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Aborer NAQEEBZ Consulting

Nageebz Consulting is a business consulting firm,

with [ts headguarters in Lahore, involved in

ansforma ng, Advertising &
lopment and Research having

erseas from Aviation,

Consulting
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About the Keporz

The ‘“Graduate Emplovability; Employvers’
Parception Survey Report 20187 1s an [nitiative
af Maoeehe Consuiting headed by Muhammad
Moazam Shabbaz - a catabyst in influencing the
skills agenda In Pakistan. Mr, Shahbaz has
collaborated  with leading national and
inernational expens 1o support his quest for
change for many years now.. The repont
considers the fndings of an earlier research
conducted in 2016, the current state of skills,
and employvabdlity affais of a corporate
Pakistan. Glaring similarties between the earlier
report and the recent one ara noteworthy, that
may be summarized as alarming gaps.




Highlights

The report outlines the missing links between the skills of
graduates passing cut of Pakistani universities, and their
suitabiliny for employrment by the corporate Pakiszan. We
have highlighted the issues raised by 212 corporate
respondents who  were  canvasied, encompassing
business owners, C-Level executives and HR leaders from
a range of businesses, SMEs to Large Mational
Corporations, and MNCs, The findings dearly illustrate
that the cument skils development roadmap needs
urgent enhancing; that a muki stakeholder engagement
madel covering policy makers, faculty, parents, leamers,
universities, school authodties, and corporate recruiters is
best suited to reschve the challenges cutlined,

Based on our first-hand waorking and  engaging
experence with the education and corporate sectors, we
understand the challenges and opporturities from a
domestic perspective.

Our recommendations focus on the need to fast-track
the interventions required o close the gap between
academia and a corporate Pakistan,

The National Employability and Enterprise Skills Development Framework

To suppart the immediate changes required, Nageebz Consulting has proposed a structured approach and program
entithed, The National Employability and Enterprise Skills Developrment Framework (NEESDF). It was presented (o the
Higher Education Commission (HEC) at a mult stakeholder focused group workshop on the Sth of January 2019 at HEC
Reglonal Office, Lahore, This workshop comprised of 35 policy makers related 1o corporate business, human resource
front-runiners, Advisor HRD at HEC, The Regional Director of HEC, and two significant Vice Chancellors of public sector
universities based in Lahore. The participants applauded and accepted the strategic and tactical recommendations
and key Aindings presented. The impadt is noted as "far reaching”

On this basis, we will continue to invest in pushing forward the recommendations we have provided, We will continue
to drive enhanced stakeholder engagement to support the implementation of 2 National Capacity Program that
extends to fresh graduates, new entrants to universities (public and private), and ermployees within the corpoeate and
academic space,

| A (JEEBZ CONSULTING SR



I arn pleased thar ouwr engagement with the Higher Bducation
rrunity has been wanmly

ancd cornmitrnent fo ikt

ar, | am

ionresearch, but also putting fonward

tions 1o deal with the challenge

31, This has a double-edgad
impact it causes frustration for employers a5 well as graduates
andd their parents. With ower 212 companies acrgss Pakistan
taking part in the sun

resilts, i
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Academic results are Important - 50 are cormespanding enabiing skills! They callectively deive productivity and have a wide-ranging
impact on cvic engagermant, | believe, we dhould think bevand academic qualifications s amerit of success for whichwe nead 10
build on our learmers’ reievant emplovability and entenprise skills. Exarmples include the apoticanon of onfical, analytical, and
creathee thinking skills - all of which have been highlighted as missng and in need by those sunweved (the emplovers),

As stated, there i a significant gap henween expectations and needs of the empioyers and availability of university graduates wha
are able to demaonstrate empioyabiity and enterpnse skills, In order to rectify this, a new approach & needed. One that suppors
bothe thoge entering the Higher Education Institutions (HEK) and thosa who are enrolled or in their inal year of studies, An
educational approach that reflects a nationa! capadity kil developrnent program which grows above and beyond provertial
education, exsting emplovees, and govemniment sector workers. By addressing this as a capacity bullding project, we will undfy
effons and create an inclusive enabling errirgament 10 SupPOE naBonal trnsfomation.

For HEls ITis an enormous task 10 prepare graduates as per the industry/comornate dermands. It requires engagement with industry
whiich is continuausdy changing. What is required is a well-thought shift in the academic curriculurn, teaching methodology, and
aszassrnent Citerion o greom the kind of skiled graduare the industry demands, There s 2 need to build enhanced cohesion of
effons and to establish dialogue that drives enhanced rapport ard greater collabomtion between HEls and employers from
all indhustries. In this regard, HElS are keen 1o understand the reasons of these gaps and are wiling 10 navigate the
ienentions best suited 10 suppon the required shift of change

I racomrmend with learned conviction, that a multi stakebolder approach be adapted, including a speacific
monitoring and evaluation Lnit 1o ensure Momentum, where standards are notT comgromisad, We will
provide our inteflectual Property (P} and relevant framewoks with suggested interventions that requine
suppot and endorsement of the education sector, government, and emplovens alike.

Irecommend that enterprise and emglovability skills development program should not be exclusive to final
yoar graduates. This is because many of the enabling and enterprise skills required by industry should be
srarmeg eartier in the career development Cycle. By the final vear, IS T00 [ate 10 utilize the recaplive years Tar
have been lost in conditioning the leamer to only earm a degree and agood CGPA!

In our report published in 2016, 5% of the recruiters indicated thar the fields studants chase 10 study were
notin alignment with thelr aptitudes, There are a rurmber of reasons why this could occur, One of tham is the
quatity of guidance given 10 them at the time of nducion in the universities, and also because majority of
The universities in Pakstan have fixed roadmaps for the degree programs offered; unfike Amearican
universities where students are Qiven epporunity to make Informed decision about choosing their rmajors.

| ook forward 10 hosting and pamidpating in discussions continualky, and will be inroduding sewveral
interventions to cary on momentum,

| sinceraly thark everyong whi has contributed in the developrment of this repom and also extend my
gratitude 1o afl those who attended the NEESDF's focused group discussion held in HEC Regional Office on
lanyary 5th 2019, Looking fonsard o estend miv suppoet o everyona whio wishes 1o make 3 difference!

Muhammad Moazam Shahbaz
Faunger & CECY

Mageebz Consulting
moazam@nagesbz.com
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The Graduate Employability: Employers’ Perception
Survey Report 20138 is a reseaich-based publication by
Mageehz Consulting, which was conducted 1o assess
the skills gap in the Pakistani graduate. The chjective is
to create enhanced dialogue between  Higher
Education policy makers, HEls, and Emplovers through
collaborative  multi stakeholder  engagement,
Together, the three will address the severe skills gap
highlighted by employers, and initiate the process of
change that is reguired now.

In aur 2016 report, we highlighted significant gaps
between the actual skifl sets of fresh graduates entering
the job market and the empioyers’ expectations. We
expected to see a reduction in the issues raised in our
2018 survey, Unfortunately, this has not been the case!

Survey Respondents by Secitor

Ohur fatest research reflects feedback and inputs from
212 organizations across 25 industries that collectively
employ over 500000 workforce. A balanced  and
representative sector-wise breakdown of the corporate
Pakistan as survey respondents is as follows:

1} M/Telecom/BPO/Call Center (20%)
1) FMCG/Manufacturing (16%)
3) Retall/Fashion/Hospitality/Food (14%)
4) Professional Services (12%)
5) Education & Training/Research (%)
6) Banking & Finance/Insurance (%)

The results of the survey are
important, as they convey

consistent concerns of employers
from Pakistan's leading industries
and organizations.

Targeted Audience

The targeted audience for this report includes Higher
Education Institubons (HEls), faculty members of public
and private universities, degree awarding institutes,
rechnical and vocational training institutes, professional
training  institutes, industry and  business leaders,
policy-rnakers, media, and the public in general. HEls
and HEC may use the information presented in the
report to improve the cumculum and cumiculum
objectives; improvise  teaching  pedagogies, and
assessrment methods or they can partner with Nageebe
Consulting to drive forwand the changes reguired.

Survey Respondents by Job Title

The data used in cur report was provided by designated
decision makers, including human resources executives,
CECs, and board members - a breakdown of which is as
follows:

27% Chairman/CEQYWCHROY Deputy CEO
25% VP HR/Director HA/Head of HR
44% Manager HR/Recruitment Specialist

Survey Respondents by Kegion of
Operations

The representative corporate organizations have their
operations inthe following locations:

Punjab (843)

Sindh (56%)

Khyber Pakhtunkhwa (42%)
Owverseas (30%)

Balochistan (29%)

Azad Kashmir (22%)

Gilgit Baltistan {19%)

FATA (1596

Lack of Satisfaction at Play

The results conclusively highlight that 78% of the
ermpdoyers canvassed are not satished with the quality of
fresh graduates. The correlation of the data points ako
indicate that senior leaders are unhappy with the

inabifity



of graduates to justify their higher grades when their
knowledge skills and abifities are challenged at the
mere intendew o assessment stage. In addition to this,
owver half of the emplovers ampled, expressed their
dissatisfaction  with  the lack of commercial
awarenessiviability of the graduates.

Alarminghy, 77% of employers are dissatished with the
content and claims made by graduates on their
OWresurme, This ties up valuable human resource time,
and ako slows down the entire recruitment process, It
adds costs 1o traning and creates a major bottleneckin
the hurnan capital inflow required to support Pakistan's
ECanomic growth,

Recruitment Factors

B82% of employers cited that they do not hire fresh
graduates merely on the basis of *high grades’ as what
is essantially raguired to suppart decision-making in the
recrultment process, is a blend of employability &
enterprise skills to academic degrees, These skills are
outlined in NEESDF which we hawe put forward,

The Soft Skills in Demand by
Industry

It is worth noting that 85% of businesses look for 3
positive attitude and 70% for confidence. 65% cited
decision-making, verbal communication, tearmwork,
passionfenthusiasm and personal integrity as  key
ariteria for hinng. Listed nest were stiong “analytical
skills’, ‘time management’, and ‘oritical thinking skills*
that comprised 50% of businesses.

Academia-Industry Linkages

In the light of the above-mentioned backdrop,
employers were asked f they have ever been
approached by HEs or HEC for collabaration or input
Inta- the curriculum development process, o in any
activity facilitating acadernia and industry linkages. 80%
of the total employers respanded in the negative.
Howeever, given a chance, almost all employers (96%)
showed an interest in becoming patners o

collaborators with HEC and HEIS to improve curriculum.,

S —— 1 (EEBZ CONSULTING S

Forecasted Job Openings 2018-2022
In the survey, employers were askad 1o identify the most
desired skills/functional areas that will be highest In
demand based on present and a forecast of the job
openings over next five years. The following funcdonal
areas were highlighted In order of need:

1) Business Development (55%)

2] Digital Marketing (408%)

3) Human Resource Managers (4056)

4) Marketing (35%)

51 Business Analysis (35%)

&) Project Managernent (3396)

7} Brand Management (32%)

B) Software Developrnent (319%)

9) Client Services (28%)

Key Recommendations

Irefutably, the key recommendations of this study Indude
improving the nstructional design & teacher training
material, Inmiating skills development programmes, and
rengwing methods of assessments. This repart  has
proposed a comprehensive Intenvention plan that will
support the transforming skills Pakistan agenda, W will
aontinue w Influence the develcomental agenda In an
inchusive, dynamic, and cost effective rmannes, Further, we
commit to being the central anchor for mult stakeholder
monitoring and evaluation systemsit was agreed at the
mukti stakeholder meeting beld In Lahore on lanuary 5 th,
2019in the presence of HEC officials and leading corporate
houses that we should continue 10 lead the MNadonal
Capacity Skills Program and work with them to integrate
the Matlonal Employability and Enterprise Skills Program in
colaboration, leveraging combined  resources  and
Infrastructural SUpport.

