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Lincolnshire and Rutland Public Sector Compact

Minutes of Graduate Task and Finish Group

DonkinITEX Learning Lounge – Boston, 27th November 2007

Present 

Vicki Baddeley


Success Matrix (Chair)
Derrick Brown



Jobcentre Plus

Chris Donkin 



Facilitation Support for the Compact

Sara Hobson



Success Matrix

Rachael Hosking 


Lincolnshire County Council

Alison Lawrence 


Connexions

Met with separately:

John Watkinson


Lincolnshire PCT

Introductions and links to graduate retention and attraction

The group discussed their involvement in graduate retention as follows:

SH – Graduate Programmes Manager for Success Matrix, delivering student/graduate skills development and retention programmes in the East Midlands.

CD – Provides facilitation work for the Public Sector Compact and is the sole proprietor of Donkin Itex. Chris has experience of recruiting graduates into his own organisation. 

RH – Lincolnshire County Council Corporate Recruitment Team.  

AL – Labour Market Manager and Information Manager for Connexions.

DB – Employer Engagement Manager for Jobcentre Plus.   

JW – Employee Resources Manager for Lincolnshire PCT, looking to increase the number of graduates in the workforce. 

Overview of research findings from the ‘Graduates in the Lincolnshire Labour Market’ report

VB distributed a summary of the main findings from the report and ran through the main statistics including (i) Lincolnshire has a disproportionately low number of graduates compared to the rest of the East Midlands and Great Britain; (ii) the net outflow of graduates is greater than the net inflow and (iii) 50% of the final year students surveyed expected to be working in the public sector three years after graduation, although unfortunately most of these don’t expect to be working in Lincolnshire.

Identifying barriers to graduates entering the public sector

The group were asked to identify potential barriers to graduates entering the public sector, from the perspective of their own experiences and practices. Identified barriers included:

Poor graduate perceptions of public sector roles 

(i) Graduates are unaware of the wide range of roles and careers available. (ii) Graduates are generally unaware that public sector starting salaries and responsibilities can increase rapidly from entry level. (iii) Local public sector opportunities are not necessarily promoted to students during university, and many students don’t consider it an option.    
Public sector recruitment practices don’t attract graduates 

Vacancies which may be ideal for graduate candidates are not necessarily advertised and promoted with graduates in mind.  For example, ‘essential’ criteria could be 2 years experience, which would deter graduate applicants. 

Graduates don’t receive extensive careers advice, guidance or support 

Graduates are not seen as a ‘disadvantaged’ or ‘high need’ group, therefore it is difficult to offer support due to the lack of funding available. 

Public sector employers (and employers as a whole) are unaware of the skills and competencies gained in general degree courses. 

Public sector organisations may not necessarily want to attract graduates. 

Ideas for change across individual organisations and the public sector as a whole

The group put forward suggestions to tackle the barriers discussed above.  Ideas included the following:

Research the need for graduates in the public sector locally - There is a lot of anecdotal evidence surrounding graduates in the public sector but we are lacking concrete evidence. This could be achieved by contacting all the HR representatives on the PSC contacts list and establishing their current practices and needs for graduate skills/competencies.  

Public sector employers could offer placement years/projects to graduates and students - West Lindsey District Council are investigating this at present. 
Investigate the possibility of a public sector careers event - Possibly as part of the proposed research. 

Investigate the possibility of an all faculty careers event at the universities.

Raise awareness of the ‘brain drain’ to HR managers on the PSC contacts list  

Request that HR managers flag jobs as suitable for graduates where applicable

Raise awareness of the PSC vacancy page to students and graduates – VB already sent the link to Mandy and Sandra at the University of Lincoln Careers Service. 

Case studies which highlight graduate success stories in the public sector could be developed and promoted to both students/graduates and employers.

Ideas and best practice should be shared across the public sector via the compact – JW has plans to take on a significant number of graduates over the next year and has identified a number of steps to put in place to achieve this. This includes the development of a ‘graduate friendly’ toolkit to help managers create and recruit to a new post, and the setting up of a one off workshop for senior managers to brainstorm the recruitment of staff. The meeting will include external stakeholders such as educational establishments and possibly PSC members. This could enable public sector organisations to work together and pool resources to attract more graduates.

Action – JW to outline proposed plans to attract more graduates, and invite PSC members to the workshop. 

Draft plan for change to feed back to the recruitment and retention theme group meeting on December the10th

It was agreed that the issue is too large in scope to develop a plan for change immediately, however the main points from the meeting will be presented at the recruitment and retention theme group meeting. 

Action – VB to feedback the main points from the group.
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