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[bookmark: _Toc511250553]Introduction
The terms career ready and college ready are used interchangeably and most of the time academic skills limit career readiness that disrupt students to start successfully their job life after graduation. So the importance of academic and employability skills hold importance in different spheres of life. To make graduates competent in career they have to hold three skills such as core academic skills that make him able to apply in practical situation, employability skills such as critical thinking and responsibility as well as job-specific skills in particular sectors like marketing, finance and accounting (Feichtner, 2009). All graduates need basic academic knowledge so that they can pursue higher education and apply their knowledge in economic environment. The ability to apply knowledge in work environment proves that these employees are competent and they contribute to the profitability in long-term success of organization (Finch and Fafinski, 2010). Academic and employability skills are essential in workplace for critical thinking, adaptability, conflict resolution, communication, collaboration, teamwork, innovation, problem resolution and decision making. In this competitive job environment, employers demand excellence in academic and employability skills. This report will evaluate academic and employability skills from perspective of Human Resource Management graduate in the context of holding necessary skills and knowledge in work environment when he will start his career as HR executive. 








[bookmark: _Toc511250554]1. Academic Skills and Employability Skills
Academic skills are the strategies and approaches applied in learning that students apply these learning in their work field by handling the process, organizing events, retaining information and completing project works on time. There are a different type of approaches to learning academic skills such as rote learning, reading, listening, flashcard training and visual imagery (Gravells, 2011). On the other hand, employability skills refer to a combination of essential abilities that employees develop to enrich knowledge base, expertise level, and qualification so that they can bring success in the organization(Hilton, 2012). There are different types of employability skills that employees need in their professional sectors such as communication, teamwork, problem-solving, planning and organizing, self-management, information and technology knowledge and project management 
[bookmark: _Toc511250555]2. Analysis of different employability skills
Considering the HR graduate’s perspective when they will start their career as HR executive they will need various employability skills that will bring success to their job life and company. These employability skills will enrich their competency, expertise, and knowledge to ensure personal and professional development in the workplace. 
Communication: The HR executives must have good command of strong communication skills so that they have the ability to convey information clearly to others through written, verbal and non-verbal communication skills. Besides they must hold good listening and reading skills (Massé, Gingras and Roy, 2016). 
Teamwork: HR executives work on numerous team projects, share responsibilities with colleagues and employers expect that employees play a role as team players range from business management to information technology. HR executives must hold several team skills such as confidence building, goal settings, logical argument, and multitasking and team-oriented task management. 



