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Abstract 

 

 

Today, there is a mismatch between business graduates and employers in the labor market, in 

terms of fit. Much of this mismatch is due to a lack of understanding of the needs of individual 

employers. Previous research has not taken into consideration contextual and individual 

differences, which significantly affects what employers want. Hence, in order to understand the 

employability of business graduates, one has to recognize the diversity in employer needs, 

which entails studying the role of organizational identity in employer requirements.  

The purpose of this research was to get a more comprehensive understanding of how individual 

employers in Sweden experience different aspects of Graduate Employability. The dissertation 

further builds on significant research on Graduate Employability, thus making it a study of 

deductive nature. In order to increase the understanding of Graduate Employability, we opted 

for an exploratory and qualitative approach. With the use of interviews, we were able to collect 

in-depth empirical data that were based on real-life experiences and working environments of 

five individual employers. 

Our findings illustrated Graduate Employability from a more practical perspective, thus 

offering a more nuanced understanding of what employers expect and want from business 

graduates. Not only did we illuminate the concept of Graduate Employability, but we also 

highlighted the importance getting to know the employers and their needs.  

The contribution of this thesis will help aspiring business graduates to improve their 

employability, but the findings also have implications for higher education institutions and 

employers alike.   

 

 

 

Keywords: Graduate Employability, mismatch, fit, employer, identity, culture, values, higher 

education, experience, skills, personal qualities 



 

 

 

 

Acknowledgement 

 

 

First of all, we would like to thank our supervisor Dr. Timurs Umans for giving us proper 

guidance in the intense process of writing this dissertation. We would also like to thank Annika 

Fjeknér for helping us to improve the linguistics. 

Furthermore, a special thanks to the participating employers who made this disseration 

possible. They decided to participate with a short notice and shared their experiences which 

provided us with valuable information. 

Lastly, we would like to thank all other tutors that have contributed to this disseration and our 

family and friends who have stood by our side.  

 

Thank you. 

 

Kristianstad, May 2014 

 

__________________   __________________ 

Arshad Farouq   Senudin Adilovic   

 

 

 

 

 

 



 

 

 

List of contents 

1. Introduction .........................................................................................................................8 

1.1 Background ..........................................................................................................................8 

1.2 Problematization ..................................................................................................................9 

1.3 Research question ..............................................................................................................11 

1.4 Purpose ..............................................................................................................................11 

1.5 Outline ...............................................................................................................................12 

2. Literature Review ............................................................................................................13 

2.1 The complexity of Graduate Employability ......................................................................13 

2.2 The signaling game ............................................................................................................14 

2.3 Defining Graduate Employability .....................................................................................15 

2.4 Education ...........................................................................................................................16 

2.5 Experience .........................................................................................................................17 

2.5.1 Business-specific work experience ..............................................................................18 

2.5.2 General work experience ............................................................................................18 

2.6 Skills/personal qualities .....................................................................................................18 

2.6.1 Skills ............................................................................................................................18 

2.6.2 Personal qualities .......................................................................................................19 

2.7 What shapes a company’s need for workers? ....................................................................20 

Figure 2.1 ”The onion chart” : Cultural manifestations at different levels ........................21 

2.8 Summary ............................................................................................................................21 

2.9 Figure 2.1 Factors affecting Graduate Employability .......................................................22 

  Figure 2.1 Factors affecting Graduate Employability ......................................................23 

3. Method .................................................................................................................................24 

3.1 Research approach .............................................................................................................24 

3.2 Choice of theory ................................................................................................................24 

3.3 Research design and strategy .............................................................................................25 

3.4 Choice of methodology .....................................................................................................25 

3.5 Time horizon ......................................................................................................................26 

3.6 Data collection ...................................................................................................................26 

3.7 Conceptualization ..............................................................................................................27 

3.7.1 Presentation and warm-up questions ..........................................................................28 

3.7.2 Education ....................................................................................................................28 



 

 

 

3.7.3 Experience ...................................................................................................................29 

3.7.4 Skills/personal qualities ..............................................................................................29 

3.7.5 Defining Graduate Employability ...............................................................................29 

3.8 Sample selection ................................................................................................................30 

3.9 Credibility ..........................................................................................................................32 

3.10 Generalizability ...............................................................................................................33 

3.11 Ethical considerations ......................................................................................................33 

4. Results ..................................................................................................................................35 

4.1. Interview with employer A ...............................................................................................35 

4.1.1. Education ...................................................................................................................35 

4.1.1.1. Ranking of institutions ...........................................................................................35 

4.1.1.2 Broad versus specialized orientation .........................................................................35 

4.1.1.3 Networking ............................................................................................................35 

4.1.1.4 Grades....................................................................................................................36 

4.1.2 Experience ...................................................................................................................36 

4.1.2.1 General work experience, part-time jobs and other engaging activities ........................36 

4.1.2.2 Business-specific experience and internship ..............................................................37 

4.1.3 Skills/personal qualities ..............................................................................................37 

4.1.4 Defining Graduate Employability ...............................................................................39 

4.2 Interview with employer B ................................................................................................39 

4.2.1 Education ....................................................................................................................39 

4.2.1.1 Ranking of institutions ............................................................................................39 

4.2.1.2 Broad versus specialized orientation .........................................................................39 

4.2.1.3 Networking ............................................................................................................39 

4.2.1.4 Grades....................................................................................................................39 

4.2.2 Experience ...................................................................................................................39 

4.2.2.1 General work experience - part time jobs & other engaging activities .........................39 

4.2.2.2 Business-specific experience and internship ..............................................................40 

4.2.3 Skills/personal qualities ..............................................................................................40 

4.2.4 Defining Graduate Employability ...............................................................................41 

4.3 Interview with Employer C ...............................................................................................41 



 

 

 

4.3.1 Education ....................................................................................................................41 

4.3.1.1 Ranking of institutions ............................................................................................41 

4.3.1.2 Broad versus specialized orientation .........................................................................41 

4.3.1.3 Networking ............................................................................................................41 

4.3.1.4 Grades....................................................................................................................42 

4.3.2 Experience ...................................................................................................................42 

4.3.2.1 General work experience - part time jobs & other engaging activities .........................42 

4.3.2.2 Business-specific experience and internship ..............................................................42 

4.3.3 Skills/personal qualities ..............................................................................................43 

4.3.4 Defining Graduate Employability ...............................................................................43 

4.4 Interview with Employer D ...............................................................................................44 

4.4.1 Education ....................................................................................................................44 

4.4.1.1 Ranking of institutions ............................................................................................44 

4.4.1.2 Broad versus specialized orientation .........................................................................44 

4.4.1.3 Networking ............................................................................................................44 

4.4.1.4 Grades....................................................................................................................45 

4.4.2 Experience ...................................................................................................................45 

4.4.2.1 General work experience - part time jobs & other engaging activities .........................45 

4.4.2.2 Business-specific experience and internship ..............................................................46 

4.4.3 Skills/personal qualities ..............................................................................................46 

4.4.4 Defining Graduate Employability ...............................................................................49 

4.5. Interview with Employer E ...............................................................................................49 

4.5.1 Education ....................................................................................................................49 

4.5.1.1 Ranking of institutions ............................................................................................49 

4.5.1.2 Broad versus specialized orientation .........................................................................50 

4.5.1.3 Networking ............................................................................................................50 

4.5.1.4 Grades....................................................................................................................51 

4.5.2 Experience ...................................................................................................................51 

4.5.2.1 General work experience - part time jobs & other engaging activities .........................51 

4.5.2.2 Business-specific experience and internship ..............................................................52 



 

 

 

4.5.3 Skills/personal qualities ..............................................................................................52 

4.5.4 Defining Graduate Employability ...............................................................................53 

5. Analysis ...............................................................................................................................55 

5.1 Education ...........................................................................................................................55 

5.1.1 Ranking of institutions ................................................................................................55 

5.1.2 Broad versus specialized orientation ..........................................................................56 

5.1.3 Networking ..................................................................................................................57 

5.1.4 Grades .........................................................................................................................58 

5.2 Experience .........................................................................................................................59 

5.2.1 General work experience, part-time jobs and other engaging activities ....................59 

5.2.2 Business-specific experience and internship...............................................................61 

5.3 Skills/personal qualities .....................................................................................................62 

5.4 Defining Graduate Employability .....................................................................................64 

5.5 Summary of the analysis ....................................................................................................64 

5.6 Figure 5.1 Factors affecting Graduate Employability .......................................................66 

Figure 5.1 Factors affecting Graduate Employability.........................................................66 

6. Conclusions ........................................................................................................................67 

6.1 Summary of the dissertation ..............................................................................................67 

6.2 Theoretical contribution ....................................................................................................68 

6.3 Practical implications ........................................................................................................69 

6.4 Future research ..................................................................................................................69 

6.5 Social implications ............................................................................................................70 

6.6 Critical reflections .............................................................................................................70 

 

References ...............................................................................................................................71 

Appendix I Interview guide in English .........................................................................75 

Appendix II Interview guide in Swedish ......................................................................77 

 

  

 

 

  



 

8 

 

1. Introduction 

 

In this introductory chapter, we will present the background, problematization, research 

question, purpose and the outline of this paper. The background will briefly introduce the 

subject of Graduate Employability. The problematization will then describe the main issues 

concerning Graduate Employability and explain why there is room for further study. The 

research question and purpose of this study will state our mission. The chapter will end with an 

outline that briefly describes the chronology of this paper. 

 

 

1.1 Background 

Imagine spending three tough years at college studying business and economics with the belief 

that when you graduate, you will be able to face whatever the labor market throws at you. Now 

imagine instead the feeling when you find out that in reality you are no way near ready to work 

with qualified tasks, nobody wants to hire you and the three or more years that you spent 

studying were of little or no use. How frustrating and confusing would not that be? 

Unfortunately, this is reality for many business graduates today. 

Markets are becoming increasingly dynamic and complex, forcing companies to look to the 

educational sector in their search for highly skilled and competent workers (Andrews & Higson 

2008; European Commission 2010; Krassén 2013; Raybould & Sheedy 2005; Yorke 2006). 

One would think that these conditions would benefit business graduates. However, there are 

suggestions of a gap or “mismatch” between business graduates and the labor market (ibid). In 

fact, more and more companies raise their concern and dissatisfaction regarding the 

competence of many business graduates. Companies highlight the gap in terms of expectations 

and fit (Andrews & Higson 2008; Harvey 2003; Krassén 2013; Raybould & Sheedy 2005; 

Wellman 2010). Consequently, many companies fail to address this growing need for advanced 

workers (Andrews & Higson 2008; Harvey 2003; Krassén 2013; Yorke 2006). Hence, business 

graduates face difficulties when trying to establish themselves onto the labor market (ibid). 

When hiring there is always a risk attached as, the outcome is not always known beforehand in 

terms of the potential employee’s contribution. According to Michael Spence’s (1973) classical 

theory, Job-market signaling, which looks at the relationship between applicants and 

employers, hiring can be likened to a lottery. Failing to ensure a good match can result in 
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significant cost for the hiring company (Bottger & Barsoux 2012; Spence 1973). In order for 

companies to decrease the risk involved when hiring, they need evidence that the “productive 

capabilities” of an applicant matches the desired requirements that these companies put forward 

(ibid). In other words, for an employment to take place the delivered competence (applicant) 

should more or less match the required competence (employer). 

This begs the question; what do individual employers want from business graduates? At the 

end of the day, you have to be fit with the company to ultimately be employed. To answer such 

a question one would have to dissect and analyze employer needs in relation to the situation of 

graduates, which is what we will try to do in this study. This methodology or concept is also 

known as “Graduate Employability” (Harvey 2003; Yorke 2006). 

1.2 Problematization 

The issue with Graduate Employability is that it is a complex and multifaceted concept, which 

evolves with time and can easily cause confusion. Graduate Employability has come to mean 

many different things. From how well higher education institutions prepares graduates for the 

labor market, to what graduates need to possess in terms of competencies to be successful in 

the labor market (Andrews & Higson 2008; Harvey 2003; Hillage & Pollard 1998; Knight & 

Yorke 2003; Wellman 2010; Yorke 2001). The aspiration has been to bridge the gap to the 

labor market, and this has expressed itself in many ways leading to a number of different 

definitions of what Graduate Employability is. Some researchers speak of Graduate 

Employability in terms of employment (Yorke 2006). Meanwhile, others researchers suggest 

that Graduate Employability is beyond employment, and includes being successful at a job and 

having the capacity to move between employments (Hawkins 1999; Hillage & Pollard 1998; 

Raybould & Sheedy 2005; Yorke 2001, 2006). However, Harvey (2003) explains that 

employability is a sense of understanding and awareness that helps an individual to take the 

right decisions and actions, in order to increase his or her potential in the labor market. 

In order for graduates to develop their employability, research points to three interconnected 

factors, of which there is little disagreement: 

-          A relevant degree through higher education 

-          Work experience 

-          A set of skills and personal qualities 
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A relevant degree is generally considered the minimum requirement for graduate jobs, and 

provides employers with evidence that the graduate has gained advanced theoretical knowledge 

and understandings of the particular business area (Andrews & Higson 2008; Atkins 1999; 

Knight & Yorke 2003; Yorke 2001; Pool & Sewell 2007; Teichler 2000). However, some 

research undermines the importance of higher education by claiming that there are other 

aspects that affect the employability of business graduates relatively more (Brown, Hesketh & 

Williams 2002; Tomlinson 2008; Yorke 2006; Wellman 2010).   

Work experience is often given more attention as it tells an employer much more of an 

individual than a formal degree can. Work experience is seen as an excellent way of developing 

theory through practice, and gives business students valuable insight into the labor market 

(Andrews & Higson 2008; Gibb 2002; Holmes 2001; Knight & Yorke 2003; Pool & Sewell 

2007; Wellman 2010). Experience is considered by many employers to be a prerequisite for 

developing certain skills and personal qualities (ibid). 

Skills and personal qualities are often regarded as the most important aspect to Graduate 

Employability. The reason being, that skills and personal qualities are much more work related 

and enables the employer to better anticipate the potential contribution of an individual to the 

company (Andrews & Higson 2008; Harvey 2003; Knight & Yorke 2003; Yorke 2001; 

Raybould & Sheedy 2005; Wellman 2010). 

There is plenty of research conducted on the importance of each factor building up Graduate 

Employability, but many of these studies lack applicability (Harvey 2003; Knight & Yorke 

2003; Pool & Sewell 2007; Wellman 2010; Yorke 2001). The problem is that on the one hand, 

efforts are being made to match graduates with employers. On the other hand, employer needs 

are approached as homogenous by focusing mainly on what the labor market wants 

collectively. The implication is that prior research fails to acknowledge the diversity in 

employer needs. There are significant contextual differences that characterize the labor market, 

which are being overlooked. By only highlighting what employers have in common, the 

understanding of Graduate Employability can only reach so far. 

Considering the fact that companies are unique, it is crucial to understand how their needs 

differ. This notion entails putting greater emphasis on the implication of corporate identity such 

as the role of culture and values, in shaping employer needs. Ahrne and Papakostas (2002) 

explain that the beliefs and behaviors of the people within an organization are greatly affected 

by the organizational identity, culture and values. These factors are actively shaped in order to 
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guide the organization and differentiate the company from its competitors (Aspers 2010; 

Hofstede 1991). According to Holmes (2006), Graduate Employability is subject to 

interpretation and its subsequent meaning is not predetermined but rather relative. At the end of 

the day, it is the job role at the particular company that ultimately decides what an employer 

requires (Bottger & Barsoux 2012; Raybould & Sheedy 2005; Yorke 2006). 

The issue of matching graduates with employers is not unique to Sweden, as it exists all over 

the world (Wye & Lim 2014; Yorke 2006). What is interesting to see though is how different 

employers in Sweden experience Graduate Employability in relation to business graduates and 

highlight their respective differences, as this kind of data is lacking. Much of the research on 

Graduate employability in Sweden concerns all of the disciplines collectively, and is not 

isolated to business graduates (Almerud, Hjortzberg & Krassén 2012; Krassén 2013). The 

research that concerns business graduates only gives an overall picture of the mismatch 

problem, and is very often in the form of charts of statistical nature (Civilekonomerna 2013). 

Hence, there is a lack of in-depth information that describes what employers in Sweden want 

from business graduates and why. 

To understand Graduate Employability in relation to business graduates in Sweden better, it 

would be more reasonable to study individual employers and not only consider their similarities 

but also highlight their differences. By doing so, we can generate more meaningful information 

that is practically applicable to the benefit of aspiring business graduates and higher education 

institutions alike. 

