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Abstract

There are suggestions that employers are usually dissatisfied with the lower levels of skills graduates
have before starting employment. There also appears to be a debate among different stakeholders about
how teaching and learning institutions prepare graduates. The aim of this paper is to identify what
employers perceive employability to mean and what are appropriate work skills that correspond with
it. Empirical analysis done by famous researchers was analyzed and the results indicate that while
employability skills could be identified, there was no clear what universities need to provide in order
for graduates to gain important employment.

The findings suggest that while the stakeholders are concerned that graduates starting employment
may lack certain employment skills, they still base their hiring decisions to take on graduates upon an
historical perspectives of employment skills developed overtime, without taking into account the
future requirements of ‘employment’, the possible challenges of an increasingly competitive economy
and other possible labor changes which could be considerable and as yet, very much unknown. This
study tries to make a contribution to research on employability by recognizing the gaps that may exist
between employers and graduates and any incongruence in understanding of what ‘employability’
means and which employability skills might take significance.

Keywords: Employability; work; selection criteria; critical theory; skilled graduates.

Introduction

The concept of employability became an important aspect in work practices (Knight & Yorke, 2001;
Haug & Tauch, 2001; Cranmer, 2006) and Higher Education Institutions (HEIs) have a huge role to
play in terms of employability skills (Fallow & Steven, 2000). Much of the research and stakeholders
on employability sustained the view that graduates lack generic workplace skills (Green, 1990; Nabi &

Georgian Scientists/Jo®m39wo dg3609Mgdo ¢. 4 N 3, 2022 47



Bagley, 1999; Yorke, 2004; Raybould & Sheedy, 2005; Clarke & Patrickson, 2008; BBC News, 8th
December 2011),

Higher Education Institutions (HEIs) do a lot in terms of aiding graduates to develop certain skills.
Browne (2010) states that it is now the responsibility of all staff in HEIs to consider the Key
Performance Indicators (KPIs) of employer organisations with a view for improving graduates’ chances
of getting employment. Other studies also show some good practices in the development of
employment skills and attributes (Dearing Report, 1997; Knight & Yorke, 2001; Yorke, 2001; Harvey
et al., 2002). This article provides an empirical research into what employers understand as
employability and thoughts they have about graduates starting their career. In particular the article
points out the conflict and the settlement between what is perceived as employability and what are the
key skills which are required by employers. It concludes by making recommendations of what HEIs
should do to enhance graduates performance.

While main emphasis is placed on what skills graduates have and do not have in the terms of getting
employment, firstly employability needs to be defined and some explanation provided. Before we
explore i the notion of employability, an understanding of the term ‘work’ perhaps is required. The
whole question of what is work, what individual need for that work and boundaries of work remain
central to individual’s social and economic settings. Watson (2003, p.41) concludes that “the meaning
attached by individuals to their work predisposes them to think and act in particular ways with regard
to that work”. Therefore ‘employability’ is to be questioned and could be discussed from many
perspectives. Harvey & Knight (2005) view employability as acquiring a job and as developing
characteristics of graduates in employment. The increased competition in the labor market among job
seekers (CIPD, 2011) has seen a change in emphasis, involving some factors from employers in inspiring
the young potential job seeker to be involved in voluntary work just for their CV’s. Securing a job is
often the rough test of employability, but that can be subjective; questions such as; how useful is
particular work to society, how long will the employment last, how candidate matches ultimately for
that work, etc. Those questions not always put into the equation in calculating employment,
unemployment and/or employability levels.

Employment has always existed but its nature is constantly changing over time. Traditionally survival
forced most people to work and/or search for a type of employment. Employability, in more liberal
times has come to cover more Transformational concepts such as ‘team-player’, ‘Intelligent’, ‘self-
motivated’, ‘problem solver’ etc. What ‘employability’ will come to underline in thirty years’ time
nobody knows? perhaps more creative thinking, intuition, willingness to accept robotic ‘leadership’,
and adjust with almost non- stoppable change.

