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An industry survey and comment on 

preparedness of science graduates for work, 

mechanisms of engaging with Universities and 

the importance of Work Integrated Learning (WIL). 

 

 

BACKGROUND 

Evolve Scientific Recruitment is an award 

winning
1
 Australian recruitment agency, 

specialising in the temporary and permanent 

placement of scientists into a range of industries 

including pharmaceutical, chemical, food and 

FMCG manufacturing, research and mining and 

resources. 

There is a current media, government and 

industry focus on the importance of STEM 

(Science, Technology, Engineering and 

Mathematics) disciplines in the future of the 

Australian and global economy 
2
.  The Australian 

Bureau of Statistics has reported that STEM 

skills jobs grew by 1.5 times the average rate of 

other industries between 2006 to 2011
3
.  Future 

growth is predicted to even outstrip this rate. 

According to the same study
3
, approximately 

27% of STEM qualifications are attained in the 

sciences – natural and physical, agricultural, 

environmental and related fields. 

Whilst there are many increasing opportunities 

in science employment, there are concerns that 

the number of students choosing to study these 

subjects at the tertiary level is insufficient to 

meet this growing need.  Further, we have 

received anecdotal feedback from employers 

specifically in the “S” (Science) disciplines that 

the graduates being produced out of Australian 

Universities are lacking in certain skills and 

experiences that make them suitable for hiring 

straight out of their studies. 

 

 

 

SCOPE 

This paper therefore reports specifically on the 

preparedness of science graduates for work, the 

skills that are most desirable, mechanisms of 

engaging with universities and the importance of 

work integrated learning (WIL).   

METHOD 

We sent an invitation to participate in a survey to 

1131 Evolve clients and industry contacts that 

are responsible for hiring scientists at their 

company of employment.  Not all questions were 

compulsory and some accepted multiple 

answers.  142 people responded to the survey.  

Telephone conversations were conducted with 

36 participants to further clarify responses. 

AIM 

The survey aimed to understand: 

1. The skills and attributes that employers 

of scientists in Australia seek when 

employing science graduates. 

2. Gaps between the skills/attributes 

desired (above) and those actually 

possessed by science graduates. 

3. The relative ease or difficulty for Industry 

in attempting to engage with Universities 

for the purpose of hiring 

students/graduates. 

4. The appetite of Industry for participation 

in Work Integrated Learning 

programmes.  
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RESULTS 

1. Demographics 

The survey results (Figure 1) show that the majority of the respondents reside in four states; Victoria 

(31.69% or 45 respondents), New South Wales (23.94% or 34 respondents), South Australia (22.54% or 

32 respondents), and Queensland (20.42% or 29 respondents).  This location frequency reflects the 

distribution of Evolve Scientific Recruitment’s clients around Australia. 

Figure 1 – Distribution of Responses  

 

Table 1.1 - Responses according to the level of tertiary preparation industry employers seek in a science graduate 

Options Frequency Percentage 

Prefer no Degree 2 1.41% 

Undergraduate Degree 107 75.35% 

Honours Level Degree 25 17.61% 

Master Degree 6 4.32% 

PhD 2 1.41% 

Total 142 

 

The data in Table 1.1 shows that majority of the respondents; constituting 107 or 75.35% agree that the 

most desirable level of education, according to science industry employers, is an undergraduate level 

degree.  Honours level degrees are also desirable (17.61%), while fewer respondents prefer higher level 

degrees.  The number preferring a PhD is the same as the number who prefer no degree at all.  

Qualitative feedback indicated that the preference is based on the level of the job being offered and that 

in most cases the majority of hiring is for degree level roles. 
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Table 1.2 - Scientific area(s) which respondents’ organisations work in. 

Scientific areas Frequency Percentage 

Agricultural Science 19 13.38% 

Biological and Bio-medical sciences 25 17.61% 

Biotechnology 24 16.90% 

Chemistry 81 57.04% 

Environmental Sciences 28 19.72% 

Food Science 46 32.39% 

Geology 4 2.82% 

Mathematics 3 2.11% 

Microbiology 38 26.76% 

Physics 4 2.82% 

Other 16 11.28% 

TOTAL 142 

 

The data in table 1.2 (above) shows that the scientific areas that most respondents organisations operate 

in are chemistry, food science, microbiology, biological and bio-medical sciences, and biotechnology.  