Mageebz Consulting is committed to effectively

initiate and anchor a much-needed shift in

bridging the gap between academia and
industry in favor of a skilled Pakistani graduate.
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What Industry Leaders Say...

0 ESUIES Of the Employers” Perception Sunvey Report 2005 anlige o
the fact that there exlsts a sigrificant scadermia-icusiry: qap witeh
needs (0 be brdged  Universities often neglect skils ke verbal
COMumcation, posithe attituds, team woark, critical thinking, thme
managerment, and self-confidence et wiich dare the most sought after
by employers these days. Furthemoreg, the quality of career guidance
reecs 1o be enhanced 1o make sure that students study the sulbects
wihich match thelr personalities, This sunaeyr would be Helpful for the
stakeholders fn formulating effecifve policies and making amendments
Aot anly in curriclla Bul alsein teaching methodalogies.

Almas Hyder
Fresicen
Larire Chamberof Cormrmene & oty

The Ermplovers Perception Sunvey Report 201 8serves asamoment of
awakening for acadermic instifutions wiio aré sending & Erge number
of gracuates info-the job marke! every year. As Ihere is a vast gap
between the skills sef of the graduates versus required by the
ernpovers, providence of market-based skills should be incorporated
as the basic building black of all curriculum: desiqr. On their part,
students must alio endeavor to adapt themselves fo the market
demands much before complating their course work. They shoula be
Svvare IIrh.aLr emplovers search for positivity and a can-do attitude in
new falent

Junaid Esmail Makda
Fresident
raach ChamberofC omineroe & dusimy

The corporate sector fas long Deen raising IS voice regarding the
quality of our existing education system and the Might worthiness of
our fresh graduaies. This report lakes an cverall view, dentifies he
importance of all subsysterns, and chaflenges the conventional
wisdiom. thar presvaills in Pakistan’s educational infrastructiure. The
repoTs J'f::r.‘x;y of muttilateral benchmarking of skills set could becormne
a4 guictelirie for the corpovate as well as the public secror or accessing
the right peopie with validated competencies, It Is evidant that this
would require considerabne systems analysis, reengineering, and trage
off studlies to arrive at a fevel where Paristan would be alile 1o start
Builaing the right talent pipeline foris future,

Agha Zafar Abbas
Carean OO Karisal Paine Mickate Cas)
CRarrman & CRO Ransal Palar Pakiatan




Pakistan & the land of tue talent and great opporTunities. But
sONTIETirnEs, This tatent and hese -:p;:{:u unities remain witapped due to
2 disconnect betwesn educalion and comarate sectors. e .jpp:{-'{.'drc-'
Nagestr Consulting’s services for his cormprehensive Employers”
Perception Suneey 2018 as il .Fl?hfrgfh:-. e need o redwce the
acadermia-ndusiy aiscorvect angd standandize education acoss the
o,

Ifan Wahab Khan
Praciden: & CEC
fEenor Fakisan

We need graduates wihio st for excellence and set a rwich Righer
Dar for themselves: wha can think critically, see patterns in cormplexily,
fedl pain, andl take pricle in eheir waork,

Yusuf Hussain

[

iqniteNa ru al .P’.ﬁﬁaﬁ.:u.r.'-.l' 1
Ktmisimy b, ot of Eakistan

The graduate recruitment market is becoming increasingly cornpetitive.
New graduates must develop the capabifity to transform
Bookish-knowledge o critical thinking, jnnovation, and problem
sohing skilfs, so they are better prepared for the professional workd
Durirag the studhes they should teand interact more with the corporate
cﬁa uriderstand business dhmamics & rmadern day working culture,
This interaction will grocorn thern for & better future in Iife after education.

Rizwan Khan
Craneral Manaoesr
[ o3 Cals Faristan SAghanitan

D, NACEEBZ CONSULTING S



What Industry Leaders Sey...

This sunvey has highlichted dssues related (o emplovabilite: of students:
COING our of the uriversities. The students should have the ability fo
rEsearch, analyse. and presant their fivootheses: this can be done by
focusing on case studiés. The universities shoud  Teach students the
abiilify (o prepane presentations, andﬂﬂ‘ecnvﬁ'@fgratmssﬂﬂm'EWﬂjmr
ta an audience Conficence, command over the language, and Iogic are
prerequisites, and hence. shauld be taught in the wniversities Tirmes are
rhangm% and the wovld is becoming compentive; we need better and
Mofe & workforce

Zia Hyder Naqj
CHD

Senifhedic Producrs Braevprses Ligd

I T wee are getting befter graduates comparad 1o 10 years ago [T
schiools dre matunng, however, Some are ver commerdial and guanty
Is compromised, The main isswe in graduates is & lack of leadershio
skills, The cost of inhowse traiving & very high, which makes it ail the
e frustrating.

Salim Ghauri
Foumnder e LEC)
MNetsol fechnoiogies

Very impressive report. which Bighfiohts the critical areas for
improvernent, Cur education and training sysiem requires realignment
in femns of curniiculurn, fovesight, and an attitude of excellence which
the furture dermarnds,

Aftab Butt
CED
KASTD




This report is an excellent insight into key divers of graduate
ernpiovability. Onlye those companies that can attract the top minds
with the right attitude to join their tearns will succeed in this aoe
Penpie & the only suitable competitive advantage

M. Mudiassar Aqil
CEC
FIC A Microfinance Bank Linwred

Pakistans human landscape encompasses enommous  opporunitics of
growth, which can onl be capitalized: true to it potential iF we addrass the
g between the world of leaming and the wovld of working. The hammony
Dahween ke stakeholders inciuding: govermment, . acadeanva, and- industng
thriegh Integrated platfomn Js the key o wniock this potential of growth
fnanguably; the rate of refum on Rueman capital imeitment: oiweighs the
return on fnanaal capital by three times. Fully alive with this potential, the
govemment sets off the HR develppment as s fop most prionty: The Pime
tinisters task force on HAD i U with numerows proposals to take this off for
g great Patdstan ahead,

M. Tahir Mushtag

ierhey HRD

sty af IT& fetoram, o of Bakishar

Acadermia sty inkage & veny oitical and this suney report 15 certainly
poing to help boild that relationship stonger by identifiving the critical gap
areas, With eveny passimg moment, this world i transforming and becoming
maore volatile, uncertan, complex, and ambiguous and with these radical
changes, we need qraduates who are fesibile, redifent, willing to uriean,
refearn, and capable to respond to change effectivaly PTCL has beer hiring
fresh graduates directly from universinies and the king of taent we are getting
onboard & indeed high quality. However, it i that Iot of students who o
thrcauqi A very rgoeous assessment provess and hande i not repneseniative
of the overall calther oF students we are prodlcig in irnversities. n general
we find a defta in the desired emationa and adversity quotient in fresh
graciuates that nesas to be bridged By Lniversities and ernpiovers togelhes

Syed Mazhar Hussain

Wl s :-'l. e
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What Industry Leaders Say...

Learning agility & cognitive fiexibilin: ke the key comperendies for any
graguare in my view:. Crganizations operate I VUCA envircnment
where empioyees constantly must fearm, unlearm, and refeam sfls i
stay refevant. i myexperence. DI‘_{{EF&dUﬂIES generally lack these key
competences.  Organizations 3 aeadernic  insmutions . must
collaborate fo-address this gap )

Asghar Jameel
v Deciar e
HEIWECHN

The fiture befrgs ta thase who corminit fo expanential confinuous
fearming especially in the age of techrological disruption wherne
required technical and behavioral skill sets are constantly changing.
Thus, we must enabife better signment betweean industry demand for,
and acadernic supply of falent It 5 cammendabie that Nageehsz
Consulting conductad  1his survey I arer o encourage & closer
partnershin bahween the industey and acacdernia It weuld serve Pakstan
weail fo continge on 3 structured path in guiding our next generation
fevarcts better opportuniies.

Fatima Asad-Said
Regronal Cirachor
Abacus Ghob

The biggest challenge facing the industny today 5 a war for talent, both
against direct competitors, and other industries often seen as offenng
more atractive career prospeces. n the realmt of ongoing
transformation and change, human casiial has a direct impact on howe
weil organisations can respand to-the changimg economic times, More
than ever, industry amd academia must get together o find salutions
o recrulting averse talent; deveioping and engaging faent

Amra Mubashir

Sariar Manager

Lagrning, Cullure Liversitv and Engacemeant
Rest of Asia Padiic, PepsiCo




Chiite a comprehensive guidance for Pakisians youth, academia, and
businesses! Academia and busness linkages shall ay a pivotal iale in
thinking ahead and shaping the fuiure of workpiace, Our your 5 the
singe  fargest  unexpioirad  natwal  resources  Pakistan  fas;
UNOErSANaing e market expectanons, demonsirating ethical &
professional Denaviowrs, amd invesning In posiive ATiuce shall creare
4 compeditive edge in global workpiace

There die several aaons thal influence graduate emplovaliting induding
fteral Acias (indhvdual’s capadined, insniutional Boovs avallabiiny and
SECDONT fOr Wirk Expenence and Caveer development) and a range ofexremadl
reaiias (mavket frerds and e coiural readiness of The workityice), Despire
e fact that the number Of studiens Grachualing every year i increasing, there
i solt & Dlafanr skl gap that exisns between e univensilies and the
empnyers The Global Skils Gag repon Nas revealed that most stuoanis oo
ner iy ndersiand wiich skills ennployers menl, Linhwarsities need 1o focus
o [he development and apolcarion oF skils ke crtical and ialeral Thinking,
credtive probiem-sohang, digital fteracy, NMence Coss-Culiuml Cmperency,
v, Enlerrers2 LS, A eadsrsiin,

Mida Yousuf

I. .:'.."! 1 L P F

¥ fFALIL .
LAarad fANDats G

This is & qrourd Breaking and much needad work from Nageehr Consuiling
an ane af the mest fundamental challenoes impacting empioability of
young graduates, Itghtl hightiohts the gap between what is requined by the
frciustry and what is Iughrin the niversities Based on empivical pvitkene,
and not hearsayl We have some of the mast fatented voung indiidials in the
wiord wha just nead o be gioomed, a little conversant waith presenration
cormmunication skills, andt emotionally inteligant enouagh to competa with
the hest in clyss I fs sac that acadkenis does ot make an effoer 1o connect
with the carmovale warid to bridge this gap. in my apirion this shoukd be done
0 war focdineg 1o Rave a positive impact on emplopabiline af vooth

M. Ashaar Saeed

Goury General Manager - Human Resourres
Gfidar Earpagene Grodn of Campanias

. NAQEERZ CONSULTING 4



What Industry Leaders Say...