The term Employability has to be adaptable enough to include those who work for payment (skilled
and semi-skilled) and those who work for no free (volunteers) and/or those prepared to work either
financially or voluntary based work placement (Students) and who work across cultures, countries and
organizations formally and informally. Employability criteria involve knowledge, attitudes, beliefs,
skills and psychology that come from a wider meaning of the word “education” and qualification.

We claim that the nature of work is changing, the reality of much employment too and thereby what
is meant by ‘employability’ is changing consequently in line with macroeconomic and societal factors
and the changing nature of work and employment e.g. temporary contracts, periods of self-
employment, cooperative associations, volunteer work and other hybrids of type of work. Definitions
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of work/employment and employability and cultural attitudes are followed by regimes of subsequent
education and training priorities (Rae, 2007) but they have not always changed in favor of those
speedier shifts in society.

Today’s ‘employability skills’ may not apply for tomorrow, indeed in a way they may be pledge to
‘employability’ and even employment requirements. Employment history begun by hunter gatherer to
farming, then to heavy industry, moving to services with industries, currently pursuing path towards
hi- tech, digital, nano-technology, genetic engineering and so on. Which filed will be the next stop?
Who knows ?We are already seeing drastic changes in short time periods; mass industrialization by
developing economies and wholesale changes of the services to ‘virtual’ trading.

Institutional changes

Employment skills mostly mentioned by organizations are about their requirements such as having

“problem solving abilities”, “team player”, “understanding the business and self-managing effectively”
etc; much of these, is what society and the individual needs to address in the rest of their careers.

Robotics and automation advance the need for ‘team work’ and ‘decision making’ areas often are
considered main job selection criteria, but advanced technological changes are altering the emphasis
regularly, those job criteria’ may totally disappear in some areas. When it comes to ‘Problem solving’,
along technological advances, artificial intelligence will be able to solve its own problems and those of
decision makers, therefore what should be taught in that area becomes hard to determine. For example;
Nowadays students are required to solve complicated formulas for stock decisions or inventory control.
Meanwhile plenty of software are programmed that can do it better.

Question here is to find out how important is it to know basic concepts and understanding when
relatively soon robots with voice recognition system can answer most of the things after working them
out in a mille second? We have some insights with the growth of search engines, data drilling, and
artificial intelligence devices. What higher education institutions teach students about “ how to use
numbers effectively”, “use informational technology effectively” those areas are typical as today’s
selection criteria but future graduates will need different set of skills applicable to new world.

Today’s’ definitions of employability will definitely shift. They may move from ones about skills and
aptitudes which hold employers’ needs to ones more about of self-development and then to unknown
area such as intuition, and perhaps about non- employment (which is not the same as unemployment).
Probably questions asked of job applicants today won’t be the same as in ten or more years’ time or
even over a shorter period and yet we may not suspect what the future questions will be.

In the meantime that leaves us with the problem of what to educate the workforce of the future.

Hypothesis about Key Skills

Traditional categories of skills that determine employability highlight the practicalities and didactic
nature of who should get a employment, typically; Qualifications, Experience, 1.Q, References,
Motivation, Personal Circumstances (Rodgers, 1952; Munro-Fraser, 1954). Authors consider that the
nature of employment and employability will reflect growing complexity and ambiguity. We have
already seen a trend of using team approaches by modern organizations with employees who also need
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to be risk averse and cope with constant changes without having a total picture of why. Regular
employees are required to read situations quickly and stay focused on details in the midst of even more
growing uncertainty. Much of the current staff selection process is reactive and where we have to argue
what is really important for a potential job and which people with what set of qualifications will best
fit. The employer finds themselves selecting on criteria which is often didactic (Cox & King, 2006) and
full of a need for conformity. Even if job interviewers are not necessarily very conformist there’s always
the anxiety for what other stakeholders might think; customers, coworkers even employers about who
will be hired. Most employers like conformers, but that’s not where we could find the source of
creativity.

We shouldn’t forget that employability is not one sided and job seekers are looking for a package that
best suits them, which is not always consistent with an employers’ interest. Candidates’ self-perception
and commitments (Rothwell et al., 2009), and expectations (Gedye et al., 2004) are but two of the many
things to be considered alongside the approaches to employability today.

