org.uk
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4. “Are They Really Ready to Work? Employers’ perspectives on the basic knowledge and applied

skills of new entrants to the 21st century U.S. workforce

During April and May 2006, The Conference Board, Corporate Voices for Working Families, the Partner-
ship for 21st Century Skills, and the Society for Human Resource Management collected data through
an in-depth survey. The survey was presented with the option to submit responses either online or on
paper. Employer respondents were asked to rate the importance of 20 areas of basic knowledge and
applied skills to the job success of new entrants to their U.S. workforces at each of three educational
levels—high school diploma, two-year college or technical school diploma, or four-year college diplo-
ma. Three choices were provided to employer respondents for the level of importance for each of the

skills: “not important,” “important,” and “very important.”

Employer respondents were then asked to rate the readiness of each of these three groups of new en-
trants on each of the 20 skills. Three choices of readiness were provided to the employer respondents:
“deficient,” “adequate,” and “excellent.” The skills and content areas included on the survey were

grouped into three classifications: Basic Knowledge, Applied Skills and Emerging Content Areas.

The classification and definitions of skills included in the survey instrument relied upon several
sources. The Partnership consulted with both business and educational leaders in determining the
basic knowledge, applied skills and life skills that are considered essential for success in the work-
place. (See www.21stcenturyskills.org). The final list of applied skills included several core foundation

competencies that are in use in some major Fortune 500 corporations.

Four hundred thirty-one employers, representing a combined workforce of over 2million U.S. based
employees, responded to the survey (a response rate of 4.8 percent). The respondents’ titles, indus-
tries, sizes and regional location of their companies were recorded. Titles of respondents ranged from
CEO/President to HR specialist.

These respondents come from a wide range of industrial classifications with manufacturing being the
largest (22.8 per cent). More than a tenth of the responses come from business and professional ser-

vices (13.9 per cent).

The Conference Board, Corporate Voices for Working Families, the Partnership for 21st Century Skills
and the Society for Human Resource Management: “Are They Really Ready to Work? Employers’
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perspectives on the basic knowledge and applied skills of new entrants to the 21st century U.S. work-
force” available at http://www.p21.org/storage/documents/FINAL_REPORT PDF(09-29-06.pdf

Irish studies
5. Graduate Salary & Graduate Recruitment Trends Survey 2011 - Gradireland

Gradlreland is a partnership between the Association of Higher Education Careers Services in Ireland
(AHECS) and GTI Ireland. AHECS is the professional association for careers services in higher education
in Ireland, north and south. GTI Ireland is a division of GTl Media Ltd, the world’s leading graduate ca-

reers publisher.

Some 79 leading graduate employers in the Republic of Ireland and Northern Ireland completed the
survey in February and March 2011. The survey is designed to provide employers and careers advisers

with current picture of the graduate market in Ireland, including:

. Starting salaries by region and sector for 2010/11

. Changes in graduate intake between 2010 and 2011

. The effect of education premiums on graduate salaries

. Attitudes and policies around work experience and internships

. Application and screening procedures

. Overview of graduate induction, training and development best practices
. Assessment of graduate skills for work.

This information is designed to help companies who are considering their HR strategy, payroll, budget-

ing and benchmarking their position in the market.

Further information: http://gradireland.com/irelands100

6. Survey of Selected Multi-National Employers’ Perceptions of Certain Graduates from Irish Higher

Education

The objective of this study was to provide feedback on the suitability for employment of Irish gradu-

ates, looking specifically at the disciplinary groups of Science, Engineering, Business and

j\ o 28


http://www.p21.org/storage/documents/FINAL_REPORT_PDF09-29-06.pdf
http://gradireland.com/irelands100

National Survey of Employers’ Views of Irish Higher Education Outcomes

Finance and Humanities, and comparing them to their international counterparts. It looked at four

main “characteristics”:

. Their domain-specific, theoretical knowledge
. Their practical ability to apply this knowledge in a “real-world” context
. The level of their soft or generic skills (inter-personal, communication, and so forth)

. A number of factors related to their overall attitude (flexibility, motivation,

The research was carried out by interviews: face to face and by telephone. Where people did not feel
comfortable with discussing issues, the researchers also offered the option of a back-up web survey
that could be completed anonymously. The study succeeded in speaking to 119 companies out of the
total sample of 150. Of these, 57 were unable to complete the questionnaire for a variety of reasons,
including that they had no basis for making the comparisons requested or, in the case of companies

outside Ireland, had not recently recruited Irish graduates.

The overall finding of the survey was that there were relatively few important differences in employer
perceptions between Irish and non-Irish graduates. Irish graduates appeared to compare favourably in
“Soft/Generic” skills, while foreign graduates were considered more eager and hungry in the working
environment. Graduates from Eastern Europe were perceived as possibly better in domain specific

knowledge and attitudinal skills.

Survey of Selected Multi-National Employers’ Perceptions of Certain Graduates from Irish Higher Edu-
cation - A Study for the Expert Group on Future Skills Needs, the Higher Education Authority and Forfas
December 2007. Available at:

www.forfas.ie/media/egfsn071221 employers_survey graduates.pdf

7. IBEC Education and Skills Survey (2010)

The IBEC Education and Skills Survey 2010 was conducted in June 2010, with useable responses re-
ceived from 339 employers, collectively employing over 114,415 employees. The employers participat-

ing in the survey were drawn from all parts of the economy, Irish (54%) and foreign owned (46%)
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organisations, unionised (45%) and non-unionised (55%), and all sizes, from small firms employing less

than 50 employees (33%) to organisations employing workforces in excess of 500 people (14%).

