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The HEGESCO (short for Higher Education as a Generator of Strategic 
Competences) project addresses the question of the contribution of higher 
education systems to competence development. It seeks evidence on the 
competences needed for successful entry into the labour market on the basis of an 
international quantitative survey among graduates conducted 4-5 years after 
graduation in more than 20 European Countries (the gross sample framework 
together with the REFLEX project encompasses over 70,000 graduates). It also 
integrates qualitative surveys among employers and representatives from higher 
education institutions. The partners of the project are: 

 University of Ljubljana: Project Coordinator - Dr. Samo Pavlin 
(samo.pavlin@fdv.uni-lj.si) 

 Maastricht University, ROA: Prof. Rolf van der Velden 
(r.vandervelden@roa.unimaas.nl) 

 TÁRKI Social Research Inc: Prof. Peter Robert (robert@tarki.hu) 
 Cracow University of Technology: Prof. Joanna Zyra (jzyra@pk.edu.pl) 
 Vytautas Magnus University: Prof. Kestutis Pukelis (k.pukelis@smf.vdu.lt) 
 Hacettepe University: Prof. Selda Onderoglu (sonderog@hacettepe.edu.tr) 

 
All information on requesting the data bases from the HEGESCO project are 
available at 
http://www.hegesco.org; for the large scale survey of the Reflex project see 
http://www.fdewb.unimaas.nl/roa/reflex/. 
 
The HEGESCO project is funded by the EU Erasmus Programme (Project Number: 
133838-LLP-1-2007-1-SI-ERASMUS-EMHE). 
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Table 1.1:  
Number of respondents and response percentage per country 
 Number of respondents  
Country 

First level Second level Total 
Response 

% 
     
HEGESCO countries     
Slovenia 2,681 238 2,919 49 
Turkey 1,852 310 2,162 36 
Lithuania 680 310 990 16 
Poland 393 806 1,199 20 
Hungary 886 586 1,472 30 
Total HEGESCO 6,492 2,250 8,742 30 
     
REFLEX countries     
Norway 1,397 804 2,201 50 
Finland 1,187 1,489 2,676 45 
The United Kingdom 1,470 108 1,578 23 
Germany 544 1,142 1,686 36 
Austria 122 1,699 1,821 38 
Switzerland 1,578 3,304 4,882 60 
The Netherlands 2,291 1,134 3,425 35 
Belgium-Flanders 403 871 1,274 22 
France 1,053 599 1,652 32 
Italy 255 2,884 3,139 43 
Spain 1,566 2,346 3,912 22 
Portugal 167 477 644 12 
The Czech Republic 1,177 5,586 6,763 27 
Estonia 820 139 959 18 
Total REFLEX 14,030 22,582 36,612 31 
     
Total HEGESCO + REFLEX 20,522 24,832 45,354 31 
     
 
  

1.3 Structure of the report 
 
In Chapter 2 we look at the experiences of graduates during their study program in 
higher education. We will look at the characteristics of the programs they attended, 
the dominant modes of teaching and learning in these programs, the study behaviour 
of graduates during higher education, and important learning experiences gained 
outside education. The goal of this chapter is twofold. First, it aims to provide an 
overview of higher education profiles across Europe, and establish the commonalities 
and differences across the different countries in the EU. Second, this chapter aims to 
provide a basis for the subsequent analysis in Chapter 4 of the role of higher 
education in producing relevant skills for the labour market. 
 
In Chapter 3 we describe a number of indicators related to the transition from higher 
education to work and the early career of graduates in the different countries. We 
start in with a description of the initial transition from higher education to work. 
Subsequently, we give a brief description of the current labour market status of 
graduates some 5 years after graduation. We then describe the quality of the jobs 
held by working graduates in more detail, in terms of job security, the match between 
education and work, wages, career prospects, and job satisfaction, and look for 
personal, background and programme characteristics that are related to a high job 
quality. Finally, we look at how graduates evaluate their programme as a basis for 
work, career, and personal development.  
 
Chapter 4 focusses on the key competences required of higher education graduates 
in the world of work.  We will first identify these competences and the extent to which 
graduates possess them, and pinpoint the competences that were considered as 
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between 20 and 50% indicate that their program was regarded as prestigious, where 
the majority indicated that it was demanding. This indicates that demandingness is in 
any case not a sufficient condition for prestige.3 Second, the relation is far from 
perfect. In Turkey and Belgium around half of all graduates reported that their 
programme was prestigious, compared to only around a quarter of French and 
Slovenian graduates, who scored about the same on demandingness.  
Looking at the position of the NCMS compared to the other countries, we can note 
that most (exceptions are Lithuania and Hungary) are located at the lower half of the 
distribution when we look at the dimension of being demanding, but are more 
scattered over the whole distribution when looking at the dimension of being 
prestigious.  
 
Figure 2.1: 
Percentage of graduates who reported that the study programme was generally regarded as 
demanding and percentage of graduates who reported that the study programme was 
academically prestigious, by country 
 

  
Figure 2.2 displays the relation between the vocational orientation of the study 
programme and the extent to which employers are familiar with its content. One 
might expect that these two dimensions would be strongly related, since higher 
education systems with a strong vocational orientation are often thought to promote 
strong links between higher education and employers. Interestingly, there is only a 
moderate relation between the two characteristics at the aggregate level of countries. 
Although there is a large variation between countries in the extent to which graduates 
reported the programme was vocationally oriented, this variation is only accompanied 
by modest variation in the extent to which they reported the employers were familiar 
with the content. Only between 30 and 40% of the graduates of graduates in most 
countries indicate that the employers are familiar with the content. Exceptions are 
Norway with over 60% and Turkey with only some 20%. By contrast, the vocational 
orientation of higher education programmes ranges from 20% in Estonia to some 
65% in Hungary, with countries distributed across this full range. It is interesting to 
note that educational systems that are often thought of as vocationally oriented, such 
as Germany, Austria and Switzerland, are actually at the lower end of the distribution 
on this dimension. This may have to do with the fact that the Fachhochschulen in 
these countries actually constitute only a small proportion in higher education. By 

                                                
3 At the individual level we observe that, although more than three quarters of graduates who indicate that their 
programme was prestigious also said that it was demanding, this also applied to more than four in ten of graduates 
who did not regard their programme as prestigious.  
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does not appear to be a prerequisite for a broad focus. In general the freedom to 
compose your own programme is quite small in most of the countries and ranges 
from 10 to 40%. The average breadth of focus by contrast is much larger, although 
the variation is quite small. All countries except France score between 45% and 65% 
on this indicator. In general, the study programmes in the NCMS are relatively narrow 
in their focus and offer limited freedom to choose. 
 
Table 2.1 presents programme characteristics by level and field of study. The survey 
results confirm the intuition that, on average, second level programmes are more 
demanding, more academically prestigious and less vocationally oriented than first 
level programmes. In addition, second level students enjoy on average more freedom 
in composing their programmes than first level students. However, the level of 
education does not have an effect on the breadth of focus or the familiarity of 
employers with the programme. 
 
Table 2.1:  
Percentage of graduates who reported that descriptions applied to study programme, by level 
and field of study, all countries 
 
 Field of study*: 
 EDU HUM SOC SCI ENG AGR HEA SER Total 
 % % % % % % % % % 
First level programmes          
programme was generally regarded as demanding 37 51 46 63 60 43 52 39 49 
employers are familiar with the content of programme 47 27 31 30 38 35 51 33 37 
there was freedom in composing your own programme 18 28 21 23 17 20 12 17 19 
programme had a broad focus 44 49 58 52 52 61 52 59 53 
programme was vocationally orientated 61 34 38 29 46 51 71 51 47 
programme was academically prestigious 20 36 32 36 31 24 22 16 28 
          
Second level programmes          
programme was generally regarded as demanding 46 54 56 69 74 61 83 51 62 
employers are familiar with the content of programme 39 25 38 28 42 45 62 28 38 
there was freedom in composing your own programme 27 47 32 33 26 21 9 23 30 
programme had a broad focus 55 51 59 53 60 65 48 55 56 
programme was vocationally orientated 46 24 28 23 40 50 53 46 34 
programme was academically prestigious 30 39 47 48 53 39 69 29 47 
          
* EDU=Education; HUM= Humanities and Arts; SOC=Social Sciences, Business and Law; SCI=Science, 
Mathematics and Computing; ENG=Engineering, Manufacturing and Construction; AGR=Agriculture and Veterinary; 
HEA=Health and Welfare; SER=Services 
 

As can be seen, there are significant differences with regard to the reported 
programme characteristics between fields of study. The most demanding as well as 
prestigious programmes are found in the second level fields of Health and Welfare 
and Engineering, Manufacturing and Construction. First level Education and Services 
programmes are not regarded as very demanding, nor are they prestigious. 
Employers are most familiar with Health and Welfare programmes, at both the first 
and the second level, and least familiar with Humanities and Arts programmes at 
both levels. This dimension appears to be closely related to vocational orientation. 
The price of a recognizable profile for employers and a vocational orientation seems 
to be a restriction in the freedom students are given to compose their programme. 
Health and Welfare programmes at both levels score lowest on this indicator, and 
second level Humanities and Arts programmes score highest. The progammes with 
the broadest focus are found in the fields of Agriculture and Veterinary at both levels, 
as well as first level Services programmes and second level Engineering, 
Manufacturing and Construction programmes. 
 

  





 16 

Figure 2.5: 
Teacher- or student-centred: Extent to which the teacher as main source of information 
versus project- or problem-based learning was emphasized in the study programme, by 
country 
 

 
 
As we would expect there is a clear negative relation between these two aspects. In 
the countries where project and problem-based learning play a larger role, the 
teacher is less often regarded as the main source of information. There is a large 
variation in the extent to which the teacher is regarded as main source of information. 
This ranges from 25% for Norway to well over 60% for Spain and Belgium. The 
extent to which project and problem-based learning is emphasized as a dominant 
mode of teaching is much lower, and ranges between 10 and 40%. In line with the 
previous results on lectures, this shows that the higher education profiles in Europe 
are still very traditional and teacher-centred. Although there is also quite some 
variation between the higher education programs in the different countries of the 
NCMS, in general the NCMS again seem to be more traditional than most other 
countries. 
 
Apart from differences in teaching style, the higher education programmes in the 
different countries may of course also differ in content. A key dimension in this 
respect is whether that content is mainly theoretical or practical. Figure 2.6 gives an 
overview of the extent to which theories and paradigms were emphasized versus the 
extent to which facts and practical knowledge was emphasized. As we would expect, 
we again note a clear negative relation between the two. Both dimensions show quite 
some variation, but countries differ more on the theoretical than the practical 
dimension, and most countries lean somewhat more toward the theoretical than the 
practical dimension. Lithuania and the Czech Republic emerge as countries where 
higher education is overwhelmingly theoretical, with very little emphasis on facts and 
practical knowledge. France and the Netherlands by contrast are much more 
practical than theoretical, although we should remark that even in these countries 
some 30-40% of graduates reported a strong emphasis on theories and paradigms, 
and only a little more than half of all graduates reported a strong emphasis on facts 
and practical knowledge. Turkey and Italy are unusual in that neither aspect was 
emphasized strongly in these countries. Apart from the quite extreme position of 
Lithuania and Czech Republic on the extent to which theories and paradigms are 
being stressed, and the unusual position of Turkey, the other countries in the NCMS 
do not seem to have a specific profile.  
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Figure 2.6: 
Knowledge focus: Extent to which the theories and paradigms versus facts and practical 
knowledge were emphasized in the study programme, by country 
 

 
 
There are various ways in which higher education institutes can provide students with 
hands-on experience to help prepare them for the world of work. The most common 
manner of imparting such experience is through work placements or internships, 
which form an integral part of many higher education programmes, especially those 
with a strong vocational orientation. However, universities also have a major 
research role, and part of that role is to train future researchers. For that reason, it is 
important for students who aim to pursue a career in research to have the opportunity 
to gain some experience in this area while still in education.   
 