An extremely comprahensive suney, which clearly delineates that the
Issue of the indusine-acadermia Irnkage stillcontinues to-have 2ot of
cleficiancies and lacunas. The canclusion and recommendations, at the
end of the report are not only robwst bt appear to be quite
rmeaningiul too. However, only a progressive mindset tomares chanﬁe
mana anit, on bath-sides of the divide, can really helo resalve
age o.g diternrna

Dr. Sitwat Hussain
ity Head Himan Resaurees
Hatil Bank Az Zurich

GRIT (perseverance & patiencel is vens fow and sense of entiflement is
high in most graduates, Corporate professionals” feedback should be
FrnRimum 39 for each course im ritation and design, Gradiates
need to be taught values and techinical skills. Being respectiul honest,
and doing hard work i shill TN

Shaista Hassan

Head Clps, Laamibng & 00D
Human Capial Managerment
Faut oot Lirmited

The practical gap befween academia and corporate sector is not 4
recent chalfenge: It has been there for a longtime now. As per my
Eexpeence, cofparate professionals have ned through different ways
to help academia but | have nor seen academia going out of the way to
reduce the gap. A lot of talking happens, but only few institutions
which can be counted on fingers reafise the real challenge and make
efforts. | suggest this to be reguiated through legislation where
students and Instiiutions must be Dound 1o eam corporate exposLUne [o
ger adegree and it showldn't be imited to internships oni. O canpus
management trainee prograrms could be the way fanward.

Khubaib Ahmed
HR Cirecton
Fawii Fresh n Freeze Limitagd




The biggest deficit among owr graduating students & ermployatality
skills” as those skifls are demanded by the market: industne has o spend
more on graduates o biing them at par with the industry
requirernents, Al the faculties should bring local and ghabal
constliancies to the classroom to give right direction to studentst This
could be one solution. Ancther main problem & that students con't
get the nght guidance or counseling ar the beginning of their
acadernic career and this problermn should be addressed by both
industry and academia. To bridge this gap. we need top class
edicational trainers and industry coaches to frain those graduates. The
futtire career mapping is another issue for which they nead coaches or
mmentors duving their caresrs

Adeesl Anwar
Crosident
Patastan Hurnan Capiial Forurn (PHCR)

This repoit gives an excelent insight on the gap between ihe oulput
from Lniversities and e corporale expeciations and reglinsiments, i
is viery well dralted Based on facts and feal ssues, In this age there s a
fussie between demand and supply of talent, Emplovers are focussing
Qndevising strategies to atiract the nght talent fron the avaliabie pool
Emplcyer  value propasition has ako Decome very aitical and
challenging.

Toima Asghar -
Chisf Hurman Resource Cffcer
Systems Ll

This is 2 greal nitiative and sendce 1o Pakistan by Mageebz Consulting
i orcer o imorove amplovability skifs for youth, The survey reparts
and highlights both the relevant factors - industry & academia, which
have a direct impact on the emplovabiiity of yourh. This report will De
helpful in bridkging the gap between industne-academia fnkaces for
better curriculum developrment to fulfll the industry dermana. At the
Larme fme indLsine also needs 1o s2f reahstic expactations fram young
graciuates ol the time this transiion (s camypteted where soft skills wall
Eue- ambedded in the curmicwlum 1o prepare 3 wovkloree for future

Asim Pasha
Higad of HR
Furiab Skils Davalopment Fund
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What Industry Leaders Say...

Graduate Employability: Emplovers’ Perception: St 153 great
cause and contribution to society, which [ strongh-endorse. | cocld
specidate the imphications of this report on industry; academia, and
on the national economy, by and large. [ have been a proponent and
advecate of economic and businesses development. This report
would surelyact as a prelude ta skil enhancement emplavability, and
economic groweth in future. Together, we should hope for a better
and brighter future of Fakistan!

Muhammad Azfar Ahsan
FOUNTES .
Mutshel! Confensnces, Corpomate Pakistan (ziovr & HRV Cori! Parstan

Nothing succeeds like success!”

i this modem age the strking featine of peer superionty revolves
around the human capital that it inmibits and Incuicates. The chanenges
of increasing competitiveness require putting the best minds to work,
and there (s a huge gap between education quality impared by ton ther
business schools In Pakistan when compared fo institutions in the next
tier. This increasing imbalance reeds an irmmediate correction and that's
exactly what this excellent suney underiaken by Mageebz Comuiting
BOINTS Iowards,

Muhammad Kamran Masir
=)

1% Gl

GEEFS Report 2018 by Nageebz Consulting truly reflects Employers’
perception  of qraduate  emplovability. Employers always seek
indiviguals with well-rounded personalities by which we mean they
have good technical knowledge and sidlls: their softer skills are
polished, they know how 1o talk. how fo work with teams, how o have
a pasitive orierntation about work, are self-aware, and willing to Jeam,
urlearn, and re-leamn. | believe this report will help academia, parents,
and students become aware of the employers’ expectations,

Rashid Hameed Ch
Presicery!
Sahivval Chamber of Cormmerce & ncusing
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Employment and Labor Force in Pakistan

The Waorld Bank sums the total number of labor force in Pakistan to be around 629 million' for the year 2017, Pakistan
Bureaw of Statistics reports decreased labor force participation rate ie. 45% for the year 2014-15 as compared to the
previoUs years!

Responding to Challenges

Pakistan rermains to be the 10th largest labor force in the wodd and continues 1o face challenges in providing equitable
work opportunities to a rapidly increasing population. The scenario calls for urgent policy measures to meet these
challenges appropriately. Furthermore, In order 1o hamess the potential of youth — which constitutes around 65% of
the popuiation, our recommendations will cut across all levels of skills and labor categories.

The HEC can play an instrumental role in boosting economic growth by equipping youth with up-to-date knowledoe
and skills acquisition, resulting in improved employability and overall quality of life, The impact is far reaching not just
ir university graduates but for social cobestion as weld, It also enhances programs such as ICT40 and social welfare
refonms.

Role of VEESDF

Nageebz Consulting’s proposed “National Employability & Enterprise Skills
Development Framework (NEESDF)” incorporates components of several

international frameworks and findings of this research to make it relevant
to international and focal market needs.

The proposed Mational Employability & Entesprise Skills Development Framework (NEESDF) and delivery moded is
scalable andwil suppaort the findings of this report. It will drive enhanced economic growth and prosperity and is cross
cutting acrass the private and public sector,

"W Hank, Laboir oo rodal Remseved o hpasicbna woridbamicegeird ko aton S TLR FOTL M denid= 10 MEatam=201 Mde=tal (201 7,
P ary Bansdy of S Labonr Forces S mver 20415 (vl Reson]. PIE Gt ol Fakins, 2015



Higher Education Landscape in Pakistan

Total Number of Universities & Affiliated Colleges

® Total Number of Affiliated Colleges: 3,033 [during 2016-17)
B Total Mumber of Public Sector Universities: 116 (on 17-01-2019)
B Total Murrber of Private Sector Universities: 79 (on 17-07-2019)

Total Number of Enrolments in Universities & Affiliated Colleges

B Total number of Enralments in Affiliatad Collagas: 355,71 16 (2006-17)
B Total rembar af Enmcdmwentin Pubbic Sactor Universities 1277, 7718 [2017-18)
Total number of Ensolment in Private Sector Universities: 305,255 (2007-18)

Sounce: Higher Education Commission, Pakistan
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Future of Work

The future of work is changing rapidly. It is worth noting that 1o respond to these changes, we need graduates 1o be
reachy with the skils which drive adaptability and innovatian,

Technalogical, Secial &REmetional, and Higher Cognitive Skills 2re placed among top three skills in demand by the vear
20307, These traits and skills have been incomporated In the NEESDF.

A ‘skilled shift’ is required to be adapted with an agile flexibility

by our youth for future employability!

Atomatien and &1 wl accelerale the shil in skils thal the workiome needs.
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Figure 1: World Economic Foram: Skills Shift - Automation & The Future of The Workforce
The Age of Services

Jack Ma, Founder of Alibaba, at the Werld Economic Forum in 2017, said, "Only by changing education, can our
children compete with machines. We cannot teach our kids to compete with machines. Teachers must stop teaching
knowledge, We have to teach something unigue, and 5o a machine can never catch up with us” He continued,
"Educationis abig chalenge now. fwe don't change the way we teach, wewill be i big trouble in 30years from now,
Because the ways we teach, the things we teach our kids, are the things from the past 200 years - it & knowledge
based. We need tobe teaching our children values, believing, independent thinking, teamwaorik, care for others... These
are the soft parts, The knowledge will not teach you that, That's wihy | think we should teach cur kids sports, music,
painting, and art, Everything we teach should be different fiom machines **

"F¥orkd Ecorsamic Fovurn - The 3 key sl sels for the veorkesd of 2030 Sarigssed nore

Fd! profvesas e inrumoorgdssend w20 LN Hhe-T-shil- sebr-wenbers -necd- fe-oeveiep- he wees-move-an d-2000

‘Barnes, Peter, (2018, febnsary 13, Jack Ma; Teach Soft S6is, Nt Rnowiadige, to Compete with Machines [veebiog past], Betrieved Josewn 09, 2019, fom
il earmlas pha comy



Futurist Kevin Kelly wrate in his book “The Inevitable — Understanding the 12 Technologlcal Forces That Will Shape
our Future” that artificial intelligence and robotics would make our sodety vastly different. The artificial intelligence
embedded in these machines will be augmenting human performance and freeing us to concentrate on actvities
whese humans are better than machines - activities requiring creativity, strategic thinking, empathy, and other “soft
skills". The crux of the argument clearly presents inherent hurman qualities as the foundation of rew jobs.

Communication Skills and Customer Services Topping the Charts in the
Freelancing Industry!

In the Freelancing Industry, Pakistan is currently ranked at 4th position worldwide® for having 5% (appraximately aver
1.3 million freelancers) of the total freelancers’ population of the world,

It is riveting to know that most of thern are students. At present, freelancers are contributing US$0.5 ballion annually
into Pakistan's economy, It is a popular belief that freelancing demands more than 80% of effective communication
skills {communicating with dients for winning a project and customer services after a bid is won), and merely 15-20%
of technical skills {delivery of the project/assigrment/task) are required. Hence, the involvernent of the right behaviour
and attitude s playing an important rode in getting them work, if Pakistan wishes 1o grow in this area, freelancers would
nead to have better written communication skills and effective customer services skills in order to compete with
freelancers fromn other parts of the world to sustain and bulld an the above numbers.

The Pakistani freelance worker needs to work on inculcating the right
behaviour and attitude not just to get work, but also to sustain it, and

elevate the numbers!

¥ The nevitable - Book by Kevin Keily (2008
“Oinfine Labor indeey, Cwford Internst kestiiite 2007
"Pakistan Todaps Beport. Retrimved from: Sttpesiorodt, palistand eoay.com: pl A A5 ukictan -4 th-mont-popilse-caumtnefor-freslancin greport
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National Education Policy Framework 2018

The Naticnal Education Policy Framework 2018%, published by the Ministry of Education and Professional Training
summarizes education challenges In Pakistan as depicted in the chart below:

Frgure 2: Natanal Education Policy Framewcork 2018, Ministry of Education &Prafessional Training, Gowt of Pakistan

The above framework highlights vanious challenges that need to be addressed including a lack of coherence and
weak industry linkages, NEESDF addresses all those needs.

