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Employers’ Satisfaction on the Performance 
of New College Graduates

Employers’ feedback on the performance of new college 
graduates is an important piece of information that schools 
must consider to determine the relevance and responsiveness 
of their curriculum, programs, and services. This study 
aimed to determine the satisfaction of employers on the 
performance of new college graduates of Cor Jesu College, 
Philippines. It employed descriptive research design. The 
respondents were purposely chosen who were managers 
and personnel in-charge of 40 companies and institutions 
in Davao region. Results revealed that all 19 skills (Specific 
job-related knowledge, Specific job-related skills, Oral 
communication, Written communications, Comprehension, 
Math skills, Computer skills, Critical thinking, Problem 
solving, Research and analysis, Teamwork, Organization and 
planning, Time management, Quality of work, Productivity, 
Creative and Innovative, Adaptable, Responsible and 
Character) received highly satisfactory rating. Moreover, it 
can be argued that technical skills, such as computer skills, 
and soft skills (character) were among the top skills that 
the employers recognized among the graduates of Cor Jesu 
College. The results affirmed the effectiveness of the school’s 
rigid training in response to the skills needed in the industry. 
The implication of the study on the continuous improvement 
in the curriculum, programs, and services is discussed.

The success of any school depends on the employability and performance of its graduates 
in the workplace. Students get a degree with the expectation of landing a job which would give 
them advancement and earning potential (Kolhede, 1994). On the part of the employers, they 
expect rigid training in the school that would prepare graduates for the world of work (Hesketh, 
2000). Similarly, it is the same desire for any school for that matter. However, the problem of 
unemployed graduates, due to not possessing the required skills, poses a huge challenge not 
only to the graduates but also to school authorities. Alarmed by the number of unemployed 
graduates and job mismatches, the Commission of Higher Education (CHEd) provided a list 
of priority college courses (Bacani, 2014). Prior to this list, CHEd released a moratorium order 
on selected courses with a surplus of graduates (CMO 32, 2010). Just like the problem of job 
mismatches, there is also a concern regarding the readiness and qualification of new graduates to 
plunge themselves into the real world of work. For example, in a review of several publications 
from Australia and the United Kingdom, Cumming (2010) concluded that many of the graduates 
lack appropriate employability skills. Osmani, Weerakkody, Hindi, Al-Esmail, Eldabi, Kapoor, 
and Irani, (2015) found similar findings in their review of literature related to employability. The 
lack of adequate practical preparation for those who just got their degree is a growing concern 
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(Andrea, 2018; Bikson, 1996; Fabris, 2015; Green & Seymour, 1991; Levenburg, 1996; Porter 
& Mckibbon, 1988; Tymon, 2013). These reported concerns included complaints by employers 
about the lack of basic skills and needed competencies expected particularly in the entry-level 
position (Candy & Crebert, 1991; Cappelli, 1992; Carnevale, Gainer, & Meltzer, 1990; U.S. 
Department of Labor, 1991). In short, the industry expects so much from the academe to produce 
qualified graduates, but the gap remains evident.

Several attempts were done to address these problems such as government intervention 
(Knight & Yorke, 2003; Yoong, Don & Foroutan, 2017), school curricular reforms (Gardiner, 
2014; Manik, Qasim & Shareef, 2014), and development of employability models (Clarke, 
2017; Cole & Tibby, 2013; Dacre Pool & Sewell, 2007). However, there is no single response, 
or a combination of identified interventions can be effective in a particular setting. Hence, the 
constant feedback from employers is still a very much valuable information especially for 
schools and other training institutions. In this study, it was argued how a survey on employers’ 
satisfaction could provide reliable information for the service provider, schools in particular, 
in assessing and improving its programs and services to meet the needs and demands of the 
industry. The findings of this study re-affirm the body of literature on the significance of both 
technical and soft skills as essential requirements for employees to possess to be useful in the 
workplace. 

Employer’s feedback provides solid data for schools and institutions regarding the 
readiness and performance of their graduates. Also, several studies showed the different facets 
related to employability and employer’s satisfaction. In this article, the following related to 
employability and employer’s satisfaction concepts are discussed—preferred attributes by 
employers, models of employability, school-industry-government thrust on employability, and 
employer’s satisfaction as feedback to schools.

Hiring new employees is one crucial task for any employer. That is why in the absence of 
in-house training program, employers prefer applicants who can quickly work independently 
(Kelley & Gaedeke, 1990; Webster & Taylor, 1995). It is understandable because if applicants 
are accepted they are expected to take the job without much supervision. However, this is 
not always the case. For example, a study conducted in four European countries found that 
employers were not very confident as to the abilities of graduates when it comes to key 
knowledge areas and key generic competencies (Azevedo, et al., 2012). Many countries have 
developed a comprehensive account about the use of skills and how organizational practices 
develop these skills or eradicate skills imbalances and low-skills traps (OECD, 2012a). In fact, 
the Organization for Economic Co-operation and Development (OECD) emphasizes the three 
pillars on skills strategy, namely, developing relevant skills, activating skills supply, and putting 
skills to effective use (OECD, 2012a) to make graduates employable and ready for work. These 
interventions are what employers desire to have employees who possess the necessary skills or 
attributes suited for the job they are hired for. 

Though companies have different job qualifications, the debate continues about 
employability and what employers want (Bills, Di Stasio & Gërxhani, 2017; Cumming, 2010; 
Cunningham & Villaseñor, 2016; Frankham, 2017; McQuiad & Lindasy, 2005; Tymon, 2013). 
According to the Confederation of British Industry (1999, as cited by Bridgstock, 2009), 
employability means “the possession by the individual of the qualities and competencies 
required to meet the changing needs of employers and customers” (p. 32-33). Several attempts 
were done to provide a broader understanding of it. For instance, Finch, Hamilton, Baldwin 
and Zehner (2013), in reviewing literature on employability, found two levels in understanding 
this concept. These were specific employability factors (e.g., listening skills, writing skills, 
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academic performance) and higher-order categories. Under higher-order categories, they found 
five factors, namely, soft-skills; problem-solving skills; job-specific functional skills; pre-
graduate experience; and academic reputation. In a similar note, Osmani et al. (2015) reviewed 
39 employability related articles published in Scopus journals and found 53 graduate attributes. 
The most notable ones were communication, teamwork, problem-solving, technological skills, 
creativity, interpersonal skills, leadership skills, self-management and flexibility/adaptability. 

