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Abstract: With globalization, the university-work transition has become increasingly challenging
for graduates and employers. In the new context, the mission of university has shifted, and
knowledge is no longer considered as singular [1]. The traditional role of universities in producing
knowledge has changed to give more focus on the demands of society. The “codified knowledge”
acquired from didactic teaching in universities can be at odds with the often “informal and tacit”
knowledge required in the workplace. The development of information technology makes the
nature of work changing very fast; graduates need to achieve attributes that help them not only do
the work corresponding with their disciplines, but be able to learn new skills and new knowledge.
This paper presents the preliminary results of a questionnaire survey among 25 employers of VNU
School of Law’s graduates to explore employers’ evaluation of the employability of graduates
from Vietnam National University Hanoi. Applying theories of graduate attributes [2],
employability [3] and graduate transferable skills [4, 5], the survey explores the gap between
university study and the requirements at the work market of graduates. This paper argues that there
is considerable distance between university knowledge and skills and the nature of the work.
Graduates lack transferable skills, those that allow them to acquire the necessary skills, to satisfy
the requirements of the morden workplace, to transfer abstract cognitive skills. These skills are
needed before the graduates enter the work market as the employers expect them to practice these
skills competently at work. Although these skills can be generated through work, the employers do
emphasise their importance for univesrity graduates. Therefore the university teaching and
learning process should be reviewed and revised (if necessary) to develop these transferable skills
during the time at the university.
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1. The requirement of globalised world?

Globalisation is a phenomenon that has
been occurring in the world since ancient times
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and has been present in all aspects of human
society. Amartya Sen [6], the Economic Nobel
Laureate, claims that “over thousands of years,
globalisation has contributed to the progress of
the world through travel, trade, migration,
spread of cultural influences, and dissemination
of knowledge and understanding (including that



2 M.T.Q. Lan / VNU Journal of Science: Education Research, Vol. 34, No. 2 (2018) 1-13

of science and technology)”. Globalisation is
defined as the diffusion of ideas, practices and
technologies, and intensified worldwide social
relations, which now link once disconnected,
distant localities [7] (pp. 17-19). Marginson and
van der Wende [8] clarify that globalisation
widens, deepens and speeds up worldwide
interconnectedness in terms of geo-spatial
relations. From their perspective, globalisation
enhances growing inter-dependence and
convergence among nations throughout the
world or within a region [8]. Globalisation also
facilitates and forces several global flows which
have visible effects, for example: the flows of
people (students, administrators, academic
faculty); flows of media and messages,
information and knowledge; flows of norms,
ideas and policies; and flows of technologies,
financial capital and economic resources [9],
[10]. However, globalisation also facilitates
flows with less visible effects, such as the
diversification  of  languages,  cultures,
pedagogies and scholarship, and competitive
differentiation [10] (p. 304).

2. Graduate attributes

Throughout the world, there is increasing
interest in measuring the “learning outcomes"
of university graduates [11] to clarify the nature
of the education they offer to their students.
Graduate attributes are understood as the
qualities, skills and understanding that a
university community agrees its students should
develop during their time with the institution
[2]. However, there is no consensus on a
definition of graduate attributes, e.g. [5]. In a
mixed methods research conducted by Bennett,
Dunne and Carré [1], the model of generic
skillsare conceptualised to include the main
skills associated with “management of
information”, particularly communication, and
skills  of “management of self” and
“management of task” according to the
demands of the jobs. Bennett et al.’s [1]
research provides evidence that the skills that

individual graduates developed are constrained
and enabled by work circumstances. Particular
circumstances influence the way graduates use
their knowledge, from directly applying specific
skills to strategically thinking about application
of more abstract knowledge. Bennett et al.’s [1]
(p. 16) refer this to “transfer of learning” as that
which “occurs when a person applies
knowledge or skills acquired in one context in a
new context”.