Figure 2.7: 
Experience focus: Extent to which participation in research projects versus work placements 
or internships were emphasized in the study programme, by country 
 

 
 
Figure 2.7 shows there is a large variation between countries in the percentage of 
graduates having participated in work placements or internships. It ranges from less 
than 20% for Lithuania, Czech Republic and Italy to 60% for Norway. Some of the 
countries that scored high on vocational orientation also have high percentages of 
graduates who participated in a work placement or internship: Netherlands, Hungary 
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and Finland. With the exception of Hungary, work placements and internships are 
relatively less frequent among the NCMS.  
 
As Figure 2.7 also makes clear, the participation in research projects is relatively low 
in all the countries, ranging from 5% in the Czech Republic to some 25% in the UK 
and Turkey (the only one of the NCMS to offer this kind of experience to an 
appreciable extent). There does not seem to be anything like a trade-off between 
these dimensions. In fact, if anything there is a weak positive relation. 
 
What students learn is not only determined by the contents of the curriculum or the 
mode of teaching but also by the specific way of how they are assessed. Multiple-
choice exams foster a different way of learning than for example written assignments. 
The former is more focussed on learning by heart while the other is more related to 
the acquisition of academic skills. Figure 2.8 gives an overview of the extent to which 
these modes of assessment were stressed.  
 
Figure 2.8: 
Mode of assessment: Extent to which written assignments versus multiple choice exams were 
emphasized in the study programme, by country 
 

 
 
Although written assignments were more strongly emphasized in all countries than 
multiple choice exams, there appears to be something of a trade-off between the two 
methods, in the sense that countries that stress written assignments less appear to 
fill this gap somewhat by using multiple choice exams more. Written assignments 
figure as the dominant way of assessment in the UK with over 80% of the graduates 
indicating that this mode of assessment was being emphasized. Spain, the 
Netherlands and Poland emerge as countries where the balance tips somewhat more 
towards multiple choice exams (although this method is still used less in these 
countries than written assignments). There are some clear exceptions to this pattern, 
with Lithuania appearing as a country which places a relatively high weight on both 
modes of assessment, and Belgium and Italy as countries where neither seems very 
important.  
 
Finally we look at the extent to which oral presentations were emphasized as a mode 
of assessment (Figure 2.9). Oral presentations not only provide students with the 
opportunity to demonstrate what they have learnt during the programme, but can also 
help them to develop their communication skills. Again we can see quite some 
variation across countries, ranging from around 20% for Spain and Norway up to 
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around 50% for the Netherlands and Italy. The countries in the NCMS are scattered 
across the whole distribution.  
 
Figure 2.9: 
Extent to which oral presentations by students were emphasized in the study programme, by 
country 
 

 
 
Table 2.2:  
Percentage of graduates reporting strong emphasis on modes of teaching and learning, by 
level and field of study, all countries 
 
 Field of study*: 
 EDU HUM SOC SCI ENG AGR HEA SER Total 
 % % % % % % % % % 
First level programmes          
lectures 71 67 79 83 73 69 71 72 74 
group assignments 50 34 41 34 42 40 56 48 44 
teacher as the main source of information 46 51 49 49 54 49 36 45 47 
project and/or problem-based learning 25 27 22 29 35 29 34 28 28 
facts and practical knowledge 48 44 35 43 40 45 62 47 44 
theories and paradigms 50 41 54 53 41 36 47 33 48 
participation in research projects 13 15 12 18 13 20 18 17 14 
internships, work placement 52 23 26 21 32 46 75 47 39 
written assignments 55 60 56 53 47 50 56 52 54 
multiple choice exams 16 7 22 11 8 15 20 16 16 
oral presentations by students 42 47 36 25 29 33 38 38 36 
          
Second level programmes          
lectures 73 69 73 77 69 72 78 65 72 
group assignments 46 25 35 31 40 31 27 49 34 
teacher as the main source of information 51 51 52 55 52 59 50 52 52 
project and/or problem-based learning 23 20 19 23 36 20 13 28 22 
facts and practical knowledge 38 31 26 36 34 40 47 40 33 
theories and paradigms 68 59 70 65 62 54 53 46 64 
participation in research projects 16 12 10 22 16 12 12 16 13 
internships, work placement 43 17 17 25 23 34 58 40 26 
written assignments 62 65 52 42 51 27 22 58 50 
multiple choice exams 12 6 24 9 9 19 42 17 18 
oral presentations by students 46 51 36 29 32 28 23 40 36 
          
* EDU=Education; HUM= Humanities and Arts; SOC=Social Sciences, Business and Law; SCI=Science, 
Mathematics and Computing; ENG=Engineering, Manufacturing and Construction; AGR=Agriculture and Veterinary; 
HEA=Health and Welfare; SER=Services 

 
Looking at the modes of teaching and learning by level and field of study (Table 2.2), 
one finds only relatively small differences across levels, but in some cases quite 
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relation between these two dimensions. This figure clearly shows that there is no 
clear relation between the two dimensions at the aggregate level of countries. 
However, different countries occupy distinct positions in the space created by these 
two indicators. The average level of extrinsic motivation is higher than the average 
level of intrinsic motivation. Most countries are in the left upper corner (strong 
extrinsic motivation, weak intrinsic motivation). Students in all these countries seem 
to be more driven by the desire for tangible results than the desire to get more out of 
the subject matter. The lower left corner displays countries with a weak motivation on 
both aspects. Especially the Netherlands, Belgium, Slovenia and Turkey show very 
low scores both on extrinsic and intrinsic motivation.  In the upper right corner we 
only have two countries, Spain and the UK, in which graduates are strongly 
motivated both by the desire to get more out of their study and by a wish to get good 
grades. There are no countries in the lower right corner in which graduates are more 
strongly motivated by the desire to get more out of their study than by a wish to get 
good grades. 
 
 
Figure 2.12: 
Extrinsic and intrinsic motivation, by country  
 

 
 
 

2.4 Experiences acquired during higher education 
 
Up to now we have been talking about differences in organized learning activities. 
Students may not only gain competences by following formal education, they also 
gain a lot from informal activities or extra-curricular activities. A lot of attention is paid 
to the provision of practical work experience as part of the curriculum as a way of 
preparing graduates for the world of work. We already saw in Figure 2.7 that there 
are strong differences between countries in the extent to which work placements or 
internships were emphasized as part of the programme. Figure 2.13 shows the 
proportion of graduates per country that actually followed work placement of 
internship in each country. 
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countries relatively few graduates leave higher education without some form of 
relevant experience. There are however countries where more than a quarter of all 
graduates lack any such experience, and in the UK and Italy this applies to around 
six in every ten graduates. The position of the NCMS is scattered all across the 
distribution. 
 
Figure 2.16: 
Percentage of graduates who held positions in student or other voluntary organizations during 
the study programme, by country 
 

 
 

Of course, work experience is not the only way to acquire relevant skills. In Figure 
2.16 we present the percentage of graduates indicating that they held a position in a 
student or other voluntary organizations while studying. Again we can see large 
variations across countries. Taking up such positions is quite uncommon in the 
Czech Republic, Spain and Italy while it is relatively frequent in Belgium and the 
Netherlands.  
 
Figure 2.17: 
Percentage of graduates who spent time abroad for study or work during the study 
programme, by country 
 

 
 

Figure 2.17 gives another important way of gaining relevant skills: the proportion of 
graduates who spent some time abroad for study or work during their higher 
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education programme. Again we see large variations across countries. It is very 
uncommon in Turkey, Slovenia, Portugal and Spain where only one out of every ten 
graduates indicate that they had such experience. At the other end of the distribution 
we can see countries like France, Austria, Poland and Finland where one out of 
every three graduates have international experience.  
 
 
Table 2.3 reports experiences acquired during higher education split by level and 
field of study. Comparing the answers of first and second level graduates one can 
state that the differences are generally quite small but that, on average, second level 
students more frequently acquire experience abroad during higher education. The 
most noticeable differences, however, turn out to be between fields of study. Almost 
six out of every ten first level graduates of health and welfare programmes report 
having acquired study-related work experience, compared to only around a third of 
first level science, mathematics and computing graduates. The highest incidence of 
non study-related work experience is seen in second level humanities and arts and 
social sciences, business and law programmes (around 55%), compared to less than 
40% in first and second level health and welfare programmes. More than two out of 
every five graduates of second level humanities and arts reports having been abroad 
during the study, compared to only slightly more than one in ten first level education 
graduates. There are only small differences between fields of study in the incidence 
of positions held in student or other voluntary organizations. 
 
Table 2.3:  
Experiences acquired during higher education, by level and field of study, all countries 
 
 Field of study*: 
 EDU HUM SOC SCI ENG AGR HEA SER Total 
 % % % % % % % % % 
First level programmes          
study-related work experience during HE 39 36 41 34 41 43 58 52 43 
non study-related work experience during HE 45 52 52 46 46 44 39 52 47 
held position in student or other voluntary organizations 20 21 19 21 19 28 21 20 20 
experience abroad 11 33 19 16 19 20 15 20 18 
          
Second level programmes          
study-related work experience during HE 48 43 42 42 52 53 46 47 45 
non study-related work experience during HE 50 56 56 53 49 49 40 52 52 
held position in student or other voluntary organizations 19 24 25 27 25 26 25 24 24 
experience abroad 19 41 29 25 31 34 29 22 29 
          
* EDU=Education; HUM= Humanities and Arts; SOC=Social Sciences, Business and Law; SCI=Science, 
Mathematics and Computing; ENG=Engineering, Manufacturing and Construction; AGR=Agriculture and Veterinary; 
HEA=Health and Welfare; SER=Services 

 
 

2.5 Conclusions 
 
In some respects the profiles of higher education programmes in Europe are quite 
similar. Programmes are usually considered to be quite demanding. Most have a 
broad focus, but there is little freedom for students to compose their own program. 
Employers are not generally very familiar with the content of higher education in most 
countries. In terms of teaching style, higher education is still very traditional. There is 
a strong emphasis on lectures, and few graduates participate in innovative student-
centred methods such as project- and problem-based learning. In most countries 
there is little emphasis on learning facts and practical knowledge, and few graduates 
participate in research projects during higher education.  
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In other respects the higher education profiles in Europe are very different. Given the 
lack of familiarity of employers with the content of the programme, it is striking that 
there is a high degree of variation in the extent to which higher education 
programmes are regarded vocationally oriented, with employers being scarcely more 
familiar with the content in countries where higher education is strongly vocational 
than in countries where this is not the case. Furthermore, although education is 
generally traditional, there are some countries where somewhat less emphasis is 
placed on the teacher as the main source of information and more on group 
assignments. In terms of content, countries differ strongly in the extent to which 
theories and paradigms are emphasized, and although this aspect is emphasized 
more in most countries than facts and practical knowledge, there are some countries 
in which the emphasis is more on the latter than on the former. There is also a large 
variation in the extent to which students can gain practical experience through work 
placements, internships or other forms of study related work experience. However, in 
almost all countries, a strong majority of graduates leave higher education with some 
kind of relevant work experience under their belt. Many also held paid jobs during 
higher education that were not related to the content of their study programme, but 
relatively few graduates spent time abroad or held positions in student or other 
voluntary organizations while enrolled.  
 