In response to the concern of preparing students for the world of work, there had been 
ventures in investigating employee attributes that employers look for (Boland & Akridge, 
2004; Norwood and Henneberry, 2006). Some studies found out that abilities to communicate, 
analyze and solve problems, work as a team member, tackle unfamiliar problems, and plan 
one’s work are skills needed in the labor market (Borin & Watkins, 1998; GCCA, 1999 in 
Levin & Tempone, 2002). Aside from being ready for work, employers also preferred applicants 
who are recommended by others (Belwal, Priyadarshi & Al Fazari, 2017). Specifically, more 
and more attention is given to soft skills (Archer & Davison, 2008; Chamorro-Premuzic et al., 
2010; Cunningham & Villaseñor, 2016; Ritter, Small, Mortimer & Doll, 2017). In their study 
covering more than 100 employers, Finch, Hamilton, Baldwin and Zehner (2013) also found 
that employers considered soft-skills as the most important and academic reputation as the least. 
Regardless of which particular attribute the bottom line lies on the readiness of employees to 
take on the job with appropriate skills in carrying it. 

Since there were different studies highlighting several attributes on employability, there 
were also attempts to bring together different literature of which some models were identified. 
For example, Dacre Pool and Sewell (2007) developed the Career EDGE Model which stands 
for Career (developing learning), Experience (work and life), Degree subject knowledge, 
understanding and skills, Generic skills, and Emotional intelligence. Just like other models, the 
proponents of this model argued that all components must be present to increase the prospects of 
one’s employability. As to how schools should prepare their students, Knight and Yorke (2003) 
created the USEM model which stands for Understanding (good subject matter), Skills, Efficacy 
beliefs (self-theories) and Metacognition. These authors believed that this model encompasses 
the different components to be integrated into the school curriculum to capacitate students for 
the job ahead. Bridgstock (2009) developed a model which highlighted the importance of self-
management (appraisal and knowledge of self) and career building skills (skills necessary to 
navigate and advance in the world of work) to enhance employability and a life-long career. 
He argued that, apart from the list of necessary skills identified by employers, employability 
demands mastery on the career-building process. 

Considering the previous models, Cole and Tibby (2013) developed a framework they 
believed as cohesive and all-encompassing. It involved four stages—Stage 1: Discussion and 
Reflection (creating and defining a shared point of reference); Stage 2: Review/Mapping (what 
has been done); Stage 3: Action (sharing and enhancing existing practices and identifying gaps); 
Stage 4: Evaluation (identifying and measuring success). The framework and its accompanying 
questions were helpful for improving the curriculum. The proponents believed on the merit of this 
framework particularly for reflection and implementation of measures related to employability. 
Most recently, Clarke (2017) developed a framework of employability which included four key 
dimensions, namely, human capital (skills, competencies, and work experience), social capital 
(networks, social class and university ranking), individual behaviors (career self-management 
and career-building skills), and individual attributes (personality variables, adaptability and 
flexibility). The model helped understand the individual, institutional and contextual factors on 
employability which are important considerations for schools to look into.

The aforementioned models were influenced by different theories on employability, most 
notably are the human capital theory and labor market theory. Using human capital theory and 
dual labor market theory, Berntson, Sverke, and Marklund (2006) argued that job applicants 
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look at the condition of the labor market in their perceived employability while at the same time 
gain confidence through their acquired education. However, moving away from the centrality 
of human capital theory to employability, Tomlinson (2017) created the Graduate capital model 
which included the following aspects: human capital, social capital, cultural capital, identity 
capital, and psychological capital. Hence, employability has become a complicated matter that 
needs a comprehensive approach, a challenge that schools face.

This study was conducted to determine the satisfaction of employers with the performance 
of employees who are graduates of Cor Jesu College. 

The industry relies so much on the training of applicants from their respective training 
institutions. Hence, schools find ways to make their curriculum responsive to the needs of the 
industry (Baker, 2009; Gardiner, 2014; Manik, Qasim & Shareef, 2014; Nilsson, 2010; Nair, 
Patil & Mertova, 2009; Bennett, Dunne & Carre´, 2000). Schools are integrating employability 
skills as part of the attributes of their students (Nilsson, 2010; Baker, 2009). Schools conduct 
tracer studies and employer satisfaction survey to assess if their training are in line with the 
demands of the industry. The results of these studies help schools evaluate their existing 
programs and make necessary reforms. These initiatives are likewise a response to government 
regulations of making sure schools are producing graduates who are ready for work (Andrews 
& Russell, 2012; Belwal, Priyadarshi & Al Fazari, 2017; Knight & Yorke, 2003; Yoong, Don 
& Foroutan, 2017). This School-Industry-Government link is crucial in ensuring not only 
employability but also effective and efficient programs which produce a human workforce 
capable of contributing to national development. It is a framework wherein each entity plays its 
role for a more significant cause of nation building. 

A satisfaction survey is always geared towards identifying areas for improvement (Kujala 
& Vaisanen, 1997; Verbeek et al., 2001, 2005). It is also the goal of Cor Jesu College in 
commissioning this project to see if what it offers is aligned with what is needed or expected in 
the industry. If there is a discrepancy, the school can immediately address and adjust. Hence, 
satisfaction survey, like this present project, is seen as the congruence between what employers’ 
expectations and the actual outcome (Buck & Curely, 2010). 

In the local level, the Philippines is still facing an enormous jobs challenge (Chua, 2013). 
As one of the premier Catholic educational institution in Southern Mindanao, Cor Jesu College 
is concerned with providing the right and well-trained workforce for the country. For the past six 
decades, the school produced graduates who were making a difference in their respective fields. 
To move forward and to advance excellence, being one of the school pillars, Cor Jesu College 
would like to know how relevant and responsive its curriculum, program, and services to the 
needs of the industry. Thus, an employer satisfaction survey was conceptualized. This study, 
therefore, is anchored on the Discrepancy theory by looking at how satisfied are the employers 
of the graduates of Cor Jesu College. The result of the study will be beneficial for the school 
to have a glimpse of the performance of its graduates while providing feedback for curricular 
evaluation and enhancement. On the part of the employers, this will give them the chance to 
provide a feedback mechanism to the school for the latter’s improvement. In return, they will be 
assured of having employees who meet their expectations and standards.

