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ABSTRACT

Worldwide unemployment is alarming. It is argued that employability offers a solution to unemployment.
Yet, employability is still described as an ambiguous concept with many definitions and meanings. Available
definitions limit thinking, as they did not solve the unemployment problem and employability gap in the First
World. It is provisioned that the employability challenges will be compounded by the influence of the Fourth
Industrial Revolution (4IR). Failure to align employability skills with the 4IR requirements will increase the
skill gap in the 4IR.

Eskom has to face the 4IR on the back foot of near insolvency. Because Eskom is too important for the
South African market, failing is not an option. A shortage of appropriate skills hinders continuity, turn-
around, recovery, and growth in the organisation. Eskom holds its learner pipeline programme as one of its
employability skills development vehicles. However, the learner throughput reports critically low figures with
intern skills competency levels inappropriate for employability. Investigation indicates that the learner
curricula focus solely on entrenching technical skills with no focus to develop soft skill competency. Hence,
this study focused on developing an Eskom- specific soft skill competency framework to enhance graduate

employability by means of the internship programme in the organisation.

The literature review focused on constructs that would render soft skill employability of graduates. A
literature shortcoming was identified and conceptualised in terms of employability capital. The main
objective of the empirical investigation was to determine the soft skill competency needs of Eskom to

generate the soft skill competency framework.

A pragmatic research paradigm with a concurrent transformative mixed-methods design was selected to
investigate the research problem. Quantitative data were collected employing a questionnaire developed
from validated questionnaires appropriate for the objective and respected scholarly works. The
questionnaire ended with a single qualitative, open-ended question where responders were allowed to
report and rate any other skill behaviours deemed necessary for Eskom and raise opinions. Data were
cleaned, organised, and analysed by the help of the IBM Statistical Packages for Social Sciences (SPSS)
Version 25 software and the Microsoft Excel 2010 program. Statistical analyses included frequency
distributions, scale reliability, normality, correlation analysis, one-way analysis of variance, and validity data
testing. Content analysis was used to examine the responses of the open ended question. The analyses
were conducted independently and were combined only for interpretation. In addition to the open ended
question, further qualitative data were collected using the Delphi method to obtain the opinions of subject
matter experts internal to Eskom to search for consensus for the quantitatively determined soft skill
competency behaviours. Statistical analysis was used to analyse the differences and agreements between
the panel members. Once data was merged, the soft skill framework was drafted by means of confirmatory

factory analysis and literature guidance in a triangulated process of optimising the reliability of the
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developed framework. After the framework had been developed, it was presented to a panel of academic

specialists for evaluation.

The findings of the study indicate 15 primary soft skills with 22 secondary soft skills representing 214 soft
skill competency behaviours. Confirmation was found that graduate employability can be enhanced by (i)
graduate employability capital, which, when (ii) facilitated by emotional and social intelligence practices

within work-integrated learning opportunities, will (iii) render soft skill competence.

The study contributes to the theoretical and empirical knowledge of employability capital knowledge. The
study determines a simplistic, organisation- specific soft skills competency framework for enhancing intern
employability within the South African framework through the lens of the 4IR. The simplicity of the
framework renders it suitable for application by laymen to determine soft skill development shortcomings.
High-reliability results of the framework indicate that the framework can be utilised in Eskom for current
employees’ development initiatives. The contribution is framed by the academic specialist panellists as
“The soft skill framework is an eye-opener to determine shortcomings and training needs with regard to soft
skills” and “The framework brings a new dimension of soft skills to the workplace, and the implementation

will have an enormous impact on employer and employee relationship”.

While it is not the intention of the study to generalise the framework to other organisations, the framework

might provide insight to other organisations.

Key words: employability, graduate employability, soft skills, competencies, competency behaviours,
employability capital, internship, soft skill development, Fourth Industrial Revolution, work-integrated

learning.

25



CHAPTER 1

INTRODUCTION TO STUDY

“A great wind is blowing that gives you either imagination or a headache”

Catherine, the Great.
1.1 BACKGROUND

Globalisation and the expansion of technology have affected the economic world in every facet. To face
the new globalised economic dispensation, skills have become a prominent commaodity. In a global market
dominated by cultural diversity and continuous change, growth and success now depend on how
organisations can position them in terms of their organisational capabilities, offers, and external business
environmental drivers. The organisational need for appropriate skill resources to face the dynamic

operational environment gave birth to the term 'employability' as we know it today.

As a significant concept, employability evolved progressively as globalisation and technology became
noteworthy drivers of economic activity. During the latter part of the 20th century, the world of work changed
from the traditional, static environment to one that experiences continuous volatility, uncertainty, and
change. Global market competitiveness drove employer requirements for graduate development focussed
on innovation and customer satisfaction. Organisations were struggling to maintain growth paths and find
a competitive footprint. Traditional qualification criteria driving employability were no longer sufficient to
support organisation growth. Employability was now acknowledged as a function of competition, job
opportunities, and labour market rules that brought about a demand for new skills and an increase in the
skills gap (Gazier, 1998; McQuaid, Green, & Danson, 2005; Robinson, 2000).

Globally, unemployment is described as the Achilles heel of governments based on its effect on the socio-
economic environments of nations. While many policy interventions and strategies have been initiated to
address the unemployment challenge, little progress is reported. In fact, the report of the International
Labour Organisation (ILO, 2019) on world employment indicates that the global youth unemployment rate
has reached critical and disturbing figures. The report indicates that as much as 20 per cent of youths under
the age of 25 are unemployed. The South African setting is even more daunting, considering the high
overall unemployment rate of 29.9 per cent, with a reported youth unemployment rate for the age group
15-34 years at 40.7 per cent. This statistic presents as the highest in the world (Stats SA, 2019). The
statistical results portray a narrative of great concern to the South African government, industries, and

employers.

Modern-day employability has its roots in the employers' need for flexible entry-level employees to have

more generic, value-added skills that will assist them in adjusting and changing with the turbulent global
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and organisational environment. Consequently, the currency of success is not measured in monetary value
alone. Now, it also represents the value of the human resource capital in terms of skills and relevant
organisational knowledge. Unemployment is now predominantly a factor of employability gaps resulting
from skill mismatches and not, as historically, the unavailability of employment opportunities. Without
suitably competent employees, organisations cannot face their challenges and manoeuvre- consistent

market changes (Singh, Burgess, Heap, Almatrooshi, & Farouk, 2016).

An abundance of literature presents soft skills as the missing element in employers' requirements for skill
competency (Cimatti, 2016; Hurrell, 2016; Matteson, Anderson & Boyden, 2016; Rothwell & Rothwell,
2017). In fact, soft skills are highlighted as the foundation of organisational growth, customer satisfaction,
performance, and a competitive market advantage (Hinchliffe & Jolly, 2011; Pandey & Pandey, 2015;
Tomlinson, 2017).

Accordingly, the challenge of developing a graduate in the appropriate skills remains a policy priority for
government and higher education institutions (HEIs). Various theories, constructs, and approaches have
been postulated to establish appropriate curricula and training interventions to develop the harder and softer
employability skills needed by organisations to face their organisational and market challenges. However,
Wilson and Marnewick (2018) report that HEI curricula still cover only an approximate 30 per cent of the
demands for employer skills and competency, resulting in a substantial gap between skill supply and
demand. On a global forum, stakeholders remain uncertain about how to address the skill and employment
challenges (Skobelev & Borovik, 2017).

While research indicates the individual voice of employers as vital in terms of supporting HEI development
initiatives, responsibility rests on organisations to provide an appropriate environment and entrenchment
system for enhancing employability skills (Hurrell, 2016; Tran, 2015; Van der Heijde & Van der Heijden,
2006).

Against this background, the employability debate becomes a critical and prominent research priority in the
21st century. The employability challenge is compounded further by the advent of the Fourth Industrial
Revolution (4IR). Schwab (2017:1), who is widely known as the father of industrial revolution theory,
describes the 4IR as follows:

We stand on the brink of a technological revolution that will fundamentally alter the way we
live, work, and relate to one another. In its scale, scope, and complexity, the transformation
will be unlike anything humankind has experienced before. We do not yet know just how it
will unfold, but one thing is clear: the response to it must be integrated and comprehensive,
involving all stakeholders of the global polity, from the public and private sectors to academia

and civil society.

27



The unprecedented exponential speed, scope, and effect on the entire global economy, industrial
production, management, and governance complexities will distinguish the 4IR clearly from its
predecessors. Even though it is predicted that the 4IR will offer economic growth opportunities and
increased productivity, its effect will be felt predominantly in the economic and skill domains. During the
41R, market challenges resonate from new job designs to job redundancy and from increased efficiency to

a further increase in the skill gaps (Petrillo, De Felice, Cioffi & Zomparelli, 2018).

The 4IR forces are shifting fast, and the demand for new skills and competencies escalates at a faster rate
than it did in the previous decade (Frost and Sullivan Consultancy, 2015). The effect will be felt not only in
a widening skills gap but also in terms of technological unemployment that refers to the position when rapid
expansion of digitalisation and technology leads to obsolete skills of current employees (Peters, 2017).
Thus, in the context of the 4IR, employability refers to the potential not only to obtaining employment but

also to keeping employment.

Comprehensive studies by the World Economic Forum (WEF, 2017) and the McKinsey Global Institute
(2018) indicate that nine of the top ten skills needed by organisations to survive the 4IR and stay market

relevant are the softer social skills, namely emotional intelligence and social intelligence.

Hence, the need arose for this study to examine the research problem and study objective through the 4IR

lens and skill requirements.
1.2 PROBLEM STATEMENT

The immense challenges faced by Eskom, the South African state-owned electricity provider, include
unmaintained infrastructure, incorrectly designed power stations, low- grade coal quality, state capture, an
outdated business model, poor governance, defaulting customers, labour instability, high debt levels,
financial instability, unsustainable government support, political interference, low cash flow, and affected
going-concern status (Cruise, 2018, Eskom, 2018, 2019). Kenny et al. (2015:21) remark in their policy
paper, “Electricity supply is of supreme importance to economic growth and the well-being of all South
Africans.” This picture presents one of significant economic disruption. While Eskom has taken a stern
stance against corruption and poor governance (Cruise, 2018), it still has to address its failure in terms of

appropriate skill shortages.

A critical risk stated by Eskom is a shortage of adequate skills to support business initiatives (Eskom, 2019).
The integrated reports for 2018 and 2019 highlight the challenges of leadership failure, skill retention, low
employee morale, and inappropriately skilled workforce to support organisation continuity, turn-around,
recovery, and growth. In fact, evaluations conducted of a group of technical employees in terms of
recognition of prior learning processes showed concerning results. When measured against registered unit

standards and qualification outcomes, only nine per cent of the sampled group was found to be competent
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in terms of the employer skill requirements, which include both technical and softer skills, i.e. teamwork
(Eskom, 2018).

One of Eskom's strategies in terms of developing appropriate skill requirements is by means of the
utilisation of the graduate learner pipeline. Eskom (2016:73) states in its integrated report, “Our learner
pipeline is one of the critical development areas that not only support the country's socio-economic

contribution but also sustains our supply of skills.”

For this study and within the Eskom Procedure for the Management of Learners perspective (2014:5), a
learner is described as a “qualified learner who already has been awarded a University degree or a
University of Technology qualification or a certificate from a Further Education Training College for post-

qualification experiential training in Eskom”.

A significant concern raised by the statistics in the integrated reports of Eskom is the critical low annual
learner throughput of 18, 6 % in 2017/2018, which is a slight increase from the 11 % of the financial year
2014/2015.

Investigation of the Eskom Learner Development Policy (2016) indicates that the learner curricula focus
exclusively on entrenching technical knowledge and hard skills. Accordingly, no attention is given in the
Eskom learner curricula for developing soft skill competency, which is deemed the critical skills for

organisations to survive the 4IR.

In considering generic soft skill frameworks that could serve as guidelines in developing soft skill

programmes for learners, challenges are that:

a) employability skills differ between areas of specialisation (Kazilan, Hamzah, & Bakar, 2009);

b) the framework should support the objectives, culture, and values unique to each company
(Codrington & Grant-Marshall, 2005); and

c) existing frameworks are developed predominantly in isolation within the Higher Education
Institute (HEI) fraternity. Accordingly, they fail to consider the critical input of employers (Pool,
2017).

A final consideration is that every stage of the organisational life cycle, be it a start-up, growth, maturity,
decline, or revival stage necessitates its own sets of competencies and skills. To apply a generic
competency and skill profile blanket irrespective of the organisational life cycle stage would not support
strategic intents (McNeil, 2017; Tam & Gray, 2016).

Therefore, the research problem is found in Eskom not having an organisation specific soft skills framework

to guide the development of learners in employability skill competencies needed for the 4IR.
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1.3 RESEARCH QUESTIONS

Given the stated problem discussed in the previous section, the primary research question is formulated as

follows:
Which soft skill competencies will satisfy Eskom employability criteria for graduate interns?

To address the overarching research question, the following secondary theoretical research questions were
asked:

1. What are the drivers and challenges of employability?

2. What are the driving concepts and theories that define graduate employability?

3. How can employability be developed?

4. Which driving concepts, theories, and drivers define soft skills?

5. Which soft skill behavioural competencies does Eskom require?

6. Do subject matter experts of Eskom support the determined soft skill behaviours?

7. Is the compiled soft skill competency framework appropriate and valid for intern employability
in Eskom?

Questions 1 to 4 represented theoretical questions and were answered by means of a literature study in
Chapters 2, 3, and 4. An empirical research study was undertaken to provide the answers to the remaining
questions 5, 6 and 7.

1.4 RESEARCH OBJECTIVES

To find a suitable response to the research problem, the primary research objective was to develop a soft

skill competency framework to enhance intern employability within Eskom.
The secondary research objectives derived to execute the primary research objective were to:
1.  discuss the drivers and challenges of employability drivers;
2. conceptualise employability;
3. investigate how graduate employability can be developed;
4.  determine driving concepts, theories, and drivers that define soft skills;

5.  determine the soft skill employability competencies required by Eskom.
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6. test if Eskom subject matter experts support the determined soft skill competencies; and

7. assess whether the compiled soft skill competency framework is appropriate and valid for

Eskom intern employability competency development.
1.5 RESEARCH DESIGN AND METHODOLOGY

The objective of the study is to present a practical solution to an existing organisational challenge.
Accordingly, the research falls within the applied research domain and supports the notion of a pragmatic

research paradigm.
1.5.1 Research Paradigm

A pragmatic research paradigm was deemed the most suitable method to investigate the research problem
and formulate the research conditions and assumptions of the study. Pragmatism accepts that there are
single but also multiple realities and worldviews that lend them to empirical investigation and practical
solutions (Creswell & Plano Clark, 2011). For a pragmatist, “the mandate of science is not to find truth or
reality, the existence of which is perpetually in dispute, but to facilitate human problem-solving” (Powell,
2001:884); hence, the approach centres on the research problem and the usefulness of the research
outcome. A further benefit of the pragmatic approach is that it permits and supports mixed-method design

applications (Creswell, 2015).
1.5.2 Research Design Strategy

Considering which strategies to use to execute the research design, the researcher selected a mixed-
method research technique which combines the benefits of the quantitative and qualitative worlds in one
single study. Quantification of the soft skill behaviours allows the researcher to compare, draw conclusions,
and make important decisions. On the other hand, qualitative research techniques offer the researcher the
opportunity to gain a thorough understanding of the reasons and motivations that guided the survey

participants in making the decisions on the soft skill behaviours (Johnson & Onwuegbuzie, 2004).

To follow the mixed-method strategy, the researcher adopted the concurrent transformative design, which
enabled the researcher to address the phenomenon at different levels, compare quantitative and qualitative
data during both the analysis and interpretation phases, gather rich, wide-ranging data, and provide
methodological flexibility. The design also allows consideration of the quantitative and qualitative data at

equal value, or different values of importance (Creswell & Plano Clark, 2011).

Two different data collections methods were selected to execute the concurrent transformative design,

namely a survey and a Delphi-method.
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A survey method makes use of a measuring instrument to collect quantitative and/or qualitative information
(Creswell, 2013). The primary quantitative data was collected by means of a survey which also included a
qualitative open-ended question. The quantitative and qualitative survey data was then collected
concurrently. While the quantitative data represented the maijority of the data collected, the supportive
qualitative data were not deemed subordinate in value. The quantitative data were used to determine the
soft skill behaviours necessary to satisfy employability criteria in Eskom. The qualitative survey data
rendered valuable input in the environment in which intern development was taking place and accordingly

supported the recommendations of the study.

The Delphi-method is a structured consensus development technique that resorts under the branch of
action research designs (Vernon, 2009). The method was used sequentially to the concurrent survey data
collection to establish whether a panel of subject matter experts of Eskom would concur with the soft skill
behaviours determined through the survey method. The main characteristic of the method is that it entails
cooperation between the researcher and organisational experts to resolve an organisational challenge
(Avella, 2016). Accordingly, the Delphi method aims to determine the disagreement or level of concordance
between the independent experts over two or more rounds of data collection systematically. In the end, the
method presents qualitative confirmatory evidence of the experts' opinions about the accuracy of the soft
skill behaviours collected for relevancy to Eskom’s employability needs. The Delphi method is advanced by

scholars, i.e. Hasson and Keeney (2011), to ensure content validity of a potential framework.

The mixed-method technique provided the researcher with an appropriate tool to compile the soft skill
competency framework directed at transformation and enhancement of intern employability (Halcomb &
Hickman, 2015; Quinlan & Quinlan, 2010).

The mixed-method concurrent transformative technique used as guidance for data analysis is illustrated in

Figure 1.1.
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Figure 1.1: Mixed-method concurrent transformative technique
Source: Adapted from Creswell and Plano Clark (2011)

Once an appropriate strategy was selected, it was possible to determine the population of interest and the
most appropriate sampling methods, how data will be collected, analysed, interpreted and the quality of the

outcome ensured.
1.5.3 Research Methodology for Conducting the Study

Research methodology refers to how the study will be conducted to support the validity and reliability of the
study outcome. It involves considering the study population that will satisfy the study objective, how
participants will be sampled, the method that will be used to collect data, the process followed to physically
collect the data, and methods employed to analyse and interpret the data. The next sections indicate how
the researcher went about these requirements, as the mixed-method strategy requires different

populations, sampling, and data- collection methods.
1.5.3.1 Survey population selection, sampling and data collection

Studying samples allows the researcher to generalise the study results objectively to the population under
study. Accordingly, the sample should be represented appropriately to support generalisation to the broader

population where deemed necessary (Sekaran & Bougie, 2016).

The objective of the survey data- collection stage was to collect quantitative opinions of the employability
soft skill competencies needed by Eskom and qualitative opinions on the selection of the soft skills and the
development environment of the interns. Two populations, namely supervisors and the middle manager

band, were targeted purposely to assist in the survey research. Supervisors are responsible for developing
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interns allocated to their sections, while the middle managers band is involved in developing interns and
implementing strategic objectives of Eskom. The middle manager band consists of managers,

professionals, and specialists, abbreviated and referred to as MPS.

Within the purposively selected population, sampling was conducted by means of simple random sampling
method, which allowed the researcher to limit research bias (Babbie, 2011). Of the population of 493
supervisors, 300 were selected randomly to participate in the study. The MPS population consisted of 830
members. A sample of 763 was selected randomly by means of invitations to participate in the study. A

combined 1,063 members were invited to participate in the study.

Data were collected primarily by means of a measuring instrument in a survey process. The measuring
instrument was developed from existing validated employability skill instruments and respected scholarly
works. The final measuring instrument consisted of 255 quantitative questions needed to be rated on a 6-
option Likert scale. An open-ended question was added to the quantitative questionnaire to collect
qualitative opinions concurrently. The questionnaire was converted into an electronic format for data
collection by means of the UFS EvaSys Survey System Version 7.1 platform. Aldridge (2001) promotes the
use of electronic survey programs, as it allows instant completion, the collected data are immediately
available for analysis, and no intermediaries that could delay the collection process or create a risk to
confidentiality requirements are needed. Such an electronic collection process also enhances the validity

and reliability of the collected data.

Owing to the geographical distribution of the sample, a questionnaire link was sent by email to the selected
respondents with an invitation to participate. The link granted the sample respondents access to the online
UFS EvaSys Survey System platform, where they could complete the questionnaire if they wished to do

S0.
1.5.3.2 Delphi-method population selection, sampling and data collection

Once the survey data was received and analysed, further qualitative data was collected using the Delphi
method. The Delphi aimed to obtain the opinions of Eskom subject matter experts within the Eskom Human
Resource Development fraternity, the Eskom College, as well as the Centre of Excellence: Skills

Development.

The purposive and snowballing sampling techniques were used to select a sample from these specialist
areas. The purposive method of sampling entails that the characteristics and criteria of the sample are
predetermined. The sampling method allows that the sample participants selected are the individuals who
can contribute to the phenomenon outcome under investigation. The snowballing method involved that
initial experts were selected and requested to recruit additional participants. This technique is useful in
approaching the type of population that is not freely available and oft times presented in a small quantity
(Alvi, 2016).
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a) A sample of eight experts was recruited for participation in a panel employing the Delphi
technique. An email request was sent to the sample to participate in a panel to judge the

collected data in terms of the following:

b)  Are the identified competencies and behaviours appropriate for employability skill requirements

in Eskom?
c) Identify additional competencies not covered in the collected data.

d) Confirm agreement with the importance ranking of competency behaviours allocated by the

respondents.

The sampling and data- collection techniques are described in detail in Chapter 5. Once panel consensus

had been obtained, the data were prepared for statistical and inferential analysis.
1.5.3.3 Data analysis

Data analysis refers to the process of examining, cleaning, transforming, mixing and modelling data to
discover the valuable information in support of the study objective, and for relevant decision-making (Heale
& Twycross, 2015).

Prior to any analysis undertaken, data was examined, cleaned and transform in a data management
process to extract the data in support of the study objective. Once cleaned and quality of data established

the data was analysed and mixed for comparison and interpretation.
1.5.3.3.1 Mixing of data

Integration of the quantitative and qualitative data during the interpretation phase offered a robust and
comprehensive understanding of the study concept, which allowed strong conclusions (Halcomb et al.,
2015).

The quantitative results and qualitative opinions were integrated and considered carefully during the
interpretation phase. Flowing from the data analysis, the integration and interpretation reflect the objectivity

and credibility of the research process.

A popular technique for integrating results advanced by O’Cathain, Murphy, and Nicholl (2010) is
triangulation, which allows the researcher to compare the results and opinions, also incorporating relevant

literature.

Triangulation is a verification and interpretive process aimed at increasing result validity by comparing and

considering the viewpoints and methods used (Olsen, 2004).
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In this study, quantitative and qualitative data were combined for comparing relationships, similarities, and
differences. The researcher employed the methodological (between-methods) and data triangulation to
leverage the strengths of each of the qualitative and quantitative methods to fully integrate the opinions on

the soft skill behavioural requirements of Eskom.

