





                                                 

                                                     UNIVERSITY OF WALES TRINITY SAINT DAVID

                                                                   MODULE: BMSW 4001

                                                    ACADEMIC AND EMPLOYABILITY SKILLS:

                                            OBJECT OF THIS ESSAY: EMPLOYABILITY SKILLS


LECTURER: TIM HOPKINS
STUDENT: GILBERTO LOURENCO
ID N. 1816188
LONDON 26th, AUGUST 2019


          This is an Essay focusing on analyzing and evaluating of the Employability Skills Theory, showing a little progress since I have started attending the classes taught here at this University and also having contact with Module. The understand or decision to express in this essay the reflection, vision, the soaked teachings and retained for the future life, as well as a better understanding of what this skill is about.
           Nowadays deciding for what kind of job we need finding in this busy job market is a tough task as high education is always requested. In fact, knowledge is a big requirement and works as a gemstone. And acquiring knowledge has become an important task for those looking to find the job that most fulfills their desires and last long. Spending time at university, in libraries, in media will be sources of learning as long as one’s can subtract from them what is essential for acquiring skills and or improve the innates one for everyday life, which will be reflected in working life.
          On my reflective opinion, we verify that not everyone has the ability to study or graduate from an university, (although it is a government concern to prepare workers to face this busy labour market (Cullen, 2008) nor are all jobs likely to require an university degree (although the former Prime Minister of the UK, Tony Blair at that time tried to work in order to supply more workers with better qualifications (cited in DfEE, 1998). However there are Jobs that professional experiences become very important (Brown and Hesketh, 2004; Lafer, 2004) in a specific or different area of labour activity as well as academically acquired knowledge. And if there are professionals experience in such fields, surely there are innates and acquired skills to perform such functions

       
              SOFT OR TRANFORABLE SKILLS: Are the employability skills that are transferrable in many job ,(Flynn, and Thomasson, 2006) like cleaner, communication, speaking, problem solving, even assertiveness, etc., etc., and in my understanding don’t require necessary an academic degree as they cannot be acquired for being innates skills (Moss and Tilly, 1996: 253). Therefore, they can be improved. 
          However, it becomes necessary to define what type of employment is required, what kind of job is most wanted, and must analyze it in relation to the job market. Analyzing whether ones has such skills to fill a hypothetical job vacancy in a company that is quite demanding is an exercise in intelligence as well as honesty. And intellectual honesty too. Businesses are looking for resourceful employees with soft skills at all levels (“Employers Value Communication,” 2004; John, 2009) with interpersonal qualities (Rodas, 2007) who is able to arouse interest of, understand emotionally job mates (Klaus, 2010). “We want somebody who shows up on time, somebody who works hard and someone who’s trainable” (Arkansas Department of Education, 2007, p. 13)-
          All the job search pushes us into the labor market and for that it is necessary to have and developing all the skills, including adapting to the different types of jobs we may encounter. This is also called of Employability Skill. 
         EMPLOYABILITY OR TRANSFERABLE SKILL: Being a multi-faceted skills person his more likely able to find job first and quicker. The capacity and ability to work in several areas and having a good performing, motivated, confident, a leader, someone who can add value, etc. is what employers are also looking for when they interview people on job searching. So, all that ability makes ones employable. (MORGAN, 2017 p.24)
          According to Robinson (2000), Employability Skills is defined as basic skills necessary for getting, keeping and doing well on a job.
          Considered by Dest (2002), Employability Skills include communication, teamwork, problem solving, self-management, technology, enterprise skills, life-long, learning, planning and organization.
          Employability Skills is the term preferred by the industries rather than many others like key skills, core skills, life skills, essential skills, key competencies, generic skills, 21st century skills, necessary skills and transferable skills. (The Allen Consulting Group, 2006
 
          Research done permit me to consider that depending on a kind of job, each employer requires different skills that meet their needs. Then, it is difficult to fully define which qualities and skills employers want because the labour market is large, extensive and diverse.
       RECRUITMENT AND SELECTION: “The highlight on the possibility of getting a job masks fact that corporate recruitment and selection practice tend to be discriminatory. The emphasis on transferable skills enhances applicants’ social origins and families’ early culture investments. In other words, well-red and well-spoken applicants are more likely to be successful and one's skills and one's personal quality are source of innovation and productivity for the economy (Brown et al., 2004)”
[bookmark: _Hlk17240228]“Employers in the United Kingdom are keen recruiters of graduates from apparently ill-suited subjects: For examples, many large accountancy and management consultancy firms seek history, classic, social science or physics graduates rather than accountants” (Harvey, 2000, p.7)
          Given all considerations of employability skills and taking into account my interest in becoming a Jurist/ Lawyer in the future, a man of the Law as it is a dream of a lifetime, different skills are required. Committing to something of this grandeur and nature becomes a similarly huge challenge.

                                                SKILL NEEDED TO BE A JURIST/LAWYER:

ACADEMIC SKILLS
ORAL COMMMUNICATION SKILLS
WRITING COMUNICATION SKILLS
TECHNICAL WRITING SKILLS
ANALYTICAL AND LOGICAL REASONING SKILLS
[bookmark: _Hlk16375837]KNOWLEDGE OF SUBSTANTIVE LAW AND LEGAL PROCEDURE SKILLS
IDENTIFYING AND SOLVING PROBLEMS SKILLS
TIME MANAGEMENT SKILLS

          ACAMEMIC SKILLS: I have enrolled at University of Wales Trinity Saint David for in the future to be ready to start studying Law as it is one of my passions. That means that all my effort will be done towards accomplishment the task and to go through. Law is an academic course and whoever has not degree in this area is unable to work as Lawyer, Attorney, Barrister, etc. Being a jurist require
[bookmark: _Hlk17585721]Qualifications Needed to Become a Lawyer-(https://work.chron.com/qualifications-needed-become-Lawyer-8804.html, on 07/08/2019
According to this site: 
          PRE-LAW- the first qualification to become a Lawyer is bachelor’s degree. 
       LAW SCHOOL- being succeed at bachelor’s degree, the lucky one completes Law School to qualify him to practice. To get in, it is necessary for student to pass the LSAT-(Law School Admission Test) which assesses student’s potential for study of Law. 
[bookmark: _Hlk17585945]To study Law other subject is needed like Sociology, political science, psychology, and history. Science and math classes enhance analytical thinking.-(https://work.chron.com/want-Lawyer-com-high-school-make-happen-10462.html/, on 07/08/2019

                                                               SKILLS THAT I DO HAVE: 