Objective of  the Study
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This study employed descriptive research design. The data used in this study came from 
a survey conducted among the managers or personnel in-charge of companies or institutions 
located in the Davao region. They were purposely chosen since their companies or institutions 
had employees who were graduates of Cor Jesu College from school years 2008-2009 to 2013-
2014. There were 52 identified companies or organizations representing different sectors, but 
only 40 returned the survey questionnaire or 77% retrieval rate. A research questionnaire was 
adopted from the Ministry of Training, Colleges and Universities of Ontario, Canada (Ministry 
of Training, Colleges and Universities, 2003). One item was added which was Character. 
The questionnaire was given to the employers with an envelope wherein they could place the 
answered questionnaire and sealed it to maintain confidentiality. Mean score was utilized in 
analyzing the data. 

The results showed that all the 19 skills received a highly satisfactory rating. Ranked 
first was computer skills (4.450. Rounding up to top 5 were character (4.41), teamwork 
(4.38), adaptable (4.32), and comprehension (4.27). Tied for rank 6th were quality of work and 
responsible (4.20) followed by organizing and planning (4.16). Also tied, for ninth spot, were 
specific job-related knowledge, math skills, and productivity (9.33). Other skills tied in rank 
were oral communication and written communication (4.08) for 12th spot and specific job-
related skills and creative and innovative (4.05) for 14th spot. The other identified skills, which 
also received a highly satisfactory rating, were problem-solving (4.0), critical thinking (3.97), 
research and analysis (3.95), and time management (3.92). 

Skills N Mean Rank Description
A. Specific job-related knowledge 40 4.10 9.33 Highly Satisfactory
B. Specific job-related skills 39 4.05 14.5 Highly Satisfactory
C. Oral communication 40 4.08 12.5 Highly Satisfactory
D. Written communications 40 4.08 12.5 Highly Satisfactory
E. Comprehension 40 4.27 5 Highly Satisfactory
F. Math skills 39 4.10 9.33 Highly Satisfactory
G. Computer skills 40 4.45 1 Highly Satisfactory
H. Critical thinking 39 3.97 17 Highly Satisfactory
I. Problem-solving 40 4.00 16 Highly Satisfactory
J. Research and analysis 40 3.95 18 Highly Satisfactory
K. Teamwork 40 4.38 3 Highly Satisfactory
L. Organization and planning 38 4.16 8 Highly Satisfactory
M. Time management 40 3.92 19 Highly Satisfactory
N. Quality of work 40 4.20 6.5 Highly Satisfactory
O. Productivity 40 4.10 9.33 Highly Satisfactory
P. Creative and Innovative 39 4.05 14.5 Highly Satisfactory
Q. Adaptable 40 4.32 4 Highly Satisfactory
R. Responsible 40 4.20 6.5 Highly Satisfactory
S. Character 39 4.41 2 Highly Satisfactory
 

 Interestingly, the employers gave the highest rating for the graduates of Cor Jesu College 
on their computer skills. These computer-related know-how are one of the core 21st century 
skills (Chu, Reynolds, Tavares, Notari & Lee, 2017; Häkkinen, Järvelä, Mäkitalo-Siegl, Ahonen, 
Näykki & Valtonen, 2017; van Laar, van Deursen, van Dijk & de Haan, 2017), which are in 
demand in the workplace (Frey & Osborne, 2017). Cor Jesu College, following the required 
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competencies in all curricular programs, provided students with training and laboratories where 
students can enhance their computer skills. Most importantly, the school ensured students’ 
readiness for work by capacitating them with computer-related skills. 

Though the top-ranked skill is technical, the next four top skills belonged to the soft skills- 
character, teamwork, adaptable, and responsible. Based on the literature, much emphasis is now 
given to the employees’ soft skills (Archer & Davison, 2008; Chamorro-Premuzic et al., 2010; 
Cunningham & Villaseñor, 2016; Gibert, Tozer & Westoby, 2017; Oladokun & Gbadegesin, 
2017; Ritter, Small, Mortimer & Doll, 2017), and organizations have to invest in developing 
these skills (Robles, 2012). An employee’s character demonstrated in having a pleasant 
personality creates the positive atmosphere in the workplace. It is what employers are looking 
for among their employees (Archer & Davison, 2008), which could lead to innovative outcomes 
and influence positive organizational change (Madrid, Patterson, Birdi, Leiva & Kausel, 2014; 
Avey, Wernsing and Luthan, 2014). In this study, character was the number two with the highest 
mean. This is an affirmation of the school’s Catholic education grounded on the values of the 
Gospel as expressed. 

Another soft skill is the ability for employees to work in a team. Teamwork is one of the 
most cited attributes that employers look for in their employees (Azevedo, Apfelthaler & Hurst, 
2012; Tsitskari, Goudas, Tsalouchou & Michalopoulou, 2017). It is one of the general student 
attributes (GSA) that schools would like to develop among students (Hassan, Zamberi, Zamberi, 
Khalil, Wasbari, & Kamarolzaman, 2013). Employers are concerned with how employees work 
together efficiently and effectively as a team (Robles, 2012); hence, they look for skill where an 
individual exhibits an attitude of working with a group. In a survey by the Council for Industry 
and Higher Education (CIHE) among 233 employers representing 750,000, soft skills like 
teamwork were identified as the top skills being considered very important (Archer & Davison, 
2008). Good character was seen by the respondents of this study as manifested in the workplace 
by the graduates of Cor Jesu College. 

Other skill related to this was adaptable. Being adaptable requires one to also possess 
problem-solving skills and creative thinking (Carnevale & Smith, 2013). Being adaptable also 
means that the employers saw how Cor Jesu College graduate adapt to new situations and 
demands by applying and/or updating their knowledge and skills. It is one important attitude 
because having high adaptability decreases employee’s perception of abusive supervision 
(Mackey, Ellen III, Hochwarter & Ferris, 2013). Both adaptability and teamwork are related 
to having a good character or interpersonal skills, which are categorized under higher order 
category meta-skills (Finch, Nadeau & O’Reilly, 2012). With the fast changing demands in the 
workplace, being adaptable is a must for employees to respond appropriately in helping the 
organization moves forward and be in tune with the recent developments.

