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ABSTRACT

The concept oEmployabilityis complex, and this is apparent not only in literature but also in
practice. The purpose of this thesis is to ascertain the perceptioBsployabilityfrom those

who are relatively quiet within literatura,e., the student Research in this domainrigs to

focus on either industry or education with no focus on individuals, or in this instance,
students. Understanding student perception can assist in assessing engagement with the
concept ofEmployability The outcome of this thesis will provide fuethunderstanding of
those individual perceptions and how these perceptions impact on their engagement with

Employabilitywhilst at university.

Based on the subjective nature of this thesis and the need to capture thoughts and feelings,
the epistemologial and ontological assumptions for a constructivist paradigm aligned to the
thesis well. The constructivist paradigm also supported the use of Q Methodology, which
features across all 3 studies within this thesis. Q Methodology is a tool that is usaplttme
gualitative viewswhilst usingmathematical algorithms to conduct the analy$Watts and
Stenner, 2012). Snapshot perceptionEafiployabilitywere captured during studies 1 and 2
(Study 1: Staff and Study 2: Students) with Study 3 adoptinggitdoimal approach as the
data collected in study 3 was captured 3 years after study 2 (Participants in Stildy
featured in Study 3). The aim of utilising Q Methodology was to capture views on
Employabilityperceptions so tounderstand the occurreres between Study 2 and 3, a semi
structured interview was also introduced in Study 3 to address the element of this thesis

focussed orengagement.

The findings from this thesis have highlighted the differences of perception regarding
Employabilityand the disparity of these perceptions between undergraduate sports students
and higher education staffln particular, thefindings from study 3howed hat perceptions

of Employabilitychanged throughout their undergraduate journeyndall but 1 participant
within this study now share a similar view Bmployabilityeven though their accounts of

engagement differed throughout their university programme.



The student voice is relatively quiet withiBmployability literature, buried within an
education sector that without them, would not exist. Within this thesis, the student
perception will be given a platform within the context Bmployabilityto understand how

they see the concept during their time iHigher Education. Unlike any other study,
Employabilityperceptions from students will not only be captured when they first enter
Higher Education but will be revisited within the first 12 months of beting graduates.
Students are only one stakeholder in the conceptEmployability therefore within this
research, staff perception has also been captured. Staff perception is significant due to the
influence over student beliefs and how students engdgeng their time at university (Sin,
Tavares and Amaral, 2019). This thesis also adds original contribution to knowledge via the
methodology used to capture this information. Q methodology is a way to obtain subjective
viewpoints (Watts and Stenner, 28) and therefore a good fit for the subject of
Employability yet this methodology has rarely been used alongside the concept. Following
further understanding aroundEmployability perception, coupled with a longitudinal
approach, this will then allow fdurther understanding around student engagement. In the
final phase of this research, students will repeat €@t construction, and revisit their
original QSort before being interviewed to reflect on their engagement activities during their
academic gurney. Conclusionsiere formed to distinguish patterns and links between
perceptions ofEmployability staff influence and how thesghange andmpact on student
engagement throughout their undergraduate programnierom these findings the creation

and nstructions of implementing 2 distinct models (The Process of Employability and
Collaborative Employability (CE) Model) have been included to proactively encourage a
collaborative approach to employability within the final chapter of this thestsom the
literature available, there is no evidence to suggest that a longitudinal study considering
Employabilityperceptions and student engagement whilst utilising Q Methodology has been

conducted from theperspective of students studying sport.
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CHAPTER 1: INTRODUCTION



1.0 THESIS RATIONALE

Employabilityhas been utilised bifigher Education institutions as a significant metric when

it comes to student recruitment and determining graduate success to enhance both student
numbers and improve institutional reputatiorEmployabilityis therefore deemed to play a

significant role in univesity survival and as McCowan (B)1p. 2690 &Gl 1Sa WgKS)
organisation needs to survive you must ensure that all parties involved are pulling in the same
RANBOUA2Y Q@ ¢tKS 1jdz2GS o0& alO/ 26ty ounmpt O
knowledge and peception within the concept oEmployability as they are a significant
stakeholder within the concept. There is plenty Exhployabilityliterature from a Higher
Educationand industryperspective which will be explored within this thesis, but there is a
significant gap when it comes to student perspective. This thesis aims to understand the voice

of the stakeholders that until recently seem to have been unheard, the student. At the start

of this PhD journey in 2013, there was very little research avaikiound student perception

of Employability with much of the focus being driven by Higher Education institutions and in

part, industry. The first important step to narrow this gapsto understand how students

define Employability what they deemEmployabilitydevelopment and how this can impact

on engagement levels witmployabilityopportunities based upon those perceptions. This

thesis aims to begin the narrowing of that gap.

1.1 A SIGNIFICANT ORIGINAL CONTRIBUTION TOKNGEVL

The student voice is relatively quiet within literature, buried within an education sector that
without them, would not exist. Within this thesis, e student perception will be given a
platform within the context oEmployabilityto understand how theyee the concept during
their time in Higher Education. Unlike any other stud§mployabilityperceptions from
students will not only be captured when they first entégherEducation but will be revisited
within the first 12 months of becoming graduateStudents are only one stakeholder in the
concept of Employability therefore within this research, staff perception has also been
captured. Staff perception is significant due to the influence over student beliefs and how
students engage during their tienat university (Sin, Tavares and Amaral, 2019). This thesis

also addsan original contribution to knowledge via the methodology used to capture this



information. Q methodology is a way to obtain subjective viewpoints (Watts and Stenner,
2012)and therebre a good fitfor the subject ofEmployability yet this methodology has
rarely been used alongside the concept. Following further understanding around
Employabilityperception, coupled with a longitudinal approach, this will then allow for
further understanding around student engagement. In thalffjphase of this researahhich

is focussed on understanding perception changes towa&naployabilityand how this has
impacted on engagemensfudents will repeat a €ort construction, and revisit their original
Q-Sort before being interviewed to reflean their engagement activities during their
academic journey. Conclusiomgere formed to distinguish patterns and links between
perceptions ofEmployability staff influence and how these impact on student engagement
throughout their undergraduate programe. From the literature available, there is no
evidence to suggest that a longitudinal study consideiirgployabilityperceptions and
student engagementwhilst utilising Q Methodologyhas been conducted from the

perspective of students studying sport.

1.2 RESEARCH AIM AND OBJECTIVES

The aim of this thesis is to develop an understanding of wHaiployabilitymeans to
undergraduate sport students and assess how this may impact their engagement with

Employability To meet this aim, the following f@ztives need to be achieved:

1. Review conceptualisations &mployabilityand student engagement

2. Explore undergraduate Sports Students knowledge and perceptions of
Employability

3. Identify if there is a shared understanding and perceptiokwiployabilitywithin
and amongst relevant Higher Education Teaching Staff within Sport

4. Investigate the key influences on undergraduate student engagement with

Employabilitythroughout their stent journey



1.3 THE COMPLEXITIEEMPLOYABILITY

The understanding oEmployabilityis highly contested, and this is evidenced throughout
literature. Bennett, Richardson, Mahat, Coates, MacKinnon and Schmidt (2015) believe that
the various conceptalisations ofEmployabilityreflect disparity in the underpinning beliefs
about what, why and for whom it is important. The view of Benregtal. (2015) is also
noticeable in earlier literature from Huglones, Sutherland and Cross (2006) who challenge
the idea thatEmployabilitynay never be fully understood due to the perceptions of the many
stakeholders involved. The way in whiémployabilityis used as a term is complex and can
0S YAadzyRSNERG22R® hyS NBI azy K¢ Rapibyabilisp A & Rd
being utilised interchangeably from both an industry perspective and within literature (Insa,
Gonzalez and Inesta, 2016). Berntson (2008) and Muffels and Luijkx (2008) state that the
concept ofEmployabilityholds a prominent place iboth the academic and public discourse

on mobile and flexible labour markets. Although there is a tradiroployabilitydevelopment

over time, which will be discussed within Chapter 2, there is still an apparent overlap when it
comes to employment anBEmployability which could be the cause of confusion and lack of
clarity when understanding the concept. The complex naturéroployabilityis highlighted
further through the different variations of homployabilityis determined and measured
across vapous industries based upon stakeholder perspectives (Insa, Gonzalez and Inesta,
2016). Evidence and further scrutiny of these perspectives will be discussed within Chapter
3.

Defining Employability has been described as complex and often open to
misinterpretation by different stakeholders (Harvey, 2001). This is a consistent viewpoint, as
within more recent research, Kovalenko and Mortelmans (2016) suggest that although
Employabilityhas evolved due to stakeholder involvement and economic change, belag ab
to clearly defineEmployabilityis still contested. An example of this is to look at the
contrasting views oEmployabilityfrom Brown, Hesketh and Williams (2003) who focus on
the ability to gain and maintain employment, compared to the view of HMaguey (1997)
who focus on the need for individuals to develop skills and become adaptable. From only two
examples, there is a clear discourse of definition. This point is highlighted further through the
research conducted by Quaid and Lindsay (2005) wtaie that the differences in

perspectives appear to revolve around whether the focus is on the individual themselves or



driven by the job market. It could be suggested that industry drives Bowloyabilityis
defined and this is evident throughout the@ution of Employabilitywhich will be discussed
further in Chapter 2. However, industry is not the only stakehold&mployability which

has highlighted the need for understanding the different conceptualisations. There is a
significant pull withinEmployabilityliterature that highlights the need for understanding
around individual involvement and responsibility, and in almost all definitions available, there
is an individual focus. One of the most utilised definitionSraployabilityacross the dfering
stakeholders is that of Yorke (2006, p. 8) who states Hmployabilityis:

Gl asSi 27F cskKi& AnSastvdBigs @rd personal attributethat makes
graduates more likely to gain employment and be successful in their chosen
occupations, which benefits themselves, the workforce, the community and the

SO2y2Yeé o

The definitions ofEmployabilityprovided within this section are only a snapshot of the
definitions widely available within literature but highliglimployabilityas a contested
concept. Within literature, some define the conceptEiployabilitywith the focus on a
particular stakeholder, whereas others tend to capture a relational nature of the concept. An

extensive critique oEmployabilityconceptualisations wilbe discussed within Chapter 3.

1.4 THE SPORT INDUSTRY

Sport is a central focus of thikesis;therefore, it is important to explore the nature of the
Sportsindustryin order to understand hovEmployabilityoperates and manifests within it.

The sport industry is hugely diverse ranging from grassroots sport to elite level sport, with
many different roles, from sport journalist® sport physiotherapists (TsitskarGGoudas,
Tsalouchou and MichalopoulpR017) Depending on geographical location, some sports will
be more dominant than others. An example of thisigurope, where Football is deemed
the most prominent sport across the continent (King, 2016). When a sport becomes more
popular than others, ialso has a positive impact on job prospects within that sector, due to
the increased demand in popularity and therefore a creation of job opportunities (Tsi&tkari

al. 2017). The research by Tsitsketral. (2017) talks specifically about the sportfedotball,



but this is an example of how sport popularity can enhance job prospects. This is also
evidenced by Sport England @X) who state that an increase in sport participation will have

a positive impact on the UK job market. Due to the differetggavithin sport generally, this

has also led to a requirement of education that can be fulfilled by specific CPD providers or
Higher Education Institutions (Miragaia and Soares, 2017). The needs of different roles within
sport require different approacteeto teaching and learning to develop the necessary skillsets

to fulfil those roles (Miragaia and Soares, 2017).

1.5EMPLOYABILITAND HIGHER EDUCATION

Higher Education has been deemed to play a pivotal role in the developmEntgibyability

for students (Jackson, 2015). The aim of a university education is to ensure that those who
embark on a university programme are equipped with the necessary knowledge and skills to
transition into the workplace (Hugbones, Sutherland and Cross, 2006)he role of
Employability within Higher Education has been shaped by numerous stakeholders
throughout time, these include government agendas, employment industries and universities
(Forrier and Sels, 2003). In alignment to stakeholder involvement, thét@éassurance
Agency of Higher Education (QAA) have assessed who the key stakeholders are within
Employability According to QAA (2014) there are three kigkeholdersHigher Education
Providers (HEIs), Employers (Industry) and Students (IndividRaalstudents to be identified

as a key stakeholder withiEmployabilityby QAA (2014) highlights the importance of the
need for an equal voice alongside Higher Education Providers and Employers. Utilising the Key
Stakeholders mentioned within this modelcantextualised approach dmployabilitywill

be discussed within Chapter 2.

1.6 STUDENT ENGAGEMENT

To ascertain a student voice in relation Eonployability it is important to understand and
assess how students engage with the concept. Understanding student perceptions of
Employability can be utilised to assess the impact of thissmnployabilityengagement. Tib

thesis also explores perceptionskriployability from HE staff.The justification for this aligns

well with assessing student engagement vimployabilityas ArceTirado, Fernandekartin



and HervasTorres (2020) statehe views and opinions of those who teach can set the tone

for the way in vhich we view or skew the world. This is quite a general view, but it does

emphasise the impact that can be created based upon the personal views of the teacher. The

impact of those views on student engagement are evidenced within the research by

Geertshus (2019) who reports that negative views can reduce interaction, whilst positive

views can enhance student interaction. This comment aligns with the earlier views of Groccia

and Hunter (2012) who researched how personal perceptions can impact postinely
Sy3lF3asSySyi
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1.7 THESIS STRUCTURE

F2NJ I G2 LA C

Figure 1 outlines the structure of this thesis and highlights the positioning of each chapter in

relation to utilising information from the current body of knowledge and how my redear

will add to this. Below is a brief explanation of the content that can found within each chapter

of this thesis.

Figure 1¢ Thesis Structure

Chapter 2: Chapter 3:

Existing Body of Knowledge Contextual Literature
Chapter Review

Chapter 1: Chapter 4:
Introduction Methodology

My Research

Chapter 5:
Study 1:
Findings

Contribution to Body of Knowledge

Chapter 6:
Study 2:
Findings

Chapter 7:
Study 3:
Findings

Chapter 8:
Discussion on Study
Findings and Conclusion

Chapter loutlines key areas of discussion to prepare for further elaboration during the

remainder of this thesis, to explain and justify the need for this research. A brief introduction

for each topic has been provided to outline the complexities of the concelptrgdloydility,

and the multiple factors that need to be considered. Introducing the sport industry is relevant



due to the focus of this thesis. The aim of this research is pertaining to students, therefore
an understanding dEmployabilitywithin HE and studergngagement is also a point of critical

discussion.

Chapter 2includes a contextual approach to the conceptEsfiployabilityto demonstrate
further understanding in relation to how the concept is used by different stakeholders. The
chapter begins by imbducing the history ofEmployabilityas a concept and shows the
evolution over time. To provide some structure to the contextual approach of this chapter, a
model from QAA (2014) has been introduced to outline the key stakeholders and the factors
that impact upon their interactions with the concept Bimployability Introducing the QAA
model demonstrates the point that students are considered a key stakeholder within the
concept ofEmployability therefore adding further justification for the requiremenf this
research. Due to the nature of this thesis and the importance of student voice, a narrative
has also been provided from a researcher perspective to add context from a student

viewpointin relation to the contents within this chapter.

Chapter 3offers an extensive literature review to highlight research surrounding the concept
of Employability The Chapter begins by highlighting the numerous ways in which
Employabilityis perceived amongst the various stakeholders. Following this, is the arclusi
of a review of empirical evidence to highlight research conducted to capture the voices of
these stakeholders to address whether and where there are differences. This information
was then compared to how the concept dimployabilityaligns with literatire specific to
students studying sport and whether perception of the concept can influence engagement.
To understand this furthestudent engagementvasintroduced within this Chapter to assess

a general approach to engagement within HE, before narrowomgrds engagement with

the concept ofEmployability The literature explainindemployabilityengagementwas
utilisedto see how this differs amongst students studying sport. Throughout this Chapter
the use of conceptual and theoretical frameworks usethin literature have beerdiscussed

to highlight howthese informecthis research. The purpose of this Chapter is to understand
the current understanding oEmployabilityand engagement, how it is perceived, what
empirical research has been done, unstand if there is a causal effect between

Employabilityand engagement from a literature perspective and identify gaps within the



literature to further justify the need for this research. As within Chapter 2, a student focussed

narrative has also beencluded.

Conclusion of chapterd and3 meet objective 1 of the main aim of this thesis as set out in

section 1.2 of this chapter

Chapter 4offers an introduction and explanation surrounding the methodology that has been
adopted for this thesis, beforproviding specific detail relating to the upcoming 3 studies.
This chapter begins by exploring the different research paradigms to understand the
numerous ontological assumptions that would suit both my views on the world as a
researcher and justify thevays in which the empirical research for this thesis has been
conducted. The next part of this chapter explains Q Methodology as the chosen method for
this thesis and provides background information relating to its origins and its purpose within
research,to justify why this was chosen for this thesis. The final section of this chapter

outlines the specific details related to each of the 3 studies within this thesis.

Chapter 5introduces the findings from study 1 for this thesis. Within this chapter the
research objectives outlined to demonstrate howthis addresgs the main aim of the
research. Thdocus of this chapter is to capture the perceptions BMmployabilityfrom
university staff members involved with teachiggnployabilityrelated content acoss sport
related programmes. The purpose of introducing staff into this research is to add context
around those who may be influentialuring the journey a student undertakes whilst at
university. This chapter outlis¢he immediate findings from studlyand providesome brief
insights into understanding these findings. In depth discussion, alongside the other studies

within this thesis will be presented in Chapter 8.

Chapter 6brings the findings from study 2. Study 2 offarsinsight into the perceptions of
Employabilityfrom 15t year undergraduate sport students. This study provides a snapshot
overview of Employability perspectives for students who have just embarked on their
university journey. Gatheringmployabilityperceptions at the very beginning of university
life is important toavoid the risk of influence and ensure that what is captured is an authentic

individualised perception of the concepthis chapter offers the findings that have emerged



from this study wih some initial insights into understanding the findings. Further discussion

and comparison across all 3 studies will be included within Chapter 8.

Chapter 7outlines the findings from the'8and final study for this thesis. The purpose of
study 3 incoporates a longitudinal research approach to assess the extent to which
Employabilityperceptions have changed or remained the same and the impact this had on
engagement. The participants within this study also feature within study 2 but are now
graduates as this study was conducted 3 years after study 2. This chapter provides the
findings from this studwnhead of a morén-depth discussion featured within chapt&rwhich

brings together all 3 studies from this research.

Chapter 8orings together all 3 studies and provides analysis and discussion when comparing
each study and the impact from a holistic perspectiVais concluding chaptelemonstrates
what has been found within this research, why these findiage important and bw these
findings can add to the body of knowledge. Before offering a conclusion, limitations will be
addressedand how these research findings can be applied beyond this tHesisignificant

impact within the arena of Employability.
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CHAPTER 2: UNDERSTANEMBLOYABILITX CONTEXTUAL
APPROACH
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2.0 INTRODUCTION

The aim of this thesis is to develop an understanding of wHaiployabilitymeans to
undergraduate sport students and assess how this may impact their engagement with
Employability To understand and ascertain those perceptions, it is important to have a clear
contextualised approach regardirigmployabilityto further understandhow those different
perceptions align with what is published within literature. Therefore, the upcoming chapter
will start with an evaluation of the origins &mployabilityand its evolution over time. This

will then be followed by identifying the kestakeholders as suggested by QAA (2014) and
evaluating how the concept @mployabilityis utilised amongst those stakeholders. The key
stakeholders according to QAA (2014) are Higher Education Providers, Employers and
Students.

2.1 THE ORIGINSND DEVEIRMENTOFEMPLOYABILITY

Research suggests that the conceptohployabilitycan be traced as far back as at least a
century (Gazier, 1998a, 1998b, 2001). It has been reported by Gazier (1998b) that from the
beginning of the 20 century, there were sevenbvious operational versions &mployability

that evolved over a period of approximately 80 years and could be viewed as emerging across
three distinct waves. The wdliese variations evolved were very much derived from the
state of specific economies during those times. The research available around the early
origins of Employabilityare based upon the economic status and semonomic class
systems primarily withithe UK and the US (Philpott, 1999). Gazier (1998b) has labelled each

stage of the seven operational variablessagn in table 1.
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Table 1¢ EmployabilityEvolution

EmployabilityDescription Wave #| Time Period

. DichotomicEmployability 1 Early 1900g Late 1940s

. SocieMedicalEmployability Late 1940 1975 (approx)
. Manpower Polic{Employability 2
. FlowEmployability
. Labour Market Performandemployability 1975 (approxy; Early 1990s
. InitiativeEmployability 3
. InteractiveEmployability

N[OOI~ WINIEF

The research by Gazier (1998Db) is highly regarded within academic literature in relation to the
historical context oEmployability Gazier (1998Db) is still frequently cited within more recent
academic research. Each of the seven stages as highlightddan,, will be explored further
within this section to expand on ho#mployabilityhas evolved and the subsequent impact

this has had on the current day conceptrhployability

The term dichotomic derives from the Greek wotR A | K 2meanivigi dutthg in two or
having a choice of two opposed or different things (The Oxford English Dictionary, 2008). The

YSFEYAYy3 2F (GKS $2NR RAOK2G2YAO A Ydidhotodia o KI

Employability, there appears to be two disct avenues at play when assessing the very early
concepts ofEmployabilityin the early 1900s. The two prominent and distinguishing factors
within this period are reported as being the classification of members within society across
both the UK and theJS, as either employable or unemployable. There is no apparent
evidence available within research to suggest how these two contrasting terms are measured
and therefore allowing individual members of society to be classified as one or the other
(Garstenand Jacobsson 2004). The way in which the terms of employable and unemployable
were differentiated and therefore divided between members of society was decided by a very
simplistic approach (Gazier, 1998b). That simplistic approach meant that if somesne w

flroStftSR WSYLX2elo6fSQ GKS& 4SNB aSSy la |

flroStfSR WdzySyLi2elofSQ GKSe&@ 6SNBX ARSY(GATAS

Although the termEmployabilityis not yet prevalent during this time, i$ iclear from the
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dichotomic approach that there was an attempt to distinguish and define members of society
into specific categories, with employment being the driver of those categorisations.

The move from Dichotomi&mployabilityto the next variationof SocieMedical
Employability implies that the foundations and rationale behind moving into a different
variation ofEmployabilityhas shifted. This new variant @mployabilitywas thought to have
emerged just prior to the 1950s (McQuaid and Lindsa®520 During this tim&Vorld War
two had ended and this created a change in how people were perceived within society from
an employment perspective (McGrath, 2009). With the conclusion of the war, much more
prevalence was given to the physical and megtglacities of individuals as a result of post
war trauma (McGrath, 2009). These considerations naturally then filtered through to
questions relating to individual capabilities within employment. Literature suggests that
during this phase the emphasis naalto an assessment of individual capability vs work
requirements, which in the present day would be classified as a skills gap analysis (Gazier,
2001). Similar to the previous points made around dichotdimployability this variation
again is subjecta validity and how this was actually measured amongst populations. In
modern society there is an abundance of research relating to the benefits that work can bring
to not only mental wellbeing but also an improvement in physical capability also, butgdurin
the mid 1940s1950 such research was not available and thereforendrescientific metrics
of pure observatiorused to ascertain work capability are somewhat questionable (Isaksson
Johansson, Bellaagh and Sjob&@)4., James, 1997., Ley, Birkin aneekian, 2001).

In the 1960s there was yet another apparent change in the way in which employment
was perceived. This change in perception was the first obvious glimpse of the incorporation
of theoretical concepts that are still in existence and widelyduselay. That theory is the
human capital theory, and although research suggests this was not intentional due to the lack
of stated theoretical underpinning, the way in whi&mployabilityat that time was being
approached suggests that, unintentionalljp@man capital approach was adopted (McGrath,
2009). The prevalence of individual importance witBimployabilitycame to the forefront
GKNRdzZAK (KS Ay {0 NBriRaze @landiyg in21l 968, i Svihich heSréldisio the
strategic workforce managemé as knowing the number needed in a workforce, but then
also assessing that those numbers of people are adequately capable of fulfilling the role
(Geisler, 1968). There are hints within the literature of Smith and Bartholomew (1988) that

the idea aroundManpower planning was well underway before most of the research
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suggests. The work by Geisler (1968) has been labelled as a significant piece of research
during a time that Manpower Planning was booming globally (Smith and Bartholomew, 1988).
The underd  YRAY 3 2F YIYyLR6SNI LI IFYyyAy3d KAIKEAIKI
Employabilit2 | R 2 LBaZ&R(19688) as the term utilised helps highlight the change in
Employabilityand the requirements of employment moving towards an individualised
approach andndividual assessment of capability. It could therefore be argued that the initial
AYRAzZAGNRFE | LIWIINBFOK 2F WalylLRgSNItflIyyAyaQ 2
between industry and individual requirements and need. However, there isganmramt in
relation to whether an individualised approach was at the forefront of any agenda, as Powell
and McGrath (2019) states that during this period, youth unemployment was significantly
high, and the utilisation of manpower planning was also an eakyisn to recruit youth
workers and reduce the unemployment deficit. The argument poised by Powell and McGrath
(2019) contradicts the original statement related to the purpose of manpower planning by
Geisler (1968) who states the importance of makingestaipable people are in adequate
positions within organisations. The message from the research by Geisler (1968) is
maintained upon reviewing the detail of his study, which outlines how he consulted with at
least 14 different organisations and assesseed tieed for manpower planning across the
different departments within these organisations. The work by Geisler (1968) indicates that
his research considered the needs of the organisation, but also the requirements of the
individuals who could fulfil thoseeeds. Although there appears to be a shift towards
individual capabilities the research by Powell and McGrath (2019) has slightly thrown this idea
off course, as it appears that it was also utilised to increase youth employment rather than
assess the dks of those youths, as originally suggested with the manpower approach.

In 1966 Raymond Ledrut, a French sociologist redefined the meankmgmbyability
to reflecteconomicchanges and requirements during that time (McQuaid and Lindsay)2005
During thisperiod, more focus was being given to employee demand, which has a natural

impact on the need for supply. Ledrut in 1966 defilkgdployabilityas

GThe objective expectation, or more or less high probability, that a person looking for
ago Oly KI @S (dut, T966/ duatetl Th GAziES ¥998b, p. 44).
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This definition by Ledrut has been categorisedlas Employability, as during this time it

was much more measurable to assess the flow of people leaving unemployment. Unlike the
categories that precede this one, there is no mention of individual capability and a much more
significant emphasis placed on the needs of thleour market and economic need. Flow
Employabilityis seen as a demaruahsed approach to employment, although the extent to
which this was individuagdased has been disputed (McQuaid and Lindsay, 2005). However,
it is reported by Daguerre (2007) thatehflow Employabilityapproach was significantly
criticised due to the lack of incentive for job seekers or the need to develop new skills.
Salognon (2007) also states that choosindearployabilityapproach that is solely focused on
market demand could hder the once considered ideal flomployabilityapproach, due to

the need for retraining new staff and continuing with the flow approach of moving personnel
across jobs.

The start of the third wave was with the introductionlabour market performance
Employability, which was introduced in the mid 1970s (Powell and McGrath, 2019). From
available research, this period BEimployabilitydevelopment appears to be the first with a
focus on government policy and agenda as an integral part. This ph&sedoiyabilitywas
significantly pertinent for the government as it was reflective of their fight in response to
numerous recessions through the early 1970s (McQuaid and Lindsay, 2005). This became an
acknowledgement in the shift towards a new approachBmgdoyability. Prior to the
introduction of labour market performanc&mployability qualitative studies had been
conducted on individuals to assess occupational skillsagedfeness and knowledge of the
labour market(Mangum, 1976 Orr 1973. The result®of these studies came to fruition
alongside the labour market performané&mployabilityapproach as the methods used in
0KSaS addzRASa ¢ SNB dza S REmplyabilityM&uaiddetdBindTag,NJ | v
2005). During this time, assessiBgnploybility was measured by number of days in
employment, hours worked and rates of pay. This was deemed enough and viable to assess
'y AYRA @A Englofability Hoviewes this &pgroach received much criticism for not
being accurate enough to assdsmployability which allowed for the idea of reviewing the
notion of transferable skills (Hoyt, 1978). The idea of transferable skills allowed for a much
more holistic approach to individu&#mployability as it allowed them to be assessed and
valued baed upon skills that can be utilised across sectors and therefore adding personal

value to that individual (BetseWollister and Papageorgiod985).
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The thread of individual development and importance in relationEtoployability
continues with the intrduction ofinitiative Employabilitywhich was introduced in the late
1980s (Gazier, 1998b). Research suggests that acceptance from both individuals and
organisations appreciated that successful career development required the development of
skills that ae transferable and allow for flexibility to move within and across job roles

(McQuaid and Lindsay, 2005). Cairney (2000) explains the introduction of initiative

Employabilityl & | -OKFNIFOGSNRAGAOQ O2YOAYAYy3I &1Af LA

introduction of initiative Employabilitybrought the onus ofEmployabilityback onto the
individual, something that was perhaps lost during the preceding phas&sngloyability
development. There are still gaps within the research to demonstrate why theseeba
occurred in the direction that they did, but it has been suggested that sociological research
studies, highlighted the importance of selévelopment and the productivity that can be
gained from this (Machin and Manning, 1999). As there was velg likteoretical
underpinning within the early stages of developmentEanployability it is argued that social
studies conducted during this time, were transferred to be of use withmployability
development (Kanter, 1995). Mention of human and socgital terminology started to
become more prevalent during this period which seems to align with the individual approach
to Employabilityduring this time (Cairney, 2000).

Moving onto interactive Employability the theme of individual onus and
responsibility is still present and implies that this will be a key feature for clarifying the term
Employabilitygoing forward. The difference between interactive and initiattreployability
is that consideration mustow be given for factors that can impact on an individual in relation
to Employability(McQuaid and Lindsay, 2005). Research by Outin (1990) identified four key
elements that can impact uporEmployability individual qualities (e.g., motivation);
occupatonal skills; labour market circumstances and government/employer training policies.
The use of the term interactive is particularly relevant due to the interactions of additional
FIOU2NAR GKIG OFy XNMpdyabilty sacl as lthy categbediehaimpladzl f Q a
highlighted by Outin (1990). The purpose of highlighting factors of contribution also indicates
potential barriers that could hinder the progress of individ&ahployability This period
allowed for consideration of government policieslie introduced and amended to tackle
these barriers and create an opportunity for all (McQuaid and Lindsay, 2005). This wave of

Employabilitypiquedthe interest of policy makers, as they believed during this phase it was
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easier to identify and profile pentially disadvantaged groups. Rudolph (2001) stated that
interactiveEmployabilitywas perceived by many western governments as an opportunity to
intervene to prevent long term unemployment and labour market disadvantage. The idea of
employer led work ppgrammes and flexible training was introduced in government policy in
the early 1990s to facilitate an opportunity for individuals regardless of background and
personal circumstances (McQuaid and Lindsay, 2005).

Understanding the historical transition &mployabilityas a concept, is required to
assess the influence of external factors on h&mployabilityhas been perceived and
subsequently changed. Within society today, perception and external influence still plays a
significant part in the concept @&mployabilityand its development. As mentioned within
the introductory chapter of this thesis (Chapter, )is is evidenced by the QAA (2014) model

demonstrating the key stakeholders who impact upba concept ofEmployability

2.2 QAA MODEL OF XEMPLOYABILISTAKEHOLDERS

In 2014 the QAA introduced a model to reflect who the key stakeholders are in relation to
Employability(Figure 2) The model was developed for the UK based upon the need for
employer engagement within the concept®Bmployahity. QAA (2014) justified the need for
this model by stating that employer engagement is an area of increasing importance to the
strategic development of higher education institutions. This model was created after
research was conducted to assess int#i@ns between employers and HEIs and evaluated
the ways of shared practice.

In the remainder of this chapter, the key stakeholders that have been identified within this

model will be used to outline a contextual understandindeaiployability.
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FIGURR ¢ QAA Stakeholder Model (2014)
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2.3 HIGHER EDUCATION PROVIDER&LOYABILITYVITHIN UK HIGHER
EDUCATION (HE)

The Employabilityagenda within Higher Education was largely driven by government policy
and academic research, but this began to change in 2003 when the government published a
White Paper which signalled a change in tuition fee responsibility (Rogers, 2013). The White
Paper published in 2003 stated that from 2005 and over the subsequent years, there would
be a gradual increase in tuition fefgom £3000to £9000)acrossHigherEducation providers

that would eventually be 100% payable by the studeng@®osed to the previous plan which

was heavily subsidised by the government (Smith, 2014). This change allowed the student
population to expect, not only more from their university, but for them to have a much louder
voice when it comes to their education (Donald, Asliieagd Baruch 2018). To understand

the status ofHigher Education andEmployability further exploration is needed to evaluate

the role of Higher Education in relation to the concepEofiployability

2.3.1 THE POLITICAL AGENDA AND THE ROLE OF HIGHEROEDUC

Government policy in relation te&mployabilitywas largely determined by the needs of the
economy and labour market, as evidenced in the RobBgort (1963)to ensure that
workforces were suitably qualified and capable to move into the world of Wafarhurst
Nickson and Wit22000). Following on from The RobbifReport, in 1997 the UK government
released the Dearing report which outlined plans for Higher Efioic and included
Employabilityas a significant part of these plans. In his report, Dearing tried to create a vision
for the future by promoting widening participation, considering the use of technology to
enhance learning, and recommended that all gkducation courses need to consider how
they can improve studenEmployability(Birch, 2017). Dearing suggested that to address
improvement across the student population in relationBEmployability there needed to be
specific direction. Dearing proped that higher education should have a focus on key skills,
which would translate to become key to the future success of graduates whatever they intend
to do in later life (Dearing, 1997). In his statement Dearing chose to focus on specific skills for

development that he believed would improEmployability those included, communication
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skills, numeracy, setkflection, personal development planning and problem solving to name
just a few (Dearing, 1997Rrogressive chang&athin Higher Education anchow this can be
impactful on individuals, society and the economy were recognised in the Dearing report, as
he mentioned the changes in teaching and learning and how employers had started to work
with Higher Education to create sector specific programmé&seéring, 1997). Stakeholder
contribution was mentioned as a specific positive approaclinaployabilitydevelopment

and how this can help to shape havigher Education can be become significant in the
development ofEmployability However, as mentioned ithe opening paragraph of this
section, in 2003 the Labour government published a White Paper which focused upon the
need for tuition fee structures to change (Rogers, 2013). The impact of this White Paper had
a direct consequence on the role of highetueation and signified the beginning of how
higher education would be perceived going forward. The Labour government proposed that
all UK Universities would be able to charge £3000 per year as an upper limit, and that this cost
would be covered by the stient (Rogers, 2013). Rogers (2013) states that in 2005 almost
every university in the UK was charging the maximum £3000 per year for tuition fees. With
the fee increase there was now an expectation on universities to offer more to their students,
not only to offer good value for money but to also allow universities to be competitive across
the Higher Educatiosector (Donald, Ashleigh and Baruch 2018). Shortly after the tuition fee
increasein 2005 David Cameron leader of the Conservative Party, stétat university
tuition fees need to come from somewhere which sparked a hostile confrontation with the
National Union of Students (The NUS) (National Union of Students, 2010). The NUS soon
waivered the fight when in 2010 Lord Browne recommended thaumiVersity students
should be paying at least £21,000 for a university education. The recommendation from Lord
Browne triggered the government to alter their obligatory fee contributions and instead allow
universities to charge anything up to £7000 pea@emic year to their students. Between
2010 ¢ 2012 universities across the UK started to increase tuition fees up to £7000 per
academic year. The rise of university tuition fees did not stop in 2012, as currently the average
yearly fee atuniversityis £9250 across undergraduate degree programmes (Times Higher

Education, 202).

21



2.3.2 TUITION FEE INCREASE AND THE IMPACT UPON HIGHER EDUCATION

As with any significant change, this triggeé a chain reaction of events and creates impact
on additional areas (Hinchliffe and Jolly, 2011). The increase of tuition fees allowed
universities to assess their own contribution and product (courses) to determine the type of
experience and qualities stients were receiving (Birch, 2017). Prior to the introduction of
tuition fees and subsequently the increases thereafter, a university education was seen as
WSy 2dzZ3KQX |yR & LINI 2F | dzyAGSNERAGE SRdzO!l
knowledgeto move forward into a chosen career (Kovalenko and Mortelmans, 2016).
Kovalenko and Mortelmans (2016) also state that during this tEneployabilitywas seen as
an indirect achievement, as it was all rolled into the university education experiendgisTh
no longer the case and the rise in tuition fees has allo#eybloyabilityto move into a more
prominent role within university policies (Nadge, 2005). As with anything, if there is a price
increase, it is natural to expect more for your money ani ils replicable across Higher
Education due to tuition fee increases. Yorke (2006) states that it is a mistake to assume that
experience alone, whether within higher education or notsisgficientto be labelled as
enhanced Employability Research suclas that by Yorke (2006) highlights thé&ir
Employabilityto be deemed efficient more than a university experience is required, which
falls into alignment with the approach required fBmployabilitypecause oincreasing tuition
fees. Over the past deda, there has been a significant increase in the number of career
services and career resources across UK Universities. Trought (2012) has proposed that the
rise in careefEmployabilityservices within Higher Education signifies not only the importance
of career driven support for students but also the expectation of whaneersityshould
provide for students. This is backed up\by I€@ernational Student Survey (2@Q) who
reported that when students are choosing their university education, work piecgs and
internships are a key component of their selection critefi&e International Student Survey
(2021) also reported that 32% of students seek institutions with a good careers service and
links to industry, whilst a further 38% made university idens based upon graduate
employment rate.