          TIME MANAGEMENT: is one of the essential skills to whom wants to study, whatever is the subject or course.
          In all my life I have been able to reconcile time so that I can carry forward what I propose to do. Prove of that is my full attendance at this class as well as other classes, as easily can be checked in Myday (Attendance Section) of Moodle section. As stated, (Morgan, 2017) we can control our lives but not the time.
          On third week we studied Eisenhower’s Method of Time Management and according him, his matrix has four quadrants that help us to consider or define what is urgent and what is important as well as consider that something may be urgent and important at the same time. (Appendix 3).
          Using this method, I come across the possibility to take my task in writing this assignment and place it in quadrant one which means that it is urgent and important as deadline is approaching. To do that, I have defined some other duties in many different positions in the quadrant. For example, I have placed in quadrant number two the addressing a card of congratulations of birthday or a goodbye letter is important but had no any urgency.
Following the same structure, in quadrant three I placed an appointment to meet the doctor as it is urgent but not important. For the last quadrant number four, I have intended to postpone the scheduled football game with friends giving the highest relief to the finish of the assignment. This is called of Prioritization, (Morgan, 2017, p.52)
          IDENTIFYING AND SOLVING PROBLEMS: Identifying and solving problems is part of my duty as employee. Every day I face guests who complain about different situations in my workplace, and although not being the manager, I have the task of first, trying to solve it if eventually it falls within my area of action and / or if it is of my competence.
          As stated by Williams, important decisions can shape our lives and we must consider different options, use our creatively and analyze the problems, weighing evidence objectively and looking every angle of the problems as well as think critically to solve them out. Thinking critically does not mean that the good decisions are always made or that we never make mistakes, or yet that our conclusion is every time right.
Of point of view of (Amabile, 1988), that creativity that we have to reach out to help us solve a particular situation results in new ideas, and it is nothing less than the ability to do things differently, to be unique, original, innovative, etc.
           TASTE FOR READING: This is what I have been doing for long time ago. It is a great pleasure to cultivate, to be and feel constantly inform and keep abreast of what is going on in this universe; and nothing better than reading to keep us in the loop.
          ORAL COMMUNICATION: One of the good things about youth associations and youth groups are the meetings where we discussed various topics of various kinds. And each of us had his precious time to give his point of view and to demonstrate or present solutions for settling a dispute, to spell out his ideas or arguments. And that made us young with confidence and with the power of speaking, oratory, and quite argumentative.
          Although getting some oral communication skills, the practice will help me to add more experience, improving it and getting better.
[bookmark: _Hlk16376127]        KNOWLEDGE OF SUBSTANTIVE LAW AND LEGAL PROCEDURE: I have got some of this skill acquired as student at Law University in Portugal where previously I was studying this course although I have not finished degree.

                                                     SKILLS THAT I NEED TO DEVELOP:

          ACADEMIC SKILLS: Being an academic student is a tremendous opportunity to develop your knowledges, to improve skills and help us to get rid of the ignorance that sometimes accompanies us. Not only in this, academic skills will help law students how to process law information, how to be organized, how to think critically, how to analyze logically, etc.
          PARAPHRASING: as Lawyer/jurist paraphrasing will take place in my life as there will have necessity and moment that part or phrase of the text of an author will be or should be mentioned in an order, decision, sentence or any other legal expedient as a means of clarifying such decisions.
          The use of paraphrasing is still a big issue as became evident on the paraphrasing test made on 18/07/2019. (Appendix 1)
          To develop it and solving out, this difficulty will be properly overcome with constant exercises and practices, following the advising of my lecturer.
          SUMMARISING: The capacity and ability of taking from a big text the main idea and make it shorter giving an overview. I have to performing in this skill because according to exercise made in the class my performance is low than expected. (Appendix 2) 
[bookmark: _Hlk17586053]          SWOT ANALYSIS: is a strategic planning technique used to help a person or organization identify strengths, weaknesses, opportunities, and threats related to business competition or project planning. 
https://www.mindtools.com › pages › article › newTMC_05
Applying that definition to my daily life, on 04/07/2019 I was taught by lecturer on how to make a Personal Development Plan for the coming times. (Appendix 4)
          DIGITAL SKILLS: the new technology is not that field where I feel comfortable. This skill is being improved every week in the classes with an expert in this subject, my Digital lecturer. This is an ongoing process of learning.
          Agents of justice must face the challenge of news technologies since the elaboration of texts and legal decisions do not match the delay that typewriters used in the old days. But these new technologies of digital age are not only exhausted in the use of computers and software of the elaboration of legal texts, but also in the use of all the other advantages they can provide such as the use of video-calling, the use of media like Facebook, Instagram, Twitter and many others.
           In the technological and digital age, institutional agents must be prepared to deal with constantly emerging technologies, and to take advantage of them to improve their particular and professional life in general. And the agents of justice are no exception. The use of the new technologies by jurists will allow progress and greater speed for the realization of justice itself.
          To improve and develop this skill, I have attended the class every week and interacting to my laptop every day, trying to find how to have a better performance in this field.
         ADAPTIVE SKILLS: Sometimes our attitudes and body language get confused with bad manners from the point of view of those with whom we interact. Knowing how to control certain emotions is often a daunting task as we have been used to it for a long time. Thus, adaptive skills help us to deal, to shape our attitudes, govern our interpersonal interactions and teaches us how to control or manage ourselves. This is an important skill for those who intend to deal with legal problems because the reason must prevail over emotion, contributing to fairness in decisions so as not to harm others.
          In my point of view a good listening, relaxing, patience, etc. represent a valid way which we can apply to control our emotions.
          LISTENING SKILLS: This skill has been a big challenge for me because I am still facing a big issue and struggling to understand properly when someone speak to me. 
     To tackle this problem, I am in ongoing process of learning and, being a student of this University and listening my lecturers every week will help me to cope this it.
Another thing that I have been doing to deal with less capacity of listening (English understanding) is reading newspapers and listening LBC Radio every day.
          According to Haas and Arnold (1995) “growing body of research suggests that listening ability, or the perception of effective listening, is inextricably linked to effective individual performance in organizations”. 
          GOOD UNDERSTANDING/MANAGMENT UNDERSTANDING: English is not my first language and as a result there is some lack of a good understanding of the essence of the language itself. This should not serve, however, as a barrier or impediment for me to always promote some improvement and put it into practice in my daily life.
          Undone this lack of good understanding and gaining confidence in the handling of the language, it is necessary to manage this understanding in order to know how to profit from what is read and heard.
               BE PATIENT: Patience is a virtue that everyone misses. And much more do jurists need it to make decisions that do not undermine fairness and the realization of justice.
           KNOWLEDGE OF SUBSTANTIVE LAW AND LEGAL PROCEDURE:
Although I have some of these skills, obviously I will need to improve them as I have studied it long time ago and, this will be possible when I start studying the Law academically again.
          The constant updating of procedures and rules should be part of the legal action of the lawyers, as a discussion may lead to a decision that could indelibly harm any client and negatively mark the career of a jurist/lawyer.




                                                         C O N C L U S I O N 


  From June 17, 2019, when university classes begin to date, I have noticed progress in learning and improving skills that would otherwise be impossible or difficult.
          However, this small progress is not yet a great cause for joy, as I still have a long way to go and the commitment to increasingly improve will be one way that, when finishing university studies makes me more capable, able and confident to face this labor market that is increasingly becoming a fratricidal competition.
          As can be seen from the body of this essay, the term employability skills have no standard definition since, depending on countries and authors, each one adopts his own definition and what they consider to be the reason for these skills.
          From my point of view this does not constitute any contradiction between the authors but only the vision of each of them and the meaning that the employer gives to the skills they consider indispensable in an applicant to hire him and bring him to his company.
          Therefore, it is easy to conclude that employers are currently struggling to find the right person who has different skills in himself and who may be able to help the company progressively.