Being responsible was among the top 10 skills in this study, another skill closely related to 
the other top soft skills. This trait is one of the skills for Cor Jesu College education. Aside from 
regular course offerings, the school offers a lot of co-curricular and extra-curricular activities to 
help form students to become responsible. Responsibility is among the personal skills identified 
as employability skills (Claxton, 2007; Cleary, Flynn & Thomasson, 2006). However, being 
responsible cannot be easily determined in the application process. The fact that this skill is 
present among the graduates of CJC revealed a solid foundation of these graduates in their 
educational formation. 

As employers look for employees who possess good traits like soft skills, they also need 
them to possess certain intellectual or thinking skills. The next skill, ranked 5th in this study, 
was comprehension. It is another positive feedback for Cor Jesu College because employers 
put much value on this particular skill (McLester & McIntire, 2006). An analysis of 28 studies 
revealed that employers looked for socio-emotional and higher-order cognitive skills than 
basic cognitive and technical skills (Cunnigham & Villasenor, 2014). Comprehension skill 
is highlighted in the work of Carnevale and Smith (2013) focusing on the workplace basics 
referring to what employees need and what employers want. It is also listed as one of the skills 
for a globally competitive workforce (Bates & Phelan, 2002). Hence, developing more on this 
skills makes the employees effective and can compete globally, something that Cor Jesu College 
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envisions among its graduates. 
 The next set of skills belonging to top 10 were quality of work, organization and planning, 

productivity, Math skills, and specific job-related knowledge. On the quality of work, it is always 
expected for any employee to perform at the optimum level. As to organization and planning, 
these are two skills that need to be developed by employees depending on the nature of the job, 
and these skills are better learned in the field. However, both schools and employers emphasize 
the ability to plan, organize and prioritize work as top on the list of skills (Adams, 2013). When 
it comes to productivity, the results showed that Cor Jesu College graduates are productive 
in completing assigned tasks. As to Specific-job-related knowledge, they demonstrate specific 
technical skills related to the work being done. For Math skills, they apply math techniques with 
the accuracy required to solve problems and make decisions. Especially those in the business 
sectors, employers expect a certain level of Math competencies among entry-level applicants 
(Tengesdal & Griffin, 2014)

Tied for a mean of 4.08 were written communication and oral communication skills. These 
skills are as important as other skills (Zahra, Nazir, Khalid, Raana & Majeed, 2014). It means 
that the graduates write and speak in a clear, concise and correct manner. Several studies reported 
on the importance of communication skills for employees to be successful in their job and to 
facilitate the success of the organization they are work with (Ahmed & Redha, 2014; Sarudin 
& Noor, 2013). Communication skills are usually determined during job interviews which give 
the employer an idea if the applicant is fit for the job (Posthuma, Levashina, Lievens, Schollaert, 
Tsai, Wagstaff, & Campion, (2014). However, in this study, the employers were asked how 
the graduates performed concerning communication skills in their work. Since most of the 
respondents are working in the Philippines, English is for sure a predominant language. Mastery 
of the English communication skill is an advantage for employees (Mohamed, Radzuan, Kassim 
& Ali, 2014). It is even considered as the most important competency for college graduates as 
they enter the workplace. In particular, the sub-skills in oral communication skills are following 
instructions, listening, conversing, and giving feedback (Maes, Weldy & Icenogle, 1997). 

Next to communication skills were Specific-job-related skills and Creative and Innovative 
with the same mean score of 4.05. On the one hand, job-specific skills are listed among 
intermediate assets on the framework of employability (Hillage & Pollard, 1998). It means 
that the graduates use specific technical skills related to the tasks assigned to them. They create 
innovative strategies and/or products that meet identified needs. These are good indicators of 
excellent employees. On the other hand, being creative and innovative is another skill that 
employers expect from their employees. The skills mentioned above such as good character, 
adaptable, teamwork, and communication skills are factors that facilitate and encourage 
employees to be creative and innovative. There are studies which proved that relationship with 
supervisor and co-employees and work commitment influence creativity (Chang, Jia & Cai, 
2013; Jang & Kandampully, 2013). Thus, it can be argued that creativity in this sense also means 
the commitment on the part of the graduates and their good relationship with supervisors and 
colleagues.

The other skills were problem-solving and critical thinking. As to problem-solving, the 
findings showed that the graduates were skillful in evaluating the validity of arguments based 
on the qualitative and quantitative information. Problem-solving skill involves information 
analysis and transformation in achieving goals (Giampaoli, Giampaoli, Ciambotti, Ciambotti, 
Bontis & Bontis, 2017). It is considered one of the key transferable skills (McQuaid & Lindsay, 
2005), and in their framework on employability, Hillage and Pollard (1998) and Osmani et 
al. (2015) listed it as one of the key skills. It is also one of the capability areas identified by 
the Australian Technology Network of Universities (Cumming, 2010) and Government Skills 
Australia (2006, as cited by Cumming, 2010). Citing other skills such as comprehension and 
math skills, it is understandable that employers observe a higher level of problem-solving skills 
among the CJC graduates. For critical thinking, graduates have the ability to evaluate their own 
thinking throughout the steps and processes used in problem-solving and decision making. This 
finding is another positive feedback for the school because this specific skill is a bit challenging. 
For instance, critical thinking was at the bottom among the skills rated as average or below 
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average by 768 managers and executives during the 2012 Critical Skills Survey (Desai, Berger 
& Higgs, 2016). As one of the higher-order-cognitive skills (Cunnigham & Villaseñor, 2006), 
critical thinking skill involves processing complex information and making a good judgment. 
For the employers, they saw this skill among the graduates of CJC. 

