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Abstract. This article considers various subjective and qualitative measurements of career
outcomes and success found in national-level graduate surveys in the United Kingdom and
Australia. It reviews how these measures might add to our broader understanding of career
success aligned with social cognitive career theory (Lent et al., 2002) and reflects on the
concept of “scarring” (Borland, 2020). These considerations help assess the value of
measuring subjective and qualitative information on graduate career outcomes and how
such insights might inform career and employability services and inclusive and integrated
career-focused activities in higher education.
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The United Kingdom (UK) and Australia have a long history of graduate surveying, with
many decades of comprehensive national graduate outcomes data from higher education
(HE; Frawley & Harvey, 2015). Measurements of graduate outcomes are used by individual
HE providers, the HE sector, and national governments in multiple ways, such as a mark of
quality or an indicator of value for money, as information for potential candidates, and as a
factor in funding allocations.

Initially, this paper outlines the HE context in both the UK and Australia. It looks at the
graduate surveying process and provision in each country, drawing out a selection of the
subjective measures in each survey to inform the reader about the data available and its
existing and potential uses. This is then considered in light of careers and employability
theory and research, and recommendations are drawn for career professionals, HE
providers, the HE sector, and local and national governments. The paper explores to what
extent additional self-reported measures in graduate surveys add to our broader
understanding of career journeys and success.

Theoretical Frameworks

This paper takes a rigorous approach grounded in careers and employability research by
utilising social cognitive career theory (Lent et al., 2002), which focuses on individual
thought processes when making career decisions. This theory “highlights people’s
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capacity to direct their own vocational behaviour (i.e., human agency), yet it also
acknowledges the many environmental influences [...] that serve to strengthen, weaken, or
even override human agency in career development” (Lent et al., 2002, p. 277). This
marrying of career decision-making with the external factors that may support or limit the
individual’s ability to enact, or follow through on, their plans has the potential to be further
explored through the subjective questions in the UK Graduate Outcomes Survey (UK-GOS)
and the Australian Graduate Outcomes Survey (Aus-GOS) that explore how personal
circumstances affect career decision-making and success. Furthermore, social cognitive
career theory identified personal characteristics that affect graduate outcomes, such as
sex and gender, ethnicity, disability, and socioeconomic status (Bolton & Lewis, 2024; The
Sutton Trust, 2021; Toogood, 2025). It also focused on how contextual influences, such as
family or peers, combine with self-efficacy beliefs and the individual’s outcome
expectations to affect career choice behaviours. Other contextual influences include
economic background as well as ‘person inputs’ such as gender, ethnicity, and disability.

Looking more broadly at what is known about careers, existing employability research
underscores the importance of adopting a long-term perspective, considering career
development across a lifespan rather than focusing solely on the first job after graduating
(Tymon, 2013). Nevertheless, national policymakers, HE providers, and individuals often
emphasise the graduates’ first destination as a measure of success, potentially because
this is the primary focus of graduate outcomes surveys. A significant proportion of students
pursue HE primarily to enhance their employment prospects (Baik et al., 2019). A key
measure of success from the students' perspective may, therefore, be whether their
degree has met this expectation and whether they have secured a role.

Reviewing Australian data, 79% of graduates secure full-time employment within 4-6
months of completing their degrees (Aus-GOS, 2023). However, a notable 27.8% are
employed in positions where they do not fully utilise their skills or qualifications (Aus-GOS,
2023). This condition, termed "career-undermatching," involves graduates accepting roles
below their skill levels and qualifications. Pennington and Stanford (2019) noted that this
mismatch typically leads to lower wages and restricted career advancement, with
long-term adverse consequences to overall well-being and lifetime earnings. This pattern
is also seen in the UK, where research from the Social Mobility Commission in 2017
showed that over a decade, only one in six workers who started that period in low-paid
work could be classed as “escaper” who successfully made a sustained move away from
low paid work by the end of the period (D’Arcy & Finch, 2017). Graduates who begin their
careers in positions that underutilise their skills are likely to remain underemployed, a
phenomenon known as "scarring" (Borland, 2020). These roles often offered lower job
satisfaction and stability (Pennington & Stanford, 2019), leading to prolonged negative
impacts on a graduate’s career trajectory (Bills et al., 2017; Ng & Feldman, 2007).

Social cognitive career theory reminds us that graduates from low socioeconomic status
backgrounds are particularly vulnerable to these outcomes, facing higher risks of
unemployment and underemployment. Bradley et al. (2008) found that Australian
graduates from lower SES backgrounds were disproportionately represented in
non-graduate roles—jobs that do not require a degree. Upon graduation, students from
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low SES backgrounds experienced lower full-time employment rates and earned
below-average graduate salaries (Andrewartha & Harvey, 2017; Pitman et al., 2019). These
students also faced barriers in accessing competitive graduate roles and are less likely to
secure high-status occupations (Burke, 2015; Reay et al., 2009; Rivera, 2012; Rivera &
Tilcsik, 2016). Kozman and Khan (2024) showed that in the UK, there are differences in
graduate earnings by free school meal status, gender, and race. Outcomes are also
affected by gender, ethnicity, disability, and socioeconomic status, all indicating inequity
(Bolton & Lewis, 2024). The increasing polarisation of jobs, partly due to technological
advances, has been linked to an observed decline in mobility (Garcia-Pefialosa et al., 2023;
Xu, 2023). This problem could, therefore, worsen in the coming decades.

Therefore, it is timely and valuable to reflect on whether the self-reported, subjective data
available via national graduate surveys in the UK and Australia can provide further insight
into the meaning of graduate career ‘success’. While it is unquestionably true that initial
post-graduation employment statistics provide valuable insight, there is a need to look
beyond solely quantitative measures such as the percentage of graduates in employment.
This paper explores the value of subjective and qualitative questions to capture a more
nuanced picture of graduate success.

National Higher Education Contexts in the UK and Australia

There are almost 300 HE providers in the UK, ranging from small specialist institutions to
very large universities. Collectively, these providers educated 2.86 million students in
2021/22, the majority of whom were UK students studying as undergraduates for a first
degree (Bolton, 2024). The UK also has a significant cohort of international students and a
thriving transnational education market (Gordon & Modhvadiya, 2023). The London
Economics 2023 impact report for Universities UK identified that the UK HE sector is
responsible for a direct economic impact to the UK of £46.1 billion, along with a further
£69.5 billion in indirect and induced impact. This equated to a gross value-added impact
from UK HE of £71.3 billion, which included operational and capital expenditure, direct
spending via institutional supply chains, and 768,000 HE-related jobs and subsequent
employee spending (Booth et al., 2023).

Australia has around 197 HE providers, comprising 42 universities and 155 non-university
higher education institutions (NUHEI; Norton, 2023). The NUHEIs consist of Technical and
Further Education (TAFE) institutions, and specialist international, creative arts, and
theological colleges. Most (37 out of 42) Australian universities are publicly funded and
comprise the bulk of HE enrollments, educating around 1.6 million students. Like the UK,
international students are also a vital source of income for Australian universities, providing
around $AUDS.6 billion, or just over a quarter of all university funding. International student
numbers have climbed steadily since the pandemic. While Australia shares similarities with
the UK and other western HE systems, there are differences. Unlike the UK or the USA,
where students often leave home to attend university, students in Australia tend to
commute and, therefore, often attend the university closest to their home.
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In both countries, the social impacts of an established HE sector are evident. In the UK, HE
is a key driver of social mobility; low-income students are four times more likely to become
socially mobile if they attend university, and lower income gaps are seen between
graduates from disadvantaged backgrounds and their peers when compared to income
gaps among non-graduates (The Sutton Trust, 2021). However, it should be noted that
equity of HE access and outcome is not consistent across students’ ethnicity, sex and
gender, disability, and socioeconomic status (Bolton & Lewis, 2024; CFE Research, 2022;
Skills Development Scotland, 2023). There are also differences in how each of the four
nations within the UK funds its HE provision, resulting in differences in students’ fees,
grants, and loans. This has the potential to further impact inclusion, accessibility, and equity
across the UK and within each nation.