[bookmark: _Hlk17723681]
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A P P E N D I X:

APP. 1----Paraphrasing.
APP. 2----Summarizing.
APP. 3----Time Management Exercise.
APP. 4----Personal Development Plan Exercise.
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In-class exercise 2: Summarising 6’ 2,
Student Name: &PI Le’l L’ LOVN’V\-W Student ID: M

Time allocated: 1 hour. Please return your paper to the lecturer upon completion. It will be returned
to you at the next session. You will need to include a scanned copy of this exercise in the form of an
appendix together with your Task 1 (part of the Assignment for this module).

Ex.1

Read the following text and make notes on the main ideas. Vou can do this on a separate piece
-of paper which you do not have to hand in.

The success of ALDI

The food retail industry is a_highly competitive market. Aldi understands that its customers want
value for money but do not want to compromise on quality. This case study will demonstrate how
Aldi uses a lean approach to its business operations to offer its customers quality products at
competitive prices. What distinguishes Aldi from its competitors is its competitive pricing strategy
wﬂf%@w@i In fact, in some cases Aldi’s products are 30% cheaper
than those offered by its competitars. Aldi can do this because the business operates so_efficiently
The three core values of Aldi are simplicity, consistency and responsibility. Lean productioh ties in
closely with these values. For example, Aldi stores are simple in design and all stores are very similar
which creates con5|stencv 3

For Aldi operatmg efflfl{ently |nvolves reducmg costs in all areas of the business. Some of the key
areas where Aldi is able to minimise costs are by saving time, space, effort and energy. Aldi’s .
approach to doing this is to run its business around the principles of lean thinking. Whereas other
food retailers have elaborate displays, additional services and promotions that draw customers into
the business, Aldi’s core purpose is to ‘provide value and quality to our customers by being fair and
efficient in all we do’. The principles of lean production are planned and built into everything that
Aldi does. This starts within its supply chain. For example, up to 60% of Aldi’s fruit and vegetables
are sourced locally where possible, reducing the need for long and costly delivery journeys.

" The prir;cibles of time based rﬁanagement are also built into .the training provided for Aldi’s
employees. Through training staff to do a variety of tasks around store Aldi can minimise its staff
requirements. Staff costs can also be reduced as fewer staff are required if they can perform a
variety of duties throughout the store. Aldi’s ‘no-nonsense’ approach to retailing therefore leads to
cost saving in numerous areas. These cost savings are’ passed on to customers in the form of lower
prices, allowing the business to differentiate itself from its competltors in terms of price, as well as
the quality of the products it has on offer.

Lecturer’s signature; @ %‘ﬁ’/ Date: 0-0f. [ a!

B

1|Pa

g
®




image3.jpeg
LONDON BMSW4001
In-class exercise 2: Summarising

@ Trinity Saint David Academic and Employability Skills (ACE) ~ term 1
R

Ex.2

This task is designed to see if you can summarise ideas from course materials in your own words.
Re-read the text ‘The success of ALDI’ on previous page. Now answer the following question in
vour own words: What factors contribute to ALDI’s success? Write about 175 words.
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BUILDING KNOWLEDGE TO IMPROVE SOCIAL POLICY

The Power of Career- and Employer-
Focused Training and Education

MDRC is dedicated to learning what works to improve the well-being of low-income people.
Through our research, we seek to enhance the effectiveness of social and education policies and
programs. As part of our “Looking Forward” series, we provide policymakers with memos that sug-
gest ways to make progress on critical issues.

Bottom Line

Even in good economic times, many adults — particu-
larly those with just a high school education — strug-
gle to get and keep jobs that pay enough to support their
families and permit upward mobility. At the same time,
some employers report difficulty finding people with
the right skills to meet their needs. Programs that target
in-demand industries or sectors and heavily involve em-
ployers in training and work-based learning are effective
when well implemented. These approaches can be used
for different populations at different stages of their ed-
ucation and employment trajectory — from high school
students to the long-term unemployed — and help them
build pathways to careers. They can assist dislocated
workers and those without 21st-century skills to (re)gain
a foothold in the job market, while helping employers
find the skilled workers they need.

What Do We Know?

Sectoral strategies can boost earnings, as well as
improve other related outcomes, for low-income
workers. Sector-focused training has a rich history as
analternative to more traditional training programs that
did not work as closely with employers and therefore had
trouble successfully serving low-income populations.
In the last 10 years, the prevalence of these programs
has increased as new evidence of their effectiveness
has surfaced. For example, Work Advance, building on
the positive findings from the earlier Sectoral Employ-
ment Impact Study, offers formal training and industry-

recognized certifications in local high-growth sectors
(like IT, environmental remediation, health care), and it
requires providers to be far more employer-focused than
traditional training programs. During the second year of
the program, providers at the four sites (two in New York
City, one each in Cleveland and Tulsa) averaged a 14 per-
cent (or nearly $2,000) earnings boost for participants
over the control group. The most successful provider (Per
Scholas in New York) increased earnings by 26 percent
(or $3,700) — as well as increasing income and overall
life satisfaction and reducing material hardship and use
of public assistance. WorkAdvance also had positive ef-
fects for a subgroup of long-term unemployed workers.

Career Academies demonstrate that career-focused
instruction in high schools increases long-term earn-
ings. A study of Career Academies — small learning
communities within larger high schools that combine ac-
ademic and vocational curricula around a career theme,
such as the health care field or business and finance
— provides the strongest evidence that effective career
pathways programs combining education and work ex-
perience can produce long-term employment impacts for
in-school youth. Academy students take classes together,
keep the same teachers, and participate in work-based
learning, such as job shadowing and internships, with
employer partners. A rigorous 12-year evaluation found
that participation in Career Academies produced statis-
tically significant increases in earnings over an eight-
year follow-up period, with impacts concentrated mostly
among young men. Impacts were particularly large for
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students deemed most at risk of dropping out. Research
on Career Academies also demonstrates the value of en-
gaging employers in work-based learning, mentoring,
career awareness programs, and advisement on curricu-
lum and labor market trends.

A career approach to high school equivalency (HSE)
instruction can boost pass rates and subsequent
college enroliment. The Bridge to College and Careers
Program at LaGuardia Community College in New York
City offers a sector-focused approach, supporting students
in their understanding of, application to, and persistence
in specific college-level programs in science, health, and
business. In its evaluation of the program, MDRC found
that participating students were much more likely to pass
the HSE exam, enroll in college, and persist into the sec-
ond semester. MDRC is also evaluating a similar program
at Northeast Wisconsin Technical College, the results of
‘which will be available in 2017.