 Two skills at the bottom but still received a higher rating were research and analysis 
and time management. Aside from communication and problem solving, employers considered 
analytical skills as a priority (Cunnigham & Villaseñor, 2006). The ability to process information 
is a competency needed for any job. Research skill is not something many employees possess. 
In fact, even managers do not claim mastery of this skill. For example, research skill received 
the lowest rating among hotel and restaurant managers in America, a study reported (Breiter 
& Dements, 1996). However, the results of the study gave a brighter scenario referring to the 
graduates of CJC because research and analysis received a high rating from the employers. The 
last was time management. The high rating description meant that CJC graduates showed the 
ability in setting up priorities and allocating time efficiently to complete several tasks within 
specific deadlines. Naturally, but also based on literature, time management drives productivity 
(Abugre, 2017), another skill receiving a high rating in this present study. Moreover, research 
findings also reported other correlations between time management and job satisfaction 
(Claessens, Van Eerde, Rutte & Roe, 2007; Rao, 2018; Tavakoli, Tavakoli & Pouresmaeil, 2013) 
and between time management and health or stress (Claessens, et al., 2007; Grissom, Loeb & 
Mitani, 2015). Hence, though these two are in the bottom of the ranking, they remained very 
important skills as evaluated by the employers with high rating.

The results, showing all identified skills with the highly satisfactory rating, strongly 
suggest that Cor Jesu College is producing graduates who live up to the expectations from the 
industry. The employers, who were the respondents of the study, had firsthand experience of 
the performance of these employees who were graduates of Cor Jesu College. These findings 
indicate that the school’s rigid training provided to its students is indeed paying off. As a 
Catholic school, Cor Jesu College forms its students according to its vision of truly transformed 
individuals. With Character getting the second highest mean among the 19 identified skills and 
with two other behavioral skills on the top five, it can be argued that the Catholic education 
facilitates the realization of its vision, mission and goals. 

Anchored on the three pillars of excellence, community, and apostleship, Cor Jesu College 
graduates had manifested these pillars in the workplace. For example, Teamwork is a concrete 
manifestation of community. Character, as demonstrated in having a pleasant personality, 
is a testament to the school’s success in its Catholic formation program. Other skills, which 
are technical and cognitive are rated by the employers as very highly satisfactory manifested 
excellence. Regarding apostleship, doing good in their job is their first task of doing God’s 
mission entrusted to them.

The implication of this study is for the school to continue looking for ways to sustain and 
to improve its curriculum, programs, and services to level up in producing good performing 
graduates with needed skills in the industry. Moreover, the school cannot remain complacent to 
what it is at the moment so as not to be left behind considering the fast-changing advancement in 
society. The school should remain focus on its core values which are instrumental in producing 
graduates with good character. Though it still received a highly satisfactory rating, research and 
analysis and time management got the lowest mean among the 19 skills. The school should look 
into these and find ways to improve. One of the limitations of this study was on the number of 
respondents. Hence, a similar study is recommended with more respondents including those 

Conclusion

Recommendations

 Cor Jesu College, Inc.

56 Slongan | Volume 3 • September 2017



LITERATURE CITED

Abugre, J. B. (2017). A phenomenological study of time concept and management and 
productivity in a sub–Saharan African context. International Journal of Cross Cultural 
Management, 1470595817704005.

Adams, S. (2013). The 10 Skills Employers Most Want In 20-Something Employees. Forbes. 
Retrieved August 17, 2014 from http://www.forbes.com/sites/susanadams/2013/10/11/the-
10-skills-employers-most-want-in-20-something-employees/

Ahmed, A., & Redha, M. (2014). English Business Communication in the Saudi Workplace: 
Employers’ Perceptions and Insights about the Cultural Ecology and Needed 
Literacies (Doctoral dissertation). Retrieved August 15, 2014 from https://dspace.iup.edu/
handle/2069/2077

Andreas, S. (2018). Effects of the decline in social capital on college graduates’ soft 
skills. Industry and Higher Education, 0950422217749277.

Andrews, G., & Russell, M. (2012). Employability skills development: strategy, evaluation and 
impact. Higher Education, Skills and Work-Based Learning, 2(1), 33-44.

Archer, W., & Davison, J. (2008). Graduate employability. The council for industry and Higher 
Education. Retrieved from https://goo.gl/qoA2YX

Avey, J. B., Wernsing, T. S., & Luthans, F. (2008). Can positive employees help positive 
organizational change? Impact of psychological capital and emotions on relevant attitudes 
and behaviors. The Journal of Applied Behavioral Science, 44(1), 48-70.

Azevedo, A., Omerzel, D. G., Andrews, J., Higson, H., Caballero, A., & Frech, B. (2012). 
Satisfaction with knowledge and competencies: A multi-country study of employers and 
business graduates. American Journal of Economics and Business Administration, 4(1), 
23-39. Retrieved from http://search.proquest.com/docview/1324964651?accountid=37714

Azevedo, A., Apfelthaler, G., & Hurst, D. (2012). Competency development in business 
graduates: An industry-driven approach for examining the alignment of undergraduate 
business education with industry requirements. The International Journal of Management 
Education, 10(1), 12-28.

Bacani, L (2014). CHED lists in-demand, priority college courses until 2018. Philstar.com. 
Retrieved August 15, 2014 from http://www.philstar.com/campus/2014/05/26/1307196/
ched-lists-demand-priority-college-courses-until-2018

Baker, D.P. (2009), “The educational transformation of work: towards a new synthesis”, Journal 
of Education and Work, Vol. 22 No. 3, pp. 163-91.

Bates, R. A., & Phelan, K. C. (2002). Characteristics of a globally competitive 

from the industries not covered in this study. Another possible project is an in-depth study on 
the performance of the graduates using a qualitative method involving employers of graduates 
of Cor Jesu College. 

57

 Cor Jesu College, Inc.

Slongan | Volume 3 • September 2017



workforce. Advances in Developing Human Resources, 4(2), 121-132.

Belwal, R., Priyadarshi, P. & Al Fazari, M. H. (2017). Graduate attributes and employability 
skills: Graduates’ perspectives on employers’ expectations in Oman. International Journal 
of Educational Management, 31(6), 814-827.

Bennett, N., Dunne, E. and Carre´, C. (2000), Skills Development in Higher Education and 
Employment, The Society for Research into Higher Education and Open University Press 
Imprint, Suffolk, VA.