In Australia, HE equity policies have consistently focused on increasing participation from
five underrepresented groups: individuals from low-socioeconomic status backgrounds,
non-English-speaking background individuals, residents of regional/remote areas,
Indigenous people, and individuals with a disability. Despite reforms seeking to widen
participation and address skills shortages, such as the Higher Education Contribution
Scheme in 1989, the Review of Australian Higher Education (i.e., Bradley Review; Bradley et
al., 2008), and the demand-driven system (Kemp & Norton, 2013), challenges such as
funding constraints, rising student debt, and disparities in access persist. Current policies
are based on forecasts that predict that by 2050, 55% of the Australian workforce will
require a degree, representing a substantial leap from current levels (Department for
Education, 2024). The Australian Universities Accord was developed and introduced in
mid-2024 in response to this and other issues. The Accord aims to address these issues
by creating a more sustainable and equitable HE system via re-evaluating funding models,
enhancing support for disadvantaged students, and fostering closer ties between
universities and industry to better align educational outcomes with labour market needs.

Measuring Graduate Outcomes

United Kingdom

Graduate outcomes data has been systematically collected in the UK for around 60 years
in various formats, firstly via the First Destination Survey and then the Destinations of
Leavers from Higher Education (DLHE) Survey. After an extensive review in 2016, the
current UK-GOS has run for all leavers from the academic year 2017/18 onwards (Higher
Education Statistics Agency [HESA], 2024a). Earlier surveys largely focused on the
industries that graduates entered, but increasingly, the focus has been on individual and
cohort outcomes and roles. The positioning of the main survey point has also shifted over
time; UK-GOS asks all graduates for information about their activities 15 months after the
end of the course; DLHE collected that information after 6 months, with a further
longitudinal follow-up survey at 3.5 years (Frawley & Harvey, 2015). The UK also has a
Longitudinal Education Outcomes (LEO) dataset, which connects educational data to
employment and earnings.

The current UK-GOS is managed by the HESA, part of Jisc (https://jisc.ac.uk), the UK digital,
data and technology agency focused on tertiary education, research and innovation. They
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manage the data collection process and subsequent response coding, working with
external surveying providers. UK-GOS is a population survey and thus aims to survey the
entire population of interest. In any given year, the population comprises all full-time or
part-time students reported as obtaining relevant HE qualifications. This includes first
degrees (undergraduate), postgraduate taught degrees, and postgraduate research
degrees. The population is divided into four cohorts by date of completion, with separate
survey contact periods for each cohort. Within each contact period, online survey links are
shared, and for UK-domiciled graduates only, this is followed up with a telephone survey
when the online survey elicits no response. Response rates have been showing a small but
sustained drop in recent years (44% of responses were usable in 2021/22, 46% in 2020/21,
and 52% in 2019/20), and response rates are higher for UK-domiciled graduates than
internationally domiciled graduates (HESA, 2024b).

The dataset is shared in various ways, with many of the national level and HE provider
statistics freely available through HESA's open data repository (HESA, 2024b). This
repository allows data to be broken down by a range of factors, such as personal
characteristics and subject of study. Uses of the UK-GOS dataset include national league
tables such as those available from the Complete University Guide, The Guardian, and The
Times newspapers, as well as applicant-focused sites such as Discover Uni
(https://discoveruni.gov.uk). HE providers use the data to support strategic evaluation and
improvement via feedback from the measures in UK-GOS, which allow internal and
external benchmarking. The data also supports HE provider submission for national quality
evaluations such as the Teaching Excellence Framework (Fung, 2024). The results of
UK-GOS are often used extensively in providers’ marketing materials and information,
potentially attracting students and bolstering retention.

Australia

Like the UK, Australia has a long history of graduate surveying. The routine surveying of
graduates commenced in 1972 with the Australian Graduate Survey (AGS). The AGS served
as the national census for newly qualified HE graduates and was conducted annually from
1972 to 2015 by Graduate Careers Australia (2024). However, collecting, analysing, and
presenting the data took around two years, resulting in a significant delay between the
completion of studies and data publication and analysis. In 2016, the AGS was replaced by
the Aus-GOS, and the process transitioned to an online format. This move was part of the
Quality Indicators for Learning and Teaching (QILT) initiative, which provided
comprehensive data on graduate outcomes to improve education quality and graduate
success in Australia. Over 400,000 students, graduates, and employers respond to a QILT
survey each year. QILT is a set of four government-endorsed surveys, as outlined in Table 1.
This paper focuses solely on the Aus-GOS, but information on the other QILT surveys is
included to show Australia's holistic approach to surveying. While each survey measures
different aspects, they all work together to provide performance information for the whole
student life cycle from commencement to employment and beyond.
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Table 1. Quality Indicators of Learning and Teaching Survey Types and Measures

Survey Name Participants Measures
Student Experience Current HE students. The overall student
Survey experience.

Australian Graduate Graduates 4-6 months after course Labour force and further

Outcomes Survey completion. Undergraduate and study outcomes.
(Aus-GOS) postgraduate. Domestic and
onshore international students.
Employer Satisfaction Employers who have employed a Employers’ views on their
Survey recent graduate. 4-6 months recent graduate hires'
post-graduation. skills and work readiness.
Graduate Outcomes  Graduates 3-4 years after course Medium-term employment
Survey — Longitudinal completion. A follow-up to those and further study
graduates who opted-in from the outcomes, supplementing
GOS. the GOS.

In addition to employment, the core Aus-GOS questionnaire also measures further study
outcomes, graduate preparation, and level of satisfaction. Survey responses are also used
to build the Employer Satisfaction Survey sample. Aus-GOS is administered three times a
year in November, February, and May. The survey takes around 10-15 minutes to complete.
A series of follow-up reminders and prizes are on offer to increase participation. The 2023
Aus-GOS was conducted among 126 HE institutions, including all 42 universities and 84
NUHEIs. The NUHEIs represented 7.6% of total responses. A total of 116,250 valid survey
responses were collected across all study levels, representing a response rate of 38.7
percent, a slight decrease from the 39.4 percent achieved in 2022.

Data collected from the surveys is published annually and available on the QILT website
(https://quilt.edu.au). The survey results are displayed in various formats at the national,
state, and individual institution levels. QILT data is instrumental for HE providers, serving
multiple critical functions and enabling benchmarking. The Australian government uses
QILT data to inform policy decisions and allocate funding. Additionally, the data powers two
comparison websites, ComparED (https://www.compared.edu/au), which allows current and
prospective students to compare courses and institutions based on real student feedback,
and CourseSeeker (https://www.courseseeker.edu.au), which shows course information,
entry requirements, and admission processes.

The extensive data collected from graduates in the UK and Australia via the above surveys
are frequently used to quantify certain aspects of graduate outcomes, such as employment
or salary. However, the subjective questions also have the potential to offer a more
nuanced insight into graduate career experiences, motivations, and outcomes. Selected
career theories that help to underpin this insight are identified in the next section of this
paper before these elements are drawn together in the discussion section.
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Subjective Questions in Graduate Outcomes Survey Design

The UK and Australian surveys both collect quantitative outcome data, e.g., salary, and
more subjective and qualitative self-reported data from graduates (e.g., well-being and job
preparedness). To review whether these measures add to our broader understanding of
career journeys and success, some subjective questions and responses from the most
recently published data in each country are included in this section. The full UK-GOS
question set (HESA, 2023) and most recent results (HESA, 2024b) are available from HESA.
The Aus-GOS question set and results are available from QILT (2024). All the statistics in
the following sections come from these sources.