Additional services within Higher Educatiare only one way in whiclEmployability
has been driven forwardecause ofthe tuition fee increase. Perhaps seen as a more

important change is the need and utiligan of Employabilitydevelopment within curricula
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(EACEA, 2015). This approaclEtoployabilitywas indirectly stated by Yorke (2006) who
mentions that Employability within curricula is important, but providindemployability
development opportunities isimply not enough, as the true identifier &mployabilityis

derived from the way in which a student learns from their experiences and the impact of
those lessons learnt going forwards. Traditional ways of teachingigérsitiesare almost
non-existentacrossmost UK Higher Education Institutions (H&l)keep up with the ever
changing needs of employers, communities and students (QS, 2020). QS (2020) state that the
days of standing at the front of a room and lecturing are gone, students expect amuareh
flexible and collaborative learning experience. Understanding Bouployabilityrelated
content and its subsequent development is embedded into the curriculum is important, and

this will be discussed within the next section of this chapter.

2.3.3 HIGHER EDUCATION MEASUREMENT OF SUCCESS: TEACHING EXCELLEN
FRAMEWORK (TEF) AND DESTINATION OF LEAVERS FROM HIGHER EDUCATIO
(DLHE)

In 2016 the UK government introduced The Teaching Excellence Framework (TEF) to
recognise and reward excellent teachingdalearning within Higher Education (Murphy,
ScottClayton and Wyness, 2017)}or a universityto be granted TEF status, theyust
SOARSYOS K2g (KSe& KIS YSi &ALISOATFAO ONARGSNRL
addition to being reflective fateaching and learning status, there is also another purpose for
gaining TEF status from the university perspective. According to UCAS (2020), publicly funded
Universities and Colleges who are granted a TEF award can charge up to the highest maximum
amount as set by the government for Higher Education courses. Not only does this incentivise
universities to apply for TEF status, but it also encourages them to assess their own practice
against TEF criteria to achieve the desired status level afriherdty. There are three main
aspects of quality that are assessed when considering TEF status (Department for Education,
2018):

1 Teaching Quality
1 Learning Environment

1 Student Outcomes and Learning Gain
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Employabilitypractice; Student Outcomes and Learning Gain. Within this criteneersities
are assessed based upoBmployability opportunities whilst studying and gduate
employment through The Destination of Leavers from Higher Education (DLHE) survey (HESA,
2020). The use of DLHE to measure the success of stidgpibyabilityis one that can be
utilised when applying for TEF status, but there has also been logigysm regarding the
reliability and validity of the DLHE measu(Bannam, McColgan, MacNeil and Fren2016).
One criticism of the DLHE survey is the 60% threshold that has been placed on the metric to
release the data captured, this means that prbng there is a 60% uptake across a university,
then this data is deemed as an accurate representative picture in which to portray that
university (Bannoret al. 2016). There have also been questions raised regarding the
robustness of the criteria to wb the data is generated, e.g., a student will be asked if they
are working within a relevant sector to their degree programme, rather than their specific job
role (UUK, 2016). The lack of clarity regarding the validity of the data collected is therefore

open to interpretation and could be seen to skew the data.

2.4 EMPLOYERS: ENIPLOYABILITAPPROACH

Within this section the concept dEmployabilitywill be explored from the perspective of
different sectors to examine if there are holistic similarities, regardless of sector or significant
disparities. According to Prospects (2D2here are approximately twentfour different
employment sector categries across the UK. At the time of writing this thesis the top four
sectors in relation to recruitment figures were business, engineering, healthcare and retail
(Prospects, 202). Each sector will be examined to assess their perspectimmioyability
Following this, for the purpose of this thesis, a subsequent section will follow and be
specifically focussed towards the sport sector to align with the research conducted for this

thesis.
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2.4 1EMPLOYABILI'WITHIN THE BUSINESS SECTOR

Within the husiness sectoEmployabilityhas been described as requiring more than just
acquiring information (Lumley and Wilkinson, 2014Employabilitysuccess within the
0dzaAySaa YINJSG SyO2dzNy 3Sa I Emdoyabilityb A8 RA 9 Q (0 K
effectively to employers. Lumley and Wilkinson (2014) state Eaployabilityassets are
conveyed as knowledge, skills and mindset. Of the 3 dominant traits categorised as
Employabilitt 8 8 St a WYAYRASGQ 61 & LISNOSADSR yeed (GKS
(Lumley and Wilkinson, 2014). Mindset has been identified as a prominent trait due to the
resilience and mental toughness required within the world of business. It has been reported
that knowledge and skills can be assessed from an academic stahdpeamning that many
people can share these traits, however mindset is something that can separate potential
employees and highlight those likely candidates who will succeed and thrive in the world of
business (Goleman, 2012., Goode, 2003 and Greavesimvorand Wilkinson, 2004). This is
further justified through the work of The Department for Business Innovation and Skills (2016)
who have found that within the world of business the cognitive processing of information and
the problemsolving abilities oindividuals is a key function of business survival. Although the
work by The Department for Business Innovation and Skills (2016) highlights the need for
mental resilience through a strong minded individual, they also mention the need to align this
with the additional assets mentioned by Lumley and Wilkinson (2014) of knowledge and skills.
In the sector of business there has also been research around entrepreneurship and how this
can lend itself to needing the same traits of those generally across thadss sector.
Research by Boyles (2012) has stated that due to the emphasis on the need for high levels of
competencies within business, this may have a detrimental impact on the idea that
entrepreneurship is only for certain highly gifted individual$e research by Boyles (2012)
suggests that by stating specific competencies of cognitive excellence, this can deter future
entrepreneurs without the realisation that most entrepreneurs develop the required
cognitive skills whilst learning their trade, atfterefore are not the finished article at the

start of their business venture. The research aroudployabilitywithin the business
industry implies that there is a need for demonstratable individual competencies and traits
with the idea that industry gecificEmployabilityassets are developed through experience in

the hope of achieving success.
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2.4.2EMPLOYABILIWITHIN THE ENGINEERING SECTOR

Due to the nature of the chosen sector (engineering) the research areamgloyabilityhas

been collated predominantly from India where engineering is a growing sector within the
economy producing over 1.5 million engineering graduates each year (Sinbah @hd
Mishra, 2020). Research within this domain has deviated away from defining what
Employabilitymeans to this sector but there are some interesting findings when exploring
how employers view engineering graduates. Two studies conducted by BlorSaeeid,
(2011); Jeswani (2016) highlight themployers feel there is a significant skills gap between
the competencies of the engineering graduates and employer expectations. Employers find
knowledge of subjects in curriculum and performanceacademia (McMurrayPutton,
McQuaid and Richar@016), along with subjeetpecific skills (FinghHamilton, Baldwin and
Zehner 2013; Saeed, 2015), to be of lesser significance than personal attributes and soft skills,
because what graduate employees knmof greater concern to employers than what these
employees do (Jackson, 2010). From the research available it appears to demonstrate a
desirable need for soft skills as a crucial componeriEraployabilitywithin engineering, but

there also appears tbe a significant concern with how these engineers are educated prior
to graduating. Sinha, Ghosh and Mishra (2020) have made reference to the human capital
theory (Schultz, 1961; Becker, 1964) as this proposes how education can enhance an
A Y RA @A RidetivityQwhichLiNs2 a direct impact on job performance and therefore
highlighting how education can generate marketable skills and abilities to be successful in
employment. An earlier study conducted by Gokuladas (2010) has emphasised the need for
graduaes within engineering tte innovative and have the ability to demonstrate and use
initiative. This has been reported as a crucial requirement for the engineering sector due to
the nature of quick turn over in production and the ability to be able toesphoblems quickly

to continue with the fast pace of the engineering world. From this study it was reported that
although graduates demonstrated the knowledge lie able to fulfil employment within
engineering, concerns were raised regarding the executibthis knowledge (Gokuladas,
2010). The studies mentioned above seem to have similar concerns in relation to the
execution and delivery of the skills and knowledge, which seems to indicate that there is a

possible gap within the soft skill developmerittbese graduates.
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2.4 3EMPLOYABILIWITHIN THE HEALTHCARE SECTOR

The literature surroundingemployabilitywithin a healthcare setting is mainly targeted to
those who are preegistered healthcare professionals and are therefore still studyaniget
gualified within the profession. Work by Kubler and Forbes (2005a, 2005b, 2005c) specifically
pinpointed areas that are considered to form Bmployabilityprofile for healthcare workers

and is used as a template for assesshgployability across tle sector. The main

competencies outlined by Kubler and Forbes (2005a, 2005b, 2005c) are:

Cognitive skills
Generic competencies
Personal capabilities
Technical ability

Business/organisational awareness

= =2 =2 =/ =

Practical/professional elements

It has been argus by Taylor (2014) that the competencies generated by the research of
Kubler and Forbes (2005a, 2005b, 2005c¢) is far too vague and leaves the door open for further
confusion due to the lack of clarity in how to break down these competencies. The vagueness
of the competencies set out by Kubler and Forbes (2005a, 2005b, 2005c) encouraged Taylor
(2014) to conduct a study focussed the views of the training healthcare students and
potential employers. During this study the participants were given commoméiserelating

to Employabilityand asked to rate how important they believed these themes to be. The
three emerging themes rated the highest were, enthusiasm for the job, making a good
impression and passion for the profession (Taylor, 2014). Thesegiidid Taylor to believe

that a more holistic approach t&mployabilitywithin the healthcare profession was required,

as simply listing six vague competencies could allude to whanp®rtant within the
profession. It can be argued that the findings of Taylor (2014) could be categorised into some
of the competencies outlied by Kubler and Forbes (2005a, 2005b, 2005c), but lack of clarity
could lead to misinterpretation of the meaning of those competencies. As stated by Hinchliffe

and Jolly (2011) a healthcare worker must have clear interpersonal skills as the naturd of wor
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undertaken can be delicate and a good bedside manner is an essential requirement for
anyone pursuing a career within this sector. As within the previous sectors discussed, there
appears to be a theme emerging around the need for skill and knowledgetexeto be a

progressive next step within education after skill and knowledge acquisition.

2.4 4EMPLOYABILIWITHIN THE RETAIL SECTOR

Nickson Warhurst, Commander, Hurrell and Culi@912) highlight thaEmployabilityis a
concern of the government and because of thigiherEducation was pushed to the forefront

in order to increase the numbers of qualified people in a hope to boost employment rates,
and therefore the economy. Nicksehal (2012) adds to this by ating that simply qualifying
someone does not make them employable, particularly in a sector like retail. The retail
industry is a customer facing service that requires the need for soft skills, therefore being
qualified is only half of the solution (Bromand Hesketh, 2004; Lafer, 2004). Soft skills are
defined by Moss and Tilly (1996: 253) as

oXills, abilities and traits that pertain to personality, attitude and behaviour rather
GKFEY 02 F2NXIE 2N G6SOKYAOlIf (y2¢fSRISE D

The requirements ofvorkers within the retail sector are considered different to other sectors,
one study even suggests understanding emotion as being a requirement of the industry to
empathise with customers (Warhurgtickson and Wit2000). This reference Warhurst,
Nickson and Wit22000) shows very similar requirements to those expected within the
healthcare industry as mentioned previously. This highlights that although different
industries have differentEmployability expectations, there are apparent skills thatnca
overlap and therefore be deemed as transferrable skills. Nicksah (2012) argues that

the debate around soft skill development is not necessarily an academic one, but there is still
something to be addressed here. GaBaushey and Appelbau(@009:985) makes the point

that perhaps this is an academic debate, who states
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both at the level of worksites and within national skills certification systems; that
understands how service work can be organised, so skills are rewarded and quality of
jobs is improved; and that develops training and education protocols to ensure that

OdZNNByYy G FyR FdzidzNE 62NJ] F2NOSa LlRaasSaa GKS

There is an apparent needrfturther discussion around qualification vs soft skill development
GAUKAY (GKA&A &aSO02NJ Fa GKS NBaSINOK &adz@3sSais
perceptions ofEmployabilityand that soft skills matter more (Nicksat al. 2012). The
researchavailable arounceEmployabilitywithin this sector implies that there is a potential
misalignment of strategy between the government policies of qualifications being most
important and employer needs and expectations when it comes to employees and the need

for important soft skills.

2.4.5 EMPLOYERS: ENIPLOYABILIAPPROACHSUMMARY

Throughout the sectors discussed there appears to be a common thread running through
eachsector, which is ducation. Across all four sectors, education seems integral to the way
in which Employabilityis perceived, whether that be the acquisition of krdedge or the
apparent short comings of soft skill development. In order to visualise the perception of
Employabilityfrom these sectors a table has been produced (table 2) to evaluate how
Employabilityis labelled across sectors, what these labels meahtha subsequent areas of
concern raised within each sectoFor the purposes of this thesis, the next section will look
more specifically towards the sports industry to understand the overall structure, how the
industry has developed and how the growthtbe industry reflects on industry requirements

in relation toEmployability
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Table 2- Sector SpecifiEmployabilityPerceptions

Sector Employability Description based Meaning Points of Concern
on industry specific literature

Business EmployabilityAssets Knowledge, Skills and Mindset Competency levels could b
perceived out of reach and dete
individuals from the sector of
business

Engineering Graduate Competencies Soft Skills and Subject Knowledge Evident gap within soft skil
development

Healthcare  EmployabilityProfile Vague Competencies vs Interpersonal Competencies are vague an
broad. Sector requires more
emphasis on sofkills

Retall Employability Government Agenda = Qualifications The government agenda ol
Sector Requirements = Soft Sk Employabilityis not fit for purpose
Development for the needs of a sector such &

retail

2.4.6 THE SPORTS INDUSTRY

The sport industry is vast and diverse and offers many opportunities for potential career
avenues. Further exploration is needed to understand how employers have been identified
as a key stakeholder within the concepthployability When researching ehsport sector,
there are additional divisions that are often included within the same bracket, such as leisure
and tourism. Each of these bring their own opportunities &mdployabilityrequirements,

and although there will be some overlap, for the pusps of this thesis, the sports sector in
isolation will be the main point of focus.

According to Pedersen and Thibault (2019) who refer to the Contemporary Sport
Management Sport Industry Sectors Model (CSMSISM) there are three distinct sectors when
outlining the sport industry. The sport industry is divided into Public Sectorpiiit Sector
and Commercial Sector. Within this section each sector will be explained to identify the

differences between each one.
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The public sector refers to governmentprblic funded support to facilitate sport and
provide opportunities in both an employment perspective but also to increase participation
for those interested in taking part in physical activiBe{lersen and Thibault, 20L9Public
sector sport involveBnancial contributions from the government to be invested into National
Governing Bodies (NGB) and local authorities to encourage involvement within sport across
communities. Individuals working within public sector sport have been identified as having
an interest in sport or leisure without the expectation of high salaries (Rotolo and Wilson,
2006). Due to the nature of funding for the public sector, employees should not expect to be
NEOSAQGAY3A adzmadlydAlt al f | Nm3dyee within this ségfo2 G F 2 N
is someone who enjoys sport and leisure and wants to earn a modest living within the sport
industry (Dur and Zoutenbier, 2014; Rotolo and Wilson, 2006). Research has demonstrated
that individuals who are monetary orientatecechonstrate different levels of personality
traits in comparison to those who seek fulfilment and enjoymetalyari, Forest and Deci,
2015 Houston, 2006; Lindner, 1998; Olafsen). When this is compared to the typical traits
required by the public sectonisport, there are clear distinctions for those individuals who
perhaps would be better suited towards the private sector. According to research by Daley,
(1992; Kim, Perrewe, Kim and Hyung K{@017 andKo and Pastorg2005) the traits of
those nost suitably aligned to public sector sport include being proactive, willing to help
others, empathetic, passionate, respectful and considerate. It could be argued that these
traits could be transferable across private and voluntary sectors also, but thexe ar
differences, which will be discussed later in this section. The level of which theseatgaits
required could differ depending on the job role within public sector sport. Public sector sport
offers a versatile array of job opportunities with varyieygdls of responsibility (Kirat al.

2017). Roles include but are not limited to, general management, administration, sport
coaches, team leaders, welfare/safeguarding anebidinator roles (Kinet al. 2017). Each

of these roles will require different els of responsibility and individual traits for the
individual employees.

The nonprofit sector, also known as the voluntary sector is classified as the largest of
the three according to Vandermeerschen, Maganck, Seghers, Vos and Scheerder (2017)
hFidSy aSSy Fa GKS WINlIaaNrz2GaQ 2F . NRGAAK &
volunteers who fundraise to ensure clubs and societies can remain active within communities.

Clubs and societies within this sector often combine with snmmakdium and large
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organisations in a bid to raise the awareness of community and grassroots sport. A
description of those who work in the voluntary sector of sport have been labelled as those
who are passionate about sport and are prepared to be invaleethe greater good (Rotolo

and Wilson, 2006). The voluntary sector is unlike the private and public sectors of sport due
to the requirement of individual involvement deriving from the individual themselves. The
requirements of skills and traits are tiedore different as Rotolo and Wilsq2006) states,

for someone to become a volunteer already highlights the attitude of that person. Rotolo
and Wilson(2006) further state that becoming a volunteer demonstrates a passion for sport
in exchange for some&Qa GAYSY IyR GKA&A Fft2yS Aa |y
sector would be lucky to acquire. Voluntary roles are vast and can vary from groundkeeper
to club secretary. Due to the nature of this sector being driven by volunteers, there is already
a foundation of a proactive and willing workforce. Research suggests that unlike other
sectors, the voluntary sector is an environment of leniency regarding roles and responsibilities
(Brown, Hoye and Nicholson, 2012; Katral. 2017). Within this sectpthe expectations of
volunteers are flexible due to no expectation of remuneration.

The private sector within the sport industry is designed to promote sport and leisure
opportunities to the local population with the aim of making profit. Some exampf the
private sector include sport retail (JD Sports, Sports Direct), privately run gyms (David Lloyd,
DW Fitness) and Gambling Events (Horse Racing, FooWw&hjn the private sector, sport is
seen as the product that must be sold to consumersntrease profit margins (Laine and
Vehmas, 201d). Much like the traits identified within the public sector, these are still
requirements within the private sector, but as there is more to be gained from a business
perspective, much more is required ofetlworkforce. As a comparison, an administrative
position within the public sector, may be simply inputting customer information into a
database, this may also apply to the administrator in the private sector but with the addition
of a sales driven approhaowithin this role. Profit increases occur when a business receives
more custom,to increasecustom, there is the requirement of a sales pitch (Laine and
Vehmas, 201G). Within the private sector of sport, most roles are expected to always be

looking for the opportunity to generate business from either current customers or new sales

leads (Georgiou and Fotiou, 2019; Wagner, Hansen, Kristensen and Josty, 2019). Needing

employees who are equipped to generate income aligns with skills and whiideal

personnel as outlined within the research by Georgiou and F¢2019). Within the research

32

R



by Georgiou and Fotiou (2019) it is stated that private sector empbyéthin the sport
industry are not only expected to have a passion for sportdaut easily convert this into a
legitimate sales tactic for generating revenue. The profiteering approach of the private sector
within sport also links to the points made within section 2.4.1 were Lumley and Wilkinson
(2014) stated that mindset was of domaince in relation t&amployabilitywithin the business

sector. Adopting the correct mindset can also have an impact on how an individual also
acquires and executes other skillsets, such as interpersonal skills. There is a specific focus
within the reseach of Sauer, Spradley and Cromartie (2017) that mentions the need for
interpersonal skills and building relationships with people as a key component to success
within the private sector. Building rapport is not only useful for converting business leads
into customers, but for the individual, it can also provide a boost in confidencegsem

and reassurances of being successful (Sauer, Spradley and Cromartie, 2017). It could be
argued that these traits are useful across all sectors within the spawstny, but dependent

on the focus of the sector, will determine the prioritisation of certain skillsets.

It is evident that each sector differs in terms of funding but also purpose. Whereas
the private sector is predominantly driven Iloyaking profit, the others are more focussed
towards increasing participation, developing talent of the future and also utilising sport as a
vehicle to achieve bigger agendas within society. Research suggests that across each sector
of the sports industryhere are shared commonalities when considering the workforce. There
are different reasons why individuals may choose to work within a distinct sport sector, but
the individual traits required are very similar. As highlighted within the previous segctions
individual choice can be determined by what is deemed important within their professional
lives. Some individuals may want to be involved in the sport industry for enjoyment, whereas
others may seek opportunities within the sport industry deragterm career option.

In relation to how these sectors within the sport industry can directly impact on job
prospects for example, it is important to assess the growth of each sector. In a survey
conducted by Sport England 1) it was reported that partigation levels are at the highest
they have ever been, with an increase of over 1 million more people being active within sport
compared to the previous year. This increase in participation bolstered the public sector and
non-profit sector as people begdn invest time in sport and leisure activities (Sport England,
2021). This overall increase across sport was also reflective across the private sector. The

private sector within the sport industry has grown significantly over the fiéstears. For
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exanple, it has been reported that the impact of the London 2012 Olympic games played a
significant role in the growth of the fithess industry. Between the years of 2012 and 2019
there was growth of approximately 4x the number of fitness facilities withirLtke The level

of growth seen between 2012019 may have occurred naturally but some report that
London 2012 did influence this. The current participation rate for adults in the UK with active
gym memberships is 17%, which equates to approximately dlibmmembers (The Sports
Industry Research Group, 28)2

The Sport Industry Research Group (SIRG, 2018) predicted that due to an increase in
sport participation, within the year of 2020 an additional £1.8bn would contribute to the
economy via sport. There is no evidence available to suggest whether this edicts
accurate. As a sector, sport is a significant contributor to economies throughout Europe. This
is evidenced in the research by the European Labour Force Sun4yF&(2020) who shared
that the percentage of individuals employed within the spimidustry showed a consistent
pattern of growth between 2012019 in all parts of Europe except for Estonia, Slovakia,
Lithuania and Poland. In the UK there was consistency at 1.3% in both 2014 and 2019. The
data shared by EUFS (2020) highlighted thiditere was an increase in the individual data for
the UK, but not significant enough to increase the percentage across theyefare
comparison. The information provided by-EBS (2020) highlights thiat 2020 the stateof
the sport industrywas either, g growing or b; remaining stable in most parts of Europe.
Trendafilova and McCullough (2018) states when a sector is growing or maintaining this
creates indirect opportunities for other industries to benefit. The statement by Trendafilova
and McCullouglf2018) could be applicable to how growth within the sport sector can have
an impact on supply and demand.

Research has shown that historically sport was deemed as a past time, and therefore
those involved did séor enjoyment or for other benefits such asalth or social interaction
(Kwauk, 2014). For those individuals who stayed involved within sport or leisure, their
experiences became invaluable and much sought after. This was evident throughout many
roles within the sport industry and across eachl# 3 sectors. Experience is deemed as a
reliable indicator in terms of recruitment of employees and is still desirable. There are some
negative criticisms of experience, as without appropriedenmentary it could be assumed
that all experiences are filling and worthwhile, when this may not be the case (Cushion,

Armour and Jones, 2003). Experience is crucial within the sports industry, but the levels of
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different experiences must be accounted for. Cushion, Armour and Jones (2003) suggests
that individuals may undertake work related experiences within a sports industry setting, but
they could have 2 completely different experiences. On paper they could be the same, but in
practice, they may be different.

Sport is a rapidly expanding industry agtbwth is apparent across all 3 sectors
mentioned earlier within this section. Different opportunities are presented when an industry
is expanding, this is no different with the sport industry. With growth and development
comes varied roles, and therefora variety of required skillsets.Osmani, Hindi and
Weerakkody(2021)andWarhurst, Tholen and Command@013 suggests that as the sport
industry developed so did the need for skilled employees and volunteers. This area of
development highlighted a gefor skill development and the need for training and support
within the sport industry. As evidenced earlier, different roles require different skillsets, but
with such a gap now being exposed, this allowed education and training providers to offer
solutions. Education providers work alongside industry to determine the skillsets required to
acquire roles within sport. The level of education on offer varies from CPD training courses
to university programmes. The implementation of formal training andetigyment
opportunities for the sport industry is dominating minimum requirements for those seeking
employment within the industry. Relevant experience is still valid, but this is now expected
alongside formal education (Aicher and Newland, 2020). AatéNewland (2020) reported
that historically within sport former players would use experience to acquire roles in
management, but as sport hasvolved experience alone is no longer enough. The
combination of experience and qualification is also reflectiwithin job market
advertisements. The requirements needed according to the job market allow education
providers to become competitiveas formal education has become a prerequisite in most
roles within the sport industry.

To align the requirements foindustry, alongside Higher Education and individual
development, there is often input required from professional development bodies. Chartered
Institute for the Management of Sport and Physical Activity (CIMSPA) is the professional body
F 2 NJ G K Srt andypydicaldattigity industry. The purpose of CIMSPA is to ensure that
there is a set standard for the industry in relation to quality assurance, driving workforce
policy within the industry and shaping the industry to become recognised and respiected

offer an attractive industry that everyone wants to be part of (CIMSPA, 2021). The
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involvement of CIMSPA in the development of the sport industry is an assurance of the
creation of a diverse and equality focussed sector whilst working alongside relevan
stakeholders to enable success. CIMSPA interact with employers, higher education providers,
NGBs, Training Providers, Practitioners and Policy Makers, to ensure a holistic approach is
captured when setting standards for what is important for the spartl ghysical activity
industry. Todemonstrate best practice and highlight the importance of setting professional
standards, CIMSPA offer accreditation to those organisations who demonstrate they are
meeting regulatory benchmarks set out by CIMSPA (CIMZRRA).

When considering the different vocations classified within the sports industry it is
clear to see why the growth of this industry has resulted in a direct increase in sport education
and subsequently sport employment. Within the industry of $plere are still degrees of
variation, just like any other, from high earning professionals to low paid casually contracted
employees (Laine and Vehmas, 28)17Gratton and Taylor (2000) expressed that the sport
industry is an important and growing past the British Economy. This was evidenced in the
research carried out by SIRG in 2018 who found that in the year 2015/16 £8.75bn of social

value was generated by sport and physical activity in London alone.

2.4.7 SPORT ANEMPLOYABILITY

As mentioned in the previousection consideration surrounding the sport industry and
Employabilityis required to address the needs of the current sport industry market. Earlier
in this chapter, different sectors of industry were conseléin relation to how they perceive
and integrate the need foEmployability This section will focus specifically on the way in
which Employabilityis viewed within the sports sector.

Research by Gedye and Beaumont (2018) highlight that within theadhowf the
sports market, there is a requirement to be a certain type of person, and this is often
translated through the stereotypical perception of an elitist mentality associated through
sport. Gedye and Beaumont (2018) state that within the sport®secsuccessful candidate
who is employed within an elite sport setting in any discipline would be expected to have a
high standard of interpersonal skills and charattegxcel in the elite environment. This view
is further shared within the researctf dllen, Greenlees and Jones (2013) who explains that

sport in nature is competitive, and this should be part of the nature of individuals who work
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within sport, at both amateur and professional level. In contrast to the views shared earlier
in this chapér when exploring other industry sectors, terms such as elitist or competitive
were not mentioned, but there could be an argument for such traitbégresent within

those other sectors too. The mention of interpersonal skills within the research byeGedy
Beaumont (2018) could relate to the points made within the other sectors discussed earlier
regarding the need for a development of soft skills. Allen, Greenless and Jones (2013) states
that the need for applicable personality traits and charactesgstor anyone working within

the sports sector is so important due to the customer facing nature of the business, and
interaction required. Again, this research by Allen, Greenlees and Jones (2013) when speaking
of customer facing, could easily be apabée to other industry sectors besides sport,
particularly healthcare and retail. There is overlap in relation to Hemployabilityis
perceived and required within the sports sector alongside the different industries mentioned
previously within this chaer. The overlapping information however, is probably a little more
subtle due to the different ways in which industry sectors categorise employer needs and

requirements.

2.5 STUDENTS AS A KEY STAKEHOLDER

As mentioned within chapter 1 of thtkesis, at the beginning of this PhD journey in 2013,
very little was published in relation t&mployabilityand student voice, including those
studying sport. This is somewhat surprising considering the QAA Key Stakeholder Model
(2014) specificallyoitly S& WaddzRSydaQ Fa | (1S@& aidl 1SK2ft RS
the importance of undergraduate student views was apparent but the lack of literature
around hearing the student voice was missing. However, readily available research around
graduat Employabilityis accessiblebut the significant disadvantage was that the views of
graduates are of course post academia. For the purpose of offering some context to students
in relation to Employability research from aeflective graduate perspectivevill be drawn
upon.

A study by Dinning (2017) included graduate perspectiv&srgfloyabilityfrom those
who studied sport degrees. Dinning reported that graduates seemed to be aware of the need

to develop work ready skills, but often lacked enthusiaginen focussing on entrepreneurial
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development. It was reported that graduates associate entrepreneurship with self
employment, and therefore was only of interest to those who wanted to pursue this avenue.
The research also highlighted the need for clawhen assessing skills amongst graduates, as
GKSY +a1SR lFo2dzi WiSIRSNAKALIQ  &KFNBR 02YY
important as it is only needed by people who are managers. The research highlighted that
although further work is needed tonderstand different perspectives, there is also a need to
ensure there is clarity amongst defining skills themselves. The research by Dinning is
focussing mainly on skills and graduate understanding. Other literature with a focus outside
the disciplineof Sport, seems to have a slightly different focus towards interpersonal skills
and qualities, as highlighted in the study by Sarker, Overton, Thompson and Rayner (2016).

A study conducted by Sarker al. (2016) stated that graduates from the disciplines of
physics, science and chemistry across numerous UK Universities reported that they valued
generic skills and perceived them to hold greater importance and usefulness than subject
specific knowledge. Ithis same study, those same graduates also reported that they felt
unprepared for utilising their knowledge and skills in the workplace due to a lack of
opportunity to build prior experience.The research by Sarket al (2016) aligns with
thoughts and oncerns from those in industry as highlighted within section 2.4, so the lack of
student voice whilst undertaking their higher education journey seems to be a significant void
in relation to addressing these concerns. There is an apparent awaréoesshoth an
employer (section 2.4) and graduate perspective around the utilisatidmngdloyability but
the lack of literature around capturing student understanding Bmployability at
undergraduate level is only highlighting the problemEshployabilitygapstoo late. The
awareness of needs is highlighted by Jones (2014) who states that employer needs are well
documented but universities are choosing to focus on promoting disciptipecific content
knowledge at the expense of generic skills required in wWarkplace. There is further
evidence of this gap through the research of Jorre De St Jorre and Oliver (2018) who state,
whilst institutionwide initiatives bring strategic change, there is a possibility that the most
important intended beneficiarieg the studentsg may be absent or silent in the process.

This again highlights that there is a gap and therefore potential need to introduce
mechanisms to record the input of all stakeholders as outlined in the QAA Key Stakeholder

Model (2014).
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2.6 CONCLUSION

Upon reviewing the concept dmployabilityfrom a contextual viewpoint of the three key
stakeholders according to QAA (2014), there appears to be evidence of significant efforts
being made from an employer amigherEducation perspective bithere is still an imbalance
when considering the student voice.

From aHigherEducation context, there are multiple factors that impact upon the way
Employabilityis perceived, developed and executed. The influence of government agenda,
the introduction of increased tuition fees and the metrics used witHigher Education are
examples of factors that impact upoemployability It could therefore be argued that
Employabilitywithin Higher Education institutions is not completely within their control.
Therefore, meaning thaEmployabilitydevelopment is being delivered potentially under
restriction. FoHigherEducation to efficiently deliveEmployabilityneasures there is a need
for indudry contribution. When assessirigmployabilityfrom an industry context, there are
apparent needs and requirements expected for potential employees. As expected, there are
differences in those requirements, but there are also some similarities. Thiarsiies that
are apparent across the different industry types refer to interpersonal skills and qualities.
Information such as this is useful not only fHigher Education institutions as it allows them
to cater for student and graduate readiness, bugafor students themselve€Employability
within the context of students is something that is lacking within literature. There are
accounts ofEmployabilityfrom graduate perspectives, but very little relating to student
perspective. The available reseh is largely focused on graduates from different disciplines,
and as with the lack of student perspective, there is also a lack of graduate perspective
amongst the student population who study sport. As outlined in the QAA model, and as
highlighted withn the different contextsEmployabilitycannot be developed or delivered in
isolation, a multi stakeholder approach is crucial. This emphasises the need for research
regarding student input anBmployability HighetEducation and Industry/Employers aady
have a platform within literature, and to an extent so do graduates, but the current literature
platform for students in comparison is naxistent. There is clear justification from the
evidence within literature to see that Employers, Higher EdooaRroviders and Students

should be equally contributing to the development and disseminatioBroployability
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2.7 THE STUDENT VOICE: MY VIEWS AS A RESEARCH STUDENT

Understanding the concept dmployabilityand its origins were somewhat eye opening as

the concept has clearly been evident throughout history but under different names/labels.
¢tKS 62N)] o6& DIFITASNI omdppy > mMbhdyo> Hnamo O2¢
Employabilityg KA OK f S Ra (2 ljdzSadAz2ya &dzahsRoizy RAY 3
Employability Unfortunately, the work of Gazier is so widely used and accepted that the
mention of other operational versions @&mployability(not so obvious) have no mention

within literature therefore leaving the seven waves Bfmployabilityas the only solid
foundations ofEmployabilityorigin. When researching and understanding these waves of
Employabilitythere are some distinct patterns that align with the way in whichployability

is perceived but also how external influence can alsoraltes. As a student but also a

member of society it is evident within present day that this is still the case and numerous
factors dictate howEmployabilityis perceived and utilised by multiple stakeholders. An
example of this is a personal experierafebeing on a work placement within a football club

but with no expectation of a contract as | needed to build more experience and develop my
skills (the words of the club personnel). Within a month of being in this placement | was
offered a contract, buhot because | had developed my skills any further or built up more
experience, but because to achieve a higher category status alongside EPPP guidelines more
staff needed to be employed. | was literally in the right place at the right time. This example
highlights that within one month the perception &mployabilityfrom the view of the

employer changed from being my responsibility to theirs. As a student | understood what
happened and why, but in terms of confirming my understandingzwiployabilityas a

concept, it was completely changed and demonstrated tafployabilityis a flexible concept
dependent on the needs of the driving stakeholder at that time. My conversations with
others who have been in similar positions highlightedt ingtances such as this are not rare

but are quite common, particularly in an elite sport environment and although the work by
Gazier shows a shift iEmployabilityLISNOSLIG A2y > GKAa SEIlFYLXES A&
Employabilitg & ¢ KS 4 2 NJghtdweell, the: driving fdite& Belink each version of
Employabilityand what has been deemed important to alt&mployability perception.
Throughout the seven versions there are multiple shifts including questionable metrics of

assessing members of sogietunderstanding individual mental capacity, addressing the
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needs of the workforce, unemployment rates, individual skills assessments and
understanding external factors on employees. The research from Gazier indicates that
Employabilityhas comea longway and has changed over a substantial period of time, but
this may not be the case. The example highlighted above is replicable Bhtpoyability
approach that was evident between 194075 which indicates that perhaps the concept of
Employabilityis smply recycled and as previously suggested is adapted to cater for the needs
of the stakeholder at that time.

The timing in which stakeholders come to the forefront seems to differ, but the
ARSYGATFAOFGAZ2Y 2F GKS W Sedggdsis b ya$ & impkiEngd 2 dzi
the concept ofEmployabilityby recognising the different cogs that work together. A guide
outlining key stakeholders is useful but there could also be a misconception that each
stakeholder has equal input in terms Bmploydility perception. The literature around the
concept ofEmployabilitywhich is outlined in more depth within Chapter 3 is largely focussed
on the voices of those from industry ardgher Education institutions with very little
perspective being shared fno students/individuals. When considering that individuals make
I g2NJ] F2NDS | y RHigbekRlukafaivinstitatiordzR@&ig foDexighe lack of
student/individual voice within research is confusing, frustrating, and unfair. The QAA
highlight students as a key stakeholder, so for the voice of the student to have minimal
representation within research is puzzling and this is supported by the viedw & De St
Jorre and Oliver (2018)ho state the most important beneficiaries Bmployabilityare being

left in a silent void.
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CHAPTER 3: LITERATURE REVIEW
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3.0 INTRODUCTION

The aim of this chapter is to review and analyse the literature surrounding the fundamental
components ofinterest in relation to the aims and objectives of this thesis. In relation to
providing a literaturebased foundation to rationalise the purpose of this thesis, the following
areas will be reviewed to evidence knowledge, highlight gaps and justify #tkfoethis area

of research.