“Sationad Education Polizy Framenork 2008, Minktny of Eguecation & Professiana! Tralning, Govt. of Fakstan



/‘Imﬂfﬂmz}a—ﬁuﬂ.ﬁﬂr}f Linkages in Pakistan

Although, there is a mismatch between the demand and supply of human capital, this gap can be dosed efficiently
throwgh enhanced collaboration amongst all stakeholders,

HEC along with the World Bank initiated a Tertiary Education Support Program (TESP) under Government’s Higher
Education Developrment Program, as a part of 2nd Medium Term Development Framewaork for Higher Education
(MTDF-HE Il 201 1-2015), MTOF HE 1 (2005-10) focused on internal gevelopment of Instutes of Higner Learning and
the pumpose of MTDFHE 1l was to link this developrent to the society and industry as per Vision 2030 which intended
torneet the contemporary and future challenges through accumulation of knowledge and collective competence™,

According to Planning Commission of Pakistan (2011) Pakistan was ranked 92 out of 133 countries in 2
university-industry linkages Index, much kewer than China and India, which were ranked 23 and 46, respectively!!, HEC
initiated setting up of ORICs [Office of Research, Innowvation, and Commercialization) at universities in 2010 with an aim
to empower HEls as a powerhouse of sustainable research and high growth innovation'2 HEC's website states that
since then 66 universities have notified setting up of ORICS.

Our findings reveals that majority (80%) of the organizations participated in this sursey have never been contacted by
HEls or HEC for any sort of linkages,

ORICs may form part of the multi stakeholder group as proposed earlier. There is an opportuniy to understand the
challenges faced by industries, and provide enhanced information to graduates at the heart of greater
acadermia-industry linkages.

e Ecocaton Medham Tenr Devopment Famnort 10011180 >

Fcand Thamsdan amd n'|f.|'|r~r Fdcation Canwmstan, Enphorrns Pntesnon Sumaey, J00e
1 Higher Fducaticn Mediam Term Dessiopment Framewaork 1300105 = HEC
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Planning the Survey/Study

The Graduate Employability: Employers’ Perception Survey Report 2018 is an initiative of Nageebz Consulting, T is
a 2nd report of the 2016 report that was conducted by Nageebz Consulting's in-house team, The sampling and wiork
planwas reviewed and vetted by held experts.

Objectives of the Study

The study aimed to investigate the gap between academia and Industry, employers’ views on quality of education
imparted to university/college students, and its relevance to the demands of the industry,

Our survey was conducted over a span of six months, and recorded

feedback from 212 organizations, employing over 500,000 workforce,

The questions asked from respondents included:

= Are emplovers satished with the quality of graduates?

= What are the reasons of satisfaction or a ok of it?

= ‘What factors do emplovers consider important when recruiting fresh graduates?

= Which soft-skills are considerad Irportant when hiring fresh graduates?

= Have emnplovers ever been contacted by HEC, Provincial HECs, and universities to have consultation or
collaboration on curioulum development and other affairs concerning liaison between academia and Industny?

= Were ernployers willing to participate if HECs and/or universities approach them for liaison or collaboration?

= What are the areas whare most jobs will be created and what will be the most demanded/sought aftar skills
among graduates by the industry in next five years?

= Are they satished with the quality of Cs of fresh graduates?

= Which type of information is required on the CV of a fresh graduate/graduate professional?

The respondents’ data was also dustered to respondents’ designation and industry.




Data Sowrces

The primary research in this study was backed by 2
secondary research that constituted reviewing major
reports and literature available on the subject. Primarily,
the reports includad UK Education and Skills Sursey 2017,
Employability, A review of the literature 2012 10 2016
Higher Education Academy 2016, Annual Report of
Confederation of British Industry 2013, and Report by
Global Innovation Index and Employers Perception
Survey submitted to Higher Education Commission in
May 2016, Moreowver, various model and theoretical
perspectives were studied to reach the conceptual
framewiork of the study,

The review of erature was conducted on avallable
research studies and briefs in Pakistani context. This
review also inchuded various questionnaires and surveys
already employed In the field with more or less similar
objectives. Secondary research helped darfy e
objectives and framing questions for the survey, In
addifion, secondary research abo  provided  with
theoretical background necessary for the study. The
sunvey/nuestionnaire wasidentified as a main tog! of data
collection to conduct the study,

Sampling

Sampling was done following multi-staged stratified random sampling technigues, surveyving professionals only, whe
were directly iInvolved in the decision making during the recruitment process,

Therefore, the survey was administered to senior officials, heads of the organizations, executives, and HR managers
from onganizations belonging to a wide range of industrial sectors such as Manufacturing, Information Technodogy,
Education, Health, Banking, and Engineering. In order to ensure considerable representation from each sector, the
executives were sampled on the basis of their designations/profiles, vears of relevant experence, size of the
organization, nature of business, and corresponding Industry. The size of the organization was also a2 measure of
numiber of graduates employed from the labar market. It was assumed that larger organizations with larger workforce
would have employed more university graduates. Lists of 2004 companies were prepared with tameted
executives'senior officials, In order to ensure the reliability of the resporses, the respondents of the survey were
carefully selected. Moreover, the internal validity of the research was ensured by designing a questionnaire that would
specihically penain to guality of education, skills, and atiributes of the professionals required in the indusiry, and major
obstacks in finding and hirng such sultable candidates for placement In the Industry.

N [\ (JEEBZ CONSULTING SR



Development of the Tool
The survey consisted of 18 contextually relevant questions requesting details on:

- Demographic infarrmation

Organizational details

Emplevers' perceptions towards quality of education

Reasons for satisfaction/dissatisfaction

Factors and skills to consider during recruitrment of professicnals

- Contact or communication by HEIs with business organizations regarding education refomm process by the
universities

The survey also sought answers on employers’ perceptions based on the changing trends of business and different
inclustries.

Survey Administration
The survey was designed and administered via an online tood, Survey Mankey (wanw sunveymonkey.com).

Responses were abtained from 212 individuals Survey Monkey also provided an opportunity for onfine data collection
without compromising integrity and authenticity. Each of the respandents could enter responsas once only as [P
restrictions applied. The potential respondents were contacted via Linkedin, Email, Telecon, and WhatsApp to seek
their perrmission for participation in the survey and the link of online suney was shared with them, The respondents
were also informed about the objectives and purposes of the stucdy.

The list of the crganizations that paricipated in the survey is attached as Annexure C, Distribution of the organizations
across comesponding industries and representation as in the sample can be found in the (Figure.B).
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The Challenge

Pakistan's progress in the area of education continues 1o encounter challenges in providing a relevant supply of skilled
gracluates, in line with corporate demand. To fix this, different interventions are required, which can't work in isolation,

Utilizing the Kaleidoscope

Targets set by UNCP In Milennium Development Goals (MDGS) 2005 and indicators of the Sustainabie Development
Goak targets (SDGs) for 2030 all interlink to build capacity and have a far ranging impact on econamic growth, social
cohesion, innovation, civic, and welfare engagement — all components support national and government
transformation.

Global Innovation Index & Pakistan's Compromised Ranking

The Global Innovation Index (GH) analyzes countries on the basis of their innovative outputs. They may be affecting a
series of factors including energy efficiency, human resource, technological innovations and outputs, and institutional
envircnments. They might be demonstrating creativity insolving social problerns or researching innovations: the idea
is that everything shoulkd be condudve to sustainable growth™.

Pakistan was ranked 102 in 2018 out of 126 countries (113 In 2017) In the area of Innovation by GI™. Fram South Asia
and Central Asia, the top performers in the Innovation Incex remain India, Kazakhstan, and Iran, Paxistan has been
placed into low-middle income aroup with a high population growth, but low GDP per capita le. US55358.3, On the
other hand, Ching rises in the Global Innovation Index',

As a measure of market sophistication and innovative outputs,
the Gl rank of Pakistan raises concerns about state of Higher

Education and its alignment with industrial requirements and a
realistically productive future.

Pakistan's Alarming Ranking on Global Competitiveness Index

Pakistan ranks a staggering low 115th on the Global Competitiveness Index 2017-2018 amongst 137 econamies! This
s far behind other South Asian economies such as India (40th position), Iran {E9th), and Nepal (88th).'

Pakistan faces significant skills shortages and mismatches, There s 2 growing gap as the demands by industry are not
being adequately met by market-relevant, job-specific skilled indhiduals, produced by either the hegher education or
any other sector, In this context, the Government of Pakistan called for initiatives that would develop and improve

FIlapte, Seneriing Rarses) Beaks Bapmoun, Ardaning Gagnsal Rrinika Sevana Srons Laaan., Sacka
Wansch-Vincentd, Lavana Rivera leds, and Framncescs Tuadagnn “The Glaba! innovation Index X115 Enerdgising
Ehe Wi pah Svsccalion, “Wodal frsavalion toles 2008 (20080 T

M The (Hidu bnncvation fncker 2078

1 Thee Glodud bansvation nckes, 2008

"G Dalalease 2018 Feovil Eoorinic Fovum



higher education sector. As pat of Government’s agenda for higher education development under second
Mediurm-Term Developrment Framework for Higher Education 2011-2015, HEC was mandated with some seriously
urgent and important tasks. That included impraving the conditions of teaching, leaming, quality of research, access,
and the relevance of these to the technical neads of economic growth, The program weas caried out with support of
World Bank under Tertiary Education Support Program {TESPY. In this regard, NEESDFS recommendations are in sync
with what the Government of Pakistan wishes 1o impart, and we will support existing effarts and conscientioushy
improvise new frontiers of developrment,

Literature Review
Defining Employability

With the changing structure of the future of work, it has now become even more difficult to define ‘employability’ and
o date there is no common definition available.

e CED of Nageebe Corsulting, Muhammad Moazam Shahbaz, defines emplovability as, “An individual's ability to
accpuire and retain emphoyment o self-employment, with the ability to grow in a Career o business an the basis
of knowledge, traits, technical/professional skills, enterprise, and soft skills”

Other popular definitions of employability are:

o Asetof achievernents (skills, understandings, and personal attributes), that makes individuals more likely to gain
employment, and be successful in their chosen occupations. This benefis themselves, the warkforce,
community, and econormy, (Yorke and Knight-2006)

» Employahility is the possession by an individual of the qualities and competencies required to meet the
changing needs of employers and customers and therety help 1o realise his or her aspirations and potential in
wiork, (CBE 1998, 0. 1)

s Ermployahility means the development of skills and adaptable workforoes in whidh all those capable of work are
encouaged to develop the skills, knowledge, technology, and adaptability to enable them to enter and remain
inernplovment throughout their working lives, (HM Treasury, 1997, 0.1)

o Employahility is the relative capacity of an individual to achizve meaningful employment given the interaction of
personal drcumstances and the labour market (Canadian Labour Force Developrment Board, 1994, p. viii)

s Employahility is the capability to move into and within labour markets and to realise potential through
sustainable and accessible ernployrment. For individuals, employahility depends on; the knowledge and skills
they possess and their attitude, the way personal attributes are presented in the Bbour market, the
ermvironmental and sodal context within which wark is sought, and the economic context within which work is
sought. (DHFETE, 2002, p. 7)

Graduate Employability Attributes & A Need for Revision

In recent decades, universities have come under increased pressure to produce graduates who are equipped with the
skills, training, and qualifications that meet market demands ie. graduates who demonstrate high emplovable skills,
Hewvenver, there is a greater emphasis on understanding the attributes that result in greater employability among
students who enter the higher education status.

“mnd Thormion ang Migher Fdocation Commisson, Fmplovers' Meaoepdian Swneey A0
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Bridgstock (2009)" argues that as countries are tuming to dynamic ‘information and knowdedge intensive’
economies, thereis a trend to revisit the most desired traits'employability skills by employers. Therefore, the generic
skills pessassed o listed by graduates in the past may not be relevant today.