Bennett et al., [1] classify attributes into
near transfer and far transfer attributes,
depending on the context of transfer. Near
transfer attributes involve “fast automatization”
for “skills that are identical in different task
situations”; they are the attributes that enable
graduates to transfer knowledge and skills to
contexts similar to educational contexts (p. 17).
Alternatively, far transfer attributes are those
that infuse and enable all scholarly learning and
knowledge; transcend disciplinary boundaries;
enable students to reshape and transform
knowledge to meet new challenges in contexts
far from the original discipline; vary over task
situations; and require more conditional, and
deeper, disciplinary content knowledge (p. 17).

Similarly, Barrie [2] posits that academics”
understandings of graduates attributes were
categorised into a four level framework. These
four levels, arranged according to their
increasing complexities are: 1 - precursory;
2 - complementary; 3 - translational; 4 -
enabling attributes [2] (pp. 223-224). The
higher levels are understood to encompass
attributes from the lower levels.

Elements of both Bennett et al.’s [1] and
Barrie’s [2] schemas can be seen also in Eraut’s
[12] classification of graduate attributes.
Similar to the classification of Bennett et al. [1]
that categorises graduate attributes according to
the similarity of the contexts of application
(near and far; or low road and high road), Eraut
[12] classifies the knowledge transfer process
into five levels, depending on the context where
it is applied, differentiating between the levels
of transfer, as either being easy and short in a
similar situation, to being long and challenging
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in quite an unfamiliar and complex context. The
latter involves: (i) the extraction of potentially
relevant knowledge from the context(s) of its
acquisition and previous use; (ii) understanding
the new situation, a process that often depends
on informal social learning; (iii) recognising
what knowledge and skills are relevant; (iv)
transforming them to fit the new situation; (v)
integrating them with other knowledge and
skills in order to think/act/communicate in the
new situation [12] (p. 212).

In general, among models of graduate
attributes, both Eraut’s categorisation and
Barrie’s [2] classification link graduates
attributes with the processes of acquiring
discipline knowledge. In addition, Eraut
conceptualises the processes by which
graduates use the knowledge in work contexts,
post graduation. Notably, most of the existing
research on graduate attributes targets
academies and/or employers, e.g. [2, 5, 13]. As
a result, the listed graduate attributes are the
expectations of the academics and employers
towards the graduates.

3. Graduate transferable skills

According to Harvey et al., [14] cited in
[15], most employers are looking for graduates
who are proactive, can use higher level skills
including “analysis, critique, synthesis and
multi layered communication to facilitate
innovative teamwork in catalyzing the
transformation of their organization”. In Roger
Bennett’s[4] analyse of the content of 1000 job
advertisements and empirical study on
employers’ demands for personal transferable
skills in graduates, Bennett contents that
transferable skills are skills that are needed in
any job and which enable people to participate
in a flexible and adaptable workforce. Bennett
summarises transferable skills to include
personal skills such as the ability to work well
with others, the ability to organise, self-
motivation, “a basic capability to use
information technology” plus, communication

skills, initiative, creativity, the capacity to solve
problems, and leadership. Bennett reasons that
transferable skills are important because they
permit a freshly appointed graduate to make an
immediate contribution to a business, especially
within a smaller firm. “Transferable skills” - is
a term in common parlance within education.
The implication in the term is that skills
developed within one situation (education) are
also useful when transferred into another
situation (employment) [16]. Transferable skills
are those that are not specific to the subject you
are studying, but which are much valued by
employers: such as effective communication
and teamwork [17].

Similarly, Lowden, Hall, Elliot, Lewin [18]
conduct anempirical study in Glasgow - UK on
employers” perceptions of the employability
skills of new graduates. Some graduates and
their employers explicitly explain that students’
wider skills and attributes, including team-
working, communication, leadership, critical
thinking and problem solving should get more
focus. Their research findings respond well to
the literature body on employability skills. They
categorise these skills into core skills; key
skills; common skills; transferable skills;
essential skills; functional skills; skills for life;
generic skills and enterprise skills. Most of the
listed employability skills in Lowden et al.’s
research are covered in the list made by
Bennett [4].