Integrating basic education with occupational skills
training boosts academic outcomes. Washington
State’s Integrated Basic Education and Skills Training
(I-BEST) aspires to help community college students
gain proficiency in English and math and also prepare
them for specific career fields, such as nursing, early
childhood education, and automotive repair. What
is unusual about I-BEST is that the English and math
instruction is integrated into the occupational curric-
ulum, rather than the more conventional approach of
teaching the subjects separately. For example, students
in nursing programs attend English classes that empha-
size medical terminology and writing used in health
care settings. Researchers found that I-BEST students
had higher persistence rates, earned more credits to-
ward a college credential, earned more occupational
certificates, and showed greater improvement on tests.
Programs like I-BEST can serve as a “bridge” to sectoral
training programs that often require higher levels of
skills to participate.

Much innovation is happening in sector-based strat-
egies that deserves study. For example, IBM, the New
York City Department of Education, and the City Uni-
versity of New York developed Pathways in Technology
Early College High School (P-TECH), a six-year high
school in Brooklyn where students participate in work-
based learning experiences at IBM, earn college credits
while in school, and graduate in six years with both a
high school diploma and a free associate’s degree from
CUNY. Students are also guaranteed to be first in line for
entry-level jobs at IBM. In California, the Chancellor’s
Office of Community Colleges is piloting the New World
of Work program, which connects community colleges

ontact Richard Hendra,

For more information,

and regional business organizations to develop training
programs that impart 21st-century skills to workers.

What Are the Common Lessons Across
Successful Programs?

Involving employers matters. Years of focusing on job
seekers’ needs in employment and training programs,
with limited consideration of employers’ needs or the cli-
mate of particular industries and labor markets, has led
to generally modest effects, even among successful pro-
grams. Workforce systems and career pathways models
that target high-demand sectors and emphasize real part-
nerships with employers are promising improvements.

Programs that target different populations share
common design elements. Successful strategies com-
bine education (academic and technical) with work ex-
perience in particular industries or occupations; align
curricula and program requirements across different
education systems (secondary, postsecondary, and adult
education); provide on-ramps that help underprepared
individuals advance quickly and effectively toward post-
secondary learning and credentials; and offer counseling
that promotes better choices and persistence. As research
has shown, effective programs can improve outcomes for
awide range of people, particularly disadvantaged young
people, including young men of color; adults without
high school credentials and with low skills; and long-
term unemployed workers.

Alignment across systems requires new organiza-
tional approaches. Alignment and collaboration across
systems and institutions, whether K-12 and postsecondary
schools, workforce development programs, or employers,
does not occur easily or automatically. In many commu-
nities, special intermediary (or “backbone”) organizations
convene key stakeholders, build consensus, and manage
and monitor career pathways efforts across systems.

Work-based learning offers multiple benefits. Work-
based learning is an effective method for teaching skills
that are valued in the labor market and a powerful in-
centive to keep individuals engaged. For younger partic-
ipants, work-based learning experiences are opportuni-
ties to explore careers while building work readiness. For
older individuals who need to earn income, paid intern-
ships and jobs can be part of an incentive structure that
encourages them to strive, persist, and succeed.

THIS POLICY MEMO WAS SUPPORTED BY THE
ANNIE E. CASEY FOUNDATION.
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Learn the skills that employers are looking for
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ABSTRACT

STEPHEN ISHERWOOD Chief executive, Association of Graduate Recruiters Employment records Rank Overall
Institution Graduate prospects 1 4 Imperial College 89.9% 2 1= Cambridge 88.7% 3 10 Bath 85.4% 4 15 Birmingham
84.3% 5 5 London School of Economics 83.4% 6 1= Oxford 82.6% 7= 9 University College London 81.8% 7= 11
Surrey 81.8% 9 27 Cardiff 81.7% 10 64 Robert Gordon 80.5% 11 19 Bristol 80.2% 12 29 King's College London 80.1%
13 13 Loughborough 80.0% 14 26 Glasgow 79.9% 15 7 Exeter 79.6% 16 6 Durham 79.5% 17 22= Nottingham 79.2%
18 3 St Andrews 79.1% 19 22= Newcastle 78.8% 20 43 Swansea 78.6% 21= 8 Warwick 78.1% 21= 22= Edinburgh
78.1% 23 12 Lancaster 78.0% 24= 18 Southampton 77.9% 24= 39 Strathclyde 77.9% Salaries by course Rank
Subject Professional Non-Professional 1 Dentistry Pounds 30,395 n/a 2 Chemical Engineering Pounds 29,582
Pounds 20,577 3 Medicine Pounds 28,548 n/a 4 General Engineering Pounds 26,362 Pounds 16,906 5 Economics
Pounds 26,283 Pounds 16,604 6 Mechanical Engineering Pounds 26,076 Pounds 17,671 7 Aeronautical and
Manufacturing Engineering Pounds 25,343 Pounds 15,715 8 Veterinary Medicine Pounds 24,934 Pounds 14,500 9
Electrical and Electronic Engineering Pounds 24,639 Pounds 15,801 10 Civil Engineering Pounds 24,524 Pounds
18,265 11 Physics and Astronomy Pounds 24,523 Pounds 14,308 12 Materials Technology Pounds 24,289 Pounds
16,625 13 Mathematics Pounds 24,075 Pounds 16,260 14 Computer Science Pounds 23,699 Pounds 15,890 15
Social Work Pounds 23,643 Pounds 14,747 16 Librarianship and Information Management Pounds 22,899 Pounds
15,536 17 Land and Property Management Pounds 22,722 Pounds 15,430 18 Nursing Pounds 22,580 Pounds
15,207 19 Building Pounds 22,479 Pounds 15,948 20 Geology Pounds 22,319 Pounds 14,698 21 Radiography
Pounds 22,286 Pounds 19,150 22 Business Studies Pounds 22,144 Pounds 16,565 23 Physiotherapy Pounds
22,013 Pounds 14,047 24 Accounting and Finance Pounds 21,952 Pounds 16,903 25 Philosophy Pounds 21,869
Pounds 14,838 26 Chemistry Pounds 21,821 Pounds 15,180 27 Classics and Ancient History Pounds 21,723
Pounds 14,790 28 Politics Pounds 21,628 Pounds 15,866 29 Town and Country Planning and Landscape Pounds
21,451 Pounds 15,865 30 Other Subjects Allied to Medicine Pounds 21,328 Pounds 13,935 31 Geography and
Environmental Sciences Pounds 21,252 Pounds 14,803 32 Education Pounds 21,176 Pounds 14,333 33 Russian
Pounds 21,031 Pounds 14,126 34 Anatomy and Physiology Pounds 20,992 Pounds 15,095 35 Food Science
Pounds 20,965 Pounds 15,434 36 Agriculture and Forestry Pounds 20,721 Pounds 16,113 37 Theology and
Religious Studies Pounds 20,606 Pounds 15,421 38 Iberian Languages Pounds 20,603 Pounds 16,051 39 Italian
Pounds 20,374 Pounds 16,128 Employment records table (left) shows the percentage of graduates in professional
jobs or postgraduate study after six months Search our interactive university guide to find the best institution for
you thetimes.co.\n

FULL TEXT

The graduate market is very complex and often misunderstood. Yes, we have had a very tough few years with a
weak job market, but there are also employers who have not filled their graduate vacancies for the last five years.