Scientific areas with fewer respondent employers, as presented by the respondents, include 

mathematics, geology and physics. 

Other scientific areas mentioned by the respondents in the free text “other” field include: wool industry, 

pharmaceutical, mining/metallurgy, water industry, wine research, manufacturing, hydrology, molecular 

genetics, education, nanotechnology, packaging, and pathology. 

Thus, most of the respondents’ organisations operate in the chemistry area.  Food science and 

microbiology scientific areas have the next highest number, respectively. This is reflective of the main 

areas that Evolve conducts recruitment in. 
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2. Skills and Study Areas

Study Areas (Major) 

Figure 2- science major(s) that the respondents seek in graduates when employing 

 

In Figure 2, the respondents were asked to choose the science major that is considered most desirable 

when hiring graduates for their area of organisational operations.  

The majority of the employers in the surveyed group prefer a chemistry major science degree. 

Microbiology and food science majors are the next high ranked science majors. 

Other choices listed by the respondents, apart from those listed in the table include: forensic and 

analytical science, medical science, molecular genetics, nanotechnology, geology, among others.  

The result of this data interpretation correlates with the data in Table 1.2. Since the majority of the 

respondents’ organisations operate in the chemistry sector, it is expected that their requirement for 

graduate employment should be in chemistry. 
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Table 2.2 - Importance of transferable (soft) skills in science graduates 

Soft Skill 

Importance of Various Transferable Soft Skills  Graduate abilities, based on respondent experience 