According to World Economic Forum’s (WEF) published Future of Jobs Report of 2019, were predicted
the top ten employability skills for 2020. Report established the top three appropriate workplace skills
at the start of a new decade would be “complex problem-solving, “critical thinking,” and “creativity.”
“Emotional intelligence” and “cognitive flexibility” were also in the top 10 list. While those surveyed
at that time certainly didn’t expect a pandemic such as COVID-19 would occur and the significant
interfering it would have on the global workforce, it is indeed telling that recent valuations of the key
employability skills needed for a postcoronavirus world certainly align closely with those earlier
predicted skill requirments.

These skills will be crucial as the world continues to respond to the COVID-19 pandemic and its long-
lasting impact on future work practices. Those who improve these skills while at university and can
apply them in real life will be best placed to find important employment upon graduation.

Many factors contribute to employability, starting from the range of skills and personal attributes that
recent graduates need to hold in order to find meaningful employment. It includes a strong foundation
of discipline-specific knowledge and skills, and the cognitive, interpersonal skills that enable
productive working relationships. Skills for employability can be stated to as “hard skills” (including
knowledge and technical proficiency) and “soft skills” (such as interpersonal skills and personal
qualities. Soft skills are hard to measure in traditional university assessments, yet they are essential
components of an employability attitude.

Conclusion

‘Employability’ is a very complex and subjective matter. The short term view about job skills is an
ongoing debate and has to align with the longer term broader needs of individuals.

It would not be reasonable from this article to suggest a number of changes to higher education,
particularly one that necessarily recommends more emphasis on today’s employment skills. Somehow
institutions might emphasize a need to introduce some work element to their learning courses,
especially it becomes a must in today’s competitive labor market.
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However there are other findings that suggest that work placement alone can’t increase chances of
gaining employment to such an extent in all circumstances; (Rothwell et al., 2009). There is an emphasis
on what employers needs are e.g. questions asked in interviews were often around; “What do (graduate)
bring that is useful? “What are you best at?, “Why should we choose you?”, “What can you do as an
applicant that can help us?”

Since the new normal would be full of ambiguity and distraction, structured learning programs should
be the part of the curriculums. Therefore, problem-based learning (PBL) programs would be the most
suitable alternative. PBL programs also help the workplace to adopt ‘learner centered approach’ faster
without disregarding the educational and training requirements. The combination of both learner-
centred and problem-based learning approach has been proving to be effective in medical sciences and
engineering fields. These experiences could also be applied to other disciplines in the new normal to
develop the capacity and viability towards newly realized life and livelihood challenges.

References:

Harvey, L. & Knight, P.T. (2005). Briefings on employability: Helping departments to develop
employability. York, England: ESECT

Fallows, S., & Steven, C. (2000). Building employability skills into the higher education curriculum: A
university-wide initiative. Education and Training, 42, 75-83

BBC News, (2007) Many graduates 'lack soft skills' 30th January.
http://news.bbc.co.uk/1/hi/education/6311161.stm

Dearing Report, (1997).The Dearing Report. Higher Education in the Learning Society

Hillage, J. & Pollard, E. (1998). Employability: developing a framework for policy analysis. Research
Report RR85, Department for Education and Employment. (London, DfEE). http://www.employment-

studies.co.uk/pubs/summary.php?id=emplblty

Rae, D.(2007). Connecting Enterprise and graduate employability challenges to Higher Education
Culture and Curriculum. 49(8), 605

CBI (2011). Boosting employability skills [Online]. Available at: http://www.cbi.org.uk/business-
issues/education-and-skills/in-focus/employability/

Cox, S. & King, D. (2006).Skill sets: an approach to embed employability in course design, Education
and Training, 48 (4), 262-74. (Cox & King, 2006)

Rothwell, A., Jewell, S. &Hardie, M. (2009). Self Perceived Employability; Investigating the responses
of Post Graduate Students. Journal of Vocational Behaviour, 75, 152-161.

