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1. Introduction 

The current labor market is a dynamic and challenging environment for graduates of 

various educational backgrounds. (Srinivasan et al,2020)  Possessing the necessary 

skills for the workplace increases graduates' career opportunities. According to a recent 

survey administered by Cengage, a publishing house, roughly one-fifth of young 

graduates of two- and four-year universities revealed that their college education did not 

adequately prepare them with the essential training in their first job, and approximately 

half of them made the decision not to apply for junior positions even though they 

believed qualified. (Cengage,2022) As per Cengage's Graduate Employability Report, 

which analyzed the survey data, respondents who felt unqualified for post-graduation 

employment referenced a lack of abilities indicated in the employer's position 

description as the key reason; significantly fewer respondents cited a lack of degree 

requirements.(Cengage,2022) This is owing to their lack of English proficiency and the 

employability skills demanded of professionals in the twenty-first century. It has become 

an urgent need to provide graduating students with valuable career skills. (Igwe et 

al,2022) The workforce profile describes "soft skills" as attributes and competencies that 

employers want in potential employees. Employability skills affect the careers of 

students by promoting the growth and enhancement of their communication, 

presentations, collaboration, leadership, time management, and interviewing abilities. 

Thus, enhancing students' soft skills facilitates their participation in a variety of selection 

procedures. (Igwe et al,2022) This research is a consolidated summary showcasing the 

employability skills needed at workplace environments, employability foundation, 

strategies implemented to establish employability skills, and employers' expectations of 

employability skills based on a review of numerous studies relevant to employability 

skills. (Smaldonea et al,2022) 
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2. Critical evaluation: 

According to Mahajan et al. (2022), graduate employability should be the primary 

measure of higher education achievement. Employability pertains to graduates' skills, 

abilities, and traits (Igwe et al,2022). Individuals and organizations require digital skills 

to keep up with technological advancements and create new products and procedures. 

Srinivasan et al. Those who cannot use digital media are unable to take advantage of 

new chances. According to the European Commission, digital competence is the 

confident and analytical use of digital technology for research, interaction, and basic 

problem solving. The World Economic Forum identifies ten skills that graduates will 

need to thrive and function more effectively in the future: complex problem solving, 

rational reasoning, originality, management and leadership, cooperation with others, 

psychological health, discernment and judgment, context awareness, mediation, and 

cognitive agility. (Mahajan et al., 2022). 

 

Integration in the workplace is an EU competency. Employability is the connection 

between an individual's qualities and the job market (Smaldonea et al,2022). 

Employability is seldom simple. In most cases, student or graduate employment is the 

primary concern. Employability is defined by Neugebauer and Evans-Brain(2021) as "a 

combination of skills, knowledge, and personal attributes that increases a graduate's 

likelihood of obtaining a job and being successful in their chosen profession, thereby 

benefiting them, the labor force, the community, and the economy." Employer attitudes 

and expectations impact employability. Employability is a method for assessing and 

comprehending the selection process of job applicants on the labor market, as well as a 

component of human resource management in enterprises (based on task knowledge).  
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Individual role development is related to multiple interpretations of the preceding 

commitment to acquire employment, particularly for "job-ready" graduates. In recent 

years, the value of transferable skills has grown. In the face of global competition, 

graduates must provide more than subject-specific and degree-level academic skills. 

Government, industry, and academics have pushed higher education to teach 

transferable skills since the 1990s (Neugebauer and Evans-Brain,2021). Universities 

and colleges are urged to create employment-skills training programs for graduates. It is 

challenging to demonstrate graduates' employability and to identify business needs. 87 

percent of college grads feel prepared for employment. (Neugebauer and Evans-

Brain,2021) 

Unfortunately, the great majority of hiring managers disagree on a few areas. In 

actuality, just fifty percent of personnel recruiters feel that graduates possess the 

necessary credentials for the position. According to yet another poll, 92 percent of U.S. 