Essential Important 
Nice to 

have 
Do not 

really need 
Not needed 

at all Total Excellent Competent Neutral 
Somewhat 

Incompetent 
Poor Unsure 

High level 
academic 
achievement 

5.71% 
8 

31.43% 
44 

51.43% 
72 

11.43% 
16 

0.00% 
0 

140 
6.43% 
9 

61.43% 
86 

26.43% 
37 
 

2.86% 
4 

0.00% 
0 

2.86% 
4 

Conceptual 
problem solving 

27.66% 
39 

58.87% 
83 

12.77% 
18 

0.71% 
1 

0.00% 
0 

141 
2.82% 
4 

40.14% 
57 

38.03% 
54 

14.08% 
20 

4.23% 
6 

0.70% 
1 

Numerical 
problem solving 

15.83% 
22 

51.08% 
71 

30.22% 
42 

2.16% 
3 

0.72% 
1 

139 
4.96% 
7 

58.16% 
82 

25.53% 
36 

8.51% 
12 

2.13% 
3 

0.71% 
1 

Critical thinking 
35.00% 
49 

51.43% 
72 

12.86% 
18 

0.71% 
1 

0.00% 
0 

140 
 

3.55% 
5 

35.46% 
50 

38.30% 
54 

18.44% 
26 

4.26% 
6 

0.00% 

Data 
presentation and 
evaluation 

20.42% 
29 

52.82% 
75 

21.83% 
31 

4.32% 
6 

0.70% 
1 

142 
3.55% 
5 

47.52% 
67 

32.62% 
46 

12.06% 
17 

2.84% 
4 

1.42% 
2 

Adaptability 
44.29% 
62 

49.29% 
69 

5.71% 
8 

0.71% 
1 

0.00% 
0 

140 
4.23% 
6 

42.96% 
61 

34.51% 
49 

16.20% 
23 

2.11% 
3 

0.00% 

Working in a 
collaborative 
team 

60.56% 
86 

33.10% 
47 

5.63% 
8 

0.70% 
1 

0.00% 
0 

142 
4.96% 
7 

67.38% 
95 

20.57% 
29 
 

7.09% 
10 

0.00% 
0 

0.00% 

Interpersonal 
relationship 
building skills 

41.84% 
59 

49.65% 
70 

8.51% 
12 
 

0.00% 
0 

0.00% 
0 

141 
4.93% 
7 

49.30% 
70 

37.32% 
53 

7.75% 
11 

0.70% 
1 

0.00% 

Independence 
29.79% 
42 

51.06% 
72 

15.60% 
22 

2.84% 
4 

0.71% 
1 

141 
4.23% 
6 

32.39% 
46 

43.66% 
62 

16.90% 
24 

2.82% 
4 

0.00% 

Verbal command 
of English 

39.72% 
56 

51.06% 
72 

9.22% 
13 
 

0.00% 
0 

0.00% 
0 

141 
9.86% 
14 

66.9% 
95 

16.90% 
24 

3.52% 
5 

2.11% 
3 

0.70% 
1 

Written 
command of 
English 

38.73% 
55 

52.11% 
74 

7.04% 
10 

2.11% 
3 

0.00% 
0 

142 
9.86% 
14 

54.93% 
78 

24.65% 
35 

5.63% 
8 

4.23% 
6 

0.70% 
1 
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Essential Soft Skills 

We then asked respondents to rank a list of 

transferable “soft” skills (table 2.1, previous 

page), according to whether they were essential 

to have when hiring a graduate, important, nice 

to have, not really needed and not needed at all.   

When ranked in order of response (from most to 

least), the skills that are considered “essential” 

are: 

 Working in a Collaborative Team (60%) 

 Adaptability (45%) 

 Interpersonal Relationship Building 

(41%) 

 Verbal Command of English (39%) 

 Written Command of English (38%) 

 Critical Thinking (35%) 

 Independence (30%) 

 Conceptual Problem Solving (28%) 

 Data Presentation and Evaluation (21%) 

 Numerical Problem Solving (16%) 

 High Level Academic Achievement (6%) 

Collaboration, adaptability and interpersonal 

relationship building ranked most highly.  High-

level academic achievement is, interestingly, 

considered to be the least essential of the skills 

above.  Academic institutions often put 

emphasis on achievement in this area, which is 

obviously not reflected in industry.  This 

emphasis can therefore be considered to be 

disproportionate to the importance of high 

academic achievement in gaining employment 

with the scientific industry employers 

represented in this survey. 

Soft Skills - Gaps 

We then asked respondents to think of recent 

graduate hires and to rate those students 

against the same skills list. We asked them to 

rank the graduates as: excellent, competent, 

neither competent nor incompetent (neutral), 

somewhat incompetent, poor or unsure (not 

enough experience to respond). 

In analysing areas where graduates come up 

short, we combined the “somewhat incompetent” 

and “poor” responses and were able to identify 

the key gap areas as below. 

 Critical Thinking (23%) 

 Independence (20%) 

 Adaptability (18%) 

 Conceptual Problem Solving (18%) 

 Data Presentation and Evaluation (14%) 

 Numerical Problem Solving (11%) 

 Written Command of English (9%) 

 Interpersonal Relationship Building (8%) 

 Working in a Collaborative Team (8%) 

 Verbal Command of English (5%) 

 High Level Academic Achievement (3%) 

Cross Over 

When comparing the skills that are considered 

essential by a high number of respondents, but 

are also considered to be lacking in graduates, 

we find the most cross-over in the skill of 

adaptability.  Adaptability was second most 

desired skill, but also appears third on the list of 

soft skills that graduates lack competence in.  

Critical thinking skills and working independently 

were considered essential by around a third of 

respondents, but ranked at the top of the list of 

skills that graduates lack . 

Qualitative Responses 

Other qualitative data from the respondents reveal that written and spoken command in English is a skill 

that the higher institutions should aid science graduates to develop. The deficiency in this language 

command is problematic; especially for non-native speakers. 