In sum, although there are some common elements, we cannot speak of a universal 
higher education profile in Europe. Nor can we characterize European students as 
universal.  There are large differences between countries in the study behaviour of 
students in terms of number of study hours, as well as the extent to which they are 
intrinsically and extrinsically motivated. It is striking that graduates in the NCMS 
report low average study hours compared to their northern and southern European 
peers, but do not differ systematically in their subjective perception of study 
motivation. This seems to suggest that graduates in different countries have different 
ideas of what it means to study hard. In most countries students seem to be more 
extrinsically motivated than intrinsically motivated, with a high proportion of graduates 
in most countries reporting a strong orientation towards achieving high marks, but 
few indicating a willingness to work harder than necessary to achieve this.  
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Chapter 3  
The Transition and Early Career 
 
 
 
 
 
 
 
 
 

3.1 Introduction 
 
In this chapter we describe a number of indicators related to the transition from 
higher education to work and the early career of graduates in the different countries. 
We start in Section 3.2 with a description of the initial transition from higher education 
to work. First of all we describe the timing and methods graduates used when 
searching for work, and the time required by graduates to find their first job after 
graduation. In addition to describing these indicators, we try to identify personal, 
background and programme characteristics that influence the search duration. 
Following that, we then describe the early career development in terms of total 
unemployment duration and number of changes of employer. 
 
Section 3.3 contains a brief description of the current labour market status of 
graduates some 5 years after graduation. We distinguish first of all those who 
participate in the labour force from those who, for whatever reason, choose not to 
make themselves available from work. For those who do participate in the labour 
force, we then distinguish between those who are currently in paid employment and 
those who are currently unemployed. Lastly, for those who are in paid employment, 
we look at the working hours. 
 
Section 3.4 describes the quality of the jobs held by working graduates in more 
detail, in terms of job security, the match between education and work, wages, career 
prospects, and job satisfaction. We conclude this section by looking for personal, 
background and programme characteristics that are related to a high job quality. 
 
In Section 3.5 we look at how graduates evaluate their programme as a basis for 
work, career, and personal development. Finally, in Section 3.6 we draw some 
general conclusions. 
 

3.2 Transition 
 
In this section we describe the initial transition from higher education to work. We 
start by describing when graduates started searching for work. By starting early with 
searching for a job, graduates may improve their chances of finding work relative 
soon after graduation. For this reason, it may be that, other things being equal, 
students who anticipate difficulties in finding work after graduation are more likely to 
start searching early than students who are confident of finding a job quickly. For this 
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graduates who find full-time work make the most of this, by putting in long hours. This 
proportion is also very high in the Czech Republic and Slovenia.  
 
 
Figure 3.10: 
Graduates currently working fulltime in total over all jobs, by country 
 

 
 
 

3.4 Quality of employment 
 
In this section we look in more detail at the quality of the jobs currently held by 
working graduates, in terms of the match between education, wages, career 
prospects, job security and job satisfaction. 
 
Figures 3.11 and 3.12 present the match between educational level and field of study 
and that considered appropriate in the current job.  
 
Figure 3.11: 
Percentage of graduates working in a job for which their own or a higher level is considered 
most appropriate, first and current job, by country 
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Figure 3.13: 
Mean hourly wages in current job and total monthly income from all jobs, by country 
 

 
 

Mean hourly wages of the current job are substantially lower in the NCMS countries 
than in most of the countries in southern and northern Europe. Of the NCMS, hourly 
wages are highest (above those in most southern European countries) in Slovenia 
and lowest in Hungary and Lithuania.   
 
In general, total monthly income follows much the same pattern as hourly wages. 
There are however some differences. Hungarian graduates seem to compensate 
their low hourly wages somewhat by working more often in additional jobs other than 
their main job. Turkish graduates also earn more per month than their hourly wages 
would indicate, in their case by working more hours in their main job.  
 
High earnings are just one aspect of job quality. Most graduates would view higher 
education as an investment not just for the years following graduation, but for their 
whole working lives. Figure 3.14 shows the percentage of graduates who feel that 
their current job offers good career prospects to a high or very high extent. 
 
Figure 3.14: 
Percentage of graduates who feel that their current job offers good career prospects, by 
country 
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There are strong differences between countries on this indicator. Although the NCMS 
cover almost the full range of countries, they are more strongly represented among 
the countries with the best career prospects. Of these countries, only Hungary is 
among the countries with the worst evaluation of career prospects, and the Czech 
Republic is together with the UK the country where such prospects are most 
positively evaluated.   
 
Another highly valued aspect of a job is the degree of security it offers. Other things 
being equal, most people would prefer greater security in their work, if only because 
in that case they are in control of when they decide to move on to other employment. 
Job security can be measured either objectively or subjectively. An objective 
measure of job security is the presence of a permanent contract, while a subjective 
measure can be obtained simply be asking graduates their opinion on the extent to 
which their job is characterized by job security. Figure 3.15 provides a picture of 
objective job security of graduates in their first and current jobs.  
 
Figure 3.15: 
Percentage of graduates working in a permanent position in first and current job, by country 
 

 
 
Although many graduates in most countries start out in temporary jobs, five years 
later this is the exception rather than the rule. As we saw with the match between 
education and job, the countries that started out with the most temporary contracts 
generally show the greatest gains between first and current job, so that the 
differences between countries become smaller over time. It is striking that, with the 
exception of Poland and Slovenia, the NCMS start out with a relatively high 
proportion of graduates in permanent contracts in their first job. Five years later, 
Poland and Slovenia show some of the sharpest gains, and together with most of the 
other NCMS, France, Norway and the UK lead the pack in terms of permanent 
contracts five years after graduation. The only exception to this rule is Turkey, where 
only modest gains have been made (as we also saw for match between education 
and job).   
 
The fact that, on average, the job security of graduates improves strongly between 
the first and the current job does not necessarily mean that lower job security early in 
the career does not matter. Figure 3.16 shows the percentage of graduates with 
permanent contracts in the current job separately for those who started out in a 
permanent job and those who started in a temporary job. 
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Figure 3.16: 
Percentage of graduates working in a permanent position in current job, by type of contract in 
first job and country 
 

 
 
In every country, the vast majority of graduates who started in a permanent job also 
currently have a permanent contract. Although in most countries a clear majority of 
those who started out in temporary jobs also had a permanent contract in the current 
job, the proportion is much lower than for those who started in a permanent job. 
There are however strong differences between countries. In Turkey only a third of 
those who started out in a temporary job had progressed on to a permanent job five 
years later. Based on the fact that this percentage for Turkish graduates who started 
in a permanent job is only marginally lower than that for comparable graduates in 
other countries, we can conclude that job insecurity early in the career often has 
serious long-term consequences in that country. By contrast, around 80% of 
Lithuanian, Polish and Hungarian graduates who started in a temporary contract had 
moved on to permanent positions five years later. In these countries, the type of 
contract early in the career hardly seems indicative of job security later in the career. 
It is interesting to note that, in general, the relation between job security in the first 
and current jobs is weaker in the NCMS than in most northern and southern 
European REFLEX countries. 
 
Figure 3.17 reports the percentage of graduates who feel that their current job offers 
job security to a high or very high extent, plotted against the percentage who actually 
have a permanent contract in the current job. 
 
In general, the pattern of subjective job security resembles that for objective job 
security. Turkey and the southern European REFLEX countries Spain, Portugal and 
Italy score low on both measures (although Spanish graduates feel more secure than 
their objective situation would suggest), while Estonian graduates report high levels 
of both objective and subjective job security. A partial exception to the general 
pattern is formed by Hungary and France, where a high proportion of permanent 
contracts is accompanied by only moderate levels of subjective job security.  
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Figure 3.17: 
Permanent contract and subjective job security in the current job, by country 
 

 
 
A good indicator of overall job quality is the level of job satisfaction of graduates 
working in those jobs. Respondents were asked to rate their job satisfaction on a 
five-point scale ranging from very dissatisfied to very satisfied. Respondents 
answering 4 and 5 on this scale can be regarded as having high job satisfaction. This 
is shown in Figure 3.18. 
 
Figure 3.18: 
Percentage of graduates who report high or very high job satisfaction, by country 
 

 
 
In general, there are only fairly small differences between countries in the job 
satisfaction of graduates, with all but two countries falling in the range between 62% 
and 74%. The two exceptions are Italy, where only 57% of graduates was satisfied 
with the current job, and Turkey, where only half of all graduates were satisfied. The 
NCMS are distributed across almost the whole range, with Estonia joining Belgium, 
Norway and Austria as countries where a high proportion of graduates are satisfied 
with their work. 
 
Table 3.3 presents the results of multivariate analyses in which the effects of various 
characteristics on hourly wage are estimated. 
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Table 3.3: 
Effects of selected characteristics on log hourly wage, by European region (OLS regression, 
unstandardized coefficients) 8 
 

 NCMS NE SE Total 
         
Programme characteristics         
 Academic Prestige  0.017 ** 0.014 *** 0.029 *** 0.017 *** 
 Demanding programme   0.013 *** 0.020 ** 0.012 *** 
 Employers familiar with content    0.016 *** 0.018 *** 0.012 *** 
 Vocationally oriented    0.017 ***   0.006 ** 
Experiences during higher education         
 Internship during study programme -0.041 ** -0.024 *** 0.040 *** -0.013 * 
 Study-related working experience 0.084 *** 0.037 ***   0.052 *** 
 Non-study-related working experience         
 Position in voluntary organizations   0.016 ***   0.017 ** 
 Spent time abroad for study or work 0.087 *** 0.032 ***   0.061 *** 
Study behaviour and performance         
 Study hours per week -0.002 *** -0.001 *** -0.001 ** -0.001 *** 
 Did extra work above required to pass exams  -0.014 *     -0.006 ** 
 Strived for the highest possible mark    -0.005 * 0.012 *   
 Average graduation grade (standardized)   0.006 *   0.007 ** 
Personal and background characteristics         
 Father higher education 0.028 *   0.048 *** 0.020 *** 
 Age -0.026 * 0.028 ***   0.007 * 
 Age-squared (*100) 0.039 ** -0.026 *** 0.015 *   
 Female -0.079 *** -0.072 *** -0.100 *** -0.082 *** 
 Born abroad -0.092 * -0.055 ***   -0.053 *** 
First level degree (relative to second level) -0.067 *** -0.078 *** -0.117 *** -0.074 *** 
Field of study         
 Education -0.079 *** -0.084 *** 0.128 *** -0.053 *** 
 Humanities and Arts -0.096 *** -0.113 *** 0.067 *** -0.081 *** 
 Social sciences, Business and Law ref.  ref.  ref.  ref.  
 Science, Mathematics and Computing -0.089 *** -0.023 ** 0.062 *** -0.025 ** 
 Engineering, Manufacturing and Construction     0.126 *** 0.037 *** 
 Agriculture and Veterinary -0.152 *** -0.156 *** -0.114 *** -0.145 *** 
 Health and Welfare -0.116 *** -0.083 *** 0.073 *** -0.061 *** 
 Services -0.083 ** -0.076 *** 0.118 *** -0.053 *** 
         
N 7602 11271 4373 23248 
Adjusted R-squared 0.169 0.209 0.160 0.396 
     

*** = p<0.01; ** = p<0.05; * = p<0.10  
Only statistically significant results shown 
All analyses include country dummies 
 
 
Study-related work experience proved valuable to graduates in the NCMS and 
northern European REFLEX countries not only during the initial transition from study 
to work, but even five years later, as such experience is associated with significantly 
higher hourly wages. The effects are considerable, amounting to more than 8% 
higher wages in the NCMS and almost 4% in northern Europe. There is no wage 
effect of study-related experience in southern European countries. Non study-related 
work experience during higher education had no effect on wages. Somewhat 
puzzlingly, work placements and internships were associated with 4% lower wages 
five years after graduation in the NCMS and more than 2% lower wages in the 
northern European REFLEX countries, but with 4% higher wages in the southern 
European REFLEX countries. Other than a small effect in northern European 
REFLEX countries, there was no significant residual effect of participation in 
voluntary organizations. By contrast, the benefits of experience abroad seems if 
anything to have increased over the career, as graduates with this kind of experience 

                                                
8 The coefficients can be interpreted as the proportion by which hourly wages are increased associated with a unit of 
change on the predictors. For example: the coefficient -0.084 for study-related work experience in the NCMS 
indicates that graduates in that region who acquired such experience earn over 8% more on average than graduates 
who acquired no such experience.  
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during higher education earned almost 9% higher wages five years after graduation 
in the NCMS and more than 3% higher in northern European REFLEX countries. 
 