The data analysis and reporting sections present the results of the collection process in terms of response

rates, demographic information of the respondents and opinions of respondents and participants.
1.5.3.3.2 Statistical techniques and tools used in data analysis

The IBM Statistical Packages for Social Sciences (SPSS) Version 25 software and Microsoft Excel 2010
program were used for descriptive analysis of the quantitative data, including frequency distributions for

non-parametric data, correlation analysis, and factor analysis.
Data validity and reliability were confirmed by means of basic descriptive analysis.

Primary competencies and their related behaviours were categorised by means of confirmatory factor
analysis and literature guidance in a triangulated process of optimising the reliability of the developed
framework. Validity and reliability of the framework elements were confirmed by means of correlation and

reliability analysis.

Content analysis was used to code, group, and evaluate the qualitative opinions added to the questionnaire
by means of the open-ended questionnaire. Content analysis is defined as a research method for the
subjective interpretation of the content of text data by means of the systematic classification process of
coding and identifying themes or patterns (Dey, 2003). The central concept of content analyse revolves
around uncovering themes in the data set collected to interpret and answer research questions by means
of a logical and systematic process (Creswell, 2009; Bengtsson, 2016). It further allows researchers to
expand on descriptive and comparative analysis by discovering the rationale of participant decision-making
(Flick, Von Kardorff, & Steinke, 2004). Once the data had been sorted into themes, meaning was formed
on the importance of the identified soft skills and the environment in which the development of interns

occurred.

Unique to the qualitative Delphi-method is its suitability for a number of statistical analysis techniques to
summarise and interpret the judgements for consensus (Schmidt, 1997). Two rounds were followed during
the Delphi data collection process to establish consensus on the opinions of the Eskom panel experts. The
data were analysed after each round by using the IBM SPSS Version 25 software to determine differences

in means and modes of the participating panel members.

The data of the Delphi-method were not mixed with any other data, as its purpose was to validate the results

obtained in the mixed- method data set. Data collected during the Delphi processes were analysed for
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agreement between the expert panel members by means of the non-parametric statistic known as Kendall's

coefficient of concordance (Kendall's W).

Quality requirements were incorporated throughout the design and execution of the research.
1.5.3.4 Research Quality Requirements

The quality of data is essential for deriving valid and relevant conclusions. Accordingly, the researcher had
to ensure quality in every step of the research process commencing with the planning of the execution of
the design. One method to account for valid outcomes is to commence with a literature review of scholarly
material published in acknowledged journals. The theory should be used to guide interpretations of the
empirical results and conclusions derived. Chapters 2, 3, and 4 present a due consideration of the theory
guiding the concepts that framed the study. Data were interpreted against the theoretically derived

framework.

Secondly, the validity and reliability of the measuring instrument were ensured by collecting the items from
existing validated employability skill instruments. Validity was ensured by incorporating the quality
requirements in planning the selection of the population, sampling the population, decisions concerning
data- collection methods, and error- reduction methods employed during the compilation of the measuring

instrument.

The reliability of the instrument tested at a significantly high Cronbach's Alpha, indicating that it measured
the variables the researcher intended for it to measure. A study is considered internally valid if the
researcher can demonstrate that the variables caused the observed effect (Drost, 2011). Collected data
showed excellent internal validity, indicating moderate to strong relationships between the competency
behaviours tested and their allocated categories. Further inferential analysis, in the form of confirmatory
factor analysis, showed statistical relationships between the soft skill behaviours and the determined soft
skills, confirming construct validity. Content validity was confirmed by the Eskom panel of experts by means

of the Delphi-process.

Even though the reliability coefficient was high, indicating generalisation potential, the aim of this study was
not to generalise the findings to other industries, nationalities, or contexts, but specifically focused on a

solution to a problem in the Eskom context.

Research also has to comply with requirements that govern ethical practices considered in planning and

executing the study.
1.5.3.5 Research Ethical Requirements

Ethical principles dictate that researchers should comply with three main objectives. The primary objective

is to protect participants. The second objective is to guarantee that the research is conducted in a manner

37



that protects the interests of individuals and society altogether. The final objective is to scrutinise research
activities and establish their ethical soundness, protection of confidentiality, the process of informed

consent, and mitigation of potential risk (De Vos & Strydom, 2011).

In addition, the Code of Human Research Ethics (British Psychological Society, 2011) outlines five main
principals for ethical research conduct, namely respect for the autonomy and dignity of participants, the
scientific value of the study, social responsibility, maximising benefits, and minimising harm. In line with
these considerations, the research procedures incorporated all the ethical requirements necessary to
ensure ethical research responsibility from the planning of the research execution to confirming the validity

and reliability of the data prior to interpretation and deriving conclusions.
1.6 DEVELOPMENT AND EVALUATION OF THE FRAMEWORK

Throughout the research critical elements were determined (highlighted in blue at the end of each
discussion point) to take in consideration during the development and framing of the Soft Skill Competency
Framework. In Chapter 7, these critical determinants of the framework were consolidated into a draft

proposal and submitted to a panel of Academic experts for evaluation on
a) Possible shortcomings of the framework.
b)  Opinion on the alignment of the various aspects.
c)  Opinion on the design and structure of the framework.
d)  Opinion on the fit-for-purpose of the framework.

Opinions and advice were reviewed and incorporated into the final Soft Skill Competency framework for

Eskom intern employability enhancement.
1.7 DEMARCATION OF THE RESEARCH

In itself, the research objective limited participation in the quantitative data- collection process to individuals
involved in the development of interns and responsible for connecting the operations with the strategic

intents of Eskom. No restrictions were applied to the geographical location of the respondents.

Similarly, only company individuals with expertise and experience in human development could confirm the

relevancy and importance of competency behaviours.

Only academic experts in the field of industrial psychology could confirm the validity of a developed

framework; therefore, participation was limited to these academics.

As indicated by the research topic and objective, in terms of the established framework, the study outcome

will be for the development of interns. The study results indicate a high propensity for generalisation.
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Should Eskom consider the generalisation of the framework to other employees as part of development

strategies, the framework will be suitable for such purpose.
1.8 CONTRIBUTION OF RESEARCH

The contribution of the study is found in the development of a soft skill competency framework for intern
development in Eskom. The framework was founded in literature and supported by empirically researching
specific soft skill competency needs of Eskom for application by Eskom. In addition, the framework aligns
with the soft skill competency requirements in support of the skill requirements of the 4IR. Subject matter
experts internal to Eskom as well as independent academic experts evaluated the framework for support,
validation, and applicability. Recommendations and submissions were integrated with the developed

framework for optimal validation.

While the framework was developed for specific application in Eskom, it might be of use for other
practitioners as guidance in similar framework developments. In Eskom, the framework might be applied in

developing existing employees in preparation for the challenges posed by the 4IR.

Theoretical gaps have been determined during the literature study in the form of zero harm capital. This
form of capital adds to the existing body of knowledge by expanding on the principles for the employability
capital framework. The study’s focus of zero harm capital was predominantly in line with the context of the

study. Accordingly, the concept needs further development in future research.

The study also highlights important considerations in terms of the environmental requirements for intern
development. This was an eye-opener to the researcher and is deemed an important consideration in

similar future studies.
1.9 RESEARCH OUTLINE

The reason for this study is founded in its research questions and objective. The theoretical underpinnings
are discussed through the lens of the 4IR. For proper reasoning and deductions, the research study is
structured appropriately to avoid the confusion often involved in employability studies. To affect this aim,
the layout of the literature study will be presented based on the employability conceptualisation of Wilton
(2014:249), who postulates employability as a dual concept and argues a clear distinction between

“graduate employability as the potential to gain desired employment and the realisation of this potential”.

In line with Wilton’s view, this study considers employability as a potential to gain employability as the “what*

graduates should develop in order to obtain employment and is referred to as employability capital. On the

other hand, employability as the realisation of potential refers to the graduates' skills and behaviour

competencies developed once placed in work-integrated learning programmes or employed.
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The rationale, investigative process, and results of the research are presented in eight chapters separated

into three parts.

Part 1 represents a literature study that forms the basis of the empirical research project undertaken in Part

2. The theoretical basis of the study is demarcated in three chapters:

Chapter 2 contextualises employability in terms of its environment, drivers, stakeholders, challenges, and

the 4IR. The chapter reports on Research Question 1.

Chapter 3 examines employability as a concept and discusses the methods that can be utilised to develop

employability. The chapter answers Research Questions 2 and 3.

Chapter 4 conceptualises soft skills to answer Research Question 4. The chapter also presents theoretical

shortcomings identified and derives the guiding theoretical soft skills framework.

Part 2 presents the empirical research project conducted in support of the study objective. It is presented

in two chapters.
Chapter 5 discusses the research methodology and design followed in executing the mixed-method design.

Chapter 6 presents the results of the quantitative and qualitative data analysis and render the input
variables for the development of the Soft Skills Competency Framework in satisfying Research Questions
5 and 6.

In Part 3, the primary objective of the study is satisfied, findings summarised, and the study concluded.

In Chapter 7, the highlighted critical determinants are utilised to develop the soft skill competency
framework. In addition, the chapter reports on the evaluation results of academic experts with the aim to

satisfy Research Question 7.

Chapter 8 concludes the study. An overview of the study is presented followed by the finally developed soft
skill competency framework. Recommendations following from the research are made. The significance
and contribution of the study are highlighted, and limitations are discussed. Recommendations for future

research are made.

The study outline is presented schematically in Figure 1.2.
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Satisfy Objectives

4 )

PART 1

Discuss the drivers and challenges of
employability drivers.
Conceptualise employability.

Literature Study
Chapters 2 -4 Investigate how graduate employability

can be developed.

\ / Determine driving concepts, theories,
and drivers that define soft skills.

Determine the soft skill employability
PART 2 competencies required by Eskom.

SRIEE] RS EETE Test if the determined soft skill

competencies are supported by Eskom
subject matter experts.

Chapters 5 -6

- J

/ \ Access whether the compiled soft skills
competency framework is appropriate
PART 3 and valid for Eskom intern employability
Present Framework competency development.
Chapters 7- 8 and Conclude Satisfy the objective of the study to
present a Soft Skills Competency
\ / Framework for the enhancement of
Eskom intern employability.

Figure 1.2: Study outline

Source: Researcher
1.10 CONCLUSION

The chapter provided an overview of how industrial revolutions had changed the landscape of the workplace
and the demand for alternative skills. Eskom as study subject was presented with the dynamics background
driving its current environment. An overview of the background to the problem statement was provided. The

key questions that would be tested in support of the objectives of the study, were accounted for. The
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research design, strategies, and methods used to conduct the research study were introduced. The quality
and ethical considerations applied throughout the study processes were discussed. Clarity was provided
as to the limitations of the study, and the study contributions were highlighted. The research project can be
summarised in three parts, namely a literature study, an empirical investigation, and a result and concluding
phase. Finally, the outline of the research investigative structure used in satisfying the research objectives

was presented.

Chapter 2 presents the argument around which the study centres. Next, employability is introduced in terms

of its environment, drivers, stakeholders, challenges, and 4IR.
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CHAPTER 2

EMPLOYABILITY

2.1 INTRODUCTION

It is the year 2019, a year full of promise. Thankfully, the beat of the African gumboot dance
and songs so often heard in the mines, fields, and factories has silenced. The world of our
forefathers, where sweat and simplicity ruled, is long gone. In a place and time where dreams
were limited to the now, pride was found in a good day's work, and a mere pittance gave
survival to many. This could never be my future. Not in a world where the globe is my playfield
— a place where | eat, love, play, pray, and study to fulfil the dreams of an African graduate.
Opportunities are rife, and my passport to these golden opportunities is a certificate indicating
me as the proud owner of hard-earned knowledge. Given my added abilities to use modern-
day technologies and the advantage of computer skills, | represent the epitome of the
employers' skill desire. My future is bright. My dreams are for a future where financial

prosperity, prestige, and power rule.

My heart thunders in my ears, and my breath is stuck somewhere between where my stomach
should be and my throat. What do you mean | do not have the necessary skills? You have
vacancies, and | have the knowledge, qualifications, and some gained practical skills. There

is nothing complicated about this. When do | start? Is my office ready?

No! No?! What skills are you talking about? With accusatory eyes, | turn to the higher
education institute. You told me | was ready. You told me the certificate was the gateway to
the Promised Land! Don't shift your shoulders! Commitment to have a relook at your
curriculum — again — is not going to help me... How can you say you do not understand the
problem of today's employers and what they want... Fourth Industrial Revolution?? Unbelief...

| hear the sharp sound of broken dreams and feel the shreds stabbing at my heart.

Slowly I turn around. | am tired and disheartened, with only my shattered dream left. So many
doors — so many ‘no’. With the certificate under my arm, | walk to the bench to join the world
of the unemployed. Already occupying the bench, there are many — just like me. With every

step, the beat of the drums become louder.... (Researcher, 2018).

Paradoxical, the language and voice of the gumboot dance and song was the African workers’ way to cope
with work pressure and bring unity in their working environment. By the turn of the 20th century, toy-toying,
the stomping of feet and spontaneous singing, would become the language and dance of expressing

grievances, frustration, and discontent with the broken dreams of the unemployable and poor. While
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employability is a global problem, it has never been felt more as in the South African context where the end
of the apartheid regime brought promises of democracy, freedom, and the dream of a better future and
prosperity for many. As Rose (1996:158) reflects, “we fulfil ourselves, not in spite of work, but by means of
work”. Thus, the significance of finding a job is not only to provide food on the table. Maslow (1943) theorises
that employment assists in fulfilling the higher-order psychological need for self-worth. The societal
perspective holds that one of the basic human needs is to provide for self and loved ones (Coetzee, 2012).
Whatever the conceptual understanding, employability strikes at the heart of global economies, government

policies, organisation growth, and individual survival.

The argument raised in this study is that graduate employability can be enhanced through (i) graduate
employability capital, which, when (ii) facilitated through emotional and social intelligence practices within
work-integrated learning opportunities, will (iii) render the soft skill competence needed by organisations to
support organisational growth. The literature review and empirical research project are framed around this

argument in an integrated and holistic view through the lens of the 4IR.

This chapter contextualises the environment, drivers and stakeholders involved in the concept of
employability. It commences with a (i) brief introduction to the meaning of employability followed by (ii)
contextualisation of the three primary drivers of the employability landscape as witnessed in the literature,
namely the global market drivers, government policies, and industrial revolutions. The next section (iii)
discusses the implications and challenges for the employability landscape in terms of the 4IR. The chapter
concludes with a (iv) discussion on the effect employability has on the labour market stakeholders of

employers and graduates.

The focus of this chapter is the influence of the 4IR, its megatrends, and the implications thereof for the

employability agenda. The chapter will address the research question:
What are the drivers and challenges of employability?

Following the contextualising of the study environment, Chapter 3 contextualises the concepts related to
employability, namely employability capital, capability, and competency in the context of the study
argument. The available work-integrated learning methods to develop graduate employability capability and
competency are discussed. For the purpose of this study, the concept of work-integrated learning (WIL) is
used broadly to recognise all types of graduate academic and application integrated learning with the
workplace. The chapter concludes with a discussion of employability capital and introduces it as the signal

of employability potential.

Chapter 4 introduces the main study subject topic of soft skills. The chapter clarifies the concepts of soft
skill competencies. By using existing theories and models, graduate employability capital is linked through

emotional and social intelligence as a mediator to soft skill competence in the workplace. The literature
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study concludes with a theoretical framework to support the empirical study. The flow of the literature study

process is demonstrated in Figure 2.1.

Defining employability

Chapter 2 Key drivers of employability
Contextualising employability

Challenges of employability in the context of the 4IR

The impact of the employability gap on its main
stakeholders

Clarification of concepts

Employability capital as the key driver of employability
potential

Human capital as driver of organisational performance

Chapter 3 Identity capital as the building blocks of soft skills
Employability as capability and competency [Ke{sle]olgglTgli

signal Psychological capital as facilitator of positive attitude and
behaviour

Social and cultural capital as drivers of human interaction

Capability and competency approaches

Development of employability capability for skill transfer in
the workplace

Key skills needed during the Fourth Industrial Revolution

Conceptualising soft skills

Chapter 4 Linking the elements of employability capital to soft skills

competency

Soft skills as organisational success
denominator

Theoretical shortcoming identified in literature

Theoretical soft skill competency framework

Figure 2.1: Layout of the literature study

Source: Compiled by the researcher.

The chapter commences with a description of employability within the framework of the study objective.
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2.2 DEFINING EMPLOYABILITY IN TERMS OF THE STUDY OBJECTIVE

The literature provides a rich and diverse basket of meanings, contexts and definitions of employability.
The various definitions differ significantly, as they are establish through general theory seeking in the eyes
of those in employment, those seeking employment, government policy, HEIl, and employers’

understanding. The many definitions will be considered in the veins of skill supply and demand.
2.2.1 Employability as a Skill Supply View

One of the earliest and most simplistic definitions was tendered by Hillage and Pollard (1998), who define
employability in terms of having the capabilities to get employment, remain employed, and to find new
employment if needed. The definition proved to be problematic, as skills and abilities single-handedly do
not ensure employment. Nilsson (2010) proposes that hard and soft skills, individual characteristics,
interpersonal skills, competence, and labour market conditions integrally contribute to graduate
employability. On the other hand, Harvey (2001) presents employability as a single factor in his
employability development model. The model holds that employability is a lifelong process of empowerment
through critical reflective learning. While Harvey's definition differs partially from those of other scholars in
terms of context, some agreement can be found in the works of prominent scholars like Jackson (2016).
Harvey's view has also found its way into the highly regarded employability competency model postulated
by Van der Heijde et al. (2006), which views employability as a function of learning, which involves a process
of learning and adaption of personal elements like personality, attitudes, and ability. Knight and Yorke
(2002), as well as Copps and Plimmer (2013), challenge Harvey’s view and argue that employability is a
non-linear process with multiple factor contributors and not only a single factor. They explain that every
graduate student’s development journey differs. This complicates the assumption of the model that a single

factor will warrant employability (Tomlinson, 2012; Van der Heijde et al., 2006).

On the other hand, Wilton (2014:8) supports Hillage and Pollard’s (1998) view and defines employability as
“the individual possession, and the ability to convey the possession, of the skills, knowledge and personal
attributes, that are positively associated with future job performance and are appropriate to a specific

organisational and work setting”.

Knight and Yorke (2002:8) offer a comprehensive definition, defining employability as “a set of
achievements — skills, understandings, and personal attributes — that make [sic] individuals more likely to
gain employment and be successful in their chosen occupations, which benefits themselves, the workforce,
the community, and the economy”. According to Smith, Ferns, and Russell (2014), these input factors
should allow graduates to commence their careers as effective employees from the first day of employment.
However, Holmes (2015) argues that Knight and York's approach is theoretically flawed, as it ignores the

effect of sociocultural factors (class, ethnicity, and gender) on employability development. These factors
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were included by Tomlinson (2017), who describes employability as a collection of critical personal capital

resources that create market value for graduates.

While most definitions hold employability as the process of obtaining the necessary skills to get a job, the
relativity of employability as a factor of the laws of supply and demand within the labour market should not

be underestimated. The next sections describe employability from the viewpoint of skills demand.
2.2.2 Employability from the Viewpoint of Skills Demand

In considering the employer demand view, the Confederation of British Industry (CBI, 1999) attempted to
explain employability in terms of organisational benefit. They describe employability as the individual
qualities, skills, and competencies needed in support of the changing needs of employers for market
relevance. Ganzel (2001) expands on this view and defines employability as the graduates’ potential to
perform and adapt to the relentless changing workplace demands to become successful employees of the

organisation.

Boden and Nedeva (2010:42) define demand- associated employability as “a set of attributes that makes
an individual appealing to a heterogeneous range of employers”. Caballero and Walker (2010:17) expand
Boden and Nedeva’s definition and describe employability as “the extent to which graduates are perceived
to possess the attitudes and attributes that make them prepared or ready for success in the work

environment”.

Few studies have strived to combine these diverse viewpoints on employability into a single meaningful
concept. Albeit different in view, the central theme throughout employability as a concept relates to graduate
potential in terms of capital, knowledge, attributes, attitudes, and skills associated with capability,
competence, and organisational success (Pitan, 2016; Pool & Sewell, 2007; Van der Heijde et al., 2006).
In spite of the efforts to widen the concept of graduate employability further within the employer perspective,
attempts still fall short of employer expectation for industry-relevant employability skills (Chhinzer & Russo,
2018).

In summary, the concept of employability as derived from its various stated definitions is considered to be:
o a capability approach (Sen & Nussbaum, 1993);
o a lifelong learning process (Coffield, 1998);
o empowered through critical reflective learning (Kolb, 1984);
. learning and development of personal elements (Bandura, 1993, 2012; Knight & Yorke, 2004);
o a set of accomplishments — skills, abilities, and personal traits ( Knight & Yorke, 2002);

o individual qualities, skills, and competencies required by an employer (CBI, 1999);
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o graduates’ potential to perform and adapt (Ganzel, 2001) ;

o a set of attitudes and attributes that makes an individual appealing to employers (Goleman,
1998; Thorndike, 1920);+

o a set of key personal capital resources (Cote, 2005; Tomlinson, 2017); and

o a set of pre-professional identities that relates to and connects with the skills, behaviour,

personal qualities, culture, and philosophy required by the intended career (Jackson, 2016).

Keeping Wilton’s (2014) view, the study objective, and the initial literary view in mind, the study commences

by defining employability for the intent of this study as follows:

Employability is a dual concept that involves the graduate capital that renders graduate
capability, signals employability potential to employers, and realises competency in the skills

required by the organisation to support organisational growth and market relevancy.

While it is maybe simple to define employability, it is a complex concept. The complexity settles in the
difference between the demand for employers’ skills and the supply of labour skills — termed as the
employability gap. In simplistic terms, the employability gap refers to the disparity between the skills
required by the employer and the skills offered by the graduates/applicants (Collet, Hine, & Du Plessis,
2015). The gap arises from various external environmental influences. Next, the key drivers of employability

are discussed to contextualise the complexity surrounding the employability gap.
2.3 THE KEY DRIVERS OF EMPLOYABILITY

In the literature, three key drivers of employability are discussed, namely global market drivers, government
policies, and industrial revolutions. These three drivers are considered to influence the conceptualisation

of employability.
2.3.1 The Global Market Drivers of Employability

Globalisation, technology, information flow, and competition are the dominant drivers of global markets (Li,
2017). These drivers brought a new dimension to the modern world of work. Man’s new- found relationship
with machine and computer drove an integrated society with no boundaries, termed in the business

corridors as globalisation.
2.3.1.1 Globalisation

Globalisation brought about an exciting area for capital growth, investments, increased profits, and
progression of the quality of human life. The opening of markets across borders in the mid-19th century

steered expansion of international trade and value streams in an unprecedented manner. It also presented
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unintended consequences and complexity to the market structures, skill platforms, and essence of the
organisational world. Economies and societies increasingly converge into complex, interdependent, and
integrated economic systems of production, management, and distribution chains demanding new skill
resources for organisations to stay relevant. An added challenge is raised when considering the effect of
globalisation on graduates , as skill abilities now include the ability to mobilise comfortably between different

cultures and societies, work in multicultural teams, and adaptability (Hannula, 2018; Hauer, 2016).