Haigh & Kilmartin [17] agree that
transferable skills include: Problem solving
(Analysis, Lateral thinking, Setting questions,
Identifying strategies, Evaluating success);
Communication (Reading/listening, Choice of
styles, Coherent argument. Analysis, Synthesis,
Self evaluation, Peer evaluation, Author
evaluation); Learning skill (Independence,
Co-operation, Ranges of strategies); Self
management (Clarify values, Set goals, Manage
time, Assess self); Information skills (Literature
research, Information retrieval, Information
handling, Referencing); Teamwork (Taking
responsibility, Taking initiative, Negotiation,
Team evaluation). Similarly, Fallows and
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Steven [16] state that transferable skills are
Retrieval and handling of information;
Communication and presentation; Planning and
problem solving; Social development and
interaction.

However, Bennett [1] posit that there is no
consensus in the academic literature regarding
which particular transferable personal skills are
most and least important. Typically, surveys
have asked employers either to list or rank the
skills they believed to be essential, or have
examined the in-house literatures of recruiting
companies.

The general list of transferable skills can be
broadly understood as qualities, characteristics,
skills and knowledge constitute employability
both in general, and specifically for graduates.
Transferable skills might include:

+ Personal skills to work well with others
(or team work skills)

+ The ability to organise,

+ Self-motivation,

+ “A basic capability to use information
technology”;

+ Communication skills,

+ Initiative,

+ Creativity,

+ The capacity to solve problems,

+ Critical thinking;

+ Leadership.

Transferable skills are not separated from
higher education. In Barrie’s [2] four level
framework of graduate attributes according to
the complexitiveness, transferable skills are
placed in the two high levels of skills which are
closely linked with higher education:

- In level one, the precursory attributes are
the learning outcomes that should pre-exist in
university students, hence, understood as
essential foundation to university study but not
expected to be taught there and essentially
ignored in thinking about learning outcomes at
university level.

- In level two, the complementary attributes
are useful additional skills that complement or
round out graduates’ discipline knowledge.
These attributes are acquired as the result of a

university education, but are separate and
secondary to the learning of disciplinary
knowledge. They are functional, atomistic,
personal skills that are quite discrete from other
university learning outcomes.

- In level three, the translation conception
includes the generic attributes as abilities that
let graduates make use of, or apply, disciplinary
knowledge, thus potentially changing and
transforming disciplinary knowledge through
its application. Included in this level are
clusters of linked personal attributes, cognitive
abilities and skills of application, which are the
learning outcomes that graduates possess in
partnership with discipline knowledge.

- In level four are the enabling generic
attributes that are integrated in the learning
outcomes. These are abilities that infuse and
enable all scholarly learning and knowledge.
They are interwoven abilities and aptitudes for
learning. These attributes are of significant
importance as they provide the building blocks
for discipline knowledge but are more long
lasting and important than the discipline
knowledge they support. Once developed, these
graduate attributes are perceived to provide a
reusable framework that enables
students/graduates to acquire and shape new
knowledge as required — even in the context of
other disciplines. These generic attributes are
seen as transcending disciplinary boundaries
even though they are initially developed within
disciplinary contexts [2] (pp. 229-230).

4. Why are transferable skills important in
globalised world?

Reported literature suggests there is no one
best way to examine the set of skills that makes
graduate more employable. Employers’
perceptions play a key role in the definition of
the required skills for graduates [19]. A blend
of understanding, skilful practices, efficacy
beliefs (or legitimate self-confidence) and
reflectiveness (or metacognition) [20]. Capable
people have confidence in their ability to take
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effective and appropriate action, explain what
they are seeking to achieve, live and work
effectively with others, and continue to learn
from their experiences, both as individuals and
in association with others, in a diverse and
changing society [21].

The literature on employability has
suggested that it depends upon a synergic blend
of personal qualities, skills of various kinds (of
which “key skills” are a subset) and disciplinary
understanding [3]. These authors develop the
USEM model from the concept of “capability”
combinedwith the interpretation of the literature
with insights from cognitive and social
psychology, including Understanding; Skills
(subject-specific and generic); Efficacy beliefs
(and self-theories generally); and Metacognition
(including reflection).