Economic Forum’s (WEF) published Future of Jobs Report of 2019

https://www.weforum.org/reports/the-future-of-jobs-report-2020/

Georgian Scientists/Jo®m39wo dg3609Mgdo ¢. 4 N 3, 2022 51


http://news.bbc.co.uk/1/hi/education/6311161.stm
http://www.employment-studies.co.uk/pubs/summary.php?id=emplblty
http://www.employment-studies.co.uk/pubs/summary.php?id=emplblty
https://www.weforum.org/reports/the-future-of-jobs-report-2020/

do6M005E0 IBJdgdOL MbsGgdo
360 3o sboo
Jm050b0ob 1b039MLOEGHYEOL 5530 0MGdMo SLOLEIEE 3OMmzgglmMo.
J050b0, LogoON3gEM.
LGOS0

3OBYIMBL  FMLOBEMGdS, MM sABsJdgdEgdo OMAMOE Folo M3059MBOEMIO0 SO0
3MOLESIMHZMYOMWMS VIO EMBOL MbsMGdom. Lb3oLb3s s0bEHIMLgdmeE TboGgls
dmMob  399©dogz0  ©OLIMLOSS 0ToLMsb  H39380MGdOm, Y] OMYMEO Mbs  IMHTBIOME
3MOLEIMH3MYOMO0 Foglds LoQSBTIBIMWGdM PG 9dIdTS IBOJTgdOLMZOL
Lo FoMm 9656-6393900L ILIMREGIWS.

LAOG00L B0BB0S Q956 330ML ML 500d35890 oABEJTGdEGOO OBOJTGOOLMZ0L bdFomM
26569050. bbgoslbgs 3bmdowmo dgibogMols oge Bs@o®mgdmwo gddoMomewo 33wg3990 0dbs
39965¢0Bg0Mo s  FoMdmagboros 89w9gagd0. dobgsgzs  0doby, MH™I 9990
9090mgdL  LOJIgOOL Y60l 0EIBGHOROEMGOIOL  FglodwgdEEMdsDY, 96 Tga30deos
93580 11336900 @o8M30BHBM®O M) MMAMO Mbs MBOWLlgEYmb MbogzgMlodg@9dds
399OLEYIMH30MJOGOOL ©93900 FMIBHYdS ILOJTFIOL 3MEHGB30OL Yol BOPIWS.

51336900 3565EMdGD, MMA3 JoMbgs35 0oLy, MHMI 0BEHIMILYdIMwo TbsGggdo
3903mgdbo 56056, GMI sbddgdool AbMmz9gw  39OLETMS3MGOIMYIdL Fgodegds 56
3Jmbgm  ©oLddgdoLM30L vEoWdgO 963390 bsMgdo,  ALOJBYdEGdO
3MOLESIM30MYOMgdoL LEALEBOTo FowgdsDY 25o(Y39BH0W YOI 54o0dgdgb  HoMbeo
39030 gdol  Qom35wolobgdom 03  MbsMgdol  qoMTdgdm, GMmIwomsy  Hodbyerdo
b9wdd03569emdbIb, ,oLoddgdoL” Bmsz5w0  IMPObM3bgdoL  Asmzseolfiobgdol  gocmqdy.
©53b5ddgoeol FBOOPID  dOOOMOEIE 9O bEgds  domgzoolfjobgds  Fbosto
3M6396096GHbsm0sb0  d0BbIL  299mf393900L s Ubgs Tgloderm IGMIomo  (330gdqd0b,
MMI9d03 990degds 0ymb 360d3690mz560 s XJOXIOMIO® »3Ebm 139bmdgbo.

B53M™do 3000MB3L M530L0 i3E0E0 F9g0BHbML ILOJIGdOL 33093580 oALOJIYdGOLS
5 3OLEIIMIZMYJOMEGOL MOl sOBYOIEO  bo®M39HgdoL  s8mbmdom s b6gdoldogHo
39L5059MdOL PGB0, o3 Fg0dgds LJdgdoL 39ML3gdE030L bbgsalibgsyzsto seddoom

0ymb 459mfi39o.

153396dm LoBY3g00: obofdgds; F9dsmBs; bsdbsboyGdo 9@mBgz0l  3G0B39mowdo; @sbsgdgdobogol
S30¢7989¢v0 #3b5(3980.

Georgian Scientists/Jo®m39wo dg3609Mgdo ¢. 4 N 3, 2022 52