Responses were received from across all sectors of the economy. The principal activity of organisations
was re-classified into five different categories - ‘high-tech manufacturing’ (which includes electronic
manufacturing, pharmachemical and medical devices organisations), ‘other manufacturing’, ‘financial
services’, ‘other services’ (which included call centres, charitable organisations and membership or-
ganisations) and ‘distribution’ which includes retail and wholesale firms. The largest single grouping

was ‘other services’ which contained 39.2% of all organisations in the survey

The focus of the survey was broader than higher education. It included measurement of time and ex-
penditure invested in training as a percentage of payroll, key drivers for training and workforce skills.

However, it also included specific sections on higher education and business-education links:

. The majority of respondents said they had no difficulty in recruiting suitable graduates from Irish
higher education institutions (74.6%).

. Most of those employers who had difficulty in recruiting suitable graduates (25.4%) highlighted
problems with the engineering-related disciplines in both universities (60.9%) and institutes of
technology (70%)

. Employers were less satisfied with graduate’s ‘ability to work autonomously’ expecting them to
be better able to work on their own initiative, manage their time effectively and be responsible

for themselves and their tasks.

. Attitudinal skills and an approach to work that suggests enthusiasm and willingness to learn and
develop were also highlighted as areas for improvement.

. The survey suggests that employers are now expecting higher education institutions to embed

generic or employability skills more fully into their curricula.

. 38% of respondents have informal or ad hoc college placement procedures in place in their organ-

isations.

Available at: www.ibec.ie
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Appendix 3

Discipline by confidence in availability of graduates in the next 5-10 years

€ XIAN3ddV

|




Business &

Law {ind. Services

Marketing {incl.
") Samp; Science & Hospitality,
m Humanities Social Sales, Mathemati Tourism,
o & Artsincl. | Scences | Manageme | s (inc, Health & Travel,
S Teacher incl. nt, Food Computing Welfare{in | Environme
W Education, | Psychology | Accounting |  Science, {including cl. Mursing, ntal
c Languages, | ,Sociology, | & Finance, | Environme | Software Agriculture | Medical, | Protection,
o History, | Economics, | Property ntal Engineerin | Engineerin | Constructio & Social Transport,
- Philosophy | Journalism Sales) Stience) 4] [ n Veterinary Waork) Security) Other
m Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
N Colu Colu Colu Colu Colu Colu Colu Colu Colu Colu Colu
H Co | mn | Co | mn | Co| mn | Co | mn | Co | mn | Co | mn | Co | mn | Co|mn | Co | mn | Co | mn | Co | mn
.m: unt | M% [unt [ N% | unt | N% [unt [ N% | unt | N% [unt | N% | wunt | N% [unt | M% |unt | N% [ unt [ N% | unt | N3%
..um Very 2 8% 4| 17% | 11| 12% 4 9% 5| 11% 9| 14% 1| 25% 3| 50% 1 9% (1] 0% 1 6%
- confid
82 ent
....l” Confid 18 | 69% | 15| 65% | 60| 65% | 33 | 73% | 25| 56% | 42| 67% 2| 50% 3| 50% 7| 6% 8| 3% | 12| 71%
(] ent
m Mot 6| 23% 4 17% | 21| 23% 8| 18% | 14| 31% | 11| 17% 1| 25% o % 2| 18% 3| 27% 4| 24%
2 VEry
> confid
7 ent
o Relevant Compl | 0| 0%| 0| 0%| 0| 0%| 0| 0%| 0| 0%| 0| 0%| 0| 0%| 0| 0%| 0| 0%| 0| 0%| 0| 0%
> workplacetra
S nsferable skills Em__.__
o . lacking
£ in
:_._n_ confid
o ENCE
nV_.. Mot i) 0% ] 0% 1 1% i) 0% i 2% 1 2% ] 0% a ¥ 1 9% 1] 0% i) 0%
c confid
(u.. ent at
= all
m Total 2| 100 23| 100 93| 100 45| 100 | 45| 100 | 63 | 100 4 100 6| 100 11| 100 11| 100 | 17| 100
= 5 - . 5 % b 4 . 5 . 5
[}
=z




n
(J]
£
o
(§)]

)
-

(@]
c

.O

—
©
(9]
-

©

L
-
(J]

o =

20

X

L=

]

5

—
o
n
3

2

>

W
2
()
>

K/
(o
£

L

—
(o)
>
2
= |

n

e
c

.O

e
1]

=z

% % % % % % % % % % % e10]
0OF |LF (00T [IT |00F |(ZF |OOF |9 0or | F 0OF | £9 |0OF |9 00T |5 |00T | |0OF |#€ |OOF |42
[[E 1€ u
Apyuod
% |0 |%0 |0 |%F |z |%0 |0 |%0 |0 |[%0 |0 |%0 |0 |%0 |0 |% |Z |%0 |0 |%0 |0 1N
U
3puuo HEE
u | SAmouy
Suppe| e
A2y | Ndpsip
w0 |0 %0 |0 w0 |0 0 |0 w0 |0 %0 |0 w0 |0 %0 |0 %0 |0 %0 |0 w0 |0 dwio) 10
| 12lans
Ipyuo w
fian | EARIRY
NEPE | F %ok | & N8 | T ¥0 |0 NEE | T %LT | TI | %EC | ST | %02 |6 0T | 8T |%ET | £ iz | 9 10N
u
%69 | IT | %%k | & %0 |8 gEE |2 Nog | € BE9 | 0F | %S | BE | %09 (42 | %E9 (09 | %8G | FI | WED | AT | SpUUDD
w
Py
Wil | € %6 | I N8 | T %9 | ¥ weZ | T %6 | ZI | %ST | /£ %0 |6 %6I | 8T |%6Z |L WL | ¥ LET
b L I+ L e (V1 1+ e (- 1 4 1 I+ L I 3 e 11
U [ noy [ ww ([ noed | uw | noy | uw | nod | owd o [(ned [ uw | noeY | uw | ney | uw [ nod | ww [ nod | uw | ney | ouw | ne)
njo) njod noy njod njo) npay nje) njad no) njod njo)
53} 53 53} 53} 53 saj 53} 53 53} saj 53
JETITy) {Ayunazg (ydom faeupziap u Fupzamzug i EAlIE T 1] [saeg weewmnof | Aydosoiyg
‘uodsuel] |10 ] OI1LIISUD) Suuzawdug | uawuonaul | Auadoly SIIWIOU0I] ‘ao1siy
‘Uoi121044 ‘lenpagy aInynaugy aIEMyos ‘IS ‘aueuy g | ‘Adojonog | ‘sadendue)
|1 Busanp | supnpau) pooq sununoxy | ‘ASojoupdsd | ‘uoneanpl
USLWUOMAUT | JUlj3IRl2M sunndwoy ‘Jou) 52 u o =Tlal==T
‘lanel] A= NeWwsyiepy | waseuely | s0UINS ‘[aun suy g
‘wsuna | L ENIETNS ‘sajesg [B105 s3AUBINY
"Ayendsoy dweg
‘) Bunayep
EAIIIET "oun) me
% s53U1sNg