The effects of attending programmes that have strong links with the labour market, 
seem to be generally rather short-lived, at least in the NCMS. Whereas familiarity of 
employers with the content of the programme followed showed significant effects on 
wages five years later in the REFLEX countries, there was no such effect in the 
NCMS. And whereas vocational orientation had a positive effect on wages in 
northern European REFLEX countries, there was again no effect in the NCMS. In 
contrast, participation in prestigious programmes, which did not help graduates find a 
job quickly after graduation, show positive effects on wages in all three regions.. 
Participation in demanding programmes showed positive effects on wages in the 
REFLEX countries, but not in the NCMS.  
 
Good grades had a weak effect on wages in northern Europe, and no effect at all in 
southern Europe and the NCMS.  Even more than was the case with search duration, 
study effort and motivation seem anything but helpful when it comes to wages. Study 
hours per week showed a weak negative effect in all three regions. The willingness to 
do extra work above what was required to pass exams had a moderate negative 
effect in the NCMS. Striving for the highest possible grades had no effect in the 
NCMS, but showed a moderate positive effect in southern Europe and a weak 
negative effect in northern Europe. As remarked above, these indicators may be 
associated with unobserved differences in ability, search behaviour and such that are 
in turn the real cause of lower wages. 
 
Personal and background characteristics of graduates have a significant effect on 
wages in some countries. In the NCMS and southern European REFLEX countries 
graduates whose father had a higher education degree earned respectively 3% and 
5% more five years after graduation than graduates whose father had no such 
degree. Strangely, although older graduates earned significantly more than younger 
graduates in northern Europe, they earned significantly less in the NCMS. Female 
graduates were at a strong disadvantage in all three regions, earning 7-10% less 
than similar male graduates. Graduates who were born abroad did earn respectively 
9% and almost 6% less than home-country graduates in the NCMS and northern 
European REFLEX countries. 
 
First level graduates earn 7-11% less than second level graduates in all three 
regions. In the NCMS and northern Europe, graduates in the field of social sciences, 
business and law, which was the reference category, show higher earnings than 
graduates in most other fields. By contrast, southern European graduates in all fields 
besides agriculture and veterinary earn more than the reference category.  
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Table 3.4: 
Effects of selected characteristics on job satisfaction, by European region (OLS regression, 
standardized coefficients) 9 

 
 NCMS NE SE Total 
         
Programme characteristics         
 Academic Prestige  0.065 *** 0.045 *** 0.078 *** 0.058 *** 
 Demanding programme   0.027 **     
 Employers familiar with content  0.08 *** 0.077 *** 0.066 *** 0.074 *** 
 Vocationally oriented  0.034 *** 0.062 *** 0.043 *** 0.048 *** 
Experiences during higher education         
 Internship during study programme         
 Study-related working experience 0.027 ** 0.024 ** 0.029 * 0.027 *** 
 Non-study-related working experience   -0.026 ***   -0.017 *** 
 Position in voluntary organizations         
 Spent time abroad for study or work 0.023 **     0.012 * 
Study behaviour and performance         
 Study hours per week -0.02 * -0.024 ** -0.033 ** -0.027 *** 
 Did extra work above required to pass exams          
 Strived for the highest possible mark  0.03 ** 0.023 ** 0.034 ** 0.027 *** 
 Average graduation grade (standardized)   0.025 ***   0.018 *** 
Personal and background characteristics         
 Father higher education 0.02 *       
 Age   -0.119 ***   -0.121 *** 
 Age-squared (*100)   0.108 *   0.108 *** 
 Female   0.029 ***   0.012 * 
 Born abroad   -0.016 *   -0.012 ** 
First level degree (relative to second level) -0.023 *** -0.032 ***   -0.017 ** 
Field of study         
 Education 0.037 *** 0.07 *** 0.046 *** 0.053 *** 
 Humanities and Arts     0.053 *** 0.014 ** 
 Social sciences, Business and Law ref.  ref.  ref.  ref.  
 Science, Mathematics and Computing   0.033 *** 0.032 ** 0.017 *** 
 Engineering, Manufacturing and Construction         
 Agriculture and Veterinary         
 Health and Welfare   0.036 *** 0.039 ** 0.029 *** 
 Services     0.027 *   

         
N 8757 12515 5197 26471 
Adjusted R-squared 0.054 0.035 0.029 0.043 
     

*** = p<0.01; ** = p<0.05; * = p<0.10  
Only statistically significant results shown 
All analyses include country dummies 
 
 
In addition to helping graduates to find work quickly after graduation and increasing 
wages, study-related work experience is related to higher levels of job satisfaction in 
all three regions, although the effects are rather weak. Non-study related work 
experience during higher education did not increase job satisfaction in the NCMS and 
southern Europe, and was negatively related to job satisfaction in northern Europe. 
Work placements and internships and participation in voluntary organizations had no 
effect on job satisfaction, but experience abroad only showed a weak effect in the 
NCMS.  
 
Attending programmes that have strong links with the labour market has moderate to 
strong effects on job satisfaction in all three regions. Both the familiarity of employers 
with the content of the programme and the vocational orientation of programmes 
were clearly related to greater job satisfaction across the board. The same applied to 

                                                
9 Standardized coefficients indicate the extent to which the predictors co-vary with job satisfaction, that is the strength 
of the relation between the predictors and job satisfaction. A positive or negative coefficient of less than 0.04 can be 
said to indicate a weak relation, 0.04-0.06 a moderate relation, 0.06-0.08 a strong relation and greater than 0.08 a 
very strong relation. 
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the same time, it has been evaluated below average with regard to the development 
of entrepreneurial skills. In contrast, humanities and arts scored below average with 
regard to all indicators except personal development where it scored highest 
amongst all fields of education. 
 
Figure 3.22 shows the percentage of graduates who would choose the same study 
programme at the same institute if they could choose again. This can be seen as an 
overall indicator of study satisfaction. 
 
Figure 3.22: 
Preference for the same study programme and institute if one could choose again, by 
country* 
 

 
 
Graduates from the NCMS, with the exception of Czech graduates, report less 
frequently that they would choose the same study programme at the institute again if 
they were free to choose again than graduates from most northern and southern 
European REFLEX countries. This is seen particularly strongly in Turkey, where just 
a third of graduates say they would choose the same programme at the same 
institute again. By contrast, over two thirds of graduates in Belgium, Switzerland and 
France report that they would repeat their initial choice if they were allowed to choose 
again. 
 
As Figure 3.23 shows, second level graduates report more often that they would 
make the same study choice again than first level graduates. At both levels, 
preference for the same study programme at the same institute is highest for health 
and welfare graduates. With regard to first level programmes, this preference is 
lowest for graduates of agriculture and veterinary. With regard to second level 
programmes, the preference for the same study programme at the same institute is 
lowest for humanities and arts graduates, closely followed by education as well as 
agriculture and veterinary graduates.  
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education, and this also turns out to be a highly successful way of ensuring a 
successful transition. Particularly in the NCMS experience abroad during higher 
education also seems to provide a strong platform on which graduates can enter the 
labour market with some confidence. Contrary to expectations, organized work 
experience in the form of work placements or internships does not appear beneficial, 
and in some cases is even related to somewhat less favourable outcomes. This 
result does not necessarily mean that such organized experience is not a good thing, 
but may reflect the fact that work placements or internships are often programme or 
even system characteristics, in which most if not all students in the relevant 
programme participate. This circumstance makes it difficult to disentangle the effects 
of such experience on the prospects of individual graduates of a particular 
programme from the effect of general characteristics of that programme, such as 
familiarity of employers with its content and the degree of vocational orientation.  
 
Another feature of higher education that is strongly related to a successful transition 
to the world of work is the degree of academic prestige of the programme. The 
effects of prestige of programmes is not attributable to their demandingness, in fact  
the latter programme characteristic shows relatively little effect on labour market 
success. Of course, in the short term higher education institutes have little control 
over their prestige (and students none at all), but this result underscores the value of 
obtaining access to the best universities and colleges, and is as such especially of 
interest to secondary school students. 
 
Several personal characteristics have quite strong effects on the chances of a 
successful transition from study to work. Graduates whose father has a higher 
education qualification have a much more successful transition, especially in the 
NCMS, where these graduates find work more quickly, earn higher wages, and are 
more satisfied with their work than graduates whose fathers do not have a higher 
education degree. Women have a much tougher time of it than comparable men, 
taking longer to find work and earning less in the jobs that they find. Foreign born 
graduates find work just as quickly, but earn less than home-country graduates.  
 
In most countries, the aspect on which graduates are most likely to give a positive 
evaluation of their study programme is as a basis for personal development. The 
evaluation of the programme as a basis for work or for skill and career development 
is generally less positive, especially in the NCMS. The aspect on which graduates 
are least likely to give a positive evaluation of their study programme is as a basis for 
the development of entrepreneurial skills. Interestingly, Turkey Poland and Estonia 
are among the few countries where a sizable proportion of graduates give a positive 
evaluation of this aspect. Graduates from the NCMS, with the exception of Czech 
graduates, report less frequently that they would choose the same study programme 
at the institute again if they were free to choose again than graduates from most 
northern and southern European REFLEX countries.  
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knowledge of other fields or disciplines and ability to write and speak in a foreign 
language in tertiary jobs. 
 
As stated above, the main aim of this section is to identify the competences that are 
in greatest demand in the graduate labour market. It is convenient for our purposes 
to define the graduate labour market as the set of jobs in which graduates work for 
which at least some kind of tertiary education is considered appropriate. The 
remainder of the section will concentrate on this set of jobs. 
 
Table 4.1 presents for each of the NCMS and for the other regions as a whole the 
percentage of respondents working in jobs for which at least tertiary level was 
considered appropriate who reported that the competence concerned was required at 
a high or very high level. 
 