1.3 Research question 

How do five individual employers in Sweden experience Graduate Employability in terms of 

education, experience and skills/personal qualities? 

1.4 Purpose 

The purpose of this study is to illustrate how five individual employers in Sweden experience 

Graduate Employability in terms of education, experience and skills/personal qualities. 
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1.5 Outline 

The outline of this study is presented in the following order: 

 

Chapter 1 provides information about the background, problematization, research question and 

purpose of the study. 

 

Chapter 2 presents the theory and literature review. It will give the required information in 

order to understand in what context the subject has been placed and justify why a new study is 

needed. 

 

Chapter 3 addresses the approach of the study in terms of scientific method.   

 

Chapter 4 is where the results of the study are presented. 

 

Chapter 5 deals with the analysis. 

 

Chapter 6 is the final chapter. It contains the conclusions of the study, explains the 

contributions, while giving suggestions for future research. 
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2. Literature Review 

 

The literature review will explain the fundamentals of Graduate Employability but also the 

issues facing the subject. A discussion is then made about the role and implications of 

organizational identity, culture and values on employer needs. The synthesis of the theories 

presented will then help to build a revamped model of Graduate Employability.  

 

 

2.1 The complexity of Graduate Employability 

An economy needs to be productive in order to develop and prosper (Krugman & Obstfeld 

2009). Productivity is based upon a well-functioning labor market where the market-needs are 

continuously being met (ibid). Today, markets have become increasingly sophisticated and are 

characterized by constant and rapid change (Andrews & Higson 2008; European Commission 

2010). Knight and Yorke (2003) highlight the demand for highly skilled human-capital to help 

companies face these new challenges. As a result, higher education institutions are increasingly 

being subject to governmental interference. The aim is to foster this new breed of skilled and 

competent workers. However, higher education has traditionally been more inclined towards 

cultivating learning primarily, rather than providing the labor market with work-ready 

graduates (Bennis & O’Toole 2005).  

There is an expectation among different stakeholders that higher education institutions are 

mainly responsible for developing the employability of graduates (Andrews & Higson 2008). 

There is significant research suggesting the opposite, thus raising questions concerning the role 

of higher education. Yorke (2006), reasons that the role of higher education is to create 

conditions for learning. Bennis and O’Toole (2005) argue that because of the academic nature, 

higher education have lost sight of the labor market altogether. Knight (2001) discusses that 

institutions react slowly to change. Yorke (2006) adds that it is impossible for higher education 

to tailor graduates to every single company. Yet, the main theme of the Graduate Employability 

debate has been what higher education can and should do, in order to bridge the gap to the 

labor market. Hence, neglecting the fact that at the end of the day, employability is the result of 

active behavior at an individual level (Harvey 2003; Knight & Yorke 2003; Yorke 2001). 
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Graduate Employability can be many things but in this particular thesis, Graduate 

Employability is concerned with better understanding the gap between business graduates and 

employers, in terms of fit. 

2.2 The signaling game 

To understand what Graduate Employability is, one has to recognize the main stakeholders and 

their respective roles in shaping the labor market. The issue of Graduate Employability is best 

illustrated in the simple yet accurate theory, Job-market signaling, by Michael Spence (1973). 

The theory (ibid) describes the interaction on the labor market between those who seek to work 

(job-applicants), and those who wish to hire (employers). The relationship can be compared to 

a symbiosis. Job-applicants are selling their knowledge and capabilities to employers for wage 

(ibid).  

However, when hiring there is always a risk attached as the outcome is not always known 

beforehand. Spence (ibid) likens hiring to a lottery. Due to binding contracts and time-

consuming activities like internal training, a wrong recruitment can be very costly (ibid). In 

fact, calculations show that a single wrong recruitment can easily cost a company well above 

100.000 euros (Danielsson 2010). Companies are forced to make significant efforts in order to 

find a suitable match (Caldwell & O’Reilly 1990).  

Spence (1973) suggests that it is “information gaps” that is the reason why applicants and 

employers mismatch. Employers’ knowledge about the “productive capabilities” of the 

applicants is lacking (ibid). The applicants on the other hand have limited knowledge about the 

job and the circumstances surrounding the job (ibid). This lack of understanding results in what 

Spence (ibid) refers to as a “signaling-game”, where either one or both of the parties acquire 

information, in order to signal and compensate the information and knowledge gap. When an 

individual undertakes an education and/or gains experience, the individual is signaling to the 

employer that he or she is qualified for the job (ibid). 

Spence’s contribution to the Graduate Employability debate is that employability is about two 

aspects: qualification (competence) and fit. Graduate Employability is not about the mere 

acquisition and possession of different competences, unless the competence is of relevance to 

the employer. 
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2.3 Defining Graduate Employability 

Graduate Employability is a complex concept and can mean many different things depending 

on the context. The reason is the many stakeholders that are pushing the Graduate 

Employability agenda in their respective favor. In essence, Graduate Employability is about 

understanding the benefit that higher education constitutes, in contributing to an individual’s 

potential success in the labor market. What kind of success and for whom? Yorke (2006) 

argues that success is relative, a belief shared by Holmes (2006) who adds that success is 

subject to interpretation. At the end of the day, success must be put in relation to the ultimate 

goal, which is to meet the needs of the labor market. However, these needs constantly change. 

Not only does needs change, they vary between sectors as well as between companies (Atkins 

1999; Wye & Lim 2014).  

The many views have culminated in whether Graduate Employability is mainly about 

employment or employability. Peter Hawkins (1999), reasons that employability is a securer 

condition than employment. The position taken is that employment is temporary and merely a 

consequence of being employable (ibid). Yorke (2006) suggests that employability apart from 

gaining employment is also about being able to handle a job. Hillage and Pollard (1998) add to 

this definition, the capability to move between employments. 

What does it take to become employable then? Little (2001) separates between factors that 

prepare an individual for the labor market, and factors that are explicitly concerned with the 

job-acquisition. Spence’s (1973) signaling-theory describes this process as first acquiring a 

signal in the form of a degree. Subsequently, the individual would try to “sell” this competence 

to the employer in order to receive employment (ibid). Hillage and Pollard (1998) highlight the 

importance of being able to market oneself to employers. Harvey (2003) on the other hand, 

speaks of Graduate Employability beyond employment, in terms of good learning and 

assessment-ability. In other words, to learn what is important and to use this asset to one’s 

advantage (ibid). This conceptual and holistic approach suggested by Harvey (2003) offers a 

more profound understanding of the mechanics of graduate employability. 

What does Graduate Employability consist of? The literature highlights the importance of 

higher education as a source of gaining advanced theoretical skills and understandings 

(Andrews & Higson 2008; Atkins 1999; Knight & Yorke 2003; Pool & Sewell 2007; Teichler 

2000; Yorke 2001). The addition of insight into the labor market through practical experience 

is especially valuable to employers (Andrews & Higson 2008; Gibb 2002; Holmes 2001; 
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Knight & Yorke 2003; Pool & Sewell 2007; Wellman 2010). Yet, the most important aspect of 

Graduate Employability is still the acquisition of different types of skills and personal qualities, 

not least those relevant to a particular employer and job (Andrews & Higson 2008; Harvey 

2003; Knight & Yorke 2003; Raybould & Sheedy 2005; Wellman 2010; Yorke 2001, 2006).  

Research suggests that the integration of theoretical knowledge, practical work experience and 

a set of employer-relevant skills and personal qualities, developed through higher education 

can significantly increase the employability of graduates, instead of considering them as 

separate entities (Knight 2001; Yorke 2001). Some researchers point out that employability is a 

life-long process rather than something permanent (Guile & Young 1998; Pool & Sewell 2007). 

As the demands of the labor market evolves so does the view of Graduate Employability. 

Although research indicates that Graduate Employability is a life-long process, it does not 

diminish the fact that higher education has shown to be the best platform for learning. Hence, 

students are encouraged to make the most of their time at higher education in order to build a 

good foundation for the future. 

2.4 Education 

Teichler (2000) discusses that higher education increases an individual’s opportunities of 

employment. This notion is reaffirmed by Atkins (1999), who argues that higher education in 

itself cultivates learning to a significant extent. Harvey (2003) on the other hand, suggests that 

employability is an active and deliberate process rather than something passive and automatic. 

According to the view of Harvey (ibid), Graduate Employability is about the decisions one 

makes and the awareness of the implications of these decisions (ibid).  

There are many choices to consider when applying for higher education. Among the most 

notable are the choice of institution and subject. Some research refutes this notion by 

highlighting the limited implication of possessing a relevant degree. The attitude among 

employers towards the possession of a degree is illustrated in Brown et al. (2002, p. 19), 

“Academic qualifications are the first tick in the box and then we move on. Today we simply 

take them for granted”. There is a common understanding that a degree is not enough to 

become employable, and that there are other aspects to Graduate Employability, that should be 

prioritized (Brown et al. 2002; Tomlinson 2008; Yorke 2006; Wellman 2010). However, 

Andrews and Higson (2008) report that both graduates and employers put great value to the 

contributions of higher education.  
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It is argued that some higher education institutions are better than others (Hesketh 2000; Wilton 

2011). Hence, employers can prefer one graduate over another based on what institution they 

graduated from (ibid). The value of a degree and the subsequent knowledge gained through that 

degree can also depend on the orientation chosen. Wilton (2011) reported differences in labor 

market outcomes for business and management graduates, depending on whether their degree 

was special or general. These differences involved both career satisfaction and level of income 

(ibid). According to The Dearing Report (1997), it is of great importance that students keep 

their employability in mind, when choosing what and where to study.  

Research clearly highlights the importance and benefits of a closer relationship between higher 

education institutions and employers (Gibb 2002). Research suggests that graduates from 

institutions that are closer attuned to the needs of employers, can actually be prioritized by 

employers, thus affecting where an individual chooses to study (Hesketh 2000; Wilton 2011). 

Hesketh (2000) adds that employers can select graduates based on the reputation of an 

institution. There is a correlation between established high-ranked institutions and high 

requirements of admission, indicating the value of good grades (Little 2001). It raises the 

question of what kind of “signal-value” high scores could potentially have on employer 

recruitment decisions. Andrews and Higson (2008) as well as Smith, McKnight and Naylor, 

(2000) imply that the role of good grades might not be entirely insignificant, especially in the 

transition from higher education to the labor market. 

2.5 Experience 

Bennis and O’Toole (2005) write in the Harvard Business Review, that business institutions are 

overlooking the importance of learning through practice. As a result, institutions are 

undermining the prospects of their graduates in the labor market (ibid). Insight and an 

understanding of the labor market through practical experience, in addition to theoretical 

knowledge, is considered to be one of the best ways to enhance the employability of graduates 

(Andrews & Higson 2008; Gibb 2002; Holmes 2001; Knight & Yorke 2003; Pool & Sewell 

2007; Wellman 2010). Knight and Yorke (2003) and Yorke (2006) point out that it is the 

learning outcomes gained through work experience that employer’s appreciate. According to 

Spence (1973) and Davies (2000), acquiring experience is a form of evidence that increases the 

probability of employment.  

Becher (1999) noted that the combination of theory and practical experiences could enhance 

the learning by as much as six times (as cited in Knight & Yorke 2003). Ehiyazaryan and 
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Barraclough (2009) reported that theoretical learning which reflected working environments, 

motivated students to a higher extent as it brought them closer to the employers. The opposite 

scenario, merging practice with theory, has also been found to have positive implications. 

According to Gibb (2002), employees already within the labor market enhanced their 

understanding and thus performance further, when incorporating theoretical studies parallel to 

their work.  

2.5.1 Business-specific work experience 

The best way to prepare students for the labor market is arguably through work experience 

relevant to the employer. Andrews and Higson (2008) as well as Crebert, Bates, Bell, Patrick 

and Cragnolini (2004), report that students and employers alike, consider internship to be an 

excellent source for business students to put theory into practice, and develop their skills 

further. At the same time, they (ibid) note that learning outcomes through experience can differ. 

Knight and Yorke (2003) explain that work experience has to be educative in order to be 

beneficial. Harvey’s (2003) position is that employability is not automatic, rather a 

consequence of conscious and active behavior. 

2.5.2 General work experience 

General work experience is also valuable to employers (Andrews & Higson 2008; Knight & 

Yorke 2003). Knight and Yorke (2003) explains that it might not always be the type of 

experience, but rather what a student has learnt from the experience and how it relates to the 

employer. Employers acknowledge the value of general work experience, especially in the 

absence of internship and other employer-specific work experience (Andrews & Higson 2008). 

Part-time jobs and voluntary work are also considered good ways of acquiring understanding 

and insight of the labor market, and how organizations function (Andrews & Higson 2008; 

Harvey, Locke & Morey 2002). Holmes (2001) suggests that institutions, who cannot offer its 

students any form of work experience, should compensate for this in the curriculum.  

2.6 Skills/personal qualities 

2.6.1 Skills 

The development of different types of skills is considered an essential part of Graduate 

Employability. The importance of “generic” or “transferable” skills is a common theme 

throughout the literature (Andrews & Higson 2008; Wye & Lim 2014; Harvey 2003; Wellman 

2010; Stephenson 1998). Generic skills are the kind of skills that can be applied regardless of 
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the context (ibid). Harvey (2003), reports that employers do not necessarily want tailored-fit 

graduates. Instead, employers prefer graduates with a foundation of generic skills that can be 

developed further (ibid). What has followed is a focus on skills, which has resulted in extensive 

quantitative compilations and lists of the most common generic skills that employer’s desire 

(Andrews & Higson 2008; Wellman 2010). In fact, Andrews and Higson (2008) found that 

employers across the EU generally preferred the same generic skills.  

Yet, research clearly shows that it is crucial for graduates to consider the diversity in market 

and employer needs (Yorke 2006; Harvey, Moon, Geall & Bower 1997; Holmes 2001, 2006; 

Little 2001). Hinchliffe (2002) claims that in order to find a common set of generic skills which 

can be applied between contexts, one must first develop a “situational understanding” of the 

circumstances that separates one situation from another. Raybould and Sheedy (2005) as well 

as Yorke (2006) argue that Graduate Employability is defined in relation to the particular job 

that is to be carried out. Atkins (1999) adds that companies have different needs and work in 

different environments.  

Wye and Lim (2014) recently conducted a study in order to identify whether employability 

skills of business graduates are mainly generic or specific. They (ibid) found that more or less 

all companies, regardless of business sector, appreciated certain skills. However, they also 

found that some skills where specific and unique to certain sectors, as well as between 

companies (ibid). Holmes (2006) is of the belief that skills are very much the result of 

interpretation and thereby questioning the value of pre-determined lists of quantitative skills 

that lack context, depth and thus meaning.   

2.6.2 Personal qualities 

Harvey (2003), Knight and Yorke (2003), Pool and Sewell (2007) and Yorke (2001) all bring 

to attention the kind of skills or rather “personal qualities” that enables an individual to learn 

what is important, and then use this understanding to his or her advantage. Whether it may be 

in order to receive employment or develop on a personal level. The types of qualities are 

known as a synergy of self-management, metacognition, self-efficacy, critical thinking and 

reflection (ibid).  

Self-management and metacognition are qualities that enable an individual to be “self-

regulatory”, in the sense that one is capable of coordinating and organizing different factors and 

exploiting these factors (ibid). Self-efficacy or as Knight and Yorke (2003) label it, self-theory, 

is considered as a particularly important trade. Self-theory is the belief that an individual can 
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improve his or her conditions, and that these conditions/circumstances are not the result of 

chance but rather a consequence of active and deliberate actions (ibid). Critical thinking and 

reflection are vital qualities that enable an individual to effectively analyze, interpret and make 

sense of circumstances and experiences (Harvey 2003; Knight & Yorke 2003; Pool & Sewell 

2007; Yorke 2001. Critical thinking and reflection are also fundamental in order to refine 

existing competences, as well as developing new competences (ibid). These personal qualities 

are the driving force behind every choice and action and are thus critical to develop, in order to 

become employable (ibid). 

2.7 What shapes a company’s need for workers? 

The obvious answer to the question of what shapes a company’s need for workers, is the fact 

that companies differ in business nature and this greatly affects their needs. Although 

organizations might share a common set of requirements, they also differ in that regard. What 

employers want from graduates is very much affected by the job-role at the company (Yorke 

2006; Raybould & Sheedy 2005). Employment is not just about the job though. An individual 

needs to fit with the company and its employees by understanding the culture within that 

particular company (Bottger & Barsoux 2012; Chatman 1991). Understanding the 

circumstances and environments that company’s operates in is crucial (Holmes 2006).  