n
(J]
£
o
bu]

)
-

(@]
(=

.0

g
(1]
(9]
-
©

L
.
(J)

J=

o0

X

d=

2

5

N—
o
v
3

2

>

W
|
(U]
>

K]
Q
£

L

N—
o
>
2
=}

an

e
[

.O

-

(1]
=z

Business &

Law (incl. Services
Marketing {incl.
Eamp; Hospitality,
Humanities Social Sales, Tourism,
& Arts incl. Sciences IManageme | Science & Health & Travel,
Teacher incl. nt, Mathematic | Computing Welfare(incl | Environmen
Education, | Psychology, | Accounting | s (incl. Food | ([including . Mursing, tal
Languages, | Sociology, & Finance, Science, Software Agriculture Medical, Protection,
History, Economics, Property | Environmen | Engineering Constructio & Social Transpart,
Philosophy | Journalism Sales) tal Science) ] Engineering n Veterinary Work) Security) Other
Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
Colu Colu Colu Colu Colu Colu Colu Colu Colu Colu Colu
Cou| mn |Cou | mn | Cou | mn |Cou| mn |Cou | mn |Couw | mn |Cou | mn |Cou | mn | Cou | mn | Cou | mn | Cou | mn
nt N % nt N % nt N % nt N % nt M % nt N % it N % nt M % nt M % mt M % nt M %
Very 4| 15% 6| 25% 18 19% 7| 16% 8| 17% 14| 22% 1| 5% 3| 50% 1 8% 1 9% 3| 18%
confide
nt
Confide 19| 52% 11| 46% 47 | 49% 0| 67% 28| 6i1% 34| 53% ] 0% 2| 33% 6| 50% 4| 36% 11| 65%
nt
Mot 91 33% 7| 29% 29 3% & 18% 10| 22% 16 | 25% 3| 75% 1| 17% 4| 33% 6| 55% 3| 18%
very
confide
The nt
right Comple 0 ¥ i) 0% 0 0% (1] % i) 0% 1] 0% 1] 0% (1] 0% ] 0% ] 0% 1] 0%
attit | tElY
ude: | lacking
in
confide
nce
Not 0 % 1] 0% 1 1% (1] 0% i) 0% 1] 0% o 0% (1] 0% 1 2% 1] 0% (1] 0%
confide
nt at all
Total 27 100 24 100 a5 100 45| 100 46 100 64 100 4 100 (7] 100 12 100 11 100 17 100
% % 4 % % 5 % & 5 % &




APPENDIX 4

®0°004 |28} 0004 |2 ®0°005 | OF 20008 |02 %0008 |28 %0004 |92 000k | ZF 1%0]
Ei b ®0° 0 w0 0 &0 0 1 b (1) 0 w0 0 [ 3& JusplU0D 30N
% ®0° 0 0’ 0 R0 0 &0 0 a0 0 (1) 0 &0 0 20u3pyuod ut Buppe) Aj2j2)dwoy apnyLyye
m Bh6T | E8 0’ 0 BT |6 ®00E |9 ®TE |4 HEBE |0 AT Juapyuod £ian JoN Wyau 2y)
O
..m ®FPG |66 &0004 |2 w009 (K2 2006 |0 w008 |92 wCr | M w619 |92 uspyuoy
o
c w6Ch |62 0’ 0 w4 (L w00z ¥ or'ch |8 a6k | € L Y Wapyuod K13
o 2
.._W S £0°001 | 481 000k |2 x0°001 0¥ 0001 |0Z %0001 |ZC &0ooL |92 w0001 | 1P 1#301
>
W = ®h £ 0 0 ®0° 0 ®0 0 1 T 4 ) 0 wr } 112 32 JUSPLUCI 30N | aBpajmouny
© N
_”_ .5; 0 0 4 0 0 0 a0 0 &l 0 x 0 *0r 0 uapyuod ul duppe) Ajzjeidwo) | aundusip
X
.”_u.. 2 wo6F |90 008 |} w6l L ®06T |C RFEL U qFCL ¥ abih |4 Juapyuod Aiaa joy| 1o algns
on )
T S OO #0085 |} ®009 | ¥Z k0 |l xcg |62 69 |81 I L 14 juspyuoy) WAy
c
M g BELE (M 0 0 ®CI |6 ®00z | x4 |6 qFCL ¥ A S apyuod Aia,
[ -
...|| .m 0001 |6/} 000k |2 %0°001 | 6F %0001 |0Z %0001 |ZC &0ooL |92 #0°00F | 0¥ 1#30]
o ©
v oh il 4 w 0 *9 I 1) 0 %6l i 4 0 ¥ 0 1B ¥2 Juapyuad 1oy
3 s SIS
.m > 0 0 E41 0 0 0 1) 0 & 0 0 0 0 0 20U3piuod Ut Bupye) Aj2j2)dwo) aqelajsue
:B M EIA TN E41 0 ¥k |9 o |z x69r |pl grer |9 #0sz |04 Juapyuod £ian JoN Jaoe|djiom
nW. M ¥ LK &000F |2 ¥e9 L X008 |91 xmcg |62 L9 |9 w9\ juspluay) JueA3|ay
g : —
_._m._ ¢ lwzn @ |wo o wz | wor |z W |8 Wl |# wi |t Uspoa A=A
c
:nlv m &N unay i junay %N junoj %N unoy N junoy TN wnoy | %N unoy
[+
W m uwnjo) uwnjo) unjo) Loy uwinjo?) uwinjo) uwinjoy
W <r 2 |20 006" saakojdwa saako|dwe saak0)dwa saakojdwa g4 - 0 saako)dws
N X XN
— o m 00§ 4240 66 - 051 6¥Z - 001 (G ueyy 5537
c c 2
) W. g 371500
© a §
4 << O