CEOs say that their country's personnel lack the requisite credentials. According to the 

results of Mahajan et al. (2022), not only is it challenging to describe the skills needed 

by industry, but it is also challenging to determine if there is a skills gap between what is 

necessary and what individuals possess. The bulk of accessible opportunities in 

traditional industries need individuals to show mastery of tedious and repetitive 

activities. The bulk of an employee's knowledge is learned at the beginning of their 

employment. In order to stay up with the rapid rate of change in the current economy, 

workers are needed to pursue ongoing education. As a result, companies can no longer 

rely on recent graduates and newbies to the labor market as their major source of new 

skills and expertise. Instead, they are seeking individuals with a positive outlook and the 

capacity for continued skill growth. (Smaldonea et al,2022) 
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 Therefore, it is vital that all countries build education and training programs that provide 

their populations with the required skills to adapt to these environmental changes. 

According to one school of thinking, the regular school day does not effectively prepare 

children for the workplace. Combining experiential learning with more conventional 

types of education and training is necessary in order to acquire knowledge that can only 

be gained via direct experience. In addition, there is an increasing emphasis on the 

interpersonal aspects of competency. It is predicated on the notion that the dynamic 

interaction between codified information (mainly understanding what and why) and tacit 

knowledge (mostly understanding how and who) are essential innovation and 

development vectors. This basic understanding supports the notion that successful 

learning occurs via a mix of experience, largely tacit learning, and formal, primarily 

codified learning. It also puts into question the present educational and training 

institutions, which have a propensity to divide the different phases of learning. The 

spread of new technologies such as ICT requires a substantial shift in the skill sets of a 

section of the work force. Fundamental talents need a combination of physical aptitude 

(hand-eye coordination, flexibility, and endurance), cognitive capacity (analytical and 

synthetic thinking, numerical and language skills), and interpersonal competence. 

Coordination of the hands and eyes, adaptability, and stamina comprise physical ability. 

Cognitive ability consists of analytical and creative thinking (communication, 

supervision, leadership, etc). (Neugebauer and Evans-Brain,2021) Cognitive skills are 

gaining momentum at the cost of physical capabilities, as the increasing significance of 

formal reasoning and symbol manipulation indicates a change in the composition of 

talents.  
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Because conventional education tends to put a greater focus on the development of 

cognitive rather than physical abilities, the development of new technology is often 

related with the rising need for highly educated individuals. (Neugebauer and Evans-

Brain,2021) Therefore, formal education has become a more relevant signal to 

employers of a candidate's cognitive aptitude to perform well in the workplace, while 

physical characteristics may become less significant. However, intelligence alone is 

insufficient. (Soares and Stokes,2017) The capacity to do work depends on the 

acquisition of varied skills that transcend beyond the used technology or the task at 

hand. Focus has been placed on the development of transferable talents, or skills and 

abilities that are thought to be relevant in many settings, due to the need for a workforce 

that can adapt to a continuously expanding and changing workplace. This concept has 

been labeled as essential skills, core skills, generic skills, soft skills, lifelong learning 

skills, and employability skills, among others. (Smaldonea et al,2022) The definition of 

transferable talents by Srinivasan et al.(2020) is: "A notion used often in education”. The 

implication is that skills learned in one setting (education) are beneficial when 

transferred to a new one (employment). The act of transferring information from the 

workplace back into the classroom is referred to as "reverse transfer." For instance, it is 

accepted that employers value report writing skills above essay writing skills; hence, 

some assessments should be oriented on report writing." (Smaldonea et al,2022) There 

are variations in the categorization, and there is no exhaustive list of transferable skills; 

however, the primary emphasis is placed on the development of skills in the areas of 

speaking and writing, social relationships, problem-solving skill sets, computer 

technology, telecommunications, and business-related skills; in some concepts, 

personality and different accent skills are also included. (Becker,2021). Employers' 

desired employability skills have been the subject of much research, despite the fact 

that each organization has its own unique requirements. 
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 In addition to particular technical skills, many employers want a range of extra human 

qualities, such as adaptability, flexibility, and a drive to learn (Becker,2021). In their 

book on lifelong learning, Mahajan et al. (2022) assert that impact on the work 

environment include not just persons with different professions but also many careers. 