United Kingdom

This section focuses specifically on self-reported subjective and/or qualitative measures
collected from UK-GOS graduates as part of the standard survey. This includes to what
extent the individual’s recent qualification played a part in their current activity, how their
education has contributed to where they are today, and how they feel about their current
situation and general well-being level (Office for Students [OfS], 2024). A series of optional
question banks are available for institutions to request at an extra charge, but as these are
not taken up universally, they are not considered further.

UK-GOS respondents are asked what they are doing at the time of the survey, with an
immediate follow-up question, “which of these activities do you consider to be your most
important activity?” A note of clarification is provided: “Your most important activity might
be the one which is most related to your future plans, the one which pays you the most
money, or the one that you spend the most time doing.” This allows the graduate to shape
how their response appears in the national dataset, and to identify what is personally
important to them. The responses to this question are in Table 2, which shows that the
majority of survey respondents (61%) identify full-time employment as their most important
activity, followed by part-time employment (11%) and then employment and further study
(10%). These questions must be answered for a valid survey response.

Table 2. 2021-2022 Graduate Outcomes by Activity

Activity % Respondents
Full-time employment 61
Part-time employment 1
Employment and further study 10
Full-time further study 6
Other including travel, caring for someone or retired 6
Unemployed 5
Voluntary or unpaid work 1
Part-time further study 0
Unknown pattern of employment 0
Unknown pattern of further study 0

Note. Adapted from “Figure 1 - Graduate Outcomes by Activity,” by HESA, 2024
(https://www.hesa.ac.uk/data-and-analysis/sb268/figure-1). CC BY 4.0 by Jisc.
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Table 3. 2021-2022 UK Graduates’ Main Reason for Taking Their Job

Reason % Respondents

It fitted into my career plan / it was exactly the type of work | wanted 46
To gain and broaden my experience in order to get the type of job | 14
really want

It was an opportunity to progress in the organisation / It was an ”
opportunity to progress in the industry | am interested in

In order to earn a living 10
It was the best job offer | received / | did not receive any job offers 7
It was in the right location / It allowed me to work in the right location 4
To see if | would like the type of work it involved 4
The job was well-paid / It was well-paid 3
To work in my family business 1
In order to pay off debts 0

Note. Adapted from “Chart 13 - Graduates in UK Work by Main Reason for Taking the Job and Skill
Group,” by HESA, 2024 (https://www.hesa.ac.uk/data-and-analysis/graduates/chart-13). CC BY 4.0 by Jisc.

Two questions can be considered to allow respondents to express opinions in the activity
questions. Employed and self-employed graduates are asked for the main reason they
decided to take their job. This is an optional question for the survey respondents. They can
select from ten responses that give insight into whether their reasons were
career-focused, pragmatic, or exploratory. The most popular response from those who
graduated in 2021/22 was “It fitted into my career plan / it was exactly the type of work |
wanted,” reported by 46% of respondents. Full responses from 2021/22 are in Table 3.

Graduates are also asked an optional question on whether the qualifications they have just
completed were required to get the job. Responses here allow the graduates to reflect on
whether they felt their qualifications and/or subjects were needed or advantageous in
securing their jobs. Table 4 shows the 2021/22 responses. Just over a third of graduates
(34%) confirmed that both the level and subject of qualification was a formal requirement. A
further 25% said the qualification was not a formal requirement but gave them an
advantage, with 25% saying that their qualification was not required to secure their job.

Respondents are then asked three optional questions under the heading “Reflection on
activity to date,” which are worded slightly differently depending on their main activity.
They are asked three questions on a five-point Likert scale, and these questions (Figure 1)
allow the graduate to reflect on their current activity and the qualifications leading up to it.
Note that Figure 1 provides an overview, and graduate reflections may vary by their main
activity. Further breakdowns by activity are available on the HESA website (2024b). While
the majority of graduates do reflect positively about their activities to date, there are a
significant minority who are less content. This is most notable in relation to whether they
are utilising what they learned in their current activity, with 21% of UK graduates
disagreeing or strongly disagreeing with this statement.
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Four optional subjective well-being questions follow, as shown in Figure 2. These
questions are clearly very personal and subjective in nature, touching on the graduates’
state of mind and contentment in their current position and activity. The results show
generally good levels of happiness, satisfaction, and feeling that what they do in life is
worthwhile, but also high anxiety levels.

Table 4. Responses Provided by UK graduates in 2021/22 in Relation to Whether they
Required their Qualification for Their Job

Qualification Required for The Job % Respondents

Yes: both the level and subject of qualification was a formal requirement 33.6
Yes: while the qualification was not a formal requirement it did give me o5 3
an advantage

No: the qualification was not required 24.9
Yes: the level of qualification was a formal requirement 10.5
Yes: the subject of the qualification was a formal requirement 4.6
Don't know 1.2

Note. Adapted from “Chart 14 - Graduates Working for an Employer in the UK by Qualification
Required for the Job and Skill Group,” by HESA, 2024 (https://www.hesa.ac.uk/data-and-analysis/
graduates/chart-14).CC BY 4.0 by Jisc.

Figure 1. UK-GOS: Respondents' Reflections on Their Activities to Date

100% 3% =
5%
90% 8%
80%
70%
43%
60%
39%
50% 40%
40%
30%
20% 41% 38%
29%
10%
0%
My current activity My current activity fits | am utilising what | learnt during
is meaningful. with my future plans. my studies in my current activity.

B Strongly Disagree [l Disagree [ Neither Agree nor Disagree Agree Strongly Agree

Note. Adapted from “Figure 17 - Graduate Reflections,” by HESA, 2024
(https://www.hesa.ac.uk/data-and-analysis/sb268/figure-17). CC BY 4.0 by Jisc.
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Figure 2. UK-GOS: Respondents' Reflections on Their Subjective Wellbeing
100%
90% . 22%
30% 26% 30%
80%
70%

60% 21%

44% 53%

50%

40%

30%

20%

10%

0%

How anxious did How happy did To what extent do How satisfied are
you feel yesterday? you feel yesterday? you feel the things in you with your life
your life are worthwile? nowadays?

High (6-10) Medium (4-5) [ Low (2-3) W Very Low (0-1)

Note. Adapted from “Chart 10 - Graduates' Subjective Wellbeing by Activity,” by HESA, 2024
(https://www.hesa.ac.uk/data-and-analysis/graduates/chart-10). CC BY 4.0 by Jisc.

Australia

Similar objective employment information is initially captured in Aus-GOS, focusing on
whether the respondent worked in the last week, and if so, the nature of this work,
whether they have been seeking work in the last four weeks, and whether they are
available for work. Factual data on the hours worked is collected, and respondents are also
asked whether they would prefer to work more hours and, if not, to select from a list of
reasons to explain the number of hours they work. This list allows the respondent to
identify factors that may be affecting their workforce participation, allowing a more
nuanced picture of their broader activities to emerge and potentially helping to identify
systemic barriers to workforce participation.