Bowden (2000)" desaibes graduate attributes as, “The qualities, skills, and understandings a university community
agrees its students would desirably develop during their time at the institution and, consequently, shape the
contribution towards their profession and as a citizen”. However, Bridgstock contends that graduate emphoyability
attributes refer to the skills set and dispositions that will align an individual with the requirerents of most of the
employiers and increase the opportunities (might be short-term and immadiate) of employment. ™

The Kirby Report (2000) by the Australian Depantment of Education, Employment, and Training and Intemational
Labor Organization (ILO) (2000) presents a rather broad defnition of graduate "employability’ as anidea that,
“Irvotvels] seff-belief and an ability to secure and retain employment It also means being able to improve [the
wiorker's] productivity and income-eaming prospects. This often requires cormpeting effectively in the job market and
Exeiryg abbe to move between occupations 28 necassary. [t requires leaming to learm’ for new job oppontunities™
This definition describes that the alignment of skills with market demands, in combination with self-carser
management and higher education, brings better job prospects. Furthermore, optirmal sodial and economic growths
are dependent upon competition in the job market, and adaptation of the graduate professionals  according 1o the
dynarmics of the market.

A Conceptual Framework of Graduate Employability
Bailly's Model of Employers’ Beliefs

Bailly's Model of Employers’ Beliefs (2008) describes three stages of employers beliefs when evaluating the graduate
employability skills and characteristics at the time of recruitment and during the work spar™.

According to this model, at prefiminary stages employers have no experience or knowledge about graduates with
certain qualifications when hiring them.

« Initial Sigrials — Firstly, the employers make decisions about recruitrment basad an their initial Belisfs and anticipated
levels of productivity as estimated through the credentials preserted on the graduate’s profile. This information can be
termed as Initial Signals.

AN Empiower s
Initial Signals Initial Belliefs on
i

Dedision Making

{ on Recrulornent
Educational Outpt

Figure 3 : Stage-l Of The Employer’s Beliefs About Educational Cutput Of The Applicants (Bailly, Franck, 2008)

iridgead, Buh. “The grachae seirbees v e overiooten Enfancing grachwse smpdaa bty iivough coarers manegemey i skils” Higher foucaion Ressach & Devesiopment 20 no.
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Employers’ Initial Beliefs on Educational Qutput

The second stage commences after the recruitment of the graduates, The emplovers acquire an experience of
understanding the educational credentials and the graduates’ productivity is visible and measurable {(Figure4). This
expenence allows them to form realistic beliefs, At this stage, the Initial Signals become less infiuential upon an
employers’ undenstanding, as Initia Beliefs take center stage according to the quality of work and emplovess’
performance.

e T Intended and unitended
Anemployer's Decisions on ,
: i Jerforrmance of empoyess at
adjusted bolisfs recrultrment F : : idzan
work

Sef-confirmation or

connection through trial

and error processes

Figure 4 : Stage || Emplayer's Beliefs On The Performance OF The Worker (Bailly, Franck, 2008)
Decision Making on Recruitment

The third stage begins when an equilibrivm is achieved between successive recruitments and emplovers'
understanding of the best recruits based on their skills, atributes, and educational qualifications (Figure 5).

Bailly's Model as the Conceptual Framework

Bailly's model of employers’ beliefs may form the basis of studies that aims to determine the employers’ perception of
employability skills among graduates passing out of universities,

in the present study, Business and Human Resource leaders from crganizations in SMESMNCs, and Public Sector
responded to the questions regarding their perceptions towards employability skills of the graduates. As these
executives have years of experience of recruiting graduates and managing workforces, they have gained an
understanding of the productivity and efficiency of the graduates dermonstrating certain skills and attributes.
Therefare, Bailly's model of employers’ beliefs forms the conceptual framework of the present study and is relevant to
Qur recommendations,
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Public Learing

e Employers Deacisioms on Pedfomance
Initial Signals ey S

Raliefs Recrutment Clutcomes

Figure 5 Stage W Equilibiiurm Between Recruitment OF Gradustes And Erplovers’ Understanding Of The Bducational
Credentials {Bailly, Franck, 2008

Harvey's Model of Graduate Employability Development

Harvey (2000) believed that thers are external factors required for emplovabidlity in addition to personal attributes,
Therefore, the difference exists between the perception of iIndividual and the aciual employment. Harvey elaborated
this in his “Magic Bulle:” model of employabllity, linking the graduate attributes with the atanment of employment.
Proceedirg on this model Harvey (2003) contended that there are other factors {(subject areas, emplovability
developrnent opporiunities, and extra-curricular experiences) required for employability apart from the graduate
attributes: these factors are driven by the process of engagerment, pedagogy, reflection, and articulation. The
ernployment model depends onthiree key factors - HES, graduates, and employers {Figure &), These key ndicatars will
ulimately lead to employrment

| oppoertunities
RS J pedagogy

employability attributes
wiork experience

I . i,q-lr-pmmu:rtiururih;'rlk
o Willingneis o devel

Extra- - =
rrﬁﬂ-ﬁl:':nJ

curricutar
Empigﬂhii ity |

experiences
[ Empioyer RITENTITREEE  Employment
m!-—l Portfolio T ——

Figure &: A Model by Harvey (2002, p4) of graduate employability development




Nageebz Consulting devised a framework® deriving the employability attributes from Hanvey's Moded, with certain
ermployability competendes. These competencies are based on the findings of the surveys conducted in 2016 and
2018, respectively. (Refer to section 7.1 for NEESDF)

Skills and Attainment of Jobs

Ermployability refers much more than acquiring a first job. The International Labor Organization describes
ermnployability as equipping the Individuals with skills that help them attain and secure a long-tenmn wiork opportunity:
one that ensures them a lifelong career. However, according to ILO, young graduates across the world do not possess
the competencies and skills that are required for the atrainment and securing of a long-term work opportunity. There
15 3 strong consensus (Cole and Tibby-2013) that empleyability is more than obtaining employment, and that HEPs
shoud not focus simply on supporting the graduates in getting their first jobs. Instead, the need of the hour is 1o
support the graduates to building positive and meaningful careers and to participate meaningfully in the society.

The ILO terms these skills as 2 1st Century Workplace Skills™ that include the following 4 Cs:

Communication
Craativity
Cooperation
Critical Thinking

ghe hnd P

Maoreover, employers from across the world, place emphasis on varied skills, aptitude, and attributes of university
graduates, Here again, these skills are the same as those highlighted amongst respondents of this report,

Exarnining different frameworks in the 187 papers, Higher Education Academy (HEA) has provided an extensive list of
graduate attributes™

1. Aspiration 18. Language Skills (Particularly 2nd Language Skills)
2. Autongonmy 12 Muki-Tasking

3, Caresr Managermenit 20, Mumeracy

4. Comrnunication Skills 21. Opportunity Awareness

5. Creativity 24, Positive Attitude

b, Crtical Thinking Skills 23, Presentation kills

7. Customer Awareness 24. Probdemn Solving

8, Digital Literacy 25. Professional Knowledge

9. Efficency 26. Research Skills

10, Emationa Inteligence 27, Besilience

11, Enterpiise and Entreprencurship 28, Seff-Managerment

1.2, Ethics 29. Social inteligence

13, Flexibility and Adaptability 30. Team-Working

14, Giving and Receiving Feedback 31. Time Managernent

15. Independent Thinking 32 Wilingness (and Capability) to Leam
16, Initiative and Self-Direction 33. Work Ethac

17, Inter-Personal Skills 34, Wiitting Skills

H pyational Empiyateity Enlevpese Soils Developrment Fromesods (REESE)

HWTERWATONAL LARCLIR DRFICE, Glalusl Enpdosrneral Traviihl o Vi i SOUT: Pali fo o b iTer ey
fufune dndemationa’ Laboor Office. 2017

 Empoabie A nmaswr ofthe ineriues 201 2 Fo 2016 Hgier Eiucation Acadermy 2016
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Embedding Employability in Higher Education

Empkoyability cannat be taught as a standalone subject. The employability and enterprise skills highighted in this
report and other national and intemational reports need 1o be embedded in every subject taught at HEks, Colleges,
TVET institutes, and schobls. Faculty members and teachers need (o be made aware af these ills, and they should
have a common framewark to refer 1o, Teaching pedagogies and assessment methods have to be changed
accordingly as well,

In an attempt 1o resolve this, Higher Education Academy (HEA) in 2016 developed a framewaork for embedding
emplovability {(Figure; 7) in higher education,

HEA views embedding employvability a5 providing the opporunities o develop knowledge, skills, experiences,
behaviors, attributes, achievernents, and attiludes to enable graduates 1o make successiul transitions and
contributiors - employability that benefits the graduates, economies, and their communities. Employability is relevant
te all students at all levels of education, hence, includes both undergraduate and postgraduate provision 2

Nageebz Consulting’s
“National Employability &
Enterprise Skills Development Framework (NEESDF)” (Figure: 28)

incorporates components of several international frameworks and
findings of this research to make it relevant to
international and local market needs.

SEmdedoing Emplalabiily in higher aducation: Highar Educalion Academy 2018
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Figure 7: HEA's Framework for Embedding Emplayabilityin Higher Education
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Thraugh our research, employers from diverse industrial sectors have presented their views on the shartcomings or
the lack of gualities in graduates coming through the curent education systern. There is a considerable supply -
demand lag,

Respondents’ Profiles
By fndustry

The results indicated that executives and senior officials from 25 different industries responded to the survey.

However, for the sake of understanding, respondents (businesses) with related industries have been clustered undar
13 closety related business seciors.

B (TiTeletem EPTCal Center 2
B FMOGMeanufactinng 168
& RetalTashonHospitaiegFood 14%
B Peofaipana Laidon 1%

B Education & Treining Remeach
B fankrg & Poance!nduiei
WO, G, Erwssgy & \Weines
Healihy, Finess & Medicine
B pediTxport, ingebicy, Transpostaten & Chilekaition
m PaEle e
B NEOSochl Deve lopment Sec
B Pt &Elecromic Media' Entertanment
= Agicubiee

FEHBBEFER

Figura & : Graphical Presentarion Of Distribution OF Respordents Across Different Business Sectors

By Designation

Out of tofal respondents to the survey, the designation wise division constituted
- C-Lewel Executives - 27%
« WP/DirectorHead - 25%

« HR Managers/Recruitment Specialists - 44%
- Mon-HR Director(s)/Non-HR Manageris) - 4%

The data above adds to the reliakility of the responses cbtained in the surwey.

B CharmanCEO RO Deputy CEO %
B VP HRDirctor HAHesd of HR 5%
B Marager HAReciuitmern Spesdalst T H
B Mon-HE Direcionion-H H darage W

Figure & . Graghical Presentation OF Respondents’ Desigrationg/ ot Titles




By Employees Size Base of the Company

[ ) (E -]
| 15D L]
510 H
m  HN-I0 (e
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m 0012000 1%
B 20015000 T
§  S001- K000 ik
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Figure 10 : Showing Response Percentage Of Respondents’ Companies With Different Employee Base

By Regional Operations of the Companies
Imarder to obtain a hofistic knowladge, organizations of the respondents wiere atso analyzed on the basis of their scope
of operations. The following ratio wise location based analysis helped solidify the holistic knowdedge that is promised

The results indicated the following preferred province wise operations of these crganizations:

; GALGIT RALTISTAN
! PAKHTUREHWA
"FATA

AZAD KASHMIA

i o Punjels L
B Gndh 1

‘ﬁ BALOCHSTAN B Khybr Pabhsankhwa  12%
w B Ovormas M4

¥ Ralochisman 1%

5l B Arad Kathme 1%

B Gilgit Bakistan 184

B FATA 15%

Figure 11:Showing Response Percentage Of Bespondents’ Companies By Regional Cperations

The diversity in the locations/areas of operations not only demonstrated the scope of the onganizations in terms of
services, but also showed employers' experience with candidates or professionak across provinges.
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Employers’ Satisfaction
Employers’ Satisfaction or a Lack of it with the Quality of Graduates

« The results indicated that an alarmingly high number i.2. 78% of 212 employers are dissatishied with the
quality of skills and qualifications of graduates in Pakistan!