Until now, the structure of the global market has been one of competitive warfare. This will change for better
and worse. While Schwab (2016) argues for better collaboration between even competitors to face the new
era of globalisation challenges, graduates and employees will have to improve their skill game in terms of
understanding the dynamics of cross-cultural cooperation and collaboration. The rapid advancement of

technology will contribute increasingly to and drive multicultural trading.
2.3.1.2 Technology

Technology advancement is the most significant driver in establishing automated factories, economic
disruptions (positive and negative), and organisational growth. The development rate of speed in
technology enables interconnectivity of global markets with an increase in international trade, market
operation, competition, expanding economic integration, and interdependence. It spearheaded a world
economic change of unprecedented wealth and growth with trade opportunities everywhere and at any
hour. Without geographical and time boundaries, the economic space now demands from organisations to
upgrade their business in terms of production, services, efficiency, and innovation (Cantwell & Kauppinen,
2014).

While posting many advantages, expansion of technology also raises several challenges. With the
advancement of automation, jobs for unskilled and manually driven functions become obsolete. This
scenario presents a burden for governments as unemployment escalates and employer skill needs are not
met. Consequently, the need for new and appropriate market skills has become a critical focus area of
governments, HEI, and organisations. Without the required skills, organisations cannot position themselves

to stay relevant in a highly competitive global market (Filippov, 2018).
2.3.1.3 Market competition

Global market competition presents endless opportunities to drive competitiveness to new heights. The fast
expansion of knowledge sharing and information processing stimulate increased competitiveness, which
demands optimal organisational productivity and employee efficiency to ensure organisational growth. To
remain competitive, organisations need to respond efficiently and with quality to the modern customer
demands and needs. To support customer needs proactively, organisations realise that appropriate

interpersonal skills and emotional intelligence skills have become a competitive advantage (Barney, 1991;

49



Finch, Peacock, Levallet & Foster, 2016). Additionally, organisations should have the skills capacity and

flexibility to react and adjust swiftly to satisfy the ever-changing demand for new products and services.

Graduates and employees should take cognisance that market forces are changing at a rapid exponential
rate, which continuously necessitates new competencies and skills. Therefore, organisations will have to
make use of every opportunity to maximise market share by means of appropriate utilisation of skills. On
the other hand, graduates should ensure that they are capable to demonstrate the skills required by
employers to face market challenges. Another major requirement on the global platform is the need for

reliant and functional information systems (Fahnert, 2015).
2.3.1.4 Information flow

The work environment of the 21st-century renders itself as an information-intensive entity within an ever-
changing economy. Given that information is available at the press of a button, the primary global focus is
now shifting from a production-based to a knowledge-based economy. Information flow allows stakeholders
and investors a wealth of information and enables immediate response action with the notion that the one
that responds the fastest gets the competitive advantage. Organisational problem solving is advanced by
the availability of lessons learned from others with similar experiences. The global availability of information
also has other consequences. For instance, the global market is not interested in the knowledge of
graduates but instead focuses on how graduates can apply the knowledge they have. This demands from
graduates not to depend on their degree- associated knowledge but to take self-responsibility for continuous

learning, skill development, and experience (Wilton, 2011).

A consequence of information flow worth highlighting refers to the recent scandal that involves the South
African- founded organisation, Steinhoff. Investors lost more than 80 percent of their investment value within
a matter of hours when the market reacted on information indicating financial irregularities in the financial
statements of the group. It highlights the intolerance of markets to poor leadership, governance failure, and
unethical practices warning organisations on what behaviours and values are expected of their employees
and leadership. While previously focused on own advancement, today's society does not turn a blind eye
anymore to the abuse of resources, the poor, and disadvantaged (Hannula, 2018). Still focussed on quality
products and services, the added qualities of socially responsible, ethical organisations and employees are

now included in the demand packages of consumers.

During recruitment practices, it has become an important duty of employers to evaluate graduates’ skills
and propensity to act within ethical boundaries closely. An incorrect appointment may have diverse
consequences for the survival of the organisation. For graduates, the need for updated market- relevant
knowledge will place a premium on their employability potential. Continuous learning will increasingly
become a skill competitive advantage (Welch & Welch, 2010; Wilton, 2014).
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In summary, global market drivers have turned world markets and organisations on their heads. Simple
operating methods that contained market complexity within the borders of nations have become complex
interactions of cultural differences, market competition, and survival. So did the skills needed to manage
these complexities. As the requirements of organisations for skills changed to face the challenges, so did
their demand for specific graduate skills. The imbalance between skill demands and graduate skill supply
had a considerable effect on employability on the national economic agenda. Employability is a critical
element for sustainable income avenues at a national level. When organisations fail, the national economy

suffers. Therefore, it is necessary to consider how government policy drives employability.
2.3.2 Government Policy as a Key Driver of Employability

The outcome of employability in government perspective is seen as an optimum, healthy economic system
with low unemployment, reduced social grant dependency, and minimum criminal activities. Therefore, it is
the responsibility of the government to balance global, national competitiveness with local economic and
societal demands (Coetzee, 2012). A competitive economy makes optimal use of its resources to effect
high-value activities important to wealth creation and long-term growth. The competitive advantage is
generated through skilled and creative people. Countries that want to increase their competitive advantage
should invest in quality higher education and development. Consequently, governments have developed
many initiatives and policy instruments to address skill development. However, on a global level, the

graduates education produced still fail to meet the skill demands of employers (Wilson & Marnewick, 2018).

Locally, the South African context does not differ from the challenges experienced by its global partners.
As a response to the employability challenge, the South African government established policy frameworks
to promote lifelong learning in both technical and non-technical skills to mitigate unemployment and
associated social problems. The national policy objectives if the government are operationalised through a
national competency framework (NQF) to ensure that “the education, teaching, learning and assessment
process must provide a foundation of core competencies (knowledge, skills, attributes) and values that
enable ...graduates to continue to be proactive, enterprising learners, flexible and able to adapt to change
throughout their careers and professional lives” (Coetzee, 2012:265). The national role to implement the

policy direction is allocated to higher education institutions (HEI).
2.3.2.1 The role of higher education institutions as agents of government policy

Compelled by accreditation agencies and policy directives, HEls are forced to change their business models
to include outcomes in line with economic support. Faced with an employability concept not properly defined
or even understood, HEls struggled to model changes to the traditional content-driven curricula.
Widespread modelling followed to put a face to the employability concept. For instance, the works of Knight
and Yorke (2002, 2004) contextualised employability development through a curriculum approach and

postulated their popular USEM model to support the concept. The model name is derived from its primary
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elements namely, understanding, skills, efficacy beliefs, and meta-cognition. The scholars aimed to connect
the employability skill agenda to degree programmes through more complex, deeper learning experiences.
Knight and Yorke (2002:2) define employability as “the possession of understandings, skills, and personal
attributes to complete tasks adequately at the graduate level”’. This definition soon turned out to be

insufficient, as it linked employability to academic success only.

The behavioural approach was expanded from the works of Van der Heijde et al. (2006) and views
employability as the outcome of behavioural competency through a lifelong process of self-development
and reflection (Pool et al., 2007). With the increased calls from employers for suitable skills to meet their
strategic needs, the key skills approach (KSA) introduced the concept of hard and soft skills as employability
components necessary to enhance workplace productivity. Aligned with the needs of employers, HEIs
recognised the need to prepare students with some of the softer attributes valued by employers, i.e.
emotional and social intelligence. Scholars responded to expand Goleman’s (2001) theory of emotional
intelligence and Thorndike’s (1920) social intelligence into the employability frameworks, for example those
of Pool (2017), Serrat (2017), and Livesey (2017). One such model, the lifelong soft skills framework,
focussed on establishing the soft employability skills concept as an amalgamation of personality, attitudes,
intelligence and attributes (SEMCOG, 2012).

The psycho-social approach considered employability within the graduate identity and self-development
constructs. The conceptual model of graduate attributes developed by Bridgestock (2009) presents the
elements of career self-management skills, career- building skills, self-management skills, and supporting
dispositions and qualities as the contextual elements that result in employability potential. Bezuidenhout
(2010:175) defines the psycho-social construct as “representing a combination of attributes, (intelligence,
dispositions, values, attitudes and skills), that promote proactive adaptability in changing environments and

enhances an individual’s suitability for employment and the likelihood of obtaining career success”.

Holmes (2015) presents the graduate identity approach as an alternate approach. The approach holds that
graduates should work towards displaying the behaviour, values, and attributes that would render them
employable by employers. Graduate identity is held to be a deep commitment of graduates to demonstrate
their alignment of knowledge, skills, and traits to the employer’s requirements (Coetzee, 2012). The benefits
of the approach are that it reduces the cultural shock when transferring from the HEI space to the workplace
and assists graduates to form professional identities. However, it is critical for HEls to teach graduates the
methods and processes they can use to shape, reflect, and self-assess their identity development (Lairio,
Puukari, & Kouvo, 2013). However, the effective development of graduate capital is dependent on the
persistent engagement and constructive alliance of HEIs with external stakeholders (Meyer & Bushney,

2008) for work- integrated learning opportunities to allow graduates to practise their abilities.

While giving some direction to the employability concept, the models are criticised for their difficulty in

measuring behaviour and soft skill performance (Hinchliffe et al., 2011). Ensuing developments then
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focused on measurement methodologies and scales that would determine graduate employability potential,
for instance, the Employability Psychological Career Resources Inventory (PCRI) developed by Coetzee
(2008). A National Survey to Assess Student Learning Outcomes was also developed by Lichtenstein,
Thorme, Cutforth and Tombari (2011) to assist in measuring the skill gap and understand the relationships

and influences of the dynamics involved in employability.

In spite of the dedicated efforts by HEI to comply with government policy, there remains a huge disparity
between what graduates believe represents employability (graduate perception), which skills HEls think
should be developed (skill supply) and the skills employers need. Studies conducted by Mason, Williams,
and Crammer (2009) as well as Wilton (2011) provide evidence that point to the inadequate effectiveness

and value of formal skill initiatives of HEIs due to their limited transferability.
2.3.2.2 Other policy challenges

In the South African context, a further constraint can be highlighted in that the secondary school subject
selection predominantly focuses on non-science career options, which limits higher education career path
choices. Most often, non-science career paths are not aligned with market demands (Kwach, 2019;
Rothwell & Rothwell, 2017).

Furthermore, the structural inefficiencies in the South African Labour Relations Act render it difficult for
employers to replace inexperienced workers with suitably skilled ones. Entrepreneurs are also often
disheartened by the Act to establish or expand businesses that limit employability opportunities (Kwach,
2019). Many believe it is necessary for governments to refocus their attention on addressing systemic

economic challenges, structural inefficiencies, and relevant policy interventions.

In spite of dedicated attempts, HEIs have not yet found the optimal solution for the skill proposition that
would satisfy the skill requirements of employers. In fact, limited inroad has been made to link curricula to
the skill need. The skill challenges become even more daunting when considering the diverse effects led
by industrial revolutions (Atiku, 2019).

2.3.3 The Industrial Revolutions as a Key Driver of Employability

One of the primary drivers of the industry and economic transformation relates to the so-called industrial
revolutions. These revolutions cause major market shifts that change the landscape of labour markets and
skill requirements. The effect on the workplace is dramatic. Centuries ago, the predominant, family- driven
businesses operated in simple, localised economic hubs with security in and control over their market
environments. While a limited few ruled through monopolistic practices, the majority was satisfied with the
market benefits offered to them. This simplistic way of doing business changed during the 15th century
when Vasco da Gama and Jan van Riebeeck swept the seas in an exploration of other countries with the

intent of expanding their trade markets. The historic roots proved to be the first attempt at market
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globalisation. However, it was of limited to no benefit due to the vast distances and limited communication
avenues (Mokyr, 2018). Speedier transport methods brought a change to this simple lifestyle.
Understanding the dynamics brought about by the 4IR necessitates the need to contextualise industrial
revolutions as primary historical drivers of the global industry and economic transformations. Often referred
to as a conglomeration of megatrends, these change-driving global forces shape the futuristic world, as
they cause major market shifts that change the landscape of economics, labour markets, business

operations, skill requirements, societies, and personal lives (Frost and Sullivan Consultancy, 2015).

The First Industrial Revolution saw the advent of accelerated transport infrastructure and industrialisation.

This revolution was a movement away from agricultural and handcrafted activities to mass- production
industries, such as coal, railroads, and textiles. The loss of jobs in certain industries was offset by the

creation of jobs in others. The revolution had limited to no effect with regard to employability.

The Second Industrial Revolution, also referred to as the Technological Revolution, was dominated by

mass production, oil, steel and expansion of the electricity sector. Similar to the first revolution, there was
a limited effect on employability. These first two revolutions then offered an exciting time for the

advancement of the quality of human life and organisations to flourish (Mokyr, 2018).

The Third Industrial Revolution (3IR) was earmarked as the era of innovation, which saw the birth of

manufacturing digitisation, green energy and a change in production methodology through automation. The
rapid expansion of technology advancement steered the development of international trade and value
streams in an unprecedented manner at a much faster speed as those of the first two revolutions. The
revolution brought a new dimension to the modern world of work, as machine and computer drove an
integrated society with few boundaries, fast expansion of knowledge sharing and information processing.
Adding the concept of globalisation with open, global markets and advanced information flow, market
competition has now become the name of the game. In this era, economies, societies, and business models
increasingly converge into complex, interdependent, and integrated economic systems of production,
management, distribution chains and continuous change (Li, 2017). Within the cycle of continuous change,
the primary competencies of today become contextually irrelevant tomorrow - hence the employability skills
challenge. Many facets of the new world of work demanded new skills such as innovative thinking and
flexibility to react and adjust swiftly to satisfy the ever-changing demand for new products and services
(Fahnert, 2015). Without the required skills, organisations cannot position themselves to stay relevant in a

highly competitive global market (Xu, David, & Kim, 2018)

Historically, skills required by employers were equal to skills provided by higher education. With the
commencement of this revolution, the status quo was disrupted brutally as changing market conditions
gave rise to organisations increasingly raising the bar in terms of the skill levels required from graduate
recruits and current employees. While organisations are able to adjust their strategies in a relatively short

time span to align with market demands, the same cannot be said for HEI curricula in which changes can
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be implemented only over a considerable period. Consequently, graduates are not qualified suitably to meet
the skills demanded by employers (Osmani, Hindi, Al-Esmail & Weerakkody, 2017). It can be argued that
the established definitions and approaches are limited in thinking, as they did not solve the unemployment
problem and employability gap in the first world. A significant challenge is that the employability challenge

is compounded by the advent of the Fourth Industrial Revolution (4IR).

The Fourth Industrial Revolution is structured as an expansion of the 3IR into a conglomerate of the digital,

physical, and synthetic biology, which will involve robotics, automation, artificial intelligence, digitalisation,
and the Internet of things. The period is referred to as the interconnected network of data, people,
processes, and objects. The main objectives of this industrial period are to optimise the speed and quality
of product or service delivery (productivity), increase flexibility, and drive manufacturing for higher efficiency
through automated processes in an eco-sustainable manner. In this synthesis, it is postulated that humans
and machines will merge in a cooperative relationship to the advancement of a better world for all (Schwab,
2016; Skobelev & Borovik, 2017). Keeping the historical consequences of industrial revolutions in mind, the
objective of the 4IR is to solve social problems with the focus diverting from profits and industrial progress
to the value of human life. The focus will be on aspects that make the lives of people easier through a

convergence of science, advanced technologies, and robots (Ganzarain & Errasti, 2016).

Irrespective of these predicted advances, the 4IR presents one of the most momentous challenges to
confront governments, employers, employees, and graduates on a global level, and the effect on the skill
requirements of organisations will be severe (Hauer, 2016). Market challenges during the 4IR range from
substantial job design to job displacement and from intensive productivity to broadening skill gaps (Petrillo
et al,, 2018). While new jobs will materialise, for instance, in renewable energy technologies and
technological advances, others will disappear or be replaced partly by machinery and digital technology
(World Economic Forum, 2016).

2.4 CHALLENGES OF EMPLOYABILITY IN THE CONTEXT OF THE 4IR

Market forces, whether through globalisation, policy direction, or industrial revolutions, affect the survival of
graduates and organisations equally. According to Van der Heijde (2014), the importance of employability
during changes in the market is contextualised mainly in the domains of unemployment, the organisation,
and the changing organisation. Vielmetter and Sell (2014) predict that the challenges posed by the 4IR will
be channelled through six megatrends, namely globalisation 2.0, environmental crises, individualism, value
pluralism, the digital era, demographic changes, and technological convergence. Supported by market
forces and dilemmas, the merging of these megatrends will shape a complex internal and external
organisational environment. Subsequent changes in working patterns hold a manifold of implications for
the market environment, organisational, and individual levels. The effect is predicted to be similar to that of
the 3IR, but in an exponentially quicker and stronger way (Frost and Sullivan Consultancy, 2015). Notably,

it is predicted that the skill gap generated by the 3IR will further increase during the 4IR as labour market
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disruptions occur through automation and technological displacements. It is then a necessity to understand
the dynamics of these megatrends and their implications for the three domains, namely the work

environment, the changing organisation, and the employability of graduates/employees.
2.41 Megatrend 1: Globalisation 2.0

Vielmetter and Sell (2014) hold that Globalisation 2.0 will differ significantly from the first globalisation drive.
Firstly, the traditional market environment and the patterns of commerce will change. As digitalisation and
technology advance, the complexity and speed of doing business will increase further dramatically.
Proactive and innovative competitors can disrupt markets and increase market share by improving the
speed, quality, and price of their value creation. Organisational competitiveness is not only a representation
of its market value creation, but also a reflection of its performance, its utilisation of the employability capital,
skills, and the capability of its employees to join hands effectively and interact positively (Wang, 2016).
Accordingly, existing business models will become redundant due to these competitive forces driving

industrial changes (Schwab, 2016).

Secondly, the focus of Globalisation 1.0 on expanding business markets across borders but retaining
centralised decision-making will change, as such business models and the application of management
practices equally across borders do not allow for timely responses to local business opportunities
(Vielmetter & Sell, 2014). Escalating competitive forces in Globalisation 2.0 and growing economic
segregation will present multiple challenges for organisations. Organisations will be required to develop
both global and local strategies, as the concept of globalisation finds its roots in this megatrend where
global brands would be localised through innovative ideas taking cognisance of the local economic
development, education standards, organisational and technological maturity, social, and cultural
spectrums. A critical consequence is that organisations might be required to follow conflicting and multiple
goals simultaneously to reconcile the social, economic, commercial, and ecological aspects holistically.
These collective actions require adaption of existing knowledge, and application of it in a different local
economic environment demands a paradigm shift and the development of contextual awareness and
intelligence (Khanna, 2014). Historical organisational structures were simple and related to products or
purposes (Oliveira & Takahashi, 2012). The 4IR organisational transformation will require agility in both
strategic and operational innovation. Market and operational threats should be determined proactively, and

appropriate and holistic mitigation strategies should be set up across the entire organisational value chain.

A growing body of literature indicates that soft skills of graduates and employees will direct the degree and
direction of jobs and performance of organisations, as well as increase competitiveness and profits. The
need to learn, self-develop and display the appropriate human capital and skills continuously will become
increasingly important to remain employed and maximise organisational performance in the continually
changing market place environment during the 4IR (Cimatti, 2016; Schwab, 2016; UKCES, 2014).
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2.4.2 Megatrend 2: Environmental Crisis

The previous revolutions have affected the environment and social sphere in which the organisations
operate diversely and irreversibly. Globally, green institutions, organisations, and governments are facing
the critical challenges of climate change initiated by automation and technological advancements.
Production activities of organisations and commerce consume substantial shares of the earth’s resources
and consequently have a major collective effect on the natural environment. Accordingly, natural resources
have declined rapidly over the past two centuries. The abuse of natural s will continue more rapidly during
the 4IR. A critical organisational implication is that today's society does not turn a blind eye to abuse of eco-
systems anymore. Still focussed on quality products and services, the added qualities of socially and
ethically responsible organisations are now included in the consumers demand package (Hannula, 2018).
It has become imperative for organisations to recognise that operational strategies should be considered
within the earth's replenishing and balancing productivity rate. In contradiction of the 3IR, during the 4IR,
market success and positions of organisations will be linked inextricably to their attitude towards the
ecological environment, their carbon and water footprint, as well as their ability to balance profit

maximisation and eco-sustainability optimally (Ostrom, 2010).

Increased pressure from the green electoral fraternity will see governments increasingly place regulatory
duties on organisations to adopt sustainable operations and embed the environment in their value chain,
cultures, structures, processes, and procedures. The amount of transformation and innovation required to
give effect to demands for a sustainable world will require organisations to find new ways of thinking and

collaborate across boundaries, and even competitors, to find joint solutions (Vielmetter & Sell, 2014).

For the graduates and employees, this megatrend will require green consciousness (Vielmetter & Sell,
2014), the ability to identify and mitigate threats proactively (Kerner & Thomas, 2014), and interpersonal
skills for stakeholder collaboration and the ability for holistic system application (Waugh & Streib, 2006).

2.4.3 Megatrend 3: Increasing Individualism and Value Pluralism

Within the 4IR, markets will converge into complex environments where increased prosperity will drive
individualism in developing societies. With the focus on personal goals and desires, the consumer will play
a dominant role in product demands, demanding consumer rights, and excellent customer service with a
certain expectation of good governance (Frost and Sullivan Consultancy, 2015). As individualism increases,
values will differ increasingly with little commonality in demand — what is good for one, will not be the same
for another. Schwab (2016) argues that this trend will result in an increase in customised products, services
and niche market opportunities. The diminishing principle of economies of scale will severely affect the
bottom line of organisations. Organisational flexibility, consumer knowledge, and sensitivity to its customer
base increasingly will determine organisational profit margins in a fragmented market environment
(Vielmetter & Sell, 2014).
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The implications for organisations will be that managerial direction and control will be replaced by self-
direction and accountability. The need for softer skills will increase exponentially to satisfy demands of

individual consumers (Frost and Sullivan Consultancy, 2015; Vielmetter & Sell, 2014).

Hence, graduates and employees will need to develop and signal the softer skills of self-management and
motivation, emotional intelligence, social intelligence, teamwork, customer- orientated qualities, and

flexibility, as these increasingly will become important in the workplace.
2.4.4 Megatrend 4: Digital expansion into complex systems

The digital trend represents the core element of the environmental change drive of the 4IR market, as it
provides the measures for substantial automation and single- most reason for job losses. Manufacturing
digitalisation will be expanded upon with the primary focus on the cooperative relationship between machine
and man through artificial intelligence. Smart digitalisation solutions involve a customer base with
increasing influence as to the manner of commerce and preferred suppliers. The Internet will provide better
access to knowledge and networks. In every connected world, real-time data provide immediate information
that will optimise decision making and drive continuous competitiveness. Accordingly, virtualisation will
disrupt the historic power relationships between organisations, consumers, and employees. This new trend
forces organisations to seek competitive advantage by increasing consumer demand research, product
and service quality, and productivity, and efficiencies would increasingly put pressure on teamwork and
interrelations between the internal and external environments across boundaries (Frost and Sullivan
Consultancy, 2015; Vielmetter & Sell, 2014). Leaders would need to prioritise the robustness and
integration of IT-systems. Organisational leaders would need to focus actively on strategical process
management and direct focus on advancing loyalty in customers. Furthermore, the increased intolerance
of markets and consumers of poor leadership, governance failure, and unethical practices will demand from
leadership to direct primary attention to governance issues and management of reputation (Enikolopov,
Petrova, & Sonin, 2018).