The main reasons for working in jobs that underutilise skills or education fall into two
categories: labour market factors and personal factors. Among domestic undergraduate
graduates, the most common labour market reason was that the job served as a career
stepping stone (Table 5). This suggests that graduates are willing to accept jobs that
temporarily underutilise their skills, expecting to move on to more suitable roles later. For
personal factors, many graduates reported being satisfied with their current job, indicating
that despite the underutilisation of their skills, the job met other important criteria and
provided benefits unrelated to career progression. These trends were consistent across
genders.
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Table 5. Undergraduates' Main Reason for Working in a Job That Does Not Fully Utilise
Skills and Education 2023

Reason % Full-Time % Overall
Employment Employment

Personal Factors

Studying 6.4 20.7

I’'m satisfied with my current job 14.7 10.9

For financial reasons 8.2 5.5

Caring for children or family member 1.3 1.7

Travelling/gap year 1.0 1.3

Other personal factors 0.4 0.4
Subtotal 32.0 40.5
Labour Market Factors

No suitable jobs in my area of 7.2 8.5

expertise

No suitable jobs in my local area 6.0 6.7

Considered to be too young by 2.1 1.3

employers

Considered to be too old by employers 0.5 0.4

Not enough work experience 9.8 9.9

No jobs with a suitable number of 0.6 1.1

hours

Entry level job/career stepping stone 27.8 18.3

Other labour market factors 1.2 1.2
Subtotal 55.2 47 .4
Other Factors 12.7 12.1
Total 100.0 100.0

Note. Adapted from “Table 15, Australian Graduate Outcomes Survey,” by Quality Indicators for
Learning and Teaching, 2024, p.34, 2023 Graduate Outcomes Survey: National Report.
(https://qilt.edu.au/docs/default-source/default-document-library/2023-gos-national-report.pdf?sfvrs
n=5925e306_2). Copyright by the Social Research Centre Pty Ltd and the Commonwealth of
Australia.
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Graduates are subsequently asked on a 5-point Likert scale about their agreement with a
series of statements. These statements consider whether they needed their education,
training, and knowledge in their job and whether they use their skills and abilities. Where
respondents indicate that they feel they have more skills or education than needed for
their current role, they are asked to reflect on the reasons for this, again incorporating
factors such as caring duties, a lack of suitable jobs in their specific location or area of
expertise, further study commitments, and a long-term health condition or disability, as
outlined in Table 6. The questions also allow them to identify that this is a “career stepping
stone” or to highlight that their work experience or residency status affects their ability to
take a more senior or relevant role. This is an opportunity for reflection and a subjective
assessment of their current career position.

Table 6. Main Reason for Not Working More Hours, of Undergraduates Employed
Part-Time by Preference for More Hours 2023 (% of those employed)

Reason Seeking More Hours 0t Seeking More

Hours

Personal Factors

I’'m satisfied with the number of hours | 0.0 34.9

work

Studying 18.2 38.8

Health issues 0.8 1.8

Caring responsibilities 4.2 10.2

Pursuing other interests 0.0 7.9
Subtotal 23.2 93.6
Labour Market Factors

No suitable jobs in my area of expertise 9.5 0.7

No suitable jobs in my local area 4.7 0.3

Considered to be too young by employers 1.0 0.0

Considered to be too old by employers 0.8 0.0

No jobs with a suitable number of hours 4.7 0.2

No more hours available in current position 43.7 3.6
Subtotal 64.4 3.6
Other Factors 12.4 2.8
Total 100.0 100.0

Note. Adapted from “Table 2, Australian Graduate Outcomes Survey,” by Quality Indicators for
Learning and Teaching, 2024, p. 6, 2023 Graduate Outcomes Survey: National Report.
(https://qilt.edu.au/docs/default-source/default-document-library/2023-gos-national-report.pdf?sfvrs
n=5925e306_2). Copyright by the Social Research Centre Pty Ltd and the Commonwealth of
Australia.
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Agreement with statements about the extent to which the graduates’ skills are being
utilised can be used to measure perceptions of overqualification. In 2023, 38% of
graduates felt that their jobs did not fully utilise their skills. However, there are notable
differences between those in part-time or casual roles and those in full-time positions.
Graduates may be more willing to accept a temporary role for which they are overqualified.
However, there are still a large number of graduates accepting permanent roles where
they feel underutilised. Among full-time workers, only 27.8% reported that their jobs
allowed them to fully utilise their skills and education, and of those, more than half
attributed this to labour market factors.

Graduates were also asked to rate how well their degree prepared them for their current
jobs. Overall, 74.6% reported that their degrees prepared them well or very well. However,
the sense of preparedness varied significantly by degree type (see Table 7). For instance,
health sciences degrees scored high on preparedness, with pharmacy topping the list at
92.8%. In contrast, creative arts degrees ranked the lowest, with only 61.2% of graduates
feeling well-prepared for their jobs.

Similarly to UK-GOS, respondents are asked whether their qualification is a formal
requirement for their role and whether it is important to have the qualification to be able to
do the job. Participants are then asked to reflect further on the preparation they received
from their HE provider for employment and/or further study, allowing them to provide clear

Table 7. Domestic Undergraduates’ Preparedness by study area. Domestic graduates
reporting that their course prepared them well or very well for their current job by study
area and study level, 2023 (% of those employed full time).

Study Area % Domestic Undergraduates
Creative arts 61.2
Agriculture and environmental studies 64.0
Science and mathematics 67.5
Architecture and built environment 73.4
Computing and information systems 74.3
Health services and support 77.1
Engineering 78.8
Medicine 81.3
Nursing 85.7
Pharmacy 92.8

Note. Adapted from “Table 18. Australian Graduate Outcomes Survey,” by Quality Indicators for
Learning and Teaching, 2024, p. 38, 2023 Graduate Outcomes Survey: National Report.
(https://qilt.edu.au/docs/default-source/default-document-library/2023-gos-national-report.pdf?
sfvrsn=5925e306_2). Copyright by the Social Research Centre Pty Ltd and the Commonwealth of
Australia.
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feedback and encouraging further respondent reflection on the quality and nature of their
course and overall support. Similar questions are included in UK-GOS but are part of the
optional question bank.

Discussion

Understanding career success and support

Despite both countries collecting nuanced information about graduates and their
outcomes, mainstream reporting frequently focuses on the number of graduates
successfully applying for full-time traditional graduate roles in articles such as those from
Personnel Today (Faragher, 2024) and Bloomberg (Kehnscherper, 2024). The proportion of
graduates moving into full-time graduate-level roles after their course is perceived as an
indicator of individual and institutional success and, thus, institutional reputation. This
perception is fed by league table publications in the UK, where national newspapers
collate data on student satisfaction, career outcomes, staff to student ratios, and more.
Reducing these complex responses to headline statistics overlooks the many personal
characteristics and factors affecting career journeys, as identified by social cognitive
career theory. Background contextual influences such as an individual’s economic
background, alongside person inputs such as sex and gender, ethnicity, and disability, can
create variety in individual understanding of career success and what a positive graduate
outcome looks like. Career scholars and researchers recognise this (Heslin, 2005;
Shockley et al., 2015), and in practice, career practitioners focus on supporting individuals
to achieve positive outcomes for them personally. However, there is a need for the HE
sector and providers, in both Australia and the UK, to work collaboratively on broadening
student, graduate, and public understanding of the reality of non-linear careers and the
multi-faceted nature of career success. This could be achieved through sharing a wider
variety of career stories and integrating employability and career development into the
curriculum across all course areas.