The Concept dEmployability

Employability Sport Student Focus

Student Engagement within Higher Education
Student Engagement artiemployability
Student Engagement: Sport Student Focus

= =2 =/ =/ A

Theoretical Framework®lating toEmployability

3.1 THE CONCEPTEMPLOYABILITY

Evidence suggests that the conceptEohployabilityis not new and has been subjected to
many studies predominantly over the last 5 decades (Sumanasiri, Yajob and Khatibi, 2015).
Despite the #empts of governments, universities and employers providing their views on
Employability the concept is still unclear.

It is widely acknowledged thaEmployabilityis a contested topic and it has been
reported that trying to create a definitive definitio is impossible due to differing
conceptualisations (Brooman and Stirk, 20B@nders, 1995Tymon, Harrison and Batistic,
2019). The point of this thesis is not to arrive at a universal definiti@mygdloyability but to
understand how it is perceivetthrough the eyes of the student and the impact of this upon
their engagement. The purpose of this section is therefore to understand the different
conceptualisations dEmployability

As a constantly evolving concept, it is much more difficult to demployabilitythan

might be imagined (Artess, Hooley and Mell@murne, 2017; WilliamsDodd, Steele and
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Randall 2016). Literature suggests that definiBgployabilityis difficult due to the variety
of stakeholders who would be considered investors in the concept (Artess, Hooley and
Mellors-Bourne, 2017). Those investors include, but are not limited to, Higher Education
Institutions, Government, Employers, Graduatesl &tudents (Artess, Hooley and Mellors
Bourne, 2017Matherly and Tillman, 2015;ymon, 2013; Williamst al. 2016). The multiple
needs of stakeholders contribute to the difficulties of trying to define the concept and
therefore theories oEmployabiliy have become increasingly complex and mdithensional
(Rae, 2007; Willianet al. 2016). It has therefore been suggested within the work of Williams
et al. (2016) that, one must first identify the perspective from which the term is being applied.
Undestanding the requirements and expectations from each stakeholder, delivers a different
approach to the concept dmployability

Upon reviewing the array of literature surrounding the concepEoiployability there
appears to be 3 emergent conceptualisets; Industry, Higher Education Institutions (HEIS)
and Individual. Table 3 highlights the authors who have conceptudtisgroyabilityand in
what way, A extensive version of this table can be found in Appendix A. When comparing
these conceptualisadns to the key stakeholders within the QAA model highlighted within
OKIFLIWGSNI v GKS& IINB IfYy2ad ARSYGAOFf = | LI NI
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Table 3- Literature Conceptualisations

Conceptualisations

Industry

Higher Education Institutions (HEI

Individual

Authors

Bridgstock (2009)

Brown, Hesketh and Williams
(2003)

Canadian Government Labou|
Force Development Board
(1994)

Daniels, Andrea and Gaughe
(1998)

Department of Higher and
Further Education, Training
and Employment (DHFETE
(2002)

Flanders (1995)

Forrier and Sels (2003)

Harvey, Locke and Morey
(2002)

HM Treasury (1997)

Hogan, Chamorrd’remuzic
and Kaiser (2013)

Romgens,Scoupe and
Beausaert (2020)

Tomlinson (2012)

Van derHeijde and Van der
Heijden (2006)

Yorke (2006)

AGCAS (2011)

Alexandre, Portela and §
(2009)

Artess, Hooley  ang
Mellors-Bourne (2017)

Bowden et al (2000)
CBI (1999)

Dearing (1997)
Harvey (2001)

Harvey, Locke and Morey
(2002)

Hillage andPollard (1998)
Knight and Yorke (2003)
Pierce (2002)

Romgens,Scoupe an
Beausaert (2020)

Stephenson (1998)
Tomlinson (2012)
Trought (2012)
Willetts (2010)

Yorke (2006)

Bridgstock (2009)

Brown, Hesketh and Williamg
(2003)

DacrePool andSewell (2007)

Daniels, Andrea and Gaughe
(1998)

deGrip, Van loo and Sande
(2004)

DHFETE (2002)

Harvey, Locke and Morey
(2002)

Hillage and Pollard (1998)

Hogan, Chamorrd’remuzic
and Kaiser (2013)

HM Treasury (1997)
Klutymans and Ott (1999)
Knight and Yorke (2003)
McArdle (2007)

McQuaid and Lindsay (2005)
Stephenson (1998)

Thijssen, Van der Heijden ar
Rocco (2008)

Tomlinson (2007)
Tomlinson (2012)
Trought (2012)
Tymon (2013
Williams et al (2016)

Yorke (2006)

** Boldtext indicates a relational conceptual approach
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3.1.1THE CONCEPT EMMPLOYABILITNNDUSTRY

The concept oEmployabilityfrom an industry perspective appears to fluctuate based on
numerous factors. There are contrasting viewdsomployabilityfrom anindustry perspective
from vague definition through to complex incorporation of multiple factors which will be
discussed within this section.

Research has highlighted thamployabilityis the ability to secure and function in any
job (Flanders, 1995; Yorke, 2006). Upon further scrutiny of the work by Yorke (2006), he is
not merely stating that this is the only element®Biployabilityas he has offered a relational
conceptual approacthat encompasses all 3 stakeholders as highlighted in table 3. Further
exploration of the additional approaches by Yorke will be highlighted in the upcoming
sections. In contrast, the work by Flanders (1995) is specifically industry driven and states
that the purpose ofEmployabilityis to secure employment, therefore the concept of
Employabilityshould be built around the needs of the intended employment sector. There is
an argument that this resource is outdated and a lot has changed, but this appisatih
evident within other literature (DHFETE, 2002; Tomlinson, 2012; Yorke, 2006). A report by
DFHETE (2002) stated thamployabilityis the capability to move into and within labour
markets, highlighting the need for an industry focused approat¢towever, unlike the
research by Flanders, DHFETE began to introduce how this could be achieved by considering
how individual Employability perspectives can impact upon securing employment,
highlighting a relational conceptual approach Employabilitythrough industry and the
individual. The shift of introducing another stakeholder to the concegdEmployabilityis
significant and highlights that there is an understanding amongst some researchers of the
need for multiple stakeholder involvement within tlemncept. The literature highlighting
that Employability is as simple as obtaining any job contradicts the suggestion of
Employabilitybeing complex and muldimensional (Rae, 2007; Williams et al, 2016).

An aspect ofEmployabilityfor consideration fron an industry perspective must
include the job market. Inclusion of the job market sector adds to the rdutiensional
complexities but it is a necessity. Within literature, mé&shployabilityrelated papers do
incorporate the need for an assessmenttbe current labour market (Bridgstock, 2009;
Brown, Hesketh and Williams, 2003; Canadian Government Labour Force Development

Board, 1994; Daniels, Andrea and Gaughen, 1998; DHFETE, 2002; Flanders, 1995; Forrier and
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Sels, 2003; Harvey, Locke and Morey, 26a8yan, Chamorr®remuzic and Kaiser, 2013\
Treasury, 1997Romgens,Scoupe and Beausaert, 2020; Thijssen, Van der Heijden and Rocco,
2008; Tomlinson, 2012; Van der Heijde and Van der Heijden, 2006; Yorke, 2006). However,
there are some researchers wihave conceptualiseBmployabilityto be an interdependent
of the job market (Daniel, Andrea and Gaughen, 1998; Tomlinson, 2012). Tomlinson (2012)
states within his research, that the position of labour markets determines the meaning of
Employabilityat that given time. It is understandable that employer needs will dictate
employee requirement and that this will fluctuate, but when trying to conceptualise
Employabilityagainst an inconsistent stakeholder, this is difficult. Within the research by
Tomlin®n (2012) the difficulties of conceptualisiBgployabilityagainst a constantly moving
target allowed him to consider other stakeholders to attempt a more coherent approach to
the concept; HEIs and individual. These additional conceptual approachés wificussed
within the upcoming sections of this chapter. When considering the position of the job
market and how this addresses the conceptualisationEafiployabilitythe research by
Daniels, Andrea and Gaughen (1998) is vastly different to the vielwsnolinson. Daniels,
Andrea and Gaughen (1998) report that the temperamental state of the labour market brings
into question the need foEmployability The authors suggest that when the labour market
looks bleak, there is no need f@mployabilityto be considered as there are fewer jobs
available. The conceptualisation Bimployabilityfrom both Tomlinson and Daniels, Andrea
and Gaughen, share that the state of the job market is important to the meaning of
Employability However, the views of Daniel&ndrea and Gaughen (1998) are extreme to
suggest thaEmployabilityis redundant if the job market is not flourishing. This suggests that
the concept oEmployabilityis merely seen as useful when the job market is allowing.
Bridgstock (2009) reportednhat the concept oEmployabilitycan be driven by a list of
employer requirements and therefore bringing industry to the forefront of the
conceptualisation of Employability The work by Bridgstock includes contradictory
statements in relation to this aie further adds that building an employer centred approach,
does not provide accurate preparation for longevity across sectors. There are hints within the
research of Bridgstock that she favours an approach incorporating transferable skills as
appose to pecific employer requirements. This is further justified with the suggestion of
individual relevance when understanding the concept Exhployability which will be

discussed later in this chapter. The research from Bridgstock follows a similar viewderVa

47



Heijde and Van der Heijden (2006) who state that indiviéimaployabilitytraits are expected
to mirror those required from the industry. The research from Van der Heijde and Van der
Heijden (2006) mention specifically about the need for occupatidt@owledge and
expertise, and also corporate sense. Although this research from Van der Heijde and Van der
Heijden seem industry specific, it could be argued that corporate sense and occupational
expertise could be relevant across multiple sectors aretdfore adding to the views of
Bridgstock around transferrable skills. Statements relating to transferable skills seem to be
more prominent within 2% century literature, this highlights that although there are still
industry driven conceptualisations@ind Employability there is also the appreciation of a
multi stakeholder approach. This is also captured within the research of Hogan, Chamorro
Premuzic and Kaiser (2013) who consider both industry and individual conceptualisations for
Employability The work by Hogan, Chamor@remuzic and Kaiser (2013) state that as new
industry sectors emerge and therefore employment opportunities increase, this allows for
industries to be selective within their recruitment of employees. A selective approach to
recrutment is more robust than what has been mentioned within earlier literature, but this
also means that more emphasis is placed on the individual candidates themselves such as
individual personality traits. A criticism of a robust selective process frdosiry could lead
to a forced industry centrecEmployabilityapproach, as the shift has moved from
recruitment driven industry to selective.

This shift has been noted within research specifically from Forrier and Sels (2003) and
more recently Romgen§coupe and Beausaert (2020) who conceptuisgloyabilityfrom
an industry perspective whilst mentioning the need for individual development. Forrier and
Sels (2003) use themployabilityprocess model to highlight factors that can influence the
chancesf obtaining employment. The model incorporates the importance of understanding
the current labour market, using this to decide whether a change is needed and then assessing
the ease of change alongside the willingness to change (Forrier and Sels, 608 and
Sels decided that incorporating a model within their research was crucial to add the individual
element within the industry conceptualisation BEmployability Inclusion of individual input
was needed due to the complexities Bmployabilityand the rapidly changing landscape of
labour markets. This view was shared within recent research by Romgens, Scoupe and
Beausaert (2020) who adopt adtmension approach to capture the individual input when

reporting on an industry driven conceptualisat of Employability The paper by Romgens,
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Scoupe and Beausaert (2020) is significant based upon their integration of theoretical
frameworks which is lacking across literature whHemployabilityhas been conceptualised
with an industry focus. The researdiscusses the interactions between the need for Human
Capital Theory, SeReflection, Social Capital, Lifelong learning and a healthy -lerk
balance. Within the research by Romgens, Scoupe and Beausaert (2020) they discuss that
once employment isecured there is still the need to enhanEenployabilityto prepare for
unexpected industry/career changes, and therefore an individual approach embedded within
an industry conceptualisation would be beneficial. The introduction of the Human Capital
Theoryis of particular interest as this theory encompasses education as a driver, which
justifies within this paper the introduction of adimension approach focussed towards HEIs,
therefore offering a relational conceptual approach Employabilityconsistingof industry

and HElIs, with a hint of individual responsibility embedded.

Research from Tomlinson (2012) highlights that in order for an industry
conceptualised approach &mployabilityto be efficient, HEIs need to be considered in this
approach to ensuwe that graduates are fit for purpose before entering the job market. This
view was shared within earlier literature from Harvey, Locke and Morey (2002) who
mentioned the need for industry and education to work together in order to create an
alignment betveen the 2 stakeholders. The need for industry and education to work together
is essential as with the conceptBmployability industry is the outcome, therefore education

is the process.

3.1.2THE CONCEPT EMMPLOYABILITMIGHER EDUCATION INSTIDNS (HEISs)

Yorke (2006) has commented that defining and understanBmgloyabilitywithin the arena

of Higher Education is multifaceted and therefore cannot be given a set meaning. The work
from Yorke highlights thaEmployabilitycan hold differentmeanings to different people
which adds to the complexities of the concepEmployabilityas a complex concept is a
reoccurring comment that appears throughout literature, so the statements by Yorke are not

surprising, but in fact adds to a shared viewgavithin most Employabilityliterature.
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AlthoughEmployabilityis complex, it still needs to be explored and better understood.
There is a need for HEI conceptualisationgEofployabilityto encompass the need for an
awareness of industry demand. Agliighted within section 3.2, there are often relational
crossovers, including HEI and Industry conceptualisations. As previously mentioned,
Tomlinson (2012) introduced the idea within his work of a required appreciation between
both HEIs and industry nelation to the effectiveness dmployability He outlined that HEIs
need to incorporate the shifting industry needs Bmployabilitywithin a HEI conceptual
approach. This is closely linked to the HEI concepingfloyabilitypresented by Knight and
Yorke (2006) who concluded th&mployabilitywithin HEIs must include instruction and tasks
that replicate the working worldwhich can be demonstrated vithe USEM model
(Understanding, Skills, Efficacy and Metacognitwimich was introduced by Knight aivarke
(2003) The introduction of this model was proposed for purposes of HEIs, and a way in which
they could develop understanding &mployabilitywithin students and encourage self
reflection forEmployabilitydevelopment. The seteflection componat of the USEM model
refers to a relational concept @&mployabilitypbetween HEIs and the individual, which will be
further explored in section 3.4.

The conceptualisation dmployabilitywithin HEIs has also been referred to alongside
University Politics. The main purpose of this is that at times the importangEenpfoyability
from a HEI perspective, has been portrayed as a tick box exercise, recognition for institutional
achievement tiough the use of questionable metrics and a simple buzzword (Agcas, 2011,
AlexandreBowden et al, 200(Harvey, 2001; Hillage and Pollard, 1998rtela and Sa, 2009
This was highlighted also in the work of Willetts (2010) who stated that university
expectations and a target driven culture, allow universities to utiseployabilityfor their
own agendas. The main criticism of this approach is that no consideration has been given to
the conceptualisation dEmployabilityfrom other viewpoints. Thislso does not fall into line
with any of the varied definitions that have been present within literature over the decades.

Literature has also suggested that the concepEofployabilityfrom the perspectives
of HEIs does include a student focus, anaat mentions the idea of Universities helping the
d0dzRSyida ONBIGS 'y WARSYyGAGeEQod EmN®yabiity y 3 G K
includes preparing students for the transition of becoming a graduate (Artess, Hooley and
Mellors-Bourne, 2017). A additional component to this is ensuring that students are

equipped withtransferable and basic core skills (Harvey, 2001; Pierce, 2002; Romgens,
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Scoupe and Beausaert, 2020). Earlier work by Stephenson (1998) shared the same views
supporting the need foskill development as a basic service from HEIs, but he also added that
an element of psychological development would need to be considered to encourage self
development within students.

The HEI conceptualisationBmployability when considering studhs, refers to them
as mainly graduates, and this is a common theme within the vast majority of literature. Using
the term graduates implies the end of an educational journey, arstrinfy that there is little
to no HEI conceptualisation Bimployabiliy that addresses students, whilst still in education.
Research by Pierce (2002) does mention tBatployabilitywithin HEIs refers to students
being prepared for work via work experience opportunities. Gaining work experience should
be encouraged, but whin the work by Pierce, there was no discussion about how this would
be monitored or tracked for development, as he states that experience can be conducted
formally or informally. The pattern of no monitoring continues when further
conceptualisations armcluded referring to graduates. The concepEafiployabilityfor HEIs
is ensuring that graduates are prepared for work by acquiring graduate attributes to
successfully obtain employment (Harvey, Locke and Morey, 2002; Pierce, 2002; Trought,
2012).

3.1.3THE CONCEPT EMMPLOYABILITNNDIVIDUAL

Individual conceptualisation &mployabilityhas evolved, from basic skill acquisition to the
incorporation of psychological theories. Within older literature there is a pattern of
Employabilitybeing perceied on an individual level as the ability to complete tasks, being
transferable and acquire skills that will lead to employment (Dearing, 1997; deGrip, Van loo
and Sanders, 2004; Klutymans and Ott, 1999; Stephenson, 1998; Thijssen, Van der Heijden
and Roccp 2008; Tomlinson, 2007; Yorke, 2006). However, more recent literature has
highlighted this is not enough. As mentioned within sectioh13the job market is an
everchanging landscape, meaning industry has become more selective, this has also led to
new approaches when conceptualising individEahployability In a selective job market, it

is important to enhance individual development, consequently this led to a new approach

when evaluating individuaEmployabilityto look at how and perhaps the limitations on
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personalEmployabilitydevelopment. The individual conceptualisationEghployabilitynow
SyO2YLJ)} aasSa LlaeoOkz2fz23& G2 | RRNEmpoyahiitKi§ Yo Ke
perceived. The inclusion of psydbgy from an individual perspective has been deemed
important for those who simply cannot acquire certain skills, or function in certain roles, the
element of psychology allows individuals to understand why that might be, as it may not be

a physical proble but rather a psychological one.

Individual conceptualisation oEmployabilityshifted towards looking at personal
ARSYGA(le |YR AYRAGARdAZ f YAYRASGZ Ay O2NL2NI
willingness, selbelief and selesteem (Bridgstdg 2009; Dacré’ool and Sewell, 2007;
deGrip, Van loo and Sanders, 2004; Knight and Yorke, 2003; McQuaid and Lindsay, 2005;
Tomlinson, 2007; Tomlinson, 2012; Trought, 2012). The introduction of psychology playing a
role within individualEmployabilityhasremained within literature and therefore is deemed
a fixed component within the individual conceptualisatiorbshployability The inclusion of
psychology into this conceptualisation has allowed research to utilise specific psychological
theories when eglaining Employabilityfrom an individual perspective. The prominent
theories that have been used within individual conceptualisation include, Human Capital,
Protean Career Theory, Social Capital and Structural Capital (Hogan, ChBneonuzic and

Kaiser 2013; Williamet al. 2016).

3.1.4THE CONCEPT EMMPLOYABILITEONCEPTUAL SUMMARY

The conceptualisations oEmployability have highlighted that there are many things
impacting on each conceptualisation. The conceptEofiployabilityfrom an industry
viewpoint has highlighted that over time the concept has evolved from a simplistic definition
to a highly contested concept.hiB is a pattern that is shared across each conceptualisation.
Within industry and HEI conceptualisation, there is also a shared view of the importance of
knowing the state of current job markets and industry demand. Shared views across
stakeholders, demnstrates the relational conceptualisationBmployabilityand emphasises

the importance of a multi stakeholder approach. Literature from an industry perspective has
highlighted that as recruiters become more selective, they have developed an appneciatio

for the need of assessment towards individual traits and interpersonal skills. This is a view
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that is shared across all conceptualisations. The dominant occurrence across each
conceptualisation is the consideration for the individual/student. Whenessisag the
literature around Employabilityfrom an industry perspective, this conceptualisation has
always had a presence and the pendulum at times has swung in favour of industry being the
main stakeholder. Research from a HEI perspecéigardingeEmplo/ability has been given

the same amount of regard, with the pendulum sitting between those 2 stakeholders.
However, as each conceptualisation highlights the requirement for individual consideration
within Employability there is evidently a need for thte be captured. From an individual
perspective within research, it is mainly dominated from a graduate focus. Table 4 highlights
the themes that have emerged from each conceptualisation, with the highlighted themes

indicating shared views.

Table 4- Emergent Themes for each conceptualisation

Industry HEI Student/Individual
** Basic Definition ** Multiple Meaning ** Pgsychological Development
** Job Market Status ** Industry Demand ** |Individual Skills/Capabilities
Industry Dictates Skill Teaching and Learning ** External Factors (other
Requirements stakeholders)

** |Individual Traits are University Politics

Important

** |Industry needs to work ** |dentity
with HEIs
** Graduates vs Students

** Shared views acrosonceptualisations

The shared views from each conceptualisation have been condensed to show the relational

conceptualisations that have emerged from the literature as evidenced in Table 5.
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Tableb - Relational Conceptualisations

Industry HEI Student/Individual

Definition

Job Market Status/Industry Demand

Individual Traits/Identity/Capabilities

Individual Psychological Development to create an

WLRSyGAG&Q

Stakeholders need to work together

Sections 3..1to 3.1.3have addressed the wdymployabilityhas been conceptualised within
literature, however some of these conceptualisations have not been formed through
empirical research. The imminent upcoming sections have been formulated to review
empirical research t@apture howEmployabilityis conceptualised from the voice of each

stakeholder.

3.2EMPIRICAL RESEARCH: INDUSTRY

As evidenced within section B1 industry conceptualisations dimployabilitydiffer based
upon factors such as the state of the job market, industries becoming selective within
recruitment and the influence of other stakeholders. Although there are understandings
surrounding industry conceptualisationBmployability it is impatant to scrutinise empirical
research that has been conducted from an industry viewpoint, which is what will be covered
within this section.

Understanding the needs of industry is an important aspect alongside the concept of
Employability Without this kiowledge, it would be difficult to ensure that individuals are
equipped with the necessary skills needed for employment. AcquiEngployability
requirements from industry can be difficult to digest based on different sector needs (Archer

and Davison, 2 Robles, 2012Succi, 20185ucci and Canovi, 20R0As highlighted within

54



the previous chapter (2.4), different sectors, require different skillsets. This can be somewhat
problematic, not only for the individual but for other stakeholders such as training providers
or HEIs when trying to aligemployabilityrequirements to indstry. The evidence of
literature as demonstrated within section 2.4, indicates that although there are differences
across sectors in relation tBmployabilityrequirements, there is also a common theme
relating to soft skills and competencies. It is extpd that sector requirements will differ,

and this is largely based on the needs for specific roles across indubkeigarfan and Kautz,
2012 Moore and Morton, 2017). However, with the research surrounding industry
requirements, there is a specific neédor soft skills and core competencies. If the industry
perspective was not considered then there is a risk of misalignment between individual
skillsets and industry expectations (Ashidbu, Kirmanillyas, Zaida and Ashy&018; Hogan,
ChamorrePremuwic and Kaiser, 2013;). A study conducted by Saunders and Zuzel (2010)
reported that employers preferred personal attributes and core skills more than technical and
subject;specific skills; a finding that is supported by others (Archer and Davison,26008:,

2007, Felstead Gallie, Green and Zhp@007). The study by Saunders and Zuzel could be
considered outdated, but the message of personal attributes and core skills, is still prominent
within current research. Cak Bell, Mossop and Mansfie(@021) examines the industry
perspective onEmployabilitywithin the health sector and states that effective healthcare
practice must be grounded in and concordant with attitudes and personal values, whilst
enabling the professional use of self. The viewsakeet al. (2021)are shared across
numerous sectors including Businesadkson, 20%3Santos, 2020), Animal Services (Bell,
Cake and Mansfield, 2019; Bell, Cake and Mansfield, 2018;eCake2016) and Education
(Jackson and Wilton, 2017; Minocha,dtlsy and Reynolds, 2017). The advantage of a shared
perspective highlights a rare opportunity for clarity within the complexities of the concept of
Employability The shared views around core competencies and personal attributes is a
significant platformto build upon. Understanding that developing soft skills and creating
opportunities for development, enables othEmployabilitystakeholders the opportunity to
develop the concept oEmployabilityin alignment with industry (Heckman and Kautz, 2012
Suci, 201§.
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3.3EMPIRICAL RESEARCH: HEIs

Section 31.2 highlighted that within the broader HEI conceptualisationEshployability

there are some key components to the conceptualisation. Those components included HEI
politics, an appreciation of industry demand and requirements, teaching and learning
strategies and graduate requirements. The aim of this section is to evaluantpeical
literature focussing oEmployabilitywithin HEIs.

As signalled within the QAA model within chapter 2, Higher Education is a key
stakeholder in relation to the concept &mployability The significance of gaining Higher
Education perspectivesithin Employability literature is pertinent.  Much like the
perspectives of industry througholEmployabilityliterature, Higher Education has a strong
voice within the research. Higher Education is not an entity, but instead is constructed by
numerouscomponents such as teaching staff and the influence of government policy (Harvey
and Green, 1993; Hill, Lomas and MacGregor, 2003). The perspedtigh@fEducation is
therefore one of many components within an institution. One of those componerteis
government, and the policies that are created fdigher Education and the subsequent
impact upon individual university policies. Government policy provides guidelines for the
core components expected withidigher Education, universities are then &bto interpret
this information and structure their own policies around these guidelines (Capano, 2011). It
has been explained that government policies provide the foundationdigiier Education
requirements, but it is down to individual institutions tshape and build upon those
foundations to create a unique identitfMood and Sp2017). A notable influence of
government impact within the UK is the introductiohthe Teaching Excellence Framework
(TEF) for higher education. As a metric the TEF earsdfulas it is used as a measure for
teaching quality. The significance of this informatabarifiesnot only the student thoughts
based on teaching, but it can also be an indicator to the way different staff teach across
programmes (Gunn, 2018Yilletts, 2015 Wood and Su, 2017). Understanding the different
approaches to teaching and learning can add insight into how the different approaches impact
upon student engagement. In relation Employability and due to the contrasting views on
the concept, it is imprtant to understand the perspectives of théigher Education staff. In
a study by De Hei (261it has been reported that university teaching staff can influence not

only engagement, but the beliefs and perspectives of the students they teach (Evans and
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Kozhevnikova, 2011; Fransen, Kirschnet larkens, 2011). In relation to this thesis and the
idea of capturing a student perspective throughout their academic journey, the study by De
Hei justifies the need to explore influences that could impact on tpenspective. Staff
perspective is particularly important as highlighted by Ferns (2012) who suggested that
teaching staff within universities can believe they are adequately develdpmgloyability

skills, but this may not align with the student beliefén her study, Fern concludes that
university staff can feel competent with the conceptBiployability but if this does not
translate through to student demonstration, then further exploration is needed. The concept
of Employabilityamongst higher edcation staff can differ dramatically (Gunn, 2018; Wood
and Su, 2017). There are multiple reasons why this mapdading personal views, previous
experiences orEmployability misconceptions, but research suggests it can also be
generational (Tian andu, 2017). Teaching staff within higher education appear to be starting
academic careers at a much younger age (Tian and Lu, 2017). Younger members of academic
staff have therefore likely been more exposed to the conceEmployabilitythrough their

own student experience. This does not mean that older academic members of staff are averse
to the concept ofEmployability but it could highlight differences of perspective amongst
academics. Curran (2017) suggests that staff experiences and careerdogckgan often

lead to a change in beliefs which can impact on teaching viewpoints. Curran (2017) further
adds to this by stating that withiRigher Education the staff profile can be vast and diverse.
The diversity amongst staff can be seen both pasiyivand negatively, from multiple
experiences being brought into the classroom to unpopular opinions that add confusion. The
majority of research is in favour of a diverse approach kigher Education workforce as it
allows both practitioners and acaders to share the same space and offer different
approaches to teaching (Schmitt, Duggan, Williams and McMillan, 2015). It is not uncommon
for individuals working within the same institution to hold different beliefs. However, this
does become problematiwhen those different belief systems are shared across student
cohorts. In a study by Ferns (2012) who looked at staff influence vtpiver Education, the

point is made that students can alter their views or opinions based on the relationships they
build with staff. An area of consideration would therefore be, the more staff that students
interact with who have differing beliefs on topics they teach, could cause further confusion

for the student. The need for understanding staff perception on aredlyecomplex topic of
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Employability is vital to assessing different perspectives, how this translates to the student

population and the impact.

34 EMPIRICAL RESEARCH: INDIVICBJAIDENT

Individual conceptualisation dEmployabilityhighlighted in section 3.3 includes a strong
theme of the need for skills, personal attributes and individual characteristics to be included
within individual conceptualisation. As a positive, this theme also falls into alignment with
the needs of indstry, but the individual conceptualisation is not based on individual
perception. The individual conceptualisation has been largely formed from academics who
have researched industry requirements and therefore assumed an individual
conceptualisation to &n with those needs. The aim of this section is to critically analyse
empirical literature that has captured individual perspective.

There is evidence within literature that suggests student perspective is not always at
the forefront of research when it comes EmployabilityMoreau and Leathwood, 200Rae,
2007;Rothwell, Herbert and Rothwell, 2008ymon 2013 Surprisingly thisialso the case
when research papers include titles that specifically reference individual or student
development Brooman and Stirk, 2020; Crossman and Clarke2;2@dunder, 2008Wang
Peng, Xu, Simbi, Lin and Te8§20). Only a small number of stuslieave been discovered
that focus upon student perspective arouritmployability One of those studies was by
Tymon (2013) who stated that students are the intended recipient&rmaployabilityskill
development, and therefore their views are important. eNiews of Tymon surrounding the
importance of hearing the student voice, is a shared opinion across many areas of literature
(Crossman and Clarke, Z)IMoreau and Leathwood, 200&ae, 2007;Rothwell, Herbert
and Rothwell, 2008Wanget al. 2020. Theshared views within literature are therefore
somewhat perplexing when in reality, student perspective is rarely researched. There are
studies that aim to address the use BMmployabilityand measuringemployability(Boffo,
2019;Harvey, 2001Lim Teck, Ching and Ch&i016; Saunders and Zuzel, 2010). However,
like the points made by Tymon within his research, the student voice in yet again ignored.

The lack of inclusion for student perspective within research is not based upon lack of

opportunity.  Wanget al (2020) conducted research around using transformational
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leadership to enhance studerEmployability The researchers emphasised looking for
relationships between problerased learning an&mployabilitydevelopment. The results
from this study did signify a relationship between the factors based upon the results of a
closed question survey. Lack of information was provided regardingmoployabilitywas
measured based on student perspective. It could be argued that within this research
Employabilityis used in a contextual sense to look deeper into the effectiveness of
transformational leadership. An interesting dynamic for this study, is the use of
transformational leadership, as it is suggested that the use of this is adopted by Wits
focus on the student perspective of learning in addition to student wellbddogiider, 2014;
Oqvist and Malmstrom, 2016hatzer Caldarella, Hallam and BrowR014;Van Dinther,
Dochy and Segers, 2011 The use of transformational leadership witthdhe evidence of
student perspective within this study is somewhat confusing and when coupled with the lack
of staff perception to add context to teaching, the findings are therefore ambiguous.

The lack of student perspective withiBmployabilityliterature has highlighted a
significant gap within research. Of the very few research papers that have placed focus on
student perspective, the conclusions formulated have resulted in an unclear picture, due to
lack of dataoreau and Leathwood, 2006in, Bveres and Amaral, 201 Tomlinson, 2007).

A study by Tymon (2013) is one of specific relevance in relation to the purposes of this thesis,
as he decided to address the student perspectiveeamployability This study is particularly
pertinent to the ains of this thesis, therefore a more critical take on this article is required.
Tymon conducted empirical research by collecting data from university students across levels
4-6 within business and marketing degree programmes. The identity of the univeasityot

been disclosed, the only details provided is that this research was conducted within 1 post 92
university in the UK. The data was collected via focus groups, with the exception of
guestionnaires for those studying at level 6, with no explanagiovided within the article

for the change in collection method. Within the first question, participants were asked their
views on whaEmployabilityis and the skills/attributes it may encompass. The results from
this question showed that there was l&rggreement surrounding the need for possession of
skills and that personal attributes are inherent Bfmployability There was however less
alignment in relation to the longeterm concept ofEmployability and the only participants

that acknowledged aohgterm approach was those at level 6. This is somewhat concerning

based upon the literature around the concepttrnployabilitythat speaks of it being lifelong
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and a forwardthinking concept that should be refreshed throughout ligrifilgstock, 2009
Fugate, Kinicki and Ashforth, 200#illage and Pollard, 1998night and Yorke, 2006;
Rothwell and Arnold, 2007). Although this is concerning, it is also not surprising based on the
way in which student perspectives dfmployabilityare captured or rather not captured
within literature.

As previously mentioned biyymon, students are the recipientsBmployability so to
allude from their perspectives and views is concerning. The lack of research around student
Employabilityperspectives, is quite limiting as most only offer a snapshot of perspectives,
rather than a longitudinal approach. There is however, one study that has adopted a
longitudinal approach to the concept Bimployability In a study by Moreau and Leathwood
(2006) they try to capture a more holistic perspectiveEshployability The researchers
mention that students were split into different groups and each group would utilise a
different method of data collection, no information was provided about decisions around
group splits. The article states that only 18 participants were interviewed @amianal basis,
but again no justification for this has been provided. The longitudinal approach of this study
is rare in relation toEmployability The conclusions from this paper seem to focus more
heavily on graduate outcome, therefore leaving quessi@bout the use of the purpose of
the study being longitudinal. There are references within the article around using the
retrospective information as a reference point when speaking to the graduate participants,
but there is a sense that more could be @omvith the longitudinal information, that
potentially could be beneficial for current students within higher education.

Student perspectives dimployabilityare few and far between, and when they are
present within literature there is only a snapshot tohe that is presented. This justifies
potentially why students do not consid&mployabilityto be a longterm approach iftheir
voice is only considered at minimal sporadic points within their education. It is reported that
capturing student perspectévis crucial to addressing not only the developmental needs of
the student but to also ensure that the education provider is offering aroalhd service for
the students (Villar and Albertin, 2010). It has also been suggested that lack of student input
can impact on learner motivation and student engageméswl(l,Holden, lles, Stewart and
Beardwell, 2010 Rothwell and Arnold, 2007; Rothwell, Herbert and Rothwell, 26Q8ter,
Dunn, Plomin, Simonov, Pickles, Maughan, Ormel, Mayer and B&8%, Seibdr Kraimer
and Crant, 2001).
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It is evident that there is a clear need for the student voice to be heBrdployability
is a significant part of the university experience for all students, so gathering an understanding

of student perspectives withiempbyabilityis crucial.

3.5EMPLOYABILITSPORT STUDENT FOCUS

As previously mentionedEmployability literature is vast, however when searching for
literature with a sport student focus, the research is extremely limited. There are however
some researchers who have provided some insight into this untouched area. Keech (2006)
reported that HEIs are ineasingly questioned about the effectiveness in preparing students
for the sport industry. This is largely due to feedback received from sport and leisure
employers who feel that many graduates do not have the skills to take up employment within
the industy after graduation (Keech, 2006). To address this concern Gittus (2002)
emphasised the need for HEIs to provide vocational pathways that promote and encourage
the need for personal skill development. Providing alternative pathways would promote
opportunities to develop transferable skills and therefore assist with the complaints of the
industry towards HEIs as reported by KeeRbnkainen, Aggerholm, Ryba and Al@ollinson
(2021) also raises that there is an assumption that sport students are adaradrs and
therefore need to experience what they are learning to develop. The comments from
Ronkaineret al. (2021)align with the views of Keech who focussed on the importance of
work-related opportunities as a way of promotirigmployabilityamongst sprt students.
These views are in affiliation with the views of Ravensceoftl Gilchrist(2006) who
encourages relevant wotkased experiences for students studying sport to apply their

theoretical knowledge into a familiar practical surrounding.