In the context of social change and
massification of higher education, employers
are looking for graduates with generic attributes
in addition to degree or program knowledge;
employers highly value the attributes which
assist the graduates to adapt to the workplace,
to be flexible in moving between different jobs,
and to move “one’s repertoire of knowledge”
onward [22]. Company requires workers with
flexible skills, trainability, persuasive skills and
teamwork skills [23]; proactive, can use higher
level skills including “analysis, critique,
synthesis and multi layered communication to
facilitate innovative teamwork in catalyzing the
transformation of their organization” [14];
adapt to the workplace, flexible in moving
between different jobs, move “one’s repertoire
of knowledge” onward [22].

These desirable attributes are often
independent of the degree subject, and consist
of interactive attributes, including
communication skills, interpersonal skills and
team working, as well as personal attributes,
including intellect and problem solving,
analytic, critical and reflective ability,
willingness to learn and continue learning,
flexibility and adaptability, risk-taking and self-
skills (Harvey in [22]).

Job skills are changing so rapidly, with new
types of jobs being created, employers find that
formal learning does not keep pace with the
changing needs of the workforce; therefore,they
are not looking for perfect fit employees, nor
expecting higher education to produce
graduates who can meet all work requirements,
they look for learning ability [23]. In other way,
organizations are constantly changing but
higher education can not react continually to the
changing needs; as a result employers focus on
the learning skill of the employees [24]. The
company requires workers to have flexible
skills, trainability, persuasive skills and
teamwork skills, not because the company lacks
confidence in graduates but because the
company recognizes that graduates have the
ability to develop specific skills, processes, and
systems of values [23].

Suleman [19] (p.173) questions why wide
agreement was only found for interpersonal
skills, communication and team-work skills,
which are relational skills? The author reasons
that inreality these are included in almost all
catalogues and more importantly because they
can be observed directly. Employers can
therefore easily observe and assess relational
skills. However, Suleman argues that other
hard-to-observe skills are also required.
Employers have always been concerned about
the unobservable characteristics of job
candidates. They often wuse third-party
certification to ascertain whether a job seeker is
suitable for the position and consequently use
education as a screening device to distinguish
the more able from the less able applicants
without incurring additional costs [19](p.173).

5. Vietnam context

Economy renovation (Doi Moi policy) was
introduced by the Vietnamese government in
1986 to allow the economy to transform from a
planned to a market-oriented one. The demand
for a workforce to meet the requirements of
those changes in the society is placed upon the
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Universities. Nonetheless, it was not until 1993
that the first non-public higher education
institution regulation was issued. Since then,
the number of universities has risen remarkably,
and ultimately doubled after 10 years. However,
economic reform and the massification of
universities means that graduates are no longer
provided jobs after graduation, but rather they
have to compete in an open job market. The
traditional view in Vietnam that university
education is training for life-long work within
one profession is no longer appropriate for all
graduates, and thus, the traditional profession-
focused training structure at universities lags
behind the changing job market.

Like elsewhere in the world, e.g. [22],
employers in Vietnam desire graduate attributes
that match the contemporary workplace, such as
“learning, communication, information
processing, problem solving, and interpersonal
skills” [25]. These authors argue that while
universities focus on problem solving skills
such as “decision-making, learning, and
information processing” employers would also
like them to focus on the development of
“interpersonal skills” such as negotiation skills,
coaching skills and conflict management skills.

A survey conducted by Nguyen Thi Thanh
Hong [26], among a sample of 400 education
students, demonstrates that the learning
methods used by these students at university
were frequently characterized by “notetaking,
combined with reading textbooks and reference
material”, “learning by memorising the lecture
notes given in class”, and “learning according
to what has been set out by the course outline
and syllabus”. There is increasing concern that
the limited scope, content and approaches to
learning that students obtain from such
university courses are inadequate to the
demands of both education and other
professional practices [25, 26]. Employers’
most concern for soft skills or attitudes and
generic skills;these demands seem consistent,
even when there are structural changes, and
labour demand fluctuates [27].