Studying the identity and culture at a specific company can explain the behaviors of the people 

within that company (Ahrne & Papakostas 2002; Holmes 2006). Companies strive to become 

unique and stand out from the competition through the formation of a unique identity (Aspers 

2010; Hofstede 1991). The identity can be communicated in the form of values, both internally 

among the employees and externally to customers (ibid). The values are supposed to be the 

foundation of the company and pervade all activities, behaviors and actions within the company 

(Hofstede 1991). 

Holmes (2006) discusses that Graduate Employability like human behavior, is attributed 

meaning through how it is perceived and subsequently interpreted. Holmes (ibid) elaborates 

that a potential employment is not the result of a series of measurements by the employer, 

rather of subjective “judgments”. These judgments in turn are shaped by the respective roles 

within the particular organizational setting, which in turn are influenced by the corporate 

identity, culture and values (Holmes 2006, Aspers 2010, Hofstede 1991).   
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Figure 2.1 ”The onion chart” : Cultural manifestations at different levels 

(From: Hofstede, Organisationer och kulturer – Om interkulturell förståelse, p. 17, 1991) 

The implications of corporate identity, culture and values on employer preferences of Graduate 

Employability suggests that greater emphasis should be put on understanding the needs of 

individual employers, rather than considering labor market needs as homogenous. 

2.8 Summary 

The concept of Graduate Employability is complex and multifaceted. Graduate Employability 

can be many things, but is mainly concerned with developing the employability of graduates 

through higher education. To become employable, graduates need to understand what the labor 

market and individual companies in particular expect of them, and adjust accordingly.  

The main aspects of Graduate Employability are, advanced theoretical knowledge through the 

possession of a degree, insight into the labor market through practical experience and a set of 

employer relevant skills and personal qualities. While skills are job-focused, personal qualities 

are concerned with the potential of an individual. However, all of these aspects need to coexist 

and be developed during higher education, in order to maximize the employability of business 

graduates. Labor market needs are not homogenous and differ depending on the nature of the 

business. Graduate employability is subject to interpretation as needs vary. The role of 

corporate identity, culture and values can explain how the need at a company is formed, and 

consequently, what employers want from business graduates. 
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2.9 Figure 2.1 Factors affecting Graduate Employability   

Graduate employability is about the journey that an individual undertakes towards the labor 

market, through higher education. The kind of information that the model below will generate, 

reflects this journey. Graduate employability is a process that is initiated when an individual 

desires to become more successful in the labor market. To become successful, an individual 

needs to be attuned to labor market needs. Such needs are not homogenous and there can be 

considerable differences among organizations. What employers want is thus subject to 

interpretation (Holmes 2006), which suggests that it is more meaningful to look at the needs of 

individual employers, and acknowledge why their needs differ. The door in the model 

illustrates how each employer experiences and interprets Graduate Employability.  

Employers mainly want three things from graduates: education (degree), work experience 

employer-relevant skills and personal qualities. The acquisition and subsequent value of an 

education and thus contribution to an individual's employability, requires that an individual 

reflect upon a couple of sub-factors. Firstly, research suggests that the choice of institution can 

affect the employability of graduates, thus raising the question whether some institutions are 

more prestigious to employers than others (Hesketh 2000; Wilton 2011). Secondly, the 

literature point to different labor market outcomes depending on whether the degree is specific 

or general (Wilton 2011). Thirdly, suggestions have been made of the benefits of a closer 

relationship between institutions and the labor market (Gibb 2002; Wilton 2011). Finally, 

another aspect to education that could potentially contribute in increasing the value of a degree 

is the role of good grades (Smith et al. 2000).  

The main opportunity for a student to acquire experience during higher education is in the form 

of internships and/or part-time jobs. In the absence of internship and part-time jobs, the 

involvement in different groups or activities during higher education can become valuable 

(Andrews & Higson 2008; Harvey et al. 2002). Experience gained can be either general or 

employer-specific, with the latter generally being more appreciated (Andrews & Higson 2008).  

Employers generally want graduates to possess a set of skills that are relevant and meaningful 

to their respective practices (Holmes 2006; Wellman 2010). The mere possession of an 

education, experience and employer relevant skills, is not sufficient to be employable. An 

individual must realize that Graduate Employability is an active process. Consequently, an 

individual must develop personal qualities like self-management, metacognition, self-efficacy 

through critical thinking and reflection (Harvey 2003; Pool & Sewell 2007; Knight & Yorke 
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2003; Yorke 2001). These kind of personal qualities are critical in order to nurture and drive an 

individual forward. Together, they form the key towards becoming more employable. 

However, this key must be compatible with the lock at the door of the particular employer at 

hand.   

 

 

Figure 2.1 Factors affecting Graduate Employability 
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3. Method 

 

The third chapter aims to describe the methods used for this dissertation. In this section, the 

nature of the research is explained as well as how we intend to go about conducting the actual 

research. In addition, precautionary measures that aim to raise the quality of the research will 

be discussed. 

 

 

3.1 Research approach 

Bryman and Bell (2011) describe two main research approaches, the Inductive and the 

Deductive research approach. When using an inductive approach, the researcher begins by 

collecting empirical data, and then forms a theory based on the observations (ibid).  The 

deductive research in contrast, aims to create new theories or test hypotheses based on existing 

research (ibid). Either, the empirical data generated will serve to strengthen new or updated 

theories or test hypotheses (ibid).  

For this study, a deductive research approach will be adopted. The aim is not to test any 

hypotheses, but rather to increase the understanding of Graduate Employability, by building on 

previous work. The concept of Graduate Employability is well studied with many existing 

theories. However, Graduate Employability is complex and there are certain issues that are yet 

to be considered. Most of the studies conducted within the field of Graduate Employability are 

focused on the general labor market demands, highlighting what employers have in common. 

Yet, the research does not take into consideration the potential implications of differences 

between the needs of individual organizations, and their subsequent view of Graduate 

Employability. By illustrating how individual employers might experience Graduate 

Employability, we will better understand why companies want what they want. In addition, we 

will be able to highlight any contextual differences in employer needs. 

3.2 Choice of theory 

The main theories/research that helps to form our model derives from extensive research on 

Graduate Employability, and to a lesser extent on organizational identity. The foundation and 

starting point of this thesis concerns the relationship between the applicant and the employer, as 

explained in Michael Spence’s (1973) Job-market signaling theory. Significant work from 
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Harvey (2003), Knight and Yorke (2003), Pool and Sewell (2007) and Yorke (2001) in turn, 

help to identify the main components of Graduate Employability. Research by Holmes (2006) 

highlights the importance of considering contextual differences, when trying to define and 

attribute meaning to Graduate Employability. Theories by Ahrne and Papakostas (2002), 

Aspers (2010) and Hofstede (1991) contribute by explaining the implications of organizational 

identity on organizational behavior. The synthesis of all of these theories indicates that 

Graduate Employability needs be understood from the perspective of individual employers.     

3.3 Research design and strategy 

There are three central research designs: explanatory, exploratory and descriptive (Bryman & 

Bell 2011). When using quantitative data to study and describe how various variables relate 

with each other, an explanatory research design is used.  If a researcher wants to develop a 

comprehensive and deeper understanding of a specific subject, an exploratory design is more 

suitable. Descriptive research design on the other hand, is used when the researcher wants to 

demonstrate a specific situation, event or even a special profile of people. Descriptive research 

is traditionally not used independently, but rather as a supplementary instrument for 

explanatory and exploratory research designs (ibid).  

The choice of research design for this dissertation is strongly influenced by our model. The 

purpose is to increase the understanding, by illustrating how Graduate Employability can 

express itself in a number of different companies and contexts. In order to illustrate the 

perceptions and experiences of various employers on Graduate Employability, comprehensive 

and meaningful information needs to be collected. The exploratory research design is therefore 

the obvious choice. Bryman and Bell (2011) suggest furthermore, that an exploratory research 

is best achieved by thoroughly analyzing the literature and conducting interviews of qualitative 

nature.  

3.4 Choice of methodology 

Bryman and Bell (2011) explain that the first step in the research process is to choose the right 

methodology, by identifying and characterizing the nature and subject of the study. There are 

two research methodologies, quantitative and qualitative. If the aim is to answer questions of 

the type How, for example, How important is X? Then the answer according to Bryman and 

Bell (2011) would be measured in terms of quantifiable observations, which would require a 

quantitative research. If the research aims to answer questions of the type What and Why, for 

example, What is X, Why is X important? Then the answer would require elaborate explaining 
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and such are the characteristics of the qualitative approach (ibid). Bryman and Bell (2011) also 

mention the mixed method. The mixed method is a research methodology with elements of both 

quantitative and qualitative nature (ibid). 

For this specific study, the qualitative approach is best suited as it aims to give a deeper 

understanding of Graduate Employability. The observations that we intend to analyze needs to 

be identified, interpreted and explained. Our goal is not to measure How employable graduates 

are, in terms of quantifiable empirics like numbers and statistics. Rather, the goal is illustrate 

how individual employers perceive Graduate Employability, and thus increase the 

understanding. What Graduate Employability is in general, has already been defined now. 

However, Graduate Employability is hard to comprehend if not put into a practical context, like 

what the concept means to five different employers operating in different organizations. The 

choice of the qualitative method will allow us to gather rich and elaborated data, and will help 

us to achieve the purpose of the study. The mixed method is not relevant for this study for the 

same reason that the quantitative method is irrelevant. 

3.5 Time horizon 

The time horizon is another important aspect that can influence the quality and the outcomes of 

a research (Bryman & Bell 2011). Longitudinal and cross-sectional are the two kinds of time 

horizons usually used (ibid). If a researcher chooses to conduct a study over longer periods, a 

longitudinal time horizon is appropriate. The benefit of a longitudinal time horizon is the 

opportunity to display any changes in the field of study, or specific factors that may occur over 

longer periods (ibid). However, if there is a shortage of time, the researcher will narrow down 

the time horizon to a single event. A longitudinal time horizon could suit this type of research, 

especially when considering how volatile market demands can be. Nevertheless, for this study 

the cross-sectional time horizon is a more practical choice, seeing that we have a limited 

amount of time. 

3.6 Data collection 

The data collection will consist of primary data. According to Bryman and Bell (2011), primary 

data is new information generated and obtained by the researchers themselves. Primary data is 

unique since it is unavailable to the public until it is published (ibid). Bryman and Bell (2011) 

explain that a qualitative and exploratory research can be conducted in the form of case studies, 

focus groups and interviews. For this research, the primary data will be collected through 

interviews and will provide us with first-hand information. 
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Interviews can be structured in three different ways; they can be structured, semi-structured 

and unstructured (ibid). In the structured interview, the questions are predetermined and the 

answers straight forward, leaving little room for elaborated answers (ibid). Semi-structured 

interviews on the other hand, is better suited for qualitative studies as the questions are more 

open and generates discussion, whilst still having a clear outline (ibid). The unstructured 

interview is based more on topics rather than questions almost like a seminar, and is a good 

way of collecting rich and elaborated data. However, the downside to the unstructured 

interview is that topics are too general, and can be perceived differently among the respondents, 

and thus generate answers that are difficult to compare (ibid).  

The interviews conducted for this dissertation will be combination of semi- and unstructured 

nature, in order to understand what the participants emphasize. Illustrating Graduate 

Employability requires that we understand the viewpoint of the respondents. It is necessary to 

let the employers express themselves freely under certain guidelines though. Conducting the 

interviews in a semi- and unstructured fashion will allow us to gather rich and vast 

information.  This in turn, will help us to increase the understanding of Graduate Employability 

from the perspective of the employers, but will also give us a greater understanding of the 

factors that shapes their needs. 

3.7 Conceptualization 

When conceptualizing, a researcher needs to be able to clarify and justify a theory or self-

created concept (Bryman & Bell 2011). In our case, it is a question of explaining how the 

different elements and factors in our model affect the employability of business graduates.  The 

various factors in our model are scientifically based, highly relevant and derives from sound 

and acknowledged research.  

Bryman and Bell (2011) state that it is essential for a research to have a clear and relevant 

linkage between the questions posed in the interviews and the model. To extract as much useful 

information from the interviews as possible, the interview guide needs to have a good 

disposition and chronology. The interview guide will be structured based on three main topics: 

education, experience and skills/personal qualities. Once these three areas have been discussed 

in full, each employer will be asked to give a brief and concluding definition of Graduate 

Employability.  

The first two topics, education and experience, will have predetermined sub-topics that will be 

discussed in accordance with our model. The subsequent topics, skills/personal qualities and 
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the concluding definition of Graduate Employability will be formed based on the statements 

that each respondent (employer) makes in relation to the company he or she represent, as the 

model suggests. Notice here that in the model, skills are separated from personal qualities but 

in the interview guide, they share the same topic. Although personal qualities can be considered 

as skills, personal qualities represent a different kind of skills (see 2.6) than the job-specific 

skills that the model depicts. However, this distinction between skills and personal qualities 

might not necessarily be clear to our respondents, and it would therefore be wise to keep them 

together.  

There will be no predetermined questions, only a predetermined structure with topics and sub-

topics. In the following section, a more thorough description of the interview guide will be 

presented, including the topics and sub-topics, in order to justify and explain their relevance. 

3.7.1 Presentation and warm-up questions 

Before the actual interviews are initiated, it is important to lay the foundation through 

guidelines and by informing the respondents of the whole procedure. Although the interview 

guide will be handed to each participant in advance, repeating the information orally a few 

minutes before the interviews are carried out can clear any misunderstandings. This includes 

presenting the role and context of the research, as well as ourselves as interviewers and 

researchers.  

Once the presentation is made, a few general warm-up questions will be asked in order to 

become better acquainted with the respondents, and make them feel more comfortable with the 

interview. The questions will be of standard nature, such as asking the respondents briefly 

about their respective organization, their position, time spent in the organization and why they 

agreed to participate in our research.  

3.7.2 Education 

Education is an important aspect of our model on Graduate Employability. The topic of 

education will have predetermined sub-topics. The sub-topics are Ranking of institutions, 

Broad versus specialized orientation, Networking and Grades. Ranking of institutions, aims to 

understand if employers prefer graduates from one institution to another. The role of the Broad 

versus specialized orientation topic is to understand the potential implications of choosing a 

specialized or general orientation. Networking is about understanding how employers 

experience their relationship with higher education institutions, whilst also hearing their take on 
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any potential gaps. The topic of Grades is supposed to generate an understanding of the role 

and implications of good grades, and if it carries any potential signal-value to employers.   

3.7.3 Experience 

Experience is another core aspect of Graduate Employability. The predetermined sub-topics are 

mainly concerned with understanding the value of general- and employer-specific 

(professional) work experience. The sub-topics include General work experience – Part-time 

jobs and other engaging activities and Business-specific experience and internship. The idea is 

to get a sense of understanding of the value of various kinds of experiences.  

3.7.4 Skills/personal qualities 

For this part, each employer will be asked to name the most important (practical reasons) skills 

and personal qualities that are necessary in order to work for that particular employer. The 

skills mentioned by the employers will obviously reflect the companies that they represent 

largely. However, the statements may also be influenced by their personal experiences, 

regardless of their current organizational affiliations.  

Once the most important skills have been identified, each employer will then be asked to 

further describe and define these skills in relation to their respective situations. The idea behind 

this approach is not to generate a magic list of skills, as each company has their own set of 

preferred skills. Instead, the purpose is to illustrate how skills depend on different working 

circumstances, thus giving each skill its unique meaning. When skills are described in relation 

to actual working situations, the understanding becomes more vivid and contextualized. More 

important than the skills per se, are the underlying factors behind the need for different types of 

skills. 

3.7.5 Defining Graduate Employability 

At this point, the respondents will have had the opportunity to thoroughly discuss and reflect 

upon the different aspects of Graduate Employability. At the end of the interviews, each 

employer will therefore be asked to formulate an overall definition of what Graduate 

Employability means to them. By allowing the employers to make their own definitions, we 

will be able to see what aspects of Graduate Employability they emphasize. This approach will 

give us a better understanding of how individual employers reason, when it comes to Graduate 

Employability.  
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3.8 Sample selection 

Bryman and Bell (2011) describe two different types of sample selection principles, probability 

and non-probability sampling. Bryman and Bell (2011) further explain that the choice of 

sampling technique depends on whether the interviews are of quantitative or qualitative nature. 