3.6 STUDENT ENGAGEMENT WITHIN HIGHER EDUCATION

Student engagement is a term used to describe the level of interest, involvement, and
investment that students have in their learning and academic experiences. It refers to the
extent to which students particgde in and take ownership of their education, and how they

connect with the material and the learning community.
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Student engagement is an important factor withttigher Education institutions both in the

UK and internationally. It is therefore nstirprising that research within this area is vast and
constantly developing. According to Fredricks, Blumenfeld, and Paris (2004), student
engagement is composed of three dimensions: behavioral, emotional, and cognitive. The
behavioral dimension refers tthe visible actions that students take in relation to their
learning, such as attending class, completing assignments, and participating in discussions.
The emotional dimension refers to the affective aspect of engagement, such as the feelings
of interest enthusiasm, and enjoyment that students experience in their learning. The
cognitive dimension refers to the mental effort and investment that students put into their
learning, such as critical thinking, problesnlving, and deep learning strategieRegarch

has shown that high levels of student engagement are associated with positive academic
outcomes, such as higher grades, greater retention, and increased likelihood of graduation
(Kuh, 2003; Pascarella & Terenzini, 2005). Therefore, promoting stedgagement is an
important goal for educators and educational institutionsBy understanding student
engagement, it allowkligherEducation providers and researchers the opportunity to look for
areas of development and also concern. Much like the coatesbncept ofEmployability

there are debates within literature that raise questions about the definitive meaning of
student engagement (Axelson and Flick, 2@@ates, 2007; Kuh, 2008kinner and Belmont,
1993). However, a study by Groccia and Hu(®68d.2) concluded that student engagement

is multidimensional and emphasises the importance of external influences triggering
psychological responses within individuals, and vice versa. The conclusions by Groccia and
Hunter are also shared within recerteliature around student engagement and participation
(Geertshuis, 201%4amill, Nguyen and Henderson, 2020; Noble and McGrath, 2015; Rusk and
Waters, 2015). The external factors mentioned by Groccia and Hunter include family, peers,
institution, tutors, wlture and environment. Any shifts within or across those external factors
can create a wave of emotions that can impact on student engagement (Geertshuis, 2019;
Groccia, 2018). Equally, any change within individual psychological processing can impact on
those external factors (Geertshuis, 2019; Groccia, 2018). There are some links between
internal processing and external influence when it comes to student engagement. The use of
the word multidimensional by Groccia and Hunter is valuable when undernstgnthat
student engagement is a partnership between the individual (internal processes) and
AVGESNOKIy3aStofS SEGSNYyLE FIFOG2NARO® 5dzS 2
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Education in student engagement cannot take complete ownership, by tlo still have a

role to play, particularly with the external factors of institution and tutors (Barnacle and
51 tfQ!fol X~ HAamMTGbbsand Ocffey RID4 2¢pRe, 2045nZepkd and Leach
(2010) report there are 6 dominant themes that impagdon student engagement. Those
themes are, student motivation, interaction between student and staff, interaction between
peers, institutional support, active citizenship and roatitutional support. Groves, Sellars,
Smith and Barber (2015) utilisedetlwork of Zepke and Leach to ascertain and understand
student engagement amongst undergraduate sport students. Grewas (2015) reported

that student motivation was a significant factor and suggested that degree students need to
increase their percead competence within academic tasks at the earliest opportunity.
Within their research Grovest al. (2015) highlighted that statudent relationship building

is crucial and their research emphasised this even further since the introduction of increased
tuition fees. Aldcroft (2011) shared similar views to the research that has emerged from
Groveset al. (2015)who concludes that tutor interaction can significantly impact on the
psychological components that are prevalent factors within student engagem@roveset

al. (2015) strongly concluded that studetgacher interactionsiavebecome one of the most
significant factors for encouraging student engagement.

The importance of student engagement is even more critical with the changes across
Higher Education, and the constant debates, predominantly in the UK surrounding the
increase in student tuition fees. The growing pressures on universities due to tuition fee
increases has now become a topic of conversation within student engagement literatire an
there is a shared view amongst some researchers that there is a sense of entitlement from
students whicmegativelyimpacts on engagement levels (Canning, 2017; Greves2015;
Millican, 2014; Vaughan, 2014). There are concerns surrounding hownstexigectations
can impact upon engagement. In a study by Leach (2019) further clarity is provided by stating
that the increase in fees has brought a sense of ownership to the student that was once not
present, but with this ownership comes a sense ofiteehent and choice of whether to
engage or not. It could be therefore argued that the feeling of entitlement also brings the
notion of the right to be qualified, as oppose to earning a qualification. It has been reported
that in exchange for a fee, stbdy 1 & ' NB G(KS O2y&adzyYSNE SELISOU A
Y2ySeQ SRdOFGA2Yy X RSAAIAYSR G2 SljdaALl GKSY g4

and career advancement in the competitive global marketpld2avies and Bansel, 2007;
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Frankham, 2017; HarrisPQ7, Leach, 201 Leach (2019) adds that students are now being
portrayed as customers who compare and contrast course, colleges and universities as they
would with any other service with consumer protection. The use of the terms customer and
consumer ould be used in any industry, which proves that education is simply falling into the
metaphorical production line of business due to supply, demand and expectations. Some
would argue that the tuition fee increase has given students a level of power pydiea
uncomfortable pressures to higher education (Frankham, 2017; Leach, 2017; Lenton, 2015;
Palfreyman and Tapper, 2014). The pressures from the student voice have catalysed a shift
in the enhancement of performance metrics tdigher Education. It cold be suggested that

the power that is now held amongst the student population, is powerful enough to dictate
how Higher Education could be shaped in the future and placing academic and political
decisions as the supporting actalthough student voice irelation to Employabilityis quiet,
students are still offered the opportunity to be heard in other ways, sudsassmgstudent

progress and ultimately graduate success.

3.7 STUDENT ENGAGEMENT ANPLOYABILITY

Thewillingness to engage witBmployabilityelated curriculum, is a crucial first step towards
benefiting from the conceptTotake advantage of the skills and competencies that can come
from Employabilityspecific curriculum, there must be a proactive ura about the student
(Gulikers, Bastiaens and Kirschner, 2@ébins and Gower, 2003mith, 2012 Jorre de St
Jorre and Oliver (2018) suggest that willingness to engage is especially important with
Employability as unlike content specific knowleddgemployabilityis something that can only

be developed by the practical application from the individual. An aim of this thesis is to assess
how Employabilityperception impacts on engagement levels, therefore it is crucial to identify
and understand how peeption is developed and what impacts upon thaThere are
currently processes in place that take account of student engagemengnighloyabilitysuch

as career specific university departments and assessments based around work related
placements (Jorrede St Jorre and Oliver, 2018). There is however very little mention
surrounding student engagement wittmployabilityfrom an extracurricular perspective, and

how this is monitored. Smith (2012) reported that often students are classified as not
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engagingbased on misinterpretation of student engagement. Smith also reported that there

is minimal conversation within literature surrounding the importance of measuring
extracurricular engagement in an academic capacity. Within earlier research by Robins and
Gowar (2003) they reported that not all student learning takes place in the classroom and
therefore student engagement metrics should account for this. However, the way in which
student engagement alongsidemployabilityis measured is often brought intguestion.

When evaluatindemployabilitywithin Higher Education, it is important to establish a
well-structured approach to data collection that is representative of student populations. The
metrics that are most commonly used within the UK include thetiDation for Leavers of
Higher Education (DLHE) survey and Longitudinal Education Outcomes (LEO) data. Metrics
such as DLHE and LEO have been introduced in the higher education sector to provide insight
into graduate destinations (Cunningham and Chrj2i&¢19). When comparing DLHE to LEO,
DLHE offers a snapshot of graduate destination 6 months after leaving higher education,
whereas LEO adopts a longitudinal approach and captures data frqmiQlLyears after
students leave (HESA, 2021). In a similar teethat of the NSS, these are metrics that again
are used at the end of the academic journey and therefore has no benefit to the students who
engage with them. Upon reviewing the DLHE questions, there is only one section that makes
reference to the higer education experience. Participants are asked in the form of a Likert
scale, how well their course prepared them for employment, with no opportunity for
elaboration. Data obtained from LEO moves even further away from the concept of
Employabilityand is used to obtain information on graduate salaries in an attempt to
correlate salaries with obtaining a degreRafrignani, Conlon and Hedges, 2R1AVhen
considering the information within the previous chapter regarding understanding
Employability it isevident from these 2 metrics, tha&mployabilityis not being measured
according to how the concept is defined. In 2017 the Higher Education Statistics Agency
(HESA) who developed the DLHE survey, decideddwaleate and replace the DLHE survey
withay S¢ adz2NBSeé yIFYSR WDNI RdzZE S hdzi02YSaQ 61 9/
between the DLHE and Graduate Outcomes survey. Graduate Outcomes collects data from
graduates 15 months after leaving education, unlike 6 months for DLHE. There is also a
welcomed change in the Graduate Outcome survey as there appears to be more focus on
Employabilityas part of the student journey. Participants are asked to reflect on their time

in higher education and comment how their degree programme impacted on theierat
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and future plans, as well as listing the skills acquired whilst studying. The Graduate Outcomes
survey is attempting to mix outcome with educational process, which is something that is
missing from both the DLHE and LEO surveys. It has been thsebdased upon the
guestions within the DLHE, LEO and Graduate Outcomes surveys, is the measure really
Employability or rather employment (Bridgstock and Jackson, 2019).

There is an apparent lack of data capture relating to Héthployabilityand student
engagement during the academic journey of an undergraduate student. The surveys
mentioned within this section, capture the data once the student has left the education
system, and therefore leaving no opportunity for further development. Aside from
institutional intervention, there is also no formal metric for the sole purpose of measuring
student engagement. Components of the NSS survey do attempt to capture student

engagement, but again thisat the end of degree programmes.

3.8 STUDENT ENGAGEMENT: SPORT STUDENT FOCUS

There is limited research available aroulshmployabilityand students studying sport.
Research has highlighted th&mployabilityamongst students studying sport has been
promoted using 3 different approacheblfch-Jones, Sutherland and Cross, 2008hose
approaches include embeddingmployabilitywithin subject specific curriculum, offering
Employabilityspecific modules or allowing a university led careers service for enhancement
of Employabilitydevelopment. Arguments have been raised to encourage and discourage
each approach, so like the concept itself, the delivery mode is often conte&wis (2002
states that embeddingemployability content within the curriculum can risk losing the
concept. Gittusfurther adds that embedding§mployabilityas a secondary topic also signifies
the lack of value given to the concept, if there is an attempt to hide it within content driven
modules. However,Miragaiaand Soare$2017) states that teachingemployabilityspecific
content can be quite dry and an efficient approach with this can often depend on the student
cohort. Miragaiaand Soare$2017) adds further by suggesting that students who study sport
prefer involvement in learning, $mployabilitycontent canbe delivered as a way of getting

students actively involved in subject specific sessionghdim researchEdwardsand Usher

66



(2001 provided an example of subject specific learning that was then coupled with a
presentation task for the students, highlighg the subject specific content, but whilst
developing skills such as presenting and communication. In contrast to the vidusgaia

and Soare$2017,Ravenscroft and Gilchrist (2B)(believe thatEmployabilitymerits its own

place within the body b curriculum. It is suggested that student learning should be
transparent and therefore no hidden agendas should be preskEoivever,some researcis
suggesting that the idea of staradlone Employabilitymodules is something that is difficult

for studerts to embrace and often leads to lack of engagemeititere is a shortage of
research around student engagement amongst sport studeMisstresearch seems to focus

on sport as a discipline to assist student engagement, rather than the students who study
sport. Research by Vinson, Nixon, Walsh, Walker, Mitchell and Zaitseva (2010) investigated
ways to encourage student engagement amongst sport development students. They
NBLZ2NISR GKFIG GKS&@ ONBIFGSR WiNFyaAbhdsaly LINE:
sessions, reflective practice and subject based practical sessions. The outcome of the
research highlighted that utilisingtudentcentred teaching styles, made the students feel

part of their own learning and helped build good relationships with stdiiisonet al. (2010)

also comment on the significance of building relationships to maintain or improve student
engagement. Although the research by Vinsbral. (2010)is applicable, there is no direct
points made within this article about engagement vigmployability as it has highlighted a

more generalised approach to engagement.

3.9 THEORETICAL FRAMEWCORKIATING TEMPLOYABILITY

The difficulties with the concept dEmployabilitymakes creating an idealistic conceptual
framework complex (Hillage and Pollard, 1998; Peetdislissen, De Cuyper, Forrier,
Verbruggen and De Witte2019). The interacting variables and the many variations on the
definition of Employabilityhave led tomany authors stating that no definitive conceptual
framework can exist that will be fit for every purpogddilfage and Pollard, 199&jutymans

and Ott, 1999 Misra and Mishra, 2011Peeterset al. 2019. There are however attempts
within literature to uilise specific theories to try and assess relational links in the hope of

moving closer towards a useable framework for most around the concdpingfioyability
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Human capital is a theory that is continually appearing ardomgbloyabilityliterature
in relation to the use of a framework. Some research suggests that Human Capital Theory
can be used in isolation as a theoretical frameworkE&omloyabilityHoxby and Avery, 2013;
Keeley, 2007 Marginson, 2019 whilst others combine the tlery alongside another
(Romgens, Scoupe and Beausaert, 2026chler, 2009). Like the conceptirnployability
Human Capital Theory has been reinterpreted over several decades, but there is a consistency
present within each interpretation. Human Capitéeory utilises education as the driver for
acquiring knowledge, experience and capability, that will lead to successful employment and
higher earnings, labelling education as a secure investment for individual development
(Baartman and De Bruijn, 201Imigh, 2010; Van der Heijde and Van der Heijden, 2006). In
the US in the 1960s, Higher Education was being driven as a good investment for those who
wanted to be more successful and earn higher salaries, the idea of Human Capital was driven
in alignment wih this agenda (Sweetland, 1996). Although the theory of Human Capital
emerged more prominently several decades ago, as highlighted previously, the use of the
theory is still present within currenEmployabilityliterature. The differences between
educaton in the 1960s and the present day are considerable, and as a result such theoretical
concepts can prove problematic. The notion that a theory emerging from the previous
century that is emphasised on educatiaguld be deemedipplicable providing therdas
been no change within education since that time, but this is not the ddseiever, a good
theory can stand the test of time and be revised to reflect contextual factdtsgher
Education has changed dramatically over the past 20 years, includingaynetudents are
taught, the way staff teach, the way student satisfaction is measured, the metrics that
ascertain success and the expansion of subject disciplines (Altbach, 2018). There are aspects
of Human Capital Theory that align with the concepEonfployability such as the acquisition
of knowledge, individual capability and gaining experience, which do support the varying
definitions aroundEmployability The problem with Human Capital Theoegardinghow
this aligns wittFEmployabilityin the curent climate of Higher Education, is that it simply does
not. The focus of higher education within Human Capital Theory can create a lazy approach
to Employabilityas utilising this theory could suggest the responsibility is with the H¥l.
mentioned wthin chapter 2 Employabilityis not the sole responsibility of a higher education
institution, individual input and responsibility is also required by the student. More research

is beginning to emerge to highlight Human Capital Theory as outdated vamsidering the
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concept of Employability (Gillies, 2017;Marginson, 2019;Ployhart Nyberg, Reilly and
Maltarich, 2014). The emergence of this has led to other theoretical frameworks being
considered for the concept @mployability

A further notable theretical framework that often appears within literature related
to Employabilityis protean career theory. Unlike Human Capital Theory, the main driver of
Protean Career Theory is the individual themselves (Clarke, 2012; Er&adlam, Simo and
Fernandez2011; Gasteiger and Briscoe, 208/&]l, 1976 Inkson, 2006). When comparing
Human Capital and Protean Career Theory it has been suggested that there are fundamental
similarities in terms of desired outcome, but the responsibility of how that occutiseis
difference (Enachet al. 2011; Inkson, 2006). Shifting responsibility back to the individual not
only releases some pressure from Higher Education Institutions, but it allows individuals to
take ownership of their learning and how this can integrate and impact on career dexision
and pathways. Allowing students to become responsible for their own development is one
that has been advocated within research (Fitzpatrick, 2020; Noorbhai, 2020; Ullah and Wilson,
2007). However, it has also been noted that Protean Career Theoresltodthe many
factors that can impact upon student learning. In relation to how Protean Career Theory is
therefore utilised withEmployability there must be consideration surroundignployability
engagement which will facilitate student learning. Tihglementation of Protean Career
Theory within an educational setting is something that has been considered beneficial for
student populationsChin and Rasdi, 20;1@ortellazzoBonesso, Fabrizio and Batidtaguet,
2020). The idea ddtudents taking cotmol of learningis something that is reported as a
success within relevant literature (Fitzpatrick, 2020; Noorbhai, 2020; Ullah and Wilson, 2007).
Students tend to be more engaged when they are involved in the learning cycle, rather than
being seen as passive audience (Bryson, 2014; Buckley, 2014). The shift in responsibility
towards the individual is one that is important, but there still needs to be an active role for
the education providerand engagement with industrywhich cannot be forgotten
Enouraging students to be part of the curriculum design process creates a sense of
ownership ands a positive approach tenhancing engagement argteating independent
learners (Buckley, 2014). Creating a sense of independence within learning, is avstejsto
being proactive and engaging with the process of acquiring knowledge and applying this to

practice (Bryson, 2014; Kuh and Hu, 2001).
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It is documented withinEmployability literature that some of the challenge
surroundingEmployabilitywithin highe education is the commitment to the conceB(i
and Porter, 2010; Gracia, 2010ones, 2014). One of the main aims of this thesis is to
understand howEmployabilityis perceived through the student population, which is an
important step when trying to scertain engagement levels. Without the understanding of
Employability perception, it becomes difficult to understanBmployability engagement
levels. The idea of commitment to the concepEofiployabilityis not solely focussed towards
only students, tlere is also an understanding required from staff within higher education.
Perception is a significant part of this thesis, but this is from both student and staff
perspective. The notion of understanding how individuals perceive and engage can relate to
a theory that does emerge withiEmployabilityliterature around individual engagement.
Social Cognitive Theory is often cited in literature to provide an understanding of individual
behaviour Bandura, 1991Harrism, Rainer, Hochwarter and Thompsd®97, Prussia and
Kinicki, 1996Zikic and Saks, 20P9 The relevance of this alongsi@mployabilityis to
recognise drivers and influences behind individual motivations and actions. Without
understanding this information, there is little to learn and lebance of making differences.
The main points addressed by Bandura (1986) with Social Cognitive Theory is that motives
and behaviours are driven by the experiences of the individual. Bandura stated that there are
3 elements to Social Cognitive Theory,iesthbecame part of a framework known as the
Triadic Reciprocal Model of Causality (Bandura, 1986). The 3 sections of this model are, 1)
Personal characteristics, 2) Behaviours of others, 3) External Factors. As a concept,
Employabilityis multifaceted ad this is due to the different stakeholders involved. When
applying a framework like this one, it is clear to see based on the Social Cognitive Theory, that
the influence of others is impactful on the individual. A model such as this one from Bandura,
provides some rationale for the importance of capturing the views and perceptions of staff
within Higher Education considering thepotential influence on students. The use of Social
Cognitive Theory within literature is useful as it provides insighttimahought processes of
individuals. Social Cognitive Theory has been used witnmployabilityliterature to assess
the extent of external influence and also sefficacy of the individual (Cai, 2013; Lent and
Brown, 2006; Liu, Peng, Anser, Chong and2020). When this is coupled with a concept
such asEmployability the transferability of the theory is obvious based upon the need to

understand howEmployabilityis viewed and the factors that can influence this to ultimately
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link to engagement. Hwever, there are some researchers who mention that the way
individuals think in any given moment, does not mean that is how they will always think
(Super, 1981Theun and Bru, 2009).

Super (1981) developed a theory named the -8&hcept Theory, and this was based
around the idea that over time, individual perception can change. The main points behind
this theory looks at the notion of both experience and time playing a part in hdéwesand
goals can change. This theoretical framework has been mentioned in Eampéoyability
literature, but not to an extensive level. For the purposes of this thesis, this framework is
particularly relevant for the longitudinal nature of the researchdopting a framework such
as the one by Super, is useful to address if there are differences between perceptions
captured within the early stages of data collection, compared to the latter stages that will
take placeonce the participants have graduatedpproximately 3 years after collecting the
initial pieces of data. In studies that have included S€lbncept Theory, although there are
clear factors that alter perception, some have argued that time and experience is a natural
occurrence and therefa applying a theoretical concept to this is unnecessary (Hattie, 2014).
This is a valid point to be made, but without the distinction of additional influence on
perception changes, there would be no variables to consider in which direction these
perceptins could change.

The use of theoretical frameworks adds justification as a way in which concepts can
be understood and further developed. The concepEofiployabilityis already difficult to
fully understand, so the utilisation of a framework, can lire¢he concept into digestible
pieces of an already fuzzy puzzle. The use of theoretical frameworks within this research can

add further context and value to the findings.

3.10 CONCLUSION

The concept oEmployabilityis complex and this is well documented within literature. As a
concept with multiple stakeholder involvement, it is important to gather and assess the
perspectives of those stakeholders. Within this chapter it is evidentEhgiloyabilitycannot

be clearly given one definition that will suit all stakeholders, but there is evidence that there

are common patterns pertaining to individual personal development. The literature review
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has highlighted a significant gap in relation to student perspective nvitte research fields

well as student engagement amongst sport studente research highlights that although
the students are granted a voice, the point at which this is permitted is either far too late
within their academic journey, or they have ady converted to become a graduate. To
make a change, it is critical that areas in need of development such as enhancing
Employabilityskills, are detected as early as possible and are monitored over time. Gathering
information from the students themseds will not only provide insight into eelatively
neglectedarea of research, but it will provide opportunities for assessing how significant data

gathering can beisedduring the student journey rather than at the end or beyond.

3.11THE STUDENT VOICE: MY VIEWS AS A RESEARCH STUDENT

When researching the concept dEmployabilityand gathering the literature, my thought

process switched very easily to not only understanding the concept but trying to achieve
something that is clearly we difficult, definingEmployability Undertaking a project at

doctoral level about a concept that is heavily contested is very difficult and often leads to
jdzZSaidAz2ya &ddzOK a4 agKSNB R2 L adFNIKéD ¢ KS
Emplo/abilityis not possible if | am trying to reach a point of universal definition. The most |
could do is review and evaluate hdamployabilityis viewed from different perspectives to
understand how this impacts on the student population. This alsodebéd realisation that

the student population is significantly underrepresented within literature in regard to student
perspective.

The literature highlights thaEmployabilityis utilised in a way that is beneficial for the
active stakeholder at that tie, but the problems arise when multiple stakeholders become
involved at any one time which unfortunately tends to be the majority. Although this chapter
was created to show the variety of perspectives surrounding the concepimgfioyabilityit
has also lghlighted that there are conceptualisation crossovers which is shown in Tables 4
and 5. These crossovers highlighted that there are shared conceptualisations indicating that
rather than trying to achieve the impossible task of definitively defiriingplgyability, the

need to assess patterns across the multiple stakeholders could be a starting point. This
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starting point is then useful to understand the underrepresented student voice in relation to
the research carried out within this thesis.

Within the Iterature there is an alignment of who is important within the concept of
Employabilityas highlighted within the QAA (2014) model used within Chapter 2 and
literature gathered within this chapter. Amongst the muddy water&ofployability it was
refreshing to see some form of agreement embedded within the concept in relation to the
key stakeholders and | was relieved to learn this and use this a solid foundation for my own
research. Admittedly some of the papers that indicated a relational concepttiatisiid not
do so too obviously and a little more reading was required to make the links. However, what
did emerge was why there was a need for relational conceptualisations in the first place.

The work by Tomlinson (2012) began to consider multipl&ettalder involvement
after stating that only offering one perspective with the expectation of understanding
Employabilityis confusing and naive. Reflecting on my own experiences as an undergraduate
student | can relate to this approach from Tomlinsorbasg aware of all the moving parts
surrounding the concept dEmployabilitywas not really something | was taught, but in fact
became aware of through experience. From the very beginning of my undergraduate journey
the focus was always on careers thatittbderive from your course specific subject, which is
not uncommon, but very little consideration or information was provided about contingency
career options. As someone who left an undergraduate programme almost 15 years ago |
have learnt the importane of transferrable skills within those last 15 years through numerous
experiences in both a personal and professional capacity. | understand that job markets
change and therefore the skills required change also but focussing on course specific career
outcomes and therefore skills that could be contextualised for this gave me a blinkered
approach to my options beyond graduation. As a student | was never asked my opinion on
my own learning, how | felt this could be beneficial in my future career optios r L QR
considered alternate job prospects. It could be argued that 15 year&agmoyabilitywas
not seen as it is today, but as the evidence shows in Chapiangloyabilityhas always been
important and evident.

Within my personal journey from undengpuate student to research student as well
as being a professional in between | have experienced numé&toysoyabilityscenarios that
are not reported in literature. Some of the examples | will provide are particularly pertinent

within the world of elie sport and a catch phrase that is now widely used by lecturers teaching
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AL NI NBflFGSR adzwmaeSota AyoOfdzZRS aAidQa y2i 6K
truth behind this saying especially within the sport domain and even more so within elite

spat. So although there is validity in this statement, in reality the message can be
misconstrued when delivered to a student. | have been on both sides of this statement as

both a student and a lecturer. As a student | applied a dichotomy approach iarftlittuated

during my time as a student. My approach as a student swayed between these 2 contrasting

statements:

G2 KIFIG Aa GKS LRAYG 2F fSENYyAy3 ySg alAffs
dismissed as they probably already know who theywartld G KS L2 AAGA2Yy £ ®
GLT GKA&a Aad GKS OFrasS GKSy L ySSR (2 0S0?
ySGs2NIAYI ALAffAaD

These contrasting thoughts became both a help and a hindrance during my own time as a
student and it was all derived from that one statent delivered by one of my lecturers. This
demonstrated to me the true power of influence of the words in which lecturers speak and
the phrases shared with the student population. On reflection this statement became a really
difficult concept to grasprad this was mainly due to the fact that as a female wanting to
pursue a career in a very male dominated environment | already felt like | was tasked with an
uphill battle, this statement made that hill a little bit steeper. Through time, experience and
ace | have come to realise that this statement is nothing more than an advertisement for
nepotism and that just because a lecturer shares this inside knowledge does not mean they
agree with it, but as stated earlier this can be misconstrued. As a lectstiérshare this as
AYAARS (1y2¢6tSR3IAS Fa A0 @¢2NIK 0SAYy3A | g NBE 27F3
with this being a correct way of recruitment. | encourage students to use this knowledge to
create motivation within themselves and try pmsition themselves better so that nepotism

has no place against a candidate of such high calibre that it cannot be ignored. The messages
portrayed to the student population can be extremely influential and therefore must be done
with care. The intentiorof any messages should be positive and motivating and this is
something that is often reinforced through the encouragement of gaining work experiences

or work placements whilst studying.
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HEIs encourage students to gain additional experiences outsideeof studies to
promote the need for applying theory to practice and to also promote the concept of
Employabilityas university wide agendas. The difficulties with this, much like the difficulties
of defining the concept is how it is measured and therefsubsequently monitored. From a
student perspective | have undertaken work placement opportunities and there has been
very little regard for the quality of placement, the content whilst on placement and the
assessment of personal skill development. e T@mphasis in my experience from a HEI
perspective on work placement was purely that an opportunity has been provided, regardless
of what that opportunity comprised of. | have been fortunate enough as a student to gain
experience within settings in whidhwant to build a career, but the roles in which | undertook
were nothing more than administrative duties which is a far cry away from my career
aspirations, the setting was adequate, but the role was not.

The impression | may have created is that ofegative one as a student, but there
are positives which were built from these experiences. My thoughts from a student
perspective is that we are merely a piece of the puzzle that must click into position alongside
bigger agendas, when in fact we shouklthe driving force. The impact of the expectation
of students going along with university agendas and losing an element of control in our
learning is severe when considering the ratio of HEI to student numbers which is 1:thousands.
It would be naive t@ay that only the student population or an individual approach should be
the central point of consideration when it comes Employabilitybut the volume of the
student/individual voice deserves to turned up to reflect them to be as the literature states;

a key stakeholder.
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4.0 INTRODUCTION

The aim of this chapter is to explore and justify relevant research designs appropriate for this
thesis. The chapter begins with the exploration of various research designs and how this is a
crucial step when conducting research. Beyond stating the elaficesearch paradigm for

this thesis, the subsequent section entails a breakdown of Q methodology to explain why this
methodology has been chosen for thesearch The final section of this chapter will outline

the detail and procedures for collectirand analysing thelatawhich has been captured as

part of this thesis.

PART 1: RESEARCH DESIGN BACKGROUND

4.1 ONTOLOGICAL AND EPISTEMOLOGICAL ASSUMPTIONS

When creating and investigating a research question, understanding howet®arch topic

is perceived and viewed in the world will allow for a more robust approach to the investigation
(Bryman, 208). With the vast array of philosophical paradigms within research,
understanding human thought processes and behaviours has beoamb more prominent
within literature. Research suggests that the predominant paradigms of positivism and
interpretivism have carved a pathway for more philosophical paradigms to emerge (Adom,
Yeboah and Ankrah, 2016). Upon scrutiny of these paradi§mgre 3), this thesis will be

underpinned using amterpretivismapproach.

Figure3 - Traditional Paradigms

Paradigm

I
I 1

Positivism Interpretivism
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This decision was made based upon the comparisons of the ontological assumptions of both
these paradigms. Taylor and Medina (20&gplain that a positivist paradigm is a scientific
based approach with the intention of investigating, confirming, predicting and testing
theories and/or hypotheses. On the one hand, a positivist approach is largely used in the field
of natural sciencesral mostly adopts a quantitative methodology with the main aim of the
outcome being objective (Cresswell, Z0@epoy and Gitlin, 1998; Taylor and Medina, 2011).
Based on the literature the understanding of a positivist paradigm does not align with the
purposes of this thesis and was therefore ruled out. On the other hand, the ontological
FdadzYLIWiA2y 2F AYOGSNIINBGAGAAY KFa 0SSy Ofl aaa
its arrival emerging from educational research in the 1970s (Cashmaseifer2008; Hein,
1991). Within interpretivism, unlike positivism, it is normal practice for the researcher to
immerse themselves into the environment in which they are studying. Although this
approach to being immersed in the environment is not applicatéfis thesis, there is more
alignment between the literature on interpretivism paradigms and the purposes of this
research Traditionally interpretivist research is conducted using a qualitative approach,
which is often viewed negatively by the posgiviesearch communitgCashman and Seifer,
2008) Members of the positivist community feel that most approaches adopted using an
interpretivist paradigm lacks robustness, whilst validity and reliability is questioned.
However, in a paper by Guba and loimc(1989) they mention the creation of benchmarked
standards of trustworthiness and authenticity which are different, but parallel to the
reliability, validity and objectivity standards of positivism (Taylor and Medina, 2011). In
relation to this thesisvhich has an environmental focus on Higher Education the groundings
of interpretivism are well suited. In addition to thisesearch by Palmer (1998) used an
interpretivist approach when trying to understand his own views about teaching and the
many factas that can impact upon this. The work by Palmer attempts to capture subjective
viewpoints within an education setting, whilst also ensuring other factors are included.
Although this thesis is focussed Bmployability the work by Palmer has set out ¢tapture
subjective information within education, which falls into perfect alignment with this thesis.
As a researcher the ontology of interpretivist aligned well to my own beliefs#adity is not

an objective, fixed entity that can be observed and mgead in a purely empirical manner,
but rather is a social construct that is shaped by cultural, historical, and linguistic faCioes.

influential proponent of interpretivism is Max Weber, who argued that social reality is
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"subjectively meaningful" and an only be understood through the interpretive
understanding othoseinvolved (Weber, 1904/1964)Another key figure is Alfred Schutz,
who developed the idea of the "lifevorld" as the subjective, intersubjective reality that
individuals inhabit and nagate (Schutz, 1962As the researcher, an interpretivist paradigm
seemed suitabldor this thesis, but then | noticed how one author explains that Positivism
and Interpretivism are the birth parents of philosophical offspring (Adom, Yeboah and
Ankrah, 2016). This allowed me to delve deeper into whether any further paradigms
stemmed fom interpretivism and which may offer a much clearer alignment to this thesis.
As seen in figurd, this led me to consider constructivism as a better philosophical paradigm
for this thesis.

Figure4 - The Offspring of the Traditional Paradigms

Paradigm

—
| |

Po%sm Interpretivism

L Constructivism

Constuctivism has been described as a paradigm which asserts that individuals construct
their own understanding and knowledge of the world through experiences and reflection
(Honebein, 1996). Kalender (2007) adds to this further by stating that a constructivis
paradigm reflects that learning does not only happen via traditional teaching methods but is
enhanced through the spirit of experimentation and doing. Although the main focus of this
thesis is focused olEmployabilityperspective, there is also the compent of how this
impacts on engagement. Adom, Yeboah and Ankrah (2016) have stated that a true
constructivist will consider the idea that students involved in the teaching and learning
process will be encouraged to engage and allow them to discover ¢leirknowledge or
truth. There are numerous authors widely recognised within academia who promote student

engagement to enhance the teaching and learning process, including Jerome Bruner, Jean
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Piaget, Lev Vygotsky, and John Dewey. The work of Jean Riagein as pioneering in
relation to the constructivism paradigm, due to his explanation of how information is
processed to construct knowledge. Piaget (1945) explained that two mechanisms are at work
when consuming information, one is the use of expece and two is embedding the new
information alongside that experience. The idea is that by combining something old and
something new, the outlook will construct something different. This explanation of
constructivism alongside the epistemological asstions of this paradigm are a nice fit for

this thesis. The epistemological assumption for a constructivist paradigm is that reality needs
to be interpreted and the ontological assumption is that reality is created by individuals. The
subjective nature ofhis thesis and the literature available around the constructivist paradigm

is therefore a suitable paradigm for this research.

The suitability for a constructivist paradigm is apparent and the importance of
reflection highlighted by Honebein (1996)redevant to the study type in which this thesis
follows. | agree that reflection is not only an important aspect of learning but capturing
information over periods of time can be insightful and informative to enhance knowledge
further. This thesis has agted both a snapshot and longitudinal approach within the
studies. Snapshot data capturing is useful for obtaining instant information about that
moment in time and can also be useful for contextual purposes (Bolger, Davis and Rafaeli,
2003). Due to thémited moment in which information is captured there is also an argument
for a much longer process in relation to data collection. A longitudinal approach not only
offers momentary information, but it can also show changes in perspective and knowledge
over time and can lead to questions being asked about why these changes occurred and the
influence on those changes (Khoo, West, Wu and Kwok, 2006).

To effectively use a constructivist approach within this thesis, research tools that are
used by the constrctivist research community need to be explored to choose the most
F LILINR LINR I G S o 5dz2S (2 GKS WKdzYlyQ yI {idz2NE 27
suggests that identifying research tools for data collection can equally help or hinder an entire
research project. Traditionally constructivists adopt a qualitative approach to research based
on the need to capture thoughts, beliefs and perspectives (Brookfield, ;Ze@@leman,
2008. Within most research referring to constructivist paradigrtiee useof qualitative
methods such as interviews, questionnaires, observations and focus groups are widely

acknowledged as the traditional tools (Carter and Henderson, 2005). There are however
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guestions which usually derive from quantitative based researchersowoding the
robustness and rigour of qualitative data analy§Watts and Stenner, 2012) As the
researcher | decided to explore whether there are research tools that allow for a mixed

method approach but is also accepted within the constructivist regeaommunity

4.2 MIXED METHODS

Mixed methods research is a valuable approach that combines quantitative and qualitative
methodologies, providing researchers with a comprehensive understanding of complex
research topics. By integrating bottumerical data and qualitative insights, mixed methods
research enhances the validity and reliability of findings through triangulation and
complementarity. As Creswell and Clark (2017, p2) state, this approach enables researchers
to "better answer reseait questions by combining different types of data, methods, and
theoretical perspectives". By incorporating diverse data sources and analytical techniques,
mixed methods research allows for a deeper exploration of the intricacies and nuances of a
phenomenon Additionally, the integration of quantitative and qualitative data provides a
more comprehensive understanding of social phenomena, as emphasized by Tashakkori and
Teddlie (2010, p4), who describe mixed methods as a means to "capture the complexity,
richness, and diversity of human experiences and social phenomena". Overall, mixed methods
research offers a robust framework for generatingdigpth and holistic insights into complex
research inquiries.

The epistemological assumptions underlying the use mix@d methods approach reflect a
recognition that knowledge and understanding can be enhanced by combining quantitative
and qualitative research traditions. Mixed methods research embraces a pragmatic
worldview that emphasizes the value of both positivastd interpretivist paradigms in
generating meaningful insights. It acknowledges that reality is complex and multifaceted, and
that different aspects of phenomena are best captured through diverse methods and
perspectives. One epistemological assumptiénmaxed methods research is that multiple
ways of knowing contribute to a more comprehensive understanding of a research topic.
Johnson and Onwuegbuzie (2004) highlight the idea of complementarity, where quantitative
and qualitative methods provide distinbut complementary information. By combining the

strengths of both approaches, researchers can gain a more nuanced and holistic
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understanding of the phenomenon under investigation. Another epistemological assumption
is that mixed methods research embracthe idea of triangulation. Denzin (1978) suggests
that using multiple data sources, methods, or investigators can enhance the validity of
research findings. Triangulation allows researchers to evabBdate their findings by
comparing and contrasting tefrom different sources, thereby increasing the confidence in
the overall results. Lastly, mixed methods research acknowledges the importance of context
and subjective meaning in understanding social phenomena. It recognizes that individuals and
their experiences cannot be reduced to numbers alone. Qualitative methods provide a deeper
exploration of the subjective experiences, interpretations, and meanings attached to the
phenomenon, which cannot be captured solely through quantitative measures. Inaymnm

the epistemological assumptions of using a mixed methods approach recognize the value of
combining quantitative and qualitative methods to enhance knowledge and understanding.
It embraces complementarity, triangulation, and the recognition of contaxd subjective
meaning to provide a more comprehensive and robust understanding of complex research
topics.