National Survey of Employers’ Views of Irish Higher Education Outcomes

Appendix 5

Selected comments from the open—ended questions.

Question 15: What is the greatest challenge you face in filling your graduate vacancies?

A limited number of high quality applicants from various disciplines such as IT and Engineering.

Access to graduates, meeting expectations of graduates i.e. salary, benefits, (unrealistic) and
matching course work with skills required in work place

advertising vacancy to appropriate target audience

Applicant graduates from non job specification requirements applying.
Attracting the calibre of IT graduates

Attracting the high number of quality graduates that we require each year.
Availability of graduates with required skills

Availability of suitably qualified candidates

Availability of students with Honours Maths and or top academics in Leaving Cert and University.

Attitude of students

Business (sales) acumen

Candidate’s flexibility to move around the UK & Ireland
Combination of technical & communication skills.
Combining experience with qualifications.

Corporate approval on headcount

Defined skills in the workplace including teaching skills, competencies and knowledge that are at
the cutting edge of their discipline. Interpersonal and other skills including basic IT skills, atten-

tion to detail and an ability to be culturally sensitive to non-native speakers of English are
requirements. An ability to assess the learning and developmental needs of students and of-
fer them the requisite student support so that individual potential is realised.

Difficulty is preferred location of candidates, and numbers of students coming from Radiog-
raphy courses

Engineering course design does not always cover Energy Management
Ensuring we get the right fit for our culture.
Enterprising spirit

Finding graduates with the necessary skills as a lot of our positions and quite specialist.

G XIAN3ddV
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. Finding candidates with specific qualifications
. Finding graduates that have relevant work experience in industry.

. Finding graduates with relevant skill set and experience and meeting unrealistically high expec-
tations of graduates

. Finding graduates with the higher level of qualifications & work experience e.g.. Placement
. Finding graduates with work related skills

. Finding people who will work at part of a talented team.

. Finding people with a good work ethic.

. Finding students with strong academic ability and potential for consultancy roles

. Finding suitable graduates, willing to move to location. Also quality of graduates applying for
roles is low

. Finding the correct skillset and work experience
. Finding the right graduates

. Finding students with the appropriate skill set

. Foreign language skills

. Generic career guidance offered in colleges and offered as optional. Would like to see a specific
programme through to all college students-not necessarily thought by teachers but by experi-

enced HR Professional s with industry experience.

. Getting an understanding of the course content and how relevant it is to our organisation’s
needs.

. Getting enough Technology grads as its a generic grad programme

. Getting graduates of a high enough quality who are interested in committing to a further 3 and a
half year training programme and competing with Big Four firms for these candidates

. Getting Graduates with 'User Experience’ knowledge.
. getting high level calibre of candidates with right skills

. Getting quality graduates who have good social skills and finances

. Getting the attention of the graduates and getting them to consider That there is greater poten-
tial for individual development in SME's

. Getting the right fit i.e. good academically and a good personal fit for the organisation.
. Good calibre candidates are hard to come by.

. Graduates do not always present themselves effectively when applying for roles e.g. poor gram-
mar and spelling in applications, poor interview skills.

. Graduates have no work experience and need a lot of training before they can add value

yg»
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. Graduates tend to lack commercial awareness

. Graduates who have qualification however who also display potential for progression in the or-
ganisation.

. Graduates with the ability to use their initiative and the ability to turn data into information

. Having graduates successfully complete the early stages of our screening process. We frequently
screen out candidates who have poor spelling or grammar in their application forms. Graduates
need to pay attention to the small details of the process. It is not enough just to come from a
good University or have a strong CV. To remain in our recruitment process they need to succeed
at all stages of assessment

. Identifying graduates with the ability and initiative to think creatively and to take time to learn
the business from the ground up.

. Industry specific skills

. Lack of future graduates. Due to the property and construction sector downturn, the numbers
applying for property related courses are few, which will lead to a dearth of graduates in 3/4
years’ time - exactly when we will need them.

. Lack of strong academic background in engineering students. Not a lot interested in electronics.
Niche area.

. Lack of work experience on the ground. Course content not applicable to the job. Tutors out of
touch with sector changes

. Language skills German & French

. Large number of applicants for limited number of jobs.
. Level of Irish Language

. Lack of relevant college placement work experience.

. Looking for graduates at the right time of the year! Demand/vacancy doesn't always coincide
with availability of graduates.

. Lot of competition in IT sector

. Low volume of high quality java graduates available plus tough competition from other firms also
hiring

. Management of graduate expectations and bridging the gap between academia and industry

. Managing graduate expectations in relation to salary and what roles/tasks they feel they should
be doing.

. Marine qualifications
. Matching the organisations requirements with a graduates knowledge and experience.