« Only 22% of the employers feel satished with the quality of available skills sets of the graduates in the
rmarket,

In comparison to the results of a similar surnvey on employers’ perceptions conducted by CAAS (now Nageebz
Consulting) in 2016, the dissatisfaction level has now risen by rmore than 2 points ie, 76% employers (of 171
respondents) were dissatshiad earlier in 2016 with the quality of skill sets of graduates. The increase in dissatisfaction is
significant, keeping in view the increased and diversified sampling representad inthe suney. The resuéts abowve also
indicate a widening gap between the available skill sets and changing dernands of the industry.

B No Fi%
B Yes 2%

Figure 12 : Showing Levels Of Satsfaction And Dissatisfaction Of The Emplovers With Skl Sets Of
The Graduates Available As Workforce

Level of Employers’ Satisfaction by Designation

Employers’ Dissatisfaction at CEQ/Deputy CEQ/CHRO Level
Results indicate that around 8936 of the C-level executives (CEOs/Deputy CEC</CHROS) are dissatished with the quality
of graduates: factors include qualifications, skills, and employability,

m Mo B
® Ye: 11%

Figuie 13 - Showing Levels OF Satsfaction/Dissarisfaction OF The Employers With Ties: CEQ/Deputy CEOVCHRO



VP HR/Director HR's Dissatisfaction!

Results Indicate that a whooping 78% of the employers 3t VP HR/Director HRHead level are dissatished with the
enisting skills of the graduate workforce.

m Mo V3%
B Yes X%

Figure 14: Showing Levets OF Satisfaction/Dissatisfaction Of The Ernpboyvers With Titles: VP HR/Director HR/Head

Employers’ Dissatisfaction at Manager HR Level & Below
Keeping up with the earlier trends emerging froem the results, 71% employers at Manager HR level and below showed
dissatistaction with the quality of graduates availabbs,

m Mo %
B Yes 29%

Figure 15: Showing Levels Of Satisfaction/Dissatifaction OF The Emplovers At Managar HR Level And Below
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Keasons for Dissatisfaction

Higher Education Institutes (HEIs) must reform and realign instruction
and assessment systems in a way that provides realistic information on

learning achievements of graduates.

The respondents to this survey were presented with an aray of options on skills related to collaboration,
cormmmunication, presentation, knowledge, and atiitude towards work that may potentially be the cause of their
dissatisfaction. The responses from the emplayvers in this secton are particularly imporntant for academia 1o prioritize
and focus on the areas where increased attention is direly needed (refer to igure 16).

Incorrect Reflection of Knowledge

Arcund 609 of the respondents have marked, "Knowledge, skills & abilities of individuals failing to reflect the high
grades they have achieved” as a leading reasan for dissatisfaction, This highlights the gap between actual learning
achievernent and grades obtained through rate kearning ar cramming.

Graduates must have sufficient industry exposure to gain commercial
awareness and acquire technical skills that will help them in becoming

industry-relevant.

Disparety in Rights & Responsibilities

Likewise, around 56% and 55% of the employers chose “lack of commerdal awareness” and “high salary expectations”
as second and third highest reasons of dissatisfaction, Lack of knowiedge on mechanics of commercial markets and a
demand of an inversely propertional salary structure doesn’t work, |t again demonstrates wide gaps and weak finkages
between academia and industry,




The Proecess that Leads to Dissatisfaction

It s like 50 many people are working really hard = but sadly, in the wrong direction, This dissatisfaction of the employer
is not anly a consequence of absence of industrial exposure ta the studerts during degree pragrams, but also the fact
that schools do not provide adequate information on industrial demand of the discipline. The institution should
educate the student an the equired skills, possible job roles, and expected salary when they enroll in different
academic programs.

Moreower, around 409 to 46% emplovers indicated dissatisfaction with communication, soft skills, and presentation
skills of the graduates. These trends are major pointers for acadermia.

Lack of ar poor soft skills remain one of the major hurdles in

induction of graduates in the industry.

Overall Reasons for Dissatisfaction
Erowledge, Skills & Abilites of ndividuats

unase o eflect the grace: abtained I 13
Lack of Commercial Awareness _ ]
High Salary Expectations I 5%
Poor Personal Presentation I 43%
Unabda fo Exprass thair kaas & Thoughts (I A7
Plot Repdy (o Take Inidatves of Lheir Cwn I ——— 4%
P Salt Skills _ 41%
Poor Witten Comnmunication I 4%
Unable to Apply Knowledge & Skills I %
Pear Ingermz Skillc N 36
Paar TechnicalSubject Knowledge — (e — 3T
PoprCys 4%
ot Adapehle I Lt
Megative Attitude Fiop ]
Meg RBeacy e Learr Mew Skills ) L%
Unable 1o Comprehend Work Instructions _ 2%
Poor Basic [T Skills  EG— 0%
imatsle 1o Wierk in Teans and Groups _ 174

8 0 b1 E | A0 5 60

Figure: 16 Overall Reasors OF Dissatisfaction OF Empioyers Towards Graduate Workforce
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Reasons for Satzsfaction

Just like there are two sides to every story, a number of areas were highlighted by the employers that presented
strengths and potentials of the graduates passing out of universities. The information in this section & useful in terms
af determining the strengths that must be developed in skiled areas (refer to figure 17).

Employers sought after candidates who demonstrate good

communication, presentation, and ‘soft’ skills.

s More than 52% of the employers highlighted that fresh graduates demonstrate a good
knowledge of the basic IT skills, willingness and ability to leam new things, and express their
ideas and thoughts without conditioned inhibition,

« 50% of the employers responded that graduates have a positive attitude and demonstrate
adaptability.

In combination, these skills and akilities promise immense potential for Pakistani univessity graduates to acquire
greater knowledge and enhance their skills, given they are strengthened with the right opportunities and a focused
medium of instruction. On the other hand, adaptability and ability to learm new things on the part of the graduates
may help them inquickly leaming the competitive and complex business environments, making them good workers
and eventually industry leaders,

Reasons for Satisfaction

Good Bask T Skila - S
Fieacy o Leam hoew Skils . -
At to Express Ides & Theughts s
Positive Aftitude | 50%
Adaptable Ep—————— 54
TechmicalBubjar Knowledge e e £ 3%
Gond Personal Prsentation _ 415
Goodd Camprefiensicn Skl g S | 3%
Reatty o Take nitatives g 1
Able to Wk in Teams & Groups —— 148
Saft Skils == i | 30%
Their Grades keflect the Knewledge, 5tis ] EGGNGNGNEEEE %
e Written Communicatian = .t Theg
Commrercially Aware T e 25%
Able to Apply Knowiedoe & Skils B 1o
G Litkeran : Tk
Sustified Salary Expectations == 165
Have Goad Wiiten CWs - 11%

Gt Iivtaryiew Skiiks H ™
o 0 30 40 50 &0
Figura 17: Overall Reasons OFf Employers” Satisfaction Towards Graduate Workfonse
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Factors in Consideration while Employers Recruit Fresh Graduates
Factors Influencing the Recruitment

Technical skills, professional knowledge, and soft skills carry the highest
weightage along with relevant qualification to successfully acquire a job

in the industry!

I universities, students are led 1o believe that only gocd grades will secure them good jobs, howeever, employers have
a different perspective.
A number of factors influence the recruitment of graduates according to the following info {see higure 18):

o 79 of employers prefer Techrical Skilk/Professional Knowledge' to 'Hgh Grades’ when recruting fresh
graduates

» About 76% of the employers encourage Relevant Qualiication” when hiring

« 70% of the next highly demanded skill includes Soft Skills'

« 'Personal Presentation’ comprised (B8%)

s Only 57% of the recruiters gave weightage 10 the performance in organization tests and/or assessments

Technical Skills VS Branded Degrees

Furthermore, itis evident that in the industry, technical skills and knowledge are more vabued than the type or cadre of
the university attended by the candidate. Qualities of soft skills and erterprise positively influence the candidate’s
chances of baing hired.

Technical Skils / Professional Knowledge/ Sl I, 7
Relevant Qualification I G <

soft-gkills I 7086

Personal Presertation R BB
Parforrmance in Aptitude Tests/Aceessment  [INNENENGEGEGGEGEEEEEE SEM:

Active Farticipation in Extra-Curricular / Co-Cumicular Activities I %
High Graces NN 18%

Valunteer Wor: |G 18%

Feference N B

0 20 30 40 S50 &0 70 80

]

Figure 18: Overall Reasons Of Satisfaction Of Employers Towards Graduate Workforce
Facars n Consideration wihile Bmployvers Recrult Fresh Graduates
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76p-Ten Soft Skills Required by Employers

Soft skills are the most prized features during interviews and on-job
after being hired. Academia should focus on developing soft skills

alongside offering textbook knowledge.

Emplovers speak at length about the soft skills that they like to see among graduates during interview and on-job,
ance they are hired. Amongst the maost demanded soft skills, the ones that top the list are as follows:

» Positive Attitude 85%

o Lonhdence /0%

» Verbal Communication 66%

o Team Work 64%

'Integriny’, ‘analytical skils’ ‘fime management’, and ‘critical thinking skills’ alang with ‘planning and arganizng” follow
the above skills.

Once again, the onus is placed on developing soft skills along with knowledge development and good academic

performance, Aligning with that, university education must ako include preparing the leamers for professional
challenges along with imparting them comentional education.

Positive Attitude I 85%

Self - Confidence |GGG 70%
verbal Communication [T B6%
Team Work [ B4%
Passion/Enthusiasm _ 3%
Integrity 63%

Anatytical skills | 56%

Time Management IR 54%
Critical Thinking | NGz 9%,
Planning & Organizing _ I 48%0

o 10 A 30 #0 5 60 T 30 %)

Figure 19 Top 10 Soft Skills Required By The Employers




Academia-Industry Linkages
Employers Contacted by HEC and/or Universities for Curriculum Development

A spactrum of issues represented above in employability skills, relevant qualification, and lack of soft skills can be
addressed by reflecting on the strengths of cobesion and value exchange between academia and industry, The
disconnection between acadernia and industry could be because of HEs foous on imparting theoretical knowledge
and focus on descriptive research In such a scenario, the opportunities for graduates 1o leam practical aspects greatly
reduce Side by side, the development and implementation of the emplovability and enterprise skills framewark will
reduce the cument gap.

Have you ever been approached by HEC or any university to participate or nominate someone from your
organization to help them in curriculum development or share input?

el | i
Frequently I 12%
Sametimes B

Figure 20: Industry Contacted By Acadermia For Curriculum Development

Through this survey, B0% of the emplovers reported that they were never contacted by academia or HEIs for their
inputs into curmculum development, or designing modules for skill development amaong university graduates,

Qnly 12% of the respondents mentioned that they were frequently called for their inputs on cumiculum development
by universities.

Industry’s Willingness to Channelize Solutions

Collectively, an extremely promising 96% of business leaders from the industry exhibited a strong inclination to assist
universities, including the HEC, in the cumiculum development process and capacity building program (Figure 21).