The difference between probability and non-probability samples comes down to the actual 

selection of the participants. The different types of probability samples, such as the simple 

random sample or the cluster sample are mostly used in quantitative studies, where each 

participant from a larger population has an equal chance of being selected (ibid). More 

importantly, probability samples are used when the researcher seeks to generalize the findings, 

and where the sample needs to be representative for a larger population (ibid).  

Non-probability samples on the other hand, are the exact opposite of probability samples. In a 

non-probability sample, the participants chosen from a population are not randomly but rather 

strategically selected (ibid). There are various types of non-probability sampling techniques 

like purposive sampling, convenience sampling, snowball sampling and quota sampling (ibid). 

These sampling techniques are all appropriate when participants are selected based on their 

relevance of understanding a specific issue.  

In our case, employers have been strategically chosen based on their knowledge as recruiters. 

Seeing that our dissertation is of qualitative nature and the purpose is to improve the 

understanding of Graduate Employability by illustrating the concept, the purposive sampling 

method will be used. Purposive sampling will not allow us to generalize, but rather to collect 

meaningful data that can help us get more insight and understanding about the employability of 

business graduates.  

Our participants will be selected to cover the entire economy branch, and will reflect the 

different business orientations that are commonly available at business institutions, like 

accounting, marketing, banking and finance, international economy and administration. What 

all participants have in common is that they are all potential future destinations for business 

graduates. Apart from being unique, they operate within different areas, for example, the 

banking sector, accounting, public relations, insurance and sales as well as being internationally 

active. Covering the full spectrum of the economy branch enables us to achieve a greater 

spread, hence, increasing the quality of the findings later on. The choice of purposive sampling 

also allows us to make meaningful comparisons, but also highlight any contextual differences 
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between the participants. Purposive or strategically sampling is suitable, especially when 

considering that time and resources limits the research to a few employers.   

Another sample selection technique that influences our composition of participants is the 

convenience or opportunistic sampling. Convenience sampling is based on participant 

accessibility, and is according to Bryman and Bell (2011), commonly adopted in qualitative 

studies. In our case, four out of five participants have been selected in the nearby region of 

Skane, for practical reasons. One of the participants is based in Stockholm but communications 

will be established by phone in that particular case. Although there are elements of convenience 

sampling like time- and availability constraints, participants have still been carefully chosen to 

be as representable to the different business disciplines as possible. 

The following section describes the participants in further detail: 

Employer A, human relations- and recruitment specialist as well as responsible for the internal 

training at the head office in Skane, in one of Sweden’s largest insurance/banking and real 

estate companies, with offices spread around the country. 

Employer B, senior consultant responsible for human relations and organizational development 

and is a board member at the Swedish office in Stockholm, in one of the world's largest 

independent PR-consulting companies with many offices spread around the world. 

Employer C, head manager of the private sector at one of the offices in Malmo, for one of 

Sweden’s largest commercial banks. In addition to recruiting, this manager is involved in 

private consulting and customer service, among other things. The bank is also involved in real 

estates with many offices around the world.   

Employer D, chief strategist for the southern region of the Swedish tax agency, responsible for 

recruitment, among other things. The tax agency is the administrative authority for taxation, 

property taxation, registration and recording of inventories with offices spread across the 

country. 

Employer E, currently chief financial manager at one of Sweden’s better business colleges and 

former office manager at one of the Swedish offices, in one of the world’s largest audit- and 

consulting companies operating in a host of different countries.  
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3.9 Credibility 

When conducting a study of qualitative nature, objectiveness is critical (ibid). It is important to 

eliminate the existence of biases and conclusions based on findings that are wrongly retrieved 

or interpreted (ibid). Measures to ensure creditability can address a faulty methodology, at least 

to a certain extent (ibid). Several measures can be taken in order to increase the credibility of a 

research and these include transferability, conformability, dependability and authenticity (ibid).  

First of all, a qualitative research should aim to be transferable in the sense that others can 

benefit from the research (ibid). The best way to make sure that others benefit from the 

research is to generate and collect as rich primary data from the respondents as possible (ibid). 

In order to achieve transferability we will provide each respondent with the full interview guide 

in advance, so that the respondents may reflect and prepare, thus creating conditions for 

elaborated discussion. The interviews will be semi- to unstructured, as this will allow the 

respondents to discuss more freely and not be limited in their answers. We will continuously 

ask the respondents to clarify their viewpoints to avoid any misconceptions, and give them the 

opportunity to add more information if anything has been overlooked.  

Conformability is another way to achieve credibility. Conformability is to be objective as a 

researcher at all time and leave out personal beliefs and values that might inflict on the quality 

and objectiveness of the study (ibid). We have formed our interview guide on a model that is 

scientifically based to avoid any distortions.  

When conducting a qualitative research it is very important that the data is collected and 

preserved in full throughout, and not merely summarized. This type of measure is known as 

dependability (ibid). A researcher could be tempted to make preconceptions or wrong 

assessments of what is important and what is not. In our case, we will electronically record all 

of the interviews in full, in order to achieve dependability.  

Authenticity is a way to strengthen the credibility by aiming for a wider spread among the 

participants, to capture the diversity of views on a certain issue or topic (ibid). For this 

dissertation, we will turn to five different employers who will all be asked to give their 

perspective on Graduate Employability. Each participant has been strategically chosen to 

represent a business area in order to achieve authenticity.    
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3.10 Generalizability 

Bryman and Bell (2011) as well as Saunders, Lewis and Thornhill (2009) reason that to achieve 

generalizability, the findings of one research should be applicable in general too. Saunders et 

al. (2009) explain that qualitative research is not the ideal method when seeking to generalize. 

However, when a proper sample is used the results could cover a wider spectrum (ibid). 

It will be hard to claim generalizability for this particular research. The study is of qualitative 

nature whilst the sample selection only consists of five different employers, based on a 

purposive sampling method with elements of convenience sampling. However, we have tried to 

select employers that represent the different business orientations in order to generate 

meaningful and comparable information.  

Nevertheless, there is an element of generalizability to the study. Illustrating Graduate 

Employability is about highlighting the similarities and differences between the participants. 

Not in order to find out what each employer wants per se, but rather to develop a sense of 

understanding of why employers want what they want. All employers regardless of the context 

are interested in finding a good match. This research will shed new light on the issue of 

matching business graduates and employers. The aim is not to draw any definitive conclusions, 

as we are not testing any hypotheses. Rather, the goal and purpose of this study is to make the 

debate more contextualized and vivid, and that applies to anybody with a stake in Graduate 

Employability.  

3.11 Ethical considerations 

Bryman and Bell (2011) explain that there are ethical principles in terms of codes and rules that 

a researcher should consider, when conducting interviews. Confidentiality and anonymity are 

perhaps the most important ethical principles to consider (ibid).  

The participants in our research will be asked to give their consent, both voluntarily and 

knowingly. We also intend to clarify our purpose to the employers, thus ensuring that there is 

no harm or risk involved in participating. More importantly, we will thoroughly explain how 

the employers will contribute in making our study significant. To make sure that the 

respondents are aware of their freedom to share or withhold information that has been brought 

up during the interviews, they will have the option of changing and altering their statements. 

With these measures, we hope to avoid publishing any sensitive or misinterpreted information. 

Finally, to respect the privacy of the respondents, anonymity will be adopted. The advantage of 

anonymizing is that responses cannot be linked directly to the identity of a participant or 
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company. The participants have been anonymized throughout the entire dissertation, most 

notably in the parts concerning the conceptualization, the results and the analysis. 
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4. Results 

 

In this chapter, the results from the interviews will be presented. 

 

 

4.1. Interview with employer A 

4.1.1. Education 

4.1.1.1. Ranking of institutions 

Employer A states that ranking of institutions does not occur, and that other parameters are 

taken into consideration when recruiting. Employer A further explains that when a specialized 

and advanced job is on offer, the requirement is that the applicant has an appropriate education. 

The respondent claims that attending a more prestigious institution does not say anything about 

one’s personality, which is a more valuable trade. 

4.1.1.2 Broad versus specialized orientation 

Employer A highlights that depending on the need at the company, a certain requirement 

profile will be designed, and it is based on the profile that a job will be created. Employer A 

adds that if the job is advanced and the role requires specialized knowledge and skills, like 

accounting, then a specialized orientation is more preferable. In other cases, a broad economic 

foundation is better suitable. The respondent describes that a broad education allows one to 

work within many different areas, as it is associated with flexibility. Finally, the respondent 

explains that exceptions are made given the fact that recruitment is based on much more, like 

experience and personality for example. 

4.1.1.3 Networking 

As for the relations with universities across the country, employer A points out that it is close to 

non-existent. The only contact the company really has is attending the annual career fair at 

Lund. Employer A has not had the opportunity to attend but would very much like to, not only 

at Lund but at other universities too, in order to improve relations. The respondent mentions 

that there is a curiosity and willingness from the labor market to get closer to the educational 

institutions, as this would provide valuable insight for both parties. Employer A feels that 

universities are not preparing students well enough for the labor market, as they lack 
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understanding, which is due to ignorance at faculty level. Employer A adds that companies and 

employers also have a responsibility and should offer guest lectures and/or invite students to 

companies, in order to provide students with valuable insight into the everyday operations. As a 

member of the Swedish HR-association, employer A speaks of an interest among the other 

members, in performing guest lectures, if something is given in return. “Perhaps a cooperation 

where students conduct studies on behalf of companies and through that way a relationship can 

grow”, the respondent, concludes. Employer A also suggests that those responsible for 

formulating the programs at universities should be better acquainted with the labor market. 

4.1.1.4 Grades 

Employer A highlights the insignificance of grades on a potential employment. While it could 

be interesting to see what grades graduates have achieved during their time of study, it does not 

affect employability in any significant way, according to the experiences of employer A. 

4.1.2 Experience  

4.1.2.1 General work experience, part-time jobs and other engaging activities 

According to employer A, work experience is crucial as a mean to improve your employability, 

“It teaches you things about life and work in general and gives meaningful experiences”. What 

type of job is of less importance, instead the experience and “soft” abilities or skills that are 

gained or developed, are of much more interest. On a personal level, employer A prefers 

general work experience to business-specific experience, because the respondent values “soft” 

abilities more than business-specific knowledge. Employer A describes that general “soft” 

skills tells you more about a person than “hard” knowledge-based skills does. Employer A 

reveals that there have been people without business specific experience or any formal training 

that have been hired, due to their personality and suitable “soft” skills. Employer A explains 

that hiring non-professionals comes from the simple fact that people may possess more than 

they actually show.     

Therefore, according to employer A, engaging in activities like the student union and other 

commitments like having a part-time job during the time of study, is very important and 

meritorious. The respondent claims, “It tells an employer a lot about the characteristics of such 

a person”. According to employer A, students that engage in these types of activities or actions 

are being prioritized when hiring. 
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4.1.2.2 Business-specific experience and internship 

Employer A highlights the significance of business-specific experience on employability, as a 

good preparation that is highly valuable. Practical training specific to the occupation is very 

important and something that employer A greatly emphasizes, as such training serves as a 

gateway to the labor market. Business-specific experience or training are still merely 

components of a more profound company profile that consists of a plethora of different factors 

that needs to be met, in order to become attractive to employers, according to the respondent.  

The respondent describes that there have been cases where applicants have been convincing 

initially, passing different initialization tests and not long after shown a lack and unsuitability 

for the job, highlighting that a decision to hire cannot be made based solely on one or two 

factors. Employer A discusses, “Whether you should hire a fresh graduate or an experienced 

professional ultimately comes down to if the company wants to build long-term, or simply need 

a specialist to solve a short-term problem”. 

4.1.3 Skills/personal qualities 

4.1.3.1 Social skills 

Employer A talks about the importance of good social skills and mentions that social skills are 

crucial both in order to obtain a job and sustain it. The respondent explains that candidates are 

analyzed by looking at the way they speak and reason about different things, as a clue of what 

kind of person he or she is. Employer A describes social skills as “being able to communicate 

effectively, by explaining things properly and by putting forward your arguments in a clear and 

understandable way”.  

According to employer A, social skills are extremely important, not only in the everyday work 

with the customers but also in order to strengthen and sustain good relations within the 

company, amongst co-workers. “Socializing together after work and other activities are 

necessary and something that you should be positive to as an employee at the company”, 

employer A explains. Working in groups and having good interpersonal skills are therefore of 

major importance to the company, the respondent states. 
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4.1.3.2 Curiosity & Drive 

Another very important skill according to employer E is the willingness and curiosity to want 

to learn, “To have a drive that pushes you forward to new levels and to lift the company. That 

is very attractive to employers”. The respondent elaborates, “You need to be committed, to give 

and take as you will receive, in order to develop on a personal- and interpersonal level”. 

Employer A explains that listening to others and being receptive is fundamental in order to 

grow. The respondent adds, “Self-confidence is another important trade, in the sense that you 

should be confident of your ambitions”.  

Employer A tells a story of a woman who used to sell tickets at the airport, with no prior 

experience of the insurance and banking business. Nevertheless, she possessed what employer 

A refers to as “it”, which the respondent immediately fell for. “She was extremely driven and 

ambitious; she really wanted the job and exhibited many desired abilities like being clear and 

precise. She had good verbal communication skills; she was interested and enthusiastic, driven 

and highly committed”. The respondent adds, “hiring her was not easy as the board had to be 

persuaded that she was suitable, but she was an instant hit and very successful”. Employer A 

explains that this woman paved the way for others by helping them to develop and ultimately 

lift the company. 

4.1.3.3 Respect & Consideration 

The existence of respect and consideration in the workplace amongst co-workers and towards 

customers, is something that employer A believes is of paramount importance. The respondent 

mentions that amongst the core values of the company, is “to do everything in order to satisfy 

the customer”, because customer satisfaction is at the heart of everything. The respondent adds, 

“To listen and be responsive towards them, and keep them close”. Employer A speaks about 

the fact that there needs to be a lot of “love” towards the customers, but also internally. To give 

customer- service with a personal and caring touch is something that the respondent 

emphasizes, “Being able to communicate on the same level as the customers and reach out”. 

Employer A also includes, “sincerity and respect, to be straightforward and keeping promises”. 

The respondent highlights that the proper support is given in order to achieve these company 

goals.  
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4.1.4 Defining Graduate Employability 

According to employer A, Graduate Employability is defined as the following: 

“Employability is two-folded, on the one hand, it is the abilities that we request, and 

employability is also a certain type of a person based on a role that best suits the company”. 

4.2 Interview with employer B 

4.2.1 Education 

4.2.1.1 Ranking of institutions 

Employer B explains that ranking of universities is not made, and that it does not matter which 

university an individual attends or graduates from. Instead, employer B highlights the type of 

program as more interesting.    

4.2.1.2 Broad versus specialized orientation 

According to employer B, the specialized orientation is preferred. The respondent points out 

that having a specialized education in communications/marketing together with qualifications 

from digital media, gives you advantages at the company.  

4.2.1.3 Networking 

The respondent says that contacts with universities are scarce. However, Employer B explains 

that the company has a good relationship with one of the universities in Stockholm. Here, they 

attend an annual career fair and give guest lectures. Apart from that, the only communication 

they have with universities is when students apply for internship.  

4.2.1.4 Grades 

The respondent downplays the role of grades on employability and claims that grades are of 

little or no importance.  

4.2.2 Experience 

4.2.2.1 General work experience - part time jobs & other engaging activities 

Employer B argues that any work experience is meritorious and that it almost outweighs the 

possession of an education. According to employer B, it is more interesting to know what you 
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have done after graduation. As for part-time jobs, employer B regards it as a good way of 

signaling flexibility capabilities. The respondent explains that most of the employees at the 

company have been involved in activities such as student unions and the like, during their 

period of study, which developed their team-working skills.  

4.2.2.2 Business-specific experience and internship 

According to employer B, business-specific experience is more valued than general work 

experience, because of the branch and niched nature of the company. Having skills in 

communication and marketing is not enough, the respondent explains. Another important 

capability is the possession of special sales skills, and these are according to employer B most 

often gained through business-specific experience. The respondent also adds that skills have to 

be relevant and applicable to the particular company, further highlighting the advantages of 

business-specific experience.  

4.2.3 Skills/personal qualities  

4.2.3.1 Team player 

Employer B defines the team player skill as being interested in one’s own development, as well 

as the development of others. The respondent continues by adding, “It is important to share 

your knowledge and experiences with the other employees”. Being a team player makes it 

easier to fit in with the company and enables the different parts of the company to come 

together, which is why it is valued, according to employer B.  