. No Front of House or Accommodation Supervisory Course in the colleges at present. Chef gradu-
ates are leaving the country when they graduate. Also not enough chefs graduating to meet the
demands of the hospitality sector

\: 2

&



National Survey of Employers’ Views of Irish Higher Education Outcomes

. Obtaining appropriate applicant with maturity/eagerness to transition from college environ-
ment to a structured working environment. To date we have been extremely lucky with all
our graduates.

. On technology side number of suitable applicants versus industry demand (very competitive)
. Our distance to Galway city with very poor public transport links to the plant.

. Positive attitude, Literacy and communication skills

. Qualifications, experience

. Quality of applicant with appropriate language and mobility skills. Also practical experience
in industry ascertained during college years.

. Quality of graduates available
. Quantity and quality of candidates. High level of competition for good candidates.

. Receiving applications from and accessing high calibre graduates. We also face strong com-
petition from UK law firms

. Relevance of course and attitude towards work when hired

. Relevance of degree course to type of work. Salary expectations.
. Shortage of candidates with relevant skills in certain disciplines.
. Skills in specialised areas

. Sometimes availability of suitable candidates in a particular subject is a problem: i.e. Irish
and Home Economics

. Sometimes it can be the quality of the candidates

. Sourcing graduates with the right attitude and with realistic ambitions

. Sourcing Graduates in particular subject areas can be difficult

. Sourcing Graduates with fluency in foreign languages

. Sourcing PhD level candidates in specific fields

. Sourcing sufficient high calibre graduates for positions available.

. Sourcing suitable graduates

. Specific mining skills education for engineers not available in Irish institutions.

. Students with relevant work experience provided throughout college work placements in in-
dustry

. Sufficient availability of suitable good quality candidates in certain disciplines, i.e. general
surgery, general medicine and radiography

. The availability of high quality calibre of candidates.

. The lack of good qualified mechanical engineers or civil engineers that have undertaken con-
version courses to acquire a qualification in mechanical/ biomedical engineering
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. Today the problem is too many graduates of similar calibre chasing too few jobs

. Too many applications and no matter what you put in the ad people from other disciplines apply-
ing.

. Trying to find people with focus, commercial understanding and responsibility.
. Unrealistic expectations of candidates.
. Variable calibre of candidates.

. We have to go to Northern Ireland to find good graduates to fill actuarial positions. It is diffi-
cult to hire graduates into IT roles as they do not have sufficient hands on experience. The Job-
Bridge programme helps fill this gap by allowing a company give a graduate hands on experience
for nine months to get the necessary training to be able to place them on a customer account.

. Will they hit the ground running.

. With regard to Irish applicants it is getting them past both the application form stage of the pro-
cess and the ability tests stage of the process. Irish applicants do not perform well in these 2cat-
egories and it is painfully clear at the Assessment Centres that the UK graduates are much more
prepared. lIrish universities need to invest time and resources in preparing impending graduates
for the marketplace vis a vis application form filling and completing numerical and verbal ability
tests.
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Question 22: Where do you think the subject/discipline gaps will be in the future, if any?

Actuarial, Finance, insurance and pensions knowledge

An increase in student numbers in the social sciences will have a negative impact on the quality
of the students we can recruit. Student placements are vital to enable students to gain practical
work experience before graduation. Larger student nhumbers will impinge upon this in the long
run.

Business

Business

Chemistry / Science

Comp Science graduates with problem solving and coding skills
Compliance, Regulation, I.T., accounting, business strategy
Computer science

Computer Science

Data Analytics

electrical engineering

Electromagnetic Engineers

Electronic engineering

Electronics

Energy management skills

Engineering

Engineering, IT

Experience

Experience

Finance System Experience (e.g. SAP), Language Skills
Polymer Engineers, also difficulty in finding Quality Engineers, Techs
Foreign business skills

Healthcare

ICT

In addition to computing and languages, basic literacy and grammar remains an issue
Inter/Intra Personal Skills

International sales/marketing

Interpersonal and customer care skills
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. IT

. IT

. IT

. IT graduates are becoming a very scare commodity

. IT Skills

. IT skills in the classroom

. IT- needs more involvement from industry in course design
. IT, software engineering

. IT, Supply Chain

. IT

. Languages / IT / ambition

. Languages with engineering/science

. Languages, attitude, applying their knowledge
. Leadership

. Manufacturing Engineering

. Matching college expectations with work expectations
. Mathematical deficiencies and business abilities
. Mathematics, discipline

. Medical and nursing home trained graduates

. Medical device design, manufacturing, quality, injection moulding & tooling, assembly automa-
tion

. New technologies

. Numeracy

. Polymer Engineering

. Polymer/Moulding Technology

. Sales Skills

. Science

. Science

. Science

. Science

. Science, Language and Engineering

. Scientists at PhD level
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. Specialised IT skills
. Technology
. Technology

. We have found in the past that graduates are not interested in working for Irish owned compa-
nies and are more interested in appointments with multi-nationals.

. While engineering knowledge may be sound, commercial/business acumen may be lacking.

. Working/Dealing with people
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Question 25: How could collaboration between industry and higher education be improved?

. More practical applications

. A more open and flexible approach within the education institutions to work on areas which may
not at the outset appear to be high profile research opportunities

. By asking business leaders of successful organisations what a successful potential future leader
looks like and then educating our youth to that calibre of employee

. More input from the commercial sector to course content. Co-op or sandwich placements for
more courses

. Invitations to open days

. Specific resource employed in higher education institutes to drive collaboration

. Better and more timely information on number of expected graduates...this is usually available
almost a year after graduation. Engage more with industry and be
more flexible about new courses/technology

. Based on feedback from other colleagues, there should be more industry input into HE pro-
grammes with reciprocal work experience and research placements

. Joint industry / HE forums by region or business classification

. Education institutes could focus more on practical real life’ skills which will be of value in the
workplace, and foster a greater degree of commercial awareness & business acumen in students

. More industry input in curriculum design

. Round table discussions with industry experts and higher level academia once a year minimum
would help.