Table 4.1:  
Required competences of those working in tertiary level jobs in the NCMS, by country and 
European region 
 

 NCMS REFLEX  
 EE LT PL CZ HU SI TR All NE SE Total 
 % % % % % % % % % % % 
            
Ability to use computers/internet 61 74 66 75 50 67 55 65 52 55 58 
Ability to use time efficiently 61 68 65 65 63 68 61 65 61 63 63 
Ability to work prod. with others  63 67 66 61 58 69 59 64 56 59 59 
Ability to make meaning clear to oth. 64 73 67 58 49 69 55 63 52 61 58 
Ability to perform under pressure 65 68 61 65 63 66 46 63 63 60 62 
Mastery of own field or discipline 56 66 57 69 59 74 51 62 55 55 58 
Ability to coordinate activities 58 60 60 64 59 63 58 61 54 54 56 
Ability to rapidly acquire new knowl. 57 64 56 69 56 61 58 60 50 55 55 
Ability to write reports, etc.  50 59 54 64 46 62 58 56 48 51 51 
Ability to come up w. ideas/solutions 55 55 52 53 46 59 54 54 45 49 49 
Analytical thinking  57 54 56 56 46 47 54 53 44 47 48 
Ability to assert your authority 47 64 49 44 36 53 52 50 33 45 42 
Alertness to new opportunities  52 59 53 31 49 44 44 47 39 35 41 
Ability to negotiate effectively 48 41 44 54 50 43 50 47 36 38 40 
Ability to mobilize capacities others 43 47 48 37 39 53 50 46 40 45 43 
Ability to present to an audience 45 48 41 45 35 52 49 45 39 42 42 
Willingness to question ideas 36 47 51 51 25 52 43 45 39 42 42 
Ability to write/speak in foreign lang. 46 45 36 43 33 42 32 40 28 27 32 
Knowledge of other fields/disciplines 23 30 26 29 19 32 31 28 18 23 22 
            

Grey= top 3 per country 
 

Although there are some differences across countries with regard to required 
competences, the pattern is far from random. Out of 19 competences in total, 9 figure 
in the top 3 in at least one country, and only 6 figure in the top 3 in more than one 
country. The top 3 required competences in the NCMS are the ability to use 
computers and the internet, the ability to use time efficiently and the ability to work 
productively with others. However, these do not form the top 3 in any single country. 
The ability to use computers and the internet, for instance, is the most required 
competence in Lithuania and the Czech Republic but it is not among the top 3 
required competences in any other country. Efficient time use scores high in Poland, 
Hungary and Turkey, but is not among the top 3 in Estonia, Lithuania, the Czech 
Republic and Slovenia. The ability to work productively with others forms part of the 
top 3 required competences in most countries, although not in the Czech Republic or 
Hungary. Despite these differences, it can be said that all three of these 
competences rank quite highly in most countries. For the other REFLEX countries 
the pattern is similar. Although the ability to use computers and the internet is not 
among the top 3, it still ranks high in the other REFLEX countries. Furthermore, the 
top 3 does contain the ability to use time efficiently, the ability to make your meaning 
clear to others and the ability to work productively with others. The ability to perform 
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Table 4.5:  
Top 3 strong points of study programme, by level and field of study, all countries* 
 
 Field of study**: 
 EDU HUM SOC SCI ENG AGR HEA SER Total 
          
First level programmes          
mastery of your own field or discipline 1 1 2 3 2 1 1 1 1 
analytical thinking   1 1 1 3 3  2 
ability to rapidly acquire new knowledge 3 2 3 2 3 2   3 
ability to work productively with others 2      2 2  
ability to use computers and the internet        3  
ability to write and speak in a foreign language  3        
          
Second level programmes          
analytical thinking 2 2 1 1 1 3 3  1 
mastery of your own field or discipline 1 1 2 2 2 1 1 2 2 
ability to rapidly acquire new knowledge 3  3 3 3 2 2 1 3 
ability to write reports, memos or documents  3        
ability to work productively with others        3  
          
* Hungarian data for strong points wrongly coded, and therefore omitted from the table 
** EDU=Education; HUM= Humanities and Arts; SOC=Social Sciences, Business and Law; SCI=Science, 
Mathematics and Computing; ENG=Engineering, Manufacturing and Construction; AGR=Agriculture and Veterinary; 
HEA=Health and Welfare; SER=Services 

 
There is also a high degree of consistency in the top 3 weak points by level and field 
of study, with the ability to write and speak in a foreign language, the ability to 
negotiate effectively, and the ability to assert authority forming the top three in most 
fields at both the first and second levels (see Table 4.6). 
 
Table 4.6:  
Top 3 weak points of study programme, by level and field of study, all countries 
 Field of study*: 
 EDU HUM SOC SCI ENG AGR HEA SER Total 
          
First level programmes          
ability to write and speak in a foreign language 1 1 1 1 1 1 1 1 1 
ability to assert your authority  2 3 3 2 3 3  2 
ability to negotiate effectively  3 2 2 3 2  2 3 
ability to present to an audience        3  
ability to use computers and the internet 2      2   
knowledge of other fields or disciplines 3         
          
Second level programmes          
ability to write and speak in a foreign language 1 3 1 1 1 1 1 1 1 
ability to negotiate effectively   2 2 2 3  2 2 
ability to assert your authority 3 2 3 3 3    3 
ability to present to an audience      2 3 3  
ability to use computers and the internet 2 1     2   
          
* EDU=Education; HUM= Humanities and Arts; SOC=Social Sciences, Business and Law; SCI=Science, 
Mathematics and Computing; ENG=Engineering, Manufacturing and Construction; AGR=Agriculture and Veterinary; 
HEA=Health and Welfare; SER=Services 

 

4.4 Determinants of competencies 
 
In this section we take a look at how some of the study-related characteristics 
described in Chapter 2 affect the development of competences that are in high 
demand in the labour market. By high demand we mean competences that are, on 
average, most often required at a high or very high level in the NCMS, or that are 
most often in shortage in these countries. These competences are: 

 the ability to use computers and the internet 
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Europe. It must be stressed however that, with the exception of the effects described 
above, the observed effects are weak. 
 
Table 4.8:  
Effect of modes of teaching and learning on selected competencies, by European region 
 
 NCMS NE SE ALL 
         
Ability to use computers and internet         
Lectures 0.04 *** 0.031 ***   0.028 *** 
Group assignments   0.048 *** 0.085 *** 0.043 *** 
Teacher as main source of information         
Project and/or problem-based learning   0.024 ** 0.065 *** 0.035 *** 
Facts and practical knowledge         
Theories and paradigms 0.036 *** 0.036 *** 0.026 ** 0.034 *** 
Participation in research projects         
Internships, work placement -0.024 *     -0.015 * 
Written assignments 0.049 *** 0.040 ***   0.033 *** 
Multiple choice exams         
Oral presentations by students   0.046 *** -0.025 * 0.020 *** 
         
Ability to use time efficiently         
Lectures   0.029 *** 0.033 ** 0.023 *** 
Group assignments   0.018 *   0.014 ** 
Teacher as main source of information 0.030 ***     0.018 *** 
Project and/or problem-based learning         
Facts and practical knowledge 0.041 *** 0.028 ***   0.028 *** 
Theories and paradigms   0.030 ***     
Participation in research projects   0.036 ***   0.018 *** 
Internships, work placement         
Written assignments 0.034 *** 0.020 **   0.018 *** 
Multiple choice exams 0.022 * 0.030 ***   0.022 *** 
Oral presentations by students   0.022 ** 0.037 ** 0.013 * 
         
Ability to work productively with others         
Lectures 0.027 ** 0.035 ***   0.030 *** 
Group assignments 0.036 *** 0.058 *** 0.063 *** 0.050 *** 
Teacher as main source of information     0.023 * 0.015 ** 
Project and/or problem-based learning         
Facts and practical knowledge 0.039 *** 0.045 *** 0.036 ** 0.039 *** 
Theories and paradigms 0.026 ** 0.047 ***   0.033 *** 
Participation in research projects   0.017 *     
Internships, work placement   0.027 **   0.020 ** 
Written assignments 0.024 * 0.018 *   0.019 *** 
Multiple choice exams 0.021 * 0.024 **   0.019 *** 
Oral presentations by students   0.040 *** 0.044 *** 0.030 *** 
         
Ability to perform well under pressure         
Lectures         
Group assignments   0.022 **     
Teacher as main source of information 0.025 **   0.023 * 0.013 ** 
Project and/or problem-based learning 0.026 **   0.034 ** 0.024 *** 
Facts and practical knowledge     0.041 ** 0.013 * 
Theories and paradigms   0.027 *** 0.026 ** 0.025 *** 
Participation in research projects   0.023 ** 0.028 * 0.015 ** 
Internships, work placement   0.033 ** -0.033 *   
Written assignments   0.039 ***   0.019 *** 
Multiple choice exams   0.029 ***   0.014 ** 
Oral presentations by students   0.029 *** 0.035 ** 0.020 *** 
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Figure 5.1:  
Distribution of graduates over broad economic sectors, by country (percent)10 
 

 
 
 
The distribution of graduates by occupational groups provides complementary 
information to their distribution among sectors. The main occupational groups are 
shown in Figure 5.2. 
 
Figure 5.2:   
Distribution of graduates over broad occupational groups, by country (percent) 
 

  
 
As can be seen in Figure 5.2, the majority of graduates in almost all countries work 
as professionals, with Germany and Austria showing the highest proportion of 
graduates in this group. The only country where this group is not the largest is Spain, 
where the largest group consists of technicians and associate professionals. There 
are strong differences between the NCMS, with almost three quarters of graduates in 
the Czech Republic and Poland working as professionals, compared to less than 
60% in Hungary, Turkey, Lithuania and Estonia. In general, the percentage of 
managers is relatively high in the NCMS, especially in Estonia, Poland, Turkey and 

                                                
10 Due to lack of reliable data on economic sector in Portugal, that country is omitted from Figure 5.1, as well as from 
Figure 5.4 which is also partly based on economic sector. 
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demand and the percentage that have undergone a reorganization in the past 12 
months, for the private sector and the public or non-profit sector. 
 
Figure 5.10:  
Percentage of graduates working in an organization experiencing unstable demand and the 
percentage who experienced a reorganization in the past 12 months, by country (private 
sector)   
 

 
 
What is immediately noticeable from Figure 5.10 is that a large proportion of 
graduates in all countries have experienced some form of reorganization in 12 
months preceding the survey. On average across all countries around half of all 
graduates report having experienced a reorganization, suggesting that the work 
environment for many graduates is indeed quite unstable. There are however large 
differences between countries, on both indicators. It is noticeable that the NCMS as a 
group score quite low on both indicators, indicating that graduates in those countries 
are exposed to a less volatile working environment on average than their peers in the 
northern and southern European REFLEX countries. Turkey and Slovenia form 
partial exceptions to this pattern, but even these countries occupy a less extreme 
position than for example Portugal, where almost 70% of graduates have 
experienced a reorganization, and Switzerland, where more than half of all graduates 
in the private sector are subject to unstable demand. 
 
Figure 5.11 shows the same indicators for the public and non-profit sectors. In the 
public and non-profit sectors, reorganizations are slightly less prevalent than in the 
private sector in most countries, and there are greater differences between countries 
in the prevalence of unstable demand. However, once again the NCMS emerge as 
countries where graduates are less often exposed to instability. A partial exception is 
formed by Turkey, in which public and non-profit organizations are relatively often 
exposed to unstable demand, although they are of all countries also least likely to 
have experienced a reorganization. 
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Figure 5.11:  
Percentage of graduates working in an organization experiencing unstable demand and the 
percentage who experienced a reorganization in the past 12 months, by country (public and 
non-profit sectors)   
 

 
 
Firms and organizations employing higher education graduates do no only respond 
to changes in their environment, they may also themselves be motors of change in 
the economy and society. In Figures 5.12 and 5.13 we look at the extent of 
innovation reported by graduates in their work organization in terms of product or 
service and of technology, tools or instruments. We start in Figure 5.12 with 
innovations in the private sector. 
 