When considering that the aims of this thesis are built around understanding
Employabilityperceptions and knowledge and how this impacts on engagem needed to
ascertain a methodology that could capture the subjective nature of this thesis but also
analyse these findings in a way to bring forward some useful meaning to this topic lsiea.
exploration led me to Q Methodology, as it is describgdgome as a mixed method, some as
gualiguantological and some state it is quantitative but with a qualitative aim (Davis and
Michelle, 2011; Hayne, 1998; Stenner and Rogers, 2004). My intereptouasiby the sheer
contested nature of this method, butpon further scrutiny Q methodology is a perfect fit for
this thesis. Q methodology offers the qualitative richness, whilst adding a quantifiable robust
analysis process, and more importantly is a recognised method within the constructivist
research commnity (Stenner and Rogers, 2004Y.he use of Q Methodology within the
subject specific domain @mployabilitywas nonexistent when this doctoral journey began
in 2013, but that is changingFurther expansion on Q methodology features in the next
sectionof this chapter.

Based on the information evaluated within this section and the justification for thesis
alignment throughout this section, a thesis paradigm has been constructed (BEjguwtgch

will be used within this research.
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Figure5 - Thesis Padigm

Paradigm

—

Constructivism

—

Snapshot and
Longitudinal
Studies

|: Q Methodology

4.3 CONSTRUCTIVIST APPROACHES IN RESEARCH

Within social science research, adopting a constructivist approach is becoming increasingly
popular. Itis reported by Bell (2018) that this is largely due to the belief that a constructivist
approach to research can effectively enhance learning and suiesely pave the way to
make positive changes. Bell (2018) reports that within Higher Education in particular, a
constructivist approach is welcomed as there is evidence to show that the experimental and
hands on approach within research, aids in the depment of skills related to
entrepreneurship andEmployability Research indicates that constructivism lends itself to
active based learning, and this approach can improve fundamental skills within individuals
that are transferrable such as problem salyj greater knowledge retention and an increase

in motivation (Bonwell and Eison, 1991; Rhem, 1998). Bell (2018) reports that there is a strong
case that constructivist approaches enhanEmployabilitydevelopment as it promotes
ownership within an indidual which directly impacts on the level of personal responsibility
within that person. The work by Bell adds to previous work by Busch (2009) who pleaded for
the need of awareness of a constructivist approach when considering research design as a
sound lasis for an adequate form of enhancing individ&mhployabilitycompetence. A
constructivist approach is appearing more predominantly within recent research but there
are still other approaches adopted by those working within the field of social science

(Cresswell and Clark, 2018 here are examples such as that of Dect§99, McAnulla
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(2006) and Packard (2017) who have undertaken social science research from an interpretivist
approach, which is ndbo different from a constructivist approach consigieg theyhave a
shared philosophical underpinnirag mentioned earlier, apart from the belief of knowledge
construction within the constructivist approach. There is a resonant impression being created
within many disciplines across the social sciendest, ¢onstructivism holds much more value

than perhaps it has been given credit for previously. Gusango, Maani and Ssetumba (2021)
suggests that utilising a constructivist paradigm opens doors that may have previously been
closed, and as its popularity i@ases within the research community, more research tools

that complement the approach will emerge.

PART 2: METHODOLOGND TOOLS

4.4Q METHODOLOGY: ORIGINS

In 1935 William Stephenson introduced the idea of Q methodology for the firstwihikst
working within Psychologystephenson, 1935 The justification for a new methodology (Q)
was apparent due to the difficulties Stephenson faced when trying to understand the
subjectivity of the many facets of Psychology. Researching human suibyeistisomething

that Stephenson believed could be done better, but there was very little outside of the
traditional qualitative approaches to analyse this with more rigour. Stephenson wondered
whether the use of statistical analysis used within quatit&research could be adapted and
FR2LIGSR Ayd2 | ljdzZ €t Ad0F0AGBS 62NI Rd CKAA (Y2
about the possibility of embedding those same statistical algorithms within qualitative
research, or more specifically within studieelated to human subjectivity. Stephenson
understood the basic statistical underpinning of factor analysis created by Speanntiza
early 20" century, which allowed him to adapt the format to achieve his vision of Q

methodology being recognised asstandalone research technique. Watts and Stenner
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(2012) report that his awareness of R Methodoldgyhich derives from correlated statistics
by Karl Pearsqrcreated in 1904was a crucial part of the creation of Q Methodology. To
dzy RSNARA Ul YR K2¢g v aSiK2R2f23& gl a ONBFGSRZ A
Fyrfeaira FYyR tSFENE2YQad w aSGiK2R2ft23&3 Fa I
Methodology was built upon.

ToOSELX FAY (GKS LINAYOALX S& 2F {LISIFNXYIyQa TFI C
KAIKEAIKG K2 REFEGEFE O2dxZ R 06S RAALIFE@SR dzAAY -

process of how analysis is conducted in this way.

Table 6- Data matrix forFactor Analysis (Watts and Stenner, 2012, p. 8)

Variables
Persons 1 2 3 4
A Ax1 AXx2 AX3 Ax4
B Bx1 Bx2 Bx3 Bx4
C Cx1l Cx2 Cx3 Cx4
D Dx1 Dx2 Dx3 Dx4

{LISFEFNXYIFYyQa FILOG2NI IFylfeara F20dzaasSa 2y O2NNFB
Table 6, there are 4 variables being measured across 4 participants. Each variable within the
table is representative of a test or measurement around a speafict As an example,

variable 1 may test individual skill level, variable 2 measures memory etc. Each variable
therefore merits its own value as distinct separate measurements (Denzine, 1998). When

O2y RdzOGAY 3 {LISI NXYI yQa 7¥htaoled e anglyisi§ i® facksded any { K €
correlations between those variables to distinguish if there are emerging patterns across
GKSY® L¥ LI GGSNya SYSNHS: (KSe& IINB OflaaArxfa
variables is important t@lemonstrate relationships between variables that may have been
deemed unconnected prior to the analysis (Dennis, 1986). Determining strong factors using
correlation identifies that a positive or negative shift in one variable will also impact on the

correlated variable identified through factor analysis. This approach created by Spearman is

1R Methodology: Term used to describe any methodology relating to statistical analysis
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important to show the significance across multiple variables when combined, but this also led
02 GKS 1jdzSadA2y &dzZNNBdzy RAyYy 3 { Kafprohdh NfdcugSed LIl vy G &
on variable based factor analysis, with very little established about the participants
0KSYaSt gSao PaAy3 GFroftS cxX {LISENXIYyQa T OGz2
of data but not the rows which represent the participa@ ® PAAy3 2yte { LIS
analysis means that although there is a deeper understanding of variable relationships, very
little has been learnt about those who provided the data (Watts and Stenner, 2012).
Stephenson recognised this and so begandbeelopment of Q methodology. Rather than
providing an analysis of the variables, Stephenson decided to flip this approach and convert
the participants into the variables, therefore prioritising factors amongst individuals rather
than the original varialels themselves. The luxury of Q methodology being built on top of
{LISFENXYIFyQa FIFLO02NI Fyltearas tt26a FT2N GKS
also capturing a much more detailed account of those providing the information (Stephenson,
1953). Stephenson believed that quantifying subjective viewpoints would allow them to be
seen as numerical data, therefore making the process of statistical based analysis much
easier.

Converting subjective viewpoints into numerical data, allowed fanach easier
transition of analysis using the mathematical algorithms already present within R
Methodology. Grounded within the traditions of Psychology, R Methodology has been used
to compare individuals based upon key variables outlined by the resedi€hee, 1994). As
an example, participants may be measured against each other based on personality traits or
OKI' NI O SNAalAOa® I f 6 K2dzZ3K 0KS dzasS 2F w aSi
correlation, Stephenson was not convinced that enougfiormation was being captured
about the individual participants themselves. Comparing individuals is an important aspect
to build an accurate broader picture within society, but this also alludes to how this
information is then useful to those individgabn a personal level (Joreskog, 1973; Kline,
1994). Thael2 Ay & YIRS o0& {0SLKSyazy &ad2NNRdzyRAYy 3
factor analysis, highlighted gaps that appear to lose the voice of the participant. These

findings paved the way for the irdduction of Q methodology.
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4.5Q METHODOLOGY: WHAT IS IT?

Applying scientific rigour to research within the social sciences has been documented as
challenging but important (Radley and Chamberlain, 2001). Qualitative data methods are the
most use& approach within social science research, therefore questioning the robustness
when conducting analysis due to the inability to quantify the data (Watts and Stenner, 2012).
Bringing Q methodology to the table allows for subjective viewpoints to be cegbtwhilst
adding a scientific analysis process to reveal the findings. In the subsequent section of this
chapter a detailed breakdown of the steps involved in Q methodology are provided but for
the purposes of understanding how Q methodology is perceiwdithin the research
community, it is important to highlight some information about Q methodology steps at this
point. Q methodology is a tool that is used to collect and analyse data on subjective topics of
interest(Watts and Stenner, 2012 Participans are provided with differing views, beliefs and
understandings on a specific research topic and then asked to rank them based on their own
feelings and views of the topic, participants are then individually interviewed about their
selection. The resedrer allocates a numerical value to each ranked item which allows for
the viewpoints of the participants to be analysed statistically by way of factor analysis to
determine if there are correlationfWatts and Stenner, 2012)Factor analysis allows the
researcher to determine similarities and disparities across the participants to ascertain
polarised perspectives on a specific topic of interest. The interviews conducted allow for
context to be added to these findings to add further depth and enhance kragelevithin

the research community around that specific topic of interest.

Within literature, debates are present about whether Q methodology is qualitative,
guantitative or a mixed method. Since Q methodology was first revealed in 1935, there have
beenmixed reviews with some advocating its versatility, whilst others have degraded it as
misguided and possessing statistical improprieties (Ramlo, 2016). From its very creation,
William Stephenson described Q as a practical new method that utilised bathajive and
dzt yGAGEGADS YSGK2Ras y2GA0S8+H6t& F@2ARAYT
Watts and Worell, 2008). Hayne (1998) and Cross (2005) agree with the description provided
by Stephenson, however they encourage the use of the term mmettiods when describing

Q as they believe clarifying Q methodology as a mixed method emphasises the strengths of
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using both qualitative and quantitative approaches in one method. Using both qualitative
and quantitative approaches seems to be continudlighlighted as a strength of Q
methodology but there does appear to be some reluctance in the way in which the
methodology is labelled amongst researchers. Much like the description given by -Akhtar
Danesh, Baumann and Cordingley (2008) have commendeasthef combining qualitative

and quantitative approaches. They described Q methodology as qualitatively exploring
subjectivity whilst using statistical analysis to provide some structure to those subjective
views. Yet there are those researchers whoyfuimbrace and openly describe Q
methodology as a mixed method approach (Davis and Michelle, 2011). The hybridity of Q
methodology is obvious, but the disparity appears in relation to how Q methodology should
be described. Stenner and Stainton Rogers42@ddress this further by adding that labelling

Q methodology as a mixed method does not justify the brilliance of the method. Describing
Q methodology as a mixed method approach implies that qualitative approaches are added
to quantitative approaches ahvice versa, and this description suggests that they are used in
parallel to each other rather than a true merge of the approaches, which is more in alignment
to Q (Stenner and Rogers, 2004). Those differing views have seen Q methodology plagued
with both victories and obstacles over the past 85 years. Methodological diversity is
welcomed across the mixed method community, and although still debated, this allowed Q
methodology to be a welcomed addition (Fischer, 2019). The continual debate surrounding
the classification of Q methodology has led to discussions within literature about whether this
is important and perhaps the priority is better placed on understanding what can be achieved
by using Q.

For the purposes of this thesis, and the justif need to explore human subjectivity
surrounding the contested concept Bfmployability Q methodology is an appropriate fit. The
idea of Q methodology being useful for understanding differing viewpoints, statistically
analysing those viewpoints and dgpng shared themes across participants is the main
reason Q methodology is ideal for this thesis. Utilising a methodology such as Q, can only add
value and insight into contested areas of discussion sudinggoyability Q methodology
will allow the wices of the stakeholders to be heard and for further understanding of human
behaviours and beliefs.

The upcoming sections will outline each of the 7 steps that must be taken when

conducting research using Q Methodology. Those 7 steps are:
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1. Concorse

N

. Q Set

3. P Set

D

. Q Sort

62

. Post Sorting Interview

[o2]

. Analysing the Data

\‘

. Interpreting the Data

For the purposes of ease and fluidity, some of the 7 steps have been combined in the

upcoming sections to assist in the explanation of thel€hodology process.

4.5.1 CONCOURSE AND Q SET

Within Q methodology the use of the word concourse refers to the gathering of applicable
information that will be used to formulate the Q set, which will be discussed later in this
section. Paige arndorin (2016) describe the concourse as a population of statements on the
phenomenon of interest. The concourse is a way of demonstrating what literature and
knowledge is already known of a topic or subject and this can be information gathered from
interviews, focus groups, academic literature or expert opinions. The construction of a
concourse can take many forms including pictures, statements or audio for example
(McKeown, Hinks, Stowelimith, Mercer & Forste 1999. An extensive concourse can have
advantages and disadvantages. An advantage of an extensive concourse is that all
information regarding a specific topic is available for the researcher to deduct during the Q
set stage. In contrast, a disadvantage of an extensive concourse, is that tbanfarmation

can hinder the deductive process and could lead to an overpopulated Q set. An efficient
concourse should capture all the relevant aspects of the topic discourses to provide the
researcher the opportunity to adopt a reductionist techniquepeparation for conducting

research (Stephenson, 1953). The topic area can dictate the volume of the concourse, but
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research by Watts and Stenner (2005; 2012) suggest th&@&04€§tatements are within the
normal range of statements that can be presentedparticipants in the Q set, although the
subject matter can increase or decrease this number. The Q set is the outcome of a deductive
process of statements from the concourse. The process of formulating a relevant Q set is that
it allows for a narrowin@f statements to be presented to the participants and alleviates any
potential repeat statements found within literature. Q sets create a much more narrowed
and focussed approach to the research for the results to be more detailed and specific when
moving onto the analysis phase of Q methodoloyyafts and Stenner, 2005). Du Plessis
(2019) states that typically, a Q set is formulated by implementing either a structured or
unstructured approach. An unstructured approach is choosing statements relevané to
topic with no deliberate attempt to ensure all sub issues are covered. The idea behind an
unstructured approach is to offer the reality of what is occurring within this topic area (Du
Plessis, 2019). A structured approach offers a more systematicoch¢o the selection
process by categorising the statements by connection and similarity, therefore ensuring all
sub issues are covered by the statements on offer (Du Plessis, 2019). Due to the subjective
nature ofEmployability an unstructured approacivas adopted when compiling the Q set for

this thesis as the reality of how this topic is perceived was pivotal wdmgructing this
research.

In relation to this thesis the concourse was devised based upon multiple definitions of
Employabilitythat are widely accessible within literature. There are core statements that
appear to be dominate withifemployabilityliterature, with slight changes and additions in
more recent researclArtess, Hooley and MelloiBourne, 2017; Tymon, 201Btatherly and
Tillman,2015;Williams, et al, 2015)Within the literature only 20 differing statements about
Employabilitywere apparent, with some being short and concise whilst others gave more
detail. Due to the amount of information within some statements it was decithed
providing lengthy statements to participants is forcing them to rank statements with the
belief that they agree with the entirety of the statement provided to them. It was therefore
decided that the statements would be broken down to allow much niilesability and validity
when participants were completing the Q sort. Traditional definitions surrounding Q
Methodology in relation to Q sets recommend a deductive approach, but within this thesis
this was somewhat problematic due to limited variatiorfsEmnployabilitydefinitions within

literature (20 non duplicated definitions). The suggestion by Watts and Stenner (2005; 2012)
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of presenting the participants with 480 statements was therefore a difficult task based on
only 20 variations oEmployabiliy definitions within literature. Some of those definitions
were extensive and therefore had different elements of definition embedded within the one
statement, so although a reductionist approach was adopted to remove the original
statement duplicationsd formulate a Q set, a different approach was then required to create
the benchmark number of statements to finalise a completed Q set. There is no mention
within literature against this approach and including only the 20 original statements would be
aganst the recommended number of statements outlined by those highly respected within
the Q community It was therefore decided that of the 20 original statements these would
be further broken down to generate additional statements for the participants &edefore
meeting the recommended Q set benchmark as 59 statements emerged. Appendix A
highlights the 20 original statements and how each statement was further divided into smaller
statements for the Q setThe sole purpose of the Q set is to offer an accurate representation
of the concourse on that subject matter. The Q set formulated for this thesis did not only
fulfil this purpose but it actually offered more opportunity for participants to dissect
Emplowability definitions that are widely accepted within literature.

The findings to formulate the concourse and how this was subsequently used to

formulate the Q Set can be found in Appendix B and C.

45.2 P SET

P set selection refers to the participants aitwed within the research (Watts and Stenner,
2015). Brown (1980) states that a good P set must always be more theoretical or dimensional
rather than random or accidental. Implementing a purposeful approach to participant
recruitment ensures an appropte viewpoint from those directly involved with the subject
matter (Watts and Stenner, 2015). A strategic approach to participant recruitment is one that
is actively encouraged and common amongst Q methodologists. Regarding participant
numbers, unlike R athodology that has a limited number of variables but expects a high
volume of participants, Q methodologists take a different approach. It is reported that large
participant numbers are not needed to sustain a good Q methodological study, but there are

some guidelines which are usef(Watts and Stenner, 2012)There are some who suggest
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that a ratio component is applied to the number of participants required based on the number
of items in a Q set, as an example if there is a 30 item Q set, the panticipmber should

not exceed 15. A paper by Watts and Stenner (2005) conducted a study comprising of a 60
item Q set, completed by 50 participants and this yielded significant results. They reported
an awareness of some research papers being rejecteddban too many participants, and

on this basis have recommended that participant numbers should not exceed the number of
items in a Q set. However, Stainton Rogers (1995) recommends betwesh pHlticipants

as adequate for a Q study. There is clearalebon the most appropriate number of
participants to be used within a Q study and perhaps the most appropriate will be determined
by the researcher whilst trying to remain within the guidance of some of the points made
above Consideringhat participans become variables within Q studies, does mean that this
is a significant part of the recruitment strategy and the implications for analysis must be
considered. Unlike R methodology with static variables, recruiting appropriate participants
and how manys pertinent within Q methodology as they are the pivotal variable within the
analysis.The selection process for the participants (P set) chosen for this research is outlined

in the upcoming sections 4.7.2 and 4.8.2.

45.3 Q SORT

In Q methodology a Qost is the way in which participants rank the statements they have
been presented with (Q set). Each item is randomly numbered which will serve no meaning
to the participant as these are numerical values that are only useful to the researcher at the
analysis stage. At the beginning of the study, participants will be provided with some simple
instructions about the research question that will highlight the purpose of capturing their
viewpoints around this question, with further explanation of the Q sompéate. According

to DuPlessig2019)when participants are faced with a large Q set it is advantageous for the
researcher to recommend to the participants to initially sort the statements into 3 groups of
most agree, least agree and neither agree neadree(Du Plessi2019) The way a Q sort

looks will be determined by the number of statements and how decisive the researcher wants
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the participants to b€Du Plessi2019) For example, figureégand7 show a Q sort template
what would be used by a participant to rank statements. Each template allows for 47
statements to be ranked (blue boxes) but the overall structure for each figure is slightly
different. Figure6 is expecting the participant to bmore decisive by only allowing one
statement to feature at each side of the template and offering a steeper curve of distribution
from the extreme ends of the template. Figuf&owever is allowing the participant to have
more than one dominant viewpoirtty allowing 2 spaces at each side of the template and

offering a gradual distribution across the template.

Figure 6 - O sort template (1)

[sl]all2[alof2lza]s]als]

Figure 7 - O sort template (2)

[s]4 a2 falof 2] 2] s]a]s

When designing the Q sort templaté, was suggested that the structure needed to be
weighted proportionately to show an even distribution across statement rankings
(Stephenson, 1989). Ehhowever is contested by Watts and Stenner (2012) who state that
the choice of distribution is irrelevant to the factors that emerge from a particular study as it
is the pattern within the distribution that counts. The Q sort template used within tigsis

was constructed following the suggestion of McKeown and Thomas (1988) who state that
statement distribution should offer a symmetrical approach for the participant. Considering
that the Q set used within this thesis consisted of 59 statements aatldhforced choice
distribution was implemented, the only plausible Q sort template arrangement to offer a

symmetrical approach can be seen in fig8re
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Figure8 - Q Sort Template: This Thesis

Most Disagree Most Agree

-5 -2 -1 +1 +2 +3 +4 +5

4.5.4 POST SORTING INTERVIEW

To enhance theichness and quality of the data collected via the Q sort, a post sort interview
can provide further explanation and understanding about a participants Q sort choice of
ranking. As mentioned, the purpose of the interview is to capture information to adtity,

but for this to be efficient, the interview is required to take place as close to the completion
of the Q sort as possible. Interviewing participants directly after the Q sort ranking, allows
for the reasoning of order to be fresh in the mind bétparticipant and provide as accurate
information as possibléDu Plessis2019) There is no clear script in relation to how this
interview is to be conducted, but Watts and Stenner (2012) suggest that questions initially

focus on the extreme Q sort rankings. The interview can then continue to look for obscurities
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within the rankirg that require further elaboration, as well as anything that is deemed
particularly pertinent to the participant themselves. In the development of Q Methodology
Stephenson did not originally design the method to include interviews, but within the
evolution of Q Methodology complimentary interviews were found to add context and value
to the Q sort data collected. It has been suggested that using Q Methodology without post
sort interviews is merely pushing Q Methodology closer to a Quantitative approaichhsi

risk of losing the Qualitative nature of the methdeiafge and Morin (2016)

4.5.5 ANALYSING AND INTERPRETING THE DATA

Analysing the data collected using Q Methodology can be conducted in a couple of ways,
manually or via a softwarprogramme. Both methods use the same algorithms therefore
there is no reason to choose one over the other apart from convenience for the researcher.
Manual data analysis for Q Methodology was used at the beginning of its creation, but
advancements and fther understanding led to the creation of PQMethod. PQMethod is a
software packageised by Q Methodologistsreated by Peter Schmolak the early 1990s

The software is a free application and can be used across multiple OS platforms. To run the
analyss, the researcher must first input the information relating to the Q Sort Template
distribution as this will allow the software to analyse which statements have been allocated
under which column within the Q Sort. The next step is to then manually ialpube
completed Q Sorts using the numbers that have been allocated to each statement, this
essentially builds a statistical version of a Q Sort showing the different rankings of statements
1-59 from each participantOncethe data has been inputted intthe software the analysis

can begin. Unfortunately, amongst Q methodologists there is no one definitive way of
running the analysis. There are some general guidelines to follow but there are also some
choices to be made by the researcher based uporcthrgext of the study. Factor analysis is
conducted at this stage as a data reduction technique to identify patterns of similarities across
GKS RFOF @ 5SGSOGSR LI GGSNya FNB LINSASYGSR |
the identification d factors, it is then at the discretion of the researcher to understand the

O02YY2y LI GGSNya Fyz2y3ald GKS O2YLRySyilia ¢6AGK
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Sat within the PQMethod software package.

46 QMETHODOLOGY: IN LITERATURE

Q methodology has been widely used within research covering psychological and behavioural
perspectives. The research disciplines are vast and cover examples from viansiog, to
testing the seHperceived skills of nurs¢panesh, Baumann and Cordingl2908; Kubler and
Forbes, 2005; Paige and Morin, 2016; Phelan, 20T4e array of research areas that have
utilised Q methodology shows the versatility of the mettaoal how it can be applied to most

if not all disciplines in some way.

In relation to the purpose of this thesis there are research examples available that
utilise Q methodology and sport. The differenbeyever, is most of these research articles
are boking at sport from a recreational or participatory perspective, rather than analysing
the views of those who study spor® methodology has been used quite frequently in studies
surrounding sport participation, including studies by Grix (2010) and KeshShaji, Roohi
and Fatemizadeh (2018). These authors utilised Q Methodology in their studies with a focus
on sport but this did not include any participants for those studying sport.

Regarding Q Methodology being used witEimployabilitystudies, his is much more
popular across literature. AsKethodology has strong links to Psychology, it is not surprising
to find articles utilising Q Methodology when it comes to understanding the thoughts, feelings
and behaviours of people. A study that wasidocted that shares some similarities ttus
thesisused Q Methodology to ascertain the views of different stakeholder groups to see how
they fit together. Speight, Lackovic and Cooker (2013) stated that participants were given a
Q Set that consisted (9 statements covering general comments relatedctaployability
The authors reported that the use of Q Methodology in their study allowed them to cluster
the way in which the participants thought and therefore created multiple shared viewpoints.
The reason why Q Methodology is chosen seems to be based on whether subjective
viewpoints need to be captured. This reasoning adds to the justification for this thesis and

why Q Methodology seems a logical tool for use.
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4.7 INTERVIEWYPES

In order to capture the journey of each participant within study 3 and understand how these
journeys have impacted on their engagement with Employability throughout their studies,
there is a need to consider how this data will be captur@iie to the needo capture the
experiences of each individual a decision was made to avoid a group setting such as focus
groups as this could deviate from the richness of data required. Therefore, exploring the
possibility of interviel®was a consideration.

Interviews are a widely used research method in various academic disciplines, allowing
researchers to gather valuable qualitative d@kdarshall and Rossman, 2014; Patton, 2002;
Rubin and Rubin, 2012Yhis comparative analysis examines three different methods of
conducting interviews: structured, serstructured, and unstructured interviews. Each
method possesses distinct characteristics that influence the data collection process,
participant engagement, and the types of insights obtained. By exploring the advardade
limitations of each approach, researchers can make informed decisions regarding the
selection of interview methods for their studiéSontana and Frey, 2018)

Structured interviews employ a predetermined set of standardized questions, typically
admnistered in a fixed order to all participants. This method ensures consistency across
interviews, making it suitable for studies with large sample sizes or when comparing
responses quantitatively. Structured interviews facilitate easy data analysis and
interpretation, as responses can be easily categorized and quantified (FoatmhBrey,
2018). However, structured interviews limit participants' freedom to elaborate on their
responses or introduce new topics, potentially resulting in shallow insights asding
nuanced perspectiveKvale, 1996Marshall and Rossman, 2014)

Semistructured interviews strike a balance between structure and flexibility.
Researchers use a pdetermined interview guide consisting of key questions or topics but
have the freedm to explore additional areas of interest or probe further based on
participants' responses. This approach allows for a deeper understanding of participants'
experiences, motivations, and perceptions, generating rich qualitative data (Bryman, 2016).
Semistructured interviews provide room for participants to share their stories, ensuring a

more comprehensive exploration of the research topic. However, the analysis process can be
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time-consuming and subjective due to the varying levels of probing and davikbm the
interview guide(Bryman, 2016)

Unstructured interviews offer the greatest level of flexibility and freedom for both
researchers and participants. This method relies on epeted questions and encourages
participants to express their thoughtdeelings, and experiences in their own words.
Unstructured interviews are particularly useful when exploring new or umédsearched
areas, as they allow for the emergence of novel themes and unexpected insights
(Liamputtong, 2013). However, the lacksbfucture can pose challenges during analysis, as
data may be voluminous and difficult to categorize. Additionally, unstructured interviews
require skilled researchers to facilitate meaningful conversations and maintain focus on the
research topi¢Liamputong, 2013)

The selection of interview methods should be based on the research objectives,
context, and available resources. Structured interviews are suitable for studies requiring
standardized data collection and comparisons across a large samepléBsilabie, 2016;
Cresswell, 2013; Trochim and Donnelly, 20@3mistructured interviews offer a balance
between structure and flexibility, enabling-depth exploration while maintaining some level
of standardization. Unstructured interviews are ideal fexploratory research or when
investigating complex and nuanced phenoméBabbie, 2016; Cresswell, 2013; Trochim and
Donnelly, 2008) The choice of interview method significantly influences the data collection
process and the depth of insights gainedualitative research. Structured interviews ensure
consistency and ease of analysis, while sstmictured interviews strike a balance between
structure and flexibility, generating rich qualitative data. Unstructured interviews offer the
greatest freedomfor participants to share their experiences but pose challenges during
analysis. Cresswell (2013)ktates esearchers should carefully consider their research
objectives, the nature of the research topic, and available resources to select the most
approprige interview method. A thoughtful and informed approach to choosing interview
methods enhances the validity and richness of qualitative data, contributing to the
advancement of knowledge in various academic disciplines. Based on the 3 types of interview
it was decided that a semi structured interview would work well for this thesis due to the
flexibility of how questions are answered but also with some direction of the narrative from

me as the researcher.
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4.8 SEMISTRUCTURED INTERVIEWS

Semistructured interviews are a widely used research method in various academic
disciplines, including social sciences, psychology, and edud&temzin and Lincoln, 2011,
Merriam, 2009; Seidman, 2013)hispart of the thesiexplores the applicationsd benefits

of semistructured interviews, emphasizing their flexibility, reliability, and capacity to
generate rich qualitative data. By providing a balance between structured and unstructured
approaches, senstructured interviews offer researchers anfexftive means to delve into
participants' experiences, perceptions, and insightkilst drawingupon relevant literature

to present a comprehensive analysis of the use of sg#mictured interviews in academic
research. One of the key advantages of sstmictured interviews is their flexibility. Unlike
structured interviews, which employ predetermined sets of questions, stractured
interviews allow for adaptability during the data collection process. Researchers can modify
and refine their interviewguides based on emerging themes or unexpected responses,
enabling a more nuanced exploration of the research topic (Bryman, 2016). This flexibility
facilitates a deeper understanding of participants' perspectives, allowing researchers to
uncover hidden asgcts and gain new insights. Sestriuctured interviews also offer a level

of reliability while maintaining a degree of flexibility. By employing a stamdardized
interview guide, researchers ensure that key topics and questions are addressed cohsistent
across interviews. This enhances the reliability of the data collected as it enables
comparability and systematic analysis (Liamputtong, 2013). Furthermore, the use of-a semi
structured format enables researchers to standardize certain elements, sugiolss and
prompts, while maintaining room for participants to express their unique perspectives. The
gualitative nature of semstructured interviews allows for the collection of rich anebiepth

data. Participants are encouraged to elaborate on theasponses, share personal
experiences, and provide context, leading to a comprehensive understanding of their
thoughts andbehaviours Unlike closegnded questionnaires, sersiructured interviews
foster a dynamic and interactive environment, enablingegashers to probe for additional
information, clarify responses, and explore complex themes (Fontana & Frey, 2018). This
dynamic nature of sermstructured interviews facilitates the exploration of participants' lived
experiences, motivations, and underlgirfactors that shape their perspectivesSemi

structured interviews promote participant engagement and empowerment throughout the
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research proces@-ontana & Frey, 2018By allowing participants to express their views and
share their stories, senstructured interviews create a sense of collaboration and partnership
between the researcher and the participanthis participatory approach contributes to the
validity and authenticity of the data collected, as participants feel valued and acknowledged
(Densombe, 2014).Additionally, semstructured interviews empower participants by giving
them the agency to shape the conversation, choose relevant topics, and highlight issues that
matter most to them. Semnstructured interviews serve as a valuable reseadod, providing
researchers with a flexible and adaptable approach to gather rich qualitative(diaiam,

2009; Seidman, 2013The ability to strike a balance between structure and flexibility allows
for a comprehensive exploration of participantspexiences, perceptions, and insights. By
promoting participant engagement and empowerment, sestmuctured interviews foster a
collaborative research environment that enhances the validity and authenticity of the
findings. Researchers across various acaddetisciplines can leverage the advantages of
semistructured interviews to gain deeper insights into complex phenomena and contribute

to the existing body of knowledg®lerriam, 2009; Seidman, 2013)

PART 3: THESIS RESEARCH DESIGN

49 RESEARCH DESIGN INTRODUCTION

This thesis comprises of 3 separate studies to try and ascertain enriched information
surrounding the perspective &mployabilityamongst undergraduate sports students and the
impact this hason their engagement. The follong sections will detail the process and
procedures involved within each study.

For each study ethical clearancasgranted by The University of Central Lancashire
(AppendixE). Each participant in all 3 studies were provided with an information shieethw
explained the study along with information related to withdrawal (Appergix Consent

forms were also obtained from those who took part in the study (Appe@ilix
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Each study was conducted using Q methodology with a Q sort template consisting of
a +5 to¢ 5 distribution. Each participant was then given a Q set consisting of 59 statements.
For each study the same Q sort template design was used, and the 59 statements remained

the same throughout.

4.10STUDY 1 RESEARCH DESIGN

4.10.1 STUDY 1 OVERW: STAFF PERCEPTIOEMMLOYABILITY

The purpose of this study was to capture the perceptiorEnfployabilityfrom those who
interact with students and haveotential influence towards the way students learn and
perceive the subject area. Gathering information from staff will allow deeper understanding
of not only staff views but how this could also explain the views of students. Staff
understanding and perception caiso provide additional information on the way a subject
such asEmployabilityis delivered and how this can impact on the engagement levels of
students. To gain further understandingEiployabilityperceptions two universities were
chosen to be parbf this study to provide an initial snapshot of comparison, rather than only
capturing information from one universityQ Methodology was the only method used within

this study.

4.10.2 STUDY 1: PARTICIPANTS AND RECRUITMENT

Participants for this studwere carefully selected based on their role within sport university
departments. TwoUniversities were chosen to be part of this study, 1 based in the northwest
of England and 1 in the midlandsThe university in the northwest is one that | as the
reseacher have links with as a former and current student as well as being employed there
for 6 years after completing my undergraduate degree programme. These connections
proved crucial in ensuring | was able to maintain relationships with staff and students

throughout the duration of this thesisThe university based in the midlands was intended to
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provide a comparison to the information collected against the northwesversity and was
selected based othe connections between my then supervisor and sta#mbers within
the midlands university Table 7 shows the number of participants from each institution,
demographic information, and the roles in which they were deemed appropriate for this

research study.

Table 7- Participant Information (Study 1)

University 1 (NW) | University 2 (Midlands)

No of Participants | 11 5

Gender Split 2 Femalesand 9 | 3 Females and 2 Maleg
Males

Teaches on 5 2

Employability

related modules

Roles | Course Leader 4 3

Student Experience| 1 -

Lead

Placement Lead 1 -

4.10.3 STUDY 1: MATERIALS AND PROCEDURE

Step 1:Participants were given a blank Q Sort template in which they were advised to place

on a flat surface in preparation for the placement of each Q set statement.

Step 2:Each participant was givenpackof Q set statements (59 statements). The order in
which the Q set statements were given was random, but every participant had the same 59

statements.

Step 3:Information was given to the participants relating to the purpose of the research and
how this could be helpful whetontextualising the statements. For example it was useful for
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the conept of Employability

Step 4:Due to the number of statements providgoiarticipants were advised to organise the
59 statements into 3 piles. Each pile would represent statements that the participant strongly
agreed with, strongly disagreed with and autral pile of statements in which the participant

did not strongly agreeor disagree with.

Step 5:Participants were then given an hour to complete the task as this was deemed enough
time for completion, but in this study all participants finished betwé&8&40 minutes into the

Q Sort activity.

Step 6:Each participant was then invited into an immediate follow up interview to discuss
their Q Sort structures. The interview was unstructured, audio recorded and conducted in a
1:1 environment and thereforeemoving the influence of other participants. Emphasis was
placed on questions relating to the statements allocated on the extremes of the Q Sot, e.g.
5 and +5. The answers received then dictated further scrutiny of other statements placed
across theQ sort. Questions were then asked relating to the statements allocated to the

neutral (0) column to add further understanding to the choices made by each participant.

Step 7:A photograph was taken of each participant Q Sort to then run this data ¢jtrdle

PQMethod software, ready for analysis.

4.11 STUDY 2 RESEARCH DESIGN

4.11.1 STUDY 2 OVERVIEW: STUDENT PERC&BFIBMPLOYABVILITY

The purpose of this studg similar to that of study 1 with the main difference being a change
in participants.Within this study the aim was the capture the perspectiveEaiployability

from undergraduate sport students. This study is student focused and is therefore pertinent
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to this research based on the aims of this thesSathering informatiorfrom studentswill

allow deeper understandingf how they perceiviamployabilityduring their undergraduate
journey. Gathering information relating to student perception will assist in understanding
student engagement with the concept &@mployabilityand how the concept is viewed
amongst each participant. As with studyd dgain further understanding dEmployability
perceptions, 2 universities were chosen to be part of this study to provide an initial snapshot
of comparison, rather than only capturimgformation from one universityQ Methodology

was the only method used within this study.