So why the apparent disconnect between employers and graduates? One reason is the career choices that are
open to students. Unlike in many other countries, a history graduate in the UK can become an accountant, lawyer,
teacher, banker or even a doctor, with the right conversion course.

Pro
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This is why employers test a wide range of skills when recruiting. It is also why you must develop employability
skills if you want to land the right job.

In general, employers look for three basic attributes: someone with the practical intelligence the job requires; the
ability to get things done with and through others; and a strong interest in the job applied for.

If you don't like figures, you are not going to make a good accountant. If the only time you have worked in a team is
in compulsory projects at university, you won't stand out as a team player. And if you don't know what the
organisation you want to work for does, you will not convince an interviewer that this is your dream job.

Think of your potential employer as an investor. If they hire you, they will invest time, effort and resources in you. In
your job search, your first year at university is the new final year. Many companies are offering paid internships,
work experience weeks and placements. Look out for applications that open in July instead of October.

Develop your employability skills, do your research, and focus your applications to prove that you are a worthwhile
investment. The more effort and focus you put in, the more likely you are to get an employer investing in you.

STEPHEN ISHERWOOD Chief executive, Association of Graduate Recruiters

Employment records Rank Overall Institution Graduate prospects 1 4 Imperial College 89.9% 2 1= Cambridge 88.7%
3 10 Bath 85.4% 4 15 Birmingham 84.3% 5 5 London School of Economics 83.4% 6 1= Oxford 82.6% 7= 9 University
College London 81.8% 7= 11 Surrey 81.8% 9 27 Cardiff 81.7% 10 64 Robert Gordon 80.5% 11 19 Bristol 80.2% 12 29
King's College London 80.1% 13 13 Loughborough 80.0% 14 26 Glasgow 79.9% 15 7 Exeter 79.6% 16 6 Durham
79.5% 17 22= Nottingham 79.2% 18 3 St Andrews 79.1% 19 22= Newcastle 78.8% 20 43 Swansea 78.6% 21=8
Warwick 78.1% 21= 22= Edinburgh 78.1% 23 12 Lancaster 78.0% 24= 18 Southampton 77.9% 24= 39 Strathclyde
77.9%

Salaries by course Rank Subject Professional Non-Professional 1 Dentistry Pounds 30,395 n/a 2 Chemical
Engineering Pounds 29,582 Pounds 20,577 3 Medicine Pounds 28,548 n/a 4 General Engineering Pounds 26,362
Pounds 16,906 5 Economics Pounds 26,283 Pounds 16,604 6 Mechanical Engineering Pounds 26,076 Pounds
17,671 7 Aeronautical and Manufacturing Engineering Pounds 25,343 Pounds 15,715 8 Veterinary Medicine
Pounds 24,934 Pounds 14,500 9 Electrical and Electronic Engineering Pounds 24,639 Pounds 15,801 10 Civil
Engineering Pounds 24,524 Pounds 18,265 11 Physics and Astronomy Pounds 24,523 Pounds 14,308 12 Materials
Technology Pounds 24,289 Pounds 16,625 13 Mathematics Pounds 24,075 Pounds 16,260 14 Computer Science
Pounds 23,699 Pounds 15,890 15 Social Work Pounds 23,643 Pounds 14,747 16 Librarianship and Information
Management Pounds 22,899 Pounds 15,536 17 Land and Property Management Pounds 22,722 Pounds 15,430 18
Nursing Pounds 22,580 Pounds 15,207 19 Building Pounds 22,479 Pounds 15,948 20 Geology Pounds 22,319
Pounds 14,698 21 Radiography Pounds 22,286 Pounds 19,150 22 Business Studies Pounds 22,144 Pounds 16,565
23 Physiotherapy Pounds 22,013 Pounds 14,047 24 Accounting and Finance Pounds 21,952 Pounds 16,903 25
Philosophy Pounds 21,869 Pounds 14,838 26 Chemistry Pounds 21,821 Pounds 15,180 27 Classics and Ancient
History Pounds 21,723 Pounds 14,790 28 Politics Pounds 21,628 Pounds 15,866 29 Town and Country Planning
and Landscape Pounds 21,451 Pounds 15,865 30 Other Subjects Allied to Medicine Pounds 21,328 Pounds 13,935
31 Geography and Environmental Sciences Pounds 21,252 Pounds 14,803 32 Education Pounds 21,176 Pounds
14,333 33 Russian Pounds 21,031 Pounds 14,126 34 Anatomy and Physiology Pounds 20,992 Pounds 15,095 35
Food Science Pounds 20,965 Pounds 15,434 36 Agriculture and Forestry Pounds 20,721 Pounds 16,113 37
Theology and Religious Studies Pounds 20,606 Pounds 15,421 38 Iberian Languages Pounds 20,603 Pounds
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Preparing for a Career as a Network Engineer
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Abstract

A network engineer is an Information Technology (IT) professional who designs, implements,
maintains, and troubleshoots computer networks. While the United States is still experiencing
relatively high unemployment, demand for network engineers remains strong. To determine what
skills employers are looking for, data was collected and analyzed from 1,199 nationwide job
advertisements listed on Dice.com. Requested skills were then grouped into related categories and
summarized. The most frequently requested skills were identified and discussed. The authors also
collected data regarding the education level and certifications requested. The results can be used to
modify networking courses/curriculum to better prepare students to obtain positions and be successful
as network engineers.

Keywords: education, network engineer, job, skills, requirements

1. NETWORKING FIELD Networks enable the creation of online learning
communities, digital cities, e-government
support, virtual organizations, and

telecommuting (Tapia et. al., 2011).

Role of Networks

Networking has become a highly technical,
widespread, and necessary technology. It is a
part of everyday life: we are using it at

The Role of a Network Engineer

workplaces, as well as for education, recreation,
and entertainment. The basic understanding is
that the network and access to it is there, and
the default expectation is that “it just works”.
National and local governments worldwide -
even countries with huge economic problems -
realize the necessity and value of connections
and invest in local-, metropolitan-, and wide-
area networks.

A network engineer is an IT professional that
manages, and services the network
infrastructure of an organization. The duties and
responsibilities include a wide range of different
technologies that are integrated into local-,
wide-area network, and Internet access
solutions. The engineers deal with the setup
and configuration of devices and equipment that
make up the functional parts of the network,
such as servers, switches, routers, firewalls,

©2012 EDSIG (Education Special Interest Group of the AITP)
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user computers, and several other devices. The
network engineers work with hardware, user and
network operating systems, security software,
configuration, filtering and monitoring tools, and
have to master different networking protocols
and standards. They do not get recognition for
the network being up and operational, but they
always get the grief when it goes down (Norton,
2011). Further, the role of the network engineer
is changing rapidly. Besides delivering
availability and connections they also have to be
adaptable to new technologies and provide a
mandated level of reliable networking services.
They have to manage costs, and ensure security
and application delivery (Metzler, 2011). Based
on a survey conducted by Cisco among Cisco
Certified Internetwork Expert (CCIE) certificate
holders in 2010 the most important skills are
related to virtualization and green IT, support of
increased collaboration in the workforce through
unified communications (UC), and (probably the
most in-demand networking skills) security and
risk management (Pickett, 2011).