Such building of awareness and understanding needs to incorporate the many reasons
people engage with HE through making better use of the comprehensive, subjective data
available from UK-GOS and Aus-GOS. In both countries, career services are critical in
supporting students' transition to the workforce and enhancing graduate employment
outcomes, yet they remain chronically underfunded and under-resourced. Universities face
increasing pressure to demonstrate the employability of their graduates (Andrewartha &
Harvey, 2017), but cost-efficiency agendas and governance models have led to significant
cuts in support services, which are often outsourced or centralised (Connell, 2019;
Croucher & Woelert, 2022). These measures undermine the delivery of the consistent,
person-centred support essential for student success. This impact can be even greater for
groups facing significant labour market disadvantages, including disabled graduates and
those from low socioeconomic status or non-English speaking backgrounds, who can
experience lower employment rates, skill-job mismatches, and reduced earnings (Baker et
al., 2018). Precarious funding challenges exacerbate these issues, as career services rely
heavily on insecure funding. This limits the capacity to attract and retain skilled
practitioners while undermining service quality, staff well-being, and job security, ultimately
hindering their ability to effectively meet the needs of students and industry.
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Understanding environmental influences

Both UK-GOS and Aus-GOS recognise the contextual and environmental factors that align
with social cognitive career theory through the inclusion of survey questions focusing on
why graduates choose to take certain roles. In the UK graduates are able to identify
whether they took a particular role because they were driven by a clear career aim (i.e., “It
fitted into my career plan / it was exactly the type of work | wanted”) or whether their
decision was more pragmatic (i.e., taking a role “In order to earn a living”). In Australia,
Aus-GOS encourages respondents to reflect on the realistic considerations related to their
workforce participation and to identify where wider contextual and environmental factors
might be affecting this, e.g., caring duties or a lack of suitable jobs in their specific location.
With 10% of UK graduates saying they took their job due to the need to earn a living and
15% of Australian undergraduates saying they are underemployed, the significance of
these pragmatic considerations is clear. Including these subjective measures within each
national survey adds to the overall understanding of whether the outcome is a “success”
for the individual. This line of questioning increases our understanding of the cultural
influences outlined in social cognitive career theory (Lent et al., 2002), particularly the
proximal environmental influences that may affect career decision-making. By asking
graduates who feel under-employed to reflect on the reasons for this explicitly, the
qualitative and subjective questions in the Australian survey, in particular, allow for analysis
beyond binary consideration of employment and unemployment, into under-employment
and the factors behind this.

Impacts on equity, diversity, and inclusion

Where pragmatic and financial reasons underpin career decision-making, there is a proven
risk of getting stuck in that role, with a “scarring” effect on the individual’s career (Borland,
2020). Borland demonstrates that there can be long-term negative effects on career
progression and well-being for those in this position and that students from
under-represented groups are most affected. This could be exacerbated because students
from low SES backgrounds typically underutilise university career services, which are
critical for gaining labour market information and building essential career skills (Harvey et
al., 2020; Karimshah et al., 2013). The impact of career-undermatching extends beyond
professional stagnation, with significant implications for overall well-being (McKee-Ryan &
Harvey, 2011).

Both background contextual influences and personal inputs are identified as part of the
cultural influences that indelibly shape a person’s sense of self-efficacy and their outcome
expectations. Person inputs have also been shown to link to inequitable graduate
outcomes (Bolton & Lewis, 2024; The Sutton Trust, 2021; Toogood, 2025). Quantitative
employment data collection allows inequity to be identified, but arguably, the subjective
and self-reported data allows for an initial deeper analysis into the barriers experienced.
Such an analysis may justify further qualitative work to understand how to dismantle these
barriers to support equity, diversity, and inclusion. Therefore, there is a clear need for
career learning strategies that address underemployment and policy interventions that
consider the evolving labour market for graduates, focusing on the student and graduate
groups that have historically been the most vulnerable to scarring (Jackson & Li, 2022).
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Conclusions and Recommendations

This paper has demonstrated the value of subjective measures in graduate career surveys.
Highlighting that they add to the understanding of career “success” for individuals and
support a broader understanding of the graduate labour market and institutional and
national outcomes. However, it is also recognised that overly simplistic reporting risks
limiting the use and understanding of these rich and nuanced datasets. It is therefore
recommended that HE providers work individually and collectively as a sector to report on
their graduate outcomes in ways that develop public understanding of the reality of
non-linear careers and the risks of scarring.

At the national level, subjective measures can better support the understanding of
progress towards equity, diversity, and inclusion in education and the labour market in the
UK and Australia, which aligns with national policies. There is scope to use subjective
measures in exploring graduate social mobility and outcome gaps; using UK-GOS and
Aus-GOS outcomes beyond salary metrics would support a better understanding of these
key topics. This would allow a better understanding of equity, diversity, and inclusion in
both countries and support the delivery of the aims and objectives of the Universities
Accord in Australia (Department for Education, 2024) and the Office for Students’ student
outcomes expectations in the UK (OfS, 2022).

This awareness-raising also needs to extend to in-curricular and extra-curricular work with
students and graduates, led by careers and employability professionals, supported by all
academic and professional services staff, and by wider institutional and national policy. In
both the UK and Australia, some demographic groups have been identified as
experiencing less positive graduate outcomes when outcomes are considered by ethnicity,
sex and gender, disability, or SES background. Students from lower SES backgrounds have
also been identified as less likely to engage with their university career services. This
makes the case for integrating employability in the curriculum so that employability, career,
and labour market information become structurally unavoidable in HE. It also highlights the
need for well-resourced and supported professional careers teams who can design and
deliver the expert careers education, information, advice, and guidance required to
support inclusion and equity of outcomes.

References
Andrewartha, L., & Harvey, A. (2017). Employability and student equity in higher education: The role

of university careers services. Australian Journal of Career Development, 26(2), 71-80.
https: i.org/10.1177/1 41621771

Baik, C., Naylor, R., Arkoudis, S., & Dabrowski, A. (2019). Examining the experiences of first-year
students with low tertiary admission scores in Australian universities. Studies in Higher

Education, 44(3), 526-538. https://doi.org/10.1080/03075079.20171383376

Baker, S., Ramsay, G., Irwin, E., & Miles, L. (2018). ‘Hot’, ‘cold’, and ‘warm’ supports: Towards
theorising where refugee students go for assistance at university. Teaching in Higher
Education, 23(1), 1-16. hitps: i.org/101 1 2517.20171

JSAIII 1 101


https://doi.org/10.1177/1038416217718365
https://doi.org/10.1080/03075079.2017.1383376
https://doi.org/10.1080/13562517.2017.1332028

Subjective Measures of Career Outcomes from National Surveys

Bills, D. B., Di Stasio, V., & Gerxhani, K. (2017). The demand side of hiring: Employers in the labor
market. Annual Review of Sociology, 43(2017), 291-310.
https://doi.org/10.1146/annurev-soc-081715-074255

Bolton, P. (2024). Higher education student numbers (House of Commons Library Research Briefing
CBP-7857). House of Commons Library. https://researchbriefings files.parliament.uk/

documents/CBP-7857/CBP-7857.pdf

Bolton, P, & Lewis, J. (2024). Equality of access and outcomes in higher education in England
(House of Commons Library Research Briefing CBP-9195). House of Commons Library.

https://researchbriefings.files.parliament.uk/documents/CBP-9195/CBP-9195.pdf

Booth, J., Miller, J., Halterbeck, M., & Conlon, G. (2023). The impact of the higher education sector
on the UK economy: Summary report for Universities UK. London Economics.
https://www.universitiesuk.ac.uk/sites/default/files/field/downloads/2023-09/LE-UUK-Economic
-Impact-of-UK-HEIs.pdf

Borland, J. (2020). Labour market scarring effects: A review of Australian and international literature.
Australian Journal of Labour Economics, 23(2), 173-187.
https://ajle.org/index.php/ajle _home/article/view/36

Bradley, D., Noonan, P., Nugent, H., & Scales, B. (2008). Review of Australian higher education.
Australian Government Report. https://www.yoced.edu.au/content/ngv%3A32134