4.2.3.2 Being Proactive 

The respondent describes that each employee works as a consultant, and is therefore literary 

one’s own boss. Employer B explains that you must be able to find and pursue meaningful 

work, “It basically means taking initiatives and not waiting for others to give you things to do”.  

4.2.3.3 Being Committed 

“Commitment is one of our core values”, employer B states. The respondent reveals that a lack 

of interest for the clients and their respective businesses, as well as for what the clients want to 

accomplish, will result in failing to provide the right solutions. According to employer B, it is 

instrumental to be committed “in everything you do at the company”. Employer B also adds 

that one has to take it a step further, meaning, to be willing to go the extra mile to achieve 
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desired results. Employer B concludes that a willingness to take extra measures to achieve 

results “shows that you are of the right material”. 

4.2.4 Defining Graduate Employability 

According to employer B, Graduate Employability is defined as the following: 

It is a person who has been trained in communications/marketing or related theoretical 

courses. He or she needs to have business-specific experience, demonstrate that they have 

acquired the skills we require and have built up a network of contacts.  

4.3 Interview with Employer C 

4.3.1 Education 

4.3.1.1 Ranking of institutions 

According to employer C, it does not matter at what university you have studied. However, 

what the company do look at is the education itself, as part of a greater whole. Employer C 

adds that they might look into it if they were faced with two potential candidates, and nothing 

else could separate the candidates apart. In such a case, it could serve as a signal if a student 

had graduated from a university that was difficult to be admitted to. However, employer C has 

not had any experience of ranking institutions. 

4.3.1.2 Broad versus specialized orientation 

Employer C explains that the bank is of commercial nature and provides a wide range of 

banking services. The respondent further describes that there are various roles within the 

company’s different business areas. However, the main task is to sell various banking products 

through customer consulting. For this reason, employer C argues that a broad education could 

be more suitable. The understanding is that a broader orientation enables the applicant to work 

with more than one specific business area, within the bank.     

4.3.1.3 Networking 

According to employer C, the company is active in the contact with the educational sector, in 

the region of Skane. The company meets with the regional universities of Kristianstad, Malmo 

and to some extent, Lund. The experiences have been very positive, as the company get to meet 

with potential future employees, “the economists of tomorrow”, as employer C labels it. The 

respondent explains that the interaction is of benefit for both parties, since it gives the 
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opportunity to provide information while answering questions. Employer C argues that a close 

relationship also gives them the opportunity to better understand and adjust to the educations, 

in order to bridge the gap. Employer C experiences the relationship to the educational sector as 

satisfactory, as the Human Relations department keeps updated and there is access to 

information within the company. 

4.3.1.4 Grades 

Employer C says that in a first cut in the recruitment process you do not look at grades. 

According to the respondent, grades are relevant but they are not of major importance. 

Employer C explains furthermore, that a situation where the grades might be considered is if 

there was no other factor that could separate two applicants apart. 

4.3.2 Experience 

4.3.2.1 General work experience - part time jobs & other engaging activities 

The respondent expresses that work experience is of major importance. The respondent further 

explains that it is difficult to work with customers especially in the customer service business, 

without any work experience. Employer C states, “Having worked in a store or shop for 

instance, gives you the basics in customer relations”. Employer C explains that the job itself is 

not important, but rather what you have learnt from the experience. Regarding part-time jobs 

and activities during the period of study, employer C once again points out that it is not the 

activity itself, rather what is learnt from the experience. The respondent explains that 

extracurricular activities show proof of commitment and a willingness to develop.    

4.3.2.2 Business-specific experience and internship 

Having business-specific experience is of significance, according to employer C. The 

respondent adds that business-specific experience comes into consideration when it is a 

question of a more advanced position within the company. Employer C also points out that in 

cases of more advanced positions, references play an important role in showing how well an 

applicant has managed previously, at other firms. “Internship is very important, since it gives 

you a sample of what a future employment will look like”, employer C discusses. When talking 

about the company’s attitude towards internships, the respondent mentions that many general 

job tasks have been removed, hence, not being able to offer as many positions as they would 

like.   
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4.3.3 Skills/personal qualities 

4.3.3.1 Being open 

Employer C describes that an employee should be open without any difficulty and socially 

outgoing, as these abilities are closely tied to the values of the company. Employer C adds that 

you should be open to ask for help if needed. Being open is instrumental in order to function 

within the company and is important for the interconnection, the respondent explains.  

4.3.3.2 Being simple  

Another core value or attribute that must be adopted by the employees in the everyday 

operations is being simple, according to employer C. Being simple entails the ability to express 

oneself easily and in an understandable manner. The respondent adds that it is important and 

necessary to develop the skill of being simple, seeing that the company has a wide customer 

base.    

4.3.3.3 Being considerate 

Employer C defines consideration as having the ability to relate to the customers. To feel and 

understand the different needs during customer interactions. The respondent further describes 

the skill as being able to anticipate and translate the needs of the customers, into an enhanced 

customer experience.  

4.3.4 Defining Graduate Employability 

According to employer C, Graduate Employability is defined as the following: 

It is a person who has a solid education in economics and possesses the economic 

mindset. He or she needs to be able to utilize the learned knowledge and apply it in sales 

situations. An oriented person with an interest in the general, which is important in order 

to have a clear view of what is occurring in the society. Besides from that, an employable 

person should have appropriate personal characteristics, and be able to express oneself 

fluently.   



 

44 

 

4.4 Interview with Employer D 

4.4.1 Education 

4.4.1.1 Ranking of institutions 

Employer D explains that the company does not rank one university over another. The most 

important thing is that the applicants have an adequate education. Employer D mentions that 

they have a relationship with the economic institution at the University of Lund, in the form of 

annual career fairs that are organized by the university, where they meet and speak with 

students or give guest lectures et cetera. The respondent discusses that such interactions enables 

the students to get to know the company better, while at the same time enabling the company to 

meet potential future employees. Employer D recognizes that while there is no ranking of 

institutions, the students at the University of Lund have a valuable opportunity to get insight 

into the organization.  

4.4.1.2 Broad versus specialized orientation 

The organization mainly looks for people with a specialized education within the field of 

accounting, according to employer D. Employer D adds that the type of orientation required 

depends on the need and job being offered, as different offices have different needs around the 

country. Nevertheless, the respondent highlights that they mainly hire accountants. Employer D 

explains that when they decide to hire they usually look for a specialized education, as it 

indicates advanced skills rather than general skills. Employer D clarifies that it does not mean 

that they do not require people with a more general and broad economic education, “just not to 

the same extent”. The respondent also adds, “As an accountant, you cannot just expect to only 

do one thing, but other things too”. 

4.4.1.3 Networking 

The company attends career-fairs at the universities of Lund and Vaxjo. When asked if the 

contact with universities in general was sufficient, employer D clearly stated, “No! I do not feel 

that being the case, it could be significantly improved, but it does not solely depend on the 

universities, we (employers) are also responsible to some extent”. Employer D explains that 

there is a desire to be able to influence the education. The respondent discusses that they would 

like to contribute in designing the education, and suggests that they would be able to provide 

guest lecturers for instance, among other things. 
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4.4.1.4 Grades 

Employer D is of the opinion that grades are of less importance. Employer D claims that the 

most important thing when coming fresh of the university is to have finished and passed the 

education and the courses, in order to be qualified to apply. “It is more of an overall 

assessment, to have the right personal attributes, how you have written your CV. To have good 

grades from a university does not equal that you are more qualified when you come here, that is 

the experience we have”. 

4.4.2 Experience 

4.4.2.1 General work experience - part time jobs & other engaging activities 

Employer D mentions, “We value work experience quite so high”. He adds that work 

experience even if not connected to the particular job, is something that they value as they 

appreciate the fact that you have had some practical training before coming to the company.  

To have documented experience of having been involved in the student unions or other side-

activities of that sort during the study period is nothing that is meritorious per se, employer D 

explains. Instead, emphasis is placed on the education itself, “When designing a job-

specification, we never include anything in addition to the adequate life experience and 

personal characteristics”. However, employer D explains that if the experience of having 

engaged in student-activities has generated or stimulated an individual to be able to handle 

tasks at the company, then such activities are appreciated (meritorious). However, the 

respondent claims that they usually do not look at this type of experience.    

Employer D states, “Based on an accountant for example, it is naturally more meritorious to 

have profession-based experience than to have worked at McDonald’s, but we think that all 

work experienced is good. The respondent also mentions that they appreciate if a graduate has 

had any summer-jobs or part-time jobs during the time of study. The respondent goes on to 

describe the type of applicants as a hint of the kind of experience they want, “Previously, all 

recruitment concerned graduates, now due to the abolishment of mandatory auditing, that is 

changing, and it is more varied and depends on the service”. Employer D adds, “We 

welcome accountants from smaller accounting-firms as their market have now become a little 

smaller”. Employer D further states, “Some like the public culture, and other the private 

culture, charging time and chasing customers, both work with the same material really, but 

from two different directions”.   
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Employer D claims that the organization is not just involved in revision, but also customer 

service as well as other important areas. Therefore, employer D explains that there is room for 

more roles within the company, although most of the roles are of specialist nature.   

4.4.2.2 Business-specific experience and internship 

Employer D states, “We are aiming for specialist services, recruiting actual specialists”. The 

respondent explains that previously, the same route was taken from the floor to positions that 

were more qualified. Today, the organization is more inclined to hire specialists due to the 

abolishment of mandatory auditing. This has made the private market smaller for auditors who 

now increasingly look to the public sector, even though the salary is more likely to be higher at 

an accounting firm, employer D discusses. “So we have got a slightly different recruitment-

base then we have had traditionally”. 

As for internship, Employer D states: 

We think internship is meritorious, especially good if you have practiced at the company. 

Internship is a big recruitment-source for us as we get to learn people while they are here. 

Many return to us after having worked here, during the summer, we have many summer 

workers. This is meritorious as you get some things free, then at least you know some 

part of the job.  

Employer D says that when looking at the professional-identity within the company, they can 

appreciate a broad base. More importantly, the respondent draws attention to the importance of 

being aware of your personal ambitions, of where you want work in a company like theirs.    

4.4.3 Skills/personal qualities 

According to the experiences of employer D, higher education studies are not always based on 

reality. While the respondent appreciates, the fact that students generally have a good 

foundation, the respondent also explains that the company has worked hard to ensure that a 

proper training is given when first coming to the company. Employer D states: 

We have made a tremendous effort to give a good introduction, everything is prepared 

when you get here, there are computers, there are access-cards, basically everything. The 

whole work place is prepared so that you can start working right away.  
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Employer D mentions that it used to take longer to be positioned and initiated and that it is 

better now. The company has taken significant and concrete actions to provide new recruits 

with information, before starting work. Employer D continues: 

The first day is meticulously planned so that your introduction includes learning the 

computer-environment, how everything works and receiving a tutor or mentor who takes 

care of you and that you can turn to with all kinds of questions that you might have. If not 

the first day, then close to it, you get to sit down and start working with cases and case-

management. 

4.4.3.1 Enhanced subject understanding and knowledge 

Employer D experiences that they largely receive what they demand from the universities, but 

feels that “the collaboration with the universities could have been better, that universities 

adjusted their education so that the starting-distance here became shorter”. The respondent 

suggests that students undertaking the accounting course should gain increased and in-depth 

knowledge and expertise about accounting, through the perspective of small firms where tax 

preparation and VAT-return are common elements. Employer D acknowledges that this already 

is the case at many universities today, however, not to the desired extent. Employer D argues, 

“It is important to learn to think and act through this perspective”. Employer D comments upon 

the gap by stating: 

The university world has their mission and they do not feel that they can satisfy the 

request of an individual employer in that way. It is not a big issue but it could have been a 

little better, I can feel from my perspective.     

4.4.3.2 Analytical skills 

Employer D highlights the importance of analytical skills, “As an accountant you should have 

an analytical ability, endurance, as there can be major investigations… If not the first day, then 

close to it, you get to sit down and start working with cases and case-management.” 

4.4.3.3 Professionalism and social skills 

Employer D explains that the tax agency lives entirely on the citizen´s trust. What they have 

done to earn this trust is that they treat their clients with a kind and empathetic attitude, a clear 

way of responding and are not out to bust people, but rather to have a forgiving attitude. The 

aim is “to increase people’s awareness of doing the right thing”, claims the respondent.  
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Employer D further states: 

We do not want people that cause the company trouble by putting pressure on the 

citizens, thus undermining the confidence. We look at response skills, treatment 

competence and stress management, which are very important. An ability to meet people 

in different situations, many are in vulnerable situations. We are going to do our job, we 

will draw in our taxes but we are going to have an attitude that is of empathetic and 

forgiving character, not bust people at any time. This must be reflected internally, and 

that places great demands, which is why it is salary-attached and included as one of our 

wage criteria’s, how you are as a person and work-mate and we place great emphasis on 

that. 

Employer D highlights the importance of being open and having a social attitude, which 

includes being helpful and friendly towards clients as well as internally. Social skills are 

crucial, “there is no need for skilled analysts if they cannot behave among people”. 

Employer D talks about a behavior code as having “the right and appropriate behavior”. The 

respondent underlines that universities should help students become better at handling people, 

in terms of how to respond and treat people and how to behave in a work setting in the 

interaction with clients. Employer D suggests, ”Working with the pitfalls like how to avoid 

losing composure, basically learning to adopt a professional attitude”. Employer D argues that 

“behavior” can be a decisive factor between applicants.  The respondent highlights the 

importance of being genuine and trustworthy in order to be considered attractive, and is another 

aspect that universities should consider. 

The organization has been working with these values a long time and they have become a 

formula for success, in the sense that the citizens generally trust them. Employer D claims that 

this development has resulted in the fact that people can contact the organization without 

ending up in a problematic situation, which is very positive. 

4.4.3.4 Leadership 

Employer D explains that leadership can be important to identify as a skill in graduates, as to 

whether or not they have the inclination for it. Few look at those positions, even if they possess 

those qualities, according to the respondent. Employer D adds that leadership is something that 

the organization could use. Furthermore, the respondent believes that among business-

graduates, leadership abilities are lacking and something that universities could focus on. 

Employer D refers to fellow colleagues from other sectors within the labor market that reaffirm 
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the notion of lacking leadership skills among business graduates. The respondent says that the 

interest for leadership has declined compared to previous. However, employer D draws 

attention to the fact that business graduates are good at working in groups. The respondent 

states: 

We must have good managers in the economy, but also within the government agencies. 

We give everything to develop leaders, but if the interest does not exist and only a few 

applies then the selection is not good. We have other leadership tasks too, it is not just 

line managers but it can be project-leaders, assignment-coordinators and so on, that is of 

leadership-character. 

4.4.4 Defining Graduate Employability 

According to employer D, Graduate Employability is defined as the following:  

It is a person that has a mix of competences. To have a degree in combination with some 

work experience and personal characteristics that enables one to carry oneself among 

people. The knowledge learned at the university needs to be utilized and appropriately 

applied into different aspect of the work. One has to be viable and take own initiatives. 

Last but not least, it is important to have and show a genuine interest for the company 

that one applies for. It is always good to have the current vocabulary, know the terms for 

the concerned company, the culture and its environment. To adjust to the company´s 

culture and values, it is not enough to possess a degree and literary abilities. It must be 

translated, put into practice and placed in a context, and that may look different 

depending on the employer. 

Employer D adds, “Wrong recruitments happen when the desired abilities are failed to be 

mediated at a job interview. However, we try to underline this both in the recruitment-process 

and in the job interview”. 

4.5. Interview with Employer E 

4.5.1 Education 

4.5.1.1 Ranking of institutions 

While acknowledging that some employers might rank institutions, employer E focuses on 

other aspects, “At the auditing firm, having many contacts is far more meritorious than where 
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you have studied”. However, in the current role as a chief financial officer at a college, 

employer E reveals that they are more open to applicants that are former students at the college.  

4.5.1.2 Broad versus specialized orientation 

Employer E discusses that “It is very valuable to an employer that you possess the skills that 

the job requires”. Working solely as an accounting consultant usually requires a more 

specialized education, according to employer E. However, the respondent points out that you 

should be able to work with many different things, suggesting that in cases with a more varied 

job, a broad economic education could be preferable. Employer E adds, “It depends very much 

on the specific need at the company”. However, Employer E highlights that the orientation of 

the education is not the only determinant of a potential appointment, as it is only one part of an 

overall assessment. The respondent states, “The mere fact that you have finished the education 

tells an employer that you have learnt how to learn things, and that is meritorious in itself”. 