Job Demand

The U.S. Department of Labor in the
Occupational  Outlook  Handbook, 2010-11
Edition predicts that employment of network
engineers and computer systems administrators
will increase by 23 percent from 2008 to 2018,
much faster than the average for all
occupations. Computer networks are an integral
part of business, and demand for these workers
will increase as firms continue to invest in new
technologies. Even more, the increasing
adoption of mobile technologies means that
more establishments will use the Internet to
conduct business online. This growth translates
into a need for professionals who can help
organizations use technology to communicate
with employees, clients, and consumers.
Growth will also be driven by the increasing
need for information security. As cyber attacks
become more frequent and increasingly
sophisticated, demand will mount for workers
with security skills. The predicted skill set
includes critical thinking, reading
comprehension, systems analysis, active
listening, complex problem solving, judgment
and decision-making, monitoring, systems
evaluation, operation monitoring, and
programming (US DolL, 2009).

2. EDUCATION

Education for Network Engineers

10 (1)
February 2012

Most college or university programs don't offer a
degree specifically in Computer Networking.
Four-year academic programs that might be
suitable for the computer or IT networking field
include:  Computer Information  Systems,
Computer Science, Electrical and/or Computer
Engineering, Information Technology,
Communications Science, Telecommunications,
and/or Telecommunications Management.

Different  professional  organizations have
published recommendations regarding how
much coverage of networking related issues
should be in the body of knowledge in model
curricula. The “Information Technology 2008
Curriculum Guidelines for Undergraduate Degree
Programs in Information Technology” which is
the joint work of Association for Computing
Machinery (ACM) and Institute of Electrical and
Electronics Engineers (IEEE) Computer Society
suggests that the following topics should be
covered: networking (22 core hours - including
foundations of networking, routing and
switching, network management etc.), platform

technologies (14 core hours - including
computing infrastructures, enterprise
deployment software, firmware etc.),

information assurance and security (23 core
hours - including forensics, information states,
security services etc.), and web systems and
technologies (22 core hours - including web
technologies, information architecture,
vulnerabilities etc.). All together they represent
81 hours out of the recommended 314 hours
(ACM, 2008).

The “IS 2010 Curriculum Guidelines for
Undergraduate Degree Programs in Information
Systems” is the joint work of the Association for
Computing Machinery (ACM) and the Association
for Information Systems (AIS). The curriculum
guidelines include topics from IS 2010.3
Enterprise Architecture (including audit and
compliance, system administration, IT control
and management frameworks, emerging
technologies etc.), and IS 2010.4 IT
Infrastructure (including core computing system

architecture concepts, virtualization of
computing  services, networking, network
security and security devices, etc.). The

document does not specify the number of
credits, contact hours, or even courses, but the
two references are part of seven recommended
areas (ACM, 2010).
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Accreditation  organizations such as the
Accreditation Board for Engineering and
Technology (ABET), do not define specific hours
or curriculum guidelines for accredited programs
but they require that students be exposed to
networking as part of their required studies
(ABET, 2010).

Different  programs focus on  different
technologies including Microsoft, UNIX, Cisco,
and Novell. Post-secondary education offers
certifications at different levels related to all of
these systems. But researchers mostly agree
that it probably matters little which networking
technology one learns. More importantly,
students should recognize that technology
changes rapidly, and it is highly unusual that
studying just one field would be sufficient for a
lifetime career (Yuan & Zhong, 2010;
Uzunboylu, Bicen, & Cavus, 2011).

Computer networking involves a number of
fundamental technologies including switching,
Transmission Control Protocol/ Internet Protocol
(TCP/IP), the Open Systems Interconnection
(OSI) model, Ethernet, internetworking, and
others. Their combinations in real-life cases and
business situations assume complexity and
involve a wide range of different solutions
coming from various vendors.

On the job market many companies view college
degrees as a sign of commitment to the
professional field. Network technology changes
very quickly, so in addition to proof of a person's
current knowledge, they also look for employees
with the ability to learn new technologies in the
future. Up-to-date certifications can effectively
demonstrate contemporary knowledge, but
college degrees best demonstrate one's general
learning ability.

Salaries

Salary.com reports the national salary average
of 80 IT networking-related positions, which can
then be fine-tuned based on education, years of
experience, position in the organization (direct
reports versus reports to), job performance,
location, company size, and industry. For
example, with 5-10 years experience security
experts can expect a salary of around $102,000,
client technology managers - $98,000, Local
Area Networks (LAN)/Wide Area Networks
(WAN) administrators - $70,000, and network
technology technicians around $54,000. With
the importance of these IT jobs and increased

10 (1)
February 2012

demand in the field, salaries are increasing by 2-
5% on an annual basis and are further
supported by additional benefits. This trend has
been reported not only in the United States but
also worldwide (Culpepper, 2011). The numbers
correspond with the statistical data provided by
Bureau of Labor Statistics (BLS, 2010).
Unemployment rates remain at half of the
national average.

What Employers Want

Forester conducted a survey of 1,500 individuals
responsible for managing, evaluating, or hiring
network professionals. The survey was
conducted in 10 countries to gather data about
the various job roles within the network and to
understand how skills requirements would
change over a five-year time horizon. The
results clearly showed that “... managing talent
in the network environment is becoming
increasingly challenging for CIOs, IT managers,
and HR decision-makers.” Some of the major
findings of the study indicate that organizations
seek more network certifications; skills like
security, risk, and performance management are
emerging as important, regardless of the role of
the individual in the IT organization; IT
(including networking) is an increasingly global
industry, requirements are consistent across
geographies (Forester, 2008).

Dice.com, the highly rated technology job board,
published a special report on May 1, 2011 with
the title “America’s tech talent crunch.” The job
market numbers and the number of academic
degrees conferred in related subject areas
describe well the challenge facing American
businesses in need of tech-skilled new hires in
2011 and beyond (Dice, 2011). They also report
that there is an increasing number of states
where organizations have a difficult time filling
positions, and/or that the pace of education and
training cannot keep up with the creation of new
positions.

3. RESEARCH RESULTS
Methodology

A national search for jobs with “Network
Engineer” in the title was performed at
Dice.com. Dice.com is one of the major job
boards for technical positions. A total of 1,199
sequential job positions were downloaded from
April through May 2011. Obvious duplicate jobs
were eliminated. Only positions where it was
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Executive Summary

olicymakers at the state and federal levels have
Pexpressed concern over the emerging “skills
gap”—the mismatch between the job skills employ-
ers are looking for and the skills that applicants in the
labor market possess. The skills gap is most acute for
middle-skilled jobs; that is, jobs that require training
beyond high school but less than a four-year college
degree program. According to analysis by the National
Skills Coalition, middle-skilled jobs account for 53 per-
cent of the United States labor market, yet only 43 per-
cent of the labor force is trained to the middle-skill
level. Some estimates have concluded the skills gap
costs the US economy $160 billion annually in terms
of unfilled labor output, reduced productivity, and
depressed earnings.