Furthermore, in order to excel in their jobs, those graduates with high academic grades should 

complement this with independence and problem solving skills. Fitting in with colleagues, attitude to work, 

common sense, flexibility in working in different areas of the business, maturity and time 

management/planning were also common themes in open-ended responses provided by survey 

participants. 
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Table 2.3 – Importance of Various Technical Skills in Science Graduates 

 

Technical Skills 

Importance of transferable technical skills  Graduate abilities, based on respondent experience 

Essential Important Nice to have 
Do not 
really 
need 

Not needed 
at all Total Excellent Competent Neutral 

Somewhat 
Incompetent 

Poor Unsure 

OHS proficiency  
17.61% 
25 

42.25% 
60 

35.21% 
50 

4.23% 
6 

0.70% 
1 

142 
0.00% 
0 

45.07% 
64 

37.32% 
53 

12.68% 
18 

2.82% 
4 

2.11% 
3 

Quantitative/ 
numerical skills 

23.94% 
34 

57.75% 
82 

16.90% 
24 

1.41% 
2 

0.00% 
0 

142 2.82% 
69.01% 
98 

18.31% 
26 

6.34% 
9 

0.70% 
1 

2.82% 
4 

Experimental 
design 

9.93% 
14 

32.62% 
46 

46.10% 
65 

9.93% 
14 

0.71% 
1 

141 0.00% 
31.69% 
45 

45.07% 
64 

14.08% 
20 

2.82% 
4 

6.34% 
9 

Maintaining 
laboratory 
records 

49.30% 
70 

35.92% 
51 

13.38% 
19 

1.41% 
2 

0.00% 
0 

142 5.63% 
48.59% 
69 

30.28% 
43 

13.38% 
19 

0.70% 
1 

1.41% 
2 

Scientific 
Communication 

29.58% 
42 

49.30% 
70 

18.31% 
26 

2.82% 
4 

0.00% 
0 

142 3.52% 
47.18% 
67 

33.10% 
47 

11.27% 
16 

1.41% 
2 

3.52% 
5 

Basic 
experimental 
skills 

45.77% 
65 

42.25% 
60 

11.27% 
16 

0.70% 
1 

0.00% 
0 

142 6.34% 
58.45% 
83 

20.42% 
29 

9.86% 
14 

2.82% 
4 

2.11% 
3 

Hands-on 
analytical 
instruments 

30.99% 
44 

44.37% 
63 

21.13% 
30 

2.82% 
4 

0.70% 
1 

142 4.23% 
40.85% 
58 

31.69% 
45 

14.79% 
21 

4.23% 
6 

4.23% 
6 

Following SOPs 
67.61% 
96 

28.87% 
41 

2.82% 
4 

0.70% 
1 

0.00% 
0 

142 
8.45% 
12 

54.23% 
77 

24.65% 
35 

11.27% 
16 

0.00% 
0 

1.41% 
2 

Validation  
techniques 

14.79% 
21 

33.80% 
48 

45.07% 
64 

6.34% 
9 

0.00% 
0 

142 
2.11% 
3 

23.24% 
33 

45.07 
64 

16.90 
24 

7.04% 
10 

5.63% 
8 

Quality 
Assurance and 
Control 

42.55% 
60 

42.55% 
60 

14.89% 
21 

0.00% 
0 

0.00% 
0 

142 
2.11% 
3 
 

40.14% 
57 

26.76% 
38 

23.24% 
33 

5.63% 
8 

2.11% 
3 

Accuracy 
73.76% 
104 
 

26.24% 
37 

0.00% 
0 

0.00% 
0 

0.00% 
0 

141 
4.26% 
6 

58.16% 
82 

28.37% 
40 

5.67% 
8 

2.13% 
3 

1.42% 
2 
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The data in Table 2.3 shows data regarding which transferable technical skills employers consider to be 

most essential, contrasted with how the average graduate performs in relation to these skills. 

Essential Technical Skills 

Transferable technical skills were rated on a scale: essential, important, and nice to have, do not really 

need and not needed at all.  The most desirable transferrable technical skill was Accuracy, followed by 

the others listed below (in order from most to least).  Documentation skills such as following SOPs and 

keeping laboratory records were also considered highly. 