Employer E argues that you rarely come to a workplace ready to handle advanced job-tasks: 

I firmly believe that higher education teaches one how to learn things primarily, rather 

than to specifically, give meat on the bone on how to act in specific working situations. 

At the auditing firm, we tested applicants very much, not based on their knowledge 

because we did not expect people to be ready to delve into a company’s accounts, but 

rather their ability to learn things.  

The respondent also notes that some professions and work-fields are very specialized and have 

specific requirements, like certain accounting firms who require that applicants have an 

accountant certificate in addition to the education. “If unable to meet those criteria’s then you 

suddenly end up with a “narrow education”, if you have opted for a specialized education”, 

employer E explains. However, the respondent argues, “Working in a bank or at a company 

like the auditing firm, requires that you are able to do many different things. 

4.5.1.3 Networking 

Employer E is well aware of the gap between the educational sector and the labor market.  

Seeing that employer E is currently working for a college, the respondent highlights the work-

integrated-project that the economy students carry out, which aims to help the students get 

more insight into the labor market in order to decrease the distance between the two sectors. 

Students get to establish contact with a company of their choice, to study in more depth. This 

not only gives students insight but also the possibility of gaining new contacts, and in many 
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cases, enhanced opportunities of a summer vacancy and/or internship that could lead to a full 

time appointment, employer E explains. 

4.5.1.4 Grades 

The respondent states, “Grades are not of interest, it is more meritorious to have combined the 

education with something else”. Employer E goes on to describe that an additional education or 

extracurricular activity like a job for instance, parallel with the main studies, tells an employer 

much more about the particular individual. The respondent argues, “It is better to combine the 

education with something else and get low grades, than to receive top rankings and only have 

done one thing. It testifies of an entrepreneurship that is important to have from an 

employability perspective”. However, when applying for a PhD role on the contrary “grades 

tend to become much more relevant”. Employer E elaborates: 

If you look at grades for example, at the auditing firm many applicants had top grades. 

What they had good marks in for instance was to bookkeep fast and that might not have 

been interesting at all. More importantly, to be able to grasp a larger whole and it so 

happened that they were not good at that, at all 

4.5.2 Experience 

4.5.2.1 General work experience - part time jobs & other engaging activities 

Employer E reveals that a place like the auditing firm requires a mix of people, depending on 

the competence that is missing or lacking at that given moment. There is a need for vast 

professional experience, as well as general work experience.  

Being active during the time of study is very important according to employer E, as 

documented involvement in the student union and similar commitments, show employers that 

you are capable of doing many things at the same time. Employer E states, “You are guaranteed 

to have had a completely different insight into some sort of organization in comparison to 

somebody who did not involve in such activities”. The respondent highlights the possibility of 

gaining valuable contacts, “Contacts are worth gold, a person who knows a lot of people that 

could become potential clients, would find it much easier to land a job at a place like the 

auditing firm”.  

As for part-time jobs parallel to the studies, employer E reasons, “It is very meritorious and it 

does not really matter what, as long as you have a job. It shows that you want something and to 

struggle for it, and not just study and then go home and sleep”.   
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The respondent concludes: 

If I am going to hire someone as an accountant, I think it is great that the person has sold 

ice cream. You want people that are entrepreneurs that are enterprising and driven, which 

might reflect that one have always had a summer-job or a part-time job during the study 

period. It really does not have to do anything with your future job, on the contrary, it is 

great if you have done many different things and gained broad experience that way. 

4.5.2.2 Business-specific experience and internship 

Employer E mentions that the line between what is business-specific- and simply general 

experience is somewhat vague. The reason why the two concepts remains divided is as 

employer E describes, that many companies want people with experience that is related or 

specific to the profession, as that would imply that they more or less already know the job. That 

way companies can avoid putting effort on training and educating new recruits. For this reason, 

business-specific internship is one of the best ways of gaining relevant experience and as a 

result, very meritorious, according to the respondent.  

Employer E explains that at the auditing firm, there were always interns and the ambition was 

to hire them permanently. The respondent acknowledges that it can sometimes be hard for 

companies to offer internships, and draws a comparison to the current role as head of finances 

at a college, where many aspects of the work is routine based. The respondent acknowledges 

that such circumstances make it harder to provide any practical training to potential interns. 

Employer E states:  

Companies must understand that to hire a newly graduate is a long-term project. One 

cannot expect somebody fresh of the education to start earning money to the company, 

immediately. That is simply naive and such short-term thinking leads to opting for a more 

experienced worker, rather than a graduate. Every company is unique and should be. It is 

a journey to enter into a company and work by that company’s specific premises. 

4.5.3 Skills/personal qualities 

4.5.3.1 Social skills 

Employer E highlights that social skills are very important. The respondent describes social 

skills by referring to a practical situation, “somebody who can talk with the farmer in the 

farmer´s way”.  
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4.5.3.2 Entrepreneurship  

Employer E reasons, “A company like the auditing firm is in need of extremely forward people 

with an extreme entrepreneurial spirit, but also extremely managing people who just perform 

assembly line tasks.  The entire spectrum is interesting; it is very different depending on the 

need”. According to employer E, entrepreneurship is “the awareness that you constantly must 

strive, get ideas and make them a reality, this is what distinguishes a good entrepreneur”. 

The respondent draws attention to the fact that the universities should give its students an 

understanding of what entrepreneurship is. “To give a comprehension of what it means to be 

out in the workplace, not technically but in terms of what it means to make an effort and 

struggle”, the respondent explains. Employer E adds: 

You are your own little company really, promoting yourself to different places. Once you 

are inside, you cannot just sit there, you need to continue striving and pursue constant 

development. You must have the will to want to have that development, to learn to want 

it. 

4.5.3.3 Learning ability 

Employer E mentions that at the auditing firm, they used to test new recruits considerably. Not 

in terms of their technical skills, as nobody is usually ready to analyze a company in a correct 

way, according to employer E. Rather, in terms of their personal characteristics like how open 

you are to take in new information, and to adjust fast and easily. The respondent continues, “I 

want to re-emphasize this, learning how to learn things. That is important and what we really 

test. It is much more important than specific technical competences; you can always learn them 

as you go along”. Although employer E does not expect the technical skills to be high, the 

respondent explains that there can be flaws in people when it comes to their learning ability, 

and can target a disappointment towards that. 

4.5.4 Defining Graduate Employability 

According to employer E, Graduate Employability is defined as the following: 

Learning to assimilate new information. Internship is great, but the most important thing 

is to become good at learning things. That you are capable of handling a specific job. 

Logical thinking, to absorb, communication skills, both in speech and writing. Social 

skills are important as well as a developed contact-base. If you were to have high levels 
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of these abilities, then you will get a job wherever the hell you want, I am pretty sure of 

that. 

Employer E adds that the minimum requirements when hiring must be met, highlighting the 

importance of adequacy. 
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5. Analysis 

 
In this chapter, the findings will be analyzed and discussed. 

 

 

5.1 Education 

5.1.1 Ranking of institutions 

According to Hesketh (2000), employers can be affected by the quality, reputation and prestige 

of an institution, and subsequently prefer graduates from certain institutions. Hesketh (2000) 

and Wilton (2011) suggest that employers prioritize graduates from institutions that are more 

adjusted to their needs. None of the employers in our study ranks one institution before another. 

Mainly, because they do not believe that the choice of institution is the defining factor. 

Employer C was the only one to mention that the institution could have a signal value. The 

mere fact that this was even brought up indicates that a “ranking” mind-set exists, and that 

employers are not entirely oblivious of the role that the institution might have on a potential 

employment. The reason why institutions are compared, could originate from the mistaken 

belief that hiring a graduate from a prestigious institution equals better quality and thus, a better 

performance.  

However, all of the respondents in our study pointed to the importance of an adequate 

education. Suggesting that in the end, it all comes down to how the acquired education relates 

to the job, as Raybould and Sheedy (2005) and Holmes (2006) discusses. In other words, the 

choice of institution is not important unless it has a particular value to the employer, which is in 

line with Hesketh (2000) and Wilton (2011). One has to take into account the fact that 

institutions differ, but also companies (employers). The understanding is that some institutions 

will obviously fit certain companies better than others, based on compatibility. Both employers 

D and E acknowledged the fact that employers can be more open to institutions that they know 

are more attuned to their needs. In other cases, there might not be a clear connection and 

employers might have to estimate, hence, the signal value as discussed by employer C.  

The institution is still merely a tool for learning. Different stakeholders will always try to 

promote their own agendas. Higher education institutions are facing competition and have 

reasons to stand out and highlight their superiority to other institutions. This could explain why 
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the notion of ranking has emerged. Unfortunately, the issue of ranking institutions has confused 

employers and students alike. Students need to realize that employers are interested in what an 

individual can bring to the company, and should direct their focus in that direction. Brown et 

al. (2002), Harvey (2003), Tomlinson (2008), Yorke (2006) and Wellman (2010) all highlight 

that education is not the only determinant of Graduate Employability. Such arguments will be 

further strengthened by this study, as there was a consensus among the respondents that there 

are more decisive factors to employability than the institution per se. Companies have to 

address a vast number of issues and challenges on a daily basis. Students and graduates need to 

understand that employability is more than simply matching institutions with employers. 

Companies must still carry out work, and that might look entirely different from what a student 

and graduate expects. Just as in our model, the key must be customized to each employer.  

5.1.2 Broad vs specialized orientation 

Andrews and Higson (2008) and Knight and Yorke (2003), argue that there is a need for skilled 

workers that can handle the rapid changes that characterizes the labor market. According to 

Wilton (2011), the orientation of a degree, whether it may be special or general, could have 

different implications and labor market outcomes. Raybould and Sheedy (2005) and Yorke 

(2006) discuss that what employers want, depends almost entirely on the job role. Our research 

is clearly in line with both Raybould and Sheedy (2005) and Yorke (2006). There were no 

disagreements among the respondents; the job role decides which orientation employers prefer. 

There was a close relationship between the nature of the business, and the subsequent 

preference for the type of degree orientation, among the employers. The employers that worked 

in a niched and specialized branch obviously required a specialized degree orientation. The 

employers operating in more general business areas preferred a general and broad orientation. 

These findings are in agreement with Wilton (2011), that different degree orientations can yield 

different labor market outcomes. The findings are also very much in line with Aspers (2010) 

and Hofstede (1991), in the sense that what employers want, reflect their organizational 

identity.  

Spence (1973) explains that hiring entails a risk, as the employer does not know what to expect 

of the applicant. Employers want evidence (ibid) and the degree orientation is that evidence, at 

least to a certain extent. Employer D, operating in a specialized sector within the field of 

auditing, explained that a specialized orientation “indicates advanced skills rather than general 

skills”. Employer A on the other hand, generally preferred a broad orientation as it is associated 

with “flexibility”. Hence, allowing an individual to work with many different things at a 
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company. Interestingly enough, almost all of the employers highlighted the importance of being 

versatile and adaptable, despite their contextual differences. The need for adaptable workers is 

a reality (Andrews & Higson 2008; Knight & Yorke 2003) that all of our respondents 

acknowledged. Therefore, the broad orientation is becoming increasingly valued. Albeit, not as 

an absolute solution but rather as a good foundation. Even if a job role requires a certain degree 

orientation, exceptions occur. Employer A explained that exceptions are made, given the fact 

that recruitment is based on much more, like experience and personality for example. Employer 

D highlighted that although a company might be niched; there are still many different roles on 

offer by stating, “As an accountant, you cannot just expect to only do one thing, but other 

things too”.  

The implications of our findings are that business students should realize that their choice of 

degree orientation could affect their employability and thus, their prospects in the labor market. 

The job role and the demand profile that companies advertise is based on a void or need that 

must be filled. Companies have to be specific and find a match that will enable them to achieve 

whatever goal they may have. To say that a potential employment depends entirely on the 

chosen degree orientation is harsh and not necessarily true. As a former office manager 

Employer E stated, “At the auditing firm, we tested applicants very much, not based on their 

knowledge because we did not expect people to be ready to delve into a company’s accounts, 

but rather their ability to learn things”. However, employer E also acknowledged that some 

accounting firms are adamant that the applicant explicitly possess a specialized degree 

orientation. Employer B was clear about the importance of an adequate education, especially 

considering the niched nature of their business within public relations and marketing.  

Graduate Employability in terms of degree orientation is trying to match future ambitions with 

imminent decisions. That entails reflecting upon the implications of the degree orientation on 

future career prospects.  If aspiring graduates can make their competence relevant to the 

employer, then they have gone a long way in becoming employable. From an employability 

perspective, the choice of degree orientation needs to be based on employer requirements, and 

these requirements will always differ. For that reason, an individual needs to be available and 

adjustable.  

5.1.3 Networking 

According to Gibb (2002), there are significant benefits of a closer relationship between higher 

education institutions and employers. To such an extent that employers can actually prioritize 
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graduates from institutions that are closer attuned to their needs (Hesketh 2000; Wilton 2011). 

All of the employers in our research greatly valued a closer relationship with the institutions 

and its students. Meanwhile, four out of the five employers did not experience the relationship 

to be anywhere near sufficient. These employers reported that the contact was scarce and 

limited to career-fairs or guest lectures. Employer A described that there is a curiosity and 

willingness from the labor market to get closer to the educational institutions, in order to bridge 

the gap. Employer D mentioned that they would have wanted to influence the education to a 

greater extent, to the benefit of graduates and employers alike. Such statements highlight the 

lack of communication, which many of the respondents also pointed. The only employer that 

was rather satisfied with the relationship was employer C. Employer C explained that they are 

active in communicating with the regional institutions in Skane. This kind of “active” 

relationship has enabled them to better anticipate the competences of graduates. Consequently, 

allowing the company to adjust accordingly in order to bridge the gap.  

The notion that employers would be more willing to hire graduates from certain institutions 

based on compatibility seems correct. However, compatibility is best measured on a personal 

level, not on an institutional level. Hence, signaling the importance of creating a relationship 

with employers, whether it may be on behalf of the institution or individually. As for 

employers, they should be far more active compared to today. Our findings suggest that 

companies are contributing to the mismatch between graduates and employers, by waiting to be 

invited. The lack of communication could also have to do with the fact that higher education 

institutions are experiencing an “identity crisis”, and are not as fast to respond to the labor 

market, as Knight (2001) and Bennis and O’Toole (2005) discusses. The employers in our 

study were all open to a closer relationship. There seems to be resistance from the higher 

education system for whatever reasons, perhaps mainly because of their multiple missions. 

Therefore, aspiring graduates should take greater responsibility of their employability and stop 

expecting the institutions to do all the work. Creating a dialog with employers during the time 

of study can provide valuable opportunities.     

5.1.4 Grades 

Smith et al. (2000) argue that in the transition from higher education to the labor market, 

credentials of various kinds like grades can have significance on a potential employment. 

However, our study clarifies this notion. All of the respondents dismissed the importance of 

good grades. To say that good grades are useless though is not entirely true. Employer D stated, 

“to have good grades from a university does not equal that you are more qualified when you 
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come here, that is the experience we have”, suggesting that grades is not a good indicator of 

suitability. Employer E argued that more important than the grades is the ability to learn things 

fast. Employer E also stated, “it is better to combine the education with something else and get 

low grades, than to receive top rankings and only have done one thing”, signaling that there are 

other aspects that students should prioritize if they want to increase their employability. Good 

grades must be put in its proper context. High scores can signal a higher commitment and 

ambition, but should not to be confused with the capability of handling a job.  

In order to understand why our respondents overlooked the role of grades, one must to 

recognize that employers are mainly concerned with satisfying their needs. It was evident from 

the attitudes of the respondents that good grades do not equal better performance. Grades could 

have a signal-value, as mentioned by Employer C, but is rarely a decisive factor. Unless grades 

are of particular importance to an employer, then students should focus on developing other 

factors that have greater impact on their employability. The study period is about utilizing the 

time as efficiently and cleverly as possible in order to maximize the employability. Grades 

measure how well an individual assimilates the content of a course, and is a way for institutions 

to monitor the development of its students. Good grades are not something that employers 

require as it says very little about the individuals productive capabilities.   