The promising response of business leaders must be channelized to form
educated and scalable decisions by the universities on an immediate

basis so no further brain and time is lost!
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Figure 21 : Willingriess Of Indwstry Ta Engage With HEISHEC By Nominating Indhviduals For Curriculum Developrment

The role of Career Services Offices at ORICs can be redefined as
points of effective engagement and partnerships with industry and

corporate leaders.

The Career Services Offices and ORICs in universities are good platforms
to actively engage with the industry for cumiculum developrnent,
industrial research, knowledge of latest trends, job placement of
students, and for other popular activities like inviting quest speakers from
industry and running recruitment drives,

Howwever, there Is 2 nead to move beyond this!



Information Employers Seek on a Fresh Graduate’s Resume
Quality of CV/Resume

This study revealed that fresh graduates are unable to produce a professional rssume while spending considerable
time studying for degrees in HEIs, They are also not aware of the fact that CVs are the first impressions through which
decisions are made. In this study, employers have expressed their opinion on the quality of the CVs and information
presented in them by the graduates.

« 77%ofthe employers were not satished with the overall quality, presentation, and presented informaticn,

« 97% of the employers prefer a simple format with Clear and condise information in a logical sequence
emulating the learrt and applied skills/knowledage to any fancy formats.

97% of the employers prefer a simple format with clear and concise

information in a logical sequence to any fancy formats with colors and
designs.

Survey flevelations

1. Emplovers areweary of the 'Career Objectives’ on OVs, They feel that mosthy the statements provided sound
cliché and 'mot unigue’ 1o the candidate,

2.45 per the employers’ feedback, every 2 out of 4 candidates are found to have vague or confusing detalls about
thelr egucation, IT skills, and jobintemship/s experlence on their CV.

1%

23%:

) 20 a0 &l Bl 100

Figure 22 : Employers' Satisfaction with the Quality/Format of the Candidates’ CViResume

Furthermaore, thraugh this study, employers were acked (o elaborate on their responses and give 3 detailad
perspective on the reguired elements of a fresh graduate's OV A list of elerments arranged on the basis of
oriority s avalable for the candidates to learn from.
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Bachelor's/Mastar's Level Education - G8%
kills Leamed or Skills Applied during Intermnship's G
Details ahout Final Year Project 62%
Correct Grammar and Spelings 3%
Ditails about Intermships ' : ' ' 57%
Interpersonal SKilis 4%
Skills Learmed or Skilks Applied during Final Year Project = 532%
Title of OV {e.g., Elecirical Enginesr [ Entry ] 51%
Contact Details - 4%
Skills Learned by Participating in Extra-Curicular Activities - 45%
Participation in Extra-Curricular Activities  — [ 42%
Hobbizsand Interest: 8%
Academnic Awards and Certificates — L 3696
Valuntesr Work — S 32%
List of Subjects Studied During Studies  — | 3%
Photograph of Candidate 20%
Awards/Certificates of Participation in Different Co-Curricular —_ 2%
Languages Spoken  —I o 5%
Inter/A Levels/CY Levels/Matric Level Qualifications —_ 258
Indusstrial Wisits 2350
Persanal Information —# 2244
Details about Semester Projects SN 21%
Links of Social Proffles = 18%

Academic Reforences = ik

Fancy Formatofa OV 3%

a ¢ 20 F0 40 50 &0 FO 80

Figure 23: Infoemation That Employers Wish To See On Cvs Of Fresh Graduates

62% - 68% of employers prioritized information on Bachelors /Master’s degree obfained by the candidates, skills
learmed through internships and experience, and details on Final Year Project as most important (Figure 23),

Mext inline, the emplovers gauged and placed highestimportance to the acquisition of soft skils, basic IT skills, and
commumnication skills of graduates applying for jobs in their organizations,

Candidates should highlight their education, technical knowledge gained

through experience (internships), and soft skills in their CV5s.

The priarities of the emplovers listad in this section of the study are 2 remnder 1 what industry s seaking from the
universities and the graduates,

Adgain, the results suggest commerdial awareness and a need 1o inculcate soft skills amangst our graduates, When

graduates are more aware of the industry, they would tend to acquire knowledge and skills that are aligned with
demands of the corposate sector. This will eventually reflect on thelr Ovs as well,



5 Years Analysis — Top Ten Jobs Forecast in Pakistan (2018-2022)
Next Five Years - Jobs Demand in Pakistan (2018-2022)

The knowdedge on the employability skills amaong university graduates and need for techinical knowledoe and soft skills
would be incomplete without knowing which sectors of industry will be demanding professionals in the next few
years, At the same time, universities and students need to know the areas where highest specialization is required,

Iy this context, employers were given more than 250 functional areas/skills/job titles ta choose from, in which they wil
hiawe job openings in their own organizations in the next five years (2018 - 2022).

« Maore than 55% of the emplovers shared that they would need Business Developrment Professionals in their
crganizations across diverse sectors (Figure 24),

s This is fodowed by mare than 4086 of the crganizations that will be looking for HR Professionals and Digital
Marketing Experts.

Interestingly, all of the three functional areas require excellent communication and critical thinking skills with
persuasive presentation strategies,

Business Development NG 55%

Human Resource Management _ 40%
Digital Marketing N 4%

Marketing (I —— 35%

Business Analysis I 3590

Project Management _ 33%

Software Development 33%

Social Media Marketing _ 329

Brand Management 3%

Client Services NN 28%

10 20 30 40 sl i

=

Figura 24: Jobs Demand in Pakistan (2018-2022) by Functional Area

In next five years (2018-2022), professionals will be most in demand in the
areas of Business Development, Human Resource Management,

Digital Marketing, Marketing and Business Analysis.
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Jobsin [T/Telecoms/BPO/Call Centers

1

2 Software Development/Software Engineering  5%%
3 Digital Marketing 6%
4  Mobile App Development 46%
5 T Security 38%

Figure 25 Top Five IT/Telecom/BPCYCall Center Jobs in Demand [2018-2022)
In [T/ TelecomyBPOVCall Center Industry, most of the hiring will be of Business Development, Software Engineering,
Digital Marketing, Mobile App Development, and [T Security Professionals. Business Development Professionals
(62%) will be in most demand in this sector.

Jobs in FMCGs/Manufacturing Industry

BusinessAnabyst s
Brand Management
Human Resource Management 48

Digital Marketing 44

Retail Oparations a4

Business Development 40

Supply Chain Management 40

Accounting 36

Retail Managemeant 35

Figure 26; Top Six Jobs In Demand In FMCG/Manufacturing (201 8-2022)

In FCGMManufacturing industry, mast of the hiring will be of Human Resource Management (62%), Business
Development (599}, Marketing {45%), Supply Chain Management (45%), Accounting {41%), and Distribution and
Logistics professionals (41%) in the next five years (201 8-2022),




Jobs in Retail/Fashion/Hospitality/Food industry

1

2

3 R s

3 Sl.lppl.y.l..':_héin Management

4 Accounting 1%
4  Distribution & Logistics 41%
4  Manufacturing & Operztions 41%
5 Mechanical Engineering 38%
6  Industrial Production 34%

Figure 27: Top Sk Jobs In Demand In Retail/Fashion/Hospitality/Food Industry (2018-2022)

In Retail/FashionMaospitalityFood Industry, the jobs highest in demand will be of Business Analysts, Brand Managers,
HR Managers, Digital Marketing Experts, Retail Operation Managers, and Business Development Experts,

Reflections

Theinformation provided in this section is wery useful for academia, as dear demands have been put forward by the
frdustry. It is tinne for the acadernia to respond to them.

In order 10 boost Pakistan's econamy, It is high time that industry be supported with innovative sclutions, moderm
technigues, and more sophistication In managing HR.

The future is about both knowdedge and skills. Only individuals with relevant industry skills and technical knowledoe
will be able to launch themselves successfully In the corporate sector,

S —— 1 (EEBZ CONSULTING S






o J 2
e ey

i




Conclusion

The review of various lieratures and our findings accentuates the need and significance of Industny-acadernmia
linkages. The linkages will fundamentally enhance the understanding of the employers' pefgeptian, ancl how to cope
with the changing dynamics of market. As discussed earlier the conceptual framework of Bailly's madel of employers
beliefs suggests improving the quality of education, relevance of research, and professional training of the graduates
b HEIs, They will, resultantly, influence emplovability in national and international markets.

Definition of Employability has continuously been evolving yet all definitions, available to date, converge to the point
that it is the combination of technical and soft skills that is imperative 10 employability, ILO dearly stated that only
individuals who have soft skills would be able to enjoy career growth and life ong career opportunities. Confederation
of British Industry identified that employers lock bevond good grades and qualiications. as right attituce and aptitude
was accounted as the maost significant atiribute for employability.

“Employability: A Review of the Literature 2012 - 20167 by HEA reaffirms the fact that employability skills cannot be
taught as a standalone subject. Rather, emplovahbility & erterprise skills need to be embedded in every subjecttaught
at HEls, colleges, TVET institutes and schools. Faculty members and teachers need to be made aware of these skilks and
should have a common framework 1o refer 10, Teaching pedagogies and assessment methods have to be modified as
per the change in need.

The inputs flom expenienced business and HR leaders will enhance the delivery system of skills and should be partof
the HEl's reform program but not limited to surveys and reponts,. They should be embedded in, tusiculum
development, instructional methods, and training pricrities.

It could also be inferred that the cost of training for emplovers & higherwhen emmlqyahi!ity ckills are weak: the
krock-on effec impacts productivity and economic sustainability of businesses Emplovabiity and Enterorise skills are
not limited to graduates. They also reflect on those under vocational routes @nd. alternate. employmentieniny
pathways. In other words, employability and enterprise skills have wider scopes and  the-economic and
transforrnational impact is muki-dimensional,

Capacity development s a progess through which individuals, organizations, and societies manage to-obtain,
strengthen, and maintain the competences to achieve their own developmental objectives. It reflects one of the key
principles tosharpen skills and develog a human-rights-based approach: an approach that advocates gender eguality,
environmental sustainability, and results-based managerment as key forces. Because of its centrality to the
development process, "collaboration” amaong all stakeholders is one of the core priorities of capacity development,
which we have incorporated into our recommendations.

The review of literature enabled us to realize that the need to incorporate soft skills within the curriculum and
instructional designis direly needed. Knowledge, skills, and abilities of the graduates must reflect the high grades they
have obtained. The only way foeward is by bridging the gap between industry and academia and industry, NEESDF can
address this challenge as far as imparting soft skills in leamers s concerned, which will not only update HEls
institutions but the esults will be far reaching on individual performance and economic growth,
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Hgher Bducation Cornmission may introduce policy-level refosms in higher education sector 1o areate an enabling
environment for development of capecity building in favor of change, and acknowledge the importance of

emproyability and enterprise skills as core competency requirernents.

Academia Industry Linkages

« Reform and realign higher education curriculurm in conjunction with the industrial and business trends by
pro-actively engaging business leaders and experts from the industry.
- Encouragement by HEC toHEls for giving equal importance 1o Professor of Practice as compared to conditioned

faculty memibers.
= Create an enabling teaching environmient that works alongside industry and develops a collaborative research

and commercialization of projects with the industry. This would solve practical probdems of the industry.

Teaching Pedagogy & Assessment Methods

« Discourage rote memorization by changing assassment methods and techniques that encourages |earmers in
developing greater comprehension skills, critical thinking, and anabytica skills,

« Lecture based teaching 1o be replaced with experiential instructional methodology i an environment where
teachers manifest themsebwes more as faciitators & mentors than as teachers,

« Local case studies 10 be developed and taught to make learmers more cormmercially aware of the local market.