1 Accuracy 74% 

2 Following SOPs 68% 

3 Maintaining Lab Records 50% 

4 Basic Hands-on Experimental Skills 46% 

5 Awareness of QA/QC 43% 

6 Hands on Analytical Instrumentation Skills 31% 

7 Communicating Scientific Information 29% 

8 Quantitiative/numerical skills 24% 

9 OHS Proficiency 18% 

10 Validation Techniques 15% 

11 Experimental Design 10% 

 
More complex, higher-level skills such as validation and experimental design were not considered as 

essential.  Qualitative responses indicated that whilst skills such as this are required in a mature worker, 

they can be taught, as can specific analytical instrumentation skills. 

Gaps 

We then asked respondents to consider recent graduate hire experiences and rate those graduates 

against the transferable technical skills using the ratings: Excellent, competent, neutral (neither 

competent nor incompetent), somewhat incompetent, poor and unsure.  We combined the ratings of 

“poor” and “somewhat incompetent” in order to highlight the areas in which graduates fall short of being 

satisfactory. 
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The list below shows that awareness of quality assurance and control principles is the area where 

graduates most lack. 

1 Awareness of QA/QC 29% 

2 Validation Techniques 24% 

3 Hands on Analytical Instrumentation Skills 19% 

4 Experimental Design 17% 

5 OHS Proficiency 16% 

6 Maintaining Lab Records 14% 

7 Communicating Scientific Information 13% 

8 Basic Hands-on Experimental Skills 13% 

9 Following SOPs 11% 

10 Accuracy 8% 

11 Quantitiative/numerical skills 7% 
 

When comparing the skills that are considered 

essential by a high number of respondents, but 

are also considered to be lacking in graduates, 

we find that cross over is not significant enough 

to be concerning.  For example – accuracy is the 

most desired skill, with 74% of respondents 

considering it essential; whilst only 8% felt that 

graduates lack this skill.  Similarly one of the 

skills that graduates lack most is validation 

techniques; however this skill is near the bottom 

of the essential skills list.  

Whilst there is not significant correlation 

between the skills that are most desired and 

those that are most lacking; the data does 

indicate that, on the whole, graduates are 

lacking in a range of important transferable 

technical skills to one degree or another. 

Qualitative Comments 

Qualitative comments from the survey suggest 

that employers are conscious of the fact that 

Universities suffer from funding shortages.  This 

means that some of these skills cannot be 

taught during the degree and must therefore be 

learned on the job.  It has also been mentioned 

that the use of classical methods and the 

acquisition of these skills by graduates during 

their studies has become rare due to increasing 

reliance on advanced technologies.  While 

employers may or may not use classical 

methods regularly in the workplace, they still 

value students being exposed to these methods 

during study. 
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3. Other Employment Considerations 

We then posed employers with an open ended question – “If you have two applicants (both holding 

equivalent qualifications) for a graduate position, which additional criteria do you use to discriminate 

them?”. 121 respondents gave an answer to this question.  When analysed and grouped the most 

common themes were:  

 previous relevant employment (either voluntary or paid) using skills that are similar to that 

required in the position 

 previous paid work experience, whether relevant or not 

 personality 

 communication skills; and most importantly 

 the ability to fit into and work effectively within the team 

Other less common themes included referee comments, attitude and enthusiasm (although these can 

probably be considered subsets of personality and team fit, above), reliability, ability to work under 

pressure, hobbies and sporting interests and critical/fast thinking ability. 
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4. Hiring Intentions 

Figure 3 - Numbers of scientists that respondents’ organisations hired within the last 12 months 

 

Respondents were asked firstly to state how many scientists their organisation had hired in the last 12 

months.  Figure 3 shows that majority of respondents work for organisations who have hired between 1-5 

scientists during the period in question. 

We also asked the respondents to clarify how many of these new scientific hires were graduates.  This 

figure ranges from 7% to 25%. 

We then asked respondents to estimate how many scientists their organisation plans to hire in 2016 

compared to 2015.  35% of respondents were unsure, with roughly equal amounts stating that hiring 

would either be the same in 2016, or less.  A smaller percentage said that the organisation intended to 

hire more scientists in 2016 when compared to 2015. 