Throughout their professional lives, individuals are expected to consistently update and 

enhance their skills. (Srinivasan et al,2020)  They present an image of enormous 

corporations employing highly educated, well-compensated and highly productive core 

personnel, while outsourcing all other duties to specialized vendors. (Soares and 

Stokes,2017) Large organizations and providers of specialized services would  recruit 

adaptable, versatile, and flexible workers. Neugebauer and Evans-Brain highlight the 

following skills for a life - long learning age: acquiring knowledge, implementing various 

knowledge, questioning and rational argument, managing oneself and others, handling 

data, interaction skills, team spirit, problem-solving skills, agility, and thoughtful one's 

accountability to update and improve one's own capability. (Neugebauer and Evans-

Brain,2021) 

3. Findings: 

Employability skills assist students in laying the foundation for a successful career by 

assisting in the development and enhancement of transferable skills, presentations, 

collaboration, leading, time management, recruiting, and interpersonal connections. The 

following development of students' "soft skills" allows them to participate in a variety of 

selection processes successfully. (Srinivasan et al,2020)  Following a review of many 

studies relevant to employability skills, this research is a synthesis highlighting the 

employability skills required in the workplace, an employability template, the measures 

implemented to create employability skills, and business owners' perceptions of 

employability skills. (Smaldonea et al,2022)  While businesses may tackle workload 

concerns concurrently, resilience skills have a direct impact on the psychological health 

of graduates by enabling them to reframe their experience of stress.  
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Graduates who are in good health and content have a strong commitment to quality, 

retention, customer happiness, and profitability. (Neugebauer and Evans-Brain,2021) 

Developing resiliency in leaders, executives, and even front-line workers is essential for 

circumnavigating the treacherous seas of change — an unavoidable occurrence in 

today's fast-paced corporate environment. Consider now the consequences of a 

worldwide epidemic. There you have it. (Becker,2021) To survive in the current 

economic environment, the majority of organizations must innovate continuously. 

(Soares and Stokes,2017) This implies that graduates must always strive to maintain 

and improve their skills. When putting graduates with high levels of enthusiasm and 

ability – and hence performance – in new settings or jobs, the learning curve slopes 

down in the near term, which may have a negative effect on morale and resilience. 

(Soares and Stokes,2017) Here, training comes into play. Interpersonal tensions are the 

greatest challenge to one's resilience in the "workplace." (Becker,2021) By recognizing 

the usual actions associated with a lack of resilience, leaders may encourage graduates 

to review their thought patterns and alter their assessment of the situation, ultimately 

decreasing negative sentiments among team members and enhancing team relations. 

(Smaldonea et al,2022)  Learning to deal with difficult and challenging work 

circumstances, such as receiving negative criticism or resolving conflicts, is beneficial 

for employees who want to improve and expand their talents. Managers who get the 

characteristics of resilience may more effectively teach their grads. (Srinivasan et 

al,2020) 

Conclusion: 

In general, the majority of firms want personnel who are productive in today's dynamic 

market. (Smaldonea et al,2022)  They seek to recruit individuals who can adjust to 

change and flourish in it, personnel who are adaptable, flexible, and quick to learn. 

Rather of academic expertise, graduate recruiters seek a range of additional talents, 

personal characteristics, and intellectual abilities. (Becker,2021)  
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Employability abilities, such as oral communication, collaboration, personal 

management, problem solving, and leadership, are crucial (Mahajan et al,2022) Despite 

the fact that subject-specific knowledge is just no longer a significant issue, there are 

still exceptions in some areas, such as engineering and medicine, where employability 

skills are still required. Consequently, it is increasingly crucial that higher education 

prepares students for the workforce. (Smaldonea et al,2022) Employers emphasize 

transferable talents such as flexibility, adaptability, and a desire to learn and continue to 

learn. Regarding the necessity to generate graduates with a job-readiness attitude and 

the need of transferrable skills for employment, the research is mostly in agreement. It 

is no longer correct that a degree promises work. (Srinivasan et al,2020) Currently, 

graduates must exhibit additional traits and qualities in order to get employment, as 

businesses want a variety of qualities in addition to degree degrees. (Smaldonea et 

al,2022) 
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