Technological capabilities of graduates/employees vary, depending on individuals’ age, economic and
social backgrounds, as well as access opportunities. Consequently, the workplace becomes one of
fragmentation where groups in the workplace suffer from this access disparity. The integration of knowledge
management and cross-learning between groups and departments would enhance the employability of
employees. Leaders will have to focus on promoting team cohesiveness and facilitate engagement in this
era of increased individualism. Effective collaboration, analytical process to support decision-making and
appropriate knowledge-sharing skills would be required to defragment organisational functions and

encourage a seamless value chain (Frost and Sullivan Consultancy, 2015; Vielmetter & Sell, 2014).
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2.4.5 Megatrend 5: Demographic Change

The global environment has experienced dramatic changes in its population demographics. While
populations are expanding rapidly, the majority of the constituent is ageing. As the baby boomers prepare
to retire from the workplace, the available skills and experience will decrease rapidly. Pension funds will
experience structural pressure, while organisations will scramble to replace the skills from a limited talent
pool. Similarly, the consumer pool demographics with change as Generation Y dominate the economic
markets driven by a demand for more digitisation, internet capabilities, technology, and a greener world.
Consumers have an increasing requirement for transparency, information, and engagement. The new
patterns of consumer behaviour driven by technology and the Internet of things will force organisations to
reconsider and find alternative methods to develop, market, and distribute products and services (Schwab,
2016). The demographic changes mean that organisations will have to review their workplace strategies to
change from efficiency to effectiveness in an effort to optimise limited resources and establish consumer

loyalty.

Consequently, the increased demographic shift also brings a critical focus to age- 'related resistance to
change (Kunze, Boehm & Bruch, 2013). Change receptiveness involves important skill aspects, as it
supports open-mindedness and critical thinking (Hasslof, Lundegard, & Malmberg, 2016). In turn, research
evidence indicates that change readiness and age are related in that older employees are often resistant
to change when considering new skills (Madsen, Miller, & John, 2005; Van Dalen, Henkens, & Schippers,
2009).

On the other hand, younger and more globally orientated talent are entering the modern world of work, and
the workforce will increasingly become diversified in terms of cultures and values. Consequently,
commitment to team participation and management will become a priority. Managing this diversity will
require core leadership competencies. Leadership skills will increasingly become important in driving a
robust intercultural understanding to integrate and engage employees. In addition, the scarcity of skills and
experience will require from organisations to establish a deep sense of loyalty in existing employees to
retain highly demanded skills. In terms of employability, the need for educated and employable talent will
continue to grow exponentially. Employees and graduates should utilise the opportunity to learn
aggressively and continuously to secure a spot for them on the employable agenda (Frost and Sullivan
Consultancy, 2015; Jackson, 2016; Vielmetter & Sell, 2014).

2.4.6 Megatrend 6: Technological Convergence

Technology adoption has been slow in the 3IR. However, it is predicted to increase rapidly over the next
decade and transform the way in which people live and toil and organisations strategise. The market
environment will become one of integrated form as technologies, products, and industries drive

convergence. The subsequent result of technological convergence is expected to contribute to new product
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markets and major innovative directions during the 4IR. Industries that do not prioritise innovation most
likely will become obsolete. The benefit of convergence is found in the amalgamation of several products
into one, which will still present all the individual benefits originally offered separately. Information and
knowledge will become important commaodities as the convergence of technology renders a convergence
of competition. Hence, organisations will need to prioritise research and development funding in their
financial plans. Simultaneously, the convergence will demand of organisations new methods and intensity
of collaboration between value-chain stakeholders. Within the existing structures, organisations will have
to manage immense collections of diverse knowledge and information while focusing on objectives and
supportive processes. The free flow of information and optimal use of resources are important support
structures. Partnering and collaboration will be top priorities for organisations to optimise and drive the
required innovation. It is predicted that innovation, collaboration, and flexibility skills will be cardinal skill

requirements in the 4IR era (Vielmetter & Sell, 2014).

For graduates and employees, the ability to form positive relations to enhance collaboration will contribute
to their employability. They also need to broaden their horizons, as ‘thinking outside the box’ qualities will
render an employability competitive advantage — as will the ability to adapt and self-develop new knowledge
and skills (McKinsey Global Institute, 2018). In addition, individualism and different morals will render
diverse views when technological advances, for instance, biotechnology, and ethical boundaries are often
blurred (Frost and Sullivan Consultancy, 2015; Vielmetter & Sell, 2014).

To summarise, the 4IR revolution will have five main implications for the organisation, namely customer
expectations, collaborative innovation, product enhancement, organisational forms, and skill requirements
(McKinsey Global Institute, 2018; Schwab, 2016). This implies that organisations will have to consider new
business models, skills, and organisational cultures as well as the way in which they do business. To do
s0, managers need to contextualise the unique effect of the megatrends on their organisational capital. On
the other hand, graduates cannot depend only on HEI anymore to render them employable. Graduates and
employees have the responsibility of self-development through continuous learning to ensure that their

skills comply with the associated skills required by employers (Nillson, 2010).

The primary driver of research into the phenomena of employability has been the challenge presented by
the employability gap. Established definitions of and approaches to employability were inefficient to address
the skill challenges experienced during the 3IR and close the associated skill gap. The unresolved issues
and skill gaps pose further challenges for employers in facing the 4IR. The next section will discuss the

effect of the employability gap on employer requirements, as well as on the graduates.
2.5 THE EFFECT OF THE EMPLOYABILITY GAP ON ITS MAIN STAKEHOLDERS

The main stakeholders affected by employability are undoubtedly the unemployed graduates and

employers. Changing market conditions give rise to organisations increasingly raising the bar in terms of
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the skill levels required from graduate recruits. One of the critical implications of the 4IR is found in the
existing skill gap where employers cannot fill vacancies or operate optimally due to inappropriate skill
propositions. The challenge is further compounded by strong market competition for appropriately skilled
individuals (Ullah, Mohamad, Hassan, & Chattoraj, 2019).

It follows from the discussion above that the market and organisational environments will become an
increasingly complex system primarily driven by megatrends and a need for appropriate skills. Zimmerman,
Woolf and Haley (2015), in Ullah et al (2019), advance that many organisations have become irrelevant
during market changes because of their inability to recognise the dramatic changes in the socio-economic
structures of global systems. The emergence of new markets, competition driven by technology, and an
increased customer base with new relationship demands force organisations to reconsider the way they
model their business, operational activities, and leadership practices. Organisations need to understand
that the postulated megatrends are connected — which proposes a range of integrated opportunities. Hence,
it is important to contextualise the elements of each global megatrend and its value chain to consider how
its forces will affect skill propositions, processes, and profitability of organisations. Therefore, opportunities
to maximise market share by means of appropriate strategic responses and changes to their organisational

capital need to be considered and implemented.

Organisation capital is held as the key driver of organisational performance and success in a turbulent
organisation (Van Harten, De Cuyper, Guest, Fugate, Knies & Forrier, 2017). In fact, it is presented as the
reason for the existence of an organisation and the primary driver of growth (Eisfeldt & Papanikolaou, 2013).
Lev, Radhakrishnan and Zhang (2009:275) describe organisational capital as the “mother of intangible
assets”, which presents the assets of processes and procedures (Eisfeldt et al., 2013), the information held
by employees (Bounfour, 2008), values and norms (Tomer, 1998) and human capital (Prescott & Visscher,
1980). Human capital is described as the relationship with stakeholders, attitudes and teamwork,
qualifications, and employee experience (Edvinsson, 1997). The benefits of intangible organisation capital
are linked to the unique core competitiveness offered by every organisation. Thus, organisational
competitiveness is not only a representation of the creation of its market value, but also a reflection of its
intangible organisational capital that drives performance (Bounfour, 2008; Wang, 2016). Organisational
performance strongly hinges on its potential and current employees' employability capital, skills, and the
capability to join hands effectively and interact positively. Primarily, the unique human capital offering,
employees’ knowledge, skills, experience, and propensity to adapt are employed by organisations to create
profits, growth, and competitiveness. The inability of graduates to adjust and upskill may result in lower
productivity, employee engagement, safety behaviours, organisational profits, and market position (Di &
Guo, 2010).

Earlier scholars, i.e. Meyer, Brooks, and Goes (1990) already reported that economic underperformance
of organisations during industrial revolutions can potentially affect the ability of the economy to sustain

global growth and competitiveness, resulting in an increase in the unemployability rate. The availability of
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appropriate skills initiates from skill propositions internal (current employees) as well as external
(graduates) to organisations. While employers can initiate suitable development initiatives to upskill existing
employees, they are often presented with inadequately skilled graduates to comply with the basic required

capabilities to add value to the organisation.

Unfortunately, many graduates also believe that the skills gained through academic curricula and projects,
linked with previous experience, are sufficient to support employability. As indicated in the prelude to this
chapter, this view is strongly contradicted by graduate experiences when seeking employment. Employers
expect graduates to be work-ready with discernible demonstration of employability (Clarke, 2018).
Therefore, it is no surprise that a recent study by Matsouka and Mihail (2016) reports a critical divergence
between graduates’ perception of employability readiness and the requirements of employers for the softer
skills of emotional intelligence, learning orientation, self-development, ethics, and integrity (Forsythe, 2017;
Smith, et al., 2014). While HEIs can offer knowledge on the softer skills, it remains the responsibility of
graduates to practise and develop the softer skills demanded by employers. This can be achieved only

through commitment of graduates to personal reflection and change (Mason et al., 2009).

Linking career paths to employability, Jackson and Wilton (2016) highlight that the time has arrived for
graduates to take cognisance that market forces are changing at a rapid exponential rate, which
continuously necessitates new competencies and skills. Graduates cannot live in ignorance any longer.
They need to think holistically and understand the pressures that would guide their future. To ensure that
their skills comply with the associated skills required by employers, they should adopt the practice of
continuous learning. Given the critical importance of appropriate skills in the 4IR period, it would be
irresponsible of unemployed graduates to focus solely on job-seeking during unemployment periods.
Simultaneously, graduates need to broaden their horizons, understand the dynamics of the 4IR, and
engage in experiences through learning, reflection, job shadowing, practical application of their newly
acquired skills, internships, and even by contributing to societal empowerment projects. These activities
will assist in developing employability potential of graduates, render a competitive advantage, and assist
graduates in getting quality jobs and marketing for a relevant position. Those who choose not to grow

through self-development will remain unemployed (Tomlinson, 2017).

Contribution to the study:

This section highlighted the need for graduates to have appropriate skills and abilities to be employable
and support organisational growth during the 4IR. The information held by employees, their values and
norms, relationships, and human capital form the core of the organisational capital that is responsible to
generate competitive advantage and growth. Signalling capabilities in terms of these capitals to prospective

employees will support graduate employability.
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2.6 CONCLUSION

This chapter aimed to address the research question:
What are the drivers and challenges of employability?

The discussion departed by defining employability in terms of skills supply, and the employer skills need.
Next, an in-depth overview was provided of the three drivers of employability, namely global market drivers,
government policies, and industrial revolutions. The challenges of the 4IR in terms of its megatrends were
discussed. The combination of interactions between the structural aspects ultimately results in an
employability gap created by the skills deficit between HEI supply and employer demand. These factors will
continue to affect employability as structural elements of economic interaction. The challenges of the skills
gap for employers and graduates were considered. It was concluded that graduates, to be deemed

employable, need to signal capabilities that would support the organisational capital of an organisation.

Chapter 3 addresses the argument raised in this study by contextualising graduate employability capital,
its facilitators, purpose, and its development vehicles. The following questions will be answered: What are
the driving concepts and theories that define employability capital, and how can employability capital be
developed? The chapter considers the capabilities that graduates need to signal to be deemed employable.

The methods to develop these capabilities are introduced briefly.

In Chapter 4, the derived capabilities are linked to the skills employers will need during the 4IR, with
emphasis on soft skills. The following research question is answered in this section: Which driving concepts,
theories, and drivers define soft skills? The chapter concludes the literature review with the presentation of

a theoretical model to guide the empirical research phase.

63



CHAPTER 3

EMPLOYABILITY AS SIGNAL OF CAPABILITY AND COMPETENCY

3.1 INTRODUCTION

In Chapter 2, employability in terms of the study objective was defined, and the environment and drivers of
employability as well as the employability gap were discussed. It was concluded that, to be deemed
employable, graduates need to signal capabilities aligned with the organisational capital requirements for

human capital knowledge, skills, experience, values, and norms.

This chapter will focus on the first portion of the study argument, namely graduate employability capital.
Employability capital is a variant of the earlier employability- associated term ‘movement capital’. While
movement capital relates to the movement of individuals between jobs, Peeters, Nelissen, De Cuyper,
Forrier, Verbruggen and De Witte (2019:80) postulate that employability capital more precisely describe
employability in terms of the personal resources required to “capture the combination of obtaining and

retaining employment” by developing capability and competency .

The chapter discusses what employability means in terms of employability capital, capability, and
competency. The discussion then turns to the focus of the chapter to contextualise the employability
capabilities needed by graduates to be deemed employable. The chapter concludes with a brief discussion
on how employability capital can be developed to support transferal of the employability potential to
competence and organisational performance. Hence, the following research questions are investigated in

this chapter:

Which driving concepts and theories define employability, and how can employability be

developed?

The chapter layout is presented in Figure 3.1.
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Figure 3.1: Literature study layout for chapter 3

Source: Compiled by the researcher

This chapter is of specific importance, as it provides the foundation for the principal goal of this study, which
is to develop an employer-specific competency framework that can be used for developing appropriate soft
skill competency to satisfy the requirements of an organisation. Hence, important theories and models are
examined to present a perspective on the integration of capabilities, competencies, and employability

capital with successful workplace operations.

3.2 CLARIFICATION OF MAIN CONCEPTS

Prior to discussing employability, some prominent concepts need to be clarified.
3.2.1 Employability Skills

Similar to the diverse definitions of employability, employability skills are viewed in various contexts ranging
from generic skills, abilities, key skills, enabling skills, capabilities, transferable skills, and differentiators to
skilful practices. Most scholars include knowledge, technical skills, attitudes, and behaviours (non- technical
skills) when referring to employability skills (Matteson et al., 2016). In terms of the current study,

employability skills are defined as follows

Employability skills are a range of cognitive and non-cognitive knowledge, attributes,

behaviours, and competencies.
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3.2.2 Graduate Capital

The concept of employability capital is often presented as a replacement term for what is described as
'movement capital', which represents the personal strengths and self-perception that individuals use to

change employment (Forrier, Verbruggen & De Cuyper, 2015).

However, employability capital differs distinctively from movement capital in that it represents the personal
strengths that enhance graduates' chances of getting employment and retaining it; thus, the employer's

views (Peeters et al., 2019).
3.2.3 Hard Skills

Hard skills are described as cognitive and technical abilities that can be defined, taught and manifest in
specific task-related performance capabilities that can be measured quantitatively. Hard skills refer to

qualifications (Nillson, 2010) and the required capabilities to perform in a specific job (Tomlinson, 2017).
In support of the study objective, hard skills refer to cognitive and practical abilities defined as follows:

Hard skills are the qualifications and learnt and practised skills required to perform a task
successfully within quality requirements, as well as legislation, policies, and rules in support of the

operational success of the entrepreneur or organisation.

The definition can be extended to entrepreneurs, as not all graduates will choose an organisational career

path.
3.2.4 Soft Skills

Subijective, non-technical skills are referred to as soft skills in the literature. Soft skills are presented as
enablers of employability due to their performance- enhancement effect on technical, career, and academic
skills. Scholars describe soft skills as the building blocks of relationships and emotional capability to face

organisational challenges and drive individual performance (Pandey & Pandey, 2015).

In Coetzee's (2012) view, soft skills are defined as the values, personality attributes, attitudes, and
behaviours that direct graduate employability. Expanding on Coetzee's view, Lippman, Ryberg, Carney,
and Moore (2015:4) incorporate the concepts of self-management and relations with others to describe soft
skills as “ a broad set of skills, competencies, behaviours, attitudes, and personal qualities that enable
people to effectively navigate their environment, work well with others, perform well, and achieve their

goals.”

Guided by the mentioned literature views and Tomlinson's (2017) capital construct, the researcher defines

soft skills in the context of the study objective as “the non-cognitive graduate capital that directs the
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behaviour and attitudinal competencies required to establish lifelong learning and an innovative, high-

performance work environment in support of organisational growth and market relevancy”.

Tomlinson's (2017) graduate capital skills model will provide the point of departure of the soft skills

capability.
3.2.5 Competency

Vathanophas and Thai-Ngam (2007:49) offer a popular definition of competency as “individual
characteristic that can be measured or counted reliably, and that can be shown to differ significantly

between superior and average performers or between effective and ineffective performers”.

Linking competency to employability, Woodruffe (1991) describes competency as employers' required
behavioural input expected from graduates. Lucia and Lepsinger (1999) argue that competency establishes
when the transfer of knowledge, skills, and abilities is manifested through personal characteristics in

behaviour and actions that contribute to organisational success and performance.

The Eskom Procedure for Development (2017:5) reports competency as “a mixture of skills, knowledge,
work experience, and attributes required to perform a job/task to a defined standard and relates to the

outcomes that would define effective performance”.

Concerning this study, and drawing on the works of Lucia and Lepsinger (1999), the researcher adopts the
following definition: “Competency is the knowledge, skills and abilities that establish through personal
characteristics in behaviour and actions to satisfy the employers' requirements for the execution of

organisational strategies, growth, and market relevancy.”

The discussion of employability as a capability concept will begin with a discussion of employability capital.
3.3 EMPLOYABILITY CAPITAL AS THE KEY DRIVER OF EMPLOYABILITY POTENTIAL

Employers consider employability capital as the condition for employability potential, future performance,
and organisational performance and growth during periods of change (Holmes, 2015; Williams, Dodd,
Steele, & Randall, 2016)

Peeters, et al. (2019:3) introduce employability capital “as the various personal resources — or capital — that
may impact individuals’ employability”. Described as a psychosocial construct, it is “formed through the
dominant elements of career identity, personal adaptability and social and human capital” (Fugate, Kinicki
& Ashforth, 2004:17), a set of individual personal capitals (Tomlinson, 2017), personal quality elements

(Brown & Ryan, 2003), or identities (Holmes, 2001) that would secure employment.

Building on the work of the previous authors, Tomlinson (2017) argues employability capital is a meso-

system that proposes relationships between the five personal aspects of capital, namely human, social,
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cultural, identity, and psychological capital (PsyCap). In an empirical study, Ngoma and Ntale (2016)
confirmed the interrelated relationships of career identity, social capital, and psychological capital in

graduate employability.

Donald, Baruch, and Ashleigh (2019) equate employability capital to human capital and argue that it
incorporates scholastic capital, psychological capital, social capital, market-value capital, cultural capital,
and the skills associated with the realisation of the potential concept. However, Peeters et al. (2019)
distinguish employability capital into human capital and social capital. The scholars argue that human

capital is established in the individual, while social capital initiates through relationships with others.

Tomlinson (2018) contests Donald et al. (2019) and Peeters et al.’s (2019) views, arguing that human
capital is a separate concept from the other types of capital and cannot be regarded as an umbrella term
for all personal capital. He presents human capital as the harder concepts of knowledge and technical skills,

while all other aspects of capital support the softer personal and social skills.

Although various conceptualisations have been afforded to employability capital, the current study bases
its assumptions and arguments on the comprehensive employability capital model of Tomlinson (2017)
presented in Figure 3.2. The model postulates that employability capital is represented by five separate
types of individual capital, namely: human capital, psychological capital, identity capital, social capital and

cultural capital.

Ability to do job
—_— = Education _______________________ Self'EfﬁCaCy
I Life Experience Self-Awareness
' Hard Skills Resilience
| ” Adaptability
I Meta-cognition
: Human Capital Psychological Capital I
|
Form work identity I
Self-learning « . . I
Employable self Identity Capital Employability :
Reflection 1
I Social Capital Cultural Capital '
I Cultural
I Network knowledge
I formation Cultural
1 Relationship awareness and
I Management behaviours
L___ Bonding | o ___. Values driven

Figure 3.2: Employability capital model
Source: Adapted from Tomlinson (2017:340).

The next section provides a critical overview of human capital theory — a concept Tomlinson links to

workforce readiness and technical skills. Its relation to the skill requirements of the workplace, the contexts
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representing human capital, as well as the methods available for the development of human capital will be

discussed.
3.3.1 Human Capital as Driver of Organisational Performance

Historically, human capital has been linked to knowledge. The idea is attributed to the resource-based
theory that holds knowledge as the sole basis of competitive advantage (Grant, 1991). One of the earlier
leading theories in explaining workforce readiness, human capital theory, postulates that education
increases individuals’ productivity and performance (Schultz, 1961). An argument raised by Hogan,
Chamorro-Premuzic, and Kaiser (2013) holds that human capital is far more than just knowledge, as
research study results, for instance, those by Ng, Eby, Sorensen, and Feldman (2005), found only a modest

relationship between education accomplishment and career success.

Nowadays, views on human capital incorporate individual skills and attributes (McQuaid & Lindsay, 2005),
occupational expertise and competency (Van der Heijde et al., 2006), degree subject knowledge (Pool et

al., 2007), discipline-specific and generic skills (Bridgestock, 2009) and multiple identities (Gardner, 2011).

In an attempt to consolidate the various meanings attributed to human capital, Hogan, et al. (2013)
describes it in a general sense as capabilities, skills, and common sense. Employers view common sense
as the entrants’ aptitude or approach to add organisational value and not so much as a soft skill (Lewis,
1992; Shafie & Nayan, 2010).

Peeters, et al. (2019:3) regard this description as too broad and distinguish human capital as knowledge,
skills, attitude, and meta-cognition. Accordingly, human capital is contextualised as knowledge gained
through the development of the functional, procedural, and systems thinking as well as the meta-cognitive

skills required to perform in the workplace

Skills are generated from knowledge and classified in functional, procedural, meta-cognition, and system-
thinking skills. Together, these skills manifest into the actions required for workplace performance.
Functional and procedural skills refer to the technical application of learnt knowledge and the processes
directing it. Many emergent works emphasise the importance of system-thinking skills in multifaceted
environments. The ability of system thinking offers dimensional approaches for problem-solving, risk
management, and decision making in difficult environments (Tomlinson, 2017). Therefore, it is provisioned
that the 4IR will provide a sound platform for approaching challenges within the concept of system thinking.
The process of system thinking is one of innovation where organisations treat problems as a subset of a
system by looking critically at the whole system for system-integrated solutions. Such a process enables
effective decision making, strategy alignment, and competitiveness. System thinking can be described as
the skill capability to approach, consider, and examine information and circumstances through a due
diligence process that would affect sound decision making and result in effective workplace performance
(Clayton & Radcliffe, 2018; Palaima & Skarzauskiene, 2010).
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Metacognition refers to the processes used to plan, monitor, evaluate, and review one's understanding and

performance for continuous improvement (Teng & Zhang 2016).