5.2 Experience 

5.2.1 General work experience, part-time jobs and other engaging activities 

According to Andrews and Higson (2008) and Knight and Yorke (2003), general work 

experience is very valuable to employers. Knight and Yorke (2003) argue that it is not the 

experience itself, but rather what is learnt from the experience that is interesting. It was evident 

from our study that all of the employers greatly appreciate general work experience, without 

any exceptions. All of the employers highlighted the importance of learning outcomes through 

experience, which is in line with Knight and Yorke (2003). However, the employers had 

slightly different views regarding general work experience. Some employers highlighted that 

general work experience develops important “soft” abilities that are necessary. Meanwhile, 

other employers regarded general work experience as a good preparation for the professional 

career. Experience was defined in accordance with the working conditions of each respective 

employer. The employers working in a more general business area like banking for example, 

tended to emphasize general work experience more in comparison to the employers working in 

more niched areas like revision and public relations.  
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The organizational identity affects what employers want (Aspers 2010; Hofstede 1991); not 

only in the requirements but also in the way they want it. For example, employer D, operating 

within a public tax agency in the auditing business, was more straightforward and made it clear 

that while they appreciate general work experience, they are more focused on the “adequate” 

experience, highlighting business-specific experience. The reason seems to be as employer D 

explained, that in the past they only used to hire graduates. However, today, they also hire 

experienced professionals from the private sector as that market has become smaller, due to the 

abolishment of mandatory auditing. Employer E on the other hand, with prior experience of the 

private sector with one of the largest auditing companies in the world, emphasized general 

work experience relatively more, as their conditions are more open to that kind of experience. 

Although, both companies are operating within the business of auditing, the contextual 

differences and working conditions shapes their preferences and needs differently, as illustrated 

by our findings.  

The type of experience preferred by employers could also have to do with how sophisticated 

the company is. If the company is multifaceted with a number of different tasks and job roles, 

then it is likely that the need will be diverse and vary. Conversely, if the company is more 

homogenous, then the job roles might reflect that. Consequently, requiring a more focused and 

specific type of experience. In other words, a job role can be varied and require a range type of 

skills, but it can also be monotonous and only require a fixed set of skills. However, working at 

a company often requires a synergy of experiences and skills, as noted by the employers in our 

study. As long as employers feel that the experience acquired by a graduate can be transferred 

to and benefit the company, then the experience will be considered valuable, as argued by the 

respondents.  

According to Andrews and Higson (2008) and Harvey et al. (2002), part-time jobs and 

voluntary work are good ways of getting insight into the labor market. The employers in our 

study appreciated the fact that an individual is active during the time of study, whether it may 

be in the form of part-time jobs or involvement in activities such as the student union. 

Employer E stated that such activities ”shows that you want something and to struggle for it, 

and not just study and then go home and sleep”. Employer C stressed the importance of 

learning outcomes but stated that engaging activities “show proof of commitment and a 

willingness to develop”. However, employer D was the only one to downplay the role of 

involvement in the student union, mostly because they do not usually prioritize that type of 

experience. It seems as if their needs are continuously being met, this was the interpretation we 
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made based on the statements of employer D. When a company knows what they want and are 

continuously receiving that, then it could be that the company does not have to test and analyze 

applicants to the same extent. This could have to do with the type of job but perhaps also with 

the role and experience of the employer. Those strictly involved with creating the demand 

profile like financial managers, are more likely to emphasize proper qualifications. HR-

managers seem keener on emphasizing the personality, like employer A in our study. The one 

responsible for taking the final decision will ultimately have to make an overall assessment, 

just as the respondents all highlighted.  

Students and institutions need to realize that employers focuses on learning outcomes 

primarily, not the activity per se. One of the main reasons why employers are positive towards 

student activity, not just in general but also in this study, could have to do with the fact that 

employers have little information to base their employment decisions on. When students 

engage in various activities, whether it may be a job or involvement in a non-profit 

organization, they leave traces. Employers can then pick up these traces, analyze them and thus 

get to know the individual (applicant) better. Spence (1973) refers to this as “information 

gaps”, which can be compensated for through acquiring different types of evidence. It is 

expensive to make a wrong recruitment (Danielsson 2010), subsequently forcing employers to 

be attentive. Employers are attracted by evidence, whether formally or simply through the 

personality of an individual. Different employers require and emphasize different things, as 

illustrated in our study.  

5.2.2 Business-specific experience and internship 

Andrews and Higson (2008) argue that employers value business-specific experience more than 

general work experience. Our findings correspond with the arguments of Andrews and Higson 

(2008). The respondents all highlighted that business-specific experience is an invaluable 

opportunity that greatly affects the employability of an individual, even more so than general 

experience. The reason being, that business-specific experience is more specific and more often 

relevant, and enables the individual to be better acquainted with the particular job, fast. During 

the interviews, it was noted that business-specific experience is especially required when the 

job role demands it, like advanced positions. Employer A stated that business specific work 

experience “serves as a gateway to the labor market”. Employer B highlighted that some skills 

are specifically developed as a result of business-specific experience. Business-specific 

experience was something that the more niched companies in this study tended to highlight. 
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Employers are keen to see that graduates have an understanding of the practices at the 

particular company. This can help to explain the importance of business-specific experience.  

According to Andrews and Higson (2008) and Crebert et al. (2004), internship is regarded as 

one of the main ways of acquiring business-specific experience, but noted that learning 

outcomes can differ. All of the employers in this study argued that internship is in fact a very 

good opportunity for students to become more employable. However, just as the theory (ibid) 

suggests, the employers in our study acknowledged that it could be hard to offer internship to 

all students. Employer E argued that to hire a graduate is an investment, companies who see it 

in a different way tend to opt for more experience. There are many ways to gain experience, 

whether general or specific. Either way, the experience needs to be relevant to the employer. 

More important than the activity are learning outcomes. Credentials needs to be backed up with 

real performance, otherwise they are useless. 

5.3 Skills/personal qualities 

Raybould and Sheedy (2005) and Yorke (2006) both discussed that the type of skills that 

employers want is defined in relation to the job role. There were no contradictions with our 

findings in that regard. Harvey (2003) reported that employers do not necessarily want tailored 

graduates with specific skills, but rather generic skills that can be developed further. Employer 

A stated, “Whether you should hire a fresh graduate or an experienced professional ultimately 

comes down to if the company wants to build long-term, or simply need a specialist to solve a 

short-term problem”. This illustrates that corporate ambitions affect what employers want. As 

Hinchliffe (2002) argues, one must consider the contextual differences before generalizing 

skills. Any skill, whether generic or specific, can be defined both conceptually and 

contextually. A conceptual definition gives a universal meaning from which the skill can be 

generally recognized and understood, for example social skills. Depending on the context, the 

definition and meaning of social skills will then become more specific and nuanced. Holmes 

(2006) is accurate in describing employability as defined through the subjective judgments 

made by the interpreter, in this case the employer.  

Some skills were mentioned by all of the employers in our study, such as social skills for 

example. However, the definition and thus meaning of social skills differed more or less, due to 

the contextual differences and working conditions. Wye and Lim (2014) are correct in the sense 

that the need for certain skills is unique to certain companies, as there were skills that were 

unique to each employer in our study, reflecting the nature and circumstances of their 
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respective businesses. Our findings illustrates that the type of skills that employers want, is 

largely decided by the job role and the organizational identity. The core values were obviously 

closely knitted to the skills mentioned by each employer in our study, which is in line with 

Ahrne and Papakostas (2002), Aspers (2010) and Hofstede (1991) who argue that 

organizational identity affects the behaviors of the people within a company and hence, their 

requirements.  

All of the employers highlighted the importance of what has been labeled in the theory as 

“personal qualities” (Harvey 2003; Knight & Yorke 2003; Pool & Sewell 2007; Yorke 2001). 

The employers singled out these types of skills or rather personal qualities, as perhaps the most 

important component of Graduate Employability. Qualities such as self-management, 

metacognition, self-efficacy, critical thinking and reflection (ibid) were all highlighted by the 

respondents, albeit in different ways. Employer A discussed the importance of being curios and 

driven. Employer E stressed learning ability, “Learning how to learn”. Employer B highlighted 

the importance of being self-regulatory seeing that the job-role entailed plenty of freedom. 

Other qualities mentioned among our respondents included self-confidence or as Knight and 

Yorke (2003) describe it, self-theory. The employers regarded personal development to be 

particularly important. Personal development requires critical thinking and reflection (Harvey 

2003; Knight and Yorke 2003; Pool & Sewell 2007; Yorke 2001). Employer E stated:  

You are your own little company really, promoting yourself to different places. Once you 

are inside, you cannot just sit there, you need to continue striving and pursue constant 

development. You must have the will to want to have that development, to learn to want 

it. 

As illustrated by our research, any skill or personal quality can be comprehended better when 

contextualized. In light of our findings, personal qualities are not as attached to the job role as 

skills are, as previous research will also suggest (ibid). Personal qualities have to do with the 

attitudes and potential of an individual, which is why they are highly regarded. It is not enough 

to be talented if there is no understanding of how to utilize this talent. Good personal qualities 

will compensate for lacking skills, but skills alone will not compensate for lacking personal 

qualities, such is the significance of personal qualities. Employer E stated, “I want to re-

emphasize this, learning how to learn things. That is important and what we really test. It is 

much more important than specific technical competences; you can always learn them as you 

go along”. The compilations of skills and personal qualities (Wellman 2010) need to be 

contextualized in order to be meaningful. Taking into account alternative interpretations, 
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increases the understanding of how different skills and personal qualities apply to real working 

situations. Unlike skills, personal qualities are much more correlated and need to co-exist, 

regardless of the context.   

5.4 Defining Graduate Employability 

According to the model developed in the theory section, Graduate Employability can be 

divided into three components: education, experience and skills (Andrews & Higson 2008; 

Harvey 2003; Knight & Yorke 2003; Pool & Sewell 2007; Yorke 2001). These three 

components are guided and developed with the help of personal qualities (Harvey 2003; Knight 

and Yorke 2003; Pool & Sewell 2007; Yorke 2001). Together they form the key towards 

employability. When the employers in our study were asked to define Graduate Employability, 

they more or less highlighted the aspects mentioned above. However, these elements were 

emphasized and expressed in different terms. The main theme though was that employability is 

very much bound to the job role, reaffirming Raybould and Sheedy (2005). Hence, in order for 

a graduate to become employable, the education, experience, skills and personal qualities needs 

to be translated and mediated to employers in a way that is meaningful and relevant to them, as 

discussed. Obviously, the employers emphasized areas reflecting their own experiences, 

circumstances and particular needs. Employer D stated, “To adjust to the company´s culture 

and values, it is not enough to just have a degree and literary abilities”, suggesting that 

Graduate Employability is beyond the possession of qualifications, as Holmes (2006) argues.  

Despite operating in different organizations and business areas, the definitions formulated by 

the employers were rather similar, indicating that there is no disagreement of what Graduate 

Employability is. The differences lies in how Graduate Employability applies practically, in 

different working situations, as there can be considerable differences. This study has been 

focused on deepening the understanding of Graduate Employability, by illustrating the diversity 

in employer needs from a more practical perspective. Graduate Employability must always be 

put in relation to those who determine its meaning, as our findings illustrates.   

5.5 Summary of the analysis 

Graduate Employability has been illustrated through the experiences and perceptions of 

individual employers. The findings suggest that an individual should acquire an education, gain 

work experience and develop a set of skills through the possession of certain valuable personal 

qualities. However, it is important that graduates can relate the acquired competence to the 

employers and that entails understanding the diversity in employer needs. The job role, 
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organizational identity and nature of the business can significantly affect what employers want. 

The employers in our study did not necessarily rank one institution over another, at least not 

based on the name and prestige of an institution. What matters is compatibility, because 

employers are interested in satisfying their needs. The chosen degree-orientation could have 

implications on the employability depending on the type of market and business that an 

individual intends to work in. According to our study, a specialized degree-orientation is better 

suited where the job role does not demand that an individual work within many different areas. 

However, prior research as well as our study indicates that businesses are becoming 

increasingly multifaceted, signaling the need for adaptable and flexible workers that can handle 

many different job tasks and business areas.  

The importance of a closer relationship between the institutions/students and the labor market 

through networking was highlighted by all of the respondents. Yet, there is a lack of 

communication, which can partly be explained by a lack of initiative on the employer side but 

perhaps even more so because higher education institutions react slowly to change and have 

their priorities mixed up. The role of grades is limited and unimportant and students are 

encouraged to focus on other aspects that are more beneficial and constructive to their 

employability. The grading system is a tool used by institutions, not by employers. High scores 

do not equal successfully handling a job and producing results. While good grades can have a 

signal value, all of the employers in our study downplayed its significance.     

All of the respondents acknowledged work experience as a crucial aspect of Graduate 

Employability. Whether general experience or specific, the experience needs to relate to the 

job, one way or another. Business-specific experience was naturally more meritorious among 

the employers as it is regarded as a “gateway” to the labor market, without undermining the 

value of general experience. Employers involved in business areas with many different roles 

tended to appreciate general experience relatively more compared to the more niched and 

specialized companies that preferred specific experience.  

As for skills, there are skills that are unique to each company because of their nature. There are 

skills that are universally known such as social skills but as our study suggested these are likely 

to be interpreted differently and thus have different meanings depending on the circumstances 

surrounding the particular job. Skills are bound to the job role relatively more in relation to 

personal qualities. Personal qualities are particularly important to employers because they have 

to do with the attitude and potential of an individual, and are crucial in order to become 

employable. Personal qualities guide an individual to take the right decisions and utilize 
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resources through constant development. Unlike skills, personal qualities need to co-exist in a 

synergy because they are interconnected.     

5.6 Figure 5.1 Factors affecting Graduate Employability  

As illustrated, the findings were very much in line with previous research. The only difference 

is that it generated a greater understanding of Graduate Employability and employability in 

general by shedding light on the concept from a somewhat different outlook by asking 

individual employers. Hence, there are no major modifications to be made to the model apart 

from mentioning that the role of grades and the type of institution is of little interest to 

employers, at least as long as it is not to the direct benefit of the employer. An aspiring 

graduate who wishes to become employable on the labor market should acquire an education, 

reflect upon the degree-orientation and keep a close relationship with employers through some 

type of networking. He or she should gain some form of general work experience that is 

perfected through business-specific experience and should develop a set of skills and personal 

qualities that are relevant and appreciated by the employer. In order to achieve this, he or she 

needs to understand that employers are unique and should be approached accordingly. Graduate 

Employability is about investing in you, which is why most of the work is concerned with 

personal development.  

 

Figure 5.1 Factors affecting Graduate Employability 
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6. Conclusions 

 

In this chapter, the conclusions are presented. It contains the summary of the dissertation, 

theoretical contribution, practical implications, future research, social implications and 

critical reflections. 

 

 

6.1 Summary of the dissertation 

This dissertation aimed to answer the following research question: 

How do five individual employers in Sweden experience Graduate Employability in terms of 

education, experience and skills/personal qualities? 

The subject of Graduate Employability is well-studied and provided us with a solid foundation 

to build a model upon, mainly based on the work of Harvey (2003), Knight and Yorke (2003), 

Pool and Sewell (2007), Yorke (2001) and Holmes (2006). In addition, Aspers (2010) and 

Hofstede (1991) helped us to understand the implications of organizational influences like 

identity, culture and values on employer needs. This led us to explore how individual 

employers experience and perceive Graduate Employability in order to illustrate the diversity in 

employer needs. Previous research was mainly focused on finding universal solutions and 

neglected the contextual differences between businesses and organizations, and the 

implications of organizational identity in shaping corporate needs. Our research on the other 

hand, has concretized a theoretical concept like Graduate Employability, by asking various 

employers directly in relation to their working conditions, whilst considering the contextual and 

organizational differences. By doing so, we have contributed in generating a more nuanced and 

deeper understanding of Graduate Employability.  

We realized that in order to understand how individual employers experience Graduate 

Employability we had to make a qualitative research with an exploratory approach, and thereby 

yield as much in depth information as possible. Five interviews were conducted with five 

employers operating in different companies. The employers got to share their experiences of 

the different aspects of Graduate Employability, in accordance with our model. Our findings 

did not refute prior research; instead, the findings provide data that are more illustrative. The 

employers in our study all agreed what Graduate Employability is. However, they interpreted 
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and expressed Graduate Employability somewhat differently, reflecting the nature and needs of 

their respective businesses. It was evident from our findings that it is important to view 

companies as unique, understand their different needs and adjust accordingly.  

The findings suggest that aspiring business graduates should acquire a relevant education. 

Furthermore, choose a degree-orientation that enables the graduate to work within many 

different areas, as the need for adaptable and flexible workers is becoming increasingly evident. 