Figure 1: Different Employability Skills
Source: (Gravells, 2011)
Critical thinking: HR executives can develop critical thinking skill to evaluate data, facts and research findings and discriminate between useful and useless details. Employers demand that they want those candidates who have logical thought to generate the best solution to the problem. HR executives must develop such skills data analysis, interpretation, explanation, and observation (Keane, Keane and Prasad, 2014). 
Leadership: HR executives must be motivated by extrinsic and intrinsic factors so that they can develop their leadership skill to work as a team leader in a group project (Hind and Moss, 2013). HR executives develop clear mission and vision, utilize their strengths, passionate about completing tasks and develop interpersonal qualities to serve as role model. 
Time management: Many HR executives need self-direction and self-motivation to manage time for their teams on a daily, weekly, monthly and yearly basis so that they can manage the stress of employees. 
Digital knowledge: HR executives must hold knowledge such as data analytics, data visualization, database management system, data mining, and storage, network structure, a file system for employee support and good analytics skills (Hilton, 2012). 
[bookmark: _Toc511250556]3. Skill Gap Analysis
Skill gap analysis is an analytical and evaluation tool that managers use in the organization so that they can determine the need for training and development programs for employees. In this way, they can find out the difference between existing skill level of employees and the required skill level that they need in future to handle challenges. In this way, employees will be able to formulate strategies and close gap (Hind and Moss, 2013). The managers need different tools for skill gap analysis such as performance assessment, interview and focus group discussion for formulating company goals for long-term planning. 
[bookmark: _Toc511250557]Conducting skill gap analysis
The management authority of any company must conduct skill gap analysis so that they can train up their HR executives to enable them to bring latest advances in HR technology and knowledge. They will be able to predict the market demands and determine the need for knowledge and experience of employees (Hind and Moss, 2013). To conduct skill gap analysis the management authority must consider several factors that may shape the analysis of development and implementation. 
Step 1: Planning 
The management can perform skill gap analysis on two levels such as individual and team basis. Individual skill gap analysis helps management to determine the skills that employees require o perform particular tasks. Team skill gap analysis helps employers to take decision about recruitment and training. If they see that their employees have lack of skill on upcoming project that they need to hire third party and they will arrange employee training programs to develop that skill (Keane, Keane and Prasad, 2014). 
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Figure 2: Skill Gap Analysis Planning Stage
Source: (Lin, 2015)
Step 2: Identifying the important skills 
Employers can find skill gap by answering two questions such as what skills we need and what skills our employees need to contribute in future. Organization must consider job description, business objectives and company values so that they can design their program to bring new skills that will be needed in future to contribute in company’s growth (Wheeler and Cyrus, 2012). The management body can use five-point scale system ranges from poor to excellent. 
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Figure 3: Numerical Rating Scale to Assess Skill Gap in Organization
Source: (Thimmesh, 2010)
Step 3: Measure Current Skills 
To measure current skills the management body must go through survey, assessment, interview, feedback from performance, skill management software like Skills DB Pro and Track Start that can make skill gap analysis less time consuming (Massé, Gingras and Roy, 2016).To measure the skills of HR executives they can consider on the job coaching as a method to fulfill the gap instead of training. 
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Figure 4: Rating System of On the Job Coaching
Source: (Park and Banyai, 2008)
Step 4: Taking Proper Action 
The management body has two ways to fill skill gap such as training and hiring to decide which approach is best for employees. Most of the organizations develop their HR executives through training using SAP and Excel and they even hire professional trainers for workshop, seminar, mentorship programs, online courses, project management and other events (Lin, 2015). 
[bookmark: _Toc511250558]4. Five approaches to managing skill gap in the organization
Managers can design professional training program by determining competency gap in the long term and short-term decision making by utilizing the five approaches: 
Key Performance Indicators: The managers must determine key performance indicators for HR executives for career progression, empowerment, compensation; reward, benefits and employee retention so that they can fill up competency gap and HR executives may also communicate with management regarding KPI and performance for work process (Hind and Moss, 2013). 
Employee assessment: The managers can conduct employee assessment to identify competency gap by different tests, quiz, role model play, interview and other practical assessment so that they can implement the program effectively and ensure knowledge workers in the workplace (Hilton, 2012).
360 Degree Performance Review: The employers can follow a 360-degree method for performance appraisal to gain feedback from peers, managers, customers, clients, and vendors. The management body also uses this method for conducting employee survey regarding performance issues (Gravells, 2011). They can arrange a meeting with HR executives for a focus group discussion and interview so that they can ask to follow up questions and gain qualitative data for business operations (Finch and Fafinski, 2010). 
Mentoring and Coaching: HR executives must go through mentoring and coaching in professional and philanthropic form to facilitate self-motivation, thought process and design questioning techniques to generate a solution (Feichtner, 2009). The management should support HR executives for goal settings, observation and apply different techniques like training, counselingand networking for professional growth.
Benchmarking: The management can benchmark HR executive’s skill by internal and external benchmarking process so that they can identify stakeholder’s view of employee performance and reveal trends in employee performance.  
[bookmark: _Toc511250559]5. Recommendation for improving employability skill for employee professional development
When HR graduates start their career life as HR executive in any organization they face the difficulty to cope up with organizational working policy and system. They lack necessary skills required for employee development for long-term survival in the organization. So the management must improve employee for increasing loyalty and performance: 
Professional Training: The managers must ensure formal training to ensure excellence and create knowledge-based information so that new HR executives get entry level manuals and they can apply existing skills and knowledge to generate the best output (Feichtner, 2009). 

Cross-departmental training: Employers now prefer multitasking employees so HR executives must ensure balance in skill and knowledge by participating in cross-departmental training. In this way, they can work in multiple teams such as customer service, career development, branding, supply chain and production departments (Finch and Fafinski, 2010). 
Developing business intelligence skills: HR executives must adopt the business intelligence skill to go through technology-driven process to develop hard, soft and interpersonal skills. HR executives must such skills as data management, data warehouse, cross-functional team leadership, online analytical process, SAP business solution development and statistical analysis (Gravells, 2011). 
Personal development: HR executive must ensure personal development by emotional balance, intellectual growth, and physical health. The manager must know how HR executives feel about their workplace by supportive behavior. The employees can enrich intellectual growth through stellar performance and personal hobbies. 








[bookmark: _Toc511250560]Conclusion
When employees have academic and employability skills they will be able to plan, organize and support the teamwork by developing different stages and making the budget more efficient. They are able to manage unexpected situation and challenges for problem-solving. These employees can coordinate activities, plan project work and alter the changes for the best outcome. In case of decision making, they can analyze facts, situation and make a prediction to make an appropriate solution. The management has the responsibility to monitor their performance and must give feedback. They can participate in long and short-term decision making to ensure the best outcome by time management, efficient resource utilization, and proactive plan. 
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