Burke, C. (2015). Culture, capitals and graduate futures: Degrees of class (1Ist ed.). Routledge.
https://doi.org/10.4324/9781315732817

Tazzyman, S., Bowes, L., Stutz, A., Birkin, G., & Peck, L.. (2022). Understanding widening
participation in Northern Ireland. CFE Research. https://niopa.qub.ac.uk/bitstream/NIOPA/
15484/1/understanding-widening-participation-in-northern-ireland _0%282%29.pdf

Connell, R. (2019). The good university: What universities actually do and why it’s time for change.
Monash University Publishing. https://public.ebookcentral.proquest.com/choice/
PublicFullRecord.aspx?p=29367224

Croucher, G., & Woelert, P. (2022). Administrative transformation and managerial growth: A
longitudinal analysis of changes in the non-academic workforce at Australian universities.
Higher Education, 84(2022), 159-175. https://doi.org/10.1007/s10734-021-00759-8

D’Arcy, C., & Finch, D. (2017). The great escape? Low pay and progression in the UK’s labour
market. Social Mobility Commission. https://www.resolutionfoundation.org/app/uploads/
2017/10/Great-Escape-final-report.pdf

Department for Education, Australian Government. (2024). Australian Universities Accord.
https://www.education.gov.au/australian-universities-accord

Faragher, J. (2024, October 17). Competition for graduate jobs [Blog post]. Personnel Today.
https://www.personneltoday.com/hr/competition-for-graduate-jobs-ise-2024/

Frawley, D., & Harvey, V. (2015). Graduate surveys: Review of international practice. Higher
Education Authority. https://hea.ie/assets/uploads/2017/06/Graduate-Surveys-Review-of-
International-Practice.pdf

Fung, D. (2024). Stepping up: Approaches to strategic improvement described in submissions to the
Teaching Excellence Framework (TEF) 2023. Office for Students.

https://www.officeforstudents.org.uk/media/dlvnjhc2/stepping-up-approaches-to-strategic-impr
ovement-in-tef-2023-revised.pdf

102 | JSAIl


https://doi.org/10.1146/annurev-soc-081715-074255
https://researchbriefings.files.parliament.uk/documents/CBP-7857/CBP-7857.pdf
https://researchbriefings.files.parliament.uk/documents/CBP-7857/CBP-7857.pdf
https://researchbriefings.files.parliament.uk/documents/CBP-9195/CBP-9195.pdf
https://www.universitiesuk.ac.uk/sites/default/files/field/downloads/2023-09/LE-UUK-Economic-Impact-of-UK-HEIs.pdf
https://www.universitiesuk.ac.uk/sites/default/files/field/downloads/2023-09/LE-UUK-Economic-Impact-of-UK-HEIs.pdf
https://ajle.org/index.php/ajle_home/article/view/36
https://www.voced.edu.au/content/ngv%3A32134
https://doi.org/10.4324/9781315732817
https://niopa.qub.ac.uk/bitstream/NIOPA/15484/1/understanding-widening-participation-in-northern-ireland_0%282%29.pdf
https://niopa.qub.ac.uk/bitstream/NIOPA/15484/1/understanding-widening-participation-in-northern-ireland_0%282%29.pdf
https://public.ebookcentral.proquest.com/choice/PublicFullRecord.aspx?p=29367224
https://public.ebookcentral.proquest.com/choice/PublicFullRecord.aspx?p=29367224
https://doi.org/10.1007/s10734-021-00759-8
https://www.resolutionfoundation.org/app/uploads/2017/10/Great-Escape-final-report.pdf
https://www.resolutionfoundation.org/app/uploads/2017/10/Great-Escape-final-report.pdf
https://www.education.gov.au/australian-universities-accord
https://www.personneltoday.com/hr/competition-for-graduate-jobs-ise-2024/
https://hea.ie/assets/uploads/2017/06/Graduate-Surveys-Review-of-International-Practice.pdf
https://hea.ie/assets/uploads/2017/06/Graduate-Surveys-Review-of-International-Practice.pdf
https://www.officeforstudents.org.uk/media/dlvnjhc2/stepping-up-approaches-to-strategic-improvement-in-tef-2023-revised.pdf
https://www.officeforstudents.org.uk/media/dlvnjhc2/stepping-up-approaches-to-strategic-improvement-in-tef-2023-revised.pdf

Journal of Student Affairs Inquiry, Improvement, and Impact

Garcia-Pefialosa, C., Petit, F., & van Ypersele, T. (2023). Can workers still climb the social ladder as
middling jobs become scarce? Evidence from two British cohorts (CESifo Working Paper, No.
10337). SSRN. http://dx.doi.org/10.2139/ssrn.4404502

Gordon, L., & Modhvadiya, S. (2023). The scale of UK HE TNE 2021-22. Universities UK.
https://www.universitiesuk.ac.uk/universities-uk-international/insights-and-publications/uuki-

publications/scale-uk-he-tne-2021-22

Graduate Careers Australia. (2024). Australian graduate survey.
https://www.graduatecareers.com.au/australian-graduate-survey/

Harvey, A., Szalkowicz, G., & Luckman, M. (2020). Improving employment and education outcomes
for Somali Australians. Centre for Higher Education Equity and Diversity Research, La Trobe
University. https://www.acses.edu.au/publication/improving-employment-and-education-
outcomes-for-somali-australians/

Heslin, P.A. (2005). Conceptualizing and evaluating career success. Journal of Organizational
Behavior, 6(2), 113-116. http://dx.doi.org/10.1002/job.270

Higher Education Statistics Agency. (2024a). Graduate outcomes survey: About the survey.
https://www.graduateoutcomes.ac.uk/about-survey

Higher Education Statistics Agency. (2024b). Graduate outcomes 2021/22: Summary statistics —
summary. https://www.hesa.ac.uk/news/13-06-2024/sb268-higher-education-graduate-
outcomes-statistics

Higher Education Statistics Agency. (2023). Graduate outcomes survey (all questions).

https://www.hesa.ac.uk/files/C22071%20Graduate%200utcomes%20survey%20(survey%20in
%20full).pdf

Jackson, D., & Li, I. (2022). Transition to work, mismatch and underemployment among graduates:
An Australian longitudinal study. International Journal of Manpower, 43(7), 1516—1539.

https://doi.org/10.1108/1JM-03-2021-0195

Karimshah, A., Wyder, M., Henman, P, Tay, D., Capelin, E., & Short, P. (2013). Overcoming adversity
among low SES students: A study of strategies for retention. The Australian Universities'
Review, 55(2), 5-14. https://go.exlibris.link/Lp8GbSVW

Kemp, D., & Norton, A. (2013). Review of the demand-driven funding system. Australian Government
Report. https://www.education.gov.au/reviews-and-consultations/report-review-demand-driven-
funding-system

Kehnscherper, L. (2024, April 8). UK job market is getting even tougher for new graduates [Blog
post]. Bloomberg. https://www.bloomberg.com/news/newsletters/2024-04-08/uk-job-market-
is-getting-even-tougher-for-new-graduates

Kozman, E., & Khan, O. (2024). Education pathways: Equality gaps in earnings and employment
(Project report). TASO. https://cdn.taso.org.uk/wp-content/uploads/1_REPORT 2024-07
TASO Education-pathways Equality-gaps-in-earnings-and-employment .pdf

Lent, R. W,, Brown, S. D., & Hackett, G. (2002). Social cognitive career theory. In D. Brown (Ed.),
Career choice and development (4th ed., pp. 255-311). Jossey-Bass.