4.11.2 STUDY 2: PARTICPANTS AND RECRUITMENT

The participants within this study were carefully selected based on their programme and year
of study. Allparticipants within this study werestlyear undergraduate students (level 4)
studying a sport related programme. The university programmes in which the participants
were recruited varied from Sports Coaching to Sports Science, the full list of counsies ca
seen in table 8. The purpose of capturing data from multiple student cohorts was to assess
the variations in perceptions dmployability Some of the programmes chosen embedded
Employabilityrelated content within course specific modules, whilshets had standalone
Employabilitypbased modules within the programme. Capturing student perspectives on
Employabilitywhilst also being aware of the differences in h&mployabilityis delivered
across each programme is crucial for contextualising tregnmétion gathered. As with study

1, the participants in this study were selected from the same institutions as the staff within
study 1. As in study 1 thénclusion of2 universitieswithin this study is to create a snapshot

and comparison of immediategpceptions ofEmployabilityupon entering university.
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Table 8 Participant Information (Study 2)

University 1 (NW) | University 2
(Midlands)
No of Participants | 34 14
Gender Split 11 Females and 2] 3 Females and 11
Males Males

Sports Coaching 14 (S) 9 (E)
Sports Coaching 10 (S) 5(E)
and Development

Programmesg Sports 2 (E) -
Management
Sport Studies 2 (S) -
Sports Science 6 (E) -

* E =EmployabilityfEmbedded within Core Specific Modules on this programme
* S = StandalonEmployabilityModules on this programme

4.11.3 STUDY 2: MATERIALS AND PROCEDURE

The same materials and procedure were followed as in Study 1 (Section 4.7.3).

4.12 STUDY 3 RESEARCH DESIGN

4.12.1 STUDY 3 OVERVIEW: GRADUATE PERCEPTIONS AND ENGAGEMENT WITF

EMPLOYABILITY

Study 3 was conducted 3 years after the previous studies with the intention to capture fresh
data beyond thed (i dzR 8dyidatiogal journey at University. The purpose of this study was
to assess whether the perceptions of those within study 2 (northwes$tarsity students
only) changed or remained stable in relation to their views EBmployabilityas they
progressed through their university programme. The beauty of completing this baybnd

graduation was that the participants could reflect on the irapaf Employabilitywithin
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Higher Education in relation to their current position, but also to assess their levels of
engagement with the concept dmployabilitythroughout their university experience. Q
Methodology was used within this study once agdmut with the addition of a semi
structured interview to replace the immediate interview which took place within the previous

studies.

4.12.2 STUDY 3: PARTICIPANTS AND RECRUITMENT

The participants from the Northwest University within study 2 weret@uvto be part of this
study. Due to the connections and relationships built with this university in particular, the
plan for this research was always to conduct a longitudinal approach with these students as
tracking them throughout their education wasome likely. These participants were informed

of this approach during study 2, with consent given by all who took part, but as a significant
amount of time passed, | had to reach out to each participant again via email to refresh their
memory of being parof study 2 and ask if they would be interested in taking part in the final
study. As expected, due to the amount of time passing the number of participants for this
final study reduced significantly, but still with a good representation rate for each
programme. The details relating to participant numbers and which programme they

graduated from can be found in table 9.

Table 9 Participant Information (Study 3)

Northwest University

No of Participants | 8
Gender Split 2 Females an® Males

Sports Coaching 3
Sports Coaching 2
and Development

Programmes Sports 1
Management
Sport Studies 1
Sports Science 1
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4.12.3 STUDY 3: MATERIALS AND PROCEDURE

Due to the nature of this study, the procedure was slightly different tharptiesious studies

in this thesis This study encompassed 3 phases:

1. Complete a Q Sort
2. Compare the Q Sort to the one from Study 2

3. Semi Structured Interview

Phase 1: Complete a Q Sort

The same materials and procedure were followed &tudy 1 and Study 2 (Section 4.7.3 and
4.8.3)

Phase 2: Compare the Q Sort to the one from Study 2

Upon completion of the newly created Q Sort, participants were presented with a picture of
the Q Sort from 3 years ago (Study 2). Participants were givientd digest both Q Sorts in
preparation for the final phase of this study; semi structured interview. During this time no
words were exchanged between researcher and participant. Participants were allocated

approximately 20 minutes to compare the Q Salong with a refreshment break.

Phase 3: Semi Structured Interviews

The interview conducted began like the interviews within the previous studies, asking the
participant to explain the statements that were placed at the extremes of the newly formed
Q Sort template, before moving onto questions about the O column. In preparation for these

interviews set questions were asked of the participant to expand on the differences across



the 2 Q Sorts. The answers to these questions led to unscripted promyth twblped with

the flow of conversation. Moving back to the script, participants were then asked specific
guestions relating to engagement levels throughout their time at university before moving
onto asking them how or if they feel their experience wilie concept ofEmployability
throughout their university experience has played its part in their current situation. A copy
of the script used in the interviews can be found in Appendix H.

When analysing the interviews, considerations were given to widecepted and
recognised methods and tools within the qualitative community as well as consideration for
the number of participants included within this study. To conduct the analysis of this element
of study 3, coding software such as NVivo, MAXQDAAIIAS.{{Bazeley, 2007; Flick, 2014)
was considered, but due to the number of participants being relatively low, utilising these
tools seemed not only time consuming but also over complicated. To maintain the richness
in the data, a decision was madekeep the analysis a simple, clean process and this aligned
well to the simplistic use of manual colour coding within a word processor. Adopting this
simplistic way of analysing interviews is widely accepted within the qualitative community as
stated in tre work of Richards (2015) and Saldana (2015). If the sample size within study 3
was largerthere would be more consideration given to implement a coding tool to ensure
that all emergent patterns are detected but considering the sample size within study 3
consists of 8 participants a decision was made to adopt a manual word processing method of

analysing the data.

4.13 FRAMEWORK FOR THESIS

Based on the methodological approach discussed in this section and in alignment with the

rationale of thishesis Figure 9 highlights the framework that will be utilised for this thesis.
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Figure9 - Framework for this research

BT soncomeren

B oo o
‘ROTEAN CAREER THEORY

10¢



CHAPTER 5: STUDY 1 FINDINGS
(STAFF PERCEPTIONEMFLOYABILITY
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5.0INTRODUCTION

The aim of this thesis is to develop an understanding of wHaiployabilitymeans to
undergraduate sport students and assess how this may impact their engagement with
Employability This chapter, therefore, aims to reveal tBmployabilityperceptions of those
who play an influential role on students during their university experience; staff across higher
education institutions. As mentioned within chapter 1 of this thesis, there are several
objectives that need to be met to achieve the ok aim, this chapter will address objective
3:

1 Identify if there is a shared understanding and perception Bmployability within

and amongst relevant Higher Education Teaching Staff within Sport

As mentioned within Chapter 4, Q methodology has been chosen for this study due to the
subjective nature of the topic and the way in which Q methodology is a perfect tool to add a
guantifiable element and to assist with the ease of interpretation. The preceding chapter has
explored the intricacies of Q and therefore simple regurgitation is not required here, however
identifying what information is useful from Q output data is neeggsto add value and
further understanding of how the data has been interpreted.

Upon the successful completion of running factor analysis within Q methodology
the information presented is vast and somewhat overwhelming (Appendix 1). To extract the
most useful elements of the data produced in line with this thesis the suggestion by Damio
(2018) has been implemented. Damio (2018) suggests that the data extraction should be
simple and remain focussed on trying to address the research aims by id®ntffy) how
many types of people are there? (number of factors), (2) which people belong to each type
(factor loading significance), (3) are there similarities between these types of people (factor
score correlation) and (4) how are these types of peopddingéd (distinguishing factor
statements). Utilising these 4 steps when extracting data will not only ensure that there is a
constant focus on the purposes of this research, but it will also simplify the way in which the
research objective (objective 3) achieved. As stated within chapter 4, factor analysis is only
one part of interpreting the findings within Q methodology, and to capture the depth of

perception and beliefs, a more holistic approach is required. StaiRtmgers (1995) states
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that whilst it is crucial to maintain focus of the constructors (participants) it is the role of the
researcher to focus on the constructions themselves. To facilitate this understanding,
participant commentary is encouraged to add more value to interprej individual
perceptions to accompany the way in which the constructors have built thewrQ Watts

and Stenner (2012) advocate the need flaboration from each participant for their
completed constructed ort in the form of qualitative commentgar The remainder of this
chapter will disclose and interpret the findings from this study to identify if there is a shared
understanding and perception oEmployability within and amongst relevant Higher

Education Teaching Staff within Sport.

5.1 PARTI®ANT INFORMATION AND RATIONALE

The 16 participants chosen for this study were selected from 2 UK higher education
institutions (HEI). 1 institution based in the Northwest of England,11with the other in

the Midlands n =5 Table 10 provides inforation relating to the chosen participants, with
figure 10 highlighting the demographic split across the participants within this study.

During the data collection phase of this thesis, | was a member of staff at the
institution based in the Northwest, naming that access to appropriate participants within
the institution was not a problem. As the purpose of this study was to add context and further
understanding to the main aim of this thesis, no significant ethical issues were present.
Consideration wa given to my relationship with the staff members due to being colleagues,
but as stated, the main aim of this thesis is student focussed and therefore not posing a
problem.

The university located in the Midlands was chosen based on a good relationship tha
had been built between a former supervisory team member and members of staff within the
university located in the Midlands. The interactions between myself and the lead member of
staff was continuous, and | found that there was a proactive nature togogvolved in the
study, due to their own requirements to enhanEenployabilitypractice.

Participant selection was derived from their roles and responsibilities in relation to

Employabilitywithin the sport department across both institutions. The raage behind this



was based on the likelihood of their interactions with students in relatidBrigployability as
deeper understanding of perceptions across stafEmployabilityspecific roles can lead to
understanding how these perceptions may impactstumdents.

Once the appropriate staff had been identified across both institutions, an
email containing a participant information sheet and consent form was distributed to all
applicable participants (Appendix F and G). This email was sent mereljotm ithe
participant about the purpose of the study and ensure that they were comfortable to take
part and at ease with the conditions set in the consent form. Participants were advised that
these documents would be given to them as hard copies priorata dollection to ensure

that | had a hard copy of their consent to take part in study 1.
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Table 10 Study 1 Participants

Participant Identifier HEI Job Role Gender Age Bracket No of years teaching experience
(NW=North West, Mid = Midlands) A=2129, B=3639,C=4049, D=50  A=13 years, B=40 years, C=1}19 years,
59, E=60+ D=20+ Years
staffl NW Lecturer orEmployabilityrelated modules M A A
staff2 NW Course Leader M D A
staff3 NW Student Experience Lead F D C
staff4 NW Lecturer orEmployabilityrelated modules M C B
staff5 NW Course Leader M C D
staffé NW Placement Lead F C C
staff7 NW Lecturer orEmployabilityrelated modules M A A
staff8 NW Lecturer orEmployabilityrelated modules M C B
staff9 NW Lecturer orEmployabilityrelated modules M C C
staff10 NW Course Leader M C D
staff1l NW Course Leader M C D
staffa Mid Lecturer orEmployabilityrelated modules M C C
staffb Mid Course Leader F C C
staffc Mid Course Leader F C C
staffd Mid Course Leader F B B
staffe Mid Lecturer orEmployabilityrelated modules M A A
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Figure 10 Participants by Demographic Split

Participant Demographics
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5.2 STUDY 1 PROCEDURE

The main aim of this study was to explore objective 3 which was introduced in the
introductory chapter of this thesis. To ensure that this objective was achieved it was
imperative to ensure the correct methodology (Q) and the execution of this methodwalagy
accurate. Figure 11 highlights a basic outline to ensure that the practice of Q methodology
was appropriate for this study.

Once the selected participants had been asked to be part of this
study, | decided to invite each staff member separatelpegin the conduction of research.
Due to busy schedules, it was not possible to conduct this research in a group setting, so each
participant was designated an allocated timeslot in which they would be able to complete the
Q-Sort and conduct the post somterview. The time allocated for each participant was 1
hour, but all the participants completed their-8ort within 3640 minutes, leaving enough

time to then complete the post sort interview. Prior to eachSQrt being completed,
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participants were aked to sign a consent form to demonstrate their acceptance of their

involvement in the study and how this data would be used.

Figure 11- Ensuring O is Appropriate to meet Objective 3

Objective: Study 1
Identify if there is a and perceptionof Employabilitywithin and
amongst relevant Higher Education Teaching Staff within Sport

1

Q Methodology

Q Sort ([dentify initial Post Sort Interview (Furthel Factor Analysis (Analyse if
perceptiong about Q sort | there are
distribution choices) across
participants)

5.2.1 QSORT

At the time of data collection, the participant was provided with enough space to complete
the QSort and was directed towards the blank3Qrt template which can been seen in Figure
12. The next step included presenting the participant with the 59 statemthat would be
arranged within the template (Appendix C). The statements were randomly ordered by
myself when handed to the participant. To assist the participant | gave them a brief overview
of the purpose of this study, as stated within the papamt information sheet, and expressed
that when thinking abouEmployability how much significance or insignificance would they
give to those @Bort statements. | then gave an example to state that if they disagreed with
a statement it may be placed undé, but if they strongly agree then it may go under 5. The
purpose of this explanation was to ensure that participants knew how tkso@would be
measured. | ensured the participant was content with the information provided and asked if
they had anyfurther questions. | then vacated the room and allowed the participant to

complete their individualised @ort with no external influence or interference. | made sure
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that | was close by to ensure that the participant could inform me of their completiadhe

occurrence of any problems.

Figure 12- O-Sort Template

5.2.2 POST SORT INTERVIEW

As stated within the literature by Watts and Stenner (2012) there is no requirement within Q
Methodology to conduct a post sort interview but as stated by Damio (2018), conducting a
post sort interview will add depth and further clarity to the findingsiel@o this there are no

rules or ways in which this interview should be conducted and is therefore left at the

discretion of the researcher. The time between complete8@pts and interviews was very



short (510 minutes) and therefore | decided to adopt approach that was consistent but
that allowed me to understand the specific details of each individu&b@. Each participant
was advised that the interview would be audio recorded and participants granted their
permission. | began each interview Igkang the participants to explain and elaborate on their
choices of statement placement on the extreme ends of th8d@t. The purpose of this was

to not only understand the strongest views of the individual but as a researcher it also allowed
for a simpé and consistent approach when undertaking each interview. The information
gathered from this approach, allowed me to ask further probing questions based on the
FyagSNE IAPBSY o6SF2NB Y2Q0Ay3 2yi2 dzyRSNRERGI yRA
this the participants were given some level of control, as | asked them if there was anything
across the entire ¢port that they would like to comment on. The purpose of allowing the
participant to openly discuss their-&ort was to give them the freedom ofdlosing anything

they felt particularly strong about that perhaps was not picked up within the initial question
asked. Once the participant had concluded with the expression of their views, the interview

was concluded.

5.2.3 FACTOR ANALYSIS

With the Q-Sort and Post Sort Interview complete, my attention was then focussed on
analysing the data collected. Each Q Statement was allocated a number to run the data
through the PQMethod software (Appendix C). After inputting all 16 individualis&drt3

into the PQMethod software, Centroid Factor Analysis (CFA) was conducted to extract the
number of factors within the study. CFA was used based on the suggestion from Watts and
Stenner (2012) who state that utilising CFA leaves all possible solutions ngeaallaws a
legitimate exploration of all possibilities, meaning the best solution is sought by the
researcher, rather than an algorithm. After running CFA multiple times, experimenting with
numerous factors and performing a varimax rotation there appdarcebe 3 distinct factors
emerging from the data. Webler, Danielson and Tuler (2009, p.31) suggest that factor
selection should be determined by (1) simplicity: the fewer factors the better; (2) clarity, and

the desire to minimise the number of confounde.e., those who load on multiple factors;
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(3) distinctness, with lower correlations between factors preferred, and (4) stability, indicated
by those people who cluster and, thus, think similarly. The guidance from Bt@h(2009)

aligns with theemergence of the 3 factors extracted from the data for this study.

5.3 FINDINGS: FACTORS A,BAND C

The findings from this study have presented 3 emergent factors within the data set, or to
guote Damio (2018), 3 different types of people. Thagergent factors show that there are

3 distinct patterns in relation to shared views and opinions across the participants within this
study. The factor matrix as evidenced within table 11 demonstrates the number of factors
that have emerged, and which ganipants are significant within each factoFhe emergence

of 3 factors aligns to the work of Brovehal. (2009) and Damio (2018) who suggest that fewer
factors are better and present a particular view (factor) as holding more value and strength
of a slared perspective. Table 11 highlights significant factor loadings across the participants,
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Table 11- The Factor Matrix: Study 1

Factor
Participant A B C
staffl 0.5812X 0.4605 0.2898
staff2 0.2442 0.8112X -0.0033
staff3 0.1158 0.7913X 0.0145
staff4 0.7876X 0.1767 0.0768
staffs 0.4055 0.2062 0.6166X
staffé -0.0025 0.0236 0.8871X
staff7 0.2930 0.4965X 0.2646
staff8 0.4322 0.6234X 0.1539
staffo 0.3595 0.5535X 0.2671
staff10 0.6972X 0.1644 0.0338
staffll 0.5553 0.5792X 0.1547
staffa -0.1720 0.7062X 0.0311
staffb 0.5605X 0.0169 0.4488
staffc 0.7035X 0.2116 0.0866
staffd 0.8231X 0.1481 0.1790
staffe 0.3484 0.6484X 0.0018
Eigenvalue 6.62 1.84 1.11
Unrotated %expl.Var. 41 12 7
Rotated % expl. Var 25 24 11

X = Significant Factor Loading
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The factor loadings across Factors A and B are similar in weighting with only 2 participants
being placed within Factor C. It could be argued that with only 2 participants being
categorised under Factor C, perhaps there is a case for 2 emergent factbes;dording to
Watts and Stenner (2012) any factor with a loading of at least 2, is worthy of being classified
as a factor. Further rationale for 3 factors is found within the Eigenvalue (Table 11) which
exceeds 1.00 for each column. According to Wati$ Stenner (2012) if an eigenvalue is 1.00
or above, this is deemed significant and therefore must be included as a relevant factor.
When considering that each factor meets the eigenvalue threshold, with each participant
allocated to only 1 factor, in alition to the combined study variance across the factors, the
rationale for 3 emergent factors for this study exceed the thresholds of validity.

With each participant significantly factor loaded this signifies that there are 3
viewpoints in relation tohis study. Table 12 shows the correlations between each factor to

highlight commonalities or dissimilarities across the factors.

Table 12- Correlations Between Factor Scores: Study 1

A B C
A 1.00 0.51 0.30
B 0.51 1.00 0.18
C 0.30 0.18 1.00

As seen in Table 12 Factor A and B have the strongest correlation score of 0.51, but according
to Ratner (2021) a correlation of 0.8®.70 is considered moderately correlated. The work

by Ratner therefore only signifies a moderate correlation betweeartdfad and B, and Factor

C and A with a score of 0.30. With a correlation score of 0.18 between Factor B and C, this is
a weak correlation. Table 13 demonstrates correlation strength across the factors based on
the work of Ratner (2021).
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Table 13¢c Facbr Correlation Strength: Study 1

Combined Factor§y Weak (0g 0.29)

B and C 0.18

Although it may be considered disappointing to not see a strong correlation between the
factors, this does not deter away from the significance within the individual factors
themselves. In this instance the factor correlations are showing that changes within one
factor can impact on another and that this is more likely based on the streafjth
correlation.

Following the 4 steps outlined by Damio (2018) 3 factors that meet the threshold tests
have been established, relevant factor loading is evident across the 3 factors and there is an
understanding of correlation across the factors. Thitep left according to Damio (2018)
is how can these people (factors) be defined. To label each factor accordingly, it is important
to extract the distinguishing statements emerging from each factor. Tabld$ tdflect the
distinguishing statementwithin each factor. Within the upcoming sections of this chapter
each factor will be scrutinised further to uncover the meaning behind these distinctly
different viewpoints with further scrutiny taking place within Chapter 8, but before that,

labelling hese factors is required.



5.3.1 FACTOR A: LABELLING

In relation to labelling the factors, it is important to focus on the statements that were placed
on the positive side of the-Qort, as this highlights what is largely considered to demonstrate
the meaning oEmployabilityto those participants who have been loaded against Factor A.
Based on the table of distinguishing statements (Table 14) thersaeific key words that
appear within the statements ranked most positively and in correlation with the
corresponding Z scores. The use of the words highlighted in red within Table 14 signal a
shared perspective aroundEmployability being an individual gproach with individual
responsibility. Analysis of the specific factors will be explored further in the later stages of
this chapter, but there is a suggestion that the participants who have been loaded against
Factor A are considering the individual aspof Employabilityand the role an individual
plays. The notion of the individual being a pivotal point withmnployabilityaligns with points

made within Chapter 3 (3.1.3) where it is highlighted that individual psychological
understanding is a necasswhen trying to understand the concept Bmployability Looking

at personal identity and mindset whilst incorporating individual proactiveness, attitude,
willingness and selbelief are key ingredients in succesdfnhployabilitypractice (Bridgstock,

2009; DacrePool and Sewell, 2007; deGrip, Van loo and Sanders, 2004; Knight and Yorke,
2003; McQuaid and Lindsay, 2005; Tomlinson, 2007; Tomlinson, 2012; Trought, 2012).
Introducing psychology into the concept of Employability has become more previedemt

an individual perspective. Bridgstock (2009) states that it is not enough to merely see the
actions of an individual without understanding what led to the execution of those actions. In
relation to this study this is particularly relevant as theSQt provides an insight into
participant beliefs, but there is still the need to understand how those beliefs have been
shaped. To ascertain more information about th&s@rt constructioninformation fromthe

Post Q Sort interviews will add value and depth to the findings. Based on the strengths of the
positive statements for this factor, Factor A has been labelled: Employability is driven by the

individual.
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Table 14- Factor Ac DistinguishingStatements: Study 1

Statement No Statement Q-Sort Value Z Score
31 Theability to proactivelynavigate the world of work and seffianage the career building process 5 2.06
16 Thecapabilityto move selsufficiently within the labour market 4 1.17
34 Therealisationof his/her potential in work 3 0.98
20 The suggestion that @apableperson can work effectively on unfamiliar problems 3 0.94
8 Thecapacityof a graduate to function in a job 2 0.92
25 Preparation forcontributing to society as a citizen 2 0.87
39 The attitude and personal attributes of an individual 0 0.00
56 Important for higher education institutes -1 -0.24
12 Gaining worlexperience -1 -0.34
30 More than the requirements of employers -1 -0.41
57 Important for the student more so than the higher education institute -2 -0.51
14 Gaining initial employment -2 -0.57
42 Gaining a job within a specified time afgraduating -2 -0.74
51 Complex -3 -0.83
40 Securing any job -3 -0.94
58 A marketing tool for higher education -4 -1.79

* Phrases relevant to labelling this factor

124



5.3.2 FACTOR B: LABELLING

Labelling Factor B will follow the same approach as Factor A, with consideration given to those
statements that have been ranked highest within the&s@Qrt. The highlighted phrases/words
within Table 15 demonstrate a strong belief about hBwployabilityis perceived amongst
those staff members who have been categorised as belonging to Factor B. As mentioned
within section 5.3.1, an wdepth analysis of each factor will be presented later in this chapter,
as the focus for now is to identify how Factacddild be clearly defined. For those participants
who have been loaded against this factor, there is an obvious pattern relating to the role of
Higher Education regardingmployability There is plenty of literature around the role of
Higher Education anBmployabilityas discussed within Chapter 3 (3.1.2), but there is also
mention about the combination of student/individual involvement also. Research from
Artess, Hooley and MellofBourne (2017) suggest that universities need to consider student
involvement within Employabilityas this will help create a student/graduate identitfhe

lack of student involvement is merely an approach to Employability that is driven by higher
education alone (Pierce, 2002). There is some evidence of individual cotisidéram the
participants, but this was only placed with aSQrt value of 1, meaning that this was not
regarded as a significant priority whilst constructing th&Qt. Based on the statements that
have been ranked positively within the &prts, FactoB has been labelledEmployability is

driven by Higher Education with an appreciation for the complexities involved
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Table 15 Factor B Distinguishing Statements: Study 1

Statement No  Statement Q-Sort Value Z Score
56 Important forhigher education institutes 5 1.69
28 Qualities, skills and understanding thatigher education institute believes will be developed during a students time at the inst 5 1.48
53 Multifacetedand therefore cannot be given a set meaning 4 1.31
52 Holdsdifferent meanings for different people 3 1.17
17 About the individuals characteristics 1 0.56
18 Dependent on the state of the labour market 0 -0.07
51 Complex 0 -0.10
27 Thebeliefs of ahigher education institute 0 -0.25
19 The chances of finding and maintaining different types of employment -1 -0.41
20 The suggestion that a capable person can work effectively on unfamiliar problems -1 -0.49
25 Preparation for contributing tgociety as a citizen -2 -0.60
9 Seltawareness and reflection -3 -0.74
5 Benefiting the workforce -3 -1.16
14 Gaining initial employment -3 -1.25
42 Gaining a job within a specified time after graduating -4 -1.59
40 Securing any job -4 -1.64

* Phrases relevant to labelling this factor
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5.3.3 FACTOR C: LABELLING

In alignment with the 2 previous factors, there is yet another pattern emerging from this
factor. The key words that have been focussed on Factor 3, as highlighted in Table 16 are
focussing on employment, skills and how this can impact on societies anthwaities.

Unlike Factors A and B, there is no mention of Higher Education or any particular focus on the
individual. Participants that have been loaded against Factor C have demonstrated a strong
belief towardsEmployabilitypeing focused on employmeand how this can benefit societies

and communities. This shared view aligns with the views of Flanders (1995) who states that
Employabilityis industry driven and the purpose Bimployabilityis to secure employment,
meaning Employabilityshould be builtaround the needs of specific employment sectors.
There is also research from DHFETE (2002) who also agredentpédyabilityis an industry

driven approach, however, they also state that consideration must be given to the individual
also. This view fro@HFETE, is somewhat skewed from the views of the participants loaded
in Factor C as there is no mention of individual involvement as a priority, apart from the
statementwitha @ 2 NIi @l fdzS 2F n Wb2d Y& NBAaALRYyaaAoAaAt
sedions a much more thorough analysis of each individual factor will be discussed to add
further understanding to each factor and what can be understood from those shared
viewpoints later in this chapterBased on the strong viewpoints reflected in Factothis

factor has been labelleEmployability is industry driven and the contributions that can be

made to society and communities.



Table 16- Factor G Distinguishing Statements: Study 1

Statement No. Statement Q-Sort Value Z Score
22 The acquisition ofkills for life 5 2.06
51 Complex 5 2.06
25 Preparation forcontributing to societyas a citizen 4 1.64
6 Benefiting the community 4 1.49
15 Maintainingemployment 4 1.33
42 Gaining a job within a specified time afgraduating 2 0.84
14 Gainingnitial employment 1 0.41
40 Securing any job 1 0.09
59 Not my responsibility 0 -0.16
46 Recognising the importance of willingness to learn and continue learning -1 -0.27
32 Knowledge and understanding of careeanagement skills -1 -0.35
43 An ability to demonstrate desired attributes at the point of recruitment -2 -0.41
35 Defined as those who are capable of work and are encouraged to develop skills, knowledge, technology and adaptabiligy tteeeme -2 -0.74

to enter and remain in employment throughout their working lives

33 The possession by an individual of the qualities and competencies required to meet the changing needs of employers -2 -0.76
44 Developmental, indicating the likely ability to demelattributes -3 -1.17
20 The suggestion that a capable person can work effectively on unfamiliar problems -3 -1.25
56 Important for higher education institutes -4 -1.31
23 The responsibility of higher education institutes -4 -1.64
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5.4 FACTOR A

GEmployabilityhA & RNA Sy o6& GKS AYRAQGARdzZ f

Within this section, Factor A will be dissected to look at the array of distinguishing statements
(Table 14) generated from those participants identified as belonging to this factor. Utilising
the post QSort interviews will provide further understanding around the-SQrt
constructions from the participants within this study. As mentioned within section 5.3.1 there
is a resonating pattern ocEmployabilitybeing an individualised driven concept,roe the

label creation for this factor. Factor A shows a distinct viewpoirEmployabilityrelating to
individual thought processes and realisations which is evident within the idealissaitCas
shown in Figure 13.As part of the process dadnalysing the Q statements from each
participant, the algorithm used within PQMethod software is able to cluster participants
together based on similar statement placement. These participants are then classified as
belonging to the same factor, in thisstance Factor A. Figure 13 is a generated Q Sort that
represents the ideal viewpoint of those participants placed within this factor based on the
algorithm used in the PQMethod software and has been created from the output data as seen
in Appendix I infE SNBY OS (2 WTF I OWehNITabl® 24 khEre iF ¢h BdurilanCel 2 NJ w
of words/phrases that refer to how an individual may understand themselves. The use of
words such as; ability, capability, proactive, capable and capacity, all indicate thhb$e
participants who have been loaded against this factor, they strongly bekeveloyability

must derive from the individual themselves. This is further backed up througdtabements

of the participants within this study:

m dEmpdoyabilityis alout individual acquisition, admittedly this can be assisted by
2U0KSNI SEGSNY It AyTtdsSyOSas(stafidgi G KS AYRADA

H® G¢CKSNB KFa G2 06S | F2N¥Y 2F | O0O02dzy il 63
AYUGSNYLEFE RNAGS (G2 0S 06SGGSNI AYy LINBLI NI (A2
(staffb).



o dEmployabilityis assessing key skills and attributes on an individual, leveto do
this effectively selNS ¥t SO A2y YR | ¢ NBwfB)aa Aa GKS a

nd a¢2 0SGGSNI e2dzZNESE FX @&2dz FANRG ySSR G2

you need to improve, and how this aligns with your future career goals. For me this is

the basis in which individuEimployabilityy' dza (i 0 &taf@)dzA £ { ¢
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Ficure 13- Idealised @Sortc Factor A: Study 1

-5 -4 -3 -2 -1 3 4 5

A tick box The beliefs of a Complex (51) Important for the The responsibility | The possession [ The understanding The capacity of a The acquisition || Benefiting the The ability to
i higher education student moresothan Wi of pigher ; thatadegreeisnot Ml graduate to £ skills for lif N proactively navigate
exercise (50) the higher education of basic core the end for learnin . ) of skills for life individual (4) the world of work and
institute (27) institute (57) education skills (47) (45) & W function in a job (22) self-manage the career
institutions (23) (8) building process (31)

Not needed Dependentonthe [l A set of Gaining initial || Important for Benefittingthe || Thelmowiedgeand §f Knowleces sl ndir e/ Self-awareness [l SIS
higher education skills possessed by understanding o! move into an p :-(v-nv-m-. w--u-,. =
(54) ::\:tri ;f(tlhse) labour l graduate employment infmutes (56) economy (7) an individual (38) career management [ within labour and reflection (m?zﬂt:::“
attributes (26) (14) skills (32) markets (37) (9) e

A marketin Securing an A set of Gaining work Obtaining An ability to Preparin The realisation Recognising the The possession by an
Not my Ing - g any - '8 A st L paring of his/her importance of individusl of the qualties
responsibility tool for higher job (40) achievements experience & atributes atthe point | graduates for her Wilinghess to leadh s compatnces
(59) education (58) (1) (12) employment of recruitment (43) success (24) potential in and continue hanging nesdsit

work (34) learning (46) employers (33)

et The attitude and i Preparation for The suggestion that a The capability to
:"l;""a:‘ for Graduates Benefitting the x::‘e":':zntgeof ol Beni:mng :g)e oMbt 1o capable person can move self-sufficiently
igher education Ining i i workforce rk effectivel i
8 obtaining jobs community (6) attributes 6f s society as a citizen work effectively on within the labour

unfamiliar problems
(20)

institutes but not
the student (55)

employers (30 ket (16
(10) ployers (30) ¥ dividual (39) (25) ool

Dealing with Gaining a job Multifaceted and Maintaining More than the Developmental, Skills,

familiar problems within a specified therefore cannot employment possession of "Ld'l"cta!lnadlhe :ikely understanding
i i i i i abinty to develop and personal
in familiar time after be given a set (15) generic skills (29) W Z b tes (42) 45

contexts (21) meaning (53) attributes (2)

Qualties, skills and

andersthinding that s Hghes An individual who Becoming Being successful The chances of finding
education institute believes is suitably equipped with a within a chosen ::‘;e':l:r::::::%'

will be developed during a i . 2

Sudents time at the. qualified to obtain de.f'ned range of occupation (3) employment (19)

Institute (28) a job (49) skills (13

Holds different
meanings for
different people (52)

Being prepared
for employment
(11)

A set of generic
attributes that a
type of employer
specifies (48]

About the
individuals
characteristics (17)

Getting a
graduate level
job (41)
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Thequotesshow that there is an awareness that other drivers play a role wiEhmployability
but there is a strong viewpoint focussed on the individual to bring those additional drivers
into play. Quote 1 (staffc) mentions external influences and when asked to expand on this,

the participant responded with the following commentary:

pd® GOEGSNYIf AyFfdsSyoOSa O2dAZ R o668 Ylyeée i
experiences to university influenédem staff or even classmates. | think when
students enrol at university they often come with a-pet idea of where they want to

be or at least the type of role they want, so | do also believe building themselves to fit
within specified rolesisalso ShE G SNy | £ T OG 2(Maffd).KI & LI | &a |

Capturing information like this, highlights that although there is a strong indication of
individual drive and involvement within the conceptBiployability an awareness of how

this can be impacted and ininced is also needed. There are also previews of this within
guotes 2 (staffb) and 4 (staff4) who mention that consideration must also be given to entering
employment and alignment to future career goals. When assessing how the findings from
this studymatch those views shared within literature, consideration has been given to who
and what these participants represent. The common denominator across the participants
within study 1 is their employment status, as active members of a higher educatidntiosti

(HEI) within the UK. This is important since these participants are of course providing a
personal viewpoint, but they are also representing 2 higher education institutions. It is
therefore clear that comparisons of the findings within this stumyy compared to the
literature surrounding the views of HEIs which is covered in chapters 2 (2.3) and 3 (3.1.2). As
a dominant presence within the literature surroundiignployability work by Yorke, in
particular his research in 2006, boldly suggests thighin the arena of Higher Education,
Employabilityis multifaceted and can therefore not be given a set meaning. The research by
2N S adA3sSada GkKEFG O w2yS aAil S FAGA FffQ |
perhaps is signalling towardsSmploability being open to interpretation dependent on

specific needs. The variation of comments across the participants situated within this factor
loading is an indicator of just that, as the breadth and scope of commentary justifies the sheer
subjectivity sirrounding Employabilityand that more than one aspect is important. In this

instance the resounding aspect of importance is an individual drive, but the commentary does
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highlight that more than this is required. When comparing the views of Yorke (2O@te
idealised @Sort (figure 13), statement no 53, which was taken from the research by Yorke,
has been placed towards the bottom of thg column, showing that this statement leans
G26F NRa WwWyz2ad RAalFI3INBSQO ¢ KA & dAig showifigi S NB & (i
awareness of multiple stakeholders, but there has been no mention across the participants
of the concept being multifaceted. In a similar vein, reference to something being
multifaceted could also add to the complexities of a subject, bug ki@s been perceived as

not being the case when comparing this to the idealise8d@t (statement 51, columsB).
Throughout literature Employabilityis continually perceived as complex, so for the findings
within this factor to reflect this is largelyontrasted and goes against mo&mployability
literature. However, quote 5 (staffc) demonstrates that fitting into a specific role and using
this as preparation for employment is an important aspect coupled alongside an individual
approach toEmployability This viewpoint is like the research outcomes of that by Tomlinson
(2012) who mentions about the integration of industry being crucialEtfmployability
development, but with the difference being that this needs to be a relational approath wi
HEIs. The research by Tomlinson combines HEIs and Industry, whereas the findings and
commentary from participant staffc (Quote 5), indicate a relational approach between the
individual and industry, with no mention relating to the specific role, if, @hyHEIs. It is unfair

to label the beliefs of an institution upon the individuals who work within it, but as an
employee it is expected that institutional beliefs are translated through the workforce, in the
case of this study, the university staff meetb. Therefore, the findings from this study can
indicate 2 distinct viewpoints, (1) staff members are merely the vessels in which university
beliefs ofEmployabilityare carried, (2) each individual staff member will portray a personal
viewpoint of Emplgability. In relation to point 1, the idealised-§ort and theparticipant
guoteshave been compared to HEI focussed research regaigingloyability but there is

still the need to capture findings based on personal viewpoints and how this aligns with
literature relating to the concept being an individualised approach. The understanding of
Employabilityfrom the participants within this factor align with findings in literature that
state, with an individualised approach Employabilitythere is the needo understand and
ascertain skills in preparation for how this will accommodate the acquisition of employment
(Dearing,1997; deGrip, Van loo and Sanders, 2004; Klutymans and Ott, 1999; Stephenson,
1998; Thijssen, Van der Heijden and Rocco, 2008; Tom|)i2887; Yorke, 2006). Like the
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participants within this factor, the literature shows a weighted argument for individual
responsibility, but with the awareness of how understanding industry is also required.