Mai’s [28] research among young graduates
working at the intercultural environment at
INGOs confirms that in the globalisation era,
young graduates lacks cultural competence,
which is a necessary employability skill for
successful engagement in today’s world of
work. Nonetheless, cultural competence was
not edequately developed at the universities.
Mai’s interviews with young graduates working
at INGOs uncover contradictions between their
unviersity study and work requirements at
INGOs. Most of them experienced traditional
teacher-focus teaching approach at their
universities. However, INGOs workplace
requires graduates to be continuous learners, to
have critical mindset, to possess effective
negotiation, communication and interpersonal
skills, and particularly to be culturally
competent. Young graduates’ stories exposed
their hardship at the beginning of their work at
INGOs. The typical traditional teaching and
learning aproach at university clear influenced
their work style after graduation. Despite of
their good command of English language at
universities, most of young informants (both
girl and boy) had difficulties in interpreting and
translating English at their first jobs. Most of
them started their careers in intern positions or
positions such as interpreters or project
assistants. Translation in the context of INGOs
is not a simple transfer of meaning between
people who do not speak the same language.
Young graduates need to mediate between
international experts and local people whose
cultural dispositions, practices and customs are
not the same [28].

It was difficult for the person in the middle
to understand the differences in the system of
values of other cultures. Those dealing with
different ethnic groups had even more
challenging tasks. They had to understand the
two different cultures, at the same time had to
ensure that they enable both sides to work
together to come to a new understanding. It is
noticeable that the cultural mediation role was
not an explicitly stated task of any young
graduate but the intercultural organisational
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context, flexible working conditions
particularly fosters the development of cultural
mediation capacity [28].

6. The Research

This research uses questionnaire survey
method to explore employers’ evaluation of the
employability of graduates from Vietnam
National University Hanoi, started from
January 2018. The purpose of the survey is to
explore the gap between university study and
the requirements at the work market. This
research method follows what Tuning Academy
in Spain, funded by the European Council, had
conducted through a series of research projects
to identify competences that the work market
requires from employees. In their project for
South East Asia region, they consulted
academia and management personel of
universities in South East Asia and some of
Universities in Europe to develop the list of 13
general competences. Based on the agreed
competencies they are developing meta profiles
for programs including Civil Engineering,
Teacher training, and Medicine.

Using this list of agreed general
competences, the research team at VNU
Institute for Education Quality Assurance
conducted a questionnaire survey among the
employers of graduates from VNU School of
Law. This is a part of an ongoing survey among
employers of graduates from 7 member units of
VNU. VNU School of Law invited employers
of their graduates to a seminar to discuss with
the academics how to strengthen the linkage
between two sides to make the Law program
more relevant to reality.

Fifty questionnaires were distributed to the
participants, of which twenty five were
returned. The respondents include 7 females
and 18 males. The respondents’ age span is
large, with the youngest is 27, and the oldest is

61; most of them are at the age group of 30-40
(15 people out of 25). The questionnaire
includes some questions about demographic
information of the informants, 13 about general
competences, 1 about general competence about
foreign language skills, and 23 about subject
specific ~ competences. The  information
collected was entered into excel file. The
employers’ evaluation of the importance of the
competences was tabulated against the
employers’ judgment on graduates’
achievement of the competences.

7. Findings

The data in the below table 1 shows that
general competences number 1, 4, 5, 6, 8, 9,
and 13 were rated at high important but the
level that graduates had achieved these
competences were weak. These competences
include: “no. 1: Ability to work collaboratively
and effectively in diverse contexts”, “no. 4.
Ability to demonstrate responsibility and
accountability towards the society and
environment”, “no. 5: Ability to communicate
clearly and effectively”, “no. 6: Ability to think
critically, reflectively and innovatively”, “no. 8.
Ability to carry out lifelong learning and
continuous professional development”, “no.9:

Demonstrate problem solving abilities”, and

“no. 13: Ability to apply knowledge
into practice”.
Importantly, these seven general

competences are the graduate employability
attributes in the above analysed literature, such
as teamwork, problem solving, communication,
interpersonal, critical thinking, and life-long
learning skills. This result confirms the findings
of other researches, e.g. [25, 29] that at
graduation Vietnamese graduates did not have
necessary attributes to satisfy the requirements
of the real workplace.
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Table 1. The importance of the general competences for graduates, and level of achievements made by graduates