Table 4.1 – Hiring intentions 

Number of Scientists to be hired in 2016 compared to 2015 Frequency Percentage 

About the same 42 29.58 

Less 40 28.17 

More 10 7.04 

Unsure 50 35.21 

Total 142 
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5. Graduate Hiring Challenges 

Respondents were then asked what the main challenges they face are in finding suitable candidates for 

their graduate scientific vacancies (if any) 

Major challenges companies face when finding suitable science graduates to fill vacancies include: 

 Lack of relevant experience  

 Inability to communicate properly in English language 

 Distance/ location of site from CBD area 

 Willingness of candidates to start at the bottom and grow in the job 

 Skills and aptitude relevant to the role and industry 

 Maturity and assertiveness 

 Pay expectations of graduates 

Worth noting is the fact that relevant experience, which has already been discussed under section 3 

(Other Hiring Considerations) is again highlighted here.  

6.  Engaging with Universities 

Figure 4 – Difficulty of engaging with Universities to source graduate/intern candidates 

 

When asked about the ease or difficulty of engaging with Universities in order to source/hire students or 

graduates (Figure 4) most respondents chose the neutral option.  We then conducted further telephone 

conversations with a portion of respondents to clarify what this response meant in detail. 

In some cases, the response meant that the process was neither entirely easy, nor entirely difficult.  In 

other cases a neutral response meant that they had never investigated mechanisms of sourcing 

graduates or interns through the University, so therefore couldn’t comment.   
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In a significant number of other cases, however, a neutral response meant that the respondent may have 

been interested in sourcing students from Universities, but did not know or could not easily figure out how 

and had therefore not attempted to do so.  These responses were concerning as it became evident  

through further discussions that the process of engaging with Universities to source students is not clearly 

understood by some in Industry. 

Comments suggested that those who found the process relatively easy or very easy sourced students 

through individual personal contacts that they had established through studying at that institution 

themselves, or from having previously taken interns.  Rarely was contact facilitated through formal 

programmes or through the careers unit.   

For those that found engaging with Universities difficult, the most common alternative methods of 

sourcing included advertising directly on Seek.com.au and going through recruitment agencies. 

7. Internships and Work Integrated Learning 

Table 7.2 Responses whether organisations offer paid/unpaid placements for undergraduate science students 

Reponses Frequency Percentage 

Yes 79 57.66% 

No 58 42.34% 

Total 137 

 

Based on 137 responses, the majority of respondent organisations do offer internship or work integrated 

leaning placements for undergraduate science students. 

The qualitative data (97 comments) shows that while companies are keen to offer placements for this 

category of students, employers face certain actual or perceived barriers which can be grouped under the 

broad headings: 

 Lack of supervisory resources 

 Administrative burden 

 Insurance issues 

 IP/confidentiality issues 

 Current WIL offerings do not work for them 

 No clear mechanism to engage 

Some pertinent remarks from the respondents below reflect on the challenges the companies face: 

“We have tried many times from many angles to source interns and graduates through the universities, it 

has been disastrous every time.” 

“The programs are hard to work with - we tried a couple of times and find its more trouble than it’s worth.” 

“(There’s an)… administrative burden and requires allocation of resource to provide mentoring.”
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FINDINGS AND RECOMMENDATIONS 

Based on the quantitative and qualitative survey 

results, further conversations with respondents 

and our own anecdotal experience, we would 

like to extend the following key findings along 

with recommendations to improve the 

experience of Australia’s science sector in 

employing university science graduates. 

i. Graduates are lacking in key 
technical skills 

Whilst employers are happy to teach technical 

skills that are highly specific to their business, 

they need Universities to focus on teaching and 

adequately assessing certain transferable 

technical skills. Such skills include accuracy and 

laboratory documentation skills.  One difficulty 

that employers face is that it is not possible to 

tell from a student’s resume or academic record 

whether they have performed competently in 

these areas.   

Hands on skills are considered to be more 

important than academic performance and on 

the whole, Industry wants graduates with 

undergraduate degrees, not academically 

focussed PhDs.  