Figure 5.12:  
Percentage of graduates working in an organization with a high or very high extent of 
innovation in terms of product or service and or technology, tools and instruments, by country 
(private sector)   
 

 
 
It appears from Figure 5.12 that a large proportion of graduates work in innovative 
organizations. There is a strong correspondence between both forms of innovations, 
so that countries that are innovating a lot in terms of their product or service also 
innovate a lot in the technologies used to produce that product or service. On these 
indicators the NCMS certainly do not form a coherent cluster. In fact, the NCMS are 
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distributed across the entire spectrum, with Hungary emerging as a country with 
relatively little innovation, and Turkey as a country where private firms employing 
higher education graduates are innovating a lot. Although the two kind of innovation 
appear to go together to a large extent, there are some interesting accents. For 
example, the German speaking countries and the Netherlands appear to innovate 
somewhat more in terms of product or service than in terms of production 
technology, whereas for Portugal the reverse is true. 
 
Figure 5.13 shows the extent of innovation for this working in the public and non-
profit sectors. 
 
Figure 5.13:  
Percentage of graduates working in an organization with a high or very high extent of 
innovation in terms of product or service and or technology, tools and instruments, by country 
(public and non-profit sectors)   
 

 
 
Not surprisingly, the extent of innovation is lower in the public and non-profit sectors 
in all countries than in the private sector. Nonetheless, in most countries it is still 
quite substantial. Again we see that the two types of innovation are strongly related, 
although less so than in the private sector. Again, the NCMS are distributed across 
the full range of countries in terms of innovation, with Hungary and Poland emerging 
as countries with relatively little innovation in the public and non-profit sectors, and 
Turkey again coming to the fore as a highly innovative country. It is interesting to 
note that the extent of innovation reported by Italian graduates working in the public 
and non-profit sectors is scarcely lower than that reported by their peers working in 
the private sector. 
 
Another way of looking at innovation is to look at the percentage of firms that are at 
the forefront when it comes to adopting innovations. Figure 5.14 shows this for the 
private sector and the public and non-profit sectors. Particularly in the private sector, 
a large proportion of graduates report that their organization is at the forefront when it 
comes to adopting innovations. Although this is less the case for the public and non-
profit sectors, the proportion there is also quite substantial. There are strong 
differences between countries, but once again, the NCMS do not form a coherent 
cluster. Both public and private sector organizations in Poland are relatively unlikely 
to be at the forefront when it comes to innovations, while Estonia and the Czech 
Republic are among the most innovative countries in this respect (although less so 
than Austria, Switzerland and Finland. Again, in Italy there is little difference between 
the private sector and the public and non-profit sectors. Interestingly, on this 
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indicator, Turkey no longer emerges as a strongly innovative country. This seems to 
indicate that, although Turkish organizations are very active in introducing 
innovations, they are more likely to follow the lead of others that to be at the forefront 
themselves. 
 
Figure 5.14:  
Percentage of graduates reporting that their organization was mainly at the forefront in 
adopting innovations, by country (private versus public and non-profit sectors)  
 

 
 
So far the indicators we have presented relating to innovation have complied strongly 
with a more or less traditional view of innovation. We would like to supplement this 
with a somewhat different view, namely the extent of innovation that takes place in 
terms of knowledge or methods. This perspective is important in the light of the role 
graduates are expected to play in the so-called knowledge society. Innovation does 
not always involve tangible features such as products, machines and so on, but can 
involve the creation of new knowledge, ideas and methods. Figure 5.15 sketches the 
extent of this kind of innovation. 
 
Figure 5.15:  
Percentage of graduates reporting working in an organization with a high or very high extent 
of innovation in terms of knowledge and methods, by country (private versus public and non-
profit sectors)  
 

 

39 40
42

40
38

44

39
42

44

49
52

51
54

50
48

54

58 56

62

23
24

22

29
31

29

37 36 36
35

32
35 35

40
43 42

46
48

44

0

10

20

30

40

50

60

70

PL PT FR ES TR LT IT SI BE NL HU DE NO UK EE CZ AT CH FI

F
o

re
fr

o
n

t 
o

f 
in

n
o

va
ti

o
n

 (
%

 )

private sector public and non-profit sectors

38

43
41

45
44 44

53
56

53
51

56
59 60

56
53

57
59 58 59

34

41

47
45

50
51

47 47
50

53 55
52 51

57
60

57

61 62 61

0

10

20

30

40

50

60

70

FR HU CH ES LT DE EE CZ NO IT TR PT PL NL AT BE FI SI UK

In
n

o
va

ti
o

n
: 

kn
o

w
le

d
g

e 
o

r 
m

et
h

o
d

s 
(%

)

private sector public sector



 84 

 
In most countries, a high proportion of graduates report that a high extent of 
innovation in terms of knowledge or methods. In contrast to the other two types of 
innovation, there is no strong distinction between the private sector and the public 
and non-profit sectors in terms of the extent of this kind of innovation. In fact, in 
several countries, such as Switzerland, Germany and Lithuania, innovation in terms 
of knowledge or methods is more a feature of the public and non-profit sectors than 
of the private sector. There are pronounced differences between countries, but again 
the NCMS do not form a coherent cluster. Slovenia is together with Finland and the 
UK highly innovative in this respect, while Hungary and France are least innovative. 
 
We now turn to the role graduates play in introducing innovations into the 
organization. The fact that an organization innovates to a high extent need not mean 
that graduates are themselves involved in introducing those innovations. Figures 
5.16 to 5.18 show the proportion of graduates in those organizations that innovate to 
a high or very high extent who actually play a role in introducing those innovations. 
 
Figure 5.16:  
Percentage of graduates working in an organization with a high or very high extent of 
innovation in terms of product or service and percentage of those graduates who play a role 
in introducing these innovations, by country  
 

 
 
In general, in organizations that innovate extensively in terms of product or service, 
higher education graduates often play a role in introducing those innovations. Given 
the fact that the percentage of graduates who play a role in introducing innovations 
has only been calculated based on those working in organizations where such 
innovations take place to a high or very high extent, it is interesting to note that there 
is at the country level a slight correlation exists between the two measures. However, 
this seems to be mainly driven by a few extreme countries. In Turkey, a relatively 
high percentage of organizations are innovative in this respect to a high or very high 
extent, and the graduates working in these organizations also relatively often play a 
role in introducing those innovations. By contrast, in France and Hungary, graduates 
working in the relatively few organizations that are innovative in terms of product or 
service relatively rarely play a role in introducing those innovations (it should be 
noted that this still applies to well over half of all these graduates). There are also 
countries that score high on only one of the two dimensions. In the UK, organizations 
do a lot of innovating in this respect, but graduates working in such organizations are 
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less often directly involved in introducing such innovations. In Estonia and Norway 
innovations are relatively rare, but when they occur graduates are usually involved. 
 
Figure 5.17:  
Percentage of graduates working in an organization with a high or very high extent of 
innovation in terms of technology, tools or instruments and percentage of those graduates 
who play a role in introducing these innovations, by country  
 

 
 
Despite strong differences between countries in the extent of innovation in 
technology, tools and instruments, there are few differences within organizations that 
innovate in this respect in the tendency of graduates to actually play a role in 
introducing innovations (see Figure 5.17). In fact, it is striking that far fewer graduates 
play such a role in any of the countries, than that played a role in introducing 
innovations in product or service. This seems to suggest that organizations are more 
inclined to outsource this kind of innovation, employing higher education graduates to 
make use of rather than to introduce them. 
 
Figure 5.18:  
Percentage of graduates working in an organization with a high or very high extent of 
innovation in terms of knowledge or methods and percentage of those graduates who play a 
role in introducing these innovations, by country  
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From the table we can see that the proportion of graduates with a high level of social 
learning activity is similar. On average, more than one out of five graduates 
experiences a high intensity of this job trait. Turkey shows a far higher prevalence of 
physical work than the other countries, with one in five Turkish graduates reporting a 
high intensity on this trait compared to far less than one in ten in all other countries. 
Turkish graduates show an exceptionally high level of codification, which in the 
survey was limited only to the observation of writing knowledge and the result of 
work. Well over half of all Turkish graduates show a high level of this knowledge 
management activity, compared to a tenth or less of graduates in other countries. 
The difference between Turkey and the other countries on this indicator is so great 
that we suspect that the question has been understood differently by Turkish 
graduates. For this reason, this indicator has been excluded from the subsequent 
analyses in this chapter. Data management, electronic or by other means, 
characterizes the job of every fifth graduates, with the highest proportion seen in 
Turkey (around a quarter) and the lowest in Hungary (around one in eight). Lastly, we 
look at internalization. This type of learning most closely resembles the prevailing 
learning type in higher education, but in the world of work less than one in ten 
graduates are engaged in such activities to a high extent. Turkey is again the country 
with the highest level of intensity on this activity.  
 
Each of the five types of knowledge management types in itself provides indicative 
information for exploring knowledge requirements at work. However, looking at them 
as a means or context of knowledge creation they can be considered as an additional 
dimension of job characteristics. Using the regression analysis presented in Table 
5.9 we explore to what extent knowledge management process at work impact the 
demand for competences and the utilization of knowledge and skills in general. In the 
analyses we control for the effects described in the previous section.  
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the production and training approaches. The training approach relies on 
comprehensible signals about job seekers that firms operating in an OLM can use to 
fill vacancies. This approach is cost efficient for firms because they need not to bear 
such high expenses for training. Better signalling can reduce search costs for 
employees as well (Spence 1974). If employers cannot rely on OLM, they will create 
ILM and turn to the production approach. Alternate terms for the same distinction are 
the organizational and qualificational mobility spaces (Maurice et al. 1986, Müller and 
Shavit 1998). The latter type (qualificational space or OLM) is structured 
predominantly along the corresponding tracks of vocational training in the national 
educational system. The former type (organizational space or ILM) refers to those 
countries that cannot rely on employment related training systems, where the level of 
vocational specificity is lower and where, consequently, the training of the workforce 
is tied to the internal labour markets in the firms. Under the conditions of OLM, labour 
market entry is expected to be faster and the match between qualifications and jobs 
is expected to be better (Allmendinger 1989). 
 
An earlier research project on this topic (CATEWE) suggested that national systems 
for school-to-work transition formed a single continuum, with countries like Germany 
at one end of the scale having strong occupational labour markets, standardized and 
track-differentiated education systems, and strong links between education and the 
labour market. Countries like the United Kingdom and Ireland at the other end of the 
continuum are dominated by internal labour markets, with less standardized and less 
differentiated education systems, weaker links between education and the labour 
market and little formal work-based training (Smyth et al. 2001). 
 