Importance for graduate

Achievement by graduates

General Total Conside Missing Conside Missing
N Competences respondents None Weak rable Strong data None Weak rable Strong data
Ability to work
1 zgga:;)fz‘t‘lvvcelg] o 25 0% 0% 56% 36% 2 4% 28% 52% 4% 3
diverse contexts
Ability to use
information and
2 ::cmhnmo‘l‘::ya""“ 25 0% 4% 28% 60% 2 4% 16% 64% 8% 2
purposefully and
responsibly
Ability to uphold
3 professional, - 25 0% 0% 8% 84% 2 0% 4% 68% 12% 4
moral and ethical
values
Ability to
demonstrate
responsibility and
4 accountability 25 0% 8% 28% 56% 2 4% 24% 48% 12% 3
towards the
society and
environment
Ability to
5 zi’c‘e‘;‘r‘l‘;““‘“‘ean d 25 0% 0% 40% 56% 1 0% 32% 36% 24% 2
effectively
Ability to think
¢  critically, 25 0% 0% 16% 72% 3 12%  24% 36% 16% 3
reflectively  and
innovatively
Ability to
understand, value,
7 and respect 25 0% 20% 36% 36% 2 8% 20% 52% 8% 3
diversity and
multiculturalism
Ability to carry
out lifelong
8 ';T;;‘u‘gus and 25 0% 8% 16% 68% 2 0%  32% 44% 8% 4
professional
development
Demonstrate
9 problem solving 25 0% 0% 20% 68% 3 4% 24% 44% 16% 3
abilities
Ability to
initiate, plan,
10 Oreamse 25 0% 8% 48% 36% 2 4% 32% 44% 8% 3
implement  and
evaluate course of
actions
1 f:;‘::rycf conduct 25 0%  12% 44% 36% 2 8% 2% 3% 20% 2
Ability to
12 ;’;‘Ezfzﬁf‘;e 25 0% 4% 36% 52% 2 4% 24%  44% 16% 3
attributes
Ability to apply
13 knowledge into 25 0% 4% 20% 72% 1 8% 24% 48% 16% 1

practice

When asked to prioritise 5 competences out
of the general competences, no informant
prioritised general competence number 4
“Ability to demonstrate responsibility and
accountability towards the society and

environment” despite their high rating of its
importance (56% rates it strong important, and
28% rate it considerable important). General
competence number 7 “Ability to understand,
value, and respect diversity and
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multiculturalism” and number 10 “Ability to
initiate, plan, organise, implement and evaluate

course of actions” receive 2/25 (8%) votes each
at low level priority (see table 2).

Table 2. Ranking the priority of general competences by Law employers
(Weight of ranking: 1 priority = 5 points; 2" priority = 4 points; 3" priority = 3 points;
4™ priority = 2 points; 5™ priority = 1 point)

Standardise

Ranking the priority of general competences (number of votes) d
151 2nd 3rd 4th 5th
N prioritisation  prioritisation  prioritisation  prioritisation  prioritisation
(1*5+2*4 +
3*3+4*2 +
() 2) (3) 4) (3) 5*1)
1  Ability to work collaboratively and
effectively in diverse contexts 2 2 1 1 1 (5" 24
2 Ability to use information and
communication technology
purposefully and responsibly 1 0 0 2 2 11
3 Ability to uphold professional,
moral and ethical values 1 1 0 0 1 10
4  Ability to demonstrate
responsibility and accountability
towards the society and
environment 0 0 0 0 0 0
5 Ability to communicate clearly
and effectively 0 2 2 3 0 20
6 Ability to think critically,
reflectively and innovatively 2 1 6 1 3 (3) 37
7  Ability to understand, value, and
respect diversity and
multiculturalism 0 0 1 1 0 5
8 Ability to carry out lifelong
learning and continuous
professional development 1 0 0 1 2 9
9 Demonstrate problem solving
abilities 5 3 1 0 2 (2m) 42
10 Ability to initiate, plan, organise,
implement and evaluate course of
actions 0 2 0
11 Ability to conduct research 1 2 1 1 16
12  Ability to demonstrate leadership
attributes 2 3 2 1 2 (4*) 32
13  Ability to apply knowledge into
practice 4 3 3 3 1 (1°%) 48

8. Discussion and Conclusion

Comparing Law employers’ 5 prioritised
competences (see Table 3) with the results of 5
prioritised competences in TUNING Asia South
East project [30] for Teaching program, Civil
Engineering program, and Medicine program,
the results show that employers of VNU Law
graduates share similar concern with employers
of these three programs when they most
concern for “Ability to apply knowledge into
practice” (general competence 13). This general
competence, ofcourse, is the final goal of all

programs. These employers also share concern
for “Ability to think critically, reflectively and
innovatively” (general competence 6).