Berntson, E., Sverke, M., & Marklund, S. (2006). Predicting perceived employability: human 
capital or labour market opportunities?. Economic and Industrial Democracy, 27(2), 223-
244.

Bikson, T. K. (1996). Educating a globally prepared workforce. Liberal Education, 82,12–19.

Bills, D. B., Di Stasio, V., & Gërxhani, K. (2017). The Demand Side of Hiring: Employers in the 
Labor Market. Annual Review of Sociology, (0).

Boland, M.A., and J.T. Akridge. 2004. Undergraduate agribusiness programs: Focus or falter? 
Rev. Agric. Econ. 26:564–589.

Borin, N. A., & Watkins, H. (1998). Critical skills for today’s marketing under-graduates: An 
employer evaluation. American Marketing Association. Conference Proceedings, 9, 238. 
Retrieved from http://search.proquest.com/docview/199483529?accountid=37714

Breiter, D., & Dements, C. J. (1996). Hospitality management curricula for the 21st 
century. Hospitality & Tourism Educator, 8(1), 57-60.

Bridgstock, R. (2009). The graduate attributes we’ve overlooked: Enhancing graduate 
employability through career management skills. Higher Education Research & 
Development, 28(1), 31-44.

Buck, Debbie F, DNP, RN,A.P.N., C., & Curley, Ann L, PhD, R.N. (2010). Developing and 
implementing a survey to determine employer satisfaction with care provided to injured 
workers. AAOHN Journal, 58(2), 69-77. Retrieved from http://search.proquest.com/
docview/219355894?accountid=37714

Candy, P. C., & Crebert, R. G. (1991). Ivory tower to concrete jungle: The difficult transition 
from the academy to the workplace as learning environments. Journal of Higher Education, 
62, 570–592.

Cappelli. P. (1992). College, students, and the workplace: Assessing performance to improve 
the fit. Change, 24, 54–61.

Carnevale, A. P., & Smith, N. (2013). Workplace basics: the skills employees 
need and employers want. Retrieved from http://www.tandfonline.com/doi/
abs/10.1080/13678868.2013.821267?journalCode=rhrd20

Carnevale, A. P., Gainer, L. J., & Meltzer, A. S. (1990). Workplace basics: The essentials skills 
employers want. San Francisco: Jossey-Bass.

Chamorro-Premuzic, T., Arteche, A., Bremner, A.J., Greven, C. and Furnham, A. (2010), “Soft 

 Cor Jesu College, Inc.

58 Slongan | Volume 3 • September 2017



skills in higher education: importance and improvement ratings as a function of individual 
differences and academic performance”, Educational Psychology: An International 
Journal of Experimental Educational Psychology, Vol. 30 No. 2, pp. 221-241.

Chang, S., Jia, L., & Cai, Y. (2013, January). Do High-Commitment Work Systems Affect 
Creativity? A Three-Level, Two-Wave Investigation. In Academy of Management 
Proceedings (Vol. 2013, No. 1, p. 12443). Academy of Management. Retrieved August 17, 
2014 from http://proceedings.aom.org/content/2013/1/12443.short

Chu, S. K. W., Reynolds, R. B., Tavares, N. J., Notari, M., & Lee, C. W. Y. (2017). Twenty-First 
Century Skills Education in Hong Kong and Shenzhen, China: Inquiry Project-Based and 
Collaborative Teaching/Learning Supported by Wiki. In 21st Century Skills Development 
Through Inquiry-Based Learning (pp. 35-59). Springer Singapore.

Chua, K. (2013). Philippine Development Report 2013: Creating more and better jobs. Retrieved 
August 14, 2014 from http://www.worldbank.org/en/country/philippines/publication/
philippine-development-report-2013-creating-more-and-better-jobs

Claessens, B. J., Van Eerde, W., Rutte, C. G., & Roe, R. A. (2007). A review of the time 
management literature. Personnel review, 36(2), 255-276.

Claxton, G. 2007. “Expanding Young People’s Capacity to Learn.” British Journal of 
Educational Studies, 55 (2): 115–134.

Clarke, M. (2017). Rethinking graduate employability: the role of capital, individual attributes 
and context. Studies in Higher Education, 1-15.

Cleary, M., Flynn, R., & Thomasson, S. (2006). Employability skills from framework to practice: 
An introductory guide for trainers and assessors. Canberra, Australia: Department of 
Education, Science and Training.

Cole, D. & Tibby, M. (2013) Defining and developing your approach to employability: A 
framework for higher education institutions. York: Higher Education Academy.

Confederation of British Industry. (1999). Making employability work: An agenda for action. 
London: Confederation of British Industry.

CMO 32, series of 2010. Retrieved from http://www.ched.gov.ph/wpcontent/uploads/2013/07/
CMO-No.32-s2010.pdf

Cumming, J. (2010). Contextualised performance: Reframing the skills debate in research 
education. Studies in Higher Education, 35(4), 405-419.

.
Cunningham, W., & Villasenor, P. (2014). Employer voices, employer demands, and implications 

for public skills development policy. World Bank Policy Research Working Paper, (6853).

Cunningham, W. V., & Villaseñor, P. (2016). Employer voices, employer demands, and 
implications for public skills development policy connecting the labor and education 
sectors. The World Bank Research Observer, 31(1), 102-134.

Dacre Pool, L., & Sewell, P. (2007). The key to employability: developing a practical model of 
graduate employability. Education+ Training, 49(4), 277-289.

59

 Cor Jesu College, Inc.

Slongan | Volume 3 • September 2017



Desai, M. S., Berger, B. D., & Higgs, R. (2016). Critical thinking skills for business school graduates 
as demanded by employers: a strategic perspective and recommendations. Academy of 
Educational Leadership Journal, 20(1).

Fabris, C. (2015). College students think they’re ready for the work force. Employers aren’t so 
sure. The Chronicle of Higher Education, 20.

Finch, D. J., Hamilton, L. K., Baldwin, R., & Zehner, M. (2013). An exploratory study of factors 
affecting undergraduate employability. Education+Training, 55(7), 681-704.

Finch, D., Nadeau, J. and O’Reilly, N. (2012), “The future of marketing education: a practitioners 
perspective”, Journal of Marketing Education, Vol. 35 No. 1, pp. 54-67, available at: http://
jmd.sagepub.com/content/early/2012/11/14/0273475312465091.abstract (accessed 16 
December 2012).