Employability & Enterprise Skills Development

« Make teachers aware of the industry expectations in terms of both technical and soft skills.

« Mationwide train-the-trainer workshaps may be organized 1o train teachers how to facilitate learners to improve
ernployability ard enterprise skills.

« NEESDF may be adopted by HEC a5 a national framework for enterprise and employability skills development.

« Create central, regional, and city-based centers of excellence initiatives that are monitored and evaluated by

multiple stakeholders.
Revamping Career Services Offices of HEls

« Mational certification may be introduced to train staff invoived in facilitating students at career services offices.
There is a need for career senvices staff to be more commercially aware and be able to use technological methods
for providing career counseling to students.

« Make NEESDF part of the orientation for new students so that they understand the importance of developing
employability and enterprise skills apart from getting good grades,

+ Rewarding students for their involvernent in co & extra-curricular activities

« Community and social work projects may be introduced on a point based system,

« Staff should keep record of leamers” progress on emplovability and enterprise skills developrment from the first
sernester till they exit their university.

« Career services staff should also be abde to provide mentoring and guidance to budding entrepreneurs alongside
helping job-seekers find the right job,




Kill Fixed Roadmaps

« Except professional degrees like those of Medical and Engineering it is strongly advised that universities
should stop making students follow fixed roadmaps. Students should be given liberty to study various Social
Sciences or even STEM subjects of their own choice, before declaring their majors anytirme befare the start of 3rd

or 4th semester of their undergraduate degree prograrm.
« Student entering a university should be enrolad in the university rather than being enrolled for a specific degree

program (likewise Liberal Arts Education in USAL It rmight be difficult for private universities to practice this, but
large public sector universities may try.

Using Technology to Improve Quality in Affiliated Colleges

« HEC may shortlist countnys top professors from different universities and develop online courses for each subject

taught at HEls in Pakistan.
« The online coursas should be available free of charge for the students. Afflliated colleges may use them for
classroom eaching as well Thece lactures would sl helpindigenous teachers polish their teaching skills,

» Onlirse courses may also be introduced for teachers training under HEC faculty development institute,
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The Proposed
National Employability & Enterprise Skills Development Framework

This section focuses on how Pakistan can establish capadty bullding systems to develop a capacity to learn 21st
century skills with the help of academia.

Magesbz Consulting is the major catalyst and front line agency to lay out the framework and has made an effort to
support the development and proposed Fakistan's first National Employability & Enterprise Skills Development
Framework (NEESDF). It emphasizes on strengthening policy framewarks, senvice dellvery & protection systems, and
aligning partner instituthons.

The NEESDF will focus on designing and implementing Employability and Enterprise Skills Development across all
sectors, and will wiork alongside the HEC, Provincial HECs, and HEls in developang training modubes which address the
shills shartage.,

MEESDF consists of @ Core Competendies that have been developed considering the findings of this sunsey, HEA'S
Frarmnework, University of Kent's Employability Skills Development Framewerk, and PCRN'S National Employability Skills
Framework (CTE - US Govt,),

The framework cuts across different segrments - graduates, industry, and the govemment.
This framework will help:

Learners develop better understanding about the Importance of emplayability skills right from the beginning of
academicyear in universities. They can self-evaluate the leviel of each competency/skill possessed by them, and design
their own improvearments.

Higher Education Institutions would benefit from revamping curriculums, assessment methods, and teaching
rrethodologies 1o support 2 better skills development,

Faculty Members would benefit from refresher prograrrs, which incorporate various activities that will help them
shift theair instructional technicuss from pure rote memaornization 1o competency developrment of learners,

Teachers’ Training by providing a lucative teacher training to ‘on job teachers’ about the content delfivery and
students’ engagement, to get the better results, This training program would also help teachers get acquainted with
the content and 1o enhance their pedagogical skills

Employers reguire a constant flow of interns and MTOs to help learmers understand and focus on the areas that need
IMmprovement.




Government ministries are undergaing reforrms and projects and trarsformational efforts require personnel who are
eguipped to make a difference. The Ministry of Federal Education and Professional Training has published National
Education Policy Frarmework [NEPF) 2018, The repcrt has indicated the challenges in general and in technical
education system that can be highlighted as follows:

1. Poor quality and relevance of teaching and research conditions
2. Weak linkages with industry

The NEESDF competencies are alignad with the flarmewark by the govemment. Both aim to strengthen linkages
between the academia and industry, while bringing the higher education sactor, corporate requirements, and
capacity building programs under ore umbrelia. This will effortlessly culminate towards an industrial’ corporate
Pakistan that truly reflects the preductive manpower of our country.

The National Education Pricrities listed in NEPF resolve to

® Provide uniformity in educational standards

= Improve the quality of education

& Enhance access to relevant skills training

The NEESDF would help in achieving these priorities, and addressing the aforermentioned challenges to contribute in
the improvement of education standards by providing & common framework for emplovability and enterprise skills
developrment.

As mentiored eadier NEESDF has beenvetted in a focused group discussion held at HECs Regional Center, Lahore on
Sth January 2019 by 35 business, HR, and academic leaders.
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Annexure 1: Acronyms

HEC
HEA
HEls
ICT4D
MMNCs
SMEs
Al
NEESDF
TESP
MTDF-HE
IT

NEPF
FMCG
HEPs

Higher Education Commission

Higher Education Academy

Higher Education Institutions

Information & Communication Technologies for Development
Multi-National Corporations

small Medium Enterprises

Artificial Intelligence

National Employability & Enterprise Skills Development Framework
Tertiary Education Support Program

Medium Term Development Framework for Higher Education
Information Technology

National Education Policy Framework

Fast-Maoving Consumer Goods

Higher Education Providers
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Annexure 3: List of Companies that Participated in the Survey

Abacus Consulting

Advans Pakistan MF Bank

Aga Khan Health Sendce Pakistan
Agritech Lirnited

Agra Processors & Atmospheric Gases
AFalah Insurance Limited

All Gohar & Company

Allied Bank Limited

Alpha Insurance Company Limited
Alhahear Conpaoration

American Refuges Committee
Amowsals

Asian food industries

ASK Development

Askari Cernent Limited Wah
Ayesha Knitwear Pyt LTD

Bahria Unlversity

Bandhani Group

Bank Alfalah

Beaconhouse School System
Behbud Association Karachi
Berger Paints

Best Western Hotel Lahore

Bling Drinking Water Comipany
Rritish Council

Bulleyshah

Cattle Market Management Company -

Gujranwala Division

Chawla Group

ChenOne Stores Ltd

Cherat Packaging Lud
CocaCola Beverages Private Lirnited
Coca Colaloecek

Coolpoint, Mah Plastic & Revive
Coppergat Cables

Cotton Web Limited

Crescent

Crewlogix technologies
CubeXs Weatherty (Pvt) Ltd
Daewoo Pakistan

Dawwood Family Takaful Lirnited
Deeloitte Pakistan

Descon Engineerning

Devial Managed Services
DGS (TRG)

O Miedia Group

Dolmen Red Estate

Eamas Private Limited

ECC Corporate Solutions
EFU Life Assurance Ltd
Ernenac Pvt Ltd

Engro

EPIC Consulting Group
Ermrine (Pt} Lid.

Exide Pakistan Limited

EY Ford Rhodes

Fatirma Group

Fauji Fresn N Freeze
Fazleesons (Private) Limited
FedEx Germys

FINCA Microfinance Sank Ltd
WL

Fresenius Medical Care
GMRIL - KFC Pakistan

Gray Mackenzie Restaurants Intl L
Habib Bank AG Zurich
Habib Liniversity

Haier

Hakeeb Foods

HANDS

HASCOL Petroleum

HiG Markets [Pvt) Ltd
Himont Fharmaceuticats Pyt Ltd
Horeywell

Hotzl One (Pl Limited

HR Metrics

HRFlus

HTA

iZcing

ICI Pakistan

Idara Taleerm-o-Aaghai
Idiezs By Guiahmed

Gl Insurance

Ignite - National Technology Fund
INFOTECH

Innowvation World

INCWEDHA TECHNOLOGIES
Interveood

Islarnic Relief Woddwide
Irtehad Life Sciences-LS
Jaans trading company
JAZZ

Jobe nCareer

Jotun Powder Coatings Pakistan Pyt Ltd
K Electric

Khushhalibank limitiad
Ehyber Tobbaoo Company
Lafrage Pakistan

Landmark Group Pt Ltd
Lean Automation

LMER Pakistan {Private) Limited
Macter intemational Limitad
MAF - Carrefour

MAL Enterprises

Maxfoster Global

Mayfair Group OF Companies
MCE

MCE Idlamic Bank

Medeans Sans Frontheres (MSF)
Medipak Limited

Metro Cash and Carry

Millat Tractors Limited
Mindstorm Studios

MoAT

Mondelez Pakistan Ld
MSHG Cansulting
Mushawvar Consulting
NAFFCA Group

MarejoHR

Mational Logistics Cell
Mayatel

MOL

MNas-pak

Mesthe

WETS0L Technologies

NIE Bank Limited

Mishat Mills Lid

MaorthBay Solutions (Put) Ltd
Monwegian Church Aid



MPPRCL

MRS Intermnaticnals

Ora-tech Systerms Put Ltd

Cirient Electronics

Chex Technolegies (Pyt.) Lid.
Fackages Lid

Fak Elektron Limited

PAK-ARAB REFINERY LIMITED
Fakistan Society for TRD

Fakistan Telecommunication Authorty
Panther Tyres

FEF

Pepsico

Pharmagen Limited

Pioneer Cement Limited

Private Power & Ifrastuctura Board
Professional Employers Private Ltd
Pronto Promo Pyt Ltd

FS0OF

PTCL

Funjab Social Security Health
Management Company
Dmobile

REd Electrical Appliznces [Pvi) Ltd
RA Consultants (SMC-Pur) Ltd
Ramada [slamabad

Fecruiter 380

Reamn Rice Mills

Resowrce Linked

Romaco Engineers

Rochan Packages

S&F Global Market Intelligence
Samad Apparal

Samad Fubber Works Pyt Led
Samsung Blectranics

Samsung Mobile

Sapphire Finishing Mills
Sapohive Textile Mills Ltd

Sefam Pt Ltd

Senvice Sales Corporation

Servier Research & Pharmaceuticals
Shakarganj Mills Lirmited

Sharif Group

Shell Pakistan

Shezan Intemational

Lilkbank Limited

SNGPL

Spoets Star Internaticnat Pet. Lid.
Suf Group of companies
Systems Limited

Systronlc LT Services

szaram HR Qutsourding & Cansulting
TEAMWORK PACKAGES
Tecnodax International

Telenaor

Temabiz

The Cigital Ustaad

The Dyniamics - Research Consultants
Thea HE Consultant

The Kidney Centre Post Graduate- Training
Institute

The University of Lahore
Thermosole Industries PviLtd Lahore
TkXgl

THFTL

Total Parco

TP Pakistan Pyt Lrd

TRACOMN SERVICES PWT LTD
Trade Dptimize

Trafco Logistics (Pyt) LTD.

Treet Cormporation

TUSDEC

LI Micrafinance Bank

Ufone

Linited Bank Limited

United Snacks

University of South Asia
Liniwgeth | Shirt and Tie )

US Apparel & Textile

WVoplum ASS Lid

UM Groug of Restaurant
Zegdcon Engineering Pvt Ltd
Zong CMPAK

2000 petradeum

ZTE Pzkistan
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