However, what distinguishes employers of
VNU Law graduates from employers of other
program is the concern for “Ability to work
collaboratively and effectively in diverse
contexts” (general competence 1) and “Ability
to demonstrate leadership attributes” (general
competence 12).

Although the priority of Law graduates’
employers focused on general competences 1,
6,9, 12, 13, their evaluation of Law graduates’
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achievements of these competences raises
another concern for the education providers,
academics and program managers. For all of
these 5 general competences, about 28% to 32%
of the employers evaluate that graduates having
no competence and/or weak competence. These
are the skills in the expected learning outcomes
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that the program promises to train their
graduates, namely: teamwork, critical thinking,
problem solving, interpersonal skills, and
applying knowledge into practice. The task of
the educators were not fulfilled as said in their
statement of expected learning outcomes.

Table 3. Compared ranking the priority of general competences of employers of different programs

TUNING - Asia South East project

o VNU Law
N Civil Engineering Medicine Tez.ic. r program
training
1 Ability to work collaboratively and nd nd 5th
effectively in diverse contexts 2 2
Ability to use information and
2 communication technology purposefully
and responsibly
Ability to uphold professional, moral and rd st st
3 i 3 1 1
ethical values
Ability to demonstrate responsibility and
4  accountability towards the society and
environment
Ability to communicate clearly and th 5th
5 : 4
effectively
6 Ability to think critically, reflectively and rd rd 3ud
innovatively 3 3
7 Ability to understand, value, and respect
diversity and multiculturalism
8 Ability to carry out lifelong learning and th
continuous professional development 4
9  Demonstrate problem solving abilities 5th 2nd
Ability to initiate, plan, organise, th
10 . - 5
implement and evaluate course of actions
11  Ability to conduct research
Ability to  demonstrate  leadership th
12 . 4
attributes
13 Ability to apply knowledge into practice lst an 4th 18

The preliminary result of the current
research also confirms the finding from World
Bank [29] study of employers’ requirements,
which showed that more than 80% of job
applicants in Vietnam are lacking the skills the
employers expected, specifically, job special
skills and soft skills. The World Bank report
[29] points out that the skills development
system is "disconnected" between employers,
students and universities, in which one side
chooses, acts alone and does not interact with
one another. Schools and universities provide
programs and skills that do not adequately
reflect the needs of the labor market. The low

rate of satisfaction to the university knowledge
and skills against employers’ requirements
imply the gap between job market and
education in the institutions [29].

Graduates have weak, even no such
transferable skills, those that allow graduates to
acquire the necessary skills, to satisfy the
requirements of the new workplace, to transfer
abstract cognitive skills [1], to work with
others, to lead and to solve problems. These
skills are needed before the graduates entered
the work market as the empoyers expected them
to practice these skills competently at work.
Although these skills can be generated through
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work, the employers do emphasise their
importance for univesrity graduates.

University teaching and learmning process
should be reviewed and revised in term of
approaches, curriculum, and facilities to
effectively develop these transferable skills for
graduates. Other researchers suggested student-
centered learning approach, significant internship
component should be integrated into the learning
process [28] and university-industry link [25].

In today’s society, the university-work
transition has become increasingly challenging
for graduates and employers. The traditional
role of universities in producing knowledge has
changed to give more focus on the demands of
society. The fast development of information
technology speeded up job nature changes;
many new jobs are emerging while traditional
ones are disappearing. In addition to discipline
knowledge, graduates need to have transferable
attributes such as team work skills, organisation
skills, self-motivation, information technology
skills;  communication  skills, initiative,
creativity, problem solving skills, critical
thinking, and leadership skills which help them
to learn new skills, new knowledge to adap to
new context.