1 f 6K2dzZAK NBFSNBy OSa 20 WSS BI2B2VSIVAIMD  HNIR  YShydid
2 and 4, there is no mention of understanding the job market therefore alluding to how an
individualised approach t&mployabilitycan be impacted. Previous research has indicated

the need to consider industryiorder to shape an individual approach wittiimployability
(Bridgstock, 2009; Brown, Hesketh and Williams, 2003; Canadian Government Labour Force
Development Board, 1994; Daniels, Andrea and Gaughen, 1998; DHFETE, 2002; Flanders,
1995; Forrier and Sel®Q03; Harvey, Locke and Morey, 2002; Hogan, ChariRmemuzic and

Kaiser, 2013HM Treasury, 1997Romgens,Scoupe and Beausaert, 2020; Thijssen, Van der
Heijden and Rocco, 2008; Tomlinson, 2012; Van der Heijde and Van der Heijden, 2006; Yorke,
2006). Imaddition to this, the views of Daniel, Andrea and Gaughen (1998); Tomlinson (2012)
expressed thaEmployabilityis an interdependent of the job market and understanding the

way in which job markets change can have an impact on how an individuglisplbydility

approach is tailored. There are strong views both within literature and from the findings

within this factor that an individual approach t@mployabilityplays a pivotal role, but
consideration and awareness must be given to other factors. WherSad a Ay 3 G KS WA y |
element within this factor as the key words/phrases mentioned at the start of this section,

this indicates that mentality/psychological approaches on an individual level are crucial.
Research has shown that personal identity amdividual mindset is a crucial element of the
individual conceptualisation d&imployabilityBridgstock, 2009; Dacifeool and Sewell, 2007;

deGrip, Van loo and Sanders, 2004; Knight and Yorke, 2003; McQuaid and Lindsay, 2005;
Tomlinson, 2007; Tomlinson, 28; Trought, 2012). This research resonates with the views in

guote 2 (staffb), quote 3 (staffl) and quote 4 (staff4) who mention that individuals must be
accountable and able to assess their own skills and attributes through means&fiesifion
andLJISNE 2yl | g NBySaao 5dz2NAy 3 (GKS AYyGSNIDASSH
elaborate further on the points made in quote 3 to expand on the need tereéifict and

demonstrate awareness. The participant replied with the following:
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c ® « ¢ege the Odsthoutcome for yourself you need to initially understand your
current position compared to where you want to be. Without-sléction and
awareness of what is going on in the working world, you are failing to prepare yourself

to be in the beisposition possible after graduating. | completely stand by that
Employabilityis an individual based approach, but in order for this to be effective you

have to understand yourself and measure that alongside factors that will impact your
future, e.g. indzA G NB &aSO0G2NR 2NJ dzLJa{ Aff Ay3d @2dz2NRARST

The views of this participant (staffl) indicate that they have a holistic approach to
Employabilityvhilst maintaining the idea that their personal view is that the concept is largely
individually driven. Viewpoints such as this, echo elements of the modelling set out by QAA
(2014) as highlighted in chapter 2, who have demonstrated 3 key stakeholders within the
concept and development @&mployability This section has so far commentedtbe beliefs

of the participants in relation to what they belie\employabilityis, but in contrast there is

also the requirement to understand what these participants beliewgployabilitynot to be.

When considering the significant statements identfieithin Table 14 which have
been ranked negatively by the participants, there is clear shift in comparison to those
statements ranked positively. These statements are focused more on higher education and
industry. This therefore portrays a perspectiverfi the participants loaded against this
factor as the concept dEmployabilitynot being defined by higher education or industry in
their view, which is interesting considering the role in which these participants represent.
When asking the participant® expand on their €5ort constructions for the statements

placed at the negative end of the scale, the responses varied:

TO a! YADGSNEAGASAE 2N KAIKSN SR EQplogabityy Ay 3
to an extent, otherwis€mployabilityg 2 dzf Ry QG 6S &adzOK | o6A3 R
believe institutions should facilitatemployabilityfrom person to person, rathéhan

adopting a one size fits all approach. If this approach is taken then this is when | feel
institutions are takingemployabilityaway from students and making it about what

GKS& grtyd G2 | OKAS@S |G +y AyadAaddziazyl €
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y® alL R2 dzy RS NA EmploRabilityis & maiketing3ooldoSunikessides,
but personally in relation temployability it is about ensuring we mould students into
0SO2YAYy3a SYLX 28l 06ftS gA0GKAY GKS &ASOG2N Ay

9. ¢cEmployabilityis not about industry, as taking this approach boxes students into
LIA3IS2yK2tSa GKFEG YIS AG a2 RAFTFAOdzZ G (2
(staffl).

The comments above show a similar view on why they feel disagreement wittatkengnts
placed at theg end of the QSort. However, when comparing quote number 8 and 9 they are
quite different in the way they feel industry has a role to play in the overall concept of
Employabilitgp t F NOAOALNI yvi Waidl T aR@ingdhe dnage $ witiadh NB F S
students are moulded. This view correlates to the work of McArdle (2007) who states that
industry should not driveEmployability,but it deservesa seat at the table in relation to
understanding industry expectations to assisthe development of person&@mployability
development. ThetatementLINE A RSR 06& LI NIAOALI yi WwWaidl FFRC
is being given for industry whilst their&ort has ranked industry related statements towards
the QSort in which tley most disagree. In contrast to this view, quote 9 from participant
Wadl FFmQ KEmployabKityshaBIRnotib& aniindustry driven concept and that by
doing this can result in detrimental impacts on students. These different perspectives
enhane the idea ofEmployabilitybeing complex as this evidence of what is deemed
significant within the concept dmployabilityaises more questions than answers. The views
2F LI NIAOALI YG Wall FFmMQ NB aKIFINBRtRRGKAY f A
state that industry driverEmployabilityis usually a selfish take on sector/industry needs
which therefore leads to a workforce that is perfect for a company but not always for the
industry.

Even though the participants that have been classifisdbelonging to this factor
possess a shared view on an individual approach, there are still differences amongst these
participants. Conducting Post-$prt interviews has proved invaluable to understand the
extent in which these views differ, as on th&face these participants are seen as having a
shared viewpoint, but upon further scrutiny there are differences in the detail, and simple

congregate of participants based upon factor analysis does not paint an entirely accurate
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picture. The views of thearticipants align much more strongly with literature focussed
towards an individual approach &mployability whilst also demonstrating a weak alignment
with literature from a HEI perspective. To delve deeper into the views of the participants
allocatedto Factor A, consideration has also been given to how the original Q set statements
have been constructed across the idealise8@t based on the original literature statements

in which they derived. As mentioned within Chapter 4, the Q Set containestafments,

that originated from the dissection of 20 definitionsErnployabilitywithin literature. Figure

14 demonstrates clustered statements that derive from the same literature source to
understand how participants constructed their&prts withoutthe knowledge that some
derived from the same source. The most obvious split of agreement vs disagreement from
one piece of literature is those highlighted in dark green (statements 4,2,8,5,3,52,7,53,6 and
1), with a spread of 4 te2. Dissecting theatements from literature into smaller statements

has presented the participants with an unknowing to agree and/or disagree with components
of an original statement without the restriction of being in either full agreement or
disagreement with 1 piece oftérature. From a researcher perspective, this could also
demonstrate that withinEmployabilityliterature there is a case for all bases being covered,
and rather than a generic statement on the concept, multiple factors have been considered.
There is ao evidence of specific cluster patterns such as statements 54 and 59, which has
both been placed in thes column, therefore indicating that there is complete agreement of
these statements as 1 original literature source. The distribution of statemaentbe
idealised @Sort also highlights the weighting within literature that is focused on the different
conceptualisations oEmployability The analysis of this factor has grouped the selected
participants (staffl, staff4, staffl0, staffb, staffc, staffas definingEmployabilityas an
individual approach, and it is clear from figure 14 that there are multiple resources who also
share this view. The idea of an individual approackntployabilitythat has emerged from

this factor can therefore be affdted to the Protean Career Theory (PCRLT is based on the
idea that an individual will strive for success of their own accord based on their own personal
attitude and desire to be successful (Hall, 1976). Although the participants within this study
are not the focus of this thesis, their beliefs on Employability and how this links to theoretical
concepts is crucial for understanding how this could translate through to students they

interact with.
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and continue
learning (46)




When referring to the idealised-Qort there are statements that directly relate to PCT, such
Fa WpENBySaa yR NBFESOUA2YQ oadlkiSYSyid o0z
6adl dSYSyid onv FyR We¢KS | 0 dfwarkahd sehanadeidd OG0 A @S
OF NBSNJ 6dzA f RAYy3 LINRPOSaaQ oadlrisSYSyid omoo {
been constructed to suggest a strong sense of agreement when deftmipoyability PCT
encompasses the individual desire and drive ifoprovement and progression, and this is
built upon by the internal motivators an individual possesses. As previously mentioned within
this section, definingEmployabilityas an individually driven concept, means the individual
must possess a desire andwallingness to develop, which correlates to the theoretical
concept of PCT.

Further discussion to compare factors, links to literature and how this aligns to

possible theories will be discussed within Chapter 8.

5.5 FACTOR B

oEmployabilityis driven by Higher Education with an appreciation for the complexities
Ay@2t OSRE

Within this section, Factor B will be dissected to look at the array of distinguishing statements
(Table 15) generated from those participants identified as belongingiscfdictor. The post
Q-Sort interviews will provide further understanding around theS@rt constructions from

the participants within this study. As mentioned within section 5.3.2 there is an obvious
pattern highlighting the role of higher education with Employability amongst the
participants loaded against this factor, hence the label creation. Factor B shows a distinct
viewpoint onEmployabilityrelating to the role of HEIs but with a hint of awareness for the
complexities involved when definingmpbyability which is evident within the idealised-Q

Sort as shown in Figure 15. Within Table 15 the terminology in the statements that have been
placed in the + element of the-Qort is largely focused on higher education, but also include

use of terms suclas multifaceted, complex, and holding different meanings for different



people. some understanding that the concept is also not as simple as that. This is further

backed up through theommentaryof the participants within this study:

14C



=5

Not my
responsibility
(59)

A tick box
exercise (50)

-4

Dealing with
familiar problems
in familiar
contexts (21)

Important for
higher education
institutes but not

=3

Figure b - Idealised @Sortc Factor B: Study 1

-2

-1

the student (55)
Not needed Gaining a job
(54) within a specified
time after
raduating (42

Securing any
job (40)

Benefitting the
economy (7)

A set of
achievements

(1)

Self-awareness
and reflection

(9)

Benefiting the
workforce (5)

Gaining initial
employment
(14)

Graduates
obtaining jobs
(10)

Getting a
graduate level
job (41)

The responsibility
of higher
education
institutions (23)

A set of
graduate
attributes (26)

Preparation for
contributing to
society as a citizen
(25)

Benefitting the
community (6)

Maintaining
employment
(15)

Obtaining
meaningful
employment (36)

The chances of finding
and maintaining
different types of
employment (19)

Preparing
graduates for
success (24)

The suggestion that a
capable person can
work effectively on
unfamiliar problems

(20)

Being successful
within a chosen
occupation (3)

A set of generic
attributes that a type
of employer specifies
(48)

0

An individual who
is suitably
qualified to obtain
a job (49)

Being prepared
for employment
(11)

Benefiting the
individual (4)

Dependent on the
state of the labour
market (18)

The possession
of basic core
skills (47)

Complex (51)

The capacity of a
graduate to
function in a job

(8)

The realisation
of his/her
potential in
work (34

The beliefs of a
higher education
institute (27)

141

1

2

3

4

5

About the More than the
individuals requirements of
characteristics (17) employers (30)
An ability to The knowledge and
demonstrate desired skills possessed by
attributes at the point an individual (38)

of recruitment (43)

Holds different
meanings for
different people (52)

The ability to
proactively navigate
the world of work and
self-manage the career
building process (31)

Defined 35 those who are capsble of
work asd are esceutaged 8
deveicn 1k, incwiedge,
Teckaalogy and adapeasiny to
#nabe Them 16 eier aed rem aie i

empoyment throaghout thee
working ives (15)

The possession by an
individual of the qualities
and competencies
required to meet the
changing needs of
employers (33)

Skills,
understanding
and personal
attributes (2)

The capability to
move into and
within labour
markets (37)

Knowledge and
understanding of
career management
skills (32)

Gaining work
experience
(12)

The capability to
move self-
sufficiently within
the labour market
(16)

A marketing
tool for higher
education (58)

Recognising the
importance of
willingness to learn
and continue
learning (46)

The attitude and
personal
attributes of an
individual (39)

The acquisition
of skills for life
(22)

More than the
possession of
generic skills (29)

Becoming
equipped with a
defined range of
skills (13)

Developmental,
indicating the likely
ability to develop
attributes (44)

Multifaceted and
therefore cannot
be given a set
meaning (53)

Important for the
student more so than
the higher education
institute (57)

The understanding
that a degree is not
the end for learning
(45)

Important for
higher education
institutes (56)

Qualities, skils and
understanding that 3 higher
education institute beleves
will be developed during a
students time at the
institute (28)




Unlike Factor A, this factor signals a strong belief that for those participants loaded against

Factor B, higher education is at the forefront of Employability as a concept, but with

10. i | respanssbilityp ta make the students employable. It is up to us to know
what skills the students wil/ need and i
(staffll)

11. AfnAs an academic we spend a | ot of ti

trying to solve the puzzle of how we transfer these skills into the working world for
students, | believe the role of higher education is pivotal, but | do think there are flaws

in the way this is executedo (o6staff3)6

MH® GOYLX 28l 0AfAle& Aedimportard ol Kighed edvcatds | Y R
AYyaadAadziSa a AG RNAGSa az2y$sS 2F GKS YSGNA

The commentary provided across the 3 quotes, creates a picture of higher education being

an important part of the concept of Employability. The findings from this factor outline a
responsibility shift on universities themselves and as a direct resultetiiso commentary

which provided a contrasting perspective to those participants within Factdi&re is very

little consideration for the individual within the views shared from the participants loaded
against this factor. Utilising the idealisedrt (figure 15), there is a hint of individual
consideration with statement 33 ranked against column 5, but this statement also highlights

a relational awareness alongside industry. The statements listed within the same column
(statements 56 and 28) aligmith the commentary from the 3 quotes above stating that the

concept ofEmployabilityis driven by higher education. Quote 10 (staff11) places all emphasis

on understanding what skills are required for students to be employable. Work by
Stephenson (1998 & KIF NS& aAYAT NI 9ASga G2 OGKFG 2F LI |
basic requirement HEIs should be providing fundamental skill development opportunities to
students. This is further concurred through the research by Harvey (2001); Pier@2); (20
Romgens, Scoupe and Beausaert, (2020), who suggest students must be equipped with
transferrable basic core skills that will prepare them for leaving education. This research
OGN} yaFSNR (2 GKS 02YYSyild YIRS 0 eedgasthindedA LI v i
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for skill development and the transferability of those skills, but equally raises concerns about

the way in which this is done within higher education. Tymon (2013) states when
Employabilityis introduced and integrated within education froonly a onedimensional
perspective, the chances of failing are highly likely. As mentioned, Stephenson (1998) shows
awareness of the need for skill development, but he also adds that an element of
psychological development amongst students should beoeraged. This adds to the

research conducted more recently by Artess, Hooley and MeBotgne (2017) who report

the inclusion of psychological development within students will allow them to form an
WARSY(GAG@QTX 6KAOK -asdedst refich ghd aldvédop in Kudas sughras 4 St F
Employabilityand therefore lending itself to creating a much more rounded graduate. Whilst

the literature states the need for psychological development within individuals, there is no
research that mentions how univergs do this and could perhaps be one of the flaws
YSYGA2YySR o6& LI NIAOALIYyE Wakdmmanes@avided byLl2y T
LI NOAOALI yi Waill FFoQ UGUKSNB gl a az2yvysS O2y FdzaAa?
guote 11 alongside the resedrcfrom Artess, Hooley and MelleBourne (2017). The

participant (staff3) added the following further commentary:

MOo® aWL R2y Qi 0 S-awas f SveregpatratKefle@tidn inir@atian® & St T
Employabilitg 6 adl FFou

This comment is somewhakewed from the literature and contradicts the need for reflection
and selfawareness as stated within literature. In addition to the work of Artess, Hooley and
Mellors-Bourne, there is a profound message wittiimployabilityrelated literature that
speals of the need for selwareness, regardless of which conceptualisatioBraployability

is being referred to (Bridgstock, 2009; Harvey, 2001; Hillage and Pollard, 1998; Knight and
Yorke, 2003; Tomlinson, 2012; Yorke 2006). Literature suggests thaft-aivseeness is
prevalent in the concept oEmployability then this can lead to better opportunities for
Employabilitydevelopment (Bridgstock, 2009; Harvey, 2001; Hillage and Pollard, 1998; Knight
and Yorke, 2003; Tomlinson, 2012; Yorke 2006). Howewetetermine levels of self

awareness and reflection, this practice needs to be encouraged by HEIs, but there is evidence
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within this study to suggest that presumptions are made about individuals when embarking

on a higher education journey:

Mn @ & LthattstbdedtsSMdcome to university are already in possession of basic
O2NB aiAftfta YR GKSNBFT2NBE (GKAa AayQd I NB

Although the statement above (quote 14) could be classified as presumptuous, research by
Daniels, Andrea and Gaughen (1998) found similar comments made by the participants within

their study. They reported that although an appreciation for the role inctvhiniversities

must play in the development &mployabilitg o6 GG f Sa NBtlFGAy3a (G2 Woi
apparent. Tymon (2013) picked up on the findings from Daniels, Andrea and Gaughen in his
work, and made points relating to the role in which umsity politics skew the concept of
Employabilityand rather than it being classified as a developmental aspect of education and
beyond, it is in fact often seen as a metric driven initiative. The idéargfloyabilitybeing

utilised within education as ainitiative to improve HEI metrics is not uncommon, and it was

also evident within this study:

Mp® aWLyadAaAbdziAzya KIF@S G2 oESplo@lligy o2
unfortunately is sometimes used as the scapegoat to enhance metrics due to the fact
Employabilitycan be open to interpretation and therefore shaped in a way that favours

Ly AyaodAddziazyée o6adlFF! 0

Utilising the concept oEmployabilityas a metric driven agenda is nothing new. In 2010,
Willetts stated university expectations and a targeiven culture, enabl&mployabilityto be

used for their own benefit to try and meet or exceed targets that will be looked on favourably

in the hope of securing more students and generating income. When aligning this to the way
in whichEmployabilityis measured within higher education,ist understandable why some
would think this way. As mentioned within Chapter 2 (2.3.3) the use of Destinations of
Leavers from Higher Education (DLHE) is a universally utilised resource that is often adopted
to measure and asse&snployabilityacross HEIlin the UK. There are however flaws to this
survey and has been subjected to many criticisms regarding the validity of how accurately it

measuresEmployability It could be argued that the complexities Bmployabilityas a
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concept and sheer difficultin definingEmployabilityallows for flexibility when measuring

0KS O02yOSLIiz odzi GKA&A GKSYy Sl @gSa GKS 1jdSai
metric if each institution has its own interpretation Bimployabilit Therefore, there are

flaws with the DLHE. Due to the conceptmhployabilitybeing open to interpretation, the
information captured by DLHE therefore must be vague to ensure it can be applied to all
institutions. In relation to this study there was very little mentioned abBWHE, but a

comment relating to data capturing being time critical was mentioned by one of the

participants:

MC® aWL R2y QO GKAY]l 3JFAYAy3 | 220 BAIGKAY
to do withEmployabilitg o6 adl FFy 0

This participant wasx@ressing their views on homployabilityshould be a developmental
process during education and beyond, and not just measured once the education journey has

SYRSR® Ly | F2ft2¢ dzLJ O2YYSyd LI NLAOALIYG u

M T Bmployabilityshould be a constd development, not a orme thing. Adding a

time element toEmployabilityh & 2yt & Fff2¢Ay3A dza G2 (y26 :
Employabilityat that moment in time, but that is not howmployabilityor even the

G2NI R 62NJ]aé¢ 6aial ¥FFyo

The comments praded by this participant express the disagreement of how DLHE survey
AYO2NLIR2N}FGSa | GAYS StSYSyd G2 Edploydiildgter y3 |y
assist in university metrics. Bannon et al (2016) and UUK (2016) has expressed their concerns
about the reliability of the data produced from the DLHE and feel the questions work in favour
of an institution rather than creating an accurate picture about the individual completing the
survey.

It is evident from this factor that the participantsdded against Factor B, believe that
Employabilitymust be driven by higher education, yet they are aware of the complexities of
the concept and how other influences can impact. As with the analysis conducted within
Factor A, these participants have nonlp shared personal viewpoints, but they are

representative of Higher Education as members of 2 institutions. In alignment with the
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analysis conducted in the previous factor, a point of interest is to assess how the participants
within this factor, constucted their QSorts from the original et deconstruction of
statements, which is demonstrated in figure 16. When analysing the clustering of the origin

of Q-Set statements there is a similar pattern emerging to the one within Factor A.
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Figure 16- Idealised GQSort Factor B; O Set Dissection: Study 1
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The statements seem largely spread across tHgo@ but unlike within Factor A, the
individual statements again are spread throughout, but within this factor, they are clustered
at the opposite end of the Q@ort. Except for statements 42,41 and 48, thexyea large
clustering of statements highlighted in light yellow. These statements are representative of
showing a focus towards higher education (statements 45,46,44,29,43,47) which is fitting
with the labelling of this factor and theommentaryprovided from the participants. As
suggested during the analysis of factor A, the fact there is minimal clustering from the same
sources, shows that the definitions Bmployabilitywithin literature are broad and therefore
allowing a multi conceptualisation @nployability There is reference to the participants
within this study having an awareness of other factors that can influémployability but
there is a strong allegiance of higher education playing a pivotal role in the concept of
Employability Ths view aligns with the theoretical concept of Human Capital Theory, which
is also prevalent withiEmployabilityliterature.

Human Capital Theory (HCT) points towards the productivity that can be gained
through the investment of education and training (Ber, 1964). Although the participants
within this study are not directly referring to their own investment in education, they are
representing the education in which productivity can be improved within students.
Therefore, in relation to combining thentlings of this factor analysis with HCT, the
participants loaded onto this factor (participants staff2, staff3, staff7, staff8, staff9, staff1l,
staffa, staffe) are advocating the need for education to play a significant role within the
concept ofEmploydility. Human Capital Theory utilises education as the driver for acquiring
knowledge, experience and capability, that will lead to successful employment and higher
earnings and therefore labelling education as a secure investment for individual develbpme
(Baartman and De Bruijn, 2011; Smith, 2010; Van der Heijde and Van der Heijden, 2006). As
mentioned throughout this section the role of higher education has been given priority within
this factor.

Further discussion to compare factors, links terktture and how this aligns to

possible theories will be discussed within Chapter 8.
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5.6 FACTOR C

O6Employabilityis industry driven and the contributions that can be made to society and

O2YYdzy AlASace

Following the pattern of the analysis of the 2 preceding factors, Factor C will be dissected to
look at the array of distinguishing statements (Table 16) generated from those participants
identified as belonging to this facto€Commentdrom the post QSat interviews will provide
further understanding around the @ort constructions from the participants within this
study. The idealised-Qort (Figure 17) for this factor largely differs from the preceding factors
within this study. The participants load against this factor definEmployabilityas a much

more industry driven approach but with consideration given to how this can benefit society
and the economy. Admittedly the loading of this factor is significantly less than on the
previous factors, buts stated within Q methodology literature, a loading of 2 or more
participants is deemed significant (Watts and Stenner, 2012). The terminology highlighted in
table 16 signifies a direct correlation to employment, with use of phrases such as gaining
employment, maintaining employment, and securing any job. Withindtagementsfrom

the participants loaded against this factor, this was also apparent:
My ® G¢KS LJzN1J2asS 2F 9vYLX 2eloAtAade Aa (2
or even job role fisomeone secures a job, surely this means they demonstrate good

OYLX 28Fo0AtAGE alAfttaég o6adl F¥po

Mpd aLY Y& LISNE2YIlIf 2LAYA2Y AT | 3ANI Rdzk §¢
g2dZ R Of FaaArfe GKAA la || adzoéefaa FNRY |y
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Figure 17- IdealisedQ-Sortc Factor C: Study 1
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The quotes provided (quote 18 and 19) are from the same participant and demonstrates a
perspective in which securing employment determigsployabilitysuccess. Research from
Bridgstock (2009) encompasses both an individual approadhriployabilityas well as an

industry driven approach. In the research from Bridgstock focussed on an industry driven
perspective, she refers to the idea of creating a list of requirements to fit employer needs that
Oty 0S dzaSR 0& AYRAQARdAzZ f2ebet Sgada2NBf dKSdzaK
does mention the need to be employable, the way in which this is done, encompasses more
than a simple check list. Additional research backed up this view from Bridgstock and added
that to create longevity in employment, andividual cannot assess themselves based on an
employer checklist, as this also rules out the possibility of transferability across sectors
(Archer and Davison, 2008; Robles, 2012; Succi and Canovi, 2020; Succi, 2018). This research
suggests that simply ahining employment is not enough, and that to be transferrable a
different approach is required. The restriction of analysis within this factor lies with the fact

that only 2 participants have been loaded against factor C, and therefore only being able to
consider 2 viewpoints. Theommentaryfrom both participants portrayed very similar
messages about how they defiligmployability both with an industry focus and how utilising

this can assess the succesg&ofiployabilitywithin their institution. Furthe commentary was

provided that began to focus on how shaping students to fit a particular role could assist those
students when trying to secure work experience/placement opportunities during their time

at university:

Hnd® a{2YS YI& RA&IFIAINBS gA0OK GKA&AX odzi L L
university, they may be presented with opportunities that are very difficult to come by

Ay GKS NBIf ¢62NIRZ GKSNBT2NBE &l diRdawAiae oo f
To me that means this student is prepared to be moulded to fit in with that
organisation to secure the opportunity, and in my experience, this type of approach

has led to students securing employment in a sector they want before they even

graduate. To me, that is aBmployabilityd dzOO0OSaa aG2NB¢ oaidl FFcod
CKS 1jd2GS o0& LI NIAOALI YO WadlrFFcQ Aa | afAdak
they both believe thaEmployabilityis and can be driven by industry but the rationale Ioehi

this is different from each participant. Quote 20 implies that an individual who shapes
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themselves to an opportunity is different to those who shape themselves to a sector, as
securing the opportunity is the aim for the individual. When referencing tieese findings
refer to literature there is some contradiction. As evidenced in Chapter 2 (2.4) and Chapter 3
(3.2) industries have stressed the need for basic skills and competencies to be developed
amongst employees, but when comparing this to themgef those participants in this factor,
they have a neutral/negative viewpoint on this being important to the concept of
Employability Research suggests that industry requirements should be considered when
addressing the concept dmployability but this should not be done in isolation and from
only an industry perspective (Ashraf et al, 2018; Hogan, Charivemuzic and Kaiser,
2013).

When focussing on the disagreemer)(end of the @5ort, there are similarities to
the previous 2 factors in relatn to statements 50 and 54, as all 3 factors have highlighted
that the concept oEmployabilityis needed and is not seen as a tick box exercise. However,
in this factor, in accordance with figure 17, the statement in which participants mostly
disagree wih is statement 18, signalling that the participants loaded against factor C, strongly
disagree that the concept dmployabilityis dependent on the state of the labour market.
¢CKAAa adlraSYSyid eora Stlo2NF ISR 2y o0& LI NLAOAL

HM®e easdh | disagree th&mployabilityis not dependent on the state of the

labour market is because this is irrelevant. The state of the job market does not stop

the need for people to obtain employment, therefdeenployabilityis needed,
regardlessof S adl GS 2F GKS 1 02dzNJ YFENJ Sid¢ oadl

The point made by this participant is valid in the sense of employment is still required for
people to earn a living, but the statement in quote 21 was the only detail provided and
therefore leaving the meaning dfis open to interpretation. Thisommentalso goes against

what literature states, which is tha&mployabilitywill differ dependent on the state of the

labour market, and this is mentioned throughout literature related to the concept of
Employability(Bridgstock, 2009; Brown, Hesketh and Williams, 2003; Canadian Government
Labour Force Development Board, 1994; Daniels, Andrea and Gaughen, 1998; DHFETE, 2002;
Flanders, 1995; Forrier and Sels, 2003; Harvey, Locke and Morey, 2002; Hogan, Chamorro
Premuzic ad Kaiser, 2013HM Treasury, 1997Romgens,Scoupe and Beausaert, 2020;
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Thijssen, Van der Heijden and Rocco, 2008; Tomlinson, 2012; Van der Heijde and Van der
Heijden, 2006; Yorke, 2006). In keeping with the previous analysis conducted over the
previous 2factors, an idealised <@ort showing the original -Qet statements is provided in
figure 18 to assess how the views from literature have been disseminated across the idealised
Q-Sort. As seen within figure 18 there is somewhat more clustering of statésnanginating
from single definitions of Employability than what has been seen within Factors A and B, as a
lot of the colour coding is much closer together, except for those statements highlighted in
orange (statements 17,18,19,15). These statements aplicable to the comment
surrounding the misalignment between literature and the viewpoint of the participants in this
factor. Unlike the previous factors, the participants within this factor have unknowingly
agreed with a significant amount of the angl concourse statements in their entirety.

Further discussion to compare factors, links to literature and how this aligns to

possible theories will be discussed within Chapter 8.
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5.7 COMPARING FACTORS AB AND C

An obvious point to make when discussing the 3 emergent factors within this study, is that
differences across all 3 are expected, hence the emergence of 3 factors. The differences
across the factors have highlighted 3 separate conceptualisations inorekatithe concept

of Employability The 3 conceptualisations align to the QAA model (2014) utilised in Chapter
2, but this will be discussed in further detail within Chapter 8. Although understanding
different viewpoints is important, and aligns to thagadigm of a constructivist approach, the
varied viewpoints need to be considered further due to the roles in which these participants
play in relation to students. To expand on this further and assist with discussion in Chapter
8, table 17 highlights theumber of staff members from each institution loaded against each

factor.

Table 17- Participant Factor Loading per Institution: Study 1

Factor A Factor B Factor C
University 1 (NW) 3 6 2
University 2 (MID) 3 2 0

The relevance of table 17 emphasises that the variation of different views across members of
staff within the same institution adds to the complex and confusing nature of the concept of
Employability As an example, if a student was being taugmiployaHity related content by
several members of staff, and those different staff members featured in different factors
within this study, there is a risk that, that student would be taught 3 different
conceptualisations dEmployability This could be arguetat having a perspective from each
conceptualisation is not wrong, but there is also the case that this could add to an already
complex concept. This is particularly prevalent as mentioned within Chapter 3 (3.2.1) when
considering the influence that statin have on students in relation to teaching, learning and

student engagement (Evans and Kozhevnikova, 2011; Fransen, Kirschner and Erkens, 2011).
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The impact of these different viewpoints will be considered in detail within the concluding
chapter of thighesis (Chapter 8).

Reverting to the 3 factors within this study, table 18 demonstrates what each factor
represents and highlights any similarities that have emerged across the factors. The most
significant similarity that was captured across each daawvas that Employabilityis a

requirement and that it is not perceived as a tick box exercise.

Table 18 The Conceptualisations of Factors A, B and C: Study 1

Label Conceptualisation Similarities

Factor A Employabilityis driven by the individual Individual

Agreement across all

Factor B Employability is driven by higher Higher Education the factors that
education with an appreciation for the Employabilityis a
complexities involved concept that is needed

and is not perceived as
Factor C  Employability is industry driven and the Industry a tick box exercise
contributions that can be made to society

and communities

These viewpoints disagree with the statements put forward by AGCAS (2011) and Daniels,
Andrea and Gaughen (1998) who state that the way in whitiployabilityis often used as a
vehicle for other agendas within higher education can portray the idea otdineept being
nothing more than a tick box exercise and therefore leading to the notidangbloyability

not being needed. The shared viewpoints across each factor align to most of the literature
surrounding the concept dEmployabilityregardless of theonceptualisation. In reference

to table 18 and the identification of how each factor has been aligned to a conceptualisation,
this links with the model from the QAA (2014) which was introduced in Chapter 2 (2.2). The
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difference between the model from @®and the conceptualisations emerging from this study

is that the QAA model identifies 3 key stakeholders when conceptuaismgoyability in
comparison to the findings from this study which has identified 3 conceptualisations emerging
from one of thosekey stakeholders. Although the labelling of the QAA model is slightly out
of alignment with the conceptualisations emerging from this study, they are still applicable,
e.g. students ¢ individual, employers¢ industry. The findings of 3 emerging
conceptualisations can also be explored using the idealise8o@s for each factor by
highlighting which conceptualisation each statement originated from. Figured itline

the idealised GBorts for each factor when considering the emergent contextualisgti@n G K I {
have become evident through this study. Utilising figure19here is a clear difference
from a contextual perspective about how the statements have been constructed. It is evident
from the idealised €Borts for each factor that there are sificant clusters relating to a
specific contextualisation dimployability Figure 19 highlights a large cluster of statements
colour coded as orange which signify statements relating to an individual approach to
Employability Although these statementare spread across the entire-&brt, the large
clustering towards the + side of the sort-§) implies a strong relationship between the
participants views aroun@&mployabilityand their beliefs in alignment to these statements.
This is also evident withifigure 20, with the difference of green clusters representative of
statements towards higher education.This suggests a strong agreement with these
statements having meaning for the participants loaded against factor B. Figure 21 is not as
obvious as tk previous factors but when comparing all 3 figures there is an obvious shift of
industry related statements moving across to the-fight side of the Q Sort which implies
participant agreement with those statements. Figures2l9will be discussed furdr within

Chapter 8 to provide a platform of discussion about how the factors align to literature.
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5.8 CONCLUSION

The findings from this study have highlighted the level of complexity in relation to
Employabilityruns deeper than what is portrayed within literature. The 16 participants have
varied views on how to definEmployability which is expected due to the coept being
complex, but the impact of this is significant. The purpose of this thesis is to understand the
perceptions of Employability from a view of students and understanding how these
perceptions can impact on engagement. Literature discussed vitikipreceding chapters
highlights student perceptions and engagement can be influenced and impacted by teaching
staff (Gunn, 2018; Wood and Su, 2017; Willetts, 2015). Therefore, the emergence of these
O2y G SEldzZ ft A&l GA2Y Q& | Y2ed th&he QAA modeR(20B4)iis NoB K 2 f R
surprising due to 16 different viewpoints. However, when considering that the multiple
messages relayed to students by multiple staff within the institutions from this study, the
complex nature of the concept &mployahity becomes even more complicated. In relation

to the objective for this study:

1 Identify if there is a shared understanding and perception Bmployability within

and amongst relevant Higher Education Teaching Staff within Sport

This objective has beeachieved and has highlighted that there are grouped members of staff
with a shared understanding and perception Exfnployability whilst also highlighting that

across these 16 participants, there are 3 distinct ways in wnployabilityis viewed.

5.9 THE STUDENT VOICE: MY VIEWS AS A RESEARCH STUDENT: STUDY 1

As voices of their institution, seeing that staff perceptions aligned in a similar way to those
found within literaturewas not something | was surprised to find, considering the literature
derives from academics who have a curiosity about the concelahgiloyability A point that

does concern me about this alignment is that the similarities are so clear that there appears
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to be little room for any other considerations. When conducting tiesearch, did notice

that most staff tried to draw on theiexperiences of working as an academic which of course
was the purpose of the study, but it was interesting to see that there was no mention of if
they were in the shoes of students. Speakinglifterent staff members who held different

roles but who had equal interaction with the same cohort of students is something | found
fascinating as some had very different perceptions but would be expected to contribute to
the sameEmployabilitycurriculumdevelopmentwithin their institution. Even though | have
stated the findings from this study did not surprise me, there also has to some consideration
given to the time in which this data was collected. The data collected was done so in 2015 (7
years ag) so the perceptions of staff may well have chanféluis study was conducted again

with the same participants. Perhaps a future direction for studies of this nature is to take a
longitudinal approach to data collected on staff and not just studehigould be interested

to test theories such as the Self Concept Thoery by Super (1981) alongside those views to

rationalise if there has been change in perceptions, why that might be.



CHAPTER 6: STUDY 2 FINDINGS
(STUDENT PERCEPTIONSNIFLOYABILITY
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6.0 INTRODUCTION

As mentioned in the previous chapter the aim of this thesis is to develop an understanding of
what Employabilitymeans to undergraduate sport students and assess how this may impact
their engagement with Employability This chapter, therefore, aims to reveal the
Employabilityperceptions of students who are studying multiple disciplines across.spbé&

objective in which this chapter aims to address is objective 2, as set out within Chapter 1:

1 Explore undergradute Sports Students knowledge and perceptions of

Employability

The way in which this study has been conducted is identical to that in Study 1, by utilising
Q Methodology. As mentioned within preceding chapters, the subjective nature of the
Employabilityas a concept, justifies Q Methodology as an ideal tool for exploring these
subjective views.