. Better understanding of the role(s) of 3rd level education providers

. Work placements should feature highly in college courses. Some courses have begun this but it
would be more beneficial if more courses gave students work experience as part of their degree.

. Have discussions in relation to the needs of industry and the skills/ knowledge gaps and how the
HEI can address these gaps

. There should be a government body/agency working to improve collaboration

. Identify where industry see the gaps in skills etc. and tailor courses. More involvement from in-
dustry in course content. Individuals from Industry to lecture, provide mentorship etc.

. Exchange of information and innovation in developing practical experience for students

. There needs to be more of a centralised approach to access the grades instead of dealing with
all the universities individually

. Closer links and networking groups similar to other networking groups such as ICT sector groups.

. More dialogue between industry and educators

o 2

. University and employer forums
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. Increased engagement with industry about requirements/skills post graduation. Increased
skills provided to students on gaining employment post qualification:
interview skills, literacy skills, attitude to workplace etc.

. Businesses need to be interested in interacting with colleges. Providing support, work experi-
ence programmes etc.

. Annual forums with business leaders/leading employers to get feedback on skills required going
forward and content for courses

. For there to be a requirement for those participating in certain educational programmes to
take part in work placements and for this to be supported by Government

. More focused/targeted approach by local education institutions
. Could be improved through industry/skill specific meetings

. Engagement in terms of course preparation and renewed focus on the soft skills....teamwork,
change management, flexibility and critical analysis

. More contact and on a regular basis. There is more business than academics so academics may
have sufficient contact there is not enough the other way around

. More communication from colleges to employers

. Better review of skill needs of industry would ensure jobs are filled and would also ensure that
students are employed upon leaving college

. HE Representatives spend more time visiting industry

. Better use of the social media and internet systems to enable greater access and then use of
collaborative tools as well as increasing general awareness and
information exchange

. Opportunity to include students in the intern programme could work well
. Stronger emphasis and recognition of work placements as part of the graduates overall grade

. College courses that more clearly favour less academic routes and more relevant work place-
ment programmes that combine practical learning with theory

. Some institutes are employer focused, others are not

. Speak with employers directly and ask employers to speak directly to students
. Easier access to the Colleges and students

. The Colleges should be surveying the sector to determine their needs

. Building the bridge between academia and business

. More collaboration between business and colleges

. Better understanding of the skills gaps and needs for the future

. Some institutions are much more open to collaboration than others and with these
institutions the collaboration is quite good

. Better communication and dialogue between employers and educators
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. Greater volume of workplace internships.

. More involvement in course development, content and for industry people to help teach some of
the softer skills, time management, project management etc. that help make people effective
in the work place.

. Greater collaboration between industry and academia re realistic expectations of the real work
world, salaries, commitment, work ethic, cv preparation etc.

. Through more access for employers to higher education and advice and guidelines on websites

. Industry has changed dramatically over the last number of years and the education industry has-
n’t really changed too much.

. Speaking to employers on an on going basis about course content.

. Companies should be invited more regularly to the institutions and lecturers should be involved
more and collaborate closely with the careers office.

. Industry Sector forum meeting Higher Education providers to outline requirements for future

. Include placement programmes in industry throughout the educational cycle of students. As part
of course curriculum ensure students build on their own experiences year on year with place-
ments.

. Finding common ground and aligning agenda'’s within and across the universities.

. More input from employers about course content - continual update of courses to keep you to
date with changing technology

. Greater proactivity with Recruiters and Business leaders on course design and business pro-
grammes to ensure there is a relevant fit in terms of content

. Regular meeting with business leaders

. HEI needs to be more proactive in engaging with industry and ensuring there is sufficient rele-
vant work skill transfer to students

. Ask business for their view on what is actually happening in the workplace

. Regular updates between universities and employers re vacancies/graduates looking for jobs.
. Employers going into colleges lectures coming into the work place

. Universities could reach out to local organisations/businesses

. Forums to discuss industry requirements and how/if courses are structured to address these

. Increased links between Industry and Higher Education Institution regarding design of course syl-
labus, funding and work placements for students.

. It would be useful for Educators to visit organisations and see what they are doing and learn
what is required. when they have done that they should go to China, India, Korea and learn what
we are competing against. Then they will be able to educate the youth to have the skills to
compete on the World market which is our market.

. Increased number of internships with industry, which would be funded by the state/university

o> 2

A



National Survey of Employers’ Views of Irish Higher Education Outcomes

. HEI need to ask Industry what type of skills they need and then collaborate accordingly. Sci-
ence should be a must at secondary school level based on the amount of multinationals operat-
ing in that sector in Ireland.

. More interaction between both employers and institutions

. Higher Education authorities should be more pro-active in contacting Irish Companies with a
view to getting graduates placed with them.

. Graduates need to be equipped with the skills employers require e.g. ECDL skills and the ability
to adapt to a professional environment.

. Industry is changing very quickly to meet market needs. Academia need to see us as partners
and work and meet say every 6 months to hear updates from both parties as to impending

changes needs etc.

. Greater discussion between industry and colleges regarding the best way for education/training
to meet the needs of industry which in turn will make graduates more attractive to employers

. Higher Education institutions should be pro-active in initiating opportunities to receive input
from industry

. Rotation of faculty into and out of industry. Faculty should not be allowed to stay long term in
the University without working in the industry where graduates are employed.

. Industry to be represented within the institutes

. Higher Education Authorities reaching out to Multinational Agencies finding out what they
need, what strategic changes are ahead and redesigning a course to improve the employability
of the students post graduation

. Higher Education institution should reach out more to companies and find out exactly what are-
as they have requirements in.