As this is the preliminary result of the
research, it is expected that the evaluation of
employers of other VNU programs together with
self-evaluation of graduates will give clear
understanding of the market’s expectation
towards graduates from VNU. In future research,
one quality component should be added to the
research design that allows the researcher to
interview and explore the perspectives at policy
making level, among those who develop
university programs. Their perspectives should
have influenced significantly the way the
programs were shaped and delivered.
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Khoang cach k¥ ning cua sinh vién tot nghiép tir danh gia
cua nha tuyén dung: Nghién ctru truong hop cua sinh vién
tot nghiép Pai hoc Quoc gia Ha Noi

Mai Thi Quynh Lan

Vién Pam bao Chat luong doo dyc, Pai hoc Quéc gia Ha Ngi,
144 Xudn Thuy, Cau Giay, Ha Ngi, Viét Nam

Tém tit: Vi toan cAu hoa, qua trinh chuyén tiép tir truong dai hoc sang cong viée thuc té tré nén
ngay cang kho khin cho sinh vién tdt nghiép va ngudi str dung lao dong. Trong bbi canh m&i, nhiém
vu cua truong dai hoc da thay doi va kién thire khong con duoc coi 1a sb it [1]. Vai tro truyén thong
cua cac truong dai hoc trong vi€e tao ra tri thirc da thay d6i dé tap trung hon vao nhu ciu cua xa hoi.
“Kién thirc duoc mi hoa” thu duoc tir viée giang day gido khoa trong cac truong dai hoc c6 thé mau
thuan voi kién thirc “khong chinh thirc va ngdm” can thlet tai noi lam viéc. Sy phat trién cua cong
ngh¢ thong tin lam cho ban chat cta cong viéc thay doi rat nhanh; sinh vién tot nghiép can cé cac
phim chit gitip ho 'khong chi lam cong viée tuong ung voi nganh hoc cta ho, ma con co thé hoc cac
k¥ ning méi va kién thirc méi. Bai viét nay trinh bay cac két qua ban dau cua mot cude khao sat qua
phiéu hoi ddi véi 25 nha tuyén dung sinh vién Khoa Luét - PHQGHN dé kham pha danh gia cia
nguoi st dung lao dong cua sinh vién t6t nghiép tir Pai hoc Qudc gia Ha Noi. Ap dung cac 1y thuyét
v€ cac pham chét cua sinh vién tdt nghiép dai hoc [2], kha ning c6 thé lam viéc [3] va cac k§ ning
chuyén tiép ctia sinh vién t6t nghié€p dai hoc [4, 5], cudc khao sat tim hiéu sy cach biét giita viée hoc &
truong dai hoc cua sinh vién tot nghiép so voi cac yéu cau cua thi truong lao dong. Bai viét nay lap
ludn rang c6 sy cach bi€t dang ké gitra kién thuc va ky nang cua trudong dai hoc va ban chét cua cong
viée. Sinh vién tot nghiép thiéu cac k¥ ning co thé chuyén doi 1a nhiing k¥ ning cho  phép ho hoc hoi
cac k¥ ning can thiét dé dap tmg cac yéu cau ciia mOi truong lam viée hién dai, dé chuyén doi cac
nang lyc nhan thie. Nhiing ky nang nay la can thiét trudc khi sinh vién t6t nghiép budc vao thi trudng
lao dong, noi ma cac nha tuyén dung doi hoi sinh vién tot ‘nghiép phai thuc hanh thanh thao cac ky
nang nay trong cong viéc. Mac du nhirng ky nang nay co thé duoc tao ra thong qua cong viée, cac nha
tuyén dung van nhan manh tam quan trong cua cac ky nang nay dbi voi sinh vién tot nghiép dai hoc.
Do d9, qua trinh day va hoc dai hoc can dugc xem xét va sira dbi (néu can thiét) dé phat trién cac ky
ning c6 thé chuyén doi nay ngay trong thoi gian hoc tai truong dai hoc.

Tir khéa: Pham chit cua sinh vién tot nghiép dai hoc, kha nang co thé 1am viéc, Viét Nam, nang
luc chung, k¥ ning c6 thé chuyén doi.