Experience or rather the learning outcome gained through the experience was considered an 

essential part of Graduate Employability, regardless of the type of experience. The employers 

were asked to define the most critical skills relevant to their respective practices, and these 

skills were very much based on the core values at each respective company. All of the 

employers drew attention to the importance of personal qualities such as good learning ability 

and determination.  

Graduate Employability is not merely the possession of qualifications and competences. 

Qualifications and competences needs to be demonstrated and made relevant to each employer 

and company. Knowing what a particular employer wants can give graduates significant 

advantages, according to our study.  

6.2 Theoretical contribution 

The findings in this study will greatly benefit aspiring business graduates who want to improve 

their employability. The theory has helped to build a model that explains the fundamentals of 

Graduate Employability. Empirically, we have illustrated Graduate Employability even further 

by manifesting the basic ideas of Holmes (2006) who argue that meaning is given through 

interpretation, and observations are interpreted differently. Instead of compiling lists of 

competencies that does not consider organizational and contextual differences and thus lack 

applicability (Harvey 2003; Knight & Yorke 2003; Pool & Sewell 2007; Wellman 2010; 

Yorke, 2001), we have focused on generating an increased understanding and meaning by 

embracing and highlighting these differences. Theoretically, that has meant correlating the 

theory on Graduate Employability with theory on organizational identity. Empirically, this new 

outlook has resulted in more in-depth, meaningful and contextualized information.  

Our empirical data is in harmony with prior research as well as being supplementary, as our 

findings are more detailed and practically applicable then previously. Through this dissertation, 

we have added a second dimension to Graduate Employability and made the concept more 

vivid through illustrating five real situations. Now, students can better understand why and how 
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different factors are important. We have illuminated the diversity in employer needs by 

focusing on individual employers, and built a foundation for other researchers to build upon.   

Much of the research on Graduate Employability have been conducted in the UK (Harvey 

2003; Holmes 2006; Knight & Yorke 2003; Pool & Sewell 2007; Wellman 2010; Yorke 2001). 

However, this research has contributed by illustrating how five employers with affiliations with 

a number of large companies in Sweden experience Graduate Employability and its different 

components, covering new geographical ground.  

Seeing that Graduate Employability is an evolving concept our dissertation has contributed 

with current and updated data and highlighted the issue from many different angles. 

“Individuality” and “uniqueness” are terms that are becoming increasingly important to 

consider in the twenty-first century, as companies try to find more aggressive ways of 

differentiating themselves from the competition. This in turn, will affect employer needs even 

more and our research is a significant step in that direction.   

6.3 Practical implications 

The findings of our research can have far-reaching implications for both aspiring students and 

higher education institutions. The data is informative and meaningful and gives students an idea 

of what employers appreciate and what they consider attractive. Hence, students can work with 

their employability during higher education in accordance with the model that we have 

presented, but mainly through our empirics and guide students in their quest to become more 

employable. Higher education institutions on the other hand, can use these findings to try and 

bridge the gap to the labor market, by working with areas of our model that they believe might 

have the greatest impact. The findings can also benefit employers by reflecting upon their own 

practices in relation to the situation of students and graduates, and perhaps find more effective 

communication channels.  

6.4 Future research 

The subject of Graduate Employability is constantly developing and expanding as the markets 

change and become more sophisticated. Hence, there will always be a need for new and 

updated data. As long as there is a gap between business graduates and the labor market, there 

will be a need for ways to bring the two closer. Whether that entails focusing on the 

contribution of higher education, or helping employers find better and more efficient ways to 

spot and nurture talent, remains to be said. Research can be conducted over periods, and 

compared between countries especially within the EU, considering the freedom of movement 
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and capital. Greater emphasis can be placed on factors concerning the job-acquisition, like 

recruitment interviews for example.    

6.5 Social implications 

The findings of this research are constructive and can help to understand the needs of 

employers as well as paving the way for students and graduates alike. Decreasing the distance 

between graduates and the labor market the way we have tried is to the benefit of the wider 

economy. Although our findings cannot be generalized, there are elements to the study that is 

to the benefit of stakeholders at many different levels, from a governmental level to an 

individual level. In addition, the findings can influence and inspire researchers in other areas as 

well.       

6.6 Critical reflections 

Limited time and resources were the main issues affecting this thesis, hence, putting pressure 

on quality and contents. Graduate Employability is a complex and difficult subject to try and 

grasp. The approach of our research did not allow us to generalize, as we were limited to a few 

employers within the region of Skane in Sweden, although one of the employers was based in 

Stockholm. Many more aspects could have been brought up like the aspect of recruitment in 

terms of personal interviews and CV-writing. Seeing that we merely wanted to know how 

individual employers perceive Graduate Employability, the inclusion of aspects such as CV-

writing would have been redundant. The participants were limited to the economy branch and 

the study was based on the employability of business graduates. However, there are some 

factors that are general, like the fact that companies are unique, regardless of their business 

area, which was emphasized significantly throughout the paper. As for the terms employment 

and employability, these can be hard to separate as they are intertwined, despite our best efforts 

to keep them apart. Furthermore, what is considered graduate relevant material or simply 

general information can also be hard to separate, as employers tend to mix the two. It is worth 

mentioning that you never become completely employable because personal development is 

life-long and employer needs are constantly changing. 

  

 

 

 



 

71 

 

References 

Ahrne, G., & Papakostas, A. (2002). Organisationer, samhälle och globalisering – Tröghetens 

mekanismer och förnyelsens förutsättningar. Lund: Studentlitteratur. 

Almerud, M., Hjortzberg, G., & Krassén, P. (2012). Högskolekvalitet 2012. Svenskt näringsliv 

Andrews, J., & Higson, H. (2008). Graduate Employability, Soft Skills Versus Hard Business 

Knowledge: A European Study. Higher education in Europe, Vol. 33 No. 4, pp. 411-422. 

Aspers, P. (2010). Orderly Fashion - A Sociology of Markets. New Jersey: Princeton University 

Press. 

Atkins, M. J. (1999). Oven-ready and self-basting: taking stock of employability skills. Teaching 

in Higher Education, Vol. 4 No. 2, pp. 267-280. 

Becher, T. (1999). Professional Practices: commitment and capability in a changing 

environment. New Brunswick, Transaction Publishers. 

Bennis, G. W., & O’Toole, J. (2005). How Business Schools Lost Their Way. Harvard Business 

Review, Vol. 83 No. 5, pp. 96-104. 

Bottger, P., & Barsoux, J. (2012). Masters of fit: how leaders enhance hiring. Strategy & 

Leadership, Vol. 40 Iss. 1, pp. 33-39. 

Brown, P., & Hesketh, A., & Williams, S. (2002). Employability in a knowledge-driven economy. 

Innovation in education for employability held at Manchester Metropolitan University. 

Bryman, A., & Bell, E. (2011). Business Research Methods (3rd ed). Business & Economics. 

Oxford University Press. 

Caldwell, D. M., & O'Reilly, A. C. (1990). Measuring person-job fit using a profile comparison 

process. Journal of Applied Psychology, Vol. 75 Iss. 6, pp. 648-657. 

Chatman, A. J. (1991). Matching People and Organizations: Selection and Socialization in 

Public Accounting Firms. Administrative Science Quarterly, Vol. 36 Iss. 3, pp. 459-484. 

Civilekonomerna. (2013). Civilekonomer tre år efter examen - Civilekonomer i arbeslivet 2013, 

Rapport om civilekonomer om utexaminerades år 2009. 



 

72 

 

Crebert, G., Bates, M., Bell, B., Patrick, C., & Cragnolini, V. (2004). Ivory Tower to Concrete 

Jungle Revisited. Journal of Education and Work, Vol. 17 No. 1, pp. 47-70.  

Danielsson, L. M. (2010). Kompetensbaserad rekrytering, intervjuteknik och testning. Natur 

och kultur. 

Davies, L. (2000). Why kick the “L” out of “Learning”? The development of students’ 

employability skills through part-time working. Education & Training, Vol. Iss. 8, pp. 436-444. 

Dearing, R. (1997). Higher Education in the Learning Society. Retrieved April 14, 2014, from 

About the National Committee of Inquiry into Higher Education website, 

https://bei.leeds.ac.uk/Partners/NCIHE/ 

Ehiyazaryan, E., & Barraclough, N. (2009). Enhancing employability: integrating real world 

experience in the curriculum. Education + Training, Vol. 51 Iss. 4, pp. 292-308. 

European Comission. (2010). Eurobarometer survey: Employers’ perception of graduate 

employability (Flash Eurobarometer 304 – The Gallerup Organization). 

Gibb, A. (2002). Creating conducive environments for learning and entrepreneurship: living 

with, dealing with, creating and enjoying uncertainty and complexity. Industry and Higher 

Education, Vol. 16 No. 3, pp. 135-148. 

Guile, D., & Young, M. (1998). Apprenticeship as a conceptual basis for a social theory of 

learning. Journal of Vocational Education and Training, Vol. 50 No. 2, pp. 173-92. 

Harvey, L., & contributors. (2003). Transitions from higher education to work. Enhancing 

Student Employability Co-ordination Team and the LTSN Generic Centre. 

Harvey, L., Locke, W., & Morey, A. (2002). Enhancing employability, recognising diversity. 

Making links between higher education and the world of work. Universities UK, London. 

Harvey, L., Moon, S., Geall, V., & Bower, R. (1997). Graduates’ work: organization change and 

students’ attributes. Birmingham: Centre for Research into Quality together with the 

Association of Graduate Recruiters. 

Hawkins, P. (1999). The Art of Building Windmills: Career Tactics for the 21st Century. 

Graduate Into Employment Unit, University of Liverpool.  



 

73 

 

Hesketh, A. J. (2000). Recruiting an elite? Employers’ perceptions of graduate education and 

training. Journal of Education and Work, Vol. 13 Iss. 3, pp. 245-271. 

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

London: Department for Education and Employment. 

Hinchliffe, G. (2002). Situating skills. Journal of Philosophy of Education, Vol. 36 Iss. 2, pp. 187-

205. 

Hofstede, G. (1991). Organisationer och kulturer - Om interkulturell förståelse. Lund, 

Studentlitteratur. 

Holmes, L. (2001). Reconsidering Graduate Employability: the graduate identity approach. 

Quality in Higher Education, Vol. 7 Iss. 2, pp. 111-119. 

Holmes, L. (2006). Reconsidering Graduate Employability: Beyond Possessive Instrumentalism. 

Presented at the Seventh International Conference on HRD Research and Practice. 

Knight, P. (2001). Employability and Assessment. Skills plus – a paper prepared for the fourth 

colloquium. Lancaster, Lancaster University. 

Knight, T. P., & Yorke, M. (2003). Employability and Good Learning in Higher Education. 

Teaching in Higher Education, Vol. 8 No. 1. 

Krassén, P. (2013). Företagens syn på högre utbildning. Svenskt näringsliv. 

Krugman, P. R., & Obstfeld, M. 2009. International Economics: Theory and Policy (8th ed). 

Boston: Pearson Addison-Wesley. 

Little, B. (2001). Reading between the lines of graduate employment. Quality in Higher 

Education, Vol. 7 Iss. 2, pp. 121-129. 

Pool, D. L., & Sewell, P. (2007). The key to employability: developing a practical model of 

graduate employability. Educational Training, Vol. 49 No. 4, pp. 277-89. 

Raybould, J., & Sheedy, V. (2005). Are graduates equipped with the right skills in the 

employability stakes? Industrial and Commercial Training, Vol. 37 Iss. 5, pp. 259-263. 

Saunders, M., Lewis, P., & Thornhill, A. (2009). Research Methods for Business Students (5th 

ed). Pearson Education. 



 

74 

 

Smith, J., McKnight, A., & Naylor, R. (2000). Graduate Employability: Policy and Performance in 

Higher Education in the UK. The Economic Journal, Vol. 110 Iss. 464, pp. 382-411. 

Spence, A. M. (1973). Job Market Signaling. The Quarterly Journal of Economics (The MIT 

Press), Vol. 87 Iss. 3, pp. 355-374. 

Stephenson, J. (1998). The concept of capability and its importance in higher education. In J. 

Stephenson & M. Yorke (Eds.), Capability and quality in higher education (pp.1-13). London: 

Kogan Page. 

Teichler, U. (2000). New perspectives of the relationships between higher education and 

employment. Tertiary Education and Management Vol. 6 No. 2, pp. 79-92. 

Tomlinson, M. (2008). The degree is not enough: students’ perceptions of the role of higher 

education credentials for graduate work and employability. British Journal of Sociology of 

Education, Vol. 29 Iss. 1, pp. 49-61. 

Wellman, N. (2010). The employability attributes required of new marketing graduates. 

Marketing Intelligence & Planning, Vol. 28 Iss. 7, pp. 908-930. 

Wilton, N. (2011). Do employability skills really matter in the graduate labour market? The 

case of business and management graduates. Work, Employment and Society, Vol. 25 Iss. 1, 

pp. 85-100. 

Wye, C-K., & Lim, Y-M. (2014). Analyzing Skill Profile Among Business Graduates: Is it Generic 

or Specific? International Journal of Business, Economics and Management, Vol. 1 Iss. 5, pp. 

57-71 

Yorke, M. (2006). Employability in higher education: What it is - what it is not. The Higher 

Education Academy. 

Yorke, M. (2001). Employability in the first cycle higher education. A working paper for the 

Skills plus Project. Liverpool John Moores University. 

 

 

http://econpapers.repec.org/article/pkpijobem/


 

75 

 

Appendix I Interview guide in English 

The interview consist of three main areas, Education, Experience and Skills/Personal qualities. 

The first two areas, Education and Experience, have specific sub-topics that will be discussed. 

However, Skills/Personal qualities will be formed based on the statements that you make. We 

will ask you to identify and define the most important skills and personal qualities according to 

your experiences and circumstances. The interview itself will have a seminar-like structure 

with a lot of discussion of various issues concerning the different topics mentioned above. 

These three topics will then be joined together in a concluding part when you will be asked to 

define Graduate Employability in your own words. The interview will be initiated by an 

introduction of yourself and a short description of your role within the company that you 

represent. 

1. Education 

- Ranking of institutions 

- Broad versus specialized orientation 

- Networking 

- Grades 

2. Experience 

- General work experience 

- Part-time jobs 

- Other engaging activities 

- Business-specific experience 

- Internship 

3. Skills/Personal qualities 

Here, you identify and define the most critical skills and personal qualities. 

4. Defining Graduate Employability 

Here, you formulate a concluding definition of Graduate Employability, based on the most 

important factors that have been discussed. 
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5. Other 

Here, you will be given the opportunity to ask questions and add anything that has not been 

brought up during the interview. 
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Appendix II Interview guide in Swedish 

Intervjun består utav 3 huvudområden, Utbildning, Erfarenhet och Förmågor/Personliga 

kvalitéer. De två första områdena, Utbildning och Erfarenhet har specifika delämnen som 

kommer att diskuteras. Däremot kommer Förmågor/Personliga kvalitéer att forma sig baserat 

på de utlåtande som du gör. Vi kommer att be dig att identifiera och definiera de viktigaste 

förmågorna och personliga kvalitéerna enligt dina erfarenheter och omständigheter. Själva 

intervjun kommer att ha en seminarieliknande struktur med mycket diskussion av olika frågor 

beträffande de olika ämnena som nämnts ovan. Dessa tre ämnen kommer sedan att förenas i en 

avslutande del då vi kommer att be dig att med egna ord definiera nyutexaminerades 

anställningsbarhet. Intervjun kommer att inledas med en introduktion av dig själv och en kort 

beskrivning av din roll i det företag som du representerar 

1. Utbildning 

- Ranking av institutioner  

- Bred kontra specialiserad inriktning 

- Nätverkande  

- Betyg  

2. Erfarenhet, diskussionsämnen:  

- Generell arbetslivserfarenhet 

- Deltidjobb 

- Andra engagerande aktiviteter 

- Yrkeserfarenhet  

- Praktik 

3. Färdigheter/Personliga kvalitéer, definitioner:  

Här identifierar och definierar du de mest kritiska förmågorna och personliga kvalitéerna  

4. Definiering nyutexaminerades anställningsbarhet  

Här formulerar du en avslutande definition av nyutexaminerades anställningsbarhet baserat på 

de viktigaste faktorerna som har diskuterats 
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5. Övrigt  

Här ges du möjligheten att ställa frågor och tillägga något som inte har tagits upp under 

intervjun. 

 