. Certain Industries/Companies can and do benefit from interaction with colleges and course di-
rectors. The academic experience should be better linked to the real work environment in or-
der to ensure that we are producing graduates that are globally equipped to source employ-
ment and are best in class

. Better links fostered between both
. Greater consultation on making course content relevant to employers

. Degrees and courses relating to accounting could be improved to attain better exemptions in
the professional exams. Also more practical work done on relevant computer programmes.

. Consulting with the industry practitioners more frequently
. More Structured Forums for exchange - More frequent visits from colleges to Industry

. Formal feedback system re quality of students presenting for interview etc.; Discussion on gaps
identified by the practitioners

. The importance of the Credit Union sector for business graduates and other has been largely
ignored by the Institutions, with the result that niche players, dominate the sector and have
become the body that dictates the minimum competency requirements for persons entering
the sector. Universities and others need to develop suitable courses for this sector.
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. It needs to come both ways. There is probably a very high level of collaboration from large high
tech companies with significant resources. It is more difficult for smaller businesses and those
involved in less high tech areas. | would suggest that collaboration between colleges and busi-
ness organisations could provide a conduit for those types of company.

. Business needs to be move open to taking on ideas and opportunities that graduates offer; col-
leges need to tailor courses to business needs and engage more with business particular with
course design and work placements

. Higher Education institutions should asked employers how they see their needs and technologies
changing. This should allow students to leave college and make a faster meaningful contribution
rather and having to be trained on the job

. Companies need to buy into the process, SME not avail of process in my view.

. More knowledge sharing between both. Keep Companies included in research ideas. Utilise Com-
panies success stories / technology / innovation ideas maybe.

. The academic world is not agile enough to deal with the changing landscape of the IT sector.
There should be a module on IT courses that is designed by bring leading edge companies into
the universities explaining the vision for IT within each sector.

. More communication between institutions and industry

. More engagement between Companies and Universities on real life problems that students could
use as part of their study/experience. Especially where organisations cannot afford to bring in
the expertise or consultants.

. Setting up an open forum where businesses can openly communicate with heads of colleges in
actively finding out the requirements of industry and colleges been better able to provide a
Curriculum which meets the needs of student and industry.

. Fairer point system - Going on interest in subjects rather than points.

. | think the institutions need to be more proactive in contacting organisations, particularly SME's
rather than just the large multi-nationals

. State universities and higher education institutions operate in a vacuum and are not interested
in providing their graduates with the necessary skills for work. There is no adequate testing of
whether graduates are in the appropriate course of study or what the lightly outcome will be.
Graduates of IT courses are studying programmes that were developed 10 years ago or more -

instead of being at the forefront of developments in

. Languages are ignored and even an honours degree in a language does not indicate a C1 level of
competence. Many language examinations even at degree level are assessed through the medi-
um of English - this is quite common in the teaching of German in many of the 7 state universi-
ties - which is incomprehensible.

. Industry review of the relevance of course content.

. Speak with the companies to see what skills are required of students and what courses are need-
ed to keep the Irish Hospitality Industry as one of the best in the world. Work with the colleges
to attract new people into hospitality.

. Address the shortage of mechanical and science graduates - promoting maths in the Education
system as is beginning to happen now --more PR to get students interested

I\ 2
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. Improve communications to align the requirements of employers in a region and the content of
courses provided in 3rd level institutions.

. Regional collaboration meetings
. Institutions should make contact with business to discuss the changing working environment
. Course design and practical applications

. Careers office need to take a more active role. At the moment they do not do enough to promote
industry earlier in a degree and have limited knowledge of what is involved

. The points system will need to be reviewed in the light of new needs arising from candidate’s
access to university and of industry/business
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Question 26: What, if anything, could higher education institutions do that could contribute to
the development of your organisation?

Ask us what we need for the future

Assessment of the needs of local businesses/industries to determine the skill gaps. Liaise with
Business to understand requirements

Assist with R&D, assist with gaps in skills-have partnership approach for evening courses etc.

Assistance with academic references for candidates; better consultation on teaching skills that
are relevant to my organisation

Assist in marketing, Product development & business development.
At present they are very supportive | could not see them doing any more

Awareness of or inclusion of the technical data relating to our specific industry within the re-
lated disciplines in Engineering, Environmental etc.

Be open to receiving feedback from the practitioners re the gaps identified in the students
knowledge base; Be willing to provide academic references for the students who attended
their college

Better communications and seek to formalise collaboration
Better connection with team responsible for developing the organisation.

Collaborate and establish links with industry as potential recruiters for graduates and to pro-
vide facilities for industry to attract graduates.

Collaborate in training and development programmes that will aid transfer of skills, qualifica-
tions and competences to the work situation.

Collaborate on projects that require a theoretical and practical approach
Communicate with us regularly to place students with us on placement
Consultation in the first instance

Continue to develop working relationships so that relevant projects can be identified and more
joint working can be implemented

Continue to provide high calibre graduates in the fields of Mechanical Engineering, Finance,
Quality and HR

Continue to provide high quality graduates with workplace focussed subject knowledge, Practi-
cal application/ experience and personal skills.

Design and implement pilots which bridge the gap between academe and day to day reality of
running a business.

Develop stronger expertise in R&D innovation and build better pilot scale facilities plus offer
Masters/PhD graduates for project activity

Develop 1 or 2 year training courses to convert construction, architectural graduates etc. over
to mechanical, mechatronics and Biomedical Engineering.
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. Encourage learning not only in relation to passing exams but learning following graduation. The
ability to engage appropriately with fellow workers, ability to lead, to change and to self-
evaluate.

. Encourage more 2nd level students to do higher level math and help increase awareness of the
variety of careers available in the IT industry.