As within study 1, the same 2 institutions were involved in this stwdiz the only
difference being the participant population as student perspectives becaméttusfor this
study. The procedure for this study was almost identical to that in stualydthe differences
will be outlined in section 6.2. To remain consistent, the same Q sets, Q Sort Template and
time was allocated to that within study 1.

The remainder of this chapter will disclose and interpret the findings from this study to

explore undergraduate Sports Students knowledge and perceptioBsployability

6.1 PARTICIPANT INFORMATION AND RATIONALE

The 39 participants chosen for this diu were selected from 2 UKigher Education
institutions (HEI). 1 institution based in therthwest of Englanda=34with the other in the
Midlands n=5 Table 19 provides information relating to the chosen participants, related to

which institution they belong to and their chosen course of study.
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As mentioned within the previous chapter during the time of data collection, my role
as a member of staff at the university located in the Northwest meant that consideration
needed to be given to my relationghwith the participants. Within my role | had access to
students across specific courses whaeh highlightedn Table 19. Therefore, to satisfy the
requirements outlined to gain ethical approval, | ensured that all the participants within this
study weae not taught by myself prior to the commencement of the data collection.

As mentioned in Chapter 5 also, the university located inNheélands was chosen
based on a good relationship that had been built between a former supervisory team member
and memtlers of staff within the university located in tividlands.

Appropriate sport courses from both institutions were identified based upon how
Employabilityrelated content was delivered across the programmes. The courses highlighted
in Table 19 included specific standaloBmployabilitymodules for the students, whilst the
remainder embeddedEmployabilitycontent within contextbased modules. Participants
were randomly selected from each of these programmes. The rationale behind this was
based on the assessment of whether embedded or standatomployabilityrelated content
impacted on student perceptions or engagement which will be highlighted in thedindy
(Chapter 7).0Once the appropriate sport programmes had been identified across both
institutions, | was invited to provide a brief overview of the purpose of my research in the
hope of also gaining willing participants. For those interested, agiaait information sheet
and consent form were distributed (Appendix F and G). Participants were not obliged to take
part in this research and were informed that if they chose not to take part, they could simply
refuse to sign the consent form with no jiications.

In the next section of this chapter, information will be provided to demonstrate

the practices and procedures involved to collect the data for this study.
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Table 19 Study 2 Participants

Participant Identifier

HEI

(NW=NorthWest, Mid = Midlands)

Course Title

Gender

IsmNW
2smNW
3cd-NW
4cNW
5cdNW
6CA-NW
7CHNW
8CNW
9c-NW
10cdNW
11cdNW
12cdNW
13cNW
14cNW
15¢NW
166NW
17cNW
18cNW
19¢NW
20cNW
21cNW
22cNW
23cNW
24cNW
25¢NW
26cNW
27stNW
28stNW
29ssNW
30ssNW
31ssNW
32ssNW
33ssNW
34ssNW
35cdMID
36¢cdMID
37cdMID
38cdMID
39cdMID

NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
NW
Mid
Mid
Mid
Mid
Mid

BA (Hons) Sports Management
BA (Hons) Sports Management

BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coaching & Developm:
BA(Hons) Sports Coaching & Developme
BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coachindp&velopment
BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coaching & Developm:

BA (Hons) Sports Coaching

BA (Hons) SporSoaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA (Hons) Sports Coaching

BA(Hons) Sports Studies

BA (Hons) Sports Studies

BA (Hons) Sports Science

BA (Hons) Sports Science

BA (Hons) Sports Science

BA (Hons) Sports Science

BA (Hons) SporScience

BA (Hons) Sports Science
BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coaching & Developm:
BA (Hons) Sports Coaching & Developm:
BA (Hons) SporSoaching & Developmen
BA (Hons) Sports Coaching & Developm:

LT T2 TM1T T ML T2 mnm=EEEEECEEmTMmMEEEEE"1mm <"1 £
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6.2 STUDY 2 PROCEDURE

The main aim of this study is to explore objective 2 which was introduced within chapter 1 of
this thesis. To ensure that this objective was achieved it was imperative to ensure the correct
methodology (Q) and the execution of this methodology was aceura done so within
study 1. Figure 22 highlights a basic outline to ensure that the practice of Q methodology was
appropriate for this study.

Based upon the time | had with the students, | conducted the data collection based on
programme cohorts. Was provided with an hour for each cohort in which | was able to set
them up with a dedicated workspace to complete their individugg@t. Another room was
made available to conduct the post®prt interviews individually after each participant had
finished. As with the previous study, the time allocated for each group was 1 hour, but all the
participants completed their €ort within 4045 minutes. As some of the groups were quite
large, | ensured that the post-Qort interview did not exceed 15 mireg which seemed to

be enough time for all the participants.

Figure 22- Ensuring O ig&\ppropriate to meetObjective 2

Obijective: Study 2
Exploreundergraduate Sports Studentsowledgeand perceptionsof Employability

1

Q Methodology

Q Sort Exploreinitial Post Sort Interview (Assesy Factor Analysis (Analyse

perceptiong knowledgeby perceptionsof Employability
understanding Q sort across the participants)
distribution choices)

Prior to each Bort being completed, alongside the signemhsent forms, | also verbally
checked with each participant to acknowledge their acceptance of their involvement in the

study and informed them about how this data would be used.
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The practices and procedures as mentioned within Chapter 5 (22.3) were also adopted

for this study, but with some slight variation due to accessibility. As this study was being
conducted per programme cohort, | was only able to offer them a workspace within a group
setting, meaning each completed-&drt per progamme was done so in the same room at
the same time. The post-Qort interviews were conducted in the same way as those within

study 1.

6.3 FINDINGS: FACTORS A, BAND C

Like the previous study, the findings from this study have presented 3 emergent factors within
the data set. As with the previous study, the extraction of 3 factors highlights 3 distinct
viewpoints in relation toEmployabilityacross the participants with this study. After
completing the Centroid Factor Analysis followed by a varimax rotation for this study, 5 of the
participants were not loaded against a particular factor, therefore a manual factor rotation
was applied of-24 degrees. The manual rokam between factors 1 and 2 presented a
different outlook on the loading of the 3 factors and following this, each participant was
loaded onto a factor. The factor matrix as evidenced within table 20 demonstrates the
number of factors that have emergedna@ which participants are significant within each
factor. Table 20 highlights significant factor loadings across the participants, highlighted in
GKS GlroftsS gA0K W¥. Qo . FaSR 2y (KS NBO2YYSYRI
loading in this sidy far exceeds the minimum allocation to be deemed a significant factor,
with no factor in this study being loaded with less than 10 participants. With the addition of
the Eigenvalue exceeding 1.00 for each factor, adds further justification for theiealet 3
factors within this study. Table 21 demonstrates the correlation between the 3 emergent

factors within this study.
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Table 20- The Factor Matrix: Study 2

Factor
Participant A B C
1smNW 0.0351 0.1736 0.5001X
2smNW 0.1989 0.3101 0.5646X
3cd-NwW 0.1655 0.2636 0.4407X
4cdNW 0.3705 0.5038X 0.2396
5caNW 0.3589 0.4793X 0.0066
6caNW 0.5767X 0.2136 0.2297
7cdNW 0.2567 0.5837X 0.2277
8cdNW 0.4901X 0.3006 -0.0343
9cdNW 0.3846X 0.2303 0.3002
10cdNW 0.3583 0.3897X 0.0801
11cdNW -0.2616 0.3909X -0.1071
12cdNW 0.0603 0.2706 0.3809X
13cNW 0.4576X 0.1109 0.4310
14cNW 0.1237 0.2637 0.3573X
15¢NW 0.1966 0.4348X 0.1842
16cNW 0.0529 -0.0238 0.4239X
17¢NW 0.4711X 0.1491 0.2110
18cNW 0.4908 0.5313X 0.0697
196NW -0.1323 0.1009 0.5615X
20cNW 0.2268 0.6132X 0.1795
216NW 0.3553 0.4606X -0.0542
22cNW 0.2595 0.2582 0.3512X
23cNW 0.6122X 0.2277 0.2495
24cNW -0.0989 0.5783X 0.2344
25¢NW -0.1071 0.4976X 0.0428
26GNW -0.0102 0.4526X 0.3317
27stNW 0.4989X 0.3966 0.1803




28stNW 0.3553X 0.3094 0.1922

29ssNW 0.3400X 0.2059 0.2876
30ssNW -0.0693 0.2352X 0.0894
31ssNW 0.1915 0.4672X 0.3929
32ssNW 0.4529X 0.0021 0.3600
33ssNW 0.4337X 0.3566 0.3228
34ssNW 0.4790 0.5197X 0.1939
35cdMID 0.3926 0.2691 0.5043X
36¢cdMID 0.2272 0.5941X 0.2480
37cdMID 0.1046 0.4401X 0.2832
38cdMID -0.0284 0.3732 0.3923X
39cdMID 0.2315 0.3293X 0.1041
Eigenvalue 10.08 1.66 1.49
Rotated % expl. Var 11 14 9

X = Significant Factor Loading

Table 21- Correlations Between Factor Scores: Study 2

A B C
A 1.00 0.64 0.59
B 0.64 1.00 0.61
C 0.59 0.61 1.00

As seen in Table 21 Factor A and B have the strongest correlation score of 0.64, closely
followed by a correlation of similar strength between factors B and C at 0.61, before the
weakest correlation is demonstrated at 0.59 between factors A and C. Although there are
differences in the strength of correlation, they are all very close togetherelation to
strength, with only a difference of 0.05. In alignment with the work of Ratner (2021) Table

22 demonstrates correlation strength across the factors.
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Table 22¢c FactorCorrelation Strength: Study 2

Combined Factor§y Weak (0g 0.29)

lf 6K2dzZAK GKSNB IINB y2 WalidNRy3IQ O2NNBfl A2y a
consistency of a moderate correlation is an interesting find within this study, as not only have
3 factors emerged, but there is evidence to suggest that across Béactors there is a highly
moderate relationship across them all, falling only just short of being classified as strong
correlations. This will be explored further within the Chapter 8. Although it may be
considered disappointing to not see a strorggrelation between the factors, this does not
deter away from the significance within the individual factors themselves.

In the upcoming sections of this chapter each factor will be explored to understand
the views of the participants loaded against baclo understand these views, it is necessary
to evaluate each factor based on the common understandings within them, and label them
appropriately to define how the participants loaded within each factor perceive
Employability

Tables 225 demonstratethe distinguishing statements within each factor. These
tables will assist in the labelling of each factor based on the shared views of the participants

loaded against them.

6.3.1 FACTOR A: LABELLING

Labelling this factor has been determined by #tatements that have been strongly agreed
with and have therefore been placed alongside a positive Q sort value (Table 23). Although

there are multiple statements that have been allocated a positive Q sort value, they do not
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all share equal significandeut there is a common pattern amongst those statements with a

z score above 1.00. The phrases/words highlighted in red signal a pattern of perception
amongst those participants that have been classified as belonging to this factor. Comparisons
and furthe evaluation will feature later in this chapter before moving into a mordepth
evaluation of the findings within this thesis holistically in Chapter 8. For those participants
who have been classified as belonging to this factor there is an emergétarmpahat
indicates their perceptions strongly align witmployability focussing on the need of
employers/industry. When comparing this to the literature within chapter 3 (section 3.1.1)
this approach t&Employabilitymirrors the views of multiple authrs including DHFETE (2002)
who state that an employer focussed approachedEimployabilityneeds to be considered
when assessing perceptions. This is assessed in more detfad iasearch by Bridgstock
(2009) who reported thaEmployabilityshould be diven by a list of employer requirements

and therefore bringing industry needs to the forefront BMmployability However, the
research from Bridgstock does have an air of contradiction as she states that focussing purely
on employer needs could hinder imitlual longevity and therefore adopting an approach of
Employabilitywith only an industry focus, could limit the potential career paths and
transferability of individuals. Although the findings from this study within Factor A indicate a
strong inclinatbn towards an employer/industry approach, there are hints within the
statements that there is still some awareness that falls outside of the need for employers.
This implies that although the pattern of employer needs is strong in relati@mtployabiliy
amongst these participants, there is a likelihood that these participants would not be closed
off to the concept ofEmployabilitybeing focused on other areas also, such as individual
requirements and needs. Based on the strengths of the positive statesror this factor,
Factor A within this study has been labell&mployabilityis obtaining and maintaining

employment by possessing qualities and attributes that employers specify.



Table 23 Factor Ac DistinguishingStatements: Study 2

Statement No Statement Q-Sort Value Z Score
15 MaintainingEmployment 5 1.96
33 The possession by an individual of thealities and competencies required by the changing needs of employers 5 1.78
43 An ability to demonstratelesired attributes at the point of recruitment 4 1.33
49 An individual who is suitablyualified to obtain a job 4 1.22
3 Being successful within@dosen occupation 4 1.10
57 Important for the student more so than the highedgcation institute 3 0.69
48 A set ofgeneric attributes that a type of employer specifies 2 0.68
30 More than the requirements of employers 2 0.56
45 The understanding that a degree is not the end of learning 2 0.56
32 Knowledge andinderstanding of career management skills 2 0.52
52 Holds different meanings for different people 1 0.44
29 More than the possession of generic skills 1 0.40
40 Securing any job 0 0.25
5 Benefiting the workforce 0 0.22
31 The ability toproactively navigate the world of work and seifinage the career building process 0 0.22
25 Preparation for contributing to society as a citizen 0 0.19
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56

21

26

16

53

51

18

27

23

55

Benefiting the individual

Benefiting the community

Important forhigher education institutes

Dealing with familiar problems in familiar contexts

A set of graduate attributes

The capability to move sedufficiently within the labour market
A set ofachievements

Multifaceted and therefore cannot be given a set meaning
Complex

Dependent on the state of the labour market

The beliefs of a higher education institute
Theresponsibility of higher education institutes

Important for higher education institutes but not the student

0.18

-0.20

-0.52

-0.58

-0.58

-0.62

-0.85

-1.01

-1.03

-1.20

-1.26

-1.62

-1.70

* Phrases relevant to labelling this factor
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6.3.2 FACTOR B: LABELLING

To label this factor, consideration has been given to the distinguishing statements that have
been assigned a z score of over 1.00 (Table 24). In alignment with how previous labels have
been defined, key phrases/words have been highlighted to try andri@scea common

pattern of perception amongst the participants allocated to this factor (Table 24). For the
participants listed within this factor there appears to be a mixed vievEowployabilitywith

perceptions aligning to the role of Higher Educatiomstitutes, the role of individuals
themselves but also th&Employabilitycan hold different meanings for many people. When
comparing this perspective to that within literature, there is a strong similarity to the views

of Yorke (2006) who descridemployability as multifaceted, especially within the arena of

Higher Education. The views of the participants within this factor are interesting when
O2yaARSNAY3 GKIG GKSNB Aa | akKlFINBR @OASg T2
Employability This will be explored further within the discussion chapter (Chapter 8) but

ol aSR dz2alry GKS NBaSIFNOK o0& YyYyA3IaKEG FyR , 2NJS
build Employabilityframeworks that replicate the working world. This indicates thatfra
a0dzRSY 0 LISNELISOUGAGBS oCkOG2N . LIENIokablkyLI y (&0
criteria, but literature states HEIs are merely the middlemen and the link to industry.
Although the perceptions dimployabilityemerging from this factor indate a steer towards

a combined conceptualisation of individual and HEI focus, utilising the literature sheds a
different light on how, beyond the surface there are other stakeholders impacting on this but
clearly out of view of the participants within thegudy. As stated previously this will be
explored further within Chapter 8. Based on the strengths of the positive statements for this
factor, Factor Bwithin this study has been labelleEEmployabilityis not a one size fits all

concept and can be ingidualised based upon the required skills and attributes determined

oe 1 9LQa®
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Table 24- Factor Bc Distinguishing Statements: Study 2

Statement No Statement Q-Sort Value Z Score
52 Holds different meanings for different people 5 2.83
28 Qualities, skilland understandinghat a higher education institute believes will be developed during a students time a 4 1.44
institute
40 Securing any job 4 1.42
26 A set ofgraduate attributes 4 1.40
53 Multifacetedand therefore cannot be given a set meaning 3 1.33
4 Benefitting the individual 3 0.76
1 A set of achievements 2 0.70
6 Benefiting the community 2 0.64
21 Dealing with familiar problems in familiar contexts 2 0.59
18 Dependent on the state of thebour market 1 0.27
45 The understanding that a degree is not the end of learning 0 0.05
49 An individual who is suitably qualified to obtain a job -1 -0.38
11 Being prepared for employment -2 -0.65
32 Knowledge and understanding of caresanagement skills -2 -0.73
31 The ability to proactively navigate the world of work and-se#fhage the career building process -3 -0.78
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57

15

59

16

54

48

Important for the student more so than the higher education institute
Maintaining employment

Not my responsibility

The capability to move sediufficiently within the labour market

Not needed

A set of generic attributes that a type of employer specifies

-0.90

-1.42

-1.44

-1.69

-2.06

-2.19

* Phrases relevant tlabelling this factor



6.3.3 FACTOR C: LABELLING

The keywords/phrases that have determined how this factor should be labelled incorporates
the need of individual awareness and appears to reflect the percepti@mygfloyabilitywith
consideration for individual mindset. Within Chapter 3 (3.1.3) therevislence within
literature that demonstrates a shift in the individualised conceptEofiployabilityand the
participants within this study who have been categorised within this feagpmear to share a
similar view When assessing the statements that héeen allocated & score over 1.00
(Table 25), the keywords align with the research of Bridgstock (2009)-Paoteand Sewell
(2007); deGrip, Van loo and Sanders (2004) Knight and Yorke (2003) McQuaid and Lindsay
(2005) Tomlinson (2007) Tomlinson (204&y Trought (2012) who stated themployability
needed to look towards personal identity, individual mindset, proactiveness, attitude,
willingness, selbelief and seHesteem. Although there is little evidence of mindset
development withinEmployabilitypractice, there is research to suggest this is important
(Chapter 3). Incorporating the idea of mindset development also opens the door to specific
theories and frameworks that can be utilised with the concepEoiployabilitywith more
relevancy. Thesé¢heories include Human Capital and Protean Career Theory and the
relevance and relatability of these wittmployabilitywill be discussed in much more detail
within Chapter 8. Based on the strengths of the positive statements for this factor, Factor C
within this study has been labelle@Employability is focussed on personal awareness of
individual capability, attitude, and the realisation of potential with the understanding that

based upon thisEmployabilitycan hold different meanings for everyone.
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Table 25- Factor G; Distinguishing Statements: Study 2

Statement No Statement Q-Sort Value Z Score

35 Defined as those who ampableof work and are encouraged to develop skills, knowledge, technology and adaptabditgltte 5 2.40

them to enter and remain in employment throughout their working lives

34 Therealisation of his/her potentiah work 5 1.60
45 Theunderstanding that a degree is not the end of learning 5 1.52
39 Theattitude and personal attributes of an individual 4 1.51
52 Holds different meanings for different people 4 1.40
36 Obtaining meaningful employment 3 0.97
9 Selfawareness and reflection 3 0.96
31 The ability to proactively navigate the world of work and-sedfnage the career building process 3 0.88
58 A marketing tool for higher education 2 0.86
44 Developmental, indicating the likely ability develop attributes 2 0.59
42 Gaining a job within a specified time after graduating 2 0.57
49 An individual who is suitably qualified to obtain a job 1 0.25
32 Knowledge and understanding of career management skills 0 0.11
13 Becoming equippedith a defined range of skills 0 0.06
1 A set of achievements 0 -0.07




16

26

57

53

15

18

14

48

21

40

The capability to move sediufficiently within the labour market

A set of graduate attributes

Important for the student more so than the higheducation institute

Multifaceted and therefore cannot be given a set meaning
Maintaining employment

Benefitting the community

Dependent on the state of the labour market

Benefitting theindividual

Gaining initial employment

A set of generic attributes that a type of employer specifies
Dealing with familiar problems in familiar contexts

Securing any job

-0.08

-0.10

-0.11

-0.13

-0.64

-0.66

-0.74

-0.77

-0.96

-0.99

-1.31

-1.42

* Phraseselevant to labelling this factor
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6.4 FACTOR A

O6Employabilityis obtaining and maintaining employment by possessing qualities and

FGONROdzGSa GKIFGO SYLX 2eSNBR aLISOAT

Within this section Factor A for this study will be examined in cldstil to develop a further
understanding of the perception dimployabilityfrom those participants who have been
categorised into this factor. To add further context to these findingsymentsthat emerged
via the post @ort interviews will be included to add context and enhance the richness of the
data recorded. The emergent shared view of the participants within Factor A indicate an
emphasis on industry being a key stakeholder when it colmeliving what is required on
an individual basis from aBamployabilityperspective. From the analysan idealised €5ort
KFra 0SSy LINRPRdAzZOSR (2 &aK2¢ GKS @ASga 2F | W
(Figure 23).

When evaluating the idealised-§ort (Figure 23) it is indicative of the label that has
been created to represent those within this factor, however, there are some contradictions.
{GFGSYSYyld onzZ 6KAOK A& f20F (SR emfoRisNdct@2 t dzYy
and implies thaEmployabilityis more than the requirements of employers. The fact this has
0SSY LI OSR dzyRSNJ O2f dzYy WHQ &aK2ga GKFG A
this is only an idealised -Qort, so is not reflectivef each individual perspective. To
understand each individual viewpoint, the post3Qrtviewsare important. When comparing
the results of this factor there is an alignment between the views of the participants belonging
to factor A and views throughaliterature. This is evident when noting the views of Flanders
(1995) and DHFETE (2002) who state Eraployabilityis the ability to secure and function
in any job and the concept &mployabilityshould be built around the needs of the intended

employment sector
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Figure 23 Idealised G@Sort¢ Factor A: Study 2
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These views are shardxy participant 8cdnw who provided the followinguote:

HH® GC¢CKSNB FINB |fgled 2203 YOuKuStN&Eto OISY A 7
2y 6AGK AlGO LF L ySSR I 22062 UKSy-L ySSF

nw)

This statement from participant 8ealw sits with some of the views of Bridgstock (2009) who
reported thatEmployabilityas a concept can lariven by a list of employer requirements and
therefore bringing industry into thEmployabilitydriving seat. Furthezcommentsfrom other

participants added to this view also:

Ho® aDSUGGAY3 | 22 &mplojabilkyy ddguNbat, o intder wha T2 NJ Y

AlG Aavd) 6mMoO

24. If you understand the sector that you want to enter, then you can make sure you

KIS GKS aiAftta 02ndSOdz2NBE SYLX 28YSyidée oOHYy

There is a hint of some awareness around the role of individuals within quote 24 when noting
thedzda S 2F LIKNI} asSa &adzOK Fa GAF _ h! dzyRSNRUI YR
This indicates a slight awareness of a relational conceptualisatidmpfoyabilitybetween

the individual and industry. Evidence of a relational conceptualisatiolsasdemonstrated

in the idealised €Hort (figure 23), specifically in statements 33,2 and 49 which have been
positioned under columns 4 and 5 on theSQrt. Although thénformationprovided by some

of the participants demonstrate a largely industry fosed approach t&Employability the

introduction of individual awareness shows for those participants, there is more to consider

when it comes tcEmployability However, in contrast some of the comments made by the

participants seemed vague and ambiguous:

25. Experience is important, it means | am more employable and will increase my

OKIFIyO0Sa 2F 3ISGiAy3anwe F220 Ay GKS R22NE 0

18¢



Although thestatementprovided by participant 6ctiw (quote 25) is not untrue according to
Romgens, Scoupe and Beausaer(@0vho agree that experience is vital within the concept

of Employabilityand building experience improves employment chances, there is a vagueness
to this response. Participant 6edv uses the word employable and did not mention
Employabilityand this was a pattern amongst those listed within factor A. As mentioned
within the preceding chapters of this thesEmployabilityis complex and adding to those
complexities are the use of interchangeable words such as employment, employable and
Employability(Romgens, Scoupe and Beauseart, 2020). The misuse of difference when it
came to understanding these words became apparent during the p&Qinterviews with

the participants loaded against this factor. An example of this isqtimte provided by

participant 9cdnw:

26. Employment oEmployabilityp ¢ KI § S@SNJ A i Qa OFff SR0O Aa
G2 T OKAS@S GKAAa AayQil lFoz2dzi FyedKAy3a Y2NB
| match that. Employment Bmployabilitg 6D R

This was fuher evidenced when interviewing participant 32s& who when asked about
statement number 17 (about the individuals characteristics) which was placed under column

-5 for this participant responded with:

HT® 2SSttty gKSyYy @e2dz HANE2WDA OEBNLORSNEAE
YR 0SS (KS 2fS NBlIazy ¢gKeé az2ySz2nvs YIF& 2N

Qx

The response from participant 32es/, highlighted that the understanding of individual
characteristics have been assigned to securirmpatherefore implying that this participant
was focussed on the term employment rather themployability When comparing this
response to the evolution oEmployabilityoutlined in the work by Gazier (1998b) this
perception of Employability seems to sit between dichotomic and socimedical
Employability The work by Gazier evidenced that the concep€&ofployabilityevolved
through the consideration of additional factors over a substantial period, but the responses

given from some of the participants ithis factor, appear to align with the very early

184



understandings ofEmployability and the way in whichEmployability is used as an
interchangeable term.

To assess how each statement has been placed and how this relates back to the
original statements foud within the concourse, it is important to ascertain whether
statements that share their place of origin have been clustered together on the idealised Q
Sort. Figure 24 demonstrates the idealise®Qt for this factor using colour codes to show
statement that emerged from the same original statements within literature. Although this
will be elaborated on further within Chapter 8, there are some obvious patterns of emergence
within figure 24. Like the findings within study 1 there are some tight clsdiat there are
also some that are widely spread across the enti¥8dpt. This once again signifies that the
level of agreement between the participants and the literature does not completely align and
that although there are aspects in which participsragree with, they also disagree with
aspects of that same statement of origin. The dissectesb@ (figure 24) will be discussed
alongside others from this study within the discussion chapter (chapter 8piaparethe

similarities and disparities acr@gach factor that has emerged from within this study.
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Figure 24 Idealised GQSort Factor AL QO Set Dissection: Study 2
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6.5 FACTOR B

O6Employabilityis not a one size fits all concept and can be individualised based upon the

required skills and attributes determined by 9 L Qa €

To understand the meaning behind the labelling of this facstatementswill be provided

from those participants categorised within Factor B. As this chapter is presenting findings, a
more thorough discussion will be provided within the disomssthapter (Chapter 8). To
facilitate thecommentsalongside these findings an idealiseebQrt is provided (Figure 25).

As can be seen in the idealiseeSQrt (figure 25) there are several statements on the
far right (positive) side of the-Qort which mention skills and attributes as being an aspect of
agreement when it comes tBmployabilityperceptions amongst those paetpants who fall
into this factor. When assessing tltemments of theparticipants within factor B, this
becomes even more apparent. Quote 28 is from participantnk8cwho explained their
views on skills in relation tBmployability

A

Hy 6 ¢KRS®da|LEfafaaS a8 6Aff SylofsS &2dznivg 08

Similar shared views can be found in the upcongugtesprovided.

Hpd GLT S R2y Qi KIFI @S aiAftta 2N {yz2s6fSR3

needed but the use of thetertdo A A OQ AYLIX AS&a GKI G 2yfe
sufficient. Skills are not only vital in securing employment, but also ensure you keep it.

(15cnw).

o n BEmplbyabilityfor me is about having a wide range of skills in order to show that |
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Figure 25 Idealised QSortc Factor B: Study 2
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Quote 2831 share a similar view when it comes to addressing the consideration of skills in
relation to the concept oEmployability This view is further elaborated by participant-3ss
nw (quote 32)but with some additional consideration being given te ttransferability of

skills and the need for awareness of adaptation.

oH GL HnpByabiligthatiukKderstanding of changing situations is important to
YIS adzNB GKFG 220 aSOdaNARiGe Aa y20 Gl 1Sy

(3ssnw).

The awareness of transferability is also apparent within the followtatementprovided by
participant 5cdnw, but there is also evidence of how this participant has considered the role

of universities and how higher education plays a part in this.

ood® daL NBO23ayAasS GKIFG 20KSNJ FaLlsSotGa 2F Y
developing my skills and showing they are transferable. For example, | anticipate that

my social skills will develop at university and not just from being in a @tessr
SYGANRYYSYyGS odzi OAl GKS &a20AFft AyaSNI OG2

nw).

This is further elaborated on wittommentsprovided from participants 36¢thid and 7cd
nw (quotes 34 and 35) who mention how they feel the role of univeisiiieer the pathway

of Employabilityneeds.

on daL FSSt SyO2dzNy 3SYSyld FTNRBY Yeé dzyA OSNE
things will help me with mgmployabilitg 0 -an)O R

ffa GKFG FNBX KAIKE RallowinEte T2 NJ |
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Although the role of universities have been mentioned within ¢tbenmentaryof some of the

participants loaded onto this factor, there is still an awareness of how a need for individual



accountability is important. This can beidenced in theuotesbelow from participants 6ss
nw and 36cemid (quotes 36 and 37).

oc daeé @ Krdigg&aSab and the ways in which | do that have to be my
responsibility. | do believe that university will help me by informing me what | need to

be better with, but | am equally responsible. | do also believe that if | can be viewed as
employabld YR 'Y adz00Saa¥fdA GKSy GKAa (edsaz2 SyK

nw)

oT aLd A& y2i GKS NBalLRyaraoAaAtAlue 2F dzyA @S
let me know what skills | need to work on so my chances of getting a job@n$pgo
(36cdmid)

Although there are similar views shared within quotes 36 and 37, there are some notable
differences. In one instance there is the mention of what universities can gain from enhancing
studentEmployability and this is clearly recognised amongst undergeaestudents. Within
guote 37 an interesting comment is made in relation to responsibility and although this
participant does not state thaEmployabilityis the responsibility of universities, they do
believe that the direction ofEmployabilityneeds forstudents, should be driven by the
institution. Although there is a consensus on the role of higher education in relation to the
concept ofEmployability the awareness of individual responsibility and ownership is a theme

that is also prevalent, as ewdced in quotes 38 and 39.

386Employabilith & F 62 dzi dzy RENBEGFYRAYI K26 Al 62 NJ

nw).

o dEmployabilityis about understanding yourself as this is the start of assessing what

82dz R2 68tf I yR 6KI (cdmidddz ySSR (2 R2 068608
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Although the awareness of individual ownership is apparent in the quotes 38 and 39, this is
still apparent within quote 40 but with a different take on the role of how individual traits and

personality can also play a role within the concepEwiployability.

nn aL Y NBaLRyaaotS F2N 200l AyAy3 Y& 2
Employabilityis more than getting a degree, personality is important, and | am a
0StASOSNI GKIGO OGKA&a LIXlFe&a | KdzZ38w).LJ NI 2y

The pattern of awareness in relation to individual responsibility continues within the
statementsprovidedby those labelled against factor B. In the upcoming quotes although the

focus of thecommentaryis individual ownership, there is a hint of how this can then translate

Ayia2 SYLX2eYSyido ¢KS dza8S 2F (GSN¥Ya aamdK | &
interchangeable within the narratives and there appears to be a fluidity in the way in which

these words are used when referring Emnployability

nMm aLOG A& Yé NBalLkRyaioAfAide G2 3SG GKS 1V
STF2NI-nw.yé ompO

nH aLO A&a Y& NBalLRyairoAtnwie G2 3ISG | 2203

no GLF L ¢glydG G2 3IFLAY SYLX 28YSnwi GKSyYy Al

WSFSNNAY3I (2 WSYLX 28YSydQ Aa apmpléyabiity but SELISO
there appears @ be confusion or perhaps lack of understanding amongst some Factor B
participants when it comes to differentiating the terms employment &wdployability As

mentioned within Chapter 4 (section 4.7.3) participants were given instructions when
conductingthe research and advised that the purpose of this study was understand their
perceptions orEmployability Thefollowing statementdighlight howEmployabilityhas been
SraArte AYGSNOKIFIY3ASR gAGK GKS (SN¥ya WS&LI 28 Y€

terms impacts on their perceptions &mployability
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nn aDSGGAY3I SYLX 2eYSyld A& ySSRSRI | a e2dz
82dz OlyQli R2 I-§WOGKAY3I Ay fAFTSE omyO

A A M oA

np aLiQa ySSmRER (G2 tAPS¢E o6omaa

nc GLF &2dz I NBWRGTEBE DBIOR22ASIR IIBINESWRA FTFAOdz (¢
The way in whickEmployabilityhas been perceived as the same as employment, indicates
that this perspective shapes the way in whiemployabilityis viewed from these individuals.
As an example, quote 45 is famnoved from literature around the concept Bimployability
odzi AF t221Ay3 G WSYLIX 2@8YSyidQ (GKA&a adl aSyYsS,
that understanding that there is a difference betweEmployabilityand employment is very
important, as a shift in understanding can alter perspective.

The terms used within literature could add or be the cause to this confusion, so it is
important to ascertain within this research how the statements used within this study have
been placed in relation tdhe origins of source. Figure 26 highlights the dissection of
statements in relation to the idealised-&ort for this factor. As explained within earlier
sections, the colours indicate statements that originate from the same source and therefore
showinga level of agreement/disagreement with aspects of literature statements as appose
to the entirety of a statement. Like Factor A, there is a pattern in relation to statements 54
and 59 which once again have been clustered towards the disagreenteand-4) end of
the QSort. In relation to statement clustering elsewhere onth¢ @ NIIi (1 KSNBE R2Say(
to be an obvious pattern emergingThe lack of colour coded clustering signals how the
participants perspective of Employability do not whotlgree with statements that are
written within literature when it comes to the concept of Employability. The apparent non
clustering as evidenced within Figure 26 adds to notion of Employability being complex and
therefore adding to the views of Forrier @nSels (2003) that defining Employability is

complex.



Figure B - Idealised G@Sort FactoB ¢ QO Set Dissection: Study 2

A tick box
exercise (50)

I
Not needed
(54)

A set of generic
attributes that a
type of employer
specifies (48)

Not my
responsibility
(59)

Gaining a job
within a specified
time after
graduating (42)

The ability to
proactively navigate
the world of work and
self-manage the career
building process (31)

Important for the
student more so than
the higher education
institute (57)

More than the
requirements of
employers (30)

Obtaining
meaningful
employment (36)

Being prepared
for employment
(12)

Knowledge and
understanding of
career
management skills

Preparing
graduates for
success (24)

An ability to
demonstrate desired
attributes at the point

Gaining initial
employment

of recruitment (43) (1 4)

The by an

Develc
indicating the likely
ability to develop
attributes (44)

Graduates
obtaining jobs
(10)

The possession
of basic core
skills (47)

An individual who
is suitably qualified
to obtain a job (49)

Self-awareness
and reflection

(9)

individual of the qualities
and competencies
required to meet the
changing needs of
employers (33)

Getting a
graduate level
job (41)

Recognising the
importance of
willingness to learn
and continue learning

The understanding
that a degree is not
the end for learning
(45)

Complex (51)

The realisation of
his/her potential
in work (34)

NB: Shared colours represent statements that originate from the same literature source
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Gaining work
experience
(12)

Becoming
equipped with a
defined range of
skills (13)

Defined as those who are capable of

Securing any
job (40)

develop skils, knowledge,
technology and adaptability to
enable them to enter and remain in
employment throughout their
working lives (35)

1

More than the
possession of
generic skills (29)




6.6 FTOR C

oEmployabilityis focussed on personal awareness of individual capability, attitude,
and the realisation of potential with the understanding that based upon this,

Employabilitycan hold different meanings for everyoge

As with the previous format of this chapter, undenstiing the labelling of this factor will be
demonstrated via theommentsprovided by the participants loaded against this factor. Like
the points mentioned in previous sections, as this is a findings chapter, a more thorough
discussion will be included thin Chapter 8 to pull together the entirety of the findings from
this thesis. An idealised-§ort has been provided for Factor C (Figure 27) to show a typical
response for those labelled against this factor.

As evidenced within Table 25 (section 6.3l statements that have been classified
as significant to this factor and have been positioned on the side of agreement on the
participant QSorts (right side of the @ort), highlight the perception dEmployabilityas
being individually focussed but witnore emphasis on personal and salfareness. This has

been further emphasised with thguote provided by participant 1smw within quote 47.

47. Employabilityis the awareness of knowing how to develop whilst working rather
than feeling that once a job is obtaindginployabilityhas been fulfiledEmployability

is about personal development and understanding that acquiring a job does not mean
you are the firshed article Higher Education can help with this to an extent, but it is
about the individuad  0-mnd. Y

Additionalpointsthat echo those views of participant 1smwv can be found within quote 48

who elaborates on the need for ensuring skills and peas development are at the forefront

of individual mindsets to remain current and contemporary in their chosen industry.
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Figure 7 - Idealised QSortc FactorC Study 2

19t