Attitude refers to the favourable or unfavourable mental judgements and their motivations which individuals
use to evaluate the self, others, objects, and issues, before deciding on a course of action or behaviour.
Attitude formation occurs through beliefs, emotions, and values and manifests in behaviours. Within the
interactive workplace, attitude forms the basis for workplace interactions and retaining customers (Hurrell
2016; Petty & Krosnick, 2014).

The value of human capital has extensive advantages in terms of both the organisation and individuals.
The strength of human capital is found in formal education and how it renders the more advanced skills
needed to consider the organisational system holistically, improve decision-making, and stimulate critical
thinking to increase productivity (Melink & Pavlin, 2012). Properly developed human capital and positive
attitudes lead to an increase in productivity, job satisfaction, increase retention rates, render both employee
and client engagement, improve communication and organisational culture (Tony, 2017), job performance
(Cai, 2013), increase service excellence (Aryee, Walumbwa, Seidu, & Otaye, 2016), and are critical sources

of value and organisational performance (Crook, Todd, Combs, Woehr, & Ketchen 2011).

Notwithstanding the value and extended structure of human capital, the broader empirical research submits
that human capital does not explain the potential required to support the softer, non-technical performance
elements during the 4IR (Hurrell 2016; Williams, 2015; Wilton, 2014).

Contribution to the study:

Human capital is a critical source of value, innovation, competitive advantage and organisational

performance.

The elements of human capital and their associated capabilities are summarised in Table 3.1.

Table 3.1: Linking Human Capital Dimensions to Employability Potential Signals

Human Capital Dimensions Potential signal for employability as derived from the discussion

— Technical application

Knowledge — System thinking
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— Qualifications

— Tacit knowledge
— Problem-solving
Skills — Decision making
— Innovation

— Continuous improvement
— Monitoring

— Evaluation

— Review

— Beliefs

— Emotions

— Values

— Behaviour

Meta-cognition

Attitude

Source: Developed by the researcher.

The next sections bring focus to the softer elements of employability capital, commencing with consideration

of identity capital.
3.3.2 Identity Capital as Building Blocks of Soft Skill Development

Identity capital is considered as the building blocks of soft skill development and can be described as the
contribution of the ‘self to a positive workplace environment and organisational performance (Cimatti, 2016;
Lewis, 2016).

Bridgestock (2009:37) offers a simplified and holistic view of identity capital as “the individual's perception

[self-belief] and appraisal of themselves [awareness] in terms of values, abilities, interests, and goals”.

It is argued that identity capital involves the characteristics, attributes, or personality traits of an individual.
The attributes most regularly linked to identity capital are described as self-esteem (Henkel 2005), self-
efficacy (Potgieter, 2012), personality (Myers & McCaulley, 1985), locus of control (Kokko, Bergman, &
Pulkkinen, 2003), emotional literacy (Coetzee, 2011), and entrepreneurial literacy (Kusmintarti, Thoyib,
Maskie, & Ashar, 2016).

Numerous theories are postulated with regard to the contextual elements driving identity capital. Given the
substantial theoretical basket, the literature overview is limited to the theories most relevant to the study
objective. The sub-constructs of personality, locus of control, self-esteem, self-efficacy, self-awareness,
emotional literacy, self-management, and entrepreneurial literacy, as presented in Figure 3.3, will be

examined to contextualise identity capital.
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Figure 3.3: The attributes associated with identity capital
Source: Researcher’s understanding based on the works of Coté (2016), Henkel (2005), Potgieter (2012),
Myers et al. (1985), Kokko, et al. (2003), Coetzee (2012), Kusmintarti et al. (2016) and Tomlinson (2017).

Each identity capital attribute is interrogated separately in the next sections.
3.3.2.1 Personality

Amir, Naz, Hafeez, Ashfaq, and Dogar (2014:222) describe personality as “emotional reactions, attitudes
and behaviours, the thoughts, feelings and actions that make a person distinctive”. Jung (2014) argues that

personality develops through a dynamic process of self-actualisation during an individual's life.

While personality refers to the human psyche, personality preferences seem to be partially liable for
explaining individuals’ job behaviour. Myers and McCaulley (1985) state these preferences as extraversion,
introversion, sensing, intuition, thinking, feeling, judging, and perceiving. A significant relationship has been
found between individuals’ personality preferences and employability (Cole, Feild, Giles, & Harris, 2009;
Potgieter, 2012). In fact, Heckman and Kautz (2012:3) posit, “Success in life depends on personality traits”.
Accordingly, employers indicate a particular interest in personality characteristics during recruitment

interviews to determine the graduates' potential for organisational fit (Finch et al., 2016).

The characteristics or traits of personality have been researched extensively. The popular big five model
postulated by Goldberg (1993) describes personality in five personality traits, namely openness,

conscientiousness, extraversion, agreeableness, and neuroticism (Anglim, & Grant, 2016; Soto, 2018).

The five traits are explained through the views of Neal, Yeo, Koy, and Xiao. (2012), and Amir et al., (2014)

as follows:
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Openness is the ability to seek out new ideas and experiences, which is often linked to adaptability,

innovation, and creativity.

Conscientiousness is indicated in scholarly works as the most consistent, non-cognitive predictor of
workplace performance, including aspects such as being courteous, cooperative, tolerant, able to plan and
execute and being organisation cooperative. This trait refers to the capacity for self-control and the ability
to act effectively and with persistence in reaching goals. Trustworthiness, dependability, thoroughness, and

a strong drive for success are often linked to conscientiousness.

Neuroticism refers to the state of irrationality. Individuals with high levels of neurotic behaviour are disposed
to fixate on negative workplace experiences and accordingly suffer job dissatisfaction and an inability to
cope with stressful situations. Graduates that present with low levels of neuroticism are stable, resilient,

and dependable.

Individuals with a propensity to be extravert are assertive, relate well with others, are optimistic, and

advance social relations across the organisation. The factor supports good working relations and teamwork.

Agreeableness relates to the ability of individuals to establish and sustain positive relationships. The
qualities associated with agreeableness are compliance, empathy, likeability, kind-heartedness,
thoughtfulness, cooperativeness, and trustworthiness. Individuals with a decreased level of agreeableness

are often highly competitive and may tend to be hostile.

Empirically, it has been found that personality traits positively connect employability to graduates’ general,

cognitive, emotional, and behavioural engagement in the workplace (Senior, Reddy, & Senior, 2014).

Studies on personality highlight the attribute of self-identity or self-concept. Empirical evidence shows that
self-identity is a significant indicator of behavioural intent and accordingly plays an important role in social
interactions (Terry, Hogg, & White, 1999). Considered as the unique identity an individual awards to the
self, self-identity is derived from previous experiences and is often viewed through the eyes of others
(Rosenberg, 1981). Self-identity plays a significant role in forming a_positive self-esteem and self-efficacy,
which will be discussed later. A supporting locus of control can assist individuals in forming positive self-

identity. The next section will direct focus to the attribute of locus of control.

Contribution to the study:
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Personality traits connect employability positively to graduates’ general, cognitive, emotional, and
behavioural engagement in the workplace. Openness is linked to adaptability, innovation, and creativity.
Conscientiousness is a non-cognitive predictor of workplace performance and includes the ability to control
the self, act effectively, be resilient, trustworthy, dependable, thorough, and persistent in reaching goals.
Extraversion supports good working relations and teamwork. Agreeableness is important to establish and

maintain positive relationships.
3.3.2.2 Locus of control

Locus of control (LOC) is described as an essential factor in employability, as it directs how graduates
would approach their tasks and the workplace environment in terms of attitude and behaviour. LOC is a
significant predictor of well-being and can be differentiated into internal and external LOC (Pindek &
Spector, 2016).

Individuals with an internal LOC have confidence in their abilities to manage their fate and control their
external environments. They believe that with actions come consequences and will direct their behaviour
accordingly to minimise negative consequences and take full responsibility for the outcome — whether
positive or negative. Individuals with an internal LOC are often the go-getters, self-reflectors, problem
solvers, innovators, and the employees that make things happen to the benefit of all. Individuals with an
internal LOC and high self-efficacy have a lower propensity to perceive and interpret workplace situations
as unfavourable. They present personality traits like conscientiousness and agreeableness are more
motivated and susceptible to others' emotional needs, and eagerly engage in proactive activities. Various
studies found that internal locus is positively related to positive work outcomes, social experiences, and

increased motivation (Hosseini et al., 2016).

In contrast, persons with an external LOC perceive themselves as passive participants in life with no control
over their fate or external environment. Anything that happens to them is the consequence of external
factors, someone else's fault, or sometimes simply luck or fate. Those with an external LOC are often not
trainable, harbour negative feelings, shift the blame, and complain much. Attitudes of persons with a high
external LOC become occupational constraints that prevent individuals from performing optimally in their

jobs.

Confirming the importance of LOC, a study by Hosseini et al. (2016) found a significant relationship between
LOC, self-esteem, self-efficacy, emotional stability, and job performance. A significant correlation was also
found between self-esteem and job performance. The vital role of self-esteem in forming identity capital is

discussed in the next section.

Contribution to the study:
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Locus of control (LOC) directs how graduates would approach their tasks and the workplace environment
in terms of attitude and behaviour. This capability is a significant predictor of well-being, emotional stability

and job performance.
3.3.2.3 Self-esteem

Self-esteem as a concept includes the aspects of cognitive capital discussed in the human capital concept.
In addition, it adds the elements of effective and behavioural attributes. Accordingly, employers often use
it during the recruitment process as a predictor of workplace behaviour and a signal of how individuals

could/would respond to certain happenings (Battle, 1992; Hosseini et al., 2016).

Self-esteem, often referred to as self-confidence, can be described as a process through which individuals
maintain positive or negative perceptions of themselves when benchmarking and measuring themselves
against human standards, values, and morals (Fugate et al., 2004; Ismail, Ferreira, & Coetzee, 2016). The
prominent scholar, Battle (1982, 1992), argues that self-esteem can be considered in the affective,

cognitive, and social domains.

Affective elements refer to one’s feelings about own mood, feelings, self-regard, confidence, self-worth,

and emotional needs.

Cognitive competencies (psychological roots) include self-evaluations and a sense of self-efficacy and well-
being. These dimensions include elements such as beliefs, perceptions, and personal experiences. Self-
efficacy also includes the beliefs of own capability to deal with challenges and problems, recognise patterns,

reason, analyse, and evaluate to make judgements

Social elements deal with the feelings that individuals experience when evaluating and comparing

themselves through the eyes of others when scanning for social acceptance (Kernis, 2003; Potgieter, 2012).

High self-esteem is linked to potential for high performance and employability. In contradiction, low self-
esteem results in feelings of inferiority, no sense of direction, depression, anxiety, and helplessness, which
in turn resultin low performance and employability. The development of self-esteem is regarded as a critical
aspect on the agenda of employability (Hossein et al., 2016). Graduates with high self-esteem were found
to have a corresponding higher level of emotional intelligence (Amir, Naz, Hafeez, Ashfaq, & Dogar, 2014;
Gardner & Martinko, 2016). Optimal self-esteem establishes and reflects in self-efficacy, another critical
dimension in employability potential (Potgieter, 2012) and has been shown empirically as a high predictor
of readiness for work (Lau, Wilkins-Yel, & Wong, 2019).

Contribution to the study:
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Self-esteem is a predictor of behaviour and is linked to high performance and employability potential. In
addition, it gives an indication how people could/would respond in certain circumstances. Self-esteem is
considered in the three affective, cognitive, and social domains. Graduates with high self-esteem often

portray a corresponding higher level of emotional intelligence.
3.3.2.4 Self-efficacy

In the social cognition theory perspective, Bandura (1999b) advances self-efficacy as graduates’ beliefs or
judgements regarding their abilities to perform assigned duties and responsibilities. Goleman (2006) argues
that effective performance is not only the outcome of positive self-esteem, but primarily also entails the self-

belief one has to apply skills successfully.

According to Bezuidenhout (2011), self-efficacy is the ability to persevere (be resilient) during challenges
and organisational changes. Perseverance entails working persistently towards solving challenges and
completing work activities and is directly responsible for high achievement (Howe, 1999). The social
cognition theory argues that personal factors and self-efficacy are significant cognitive variables that
regulate individual functioning in a dynamic environment. This notion implies that self-efficacy plays a dual
role within the employability framework. Firstly, it awards individuals personal functioning status as the
foundation of skill competence. Without self-efficacy, an individual would not be able to function within the
organisational dynamics. Secondly, it was derived empirically that self-efficacy is an outcome of self-

awareness, problem solving, and interpersonal relations (Bandura, 1986).

As directed by the self-determination theory of Ryan & Deci (2000), employee wellness is a critical element
of self-determination as it directs the psychological requirements of competence, autonomy, and
relatedness. Self-efficacy is the outcome of self-determination and relates to being able to manage tasks,
direction of behaviours, social integration in support of team participation, intrinsic motivation, personal

awareness, and self-management effectively (Ryan & Deci, 2017).

In addition, self-efficacy involves the capability for decision-making. It supports the belief that effort will
support organisational progress through employees’ accomplishment of goals, meeting of deadlines, and
independent operation (Oriarewo, Ofobruku, Agbaezee, & Tor, 2018). These characteristics indicate that

self-efficacy is divided into two elements, namely cognitive and affective efficacy.

Cognitive efficacy refers to individuals’ self-trust and confidence in the workings of their minds, their ability
to reflect, reason, appreciate, learn from mistakes, consider choices, make decisions, cope with challenges,

and perform activities successfully (Ebrahimi & Jahanian, 2014).

Affective efficacy denotes to an individual’s confidence to self-regulate emotions. Moreover, it assists
individuals to perceive, appraise, and express emotions and feelings accurately through articulate thought

processes and to act appropriately accordingly. Hence, efficacy represents the emotional, functional skills
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of an individual (Potgieter, 2012). It is not surprising that skills such as emotional self-awareness and
interpersonal relations have been found to be significant predictors of self-efficacy (Abdolvahabi, Bagheri,
Haghighi, &Karimi, 2012; Matthews, Zeidner, & Roberts, 2012). In fact, research shows an enhanced
interrelationship between self-efficacy and self-awareness. Both aspects are important in developing
affective emotions and emotional intelligence (Berger, Koenig, Mueller, Schmidt, & Schunk, 2016;
Mahasneh & Thabet, 2016).

Contribution to the study:

The belief in graduates’ ability to use their skills supports effective performance. Personal factors and self-
efficacy regulate individual functioning in a dynamic environment. Without self-efficacy, an individual would
not be able to function within the organisational dynamics. Accordingly, self-efficacy is regarded as the core
competency of human effectiveness in the organisation. Self-efficacy and self-awareness are also held as

the core initiators of affective emotions and emotional intelligence.

Given the importance of self-efficacy as an enabler of individuals’ emotional functioning in the workplace,

the role of self-awareness in forming identity capital is considered next.
3.3.2.5 Self-awareness

Self-awareness is described as the ability to, through self-assessment, recognise and understand own
emotions, feelings, and moods, as well as how these aspects influence the self and affect others. This
ability allows an individual to direct and control own behaviour in an expected and appropriate manner.
Optimal self-awareness has been linked positively to growth in emotional maturity (Berger et al., 2016;
Hillage et al., 1998; Mahasneh & Thabet, 2016). This notion supports self-awareness as a positive stabiliser
of attitude and behaviour (Gibbons, 1983).

By means of the objective self-awareness theory (OST), Duval and Wicklund (1972: 3) describe self-
awareness as “a mental representation of correct behaviour, attitudes, and traits measured against the
socially accepted standards of behaviour”. OST still dominates the research agenda today, as it recognises
that individuals continuously measure themselves, their views, and behaviour against the perceived
opinions of other individuals (Duval & Wicklund, 1972). The perception derived from others' views motivates
individuals to use reflection and self-awareness as tools to direct their beliefs and behaviour to be
acceptable in the eyes of others. Conscious self-awareness can be manipulated through self-reflection to

regulate behaviour (Ryan & Deci, 2017).

In the self-determination theory (SD), self-awareness is argued in terms of mindfulness, which in turn
initiates self-regulation and autonomy. Mindfulness concerns the individual's awareness of what is occurring
both on an internal emotional and external environmental level at the same moment (Brown & Ryan, 2003).

The created awareness allows individuals to understand their experiences and self-reflect. Through the
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process of self-reflection, individuals can adjust their behaviour and values (self-regulation) to ensure that
their perceptions and values are aligned with their behaviour. By integrating these simultaneous signals,

autonomy (independence) occurs (Ryan & Deci, 2017).

While both theories advance the practice of awareness and reflection to regulate behaviour, the SD theory
goes further and provides for the simultaneous awareness and consideration of external environmental
factors and self-emotions. Such notion advances emotional stability and elimination of automatic responses
and problematic behaviour not aligned with self or expected social values or norms. Through the optimal
process of self-management, motivation, engagement, and ethical behaviour, value can be added to
organisations (Williams et al., 2016). The next attribute to be examined relates to the elements of ethical

behaviour.

Contribution to the study:

Self-awareness is a stabiliser of attitude and behaviour. Mindfulness allows individuals to understand their
experiences and self-reflect. The practice of self-reflection assists individuals to regulate behaviour by
adjusting their behaviour and values (self-regulation) to ensure that their perceptions and values are aligned
with the expected behaviour. Self-awareness advances emotional stability and eliminate automatic
responses and problematic behaviour. Self-awareness supports motivation, engagement, and ethical

behaviour.
3.3.2.6 Emotional literacy

Emotional literacy is often used interchangeably with emotional intelligence. Yet, it presents more. It is
associated with values, morals and ethics that include the psychological constructs of fairness, belief,
egotism, duty, and acting for the better of all. Emotional literacy can be regarded as the individual's moral
compass that directs ethical behaviour (Liau, Liau, Teoh, & Liau, 2003; Lotecka, 1974). Development of
emotional literacy assists individuals to obtain the attitudes, skills, and traits required to live a well-balanced
and ethically directed life (Ryan, 1986).

Moral equity is regarded as a key graduate employability potential measured by employers during
recruitment interviews (Amir et al.,, 2014). It centres on the assessment of actions, behaviours, and
decisions in terms of their ethical appropriateness, honesty, and fairness. Moral people express qualities
of honesty, ethical behaviour, integrity, respect towards others, and hold themselves and others
accountable (Brown, Trevifio, & Harrison, 2005; Martin, Resick, Keating, & Dickson, 2009). The

establishment of morality is a self-directed, lifelong social learning and sense-making process.

Based on an individuals' moral equity, ethical cognition is regarded as the psychological mechanism
individuals use to make judgements (LaVan & Martin, 2007). On the other hand, the development and

regulation of ethical behaviour and judgements is a consequence of leadership behaviour and subtle
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messages conveyed by it. An emerging body of research offers support for a relationship between ethical
leadership and employees’ job-related attitudes and behaviour such as performance, commitment,
workplace behaviour, and psychological safety. Resick, Hargis, Shao, & Dust, (2013) found that employees
who are led by ethical leaders are more inclined to judge poor workplace behaviour as morally unacceptable
and deeds of organisational citizenship as honourable and rightful. A significant association was found
between ethical leadership and group- learning behaviour, which is explained partly by the groups' ethical

behaviour and conception of justice (Walumbwa, Hartnell, & Misati, 2017).

The influence of morals and ethics is visible in the absence of it (Goleman, 1995). The lack of these
constructs manifests in problematic and often criminal behaviour, for instance, theft, fraud, corruption, and
workplace bullying, which can have an adverse effect on employee well-being, profits of organisations and
reputation (LaVan et al., 2007).

The choice to act ethically is influenced by an individual's ability to control and manage him- or herself.

Accordingly, the role of self-management in guiding identity is deliberated in the next section.

Contribution to the study:

Emotional literacy is the moral compass that directs ethical behaviour. It involves the attitudes, skills, and
traits needed to live a well-balanced and ethically directed life. Moral equity relates to actions of moral
appropriateness, justice, fairness, honesty, integrity, respect towards others, and accountability. Individuals
use ethical cognition to judge the acceptability of acts and behaviour. The choice to act ethically is

influenced by an individual's ability to control and manage him- or herself.
3.3.2.7 Self-management

Numerous perspectives have guided the concept of self-management, ranging from internal abilities to
social behaviour constructs. Clarke (2018) describes self-management as personal awareness in terms of
values, attitudes, abilities, aptitudes, interests and work-life balance. These elements inform how graduates
approach their work and the outcomes they perceive to derive from it. In terms of this view, self-
management can be described as the element of identity capital that establishes a personal drive to develop
and reach goals. On the other hand, Van der Heijde (2014) argues that self-management is an
amalgamation of graduate attributes and situational components in the behavioural domain, which would

signal a holistic range of approaches to employability potential.

From an integrated view, the social cognitive perspective holds that self-management involves a
multifaceted interrelation between motivational, behavioural, and social processes (Fugate et al., 2004). In
simple terms, self-management can be described as the ability to control the self and motivation in various

situations. Porath and Bateman (2006:185) define the concept as the: “processes that enable an individual
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to guide his or her goal-directed activities over time and across changing circumstances, including the

modulation of thought, affect, and behaviour”.

The psychological sub elements of self-management are described as cognitive, motivational and
metacognitive (Bandura, 1993). The cognitive elements refer to task strategies and activities. Self-efficacy
represents the motivational aspect and refers to the belief of the individual to be successful in the job
outcome. Metacognitive abilities include the ability to monitor and self-reflect on the outcome of an action

and then adapt behaviour.

An employability- specific concept postulated by the career self-management model describes career self-
management as a group of behaviours, motivational factors, coping mechanisms, and strategies employed
by individuals to increase control over their careers (King, 2004). Shafie et al. (2010) describe self-
management in terms of having personal vision and objectives, accepting accountability, assessing

performance, and expressing individual ideas and vision clearly.

Key skills included in the self-management concept are initiative, organisation, and accountability. Initiative
refers to the ability to self-start without waiting to be told, the drive, motivation, dedication, and self-belief to
achieve goals, motivation, and resilience to drive goal completion and solve problems. Organisation refers
to planning resources, including time and information. Accountability refers to accepting the responsibility
for task outcomes and, when applicable, to take the blame when something goes wrong (Ramdass &

Zimmerman, 2011).

The many perspectives describe self-management in functional and emotional functions. It involves the
goal- directed behaviour, motivation, self-directed organisational and task- related skills, and adaptability in

any social or work circumstances.

Contribution to the study:

Self-management concerns the personal drive and motivation to develop and reach goals through self-
controlled behaviour and self-reflection in any work-related or social situations. It involves cognitive and

psychological outcomes of initiative, organisation and accountability.

3.3.2.8 Entrepreneurial literacy

Entrepreneurial literacy is contemplated as the core driver of economic growth and competitive advantage
in organisations (Mustapha & Selvaraju, 2015), and according to Schwab (2016), would be a key driver in
the 4IR. The capacity to explore value-added adaptations to existing products and services and
simultaneously exploit new products and services, is vital for organisational growth and survival (Fang, Lee,
& Schilling, 2010).
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Generally, entrepreneurial orientation is referred to as being interested in new business opportunities or
new product development. However, in spite of the common misconception that entrepreneurial literacy
relates only to the entrepreneurial activities when establishing a new business opportunity, entrepreneurial
literacy adds major value in existing organisations. In the workplace, entrepreneurial literacy relates to
developing new products , being receptive to new concepts, and being excited about changes experienced

in the workplace (Bezuidenhout, 2011).