Frankham, J. (2017). Employability and higher education: the follies of the ‘Productivity 
Challenge’in the Teaching Excellence Framework. Journal of Education Policy, 32(5), 
628-641.

Frey, C. B., & Osborne, M. A. (2017). The future of employment: how susceptible are jobs to 
computerisation?. Technological Forecasting and Social Change, 114, 254-280. 

Gardiner, K. M. (2014). Professional education for the 21 st century workforce. In American 
Society for Engineering Education (ASEE Zone 1), 2014 Zone 1 Conference of 
the (pp. 1-5). IEEE. Retrieved August 15, 2014 from http://ieeexplore.ieee.org/
xpl/login.jsp?tp=&arnumber=6820668&url=http%3A%2F%2Fieeexplore.ieee.
org%2Fxpls%2Fabs_all.jsp%3Farnumber%3D6820668

Giampaoli, D., Giampaoli, D., Ciambotti, M., Ciambotti, M., Bontis, N., & Bontis, N. (2017). 
Knowledge management, problem solving and performance in top Italian firms. Journal of 
Knowledge Management, 21(2), 355-375.

Gibert, A., Tozer, W. C., & Westoby, M. (2017). Teamwork, soft skills, and research 
training. Trends in ecology & evolution, 32(2), 81-84.

Government Skills Australia. 2006. Employability skills. Retrieved from https://www.
governmentskills.com.au/dmdocuments/General%20GSA/employability_skills.pdf

Graduate Careers Council of Australia (GCCA) (1999). Graduate Careers Council of Australia 
Course Experience Questionnaire. Parkville, VIC: Graduate Careers Council of Australia, 
Ltd. URL www.graduatecareers.com.au/wp-content/uploads/2012/.../gca00120

Green, K. C., & Seymour, D. T. (1991). Who’s going to run General Motors? Princeton, NJ: 
Peterson’s Guide.

Grissom, J. A., Loeb, S., & Mitani, H. (2015). Principal time management skills: Explaining 
patterns in principals’ time use, job stress, and perceived effectiveness. Journal of 
Educational Administration, 53(6), 773-793.

Häkkinen, P., Järvelä, S., Mäkitalo-Siegl, K., Ahonen, A., Näykki, P., & Valtonen, T. 
(2017). Preparing teacher-students for twenty-first-century learning practices (PREP 
21): a framework for enhancing collaborative problem-solving and strategic learning 
skills. Teachers and Teaching, 23(1), 25-41.

 Cor Jesu College, Inc.

60 Slongan | Volume 3 • September 2017



Hassan, S. N. H., Mohd Zamberi, M., Mohd Zamberi, M., Khalil, S. N., Wasbari, F., & 
Kamarolzaman, A. A. (2013). Company perception on the employability skills of industrial 
training students. Journal of Technical Education and Training, 4(2). 

Hesketh, A. J. (2000). Recruiting an elite? Employers’ perceptions of graduate education and 
training. Journal of Education and Work, 13, 245-271. doi:10.1080/713676992.

Hillage, J., & Pollard, E. (1998). Employability: developing a framework for policy analysis. 
London: DfEE.

Jang, J., & Kandampully, J. (2013, January). Promoting Creativity of Service Employees Using 
Contextual Factors in Hotel Industry: The Mediating Role of Psychological Empowerment. 
In The 18 th Annual Graduate Education and Graduate Student Research Conference in 
Hospitality and Tourism.

Kelley, C. & Gaedeke, R. (1990). Student and Employer Evaluation of Hiring Criteria for Entry-
Level Marketing Positions, Journal of Marketing Education, (Fall), 64-71.

Knight, P. T., & Yorke, M. (2003). Employability and good learning in higher education. 
Teaching in Higher Education, 8(1), 3-16. 

Kolhede, E. (1994). Case Study- The Student’s Decision-Making Process Pertaining to Choosing 
a College and Selecting a Major: Implications for Marketing Business Administration 
Programs, Syposium for the Marketing of Higher Education, (October), 56. 

Kujala, V., & Vaisanen, S. (1997). Evalua tion of occupational health services in the wood 
processing industry: Determination of employee satisfaction. Occupational Medicine, 
47(2), 95-100.

Levenburg, N. M. (1996). General management skills: Do practitioners and academic faculty 
agree on their importance? Journal of Education for Business, 72(1), 51–57.

Levin, E., & Tempone, I. (2002). Providing guidelines for first-year assessment tasks as a means 
of developing core graduate attributes: Nurturing or spoonfeeding. In 2nd International 
Lifelong Learning Conference, Yeppoon, Australia. Retrieved from http://web. archive. 
org/web/*/http://lifelonglearning. cqu. edu. au/2002/papers/Levin_Tempone. pd f.

Mackey, J. D., Ellen III, B. P., Hochwarter, W. A., & Ferris, G. R. (2013). Subordinate social 
adaptability and the consequences of abusive supervision perceptions in two samples. The 
Leadership Quarterly, 24(5), 732-746. Retrieved August 17, 2014 from http://www.
sciencedirect.com/science/article/pii/S1048984313000714

Madrid, H. P., Patterson, M. G., Birdi, K. S., Leiva, P. I., & Kausel, E. E. (2014). The role of 
weekly high‐activated positive mood, context, and personality in innovative work behavior: 
A multilevel and interactional model. Journal of Organizational Behavior, 35(2), 234-256. 

Maes, J. D., Weldy, T. G., & Icenogle, M. L. (1997). A managerial perspective: Oral 
communication competency is most important for business students in the workplace. The 
Journal of Business Communication, 34(1), 67-80. 

Manik, M. M., Qasim, M., & Shareef, A. F. (2014). Embedding 21st century Skills in pre-service 
teacher training: A case study from the Maldives. Conference on Professional Development 

61

 Cor Jesu College, Inc.