. Encourage more students in to the Business faculties.

. Engage

. Engage more closely with us.

. Engage more frequently with us

. Engage with Agribusiness to see how they could work with us to engage with us on our needs

. Engage with us to discuss our current and future recruitment and skills needs and how we can
address together.

. Ensure that the technical disciplines we need going forward are being catered for, engage with
us to solicit our inputs and let us know what we can do to help - this does not have to be about
money. It can be about sharing time, opinions, experience, tours etc.

. Ensure graduate have practical skill set that enable them to hit the ground running in a business
environment

. Get better at understanding industry and more proactive on early collaboration on upcoming are-
as of RD&lI.

. Get lecturers involved and collaborate with them as one entity.
. Get to know what we do
. Give companies more knowledge of graduate programs associate with each industry sector

. Give students a more accurate expectation of average work place i.e. salary benefits, initial po-
sition

. Graduate advisory capacity, to selected industries
. Greater communication on our skill requirements
. Greater focus on partnering initiatives

. Greater focus on work-practical skills. Interviewing, excel, phone manner, client rapport build-
ing.

. Greater understanding of local manufacturing needs, and improved Career Guidance consultation
. Have more electronic engineering students on their courses

. Have more practical work in the courses. Work with industry to understand what is required in
this regard

. Help share best practice and future direction of areas of expertise
. Identify skills gaps in the market
. Improve communication with schools, main providers of third level candidates
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. Improve IT skills of students/graduates
. improve on-line learning facilities and opportunities
. Include a semester of work placement for all courses so graduates leave college with some prac-

tical hands on experience.

. Increase education in Supply Chain Management, Logistics and International Trade. Invest more
in ICT education

. Increase the no. of students graduating with programming skills, there is a high-drop out rate in
IT courses, the reasons for this need to be analysed, e.g. is there too much focus on maths which

are not required for most IT jobs?

. Increased awareness of industry needs and continuous syllabus review to ensure graduates are
focusing on current industry requirements

. Invitations to seminars etc.

. Irish Institutions are working very hard with tighter budgets due to the current cutbacks. Howev-
er, we would like them to convince graduates to stay in Ireland once they have completed their
course. There is also a demand for a higher calibre of graduate from the Irish colleges especially

in the area of Chefs

. It would be useful if students were to partake in a commercial business class. It would be useful
for this class to be interactive and involve current economic and business news to create a

strong commercial acumen

. Learn what we do and the skill sets that we need and try to encompass that into their pro-
grammes. We could provide useful project work that could be incorporated into course work.

. Link in more with smaller companies and not just the large companies
. Link us with graduates and help bring a continuous improvement mind set to the organisation
. Look for collaboration on course content to ensure it's relevant to what business needs are.

. Look more at course content from a practical application, theory is very important but how to
adapt to industry is more important

. Make us aware of graduated that are seeking employment and would have a skill base suited to
our industry

. Many students are not employer ready upon graduating. Suggest introducing an Employability
Module

. Maybe information / research on energy efficiencies in particular to solar inverters.
. More engagement on course design

. More hand on experience for students within the course curriculum

. More involvement in the Marine Industry, in recognizing courses at degree level

. Online forum for research projects

. Partner with Business & Organisations

. Prepare candidates for transition from college to work environment
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. Prepare students for the marketplace by equipping them with relevant and appropriate skills in
addition to education, as mentioned previously.

. Pro-active review & partnership with industry on ongoing changes to subject disciplines

. Proactive access to resources and research. There is a whole industry in Software Testing and it
is not taught at university level. Train graduates on what is relevant today and for the future.

. Provide access to trained graduates
. Provide courses or modules specifically relevant to business

. Provide Graduates with the right type of training through long term graduate programmes (1 year
or more) that are structured and as cost neutral as possible

. Provide interns to the Life Long Learning college in [Company name]. Work with us on the devel-
opment of incubation hubs for Craft Graduates and share management experience in regard to

organisational and development management
. Provide more Golf Management Degree courses
. Provide more top quality graduates
. Provide work experience as part of the course
. Put more emphasis on on-the-job training, send graduates on internship for 6-12mths

. Research opportunity to develop better recovery & recycling processes; environmental research
into

. Review skills gap and help in the recruitment of those roles with ex-students, together with the
design of courses to help fill those gaps in the future.

. Run more courses which are relevant to our business e.g. Health & Safety
. Run technical writing courses

. Share research and invite us to meet graduating classes

. Site visits to see and learn what we do, the chemistry we use, the day to day work of their grad-
uates, undergo a gap analysis between industry and their institute.

. Streamline the number of courses on offer, make them more understandable

. Supply skilled graduates who are language proficient, passionate about our industry and have a
balance of technical and practical skills

. Support graduate recruitment in IT modules with course placements as part of design of modules
. Tailored courses to the current IT market

. Talk to leaders in the industry to reflect changing work experiences in the degree courses, keep-
ing them relevant to today.

. Teach their students that text speak is not appropriate in the business world. We find graduates
ill prepared for interview - inappropriately dressed / poor eye to eye contact / poor research
about the employer etc.

. Understand our Organisation better. We've never had a HEI on site. They need to go out, visit
the MNCs and feel the culture and experience. Get a better understanding of what we do.
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. Understanding of business issues and future direction of business and business priorities

. Undertake case work, surveys, academic basis for advancement of financial services and ethical
behaviour.

. Visit our company, understand what we do and be more involved in advertising for work place-
ment and graduate recruitment.

. Work closer with the organisations.
. Work placements
. Work with us on areas of research and curriculum development

. Work with us to understand skill gaps that exist and provide certified training to training up
folks.

. Workplace skills and customer service components in the programmes

. Yearly collaboration focusing on business demands, meet the business leaders to discuss gaps in
graduate development.



