A study by Stuetzer, Obschonka, Davidsson, and Schmitt-Rodermund (2013:1183) found weak,
inconsistent, and statistically insignificant relations between human capital and entrepreneurship. While
numerous studies tried to find the missing elements that drive entrepreneurial literacy, little consensus
exists. The latest thought processes link entrepreneurial skills to the identity and social capital attributes of
internal locus of control, need for achievement , creativity, social networking, risk-taking, and ambiguity
tolerance, which are highlighted briefly next to contextualise their role in entrepreneurial thinking
(Kusmintarti et al., 2016).

Internal locus of control in the entrepreneurial concept refers to individuals' ability to take responsibility for
their behaviour and actions. High self-confidence and self-efficacy are among the vital factors that influence

entrepreneurial literacy (Karabulut, 2016).

Need for achievement can be linked to a personal desire to be the best and outperform others. In the
workplace, this trait indicates the potential for passion, enhanced performance, opportunity-focused and

visionary behaviour, self-reliance, and a drive for excellence (Greenberg & Baron, 2008).

Creativity is the ability to generate new concepts, ideas, processes, or products and search for new
opportunities. It also involves the aspects of critical thinking, advanced problem solving, and new ways of
thinking. Creative graduates create new value and thrive on competition (Fini, Grimaldi, Marzocchi, &
Sobrero, 2012; Scarborough & Cornwall, 2011).

Social networking refers to graduates' ability to (i) create, manage, and maintain advantageous networks
and relationships; (ii) interact appropriately; and (iii) work in team relations. It is further held to be the
process of gathering information, advice, and guidance from a bigger, expert platform (Zafar, Yasin, & ljaz,
2012).

A risk-taking predisposition is associated with calculated risks and decision-making under uncertain

conditions (Scarborough et al., 2011).

Ambiguity tolerance or adaptability is a trait that indicates how graduates find, perceive, and organise
information during uncertain situations or times. This trait is critical during scenarios where decisions need
to be made with limited information available. A graduate who demonstrates ambiguity tolerance tends to

be more resilient to change and adapt more quickly to changing environments (Scarborough et al., 2011).
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An important consideration is the gathering of knowledge through continuous learning processes. Market
information and technological advances will influence entrepreneurial literacy increasingly. While current
literature affords limited attention to this aspect, the 4IR will require that organisations direct urgent attention

to the continuous learning of market influences.

Contribution to the study:

Entrepreneurial literacy is considered as the core driver of economic growth and competitive advantage. In
the workplace, it relates to the development of new products, being open to new concepts, and feeling
positive about the consequences of change. The identity and social capital attributes of internal locus of
control, achievement need, creativity, social networking, risk-taking, and tolerance of ambiguity are

considered as the dominant attributes in entrepreneurial literacy.

In conclusion, identity capital involves complex interrelations of attributes and self-identities that form the

basis of developing soft skill competency.

Concise summary of identity capital contribution to intern employability:

Identity capital is considered as the building blocks of soft skills development. In addition, it represents the
contribution of the ‘self’ to success in the workplace. Personality arranges the engagement of an individuals’
cognitive, emotional, and behaviours in the workplace activities. The personality construct of self-identity is

a significant predictor of behavioural intent and plays a crucial role in social interactions.
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A locus of control (LOC) directs how graduates would approach their tasks in terms of attitude and

behaviour. LOC is a significant predictor of well-being, emotional stability, and job performance
Self-esteem predicts behaviour and is linked to high performance.

Self-efficacy is also linked to effective performance, as it regulates individual functioning. It is regarded as

the core competency of human effectiveness and initiates affective emotions and emotional intelligence.

Self-awareness is regarded as a regulator and stabiliser of attitude and behaviour, as well as an initiator of

affective emotions, emotional intelligence, and ethical behaviour.
Emotional literacy is the moral compass that directs ethical behaviour.

Self-management concerns the personal drive and motivation to develop and reach goals through self-
controlled behaviour and self-reflection. It involves the cognitive and psychological outcomes of initiative,

organisation, and accountability.
Entrepreneurial literacy is contemplated as the core driver of economic growth and competitive advantage.

The attributes contributing to identity capital potential as a comprehensive concept are summarised in Table
3.2 below.
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Table 3.2: Linking Identity Capital Traits to Employability Potential Signals

Potential Signal for

Potential Signal for

Trait Elements Employability Trait | Elements Employability
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nnovation Initiative opportunities
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© . cope with = . Teamwork
5 Neuroticism EOE stress 3 ol TIETEED N Information
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()
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with others relations Taking making P
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Compliant Thoughtful Ability to
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9 Kind- Trusting tolerance uncer?aint Resilient
hearted. Likeable y
Emotionally Positive Ethical
S stable Self- > propensity Ethical
£ Go-getter N © Judgement behaviour
motivating
5 Self- : 2 Morals integrity
o | . Consider = :
- nternal locus reflecting others = Fairness Respect
g of control Accountable Agreeable 5 Egotism towards others
3 Responsible P?oactive £~ Sense of duty Be
9 Innovative Self- g Honesty accountable
Problem- requlatin w Lifelong social | Sense-making
solving 9 9 learning
Abilty to think | S0P 19 Wi
understand 9
: Self-regard , o Learn from
Affective Confident Cognitive and reason :
Self-worth > . mistakes
1) Decision
« ] Problem
3] making .
E solving
5 :
§ Beliefs Capable to u Confidence igl?;'ogs e
- " deal with b Self-regulation 9
2 " Perceptions . : Contribute to
o Cognitive Self- challenges Affective Lifelong problem-
o : Make sound learning .
" reflection iudgements solving
Judg Persevere
N Goal
Need for - ?gﬁ:ﬂ:t'vat'on orientated
Social social S Career De dicat?on Flexible
acceptance £ . Adaptable
o Personal drive .
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B Attitude- Ethics and P
@ behaviour morals g Self-control Organisation
.= g consistency | fairness, o Self- Self-motivation | Accountable
ps S Reflection belief, & regulation Meta-cognition | Dedication
2 Act egotism, Initiative Self-drive
responsible | duty

Source: Developed by the researcher based on the works of Bezuidenhout (2011), Bandura (1999a),
Goleman (2006), and Tomlinson (2017).
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Organisations survive and prosper by maximising the utilising of their employees’ identify capital (Seval
& Caner, 2015). In the positive psychology sciences, this approach is referred to as positive organisational
scholarship (POS). Briefly, POS considers human excellence and how it renders exceptional
organisational performance on an organisational level. On a micro level, psychological capital (PsyCap)
refers to individual capital that can be developed and measured (Luthans, Youseff, & Avolio, 2007). While
identity capital is discussed in the difficult- to- develop traits philosophy, PsyCap is classified as a
facilitator of the behaviours and attitudes determined as outcomes of identity capital (Luthans, Avey,

Avolio, & Peterson, 2010). PsyCap is examined in the next section.
3.3.3. Psychological Capital as Facilitator of Positive Attitude and Behaviour

PsyCap is derived from the positive organisational behaviour (POB) concept. Complementary to POS,
POB is described by Luthans (2002: 59).as “the study and application of positively orientated human
resource strengths and psychological capacities that can be measured, developed, and effectively
managed for performance improvement in today’s workplace”. PsyCap was determined empirically as a
sub-element of the POB concept and principles (Luthans, et al., 2007). It was also found that it contributes
significantly to organisational and individual performance, excellence, success, profits, and reputation
(Luthans et al., 2010).

PsyCap is clarified in terms of ‘who you are’ (i.e. identity capital) and considers ‘who you are becoming’
and your ‘best self’ through the principle of lifelong development (Luthans, et al., 2007: 20). Thus, PsyCap
can be regarded as an integrated construct of an individual's strengths and qualities, which makes it a
significant form of capital to survive the demands of the 4IR workplace. PsyCap resources of individuals
will assist them to maximise their abilities to adjust and respond proactively to the challenges posed by
market changes. In addition, it enables them to self-motivate and to be resilient during times of adversity

and stress and make a favourable impression (Anglim & Grant, 2016; Tomlinson, 2017).

Luthans et al. (2007:3) define PsyCap as “an individual’s positive psychological state of development that
is characterized by (1) having confidence (self-efficacy) to take on and put in the necessary effort to
succeed at challenging tasks; (2) making a positive attribution (optimism) about succeeding now and in
the future; (3) persevering toward goals and, when necessary, redirecting paths to goals (hope) in order
to succeed; and (4) when beset by problems and adversity, sustaining and bouncing back and even

beyond (resilience) to attain success” (Luthans, et al., 2007: 3).

The PsyCap elements are deemed critical meta-competencies when considering employability during the
4IR (King, Newman & Luthans, 2016). Hope can be described as a favourable motivational position
derived from a sense of success, goal-directed energy, and intent to meet planned goals, irrespective of
challenges encountered. Efficacy enables a sense of risk-taking and an appreciation of demanding

challenges. This attitude leads to an important concept of passion, enjoyment and employee satisfaction
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required to thriving and driving the complexity of the organisational environment (Goleman, 1995;
Schwab, 2016). Optimism allows individuals to see and consider adverse events as experiences that
could lend opportunities for improvements and growth (Youssef-Morgan & Luthans, 2015). Resilience is
described as a critical competency in times such as the 4IR (Forsythe, 2017; King et al., 2016) as it gives
individuals “the capacity to rebound or bounce back from adversity, conflict, failure or even positive
events, progress and increased responsibility” (Luthans, 2002:702). Recently, Tomlinson (2017) added
the capability of perseverance to workplace changes. Schreuder and Coetzee (2011) include the
entrepreneurial literacy of risk-taking and self-confidence as elements of resilience. In addition, emotional

intelligence is described as an antecedent of resilience (Armstrong, Galligan, & Critchley, 2011).

De Grip et al. (2004) added willingness as a PsyCap meta-competency, maintaining that individuals are
not passive participants but need to make a personal choice to participate in self- development. The
willingness to engage in development, personal motivation to change, willingness to move across job

roles, and willingness to be functional and flexible are critical components of this capital development.

PsyCap and well-being are facilitated and supported by what is deemed meta-competencies (Gallaghar
& Lopez, 2009; Youssef-Morgan et al. 2015). The competencies include the elements of emotional
literacy, self-efficacy, self-knowledge, self-evaluation, adaptability, flexibility (agility), resilience, lifelong
learning, achievement drive, self-reliance, optimism, conscientiousness, and a sense of purpose that
create optimal value to the organisation (Coetzee, 2008; Gupta, Shaheen, & Reddy, 2017; Hogan et al.,
2013; Van Hercke, De Cuyper & Peeters, 2014).

A significant contribution of PsyCap is that it facilitates positive work attitudes and behaviours (Avey,
Luthans, & Youssef, 2010), supports stress related situations, and assists in facilitating change (Avey,
Luthans, & Jensen, 2009). According to Gupta et al. (2017), organisational citizenship behaviour (OCB)
is of critical importance for organisational productivity and efficiency. As a sub element of PsyCap, it
encourages engaged individuals to go the extra mile. The notion then holds that employees with a high
level of OCB dedicate themselves physically, cognitively, and emotionally in their work activities. In fact,
Di and Guo (2010) argue that adaptability is one of the significant drivers in support of organisational

performance.

Even though OCB focuses on maximising organisational efficiency, it also changes normal performers to
significant value contributors (Podsakoff, Whiting, Podsakoff & Blume, 2009). Adding to the list of
advantages, Luthans, Youssef-Morgan, and Avolio (2015) argue that workplace creativity, mindfulness,
gratitude, emotional intelligence, spirituality, authenticity, dedication, and courage are direct derived
benefits of OCB.

Research results indicates a significant relationship between PsyCap and the identity capital elements of

self-awareness and personality traits, namely conscientiousness, attitudes, commitment, individual
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behaviour, and performance ( Avey et al., 2009; Luthans et al., 2007). Accordingly, the development of

PsyCap is regarded as a core requirement for supporting soft skill competency behaviour.

Contribution to the study:

PsyCap offers graduates the personal tools to survive the demands of the 4IR workplace. PsyCap
resources maximise the abilities to adjust and respond proactively to challenges, self-motivation,

resilience through development, and facilitates positive work attitudes and behaviour. PsyCap contributes

significantly to the performance excellence, profits, success, and reputation of the organisation.

The dimensions of PsyCap are linked to employability potential in Table 3.3:

Table 3.3: Linking psychological capital dimensions to employability potential signals

Traits of . .
Syl Captial Potential Signal for Employability
: . Continuous improvement Evaluation

Reflective practices , . .

practices Continuous learning
. . ti I i

Lifelong learning Con m_uous earning Self-development
Proactiveness

Career self-management Networking Personal goals setting

. Appreciate change Leadership for change
Adaptabilit : L
daptability Effective team participation Team support
Focused .
. . Conflict management
.. Ability to manage adversity, .

Resilience ; . e Self-confidence

conflict, failure positively
Persevere

Challenge management

Flexibility Accommodate other views GelSER L e LSSl

departments

Intent to meet planned goals

Hope irrespective of challenges Goal- directed energy
encountered.

_— Embrace opportunities for
Optimism improvements and growth
- Personal motivation to change

Willingness
or help

Organisational citizenship .. .

. Dedication to go the extra mile Loyalty
behaviour

Source: Based on works of Luthans, Youseff & Avolio (2007), Youssef-Morgan & Luthans (2015).

Having examined the building blocks of soft skill competencies and the facilitators of attitude and
behaviour, the investigation now turns to the drivers of workplace interaction, namely social and cultural

capital. These drivers are also considered the foundation of organisational competitive advantage.
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3.3.4 Social Capital as a Driver of Human Interaction

Social capital describes positive human interaction between the workplace, external customers and
stakeholders. This capital was identified to define the interrelationships between humans in the workplace
and employability potential (Hinchliffe et al., 2011). Social capital is indicated as critical elements in
support of organisational survival during the 4IR (World Economic Forum, 2017; McKinsey Global

Institute, 2018). The essence of social capital needs to be conceptualised.

Battle (1992) argues that the social capital dimensions are located within the socially constructed
emotions derived from acceptance, evaluation, comparison, and efficacy, which are initiated through self-

awareness, relationships and networks with others.

Grootaert and Van Bastelaer (2002:4) earlier defined social capital as “the institutions, the relationships,
the attitudes, and values that govern interactions among people and contribute to economic and social
development”. Adler and Kwon (2002) add the element of social network goodwill, and Tomlinson (2017)
ads relationship management and bonding in a subsequent explanation of social capital. Jackson (2015)
expands on a previous employability soft skill framework developed by Jackson and Chapman (2012)
and includes the requirement of social responsibility to the social capital mix. Existing literature focuses
primarily on four classifications within the social capital concept, namely emotional intelligence, networks,
social literacy, and social intelligence. Next, these elements are discussed individually for

conceptualisation.

In recent years, social responsibility as a social capital dimension has stepped to the fore increasingly as
an important societal and stakeholder requirement for organisational image and associated success.
Earlier defined by Carroll (1979:500), social responsibility is argued to “encompass the economic, legal,
ethical, and discretionary expectations that society has of organizations at a given point in time”. Social
responsibility involves matters such as child labour, ethical behaviour, honesty, integrity, transparency,

compliance with legal requirements, and societal upliftment programmes (Jackson, 2015).

Mayer, Salovey and Caruso (2000) describe emotional intelligence as the capability to perceive, reflect
on, process, integrate, understand, and manage emotion. Goleman (1998:317) postulates his popular
version of emotional intelligence as “the capacity for recognising our feelings and those of others, for
motivating ourselves, for managing emotions well in ourselves and our relationships”. Goleman (2006)
suggests emotional intelligence incorporates the three elements of self-awareness, self-management,

and motivation, which provide the bridge from the ‘self' to the social environment.

Bar-on (1997, in Boyatzis, 2009:757), describes emotional intelligence in the workplace space as an
individual- directed “ability to recognise, understand, and use emotional information about oneself that

leads to or causes effective or superior performance”.
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In terms of employability potential, Serrat (2017:330) advances emotional intelligence as the “missing link
that unites conventional ‘can do’ ability determinants of job performance with ‘will do’ dispositional
determinants” through the social and cultural domains. The view founds support in recent works of
Oriarewo et al. (2018), who postulate that performance is a product of emotional stability generated by

the identity capital elements.

Boyatzis, Goleman and Rhee, (2000:3) argue “emotional intelligence is observed when a person
demonstrates the competencies that constitute self-awareness, self-management, social awareness and

social skills at appropriate times and ways in sufficient frequency to be effective in the situation”.

The long-standing Goleman-Boyatzis model of emotional competency gives direction on which
competencies are encompassed in emotional intelligence. The model divides the competencies into
personal and social competence categories. While personal competence relates to the recognition of
self-awareness element and regulation through self-management, social competence relates to
environmental recognition through social awareness and control by managing relationships. The model

proposes 27 attributes that would support emotional Intelligence, as presented in Figure 3.4.

SELF OTHERS
Personal Competence Social Competence
Self-awareness Social awareness
Emotional self-awareness Empathy

Accurate self-assessment Service orientation
Self-confidence Organisational awareness
Relationship management
Diversity management
Developing others

Influence

Communication

Conflict management
Leadership

Change catalyst

Building bonds

Teamwork and collaboration

RECOGNITION

Self-management
Self-control
Trustworthiness
REGULATION Conscientiousness
Adaptability
Achievement drive
Initiative

Figure 3.4: Goleman-Boyatzis model of emotional intelligence

Source: Adapted from Navas and Vijayakumar (2018:2)

The attributes included in the personal competencies are argued to be self-awareness, self-assessment
(reflection), confidence, self-management, self-control, trustworthiness, conscientiousness, adaptability,
achievement drive, and initiative. The potential generated by these personal competencies would provide
a platform for effective social interaction and relationships. In addition, Blackmore (2011) argues that
organisational change and support for it are derived from emotional intelligence leadership and affective

factors.
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The attributes linked to social competencies are described as empathy, service orientation, organisational
awareness, developing others, influence, communication, conflict management, leadership, political
awareness, being a change catalyst, building bonds , teamwork, and collaboration. These competencies
assist in creating conducive working environments, generate less stress in terms of destructive conflict,
generate team cohesiveness, and build trust and, social and cultural tolerance, increase job performance,
and assists in gaining a competitive advantage. Additionally, it offers the benefits of collaborative support,
performance improvements, innovation, continuous improvement practices and learning, open
communication that develops trust relations, responsible risk-taking, and economic balance (Ferris,
Perrewé, Anthony, & Gilmore, 2003; Mayer, Caruso, & Salovey, 2016; Serrat, 2017). However, Rambaldi,
Kyem, McCall, and Weiner (2006) warn that information exchange is a two- way street with participation
and proper communication requirements. Social competencies can be enhanced only through

participatory voices.

According to an empirical study concluded by Ngoma et al. (2016), an advantage of social capital is that
it mediates the relationships between psychological capital, career identity, and employability (Tomlinson,
2017; Whelan, McGilloway, Murphy & McGuinness, 2018). Experimental studies found significant positive
correlations between emotional intelligence and self-esteem (Brown & Ryan, 2003; Schutte, Malouff &
Simunek, 2002), between emotional intelligence and self-esteem in higher workplace performance
(Brown & Ryan, 2003), between emotional intelligence, high self-esteem, lifelong learning, moral
citizenship, and adaptability attributes (Ismail et al., 2016)" and employability as a direct and significant
component of resilience (King et al., 2016.) An important study by Utami, Bangun & Lantu (2014) found
that individuals with a high level of emotional intelligence have high organisational commitment, even in

adverse organisational conditions.

Forming social networks and learning encourage the forming of networks or social groups to develop
organisational opportunities. Membership of such network allows employees to draw from the information
available in the network, practice the skills required to improve personal relationships, establish a
tolerance for other's view and the capacity to work in teams (Chen, 2017). It is argued by Smith, DuBois
& Krasny (2016) that collaborative social actions broaden the horizons of individuals through enabling
shifts in thinking and influence. A study by Matsouka and Mihail (2016) identifies influence as one of the
top skills required by organisations. Influence is a critical requirement to support workplace collaboration,
cohesiveness, manage change, group motivation, customer satisfaction, and sales revenue (Serrat,
2017).

Social literacy involves the technical knowledge and interpersonal perceptiveness related to human
behaviour and ability to manage conflict, know-how to communicate, and understanding of verbal and

nonverbal expressions of others as well as sign language (Goleman, 2006; Lievens & Chan, 2017).
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Thorndike (1920:228) theorises social Intelligence as “the ability to understand and manage men and
women, boys and girls — to act wisely in human relations”. It centres on the individuals’ behavioural
adeptness in social situations and interactions. The two elements of (i) social awareness and (ii)
relationship management integrate to form social intelligence. Social awareness relates to the ability to
emphasise, recognise the emotions of others in a given situation, and relate and react appropriately to
their emotional needs. Relationship management entails social skills and know-how in managing relations
and building network connections, finding common ground, and strengthening relationships (Goleman,
2006; Serrat, 2017). Social intelligence significantly increases an individual's competence and flexibility
to manage personal, social, and environmental change successfully through positivism, consideration,

empathy, and self-motivation (Lievens & Chan, 2017; Schlegel, Grandjean & Scherer, 2013).

The importance of social and cultural intelligence for organisations has been confirmed in studies finding
that the effects of personality traits on job performance are moderated by social skills (Witt & Ferris, 2003)
and develop managerial effectiveness (Semadar, Robins & Ferris, 2006). A report by McKinsey Global
Institute (2018) emphasises the importance of the abilities to communicate, negotiate, and display
interpersonal empathy and leadership qualities across a globalised and diverse spectrum during the 4IR.
Goleman and Boyatzis (2008) describe the skill abilities associated with social capital as empathy,

attunement, organisational awareness, influence, development of others, inspiration, and participation.

From the above-mentioned arguments, supported by the Goleman-Boyatzis emotional intelligence
model, it is argued that social capital plays a significant mediation role in identity and psychological capital
(Navas et al., 2018).

Contribution to the study:

Similar to emotional intelligence, social capital will play a dominant role in the 4IR era. Teamwork and
relations form the foundation of organisational growth, customer satisfaction, good working environments,
and a competitive advantage. Social capital is initiated through self-awareness, relationships, and
networks with others. Emotional intelligence, networks, social literacy, and social intelligence are the

elements of social capital.

In the domain of emotional intelligence, personal competencies would provide a platform for effective
social interaction and relationships. Social skills moderate the effects of personality traits on job

performance and play a significant mediating role in identity and psychological capital.
The attributes that would signal social capital potential are summarised in Table 3.4 below.