Slongan | Volume 3 • September 2017



in Education (PDE2014), Widyatama University Indonesia, Open University Indonesia and 
Open University Malaysia. Retrieved August 15, 2014 from http://repository.widyatama.
ac.id/xmlui/handle/123456789/3340

McLester, S., & McIntire, T. (2006). The Workforce Readiness Crisis: We’re Not Turning 
out Employable Graduates nor Maintaining Our Position as a Global Competitor—
Why?. Technology & Learning, 27(4), 22.

McQuaid, R. W., & Lindsay, C. (2005). The concept of employability. Urban studies, 42(2), 
197-219.

Ministry of Training, Colleges and Universities, (2003). Employer Satisfaction Survey. Retrieved 
June 1, 2014 from http://www.tcu.gov.on.ca/eng/document/serials/eprofile01-02/002e.pdf 
and http://www.tcu.gov.on.ca/eng/document/serials/eprofile01-02/profile.pdf

Mohamed, A. A., Radzuan, N. R. M., Kassim, H., & Ali, M. M. A. (2014). Conceptualizing 
English workplace communication needs of professional engineers: The challenges for 
English language tertiary educators. Selangor Business Review (SBR), 1(1).

Nair C. S., Patil A., & Mertova, P. (2009). Re-engineering graduate skills—A case study. European 
Journal of Engineering Education, 34, 131-139. doi:10.1080/03043790902829281.

Nilsson, S. (2010). Enhancing individual employability: The perspective of 
engineering graduates. Education & Training,52 (6), 540-551. doi:http://dx.doi.
org/10.1108/00400911011068487.

Norwood, F.B., and S.R. Henneberry. 2006. Show me the money! The value of college graduate 
attributes as stated by employers and perceived by students. Am. J. Agric. Econ. 88:484–
498.

OECD (2012a). Better Skills, Better Jobs, Better Lives: A Strategic Approach to Skills Policies, 
OECD Publishing. http://dx.doi.org/10.1787/9789264177338-en. 

Oladokun, S. O. & Gbadegesin, J. T. (2017). Adequacy of core knowledge and soft skills in 
the performance of professional employees of real estate firms in Nigeria. Property 
Management, 35(2), 132-149.

Osmani, M., Weerakkody, V., Hindi, N. M., Al‐Esmail, R., Eldabi, T., Kapoor, K., & Irani, 
Z. (2015). Identifying the trends and impact of graduate attributes on employability: a 
literature review. Tertiary Education and Management, 21(4), 367-379.

Porter, L. W., & Mckibbon, L. E. (1988). Management education and development: Drift or 
thrust into 21st century? New York: McGraw-Hill.

Posthuma, R. A., Levashina, J., Lievens, F., Schollaert, E., Tsai, W. C., Wagstaff, M. F., & 
Campion, M. A. (2014). Comparing employment interviews in Latin America with other 
countries. Journal of Business Research, 67(5), 943-951. Retrieved August 15, 2014 from 
http://www.sciencedirect.com/science/article/pii/S0148296313002798

Rao, S. K. (2018). A Study of the Relationship between Time Management Behaviour and Job 
Satisfaction of Higher Education Institutes in India. World Academy of Science, Engineering 
and Technology, International Journal of Economics and Management Engineering, 5(3).

 Cor Jesu College, Inc.

62 Slongan | Volume 3 • September 2017



Ritter, B. A., Small, E. E., Mortimer, J. W., & Doll, J. L. (2017). Designing Management 
Curriculum for Workplace Readiness: Developing Students’ Soft Skills. Journal of 
Management Education, 1052562917703679.

Robles, M. M. (2012). Executive perceptions of the top 10 soft skills needed in today’s 
workplace. Business Communication Quarterly, 75(4), 453-465.

Sarudin, I. H., & Noor, Z. M. (2013). Oral communication skills in the financial services and 
telecommunication, technology, and media industries. Paper presented at the , 68 42-46. 
Retrieved from http://search.proquest.com/docview/1524227845?accountid=37714

Tavakoli, H. M., Tavakoli, A. M., & Pouresmaeil, L. (2013). A study of the relationship 
between time management and job satisfaction. International Journals Of Research in 
Organizational Behaviour and Human Resource Management, 1(3), 66-74.

Tsitskari, E., Goudas, M., Tsalouchou, E., & Michalopoulou, M. (2017). Employers’ expectations 
of the employability skills needed in the sport and recreation environment. Journal of 
Hospitality, Leisure, Sport & Tourism Education, 20, 1-9.

Tengesdal, M., & Griffin, A. (2014). Quantitative and Computer Skills Employers Want Vs. 
What the Business Curriculum Can Provide. Research in Finance, 30, 95–111. Retrieved 
August 15, 2014 from http://www.emeraldinsight.com/books.htm?chapterid=17111758

Tomlinson, M. (2017). Forms of graduate capital and their relationship to graduate employability. 
Education+ Training, 59(4), 338-352.

Tymon, A. (2013). The student perspective on employability. Studies in higher education, 38(6), 
841-856.

U.S. Department of Labor. (1991). What work requires of schools: A SCANS report for America 
2000. Washington, DC: The Secretary’s Commission on Achieving Necessary Skills.

Yoong, D., Don, Z. M., & Foroutan, M. (2017). Prescribing roles in the employability of 
Malaysian graduates. Journal of Education and Work, 30(4), 432–444.

van Laar, E., van Deursen, A. J., van Dijk, J. A., & de Haan, J. (2017). The relation between 
21st-century skills and digital skills: A systematic literature review. Computers in human 
behavior, 72, 577-588.

Verbeek, J. H., de Boer, A. G., van der Weide, W. E., Piirainen, H., Anema, J. R., van Amstel, 
R., et al. (2005). Patient satisfac tion with occupational health physicians: Development of 
a questionnaire. Occupa tional and Environmental Medicine, 62(2), 119-123.

Webster, C. & Taylor, S. (1990). Toward Bridging the Gap Between Marketing Programs and 
Business Firms, American Marketing Association Educators’ Proceedings, 6, (Summer), 
360-365.

Zahra, S., Nazir, A., Khalid, A., Raana, A., & Majeed, M. N. (2014). Performing Inquisitive 
Study of PM Traits Desirable for Project Progress. International Journal of Modern 
Education and Computer Science (IJMECS), 6(2), 41.

63

 Cor Jesu College, Inc.

Slongan | Volume 3 • September 2017