To address these labor market challenges, many
have tumed to America’s workforce development
system. Recent efforts from Congress and the White
House confirm that policymakers are serious about
expanding job-training opportunities. But even with
the heightened focus, a shockingly small percentage

of individuals leveraging the workforce system com-
bine available Department of Labor training funds
with money from other federal and state programs—
despite that many more might qualify for additional
aid. Incongruent bureaucratic processes commonly
inhibit the effectiveness of workforce training, and
policy requirements are not clearly communicated to
training seekers, financial aid administrators, and pri-
vate entities.

If the goal is to increase the number of job seek-
ers that participate in high-quality training pro-
grams, more can be done to improve the coordination
between the Department of Labor and these groups.
This report offers recommendations for enhanc-
ing the federal workforce development system by
reviewing and identifying inefficiencies in the current
system. It concludes by forwarding several policy sug-
gestions aimed at improving the way that Workforce
Innovation and Opportunity Act funding is used by
job seekers and training providers.
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olicymakers at the local and federal level have
Pexpressed concern over the “skills gap”—the
mismatch between the job skills employers are look-
ing for and the skills that applicants in the labor mar-
ket possess. Economists have cited many reasons for
the gap.! Jobs that require routine tasks are increas-
ingly automated, technological innovations have con-
tributed to a greater demand for specialized workers,
and globalization trends have led some companies to
relocate oversees. The skills gap is most acute for the
middle-skilled jobs; that is, jobs that require training
beyond high school but less than a four-year college
degree program.>
Even with today’s historically low unemployment
rate, approximately 6.3 million unemployed indi-
viduals are looking for work, and another 4.6 mil-
lion workers are in part-time jobs even though they
would prefer full-time employment.3 Meanwhile, the
Department of Labor reports over 6.7 million unfilled
job openings in the economy today.4 Why are inter-
ested job seekers unable to fill these available jobs?
Researchers at Harvard University find that many
of these job openings—such as health care, transpor-
tation, retail, and production—require workers with
middle skillss Estimates from the National Skills
Coalition suggest that up to 53 percent of jobs require
middle-skills workers but that only 43 percent of the
labor force has that level of training$ In the years
ahead, the Department of Labor estimates that health
care jobs will be among the occupations in highest
demand. These jobs often require interpersonal skills,

are not easily automated, and usually necessitate
more training than a high school education.”

Employers and workers would do well to begin
thinking about the coming shifts in the economy
since the shortage of qualified workers can create
real economic costs. Some estimates have concluded
the skills gap costs the US economy $160 billion
annually in terms of unfilled labor output, reduced
productivity, and depressed earnings.® Technolog-
ical innovation and more globalized markets could
displace a growing number of workers if they are not
retrained with skills needed for the modern econ-
omy. The Organisation for Economic Co-operation
and Development estimates that in the next two
decades, roughly 35 percent of American jobs could
be at risk of being automated or requiring markedly
different skill sets.9 While automation can create
new jobs, those jobs commonly require higher levels
of training.

With these labor market challenges, many have
turned to America’s workforce development sys-
tem to reequip job seekers with needed skills to
put them back to work. In fact, policymakers have
already taken some actions to address the skills gap.
In 2014, Congress reauthorized the Workforce Inno-
vation and Opportunity Act (WIOA), the primary
federal legislation that supports workforce training.
Recent efforts from the White House confirm that
policymakers and business leaders are serious about
expanding job-training programs. President Don-
ald Trump has increased annual federal funding for
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What Is Workforce Development?

T orkforce development refe
training services to enhance the s
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apprenticeships from $90 million to $200 million,
established an apprenticeship task force, and signed
several executive orders to help strengthen partner-
ships among employers, training providers, and job
seekers.1 More recently, Trump proposed combin-
ing the Departments of Education and Labor to be
the “Department of Education and the Workforce,”
reiterating the administration’s vision that the pur-
pose of education is to not only learn but also pre-
pare workers to participate in the labor force.”*
While more focus is now on the workforce devel-
opment system, training seekers still face difficulties
combining federal aid available through the Depart-
ment of Labor for training with other sources of
funding. A shockingly small percentage of individuals
leveraging the workforce development system com-
bine Department of Labor training funds with stu-
dent aid programs issued through other federal and
state agencies, even though many more might qual-
ify for additional aid, such as Pell Grants or career
and technical education state grants. In many cases,
this is because incongruent bureaucratic processes
inhibit the effectiveness of workforce training, and

policy requirements are not clearly communicated
to training seekers, financial aid administrators, and
private entities.

If the goal is to increase the number of workers
participating in high-quality training programs, more
canbe done to improve the coordination between the
Department of Labor and these groups. Accordingly,
this report offers recommendations for enhancing
the federal workforce development system. It begins
by describing the workforce development system,
including its size, number of participants, available
services, eligibility requirements, and program pro-
viders. In the second section, the report identifies
inefficient and counterproductive policies and offers
possible improvements. With a balanced approach,
WIOA can be enhanced so that job seekers better
use available funding and engage in a healthy mar-
ketplace of workforce development and training
providers.

Origins of the Federal Workforce
Development System

The federal workforce development system sup-
ports state and local agencies with the collective goal
of training (or retraining) workers with industry- or
trade-specific skills. The federal government has had
a long history of providing workforce training. The
impetus for federal involvement dates back to the
market failure during the Great Depression, when
over 20 percent of the workforce was unemployed.'>
Congress enacted the Wagner-Peyser Act of 1933,
which established the first federal workforce training
programs.’3 In that era, funding for training was chan-
neled to small, hyper-localized employment centers
to help displaced and unemployed workers transition
0 new occupations.

‘The workforce development system has been mod-
ernized throughout the 20th century. This includes
the Manpower Development and Training Act of
1962, the Comprehensive Employment and Training
Act of 1973, and the Job Training Partnership Act of
1982. These laws united many different job-training
programs while also decentralizing services to give
states and local agencies more freedom to design
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and operate training programs that fit local needs.14
During this time, training providers began to focus
workforce development services for jobs that were
in high demand by employers.'s

The current federal workforce development sy:
temhasrootsin the Workforce Investment Act (WIA),
passed in 1998, which consolidated local workforce
development centers throughout the country into a
nationalized network, now called the American Job

Centers. WIA also created a voucher system in which
training seekers could use federal funding to pay for
eligible training services of their choice.®

In 2014, Congress reauthorized WIA as the
WIOA to improve “the structure of and delivery
of services through the United States workforce
development system to better address the employ-
ment and skill needs of workers, job seekers, and
employers.”7 WIOA attracted bipartisan support,
passing the Senate with 95 votes.’® The reauthori-
zation made several notable improvements to the
workforce system, such as allowing states to pro-
duce a single unified workforce plan and enabling
providers to report common performance metric:
'WIOA took effect on July 1, 2015, and is authorized
through 2020. In the Consolidated Appropriations
Act of 2018, about $4.8 billion was allocated for
‘WIOA programs and services.19

Private Workforce Development
and Training

The current federal workforce development sys-
tem aims to provide training services in a com-
prehensive manner, but the government is not the
only sponsor. In fact, the majority of spending that
goes toward workforce training comes from private
employers.24 Seventy percent of US firms report
offering some type of formal employee training,
collectively costing them $177 billion per year.2s
These formal training programs o
place setting, are planned in advance, and follow a
defined format or curriculum.

