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Graduate recruitment 

Graduate recruitment refers to the process in which employers attract and select university-

leavers for their vacancies. Traditionally large corporate organisations offered graduate 

schemes, i.e., structured training and development programmes, whereby graduates are 

socialised into leadership roles. Graduate schemes are highly competitive. In most 

industrialised nations, there is an imbalance between the number of students graduating from 

universities and available high-skilled jobs that require a university degree (of which graduate 

schemes are a proportion) (Green and Henseke, 2016).  

The most common ways through which employers attract university-leavers include: 

engaging with candidates while still at university (e.g., campus visits, also referred to as 

‘milk-rounds’); early recruitment while students are in their final year; and using internships 

and work experience to build relationships. Company website, external job boards, social 

media marketing and virtual career fairs are important tools for attracting university-leavers. 

For large employers, attracting the right candidates is a major challenge, whereas small firms 

(and large firms in less attractive sectors, e.g., caring, or without a strong employer brand) 

struggle attracting a large enough pool of applicants.   

Most employers impose minimum entry requirements based on degree achievement. 

Alongside this initial screening, psychometric tests and online ability tests are also used 

commonly in shortlisting applicants for further assessment. Assessment centres and 

interviews are amongst the most used methods. Situational judgment tests are also 

increasingly more common in assessing candidates’ future potential. Other graduate selection 

methods include (but not limited to) gamified assessments, group presentations, case studies 

and role play exercises. The purpose of selection for large employers is entry into graduate 

trainee programmes, whereas small firms are more likely to require the candidates to be 

work-ready and contribute from day one (Stewart & Knowles, 2000). Selection in small 

employers tend to be less sophisticated as they require less standardisation amongst 

candidates, due to the smaller applicant pool. 

Graduate recruitment is increasingly more person- rather than job-related, where emphasis is 

on candidates’ transferable skills, as well as attitude and personality (Branine, 2008). 

Graduate employability, i.e., graduates’ chances of attaining and maintaining employment 

upon graduation, is therefore contingent on a combination of hard (e.g., subject specific 

know-how) and soft skills (e.g., communication, teamworking and problem-solving), as well 

as career management skills, such as career exploration and networking (Bridgstock, 2009). 

Work experience, e.g., internships, placements and voluntary work, and extracurricular 

activities contribute positively to graduate employability.  

Critics argue that graduate recruitment may serve to heighten inequalities in societies. Some 

employers specifically target elite institutions which attract students from more socially 

advantaged backgrounds. Moreover, the skills and competencies sought after in the selection 

process are argued to be socially constructed, mimicking the attributes of senior management 

in large corporations. Social networks are important for developing these competencies and 

access to opportunities. However, graduates from disadvantaged backgrounds (e.g., first 

generation students) often do not have access such networks.  Use of online networking, e.g., 

social media, and online recruitment and selection methods may contribute to levelling of 

inequalities. 
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