McKee-Ryan, F. M., & Harvey, J. (2011). “I have a job, but...” A review of underemployment. Journal of
Management, 37(4), 962—996. https://doi.org/10.1177/0149206311398134

Ng, T. W. H., & Feldman, D. C. (2007). The school-to-work transition: A role identity perspective.
Journal of Vocational Behavior, 71(1), 114-134. https://doi.org/10.1016/j.jvb.2007.04.004

JSAIII'1 103


http://dx.doi.org/10.2139/ssrn.4404502
https://www.universitiesuk.ac.uk/universities-uk-international/insights-and-publications/uuki-publications/scale-uk-he-tne-2021-22
https://www.universitiesuk.ac.uk/universities-uk-international/insights-and-publications/uuki-publications/scale-uk-he-tne-2021-22
https://www.graduatecareers.com.au/australian-graduate-survey/
https://www.acses.edu.au/publication/improving-employment-and-education-outcomes-for-somali-australians/
https://www.acses.edu.au/publication/improving-employment-and-education-outcomes-for-somali-australians/
http://dx.doi.org/10.1002/job.270
https://www.graduateoutcomes.ac.uk/about-survey
https://www.hesa.ac.uk/news/13-06-2024/sb268-higher-education-graduate-outcomes-statistics
https://www.hesa.ac.uk/news/13-06-2024/sb268-higher-education-graduate-outcomes-statistics
https://www.hesa.ac.uk/files/C22071%20Graduate%20Outcomes%20survey%20(survey%20in%20full).pdf
https://www.hesa.ac.uk/files/C22071%20Graduate%20Outcomes%20survey%20(survey%20in%20full).pdf
https://doi.org/10.1108/IJM-03-2021-0195
https://go.exlibris.link/Lp8GbSVW
https://www.education.gov.au/reviews-and-consultations/report-review-demand-driven-funding-system
https://www.education.gov.au/reviews-and-consultations/report-review-demand-driven-funding-system
https://www.bloomberg.com/news/newsletters/2024-04-08/uk-job-market-is-getting-even-tougher-for-new-graduates
https://www.bloomberg.com/news/newsletters/2024-04-08/uk-job-market-is-getting-even-tougher-for-new-graduates
https://cdn.taso.org.uk/wp-content/uploads/1_REPORT_2024-07_TASO_Education-pathways_Equality-gaps-in-earnings-and-employment_.pdf
https://cdn.taso.org.uk/wp-content/uploads/1_REPORT_2024-07_TASO_Education-pathways_Equality-gaps-in-earnings-and-employment_.pdf
https://doi.org/10.1177/0149206311398134
https://doi.org/10.1016/j.jvb.2007.04.004

Subjective Measures of Career Outcomes from National Surveys

Norton, A. (2023). Mapping Australian higher education 2023. ANU Centre for Social Research and
Methods. https://andrewnorton.id.au/wp-content/uploads/2023/11/mapping-australian-higher-

education-2023 update.pdf

Office for Students. (2022, September 30). OfS sets new expectations for student outcomes [Press
release]. https://www.officeforstudents.org.uk/news-blog-and-events/press-and-media/

ofs-sets-new-expectations-for-student-outcomes/

Office for Students. (2024). Graduate Outcomes Survey. https://www.officeforstudents.org.uk/
for-students/student-outcomes-and-employability/graduate-outcomes-survey/

Pennington, A., & Standford, J. (2019). The future of work for Australian graduates: The changing
landscape of university employment transitions in Australia. The Australia Institute, Centre for
Future Work. https://futurework.org.au/report/the-future-of-work-for-australian-graduates/

Pitman, T., Roberts, L., Bennett, D., & Richardson, S. (2019). An Australian study of graduate
outcomes for disadvantaged students. Journal of Further and Higher Education, 43(1), 45-57.
https://doi.org/10.1080/0309877X.20171349895

Quiality Indicators for Learning and Teaching. (2023). Graduate Outcomes Survey: Data
visualisation. https://qilt.edu.au/surveys/Data-Visualisation/gos

Quality Indicators for Learning and Teaching. (2024). Graduate Outcomes Survey.

https://qilt.edu.au/surveys/graduate-outcomes-survey-(gos)

Reay, D., Crozier, G., & Clayton, J. (2009). ‘Strangers in paradise’? Working-class students in elite
universities. Sociology, 43(6), 1103—1121. https://doi.org/10.1177/0038038509345700

Rivera, L. A. (2012). Hiring as cultural matching: The case of elite professional service firms.
American Sociological Review, 77(6), 999-1022. https://doi.org/10.1177/0003122412463213

Rivera, L. A., & Tilcsik, A. (2016). Class advantage, commitment penalty: The gendered effect of

social class signals in an elite labor market. American Sociological Review, 81(6), 1097-1131.
https://doi.org/10.1177/0003122416663154

Skills Development Scotland. (2023). Equality evidence review. https://www.skillsdevelopment
scotland.co.uk/media/pzefcfvl/equality-evidence-review-2023.pdf

Shockley, K. M., Ureksoy, H., Rodopman, O. B., Poteat, L. F., & Dullaghan, T. R. (2015). Development

of a new scale to measure subjective career success: A mixed-methods study. Journal of
Organizational Behavior, 37(1), 128-153. http://dx.doi.org/10.1002/job.2046

The Sutton Trust. (2021). Universities and social mobility.
https://www.suttontrust.com/our-research/universities-and-social-mobility/

Toogood, C. (2025). What happens next? A report on the outcomes of disabled graduates from the
2021/22 academic year. Association of Graduate Careers Advisory Services.
https://www.agcas.org.uk/write/MediaUploads/Resources/WHN/WhatHappensNext2025.pdf

Tymon, A. (2013). The student perspective on employability. Studies in Higher Education, 38(6),
841-856. https://doi.org/10.1080/03075079.2011.604408

Xu, X. (2023). The changing geography of jobs. Institute for Fiscal Studies.
https://ifs.org.uk/publications/changing-geography-jobs

104 | JSAII


https://andrewnorton.id.au/wp-content/uploads/2023/11/mapping-australian-higher-education-2023_update.pdf
https://andrewnorton.id.au/wp-content/uploads/2023/11/mapping-australian-higher-education-2023_update.pdf
https://www.officeforstudents.org.uk/news-blog-and-events/press-and-media/ofs-sets-new-expectations-for-student-outcomes/
https://www.officeforstudents.org.uk/news-blog-and-events/press-and-media/ofs-sets-new-expectations-for-student-outcomes/
https://www.officeforstudents.org.uk/for-students/student-outcomes-and-employability/graduate-outcomes-survey/
https://www.officeforstudents.org.uk/for-students/student-outcomes-and-employability/graduate-outcomes-survey/
https://futurework.org.au/report/the-future-of-work-for-australian-graduates/
https://doi.org/10.1080/0309877X.2017.1349895
https://qilt.edu.au/surveys/Data-Visualisation/gos
https://qilt.edu.au/surveys/graduate-outcomes-survey-(gos)
https://doi.org/10.1177/0038038509345700
https://doi.org/10.1177/0003122412463213
https://doi.org/10.1177/0003122416668154
https://www.skillsdevelopmentscotland.co.uk/media/pzefcfvl/equality-evidence-review-2023.pdf
https://www.skillsdevelopmentscotland.co.uk/media/pzefcfvl/equality-evidence-review-2023.pdf
http://dx.doi.org/10.1002/job.2046
https://www.suttontrust.com/our-research/universities-and-social-mobility/
https://www.agcas.org.uk/write/MediaUploads/Resources/WHN/WhatHappensNext2025.pdf
https://doi.org/10.1080/03075079.2011.604408
https://ifs.org.uk/publications/changing-geography-jobs

Journal of Student Affairs Inquiry, Improvement, and Impact

How to cite this article: Toogood, C., & Kilmartin, S. (2025). Subjective measures of career
outcomes from national surveys in the United Kingdom and Australia. Journal of Student
Affairs Inquiry, Improvement, and Impact, 8(1), 86—105. https://doi.org/10.18060/28291

Editorial Acknowledgement. The Journal of Inquiry, Improvement, and Impact (JSAIll) uses
an open and transparent peer-review process designed to foster professional, rigorous
dialogue that strengthens each article. This approach also enables us to publicly recognize
the essential contributions of our editorial team—work that is often invisible and uncredited.
By acknowledging these efforts, we aim to bring greater equity to scholarly publishing and
highlight the collaborative labor behind every published piece. The following individuals
contributed to the editorial development of this article.