Table 3.4: Linking Social Capital Dimensions to Employability Potential Signals
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S0eEl CanpliEl SeEl CenliEl Potential Signal for Employability

Traits Elements
Ability to form networks or . :
. . Capacity to work in teams
Social network social groups. )
Vo Collaboration
Tolerance for others’ view
Social interaction Ability to manage conflict
- Technical knowledge Communication ability,
Social literacy .
Interpersonal perceptiveness | Understand verbal and
Human behaviour nonverbal expressions
Emoath Understand others’ Compassion
pathy motivations and needs. P
Attunement Underst_and pUiErsIMoo0s Active listening.
and feelings.
0 . Appreciation of the cultures,
rganisational :
norms, and values in the
awareness D
organisation
Influence Positive communication. Persuasion skills
_Somgl Develop others Coaching and mentoring of Energetic
intelligence others
Acknowledging others' Establish group pride
. valuable contributions Fostering a positive client
Inspiration - . .
Promotes a vision experience and a conducive
Encouragement environment.
Enc_o_urage PEMRIB[PEIeIT Group motivation and
Positive team task o
Team S building bonds
C participation ;
participation Problem-solving
Support team members o
. . Solicit input from others
Cooperation and collaboration
P . Emotional self-awareness Manage own emotion
erceiving
. Accurate self-assessments Focus on non-verbal
emotion . .
Self-confidence communication
Facilitating Self-management Adaptablllty
thinking bv usin Self-control Achievement
Emotional ng by 9 | Trustworthiness Drive initiative
. . emotion L e
intelligence Conscientiousness Negotiation
Understanding Social awareness Service orientation
emotions Empathy Organisational awareness
M . Leadership Influence and change
anaging . . .
! Appropriate communication Developing others
emotions . L.
Conflict management Catalyst communication

Source: Based on the works of Bezuidenhout (2011), Coetzee (2012, 2014), and Tomlinson (2017)

The final employability capital to consider is cultural capital, which is closely related to social capital.

Cultural capital has been established as a critical, required capital driven by globalisation.

3.3.5 Cultural Capital as a Driver of Intercultural Human Interaction

Driven by ever-increasing cross-boundary business dealings, affirmative action policies, and woman

emancipation, workforce diversification has dominated the workplace environment. An individual's ability
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to sense, adjust, reason, and act suitably on cultural signals in the workplace has become increasingly
important (Ng et al., 2009). The concept holds that awareness of development of cultural diversity and

the ability to cross-cultural borders improves workplace cohesiveness significantly.

On the other hand, cultural intelligence can be described as an individual’s ability to navigate successfully
in social circumstances categorised by cultural diversity (Ang & Van Dyne, 2015). In essence, cultural
intelligence deals with the judgements people make of one another based on diversity elements such as
age, gender, religion, colour, financial status, affiliation and sexual preferences. The four-factor model of
cultural intelligence postulated by Van Dyne et al. (2012) classifies cultural capital competence in the four
dimensions of meta-cognitive, cognitive, motivational, and behavioural modification competence. The
model argues that the aspects of meta-cognitive, cognitive, and motivation competence guide the mental
capabilities to empower and drive cultural interactions. Behaviour modification refers to the

communication approach.

The dimension of meta-cognitive competence involves proactive empowerment with knowledge and
proactive planning to enable awareness of worldviews and judgements to facilitate adjustment of own
understanding when interacting in culturally sensitive situations. The cognitive competency points to the
cultural knowledge associated with the culture involved and the willingness to understand that

perspectives differ between cultures.

Motivational competency relates to the self-belief in own abilities to engage positively in the interaction,
enjoy, and value it. Cultural behaviour modification relates to using the mental knowledge, awareness,
and motivational processes to adjust verbal and nonverbal behaviour to the facility and direct culturally

appropriate interaction to minimise and prevent cultural conflict.

When testing the four-factor measurement, Ang, Van Dyne and Koh (2006) report that cultural intelligence
significantly explains performance in a diverse workplace environment. The results also found that meta-
cognitive and cognitive competencies significantly predict cultural judgment and decision making. While
the motivational dimension significantly predicted adaptability in intercultural environments, the
behavioural aspect was found to be associated with job performance and versatility in cross-cultural
settings (Ang et al., 2006).

The advantages of cultural capital can be found in that they assist employers in managing workplace
environments to alleviate conflict and prevent workplace dysfunctionality. Given the diverse workforce in
the new world of work and the global market space, cultural capital has increased in importance (Ang et
al., 2006).

In organisations, cultural intelligence plays a significant role in preventing barriers that can result in
misunderstandings that undermine efficient and effective workplace exchanges. As culture is

organisationally driven, it is important for graduates to consider that their skill demonstration should be
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adjusted to the employer’s requirements and types of vocation they seek to employ. To support the
employer, the concept of embodied capital holds that cultural capital should be embedded in the
behaviour, body language, and personalities of graduates. This would enable graduates to fit their cultural
capital to any scenario in the workplace to create synergy. It would render cultural flexibility. For instance,
while it is expected of a customer service agent to portray a variety of cultural skills, it can be assumed
that an accountant would not need to have a diverse cultural skill set. Accordingly, the cultural fit between
potential employers and graduates has become a prominent element in conceptualising employability

and developing models (Jones, Mann & Morris, 2016; Tomlinson, 2012, 2017).

Contribution to the study:

In the integrated global workplace, cultural capital has become increasingly important, as it establishes
cooperation and an effective and pleasant workplace. The ability to cross cultural borders significantly

improves workplace cohesiveness.

The attributes of cultural capital are demonstrated in Table 3.5:

Table 3.5: Linking Social Capital Dimensions to Employability Potential Signals

Cultural Capital Elements Potential Signal for Employability as Derived from Discussion

Proactively plan cultural interaction.
Meta-cognitive Awareness of own cultural judgements and views.
Adjust understanding of others' cultures.

Cultural knowledge

Appreciation for different cultural views.

Enjoy cultural interaction.

Positive attitude towards cultural interactions
Positive communication.

Modify speech appropriately in conflict situations.
Consider verbal and non-verbal communication and redirect their
behaviour.

Cognitive

Motivational

Behavioural modification

Source: Developed by the researcher from the works of Ang et al. (2006)

To summarise, various individuals’ capital comes together to form employability capital. Significant
positive relations between the various forms of capital and employability have been determined in
empirical studies. For instance, an exploratory study by Mashigo (2014) shows significant positive
relationships between emotional intelligence, PsyCap, and work readiness. However, the same study
could not find significant correlations between social capital and work readiness. A later study by Das
and Rao (2016) confirms social intelligence as an element of employability. Jackson and Wilton (2016)

report the significance of self-management in enhancing graduate identity.
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In the same vein, Peeters, et al. (2019) argue that employability capability and competency are driven by
the employability capital of an individual. The next section examines the theories and models in literature

used to explain the role of capability and competency in employability.
3.4 CAPABILITY AND COMPETENCY APPROACHES

Literature indicates three major approaches considered by organisations when evaluating employability,
capability, competency and performance. From an education perspective, all three approaches can be
linked to the graduate supply side and the future graduate outcome. However, competences also can be
linked to the workplace environment as behavioural outputs (Tomlinson, 2018). Even though these
approaches seemed to be presented as individual approaches in literary works, none of them should be
considered superior to the other. In fact, it would be more accurate to consider them as complementary
in nature, as is reflected in Hogan et al.’s (2013) model of determinants of employability. Presented in
Figure 3.5, the model holds that for employers, employability revolves around three aspects, namely (i)
social/interpersonal capability; (ii) competencies; and (iii) ambition, ethics, and performance drive. While
social/interpersonal capabilities indicate potential teamwork capabilities, abilities and competencies
indicate performance. Ethical behaviour, values, and performance drive indicate the willingness to add
value to the organisation. The theory holds that a combination of these elements represents

employability.

Hogan et al. (2013) postulate that capability manifest in a pleasant working environment and positive
customer collaboration. On the other hand, competencies indicate an ability to perform the work while

performance is an indicator of willingness to work hard and go the extra mile.

Graduate Capability Competency Signals to Employer

Interpersonal and Social ) )

Capability Pleasing to work with \L
Abilities, competencies, Has ability to function

know-how satisfactory > Employability
Ethical propensity, values, Hard worker, ethical

performance drive conduct, will go extra mile

Figure 3.5: Model of determinants of employability
Source: Adapted from Hogan et al. (2013)

The two approaches of capability and competency are considered next with reference to their individual

contributions to the success of organisations and the meaning of these approaches for employability.
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3.4.1 Linking Capability to Employability

Capabilities are often described as the creator of wealth for organisations (Van der Klink et al., 2016), the
essence of superior business processes, and the fundamental component in driving resources towards

achieving a competitive advantage for the organisation (Mills, Platts & Bourne, 2003).

Schwab, (2016) argues that organisations can gain a competitive advantage through the attributes of
human resources and capabilities in teamwork, collaborative networking, and relationship management.
However, for organisations to remain viable and competitive, Teece, Pisano and Shuen (1997:517)
present the concept of dynamic capabilities and describe it as the “ability to integrate, build, and
reconfigure internal and external competencies to address rapidly changing environments”. Finch et al.
(2016) link these abilities to an individual’s conscientiousness, openness to experience, performance and

verbal intelligence, interpersonal and organisational skills, job- specific skills, and knowledge.

Depending on the point of departure, various meanings can be linked to the capability concept. In the
social justice theory, Sen (2009:233-235) defines capability as “our ability to achieve various
combinations of functioning that we can compare and judge against each other in terms of ‘what we have

reason to value’ and are ‘in fact able to do”.

In the employability approach, capability is described as the ability to engage (llieva-Trichkova, 2014)
and the individuals’ personal identities (Hinchliffe et al., 2011). Furthering the concept, Van der Klink et
al. (2016:74) describes capability within sustainable employability of employees as follows: “Throughout
their working lives, workers can achieve tangible opportunities in the form of a set of capabilities... This
requires, on the one hand, a work context that facilitates this for them and on the other, the attitude, and
motivation to exploit these opportunities”. The description not only highlights the importance of individual
resilience and adaptability to the continuous changes in the organisation, but also emphasises the

importance of developing employability competency in a conducive working environment.

In general, it is maintained that capabilities are derived from an individual’s personal characteristics and
capital and signify an individual's potential and ability to accomplish valuable outcomes. When applied in
the work environment, capabilities render constructive work outcomes (Finch et al., 2016). In terms of
graduates, Hinchliffe et al. (2011) advise that employers use the capability approach to consider
graduates’ skills potential for employability and readiness in the workplace. While capability links
resources and processes to skills (Zehir, Acar & Tanriverdi, 2006), the concept of competence is often

used in the context of organisational environment, survival, and differentiation factors.
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3.4.2 Linking Competency to Employability

The concept of competencies primarily has been-orientated in relation to skill demands and presents an
important indication of individuals’ ability to obtain employment or for employees to retain employment
(Tomlinson, 2018).

White (1959) introduced the term competence and describes it as the personality features that can be
associated with high motivation and superior performance. Flowing from this idea, White (1959)
conceptualises a general motivational theory, the effectance motivational approach, and links motivation
directly to competency through efficacy. The uplifting emotional experience derived from efficacy brings
about immediate motivation to deal with the workplace environment. The emotional gratification motivates
individuals to direct their behaviour towards achieving competence. The approach emphasises the
importance of leaders to create a conducive environment for learners and employees to experience

efficacy.

Sultana (2009:21) describes a competent person as one who is “capable of combining — whether explicitly
or tacitly — the different aspects of the knowledge and skills she/he possesses in response to challenges
and situations as they arise in particular contexts”. Understanding the main determinants of competency

has long been a critical objective of scholarly works (Crook et al., 2011).

The significance of competency is found in its underlying characteristics and behavioural abilities required
to render workplace effectiveness and employability success (McClelland; 1973), superior individual

workplace performance (Peeters et al., 2019), as well as employee effectiveness (Holmes, 2001).

McClelland (1973) engineered the more modern thinking of competency with his argument that employers
should test for competency instead of intelligence. McClelland (1973) describes competency as an
individual’s capability or ability to render effective performance. Embedded in this concept is the concept
of intents that indicate that capability or ability manifest in behaviour that leads to competence (Boyatzis,
1982). Subsequent research in the modern world of work has framed competency in context of
personality, emotions, motivation, and relationships. Within this view, Boyatzis (1982) defines
competency as an inherent characteristic of an individual that, with intent, can result in effective and

outstanding work performance. However, this view is held to be oversimplified.

Lucia and Lepsinger (1999) argue that the personal attributes of an individual must rather be regarded
as a mediator of competency. Steeves (2010:33) points out that Lucia and Lepsinger expanded on these
earlier views of competency and define competency as “the skills, knowledge, and personal
characteristics as well as behaviours needed to perform a role effectively in an organisation and to help
the business meet its strategic objectives”. The challenge is that, while general approaches and
frameworks abide in abundance, little agreement has been reached about which combination of

competencies would optimise organisational success (Potgieter, 2012). In the following section, the more
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popular competency approaches advanced by scholars, namely the KSA, core, behavioural, holistic, and

learning approaches are discussed.

The KSA competency approach is one of the earliest and longstanding competency frameworks
(McLagan, 1996). The framework attempts to clarify competency by dividing it into strict classes, as

follows:

° Knowledge: A body of information obtained through both formal or informal education and

that can be applied directly to the performance of a function or task.
° Skill: Skill is an observable ability to apply learning in order to perform a task or function.
° Abilities: Abilities refer to proficiency in a certain aspect.

In referring to Lucia and Lepsinger’s (1999) competency view, it is evident that the KSA framework falls
short in that it does not make provision for the elements of personal characteristics and behaviours. These
elements are required to establish effective relationships that are regarded as critical determinants of
organisational growth, sustainability, and competitive business advantage (Bandaranaike & Willison,
2015; Baartman & Bruijn, 2011). In addition, the framework is criticised for its rigid form of allocation,
which may result in the marginalisation of individuals or groups across cultural boundaries (Van der Klink
& Boon, 2002).

As globalisation established complexity in global markets, the core competency approach dominated the
scene in an attempt to incorporate the unique and specific individual organisation competency set that
would result in organisational competitive advantage. The core competencies were defined as “the
collective learning in the organisation, especially how to co-ordinate diverse production skills and
integrate multiple streams of technologies” (Prahalad & Hamel, 1990:4). The benefit of these core
competencies is that they differentiate the organisation from its competitors. These competencies
establish a long-term competitive advantage, as they enable organisations to solve problems and
accomplish more at a quicker pace than competitors do (Foss & Knudsen, 2013). The advantage of this
approach is found in its consideration of the complex interface and dependency of people, skills, and
technologies involved in organisational performance and of the aspect of continuous learning throughout
the process (Scarborough, 1998). However, this approach does not make provision for the general
scholarly view that the behaviour of individuals directs personal and organisational success. Accordingly,

attention shifted to consider the behavioural aspects of competency.

Spencer and Spencer (1993:9) describe competency as “an underlying characteristic of an individual that
is causally related to criterion-referenced effective and/or superior performance in a job or situation”.
Spencer and Spencer (1993:4) argue further that the underlying characteristics and behavioural abilities
include “motives, traits, self-concepts, attitudes or values, content knowledge, or cognitive or behavioural

skills — any individual characteristic that can be measured or counted reliably and that can be shown to
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differentiate significantly between superior and average performers, or between effective and ineffective
performers”. This approach endeavours to determine the competency factors that would render a
competitive edge by assuming an association between the cognitive and motivational aspects, such as
presented in the iceberg competency model in Figure 3.6 and advanced by Boyatzis (1982) and Spencer
and Spencer (1993). The model combines the KSA and core competency approaches but divides the
individual competencies into technical skills and the personally hidden, non-technical characteristics of
traits, motives, values, attitudes, and self-concept. It further presents that the softer elements of individual

attributes and personality add quality to knowledge, and ultimately, are established in skills.

Development

Easy

Visible personal capabilities

Skills
Knowledge
>—
Hidden personal elements Self-concept

Figure 3.6: The iceberg model of competency

Source: Spencer and Spencer (1993:11)

Jackson and Wilton (2017) describe the softer elements, which often described under the umbrella term

of personal characteristics, as follows:
Motives, which are the motivational factors that direct individual action towards goals.

Traits, described as the mental, intellectual, social, emotional, cultural, and cognitive

characteristics and reactions to any given scenarios or information.
Self-concept, which refers to the intrinsic elements of values and self-image.
Attitude is a positive or negative view relating to an object, situation, person, or issue.

Attitudes consist of three sub-components, namely the affective (feelings), behavioural

(action), and cognitive (beliefs and views) categories.
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Goleman (1998) raised a ground-breaking concept when he included the concept of emotional
intelligence in the behavioural competency approach. He raised a significant argument that intelligence
is not a fixed disposition with which individuals are born, as was always believed. In contradiction,
behavioural competencies can be learnt through individuals’ purposeful actions to change their
behaviour, moods, and self-image through emotional intelligence in considering the self-emotions and
those of others. Goleman (1988) describes emotional intelligence then as the facilitator of competency

behaviours.

Building on Goleman’s concept, Boyatzis (2008) postulates a more flexible framework, namely the
emotional and social intelligence competency (ESC) model. The model combines the three behavioural
competencies of emotional intelligence, social intelligence, and cognitive intelligence. In this model,
emotional intelligence competency is described as the “ability to recognize, understand, and use
emotional information about oneself that leads to or causes effective or superior performance” (Boyatzis,
2008:8). Social intelligence is described similarly as emotional intelligence competency, except that it
refers to relationships with ‘others’. Cognitive intelligence competency is described as “an ability to think
or analyse information and situations that leads to or causes effective or superior performance” (Boyatzis,
2008:8). Emmerling and Boyatzis (2012) expanded the model to include cultural intelligence in the ESC
framework. Notably, they argue that competency is not equal to capability, as capability only gives an
indication of future competency potential, while competency directs performance quality. The
psychological constructs of motivation and intent (emotional intelligence) behind the capability are an
indication of future competency and positive organisational outcomes. Thus, the framework holds that
the unconscious traits and motives result in behavioural patterns and trends through interactions with the
physiological needs postulated by Maslow (1943) as the most basic human need for food, air, sleep, and

water.

In line with this thought process Boyatzis et al. (2000) and Boyatzis (2008) developed a theory of
personality, which links and predicts the relationship between individuals’ neural and hormonal systems,
motives and traits, values and attitudes, explicit observed competencies and competency groups.
Expanding on Goleman’s theory, the ESC model links emotional and social intelligence as facilitators of
the softer competencies. The notion is confirmed by a recent study by Masole and Van Dyk (2016), which
indicates, through regression analyses, a strong relationship between employability, emotional

intelligence, and psychological capital.

Various other competency intelligences have also been raised, namely identity competency that relates
to the enhancement of own value, personal growth through self-management and relationship
management. Personal competency refers to managing the self through a process of self-awareness and
self-evaluation. This competency results in personal well-being, emotional maturity, and social awareness
to manage mutually fulfilling, interpersonal relationships (Di Fabio & Kenny, 2011; Pindek & Spector,
2016).
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An advantage of the behavioural approach is that its assumptions are not limited to only the elements
that influence behaviour but include knowledge and skills. Le Deist and Winterton (2005) criticise the
behavioural approach because it does not include the task-related functional skill elements. The
disagreement motivated Le Deist and Winterton (2005) to develop the holistic competency approach. In
the holistic typology approach to competency, they argue that organisations need two types of
competencies, namely conceptual and operational competencies. While conceptual competency
considers cognitive intelligence, knowledge, and understanding, operational competency relates to the
functional, application, and psychomotor competencies. The typology supports an understanding of how
knowledge, skill, and social competences interact. The competencies associated with performance
effectiveness are also classified in conceptual (meta-competencies) and operational (social, behaviour,
and attitude) competencies. Meta competencies are not perceived as true competencies per se. They
are regarded as facilitators of the acquisition of functional (emotional and technical), cognitive and social
competencies — including behavioural and attitudinal competencies. Meta-competencies include
elements such as self-awareness, hope, motivation, adaptability, resilience, and the important

competency driver of continuous learning (King et al., 2016).

Many scholars, for instance, Chen and Wu (2007), advance the positive relationship between
organisational learning, competence development and continuous improvement. Realisation and
development of competence are deemed fundamental requirements for innovation across the value chain
of organisations (Zangiski, De Lima & Da Costa, 2013). Continuous improvement considerations relate
to the adjustment of processes and skills to align with best practices, client requirements, and market
demands. Continuous improvement has become very important for the productivity and survival of

organisations (Attar, Gupta & Desai, 2012).

The learning competency approach postulated by Van der Heijde et al. (2006) holds competency as a
function of lifelong learning. The approach involves a process of learning and adaption supported by
personal elements like personality, attitudes, and ability. The model suggests the five general
competencies of anticipation and optimisation, occupational expertise, personal flexibility, corporate
sense and balance as the predecessors of workplace competency. The recent 5CFC multi-level
competency model developed by Mulder (2017:101) presents learning as “the core of future-oriented
competency” in the new world of work. The model holds that learning competency is described as the
outcome of disciplinary, interdisciplinary, career, self-management, personal-professional, and
professional social competencies. An advantage is that the approach can be applied across professions

and cultures, based on requirements of employers.

The recently developed work-readiness integrated competence model (WRICM) of Prikshat, Kumar, and
Nankervis (2019) determines the global employability competencies across seven Asia Pacific countries.
With a relatively small sample of 362 HR professionals and managers, they qualitatively measured global

graduate work readiness in the specific region. Qualitative and factorisation results indicate that the four
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dimensions of intellectual, personality, meta skill, and job-specific resources as well as their ten sub
dimensions of cognitive skills, foundational skills, innovation and creativity skills, leadership skills, self-
management skills, core business skills, system thinking skills, communication skills, teamwork, political
skills, and information technology skills are linked to 53 work-readiness competencies/skills. Interestingly,
the model also describes leadership skills as a core competency required for work readiness. This view
is contradicted by scholars, for instance, Marquardt (2000), who argue that leadership skills are
developed within organisations through action learning. This view also contradicts White’'s (1959)
effectance motivational approach, which refers to competence as an outcome of efficacy within workplace
outcomes, and Sultana’s (2009) view that competency arises within the particular contexts where
required. It is then indicative that organisational leadership skill competency can be developed only once

employed through experience.

Although various theoretical perspectives have been raised to describe competency and the development
thereof in the employability view, current studies have not sought to connect workplace competency

behaviour to employability capital in a comprehensive perspective.
3.4.3 Linking Competency to Employability Capital

In a recent study, Peeters et al. (2019) link the KSA competencies to the human and social capitals of
employability capital in an employability capital matrix (ECM). Human capital is argued as personal
resources, while social capital derives from relationships (Smith, 2010). Peeters et al. (2019) argue that
the competency classes of job-specific and generic competencies (current job- related), career
competencies (potential jobs), and learning competencies are elements of human capital. On the other
hand, through social capital, individuals need to establish networks that can assist them to be successful
in their work to comply with the conditions for social capital. Both human and social capital is linked to
the capability to transfer knowledge and skills between the world of education and the workplace. The
argued link between the competency classes and employability capital is presented in the postulated
framework indicated in Table 3.6. The framework hypothesises that job-related and job-specific
competencies require the human capital elements of technical skills, personal resource skills, knowledge,

and attitude to form human capital.