Inaddition to formal training, employers report-
edly spend another $413 billion in informal train-
ing programs.26 Unsurprisingly, informal training
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Keywords: career adaptability in the context of Papua New Guinea. Via canonical correlation analysis
Career adaptability (CCA), significant relations between career adaptability and employability skills were observed.
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Papua New Guinea (PNG) on the career adaptability and employability skills as well, thus calling for integrated efforts to
contribute to career development and practice in the context of PNG.
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1. Introduction

A core component of successful career preparation in adolescence is the development of career adaptability (Savickas, 1997).
Similarly, the potential of employability skills has been argued for increasing work-related outcomes and helping people adapting
with changes and improving career opportunities in the workplace (Mohd Yusof, Mustapha, Syed Mohamad, & Bunian, 2012). By
and large, today’s employers demand new and different types of skills from their workers than they were in the past as a result of
technological advances and globalization (Cinar, Dongel, & Sogutlu, 2009). In other words, the current workplaces require workers
with high technical skills coupled with well-developed employability skills (Singh & Singh, 2008).

Employability skills refer to general and nontechnical competencies required for performing all jobs, regardless of types or
levels of jobs (Ju, Zhang, & Pacha, 2012), which are identified to be the most critical skills in the current global job market (Ministry
of Higher Education & Malaysia, 2006). They are “skills which cut horizontally across all industries and vertically across all jobs
from entry level to chief executive officer” (Sherer & Eadie, 1987, p. 16). As globalization has tightened the availability of jobs,
particularly for adolescents and young adults (Bynner, 2001; Danziger & Ratner, 2010; Gutman & Schoon, 2012), employability
skills need to be taught by schools so that students are better prepared for successful employment (Cotton, 2008; Poole & Zahn,
1993). According to Cranmer (2006), there is a mismatch between the skills acquired at school and the skills needed in
employment. Consequently, young adults entering the skilled and semi-skilled labor market segments are more prone to take up
what is available than to choose jobs (Robert, 1977). Likewise, they experience a mismatch between themselves and their jobs to
varying degrees during the course of their career (Takase, Nakayoshi, & Teraoka, 2012). Despite the increase access to education
and jobs, individuals will still undergo multiple career transitions that they will face during the course of their work lives, thus
involving them in explorative and developmental activities that may or may not build on earlier work experience (Savickas et al.,
2009). Since it has been proven that employability skills are important in helping people adapting with changes and improve
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career opportunities in the workplace (Rasul, Ismail, Isamil, Rajuddin, & Abd Rauf, 2010), it can be postulated that employability
skills are positively correlated to career adaptability. Interestingly, to the best of our knowledge, no study has yet investigated the
relationship between employability skills and career adaptability.

Taken together, it is a particularly pertinent time to explore a comprehensive understanding of relationships among variables
of employability skills and career adaptability. The first goal of this study was to validate the career adapt-abilities scale
(CAAS)-international form in the context of Papua New Guinea involving female senior students and graduates from a technical
secondary school. The present study further attempted to investigate the correlation between employability skills and career
adaptability by employing canonical correlation analysis (CCA). Based on the research background and motivations that explore if
meaningful relationships exist between employability skills and career adaptability, the following questions describe the
objectives of this study: (1) Does a noteworthy relationship exist between a set of employability skills and a set of career
adaptability? (2) What variables are contributing to this relationship between the variable sets across the three functions? Driven
by these research questions, we developed our model. The proposed model is illustrated in Fig. 1.

2. Literature review
2.1. Career adaptability

Career adaptability is a psychosocial construct that denotes the resources individuals need to successfully manage current and
anticipated career transitions (Savickas, 1997, 2005). In career construction theory, adaptability resources help to form the
strategies that individuals use to direct their adaptive behaviors. That is, these resources serve as self-regulation strategies or
strengths that enable individuals to broaden, refine and eventually implement their self-concepts in occupational roles, thereby
creating their work lives and building their careers. Fugate, Kinicki, and Ashforth (2004) also conceptualized personal adaptability
as a component of their psychosocial construct of employability, referring to optimism, propensity to learn, openness, internal
locus of control, and generalized self-efficacy. Since today's post-industrial society no longer guarantees ordered and sequential
career demands to adolescents or adults (Nota, Ginevra, & Soresi, 2012), individuals are now more likely to change jobs frequently
either by choice or by necessity in light of a struggling work economy (Rossier, Zecca, Stauffer, Maggiori, & Dauwalder, 2012). In
this circumstance, individuals need to have skills that allow them to quickly adapt to a variety of situations and to cope with more
frequent work transitions. Career adaptability provides a framework for attending to how individuals view their futures and
supports interventions based on their needs (Rottinghaus, Buelow, Matyja, & Schneider, 2012). Consequently, career adaptability
can enhance the chance on finding a suitable job, thereby enhancing career success and even well-being (Hartung & Taber, 2008;
Hirschi, 2010; Skorikov, 2007). In sum, career adaptability resources should be viewed as self-regulatory, psychosocial compe-
tencies that shape adaptive strategies and actions aimed at achieving adaptation goals.

It comprises four psychosocial resources or transactional competencies. Concern consists in the ability to be aware of and to
plan for a vocational future; control reflects the subjective feeling of self-governing and decisiveness concerning a vocational
future; curiosity is defined as the tendency to explore one's environment; and, finally, confidence is the tendency to feel self-
efficacious concerning the ability to solve concrete career problems. As such, adaptability and its components are conceived as
resources or abilities allowing people help to manage career transitions.

2.2. Employability skills

Employability skills, as simply defined by Robinson (2000), refer to those basic skills necessary for getting, keeping, and
doing well on a job. According to DEST (2002), Employability skills include communication, teamwork, problem solving, self-
management, planning and organizing, technology, life-long learning, and enterprise skills. They are also known by several other
names, including key skills, core skills, life skills, essential skills, key competencies, generic skills, 21" century skills, necessary
skills, and transferable skills. However, industry's preferred term is employability skills (The Allen Consulting Group, 2006).
According to McArdle, Waters, Briscoe, and Hall (2007), employable individuals take a proactive approach to engage in the labor
market. Morrison and Hall (2002) also found that employability likely facilitates movement between jobs both within and
between organizations. As such, employability skill could assist employees to adjust themselves towards various changes and to
increase working abilities which suit the working environmental needs (Kazilan, Hamzah, & Baker, 2009).

Concern
Communication skils
Control

Employability Career

skills adaptability

‘Team work skills

Fig. 1. Proposed model.
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