Kimberly Yousey-Elsener, Ph.D. Dustin Evatt, Ed.D.
Guest Editor Assistant Editor
Binghamton University North Carolina State University
Visiting Research Associate Professor, Associate Director for Academics & Research,
Higher Education and Student Affairs Shelton Leadership Center
LinkedIn | ORCID LinkedIn

Production editing for this article was completed by JSA/ll Editor,
Heather J. Strine-Patterson, as part of the journal’s commitment to
publishing quality scholarship with care and consistency.

JSAIIl | 105


https://www.linkedin.com/in/kimberly-yousey-elsener/
https://orcid.org/0009-0006-9571-8737
https://www.linkedin.com/in/dustinevatt/

	 
	 
	Contents 
	Editors’ Note 
	References 

	Ethical Reflections on Career Outcomes Data​Challenges and Solutions 
	National Guidelines and Transparency 
	Rankings, Competition, and Career Outcomes Data 

	The Question of Ethics 
	Privacy and Informed Consent 
	Accuracy, Consistency, and Representation 
	Accountability and Institutional Responsibility 

	Solutions 
	Review, Edit, and Document 
	Build Toward a “Data-informed Decision Making” Culture 
	Going Beyond Career Outcomes Data 

	Conclusion and Further Discussion 
	References 
	Appendix​Core First-Destination Survey Questions 
	 

	Redefining Measures of Career Success​A Holistic View of Post-Graduation Success 
	 
	Measuring Career Success 
	Objective Measures of Career Success 
	Cost of Living 
	Industry Trends 
	Subjective Measures of Career Success 

	Building a Sustainable Data Infrastructure 
	Leadership Commitment 
	Building a Community of Practice 
	Building a Team 
	Leveraging Technology and Analytics 
	Training and Professional Development 
	Incentivizing Participation in Alumni Surveys 
	Feedback Loops 
	Integrating Data Collection into Curricula 
	Industry Collaboration: Aligning Academic Programs with Workforce Needs 

	Conclusion 
	References 
	Appendix​Example Alumni Survey Questions 
	Job Satisfaction 
	Career Preparation 
	 
	Career Readiness 
	Social Capital/Networking 
	Career Mobility 


	Measuring Alumni Career Outcomes​A Validity Study 
	 
	National Alumni Career Mobility Survey (NACM) 
	Evaluation of Prior Validity Information 
	Measurement Invariance 
	First-Generation College Students 
	The Current Study 

	Method 
	Data Collection Procedure 
	Participants 
	Data Analysis 
	Confirmatory Factor Analysis (CFA) 
	Measurement Invariance 


	Results 
	Data Screening for Samples 
	Sample 1 
	Configural Invariance: Evaluating the Five-Factor Model and Bifactor Model 
	Metric Invariance for the Five-Factor Model 
	Scalar Invariance for the Five-Factor Model 

	Sample 2 
	Replication 
	Configural Invariance of Five-Factor Model and Bifactor Model without Item 31 
	Metric Invariance for the Five-Factor Model without Item 31 
	Scalar Invariance 


	Discussion 
	Additional Psychometric Work  
	Implications  
	Future Research  
	Limitations  

	Conclusion 
	References 
	Appendix​National Alumni Center Mobility Survey 
	Career Pathway Preparation 
	Career Satisfaction 
	Economic Mobility 
	Community Engagement 
	Institutional Career Investment 


	Beyond Placement Rates​Realizing New Opportunities for Using First-Destination Data 
	The Setting 
	The University of Arizona  
	Student Engagement & Career Development (SECD) 
	The Graduating Senior Survey (GSS)  

	Our Timeline and Analyses 
	GSS Insights 
	Insight #1 
	Insight #2 
	Insight #3 
	Insight #4 
	Insight #5 
	Insight #6 
	Insight #7 

	How We Got Here: Finding Additional Sources of Information 
	How We Use the Data: Informing Next Steps 
	Future Considerations 
	Conclusion 
	Lesson #1: Develop Your Driving Questions 
	Lesson #2: Develop Data Collaborations 
	Lesson #3: Review Your First-Destination Survey 
	Lesson #4: Identify Career Champions 
	Lesson #5: Integrate Findings into Existing Student Experiences 
	Lesson #6: Be Transparent with Methodology and Insights 
	Lesson #7: Take Your Time and Refine 

	References 

	 
	Subjective Measures of Career Outcomes ​from National Surveys in the United Kingdom and Australia 
	Theoretical Frameworks 
	National Higher Education Contexts in the UK and Australia 
	Measuring Graduate Outcomes 
	United Kingdom 
	Australia 

	Subjective Questions in Graduate Outcomes Survey Design 
	United Kingdom 
	Australia 

	Discussion 
	Understanding career success and support 
	Understanding environmental influences 
	Impacts on equity, diversity, and inclusion 

	Conclusions and Recommendations  
	References 

	Quality and Impact at Scale​Measuring Career Effectiveness Beyond Participation 
	Assessment Challenges and Opportunities at a Large Institution 
	Utilizing Strategic Plans to Guide and Prioritize Assessment Efforts 
	Best Practices and Lessons Learned 
	Career Counseling/Advising 
	Career Programming/Events 
	Career Readiness 
	Post-Graduation Outcomes 
	Approaches Beyond Traditional Methods and Metrics 

	Future Considerations 
	Conclusion 
	References 
	Appendix A​Advising Effectiveness Survey with Branching Questions 
	Primary Questions for Branching 
	Peer Career Advisor Questions 
	Suit Yourself Questions: 
	Advising Questions 
	Front Desk Questions + Net Promoter Score (seen by all students and recent alumni) 

	Appendix B​Programming Evaluation 

	Moving Past Utilization​Understanding Proactive Career Behaviors ​and Satisfaction with Career Services 
	The Case for Engagement 
	Literature Review 
	Proactive Career Behavior and Opt-in Career Services 

	Methodology 
	Study Context and Level of Analysis 
	Participants’ Information 
	Demographics 
	Measuring Career Engagement 
	Validity of the Career Engagement Scale 


	Results 
	Career Services Requested 

	Discussion 
	Implications 
	Limitations 
	Conclusion 
	References 

	Developing and Assessing Meaningful Career Readiness Metrics 
	Literature Review 
	Career Readiness as a Campus Imperative 
	Utilizing the Lippitt-Knoster Model for Managing Complex Change 
	Vision and Outcomes 
	Building Consensus 
	Skills and Resources to Incentivize Change 

	Action Plan: A New Model with New Metrics 
	Rating of Institutional Career Support 
	Unique Students Engaged 
	Equity Gaps in Engagement 
	Equity Gaps in First-Destination Outcomes 
	Alumni Career Mobility 

	Accountability 
	Lessons Learned 
	Conclusion 
	References 