Involving representatives of Industry when 

reviewing learning programmes could be helpful  

It has also been suggested that streaming of 

students into either academic (e.g. research) 

focussed majors, or commercial focussed 

majors would improve outcomes for both the 

Universities and Industry who would have two 

distinct hiring pools that more closely match their 

needs. 

ii. Graduates are lacking in key soft 
skills, which are just as important as 
technical skills 

A common theme throughout many of the 

responses is the importance of personality and 

team fit in the workplace (almost above all else), 

when making a decision to hire a graduate.  

Whist teaching “personality” may not even be 

possible, it is possible to teach behaviour. 

This may be outside the remit of the University 

syllabus however there may be scope for 

careers centres to work with interested parties 

(e.g. recruitment agencies, career coaches) who 

may be keen to provide these services gratis to 

the students. 

These skills can also be acquired through work 

experience, therefore work integrated learning, 

supported by the Universities is key. 

iii. Previous relevant work experience is 
a key differentiator in graduate 
employment prospects 

With the current oversupply of qualified and 

experienced labour in many scientific sectors it 

is difficult for science graduates to secure work – 

having participated in WIL during their studies 

will dramatically improve graduate employment 

prospects.   

Universities should clearly communicate this to 

students from the beginning of their studies and 

some of the (perhaps misplaced) focus on 

academic achievement should be replaced with 

a focus on obtaining “real wold” experience. 

iv. Industry wants to support WIL; but 
current WIL offerings need 
improvement 

The survey data clearly shows that many 

employers are already participating in WIL and 

many more who are not would like to do so.  

Respondents also clearly stated, however, that 

WIL programmes and approaches currently on 

offer at many institutions could be improved.  

Recommendations include:  

 Current WIL programmes are research 

focussed.  Universities should recognise 

that many science employers are not 

research organisations and that gaining 

experience in routine laboratory 
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operations or non-research functions 

are of value to students. 

 Flexibility in the modes by which WIL is 

delivered (e.g. when, for how long, input 

required by the host) may encourage 

industry participants. 

 Industry has sometimes incorrect 

understandings and opinions about WIL.  

Education about the realities may 

improve participation. 

 Universities should support and facilitate 

student placements with hosts (paid or 

unpaid) even where these cannot be 

used for course credit.  Such 

placements serve to forge closer bonds 

between industry and universities and 

have the very important effect of 

improving graduate employment 

outcomes. 

v. Universities need to make it easier 
for Employers to hire students and 
graduates 

Many respondents did not know how to or had 

not tried to source graduates and students 

directly through universities.  A barrier to 

successfully doing so is the general lack of any 

clear single point of contact for engaging with 

students in order to hire them or offer 

internships. 

Upon review (conducted outside the scope of 

this survey) it was noted that most University 

websites do not have any easily navigable 

pathway for employers looking to engage 

students or graduates, outside of a major 

research partnership.   Including a clear “hire a 

graduate or intern” button on the front page may 

encourage industry to connect in this way.  

Opportunities could then be filtered through to 

relevant parties.   

One way in which this could be done is by 

schools collecting personal details from students 

who are interested in work or voluntary 

placements at the beginning of each semester.  

Opportunities can then be easily circulated to 

the mailing list. 

Additionally there are many internship 

programmes in place, including Evolve’s 

Evolution programme which can help facilitate 

this process.  A range of these can be used in 

combination and to the benefit of all parties 

(University, student, and employer). 

For further information about the Evolution 

programme, please contact your local Evolve 

office. 

 

Melbourne – 

melbourne@evolvescientific.com.au                 

03 9566 5600 

Sydney –           

sydney@evolvescientific.com.au                      

02 8071 4290 

Brisbane –       

brisbane@evolvescientific.com.au                    

07 3175 0680 

Adelaide –        

adelaide@evolvescientific.com.au                    

08 8193 9652 

To discuss the findings of this survey and 

our recommendations in more detail 

please contact Kym Volp at 

kym.volp@evolvescientific.com.au.

mailto:melbourne@evolvescientific.com.au
mailto:sydney@evolvescientific.com.au
mailto:brisbane@evolvescientific.com.au
mailto:adelaide@evolvescientific.com.au
mailto:kym.volp@evolvescientific.com.au
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