Table 3.6: Employability Capital Matrix
Capital KSA Competency ‘ Description

Knowledge (I know) Knowledge required for a job
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Human Skills (I can) Transfer skills and skills required to manage career
Capital Attitude (I want) Attitude required to manage transfer and career
Social . Network of contacts that can assist to manage

. Support network in workplace
Capital transfer and develop a career

Source: Peeters et al. (2019).

The subsequently derived matrix is insufficient for the purpose of the study because of the critical
importance of linking the entire range of employability capitals (human, identity, PsyCap, social, and
cultural) comprehensively to competency to satisfy the intended study framework outcome. Accordingly,
the scholar attempts to link employability capital and competency through the discussed core behavioural,
holistic, and learning competency theories and models by combining them with the principles of the matrix
of Peeters et al. (2019). The comparison presented in Table 3.7 (following the study contribution section)
indicates that human capital (green) could be linked firmly through the ECM, while social capital (orange)

could be linked only to secondary competencies or skills by deduction.
Contribution to study:

Investigation of scholarly works indicates that employability revolves around the three aspects of

capability, competencies, and performance.

Capability relates to the individual abilities to do the work. The individual capabilities will persuade

employers of an individual’s employability potential. Capabilities are described as the creator of wealth

for organisations, essence of superior business processes, and the fundamental component of achieving

a competitive advantage for the organisation. Capability can be converted into competency through the

mediators of emotional and social intelligence.

Competency relates to exceptional workplace performance, value contribution, and competitive

advantage. Learning competency is a function of lifelong learning. Meta competencies are regarded as

a facilitator of the acquisition of all other competencies, including behavioural and attitudinal

competencies. Emotional intelligence competency relates to the understanding and management of

emotions and is described as a facilitator of competency behaviours. Social intelligence competence

involves the positive relationships with others. Cognitive intelligence competency relates to “the ability to

think or analyse information and situations that leads to or causes effective or superior performance”

(Boyatzis, 2008). Personal attributes can be regarded as a mediator of competency.

Through theory and research results, employability capital can be linked with workplace competency.

Table 3.7: Linking the Competency Approaches to the Employability Capital Matrix (ECM)
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Skills
Elements

Competency
outcome

Application of

Typical
associated skills

Know content of field of work

Human

Approaches

Behaviour
Holistic

Learning

Knowledge learning and experience capital X | X [ X [X
Performance P (I know)
Application of Use knowledge or technical Human
Functional knowledge in skills Develop self-efficacy for | capital
: . . X | X [ x |X
Skills tasks. emotional functional (I can)
Self-efficacy performance Social capital
Superior Relationship management,
Behavioural performance , Influencing, integrity achieving, . .
. . Social capital | x | x [ x |Xx
Skills Self-management | self-management, agility
Relationships thinking, motivation, flexibility
Personal drive,
Self-concept . VI?\.N Of self, |d.ent|ty, learning Social capital | x | x [x |[X
Behaviour agility. innovation
Performance
Traits/ - Drives Behaviour D .
Personalities/ " Flexibility, listening, trust . .
. o Abilities, e . Social capital X | x |x
Dispositions/ building, inspires, mindset
Intelligences
Motivation Human
. Attitude, Motivated, encouraging, ethical | capital
Motives . . X | X |X
Behaviour behaviour (I want)
Social capital
Behaviour, Human
Attitudes Enthusiasm, motivation, capital < Ix Ix |«
teamwork, performance (I want)
Performance Social capital
Attitude Behaviour | Ethical behaviour, i.e. honesty, | Human
Cultural integrity, accountability, care, capital
Values . . ) . X | X | X [ X
intelligence customer satisfaction, cultural | (I want)
Ethical behaviour | sensitivity. Social capital
: . Continuous learning to add Human
Lifelong Current learning .
. , value to the self and capital X X
Learning Future learning L
organisational performance (I know)

Source: Adapted from the works of Le Deist and Winterton (2005), Mulder (2017), Peeters et al. (2019),
and Spencer and Spencer (1993).

Considering the critical importance of capability and competency development for employability and

organisational performance, the next section will provide an overview of the methods used to engage

development of these concepts.
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3.5 DEVELOPMENT OF EMPLOYABILITY CAPABILITY FOR TRANSFERRING SKILLS IN THE
WORKPLACE

Nhede (2018:213) states, “Training is severely lacking in providing the necessary skills for public sector
managers to tackle the threats posed by and to make optimal use of the opportunities that come with 4IR.
Not only further training, but different training is needed if the public sector is to be able to adequately
respond to the new demands of the digital era.” Traditionally, training has been provided by HEIls with
little involvement or accountability from employers. However, both stakeholders have an important role
to play in developing employability. It is the responsibility of employers to take accountability proactively

for their business growth and survival outcomes by encouraging active participation.

The development of employability can be seen in the two spheres of pre-employment and during
employment. Usually, the pre-employment development outcome is referred to as capability (Finch et al.,
2016) while development during employment relates to competency development (Jackson, 2016). In
terms of employability development, capability can be regarded as a predecessor of competency. The
concepts will be discussed separately based on their positional execution of which capability development
usually takes place within the HEI environment and competency development within the organisational

environment.
3.5.1 Development of Capability

Capability development is argued to take place through pedagogic practices at HEls, supported by WIL
practices (Billet, 2011). One of the most critical methods of capability development takes place through
social interaction experience and learning (Chen, 2017). This platform provides the interaction necessary
to develop social and cultural skills sought by organisations. Recent scholarly works by Pitan and Atiku
(2017) offer four approaches to entrench employability in academic course work. These approaches of
personal development applied to learning, work-based learning, and career development learning are

considered briefly.

Personal development planning entails the support and inspiration given by the HEI to students to enable
them to reflect and appraise their learning experiences for continuous improvement of performance (Pitan
& Atiku, 2017).

Applied learning refers to programmes that expose students to real-world undertakings through
opportunities to interact in organisations. Whether through career advice, simulation-based learning, or
other applications, students get the opportunity to connect the learnt theory and knowledge with the
transfer of skills in the workplace. The approach is also suggested as a bridging approach between
curriculum design and the selection of teaching strategies for the development and practising of skills

that would reflect work practice scenarios (Oliver, 2011).
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Work-based learning offers students work experiences in the organisation for short periods up to three
months. Whether freelancing, community, or part-time work, the students have the opportunity to apply
their academic and technical skills to develop employability. It involves educational undertakings to
integrate theoretical learning with the associated application in a workplace, occupation, or career
(Dillenbourg & Betrancourt, 2006).

The career development learning approach is held to be an important vehicle in the transfer of WIL in
higher education. These activities involve guidance and counselling in identifying career goals and the
ways, skills, and competencies required to achieve these goals. Training includes CV preparation, job
hunting, and applications as well as how to present and communicate during interviews (Pitan & Atiku,
2017).

An approach advocated by Atkinson (2016) is the practice of simulated learning. This educational practice
allows students to gather experiences in the workplace environment realistically. However, the practice

does not facilitate the emotional experience and responses linked to workplace interactions.

Recently, a new approach found popularity with students. It entails the embedded WIL in core curricula
and workshop sessions. This method is deemed more effective than courses specifically dedicated to
skill development (Jackson, 2016). The method involves the participation of market leaders or
practitioners in transferring learning to combine theory with practice through presentations and
motivational interactions. These practical interactions are regarded as useful tools to give direction to
which capabilities and behaviours are required by employers to render graduates employable. Extra-

curricular visits to industries further entrench the transfer of learning (Lowden, Hall, Elliot & Lewin, 2011).

One of the most critical learning methods to transfer learning is advocated by Billet (2011) as reflection.
Tools HEIs can use in this approach include journals, critical incident analyses, learning, sharing groups,
and portfolios. The method raises awareness of individual strengths, weaknesses, and gaps to close with
learning. Reflection also allows students to develop competencies successfully across different settings
(Smith, Meijer & Kielly-Coleman, 2010).

When considering the development of employability capital specifically, a combination of approaches is
advised. The approaches predominantly argue for developing human capital related to the practices of
mentoring, work-based learning, project-based learning, internship, and career counselling (Petty et al.,
2014; Smith, 2016; Tomlinson, 2012, 2017; Whelan et al., 2018). The complexity of identity capital
renders its development challenging. However, many scholars advance that the methods of developing
social interactions, achievement experiences, self-reflection practices, encouragement of critical thinking,
experientially rich work-integrated learning opportunities, assignments, project-related tasks and
mentoring can be used successfully in enhancing the elements of identity capital (Holmes, 2013; Jackson
& Wilton, 2016; Lewis, 2016; Pitan, 2016; Van der Heijde, 2014; Whelan et al., 2018 ). The development

approaches for PsyCap include reflective practices, practical interaction experiences, mentoring, and
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practising of self-management behaviours (Holmes, 2013; Tomlinson, 2012, 2017; Van der Heijde, 2014;
Whelan et al., 2018). Social capital remains a development priority with the approaches of career
exposes, internship, group interactions and socialising, networking, behaviour mirroring, mentorship, role
play, and HEI curricula argued to be appropriate development methods (Chen, 2017; Smith et al., 2016).
Cultural capital has been advanced by development approaches such as social interaction, recruitment

training, group interaction, and HEI curricula (Burke, 2015).

Thus, development of capability predominantly takes place outside the workplace environment. On the
other hand, effective competency development is argued to take place in the employer workplace

environment through work-related experiences (Jackson, 2009; Teijeiro, Rungo & Freire, 2013).
3.5.2 Development of Competency

Both Jackson (2015) and Smith (2012) advance the employer-based, work-integrated learning (WIL)
method as the most appropriate strategy to develop competency. WIL is described as a strategy for
demonstrating and reassuring competencies of employment-related outcomes (Papadopoulos &
Armatas, 2013; Oliver, 2011). In addition, the workplace environment is regarded as an ideal platform to

provide experience to its diverse cultures and what graduates would need to bring to the workplace.

Atkinson (2016) designates WIL as a learning transfer method used by means of various programs and
activities to integrate knowledge and skills with workplace practices in an actual work environment with
the intent to gain experience and develop employability. A fundamental requirement is that the WIL
curriculum should improve the experience and optimise learning through multiple approaches. It should
also offer learning practices that develop abstract and analytical abilities, which, in turn, facilitate the
presentation of discipline-specific knowledge in diverse and multifaceted workplace scenarios (Jackson,
2017).

WIL can take on many forms and is used as an umbrella term for the various, practical development
approaches. WIL options include fieldwork, projects, apprenticeships, mentoring, co-operative education,
internships, work placements, job shadowing, cooperative education, joint industry courses, dual
vocational training, co-operative education, community service activities, reflective assessment, and
sandwich year degrees (Chan, 2013; Finch et al., 2016; Garkovich, Bunch & Davis, 2016; Rosin, 2015).

The advantages of WIL are argued in terms of the employer opportunity to ‘hand-skill’ prospective
employees to subsidise their skill pool, maintain their resource pool, and improve the effectiveness of
recruitment processes. An added benefit is that WIL provides organisations with employable graduates
and reduce the training period as well as development costs of newly recruited employees The employer
also have an opportunity to evaluate students' performance and attitudes and identify potential high-flyers
that will offer value. While not an intended outcome, social contribution through the internship vehicle

develops the corporate image and reputation (Jackson, 2017; Metzger, 2004; Smith 2012).
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Billet (2011) highlights some of the challenges of the workplace WIL programmes: They are expensive,
often under-resourced, and inadequate in strategies, induction and preparation. Expectations from
graduates are also not communicated, which affects programme quality and outcome. Khuong (2016)
supports Billet’s concerns and holds the view that organisations prioritise operational competency above
those of academic skills, which can create confusion for graduates. Contradictory, some scholars believe
there are still too much focus on curriculum and knowledge and too little focus on applied learning and
the development of functional skills within HEIs (e.g. Tomlinson, 2012). The critical reason highlighted for
the failure of WIL is the misalignment of skill expectations between employers and participating students
(Jackson, 2017). A further challenge is that employers often complain that it requires an excessive time
investment to prepare graduates for operational competency. In spite of the many challenges posted,
WIL has established itself firmly as a key enabler of employability based on the range of benefits and
advantages offered to graduates and employers. There is significant evidence of the development effect
of WIL programmes and internship exposure on graduate learning. Longitudinal inquiries also show a
sustained and positive employability effect (Jackson, 2017; Whiston & Oliver, 2005). Therefore, it is
important for stakeholders to establish a common goal, do proper course planning with appropriate and
quality programme content, and offer appropriate induction to highlight workplace expectations (Smith &
Worsfold, 2014).

To reiterate, one WIL practice or approach cannot be considered superior to the other. However, the
focus of this study is on the WIL method of internship as presented in the study objective. Accordingly, a
brief introduction will be presented next to conceptualise the environmental background of the study

objective.

Internship programmes are offered by employers after graduation. The programmes present a medium
for applying knowledge to develop competencies actively through practice over a period of not less than
six months. Graduates assigned to these programme experiences report profound learning through the
opportunity to engage in tasks that have real-world results in a diverse cultural workplace. The application
of knowledge to real-world challenges allows graduates to expand their knowledge, experience and skills.
One recent study by Kapareliotis, Voutsina, and Patsiotis (2019) shows that students who attended an
internship program reported higher employability characteristics in that they: valued intrinsic rewards
above extrinsic ones, knew what was expected from them, and could apply the meta- and professional
skills required by their employers. These findings support the view held by many scholars that internship
is an appropriate bridge between the worlds of academics and the modern workplace (Hodges, Eames
& Coll, 2014).

The specific nature of internships uniquely supports the development of dispositions and specifically soft
skills. Accordingly, it is regarded as a popular channel to establish organisationally directed social capital,
employment opportunities, job-specific experience, and network opportunities (Jackson, 2013). It also

expands experience in the human interaction aspects, which cultivates emotional work readiness and is
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argued as the ideal platform to introduce graduates to the specific soft skills required in the workplace
(Garkovich et al., 2016; Shivoro, Shalyefu & Kadhila, 2018; Smith, Ferns & Russell, 2016; Thonglek,
2015; Vaughan, 2017).

The notion implies that elements of emotional work readiness should be understood to ensure proper
development of these important criteria. Bandaranaike and Wilson (2015) postulate the criteria supporting
emotional work readiness as self-awareness, self-management, awareness of others, and management
of relationships. A good dose of curiosity plays a significant role in workplace learning and job
performance (Reio & Wiswell, 2000).

To summarise, competency is the outcome of a development process commencing with the development

of employability capital as illustrated in the taxonomy in Figure 3.7:

- Potential practised Employability
Employability Employability and facilitated by competency:
capital —P| potential —» emotional and —»| - Functional
social intelligence - Mega
- Behavioural
HEI development initiatives Practise opportunities in the workplace

Figure 3.7: Guiding principles of capacity and competency development

Source: Researcher’s understanding of the assessed literature.

One of the critical elements in development initiatives is to determine the effectiveness of the intervention.
Determining the gaps in competencies and developing a development initiative to address the gap is a
relatively easy process done by means of an appraisal process against an agreed individual development
plan. However, monitoring the development progress of soft skill capability is not that simple (Matteson
et al., 2016). Regardless, measuring progress is an essential activity for the intern to reach full potential

and competency.

A measurement method advanced by Matteson et al. (2016) is the triangulation of self-reported data with
the opinions of peers or supervisors. Another method is the Mayer-Salovey-Caruso Emotional
Intelligence Test (MSCEIT) developed by scholars. In addition, Chiu, Mahat, Rashid, Razak and Omar
(2016) postulate that observations of attitude and human interaction are valuable measures to determine

growth in soft skills.

Whatever the method preferred by employers, training interventions without some sort of progress,

monitoring and measurement is doomed to fail (Matteson et al., 2016).

Contribution to the study:
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WIL is considered an appropriate vehicle to develop the skill competencies of graduates. It offers
employers the opportunity to align the skill propositions of graduates with the skill requirements of the
employer. Empirical studies have shown that WIL supports the transfer of learning of soft skill capabilities.

Measurement of intervention progress remains a critical aspect of the development process.
3.6 CONCLUSION

This chapter addressed the concept of employability capital in the organisational success context in terms

of capability and competencies. The chapter made use of literature to answer the research questions:
Which driving concepts and theories define employability?
How can employability be developed?

As a point of departure, employability was discussed in terms of capability, competency, and
employability capital. The role of individual capability and competency was discussed in relation to
organisational success. Capability was found to be the link between resources and processes and the
core element of the competitive advantage of an organisation. On the other hand, it was argued that
competence is a driver of organisational survival and a performance differentiation factor. A brief overview
of the methods that can be used to develop capabilities and competencies was presented. Internship was

introduced as the environment in which the study objective would be executed.

Employability capital was described as the amalgamation of the contextual human capital (knowledge,
skills, and attitude), identity capital (interpersonal building blocks of soft skills), psychological capital
(mega-skills that drive personal and organisational growth and support soft skill competency), social and
cultural capital (human interaction). Guided by scholarly works, the behavioural elements of each capital

were determined and linked to the appropriate capabilities.

A growing body of literature indicates that soft skills of graduates/employees will direct the degree and
direction of job and organisation performance in the 4IR. Accordingly, the development of soft skills will
become increasingly important for performance of graduates, employees, and organisations (Cimatti,
2016; Schwab, 2016; UKCES, 2014).In Chapter 4, the focus shifts to the conceptualisation of soft skills

and a theoretical framework to support the study objective. Chapter 4 concludes the literature study.
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CHAPTER 4

SOFT SKILLS AS ORGANISATIONAL SUCCESS DENOMINATOR

We carry an exciting energy, enthusiasm, and creativity as youth in what we do, thus it is a waste of
human capital when these gifts are not tapped in improving businesses, letting potentials lie idle, and

putting the current and future world of work in jeopardy.

(Mbah cited in Deloitte Global & the Global Business Coalition for Education, 2018:10).
4.1 INTRODUCTION

Chapter 3 discussed the role of capability and competence in the employability concept. An
understanding was sought in terms of what employability means for organisational success in relation to
capability and competency. A brief overview was provided in terms of how employability capability and
competency can be developed. Employability capital was highlighted as the capability and competency
driver of organisational performance, success, and competitive edge. The elements of employability
capital were contextualised, and development approaches were considered. Examination of the concepts
highlights soft skills as the golden key to organisation performance, differentiation, and success during
the 4IR. Accordingly, this chapter commences with an introduction of the predicted employer skills

required for the 4IR.

The remainder of the chapter will turn to the second and third sub arguments raised in the study argument,
namely that employability capital facilitated by emotional and social intelligence practices within work-
integrated learning opportunities will render the soft skill competence required by organisations to support

organisational growth.

Following the introduction of the 4IR skill requirement, soft skills, as the significant driver of employer 4IR
skill requirements is contextualised and its role in organisations’ performance is discussed. In the next
phase, employability capital is linked to soft skills by making use of emotional and social intelligence
models. Literature shortcomings have been identified and are presented and discussed. The final phase
entails the development of a theoretical soft skill competency framework to guide the empirical

investigation. The discussion points of Chapter 4 are presented in Figure 4.1.
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Chapter 4 Key skills needed during the Fourth Industrial Revolution

Conceptualising soft skills

Soft skills as organisational success

denominator Linking the elements of employability capital to soft skills
competency

Theoretical shortcoming identified in literature

Theoretical soft skill competency framework

Figure 4.1: Literature study layout for Chapter 4

Source: Compiled by the researcher.
The chapter provides an explanation of the research question:
Which driving concepts, theories, and drivers define soft skills?

The strong call for appropriate skills escalated as organisations stepped into the dawn of the 4IR.
Employers demand new skill sets for optimal productivity, networking, increased innovation, social and
cultural diversification, cross-functional teamwork, adaptability, and resilience (Matsouka & Mihail, 2016;
McKinsey Centre for Government, 2012). Nowadays, the employers require that graduates, at minimum,
should be equipped with two classes of skills:

a) The harder technical and discipline-specific competencies derived from formal qualifications
and knowledge derived from organisation information, market information and education
knowledge (Kay & Greenhill, 2011); and

b) A variety of behavioural, or ‘softer’, skills (Lowden et al., 2011).

Hard skills are associated commonly with education knowledge that come down to specific job- related
expertise and the ability to put theory into practice in a workplace environment (Sadler-Smith, 2010). A
study by Nillson (2010:540) found that hard skills “are considered to be of declining importance.
Generally, these skills are considered less important in relation to one’s individual employability compared

to different forms of soft skills and personal attributes.”

The hard skill of common sense, often described as practical intelligence, is increasing in importance. It
is postulated as the facilitator of skill application in real-world settings (Sternberg, 2018). Hoeschl, Bueno,
and Hoeschl (2017) argue that, in the 4IR, common-sense knowledge presents a critical judgement
constraint in the development of artificial intelligence. In itself, this constraint presents that common sense
should be considered as a very important to even critical ability in terms of getting employment and

retaining employment.
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Soft skills are the softer human- related skills that have a more constructive benefit than hard skills have
in addressing quality management, continuous improvement, teamwork, and the consolidation of the
market position of an organisation (Fotopoulos & Psomas, 2009). While the importance of technical skills
should not be negated, scholars agree that soft skills will be crucial to organisation performance during
the 4IR (Deloitte Global & the Global Business Coalition for Education, 2018; Petrillo et al., 2018). In fact,
Schwab (2016) argues that organisations will be able to address the 4IR disruptions and challenges only
if they unlock the shared value of people’s minds, hearts, and souls. Abilities in the softer human skills
are fundamental for employability success in the global labour market specifically based on its
contribution, product and service innovation, productivity, competitiveness, and organisational growth
(Cimatti, 2016; Robles, 2012; UKCES, 2014).

It then follows that to be employable during the 4IR, the skill propositions of graduates should be aligned
with skill requirements of organisations. This notion implies consideration of the skills employers predict

to be in their 4IR skill basket requirements.
4.2 KEY SKILLS REQUIRED DURING THE 4IR ERA

Nhede (2018) mentions that the skill competencies required during the previous industrial revolutions

differed. Similarly, the 4IR will be no exception and will demand its specific and unique skills.

As discussed in Chapter 2, the megatrends direct that the primary skill requirements of employers would
relate to customer satisfaction, innovation, quality performance, environmental care, collaboration,
teamwork, and leadership (Frost and Sullivan Consultancy, 2015; Vielmetter & Sell, 2014). To determine
the skill requirements of employers during the 4IR, the World Economic Forum (2017) and McKinsey
Global Institute (2018) embarked on empirical studies to determine the predicted skills. Their list of the
top 10 skills indicates that the Industry 4.0 period requires the soft skills of complex problem-solving,
critical thinking, creativity, people management, coordinating with others, emotional intelligence,
judgement and decision-making, service orientation, negotiation, and cognitive flexibility. During the
Industry 5.0 period, the hard skill of technology is considered the most important skill (indicated in blue
in Table 4.1). The remaining nine skills relate to the soft emotional and social skills, namely
communication, negotiation, interpersonal empathy, leadership and management, creativity, initiative,
adaptability, and continuous learning. Integrating the skill views of executives as determined by Robles
(2012), Table 4.1 shows that the executive futuristic focus has not yet shifted to consider the skill
requirements for the 4IR. Similarly, the 4IR view 