However, when testing this concept in a more detailed manner, Gangl (2001, 2003a) 
went beyond the dichotomy and described three clusters of EU-15 countries with 
regard to patterns of labour market entry. A first group comprises a set of countries 
with extensive vocational training systems and occupational labour markets (Austria, 
Germany, Denmark and the Netherlands). A second group includes the rest of the 
Western and Northern European nations but also Spain, with an emphasis on 
general education and a more pronounced internal labour market organization, 
where allocation predominantly relies on experience. Finally, Italy, Portugal, and 
Greece form the third group as a separate Southern European cluster with strong 
qualification and strong experience effects at the same time, and where 
unemployment risk is high in the early career and mobility is scarce but stability is 
high once initial employment has been secured. 
 
Regarding the new EU-member states, the OLM versus ILM distinction is obviously a 
relevant approach. The targeted studies on these countries found that Slovenia, the 
Czech Republic and Poland are closer to the OLM end, while Estonia, Lithuania and 
Hungary are closer to the ILM end of the continuum (Kogan et al. 2008). 
 
It is important to keep in mind that earlier research on school-to-work transition cited 
above referred to a broader population of school leavers and was not restricted to 
higher education graduates. Nevertheless, the variation in the degree of vocational 
specificity or of educational signalling is generally not limited to secondary education, 
but holds for higher education to some extent as well. Tertiary education in the 
countries with an OLM reveals features of the vocational versus academic duality, 
while the linear type of higher education in accordance with the so-called Bologna 
system is traditionally more characteristic for the countries with ILM. 
 
The second approach, based on employment protection legislation (EPL), is 
expected to affect both labour market entry and further mobility of new entrants out of 
the first job. The basic assumption is that stricter legislation is associated with more 
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difficult entry and a lower level of mobility. As employment protection favours the 
insiders who are employed, it decreases the vacancies and the availability of new 
jobs for new entrants. At the same time those who managed to enter the labour force 
will be less inclined to consider moving to another job; first employment will not be a 
stepping stone but rather young people will tend to get trapped in their first jobs. 
Thus, a higher degree of EPL reduces unfavourable risks of unemployment, but also 
favourable chances for upward mobility. 
 
Gangl (2003b) used selected countries from the EU LFS data in order to investigate 
the early careers of labour market entrants. In this study, the Anglo-Saxon nations as 
well as the Scandinavian countries were considered as low EPL societies. The labour 
market is apparently weakly regulated in the liberal societies. However, social 
democratic welfare states also do not apply strong employment protection legislation. 
Stricter EPL is more characteristic for the corporatist and the Southern European 
societies. Saar et al. (2008) and Unt (2007) investigated the school-to-work transition 
process for the new EU-member states in comparison to the EU-15. They state that 
Hungary and Slovakia have the most flexible labour legislation, followed by the 
Czech Republic and Poland. Estonia and Latvia occupy middle positions, while 
Lithuania and Slovenia have the most restrictive labour regulation.  
 
Based on the combination of these two approaches, the 18 countries involved in the 
analysis may be grouped as in Table 6.1. 
 
Table 6.1: 
Country groups based on the two mechanisms considered (OLM / ILM and EPL) 
 
 Strict EPL Less strict EPL Less weak EPL Weak EPL 

     

OLM (high educational signalling) AT, DE, SI NL CZ, PL  

ILM (low educational signalling) LT BE, FR, ES, EE FI, NO UK, HU 

Southern Europe  IT, PT, TR   

     

 

6.3 Dimensions and indicators for the country 
patterns 
 

Based on the overview of previous studies given above, four dimensions were 
chosen for the empirical analysis in this chapter. Primarily on the basis of the OLM / 
ILM distinction, the countries will be investigated according to (1) labour market entry 
and (2) the match between qualification and current job. The assumption is that an 
OLM is more efficient in these respects. Moreover, weak EPL also makes labour 
market entry faster. Chiefly on the basis of employment protection legislation, (3) 
mobility out of first job and (4) unemployment experience between labour market 
entry and survey time were selected. As lower EPL generates more flexibility in the 
labour market, it is expected to lead higher job mobility and higher risks for 
unemployment. 
 
One consequence of choosing these dimensions is the fact that this chapter will 
focus only on those graduates who entered the labour force. This restriction is 
important in the light of the existing literature where the rising unemployment risk 
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Table 6.2: 
Dimensions and indicators for country clustering 
 

 
Labour market entry Mismatch Mobility experience 

Unemployment 
experience General typology 

      

1 Length of job search: 
over 6 months 

Working in a job that 
does not require a 

HE diploma 
Left first employment Unemployed ever 

Length of job search: 
over 6 months 

2 LM entry before 
graduation 

Feeling of being 
overeducated 

Spent less than 12 
months in first 
employment 

Unemployed more 
than 2 times 

Unemployed ever 

3 
 

Feeling that field of 
study fits exactly to  

the job 

First and current job 
differ 

Unemployed longer 
than 12 months 

Working in a job that 
does not require a 

HE diploma 

4  Feeling that skills 
are underutilized 

  Feeling of being 
overeducated 

5     Feeling that skills 
are underutilized 

      

 

6.4 Country patterns 
 
The findings of the analysis are presented in five sections. Each section includes a 
so-called dendogram, which is a graphical representation of the clustering procedure. 
Cluster analysis starts from 18 cases (each country represents itself) and the 
dendogram displays how countries that are more similar and closer to each other will 
be grouped together. This grouping process ends when all 18 countries are united. 
The other information presented for each dimension is one cluster solution with a 
given number of the clusters. The name of the countries is listed for each cluster and 
the differences between the clusters are interpreted on the ground of differences by 
the given indicators. 
 

6.4.1 Labour market entry 
 
According to the dendogram in Figure 6.1, there are clear groups of countries that 
are similar and close to each other with respect to the labour market entry indicators: 
UK, Portugal and Italy; France, Germany and Belgium; Austria, The Czech Republic 
and Poland; Finland, Lithuania and Estonia. Slovenia turns out to be similar to this 
latter group of three countries; then these four nations turn out to be definitely 
different from the rest and remain a separate cluster according to the dendogram. 
Spain, Hungary and Turkey seem to be another separate cluster where countries are 
similar to each other but rather different from the rest. In a sense all the other 
countries are closer to each other and can be clustered together by the method. 
Nevertheless, it is worthwhile and possible to show some differences among them, 
too. The preferred cluster solution is presented in Table 6.3 together with the 
selected indicators for characterizing labour market entry. 
 
It looks that one separate cluster of the countries involves those where graduates 
faced difficulties for labour market entry in terms of the indicators used here. Both the 



 113 

proportion of those who managed to start to work before graduation was significantly 
lower and the proportion of job search was significantly longer in Turkey, Spain and 
Hungary (cluster 1). The other distinct group of countries is Finland, Lithuania, 
Estonia and Slovenia. The proportion of those who began to work during studies was 
high in these countries and job search was also remarkably shorter (cluster 4). 
Slovenia is a bit of an outlier in this group (also shown by the dendogram) because of 
a relatively longer job search. 
 
Figure 6.1: 
Dendogram of the hierarchical cluster analysis on labour market entry* 
 

 
* Indicators: Entered the LM before graduation; Spent more than 6 months with search for first job; Standardization: 
z-score; Distance: squared Euclidian; Method: Ward 

 
For the rest of the countries, the clusters are based on the different combinations of 
the two indicators. France, Germany and particularly Belgium have much lower 
proportions of graduates entering the labour force before getting their diploma but the 
time spent for job search was slightly less than the mean value in the bottom line of 
table. In comparison with this group, a larger proportion of graduates started to work 
before completing their studies in Italy, UK and Portugal but time spent for job search 
was slightly longer for the rest of graduates. Nevertheless, these countries belong to 
the same cluster 2. Finally, cluster 3 consists of an interesting combination of 
countries. In Norway, the Netherlands and Austria and particularly Poland and The 
Czech Republic a relatively large percentage of graduates began to work during their 
studies (but not as many as in the countries in cluster 4). At the same time, 
graduates needed less time than average to find their first job in these countries. 
 

                         Rescaled Distance Cluster Combine  
 
    C A S E      0         5        10        15        20        25  
  Label     Num  + --------- +--------- +--------- +--------- +--------- + 
 
  UK          7   �«�± 

  Portugal   11   �«�­�«�± 

  Ital y       1   �«�° �²�«�«�«�± 

  France      3   �«�± �¬   �¬ 

  Germany     5   �«�­�«�°   �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�± 

  Belgium    12   �«�°     �¬                                 �¬ 

  Netherlands 6   �«�´�«�±   �¬                                 �¬ 

  Norway      9   �«�° �²�«�«�«�°                                 �¬ 

  Austria     4   �«�± �¬                                     �²�«�«�«�«�«�«�«�± 

  Czech Rep. 10   �«�­�«�°                                     �¬       �¬ 

  Poland     17   �«�°                                       �¬       �¬ 

  Spain       2   �«�´�«�«�«�±                                   �¬       �¬ 

  Hungary    18   �«�°   �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�°       �¬ 

  Turkey     15   �«�«�«�«�«�°                                           �¬ 

  Finland     8   �«�±                                               �¬ 

  Lithuania  16   �«�­�«�±                                             �¬ 

  Estonia    13   �«�° �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�° 

  Slovenia   14   �«�«�«�°��

 



 114 

Table 6.3: 
Country groups (4 cluster solution) for labour market entry * 
 

Clusters Country Entered the LM before graduation Spent more than 6 months with search 
for first job 

  % % 
    
1 Hard and slow TR 16 30 
 ES 15 21 
 HU 15 17 
    
2a FR 15 08 
 DE 14 09 
 BE 06 07 
    
2b IT 16 12 
 UK 20 11 
 PT 21 11 
    
3 NO 16 05 
 NL 22 03 
 AT 24 07 
 CZ 29 04 
 PL 28 09 
    
4 Easy and fast SI 55 12 
 FI 42 06 
 LT 46 06 
 EE 50 05 
    
Total  25 10 
    
* Graduates who have never entered the labour force are left out from the analysis. 

 

6.4.2 Match between qualification and current job 
 
The structure of patterns for match between education and current occupation seems 
to build up from a series of pairing countries together as shown by the first step of the 
dendogram. Some of these pairs look plausible in the light of the assumptions listed  
in Table 6.1. For example, France and Estonia at the top of Figure 6.2 both belonged 
to the ILM and the less strict EPL group. Similarly, it is not surprising that Austria and 
Germany turn out to be close to each other. The next pair of Finland and Norway 
happened also to be in the same cell of Table 6.1 for ILM and less weak EPL. Italy 
and Turkey both represent Southern European nations with less strict EPL, while UK 
and Hungary were predicted as having low educational signalling and weak EPL. 
Nevertheless, the full picture is not perfect, as the Czech Republic and Belgium seem 
to be close to each other, contrary to the dimensions in Table 6.1. The Netherlands 
and Slovenia also form a pair: though both are OLM countries, the strictness of EPL 
differs for them.  
 
As the clustering of the countries continues, there seem to be four characteristic 
groups appearing in the end, countries that are closer to each other but dissimilar to 
the rest. The difference among these clusters in the light of the four indicators is 
displayed in Table 6.4. There are five countries with a good match where a low 
proportion of graduates work in jobs not requiring a diploma (ISCO 3-9), few of them 
feel they are overeducated or have a job where skills are underutilized, and a large 
proportion of them think that their current job fits exactly to their field of study (cluster 
1). Finding Austria and Germany in this cluster is less surprising (though subjective 
underemployment is quite high in Austria) than the other countries like Estonia, 
France or Poland. But for example in Poland, where the proportion of graduates who 
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have ever entered the labour market entry is lowest, subjective underemployment is 
low and the match between field of study and the job is the highest. 
 
Figure 6.2: 
Dendogram of the hierarchical cluster analysis on mismatch between qualification and current 
job* 

 
* Indicators: Underemployed: current job is in ISCO major group 3-9; Respondent feels that current job does not 
require any tertiary education; Respondent feels that current job fits exactly to his/her field of study; Respondent feels 
that skills are underutilized in current job.  
Standardization: z-score; Distance: squared Euclidian; Method: Ward 
 

Table 6.4: 
Country groups (4 cluster solution) for mismatch between qualification and current job* 
 

Clusters Country 
Current job is 
ISCO 3-9 with 

diploma 

Feels that current 
job does not 
require a HE 

diploma 

Feels that current 
job fits exactly to 

field of study 

Feels that skills 
are underutilized 

in current job 

  % % % % 
      
1 Best match AT 06 10 40 24 
    PL** 11 04 59 30 
 EE 17 04 44 25 
 FR 21 03 43 26 
 DE 15 07 39 27 
      
2 NO 19 03 33 18 
 PT 21 08 33 12 
 FI 28 05 35 22 
      
3 BE 27 02 26 28 
 SI 23 08 25 28 
 NL 29 07 25 28 
 CZ 21 04 32 32 
 LT 25 07 32 38 
      
4 Worst match TR 30 11 38 30 
 IT 30 12 34 30 
 HU 39 15 24 29 
 UK 40 14 24 32 
 ES 63 17 22 32 
      
Total  26 08 34 27 
      
* Graduates who have never entered the labour force are left out from the analysis.  
** The proportion of those who never had any paid work since graduation is the highest in Poland (21%). 
 

                         Rescaled Distance Cluster Combine  
 
    C A S E      0         5        10        15        20        25  
  Label     Num  + --------- +--------- +--------- +--------- +--------- + 
 
  France      3   �«�´�«�± 

  Estonia    13   �«�° �²�«�«�«�± 

  Austria     4   �«�´�«�°   �²�«�«�«�«�«�«�«�± 

  Germany     5   �«�°     �¬       �¬ 

  Poland     17   �«�«�«�«�«�«�«�°       �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�± 

  Finlan d     8   �«�´�«�±           �¬                                 �¬ 

  Norway      9   �«�° �²�«�«�«�«�«�«�«�«�«�«�«�°                                 �¬ 

  Portugal   11   �«�«�«�°                                             �¬ 

  Netherlands 6   �«�´�«�±                                             �¬ 

  Slovenia   14   �«�° �²�«�±                                           �¬ 

  Czech Rep  10   �«�´�«�° �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�±                           �¬ 

  Belgium    12   �«�°   �¬               �¬                           �¬�� 

  Lithuania  16   �«�«�«�«�«�°               �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�° 

  Italy       1   �«�´�«�«�«�±               �¬ 

  Turkey     15   �«�°   �²�«�«�«�±           �¬ 

  UK          7   �«�´�«�«�«�°   �²�«�«�«�«�«�«�«�«�«�«�«�° 

  Hungary    18   �«�°       �¬ 

  Spain       2   �«�«�«�«�«�«�«�«�«�°��
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Figure 6.3: 
Dendogram of the hierarchical cluster analysis on mobility experience out of first employment 
/ job* 

 
* Indicators: Left first employment; Spent less than 12 months in first employment; Moved to another job; 
Standardization: z-score; Distance: squared Euclidian; Method: Ward 

 
Only Lithuania and Estonia form cluster 2, where job mobility is very high, more than 
half of the respondents work in a different job five years after graduation than the one 
they started after entering the labour force. Thus the two Baltic countries and Norway 
seem to have the most flexible graduate labour market in this respect. A large 
proportion, two thirds of the degree holders, left first employment as well, but the 
special feature of the Baltic countries is that the mobility process was slower: the 
proportion of those who spent less than 12 months in the first job is just above ten 
percent and far below the overall mean. 
 
The next group of countries, in which graduates can be labelled as medium mobiles, 
consists of the large number of eight nations (cluster 3). The common pattern in 
these countries is an amount of mobility out of first employment that, although it 
exceeds half of the graduates in those countries, is around the average over all 
countries. The time spent in the first employment is close to the overall average as 
well. Only Portugal turned out to be more mobile regarding first employment. 
However, the Portuguese graduates seem to be a special case because they are 
rather strongly immobile in terms of changing jobs. Despite of strong mobility in terms 
of employment, only one-third of them currently work in a different job than the one 
they started out in. A low level of job mobility characterizes France and Austria as 
well: this triad is clearly visible in the dendogram of Figure 6.3. In fact, mobility in 
terms of employer change and job change seems to coincide in most of the 
countries, except for these three. 
 
  

                         Rescaled Distance Cluster Combine  
 
    C A S E      0         5        10        15        20        25  
  Label     Num  + --------- +--------- +--------- +--------- +---- ----- + 
 
 
  Czech Rep  10   �«�´�«�± 

  Slovenia   14   �«�° �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�± 

  Italy       1   �«�´�«�°                                             �¬ 

  Germany     5   �«�°                                               �¬ 

  UK          7   �«�´�«�«�«�±                                           �¬ 

  Turkey     15   �«�°   �²�«�«�«�«�«�±                                     �¬ 

  Norway      9   �«�«�«�«�«�°     �²�«�«�«�«�«�«�«�«�«�«�«�«�«�±                       �¬ 

  Spain       2   �«�«�«�«�«�«�«�«�«�«�«�°             �¬                       �¬ 

  Estonia    13   �«�´�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�±   �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�° 

  Lithuania  16   �«�°                   �¬   �¬ 

  France      3   �«�±                   �²�«�«�«�° 

  Austria     4   �«�­�«�«�«�±               �¬ 

  Portugal   11   �«�°   �²�«�«�«�«�«�«�«�«�«�«�«�«�«�«�«�° 

  Finland     8   �«�±   �¬ 

  Belgium    1 2   �«�­�«�«�«�° 

  Netherlands 6   �«�³ 

  Hungary    18   �«�³ 

  Poland     17   �«�° 











 122 

Table 6.7: 
Country groups (5 cluster solution) for LM entry and early career of young graduates in 18 
countries* 
 

Clusters Country 

Spent more 
than 6 months 
with search for 

first job 

Unemployed 
ever 

Underemployed: 
Current job is 
ISCO 3-9 with 

diploma 

Feels that 
current job does 

not require a 
diploma 

Feels that skills 
are 

underutilized in 
current job 

  % % % % % 
       
1 NO 5 21 19 3 18 
 EE 5 23 17 2 25 
 FI 6 33 28 5 22 
 NL 3 25 29 7 28 
       
2 PT 11 42 20 8 12 
       
3 AT 6 38 6 10 24 
 FR 8 36 21 3 26 
 DE 9 35 15 7 27 
 BE 7 35 27 2 28 
 CZ 5 36 21 4 32 
 PL 9 42 11 4 30 
 SI 12 29 23 8 28 
 LT 6 34 25 7 38 
       
4 IT 12 35 30 12 30 
 UK 11 34 40 14 32 
 HU 17 41 39 15 29 
       
5 TR 30 54 30 11 29 
 ES 21 62 63 17 32 
       
Total  10 36 26 8 27 
       

* Graduates who have never entered the labour force are left out from the analysis. 
 
 

6.5 Discussion of the results 
 
The aim of this chapter was to detect some specific country patterns on the basis of 
similarities in selected features for labour market entry and early career of graduates 
in 18 nations. For this purpose the method of cluster analysis was applied. The 
analysis considered four dimensions: labour market entry, match between 
qualification and current job, mobility out of first job and unemployment experience. A 
general typology for the countries was also developed.  
 
A few remarks should be made regarding the results before summarizing them. 
Firstly, there is a selection effect in consequence of defining the dimensions and 
indicators for the analysis: those graduates who did not enter the labour force were 
not investigated. Second, the definition of the indicators may have an impact on the 
results. The length of the chapter did not allow us to present alternate solutions for 
the various dimensions. Choosing between the possible cluster solutions was 
definitely affected by the number of cases (18 nations) and by consideration for 
interpretation. Third, it should be apparent that the country patterns by the clusters 
differ according to the various dimensions and this cannot be regarded as a 
contradiction. For this reason, a general typology was also developed on the basis of 
indicators from various dimensions. 
 
Variables used in this chapter were chosen by taking into account previous 
comparative analyses on the transition from school to work. These earlier studies 
had two main features. On the one hand, they focussed on the institutional variation 
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in the educational system and the labour market of European societies in terms of 
vocational specificity, educational signalling, tracking of the school system, 
employment protection legislation, and the insider versus outsider character of the 
labour market. On the other hand, previous research focussed on a broader circle of 
school leavers and was not restricted to graduates. This brings some limitations in 
the applicability of the prior results to the present study, even if the main concepts 
outlined in the chapter are thought to be relevant for higher education and for the 
specific labour market for graduates as well. 
 
In line with the goals of providing an explorative view on the similarities and 
differences in these 18 countries, the cluster types as such turned out to be well 
interpretable. At the same time, it is not always easy to link the empirical findings to 
the conceptual predictions in some countries, whereas other countries conform more 
closely to the theory. The next paragraphs will deal with this issue and attempts to 
connect the empirical finding to the predictions. 
 
In theory, labour market entry ought to be easier and faster and the match between 
education and job ought to be better in those countries where vocational specificity 
and educational signalling is stronger, that operate under an OLM and where 
employment protection legislation is weaker, providing less protection for insiders in 
the labour force against new labour market entrants. These societies are not the 
same even in theory. On the contrary, the classic examples of OLMs like Germany 
and Austria are typically characterized by strict employment protection legislation. 
 
Contrary to expectations on the basis of the OLM hypothesis, graduates in Germany 
did not enter the labour market much faster than average. The German case could 
however be accounted for by the EPL concept, where insiders are protected in the 
labour market, making entry into the labour force more difficult. In some other OLM 
countries like Austria, the Netherlands and the Czech Republic, the data show quite 
a fast entry for graduates. Slovenian respondents turned out to be in an 
advantageous situation as well, but this was due to the large proportion of graduates 
who already started to work during their studies. For the other part of the Slovenian 
graduates, it took quite a long time to find the first job, and this is in accordance with 
the strict EPL there. Graduates in some of the ILM countries like the UK and Spain, 
and also in the Southern European states (Italy, Portugal, Turkey), needed a much 
longer time to enter the labour market. Finding a first job was rather quick in Norway 
and Finland where EPL is weak, although vocational specificity and educational 
signalling is not high. This holds for Estonia and Lithuania as well, but these cases 
contradict the predictions, as both operate along ILM, and EPL is strict. Labour 
market entry before graduation was also high in these two countries. 
 
Germany and Austria confirm the theory of OLM with the good match between 
education and current job. But countries like France and Estonia fail to conform to 
expectations: these societies operate under ILMs, but qualifications and jobs seem 
nonetheless to be well harmonized. Countries where graduates are strongly 
underemployed, and feel that their job does not match their field of study and that 
their skills are underutilized (Spain, the United Kingdom, Hungary) belong to the ILM 
setting. One could expect a better match in the Netherlands or Slovenia as typical 
OLM countries according to previous studies, but underemployment and over-
education is about average in these countries. The mismatch between qualifications 
and jobs appears due to the opinion of graduates that their field of study does not fit 
their current occupation. 
 
Theory predicts that mobility out of first employment ought to be stronger in countries 
where EPL is weak and less frequent in societies where the labour market is more 




























