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Abstract 
 
Employability affected from number of factors such as education 
and studies, personality, work experience, demographic attributes, 
skills and abilities. This paper explores and presents the 
relative impact between studies and soft skills as significant 
contribution factors which each one separately affect graduates’ 
employability. Soft-employability skills seem to be more important 
to employers and have higher influence to their decisions, during 
employee selection process. The results are based on an extended 
literature review supported with primary empirical research, in 
both recruiters and graduates. From the answers of the respondents 
from both samples is clear that soft skills of candidates have a 
greater impact to their employability outcomes as well as to the 
decisions of employers during a hiring process. 
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Introduction 

Studies and transition to employability 

Good quality basic education is closely linked to economic 

development, despite the fact that it cannot be assumed that followed 

entirely from this. Such an education both in an ininitiative stage as 

during someone’s life is of fundamental importance for further skills 

development which are beneficial to employment. Increases continuously 

the awareness that the development of skills through training, whether 

at school or elsewhere, is a key ingredient as a supplement to the 

general training and equipping people to grab the opportunities in the 

world of work ILO (2011).The process of transition from the stage of 

studies to the labour market, especially for young people, is of 

particular importance for employability and increasing interest for 
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students. How to find a job after college is a big concern, care for 

today's students, which dictates the international choices of student’ 

very much.The opportunities for work and acquiring money during 

studies, is of more interest for non-EU students. Per A. Nilsson., 

N.Ripmeester(2016).It is therefore of particular importance for all 

stake holders to understand the variables that contribute to enhancing 

the employability of graduates and especially those of required skills 

and studies that contribute in this direction. 

Definition of Employability and employability skills 

People are more employable when they have a more expanded basic 

education and training, basic and transferable high-level skills, 

including teamwork, problem solving ability, but also skills in 

information and communication technologies and communication and 

language skills.This combination of skills, competencies enables the 

adaptation to changes occurring in the world of work ILO (2013). 

Employability is perceived as the possess of core skills or as an 

expanded set of generic attributes, or properties where a specific 

type of employers (company, sector, legislation) puts or specifies. 

cThe concept of employability depends not solely on the forces of the 

labour market, but also on other factors such as for example the 

willingness, ability, mobility, increased skills, operational 

flexibility in changing shifts and the ability to work someone beyond 

a narrow job description. Ultimately employability is someone’s 

ability to be employable Misra and Mishra(2011) 

A different approach to the concept of employability was given by the 

Harvey and Knight (2005, p. 5) according to whom this can be separated 

into two general dimensions. Employability in the sense of obtaining 

employment and employability in the sense of developing the skills of 

graduates. Note that the first approach is problematic in academia 

while in the second the academics can have a contribution. Thus 

according to Harvey and Knight (2005, p.5) the concept of 

employability refers to traits of graduates which help them to 

acquire, retain and develop a job. According to the research of G. 

Maxwell, et al (2009) through the 'distillation' of other relevant 

studies, employability skills are those of communication, decision 

making, autonomy at work, information management, leadership skills, 

number processing skills, personal learning and development, problem-

solving skills, strategy and teamwork, highlighting in their 
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investigation the importance placed by employers in these skills of 

graduates. Most important among them ranked the skills in 

communication and problem solving. Thus it is well understood and 

supported that employability has to do with skills, abilities and 

attributes of candidates which are in relation and can acquired not 

only from studies but also from others sources for example courses, 

work experience, society, family and many others. 

Skills mismatch phenomenon and the importance of employability skills 

In recent surveys employers reported shortages of graduates in 

subjects’ generally in labour prudence, as is for example the trade 

awareness, perception, understanding the market in general, the 

teamwork and the maturity CBI.,(2011a); CIHE.,(2010) as well as the 

lack of relevant work experience, CBI (2011a).Hernandez-March et 

al(2009) have highlighted the skills required by the labour market of 

university graduates, and the mismatch which may exist in the 

requirements of employers and alumni. Among these abilities what 

deserve more the employers are the specialized technical knowledge as 

well as interpersonal skills. Ramlee Mustapha B., (2002) points out in 

his research that the employers of manufacturing industry in Malaysia 

consider that graduates’ of technical faculties hold highly adequate 

technical skills, but fall short in skills such as motivation, 

interpersonal, problem solving, critical thinking and 

entrepreneurship. Syed Hussain and Syed Husman, (2005) found that a 

60% rate of graduates of technical schools are still unemployed 

because they lack these job skills rather than technical skills 

required by the industry. Mohamed Rashid, et al (2005) respectively  

found in their research that graduates of polytechnics faculties in 

Malaysia is at 50.5% jobless rate for almost nine months of the year, 

due to the lack of these employability skills. Kathleen, C.,(2005) 

accordingly found in research on U.S. technical school graduates, that 

employers were not satisfied with the candidates, not because 

graduates did not possess enough technical knowledge and skills, but 

because they did not possess sufficient non-technical skills. In a 

similar survey in Pakistan Rao, A., et al. (2011), spotlighted the gap 

between employers and graduates regarding the required skills. 

Specifically recognized that employers usually choose only those 

candidates who have practical knowledge through the business 

environment as well as candidates with higher skill levels associated 
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with presentations. In another research Dafou (2009) examined the 

value of university degrees from the side of employers in Greece, 

mapping the links considered to exist between aspects of graduate’s 

education and qualifications sought on the labour market. She found 

that no matter what methods are used by businesses to assess 

candidates for recruitment, information about applicants taken from 

aspects of academic experience, technical expertise, personality and 

personal motivation. In several areas at the global level, a large 

number of graduates have lack of employment skills that employers are 

asking for Rasul, M.S., et al., (2012). Indeed it is thought that 

graduates often do not possess the required soft skills and not the 

technical skills they need for employment, thus causing an ‘illness’ 

situation for their preparation to neater in job market Ramakrishnan, 

K. and Yasin, N.M.,(2010).The gap which exist between the business and 

academic community creates problems’ in universities to recognize and 

to provide appropriate and requisite qualifications to potential 

employees graduates. The findings of the study of Mohamad Osmani et 

al.,(2015) showed that the development of the curriculum of higher 

education should be geared, shifted to characteristics and skills of 

graduates, which is expected from the industry and the market and is 

about the needs of them. Universities should try to work together with 

professional associations, which provide templates and guidelines on 

good practice of education of graduates. Mohamad Osmani et 

al.,(2015).The above statements coincide with the ongoing concern of 

employers about the mismatch and inconsistence between the skills held 

by graduates upon completion of their studies to those needed by 

employers. These include specific with location technical skills and 

employability skills CBI, (2011a); Archer & Davison, (2008). As the 

working environment today is in a constant shifting state with many 

changes, employees must be able to adapt in these changing situations 

by developing skills in communication, critical thinking, problem 

solving, and also to possess technical and academic knowledge that 

employers seek Moradi, M.A. (2011).The competitive employee is one who 

has skills in problem solving, can handle unpredictable and non-

routine situations, without necessarily addressed to the 

administration for guidance, has knowledge which underpinned on the 

principle that this knowledge should applied to the work, as also 

knows how this knowledge can be applied in different situations 

Hammer(1996,p.47). The emphasis is on mutual obligations between 
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employers and employees and their common responsibility for developing 

and maintaining these general competencies as opposed to the past more 

traditional view of more specific skills focused on a business, and 

this new perspective on the world of work is for workers to think of 

themselves more as 'self-employed’ than as a worker in a particular 

business Garavan, (1999). 

‘Comparative contribution among soft and hard skills to employability 

The literature review showed that employers give emphasis on the 

skills of graduates in the selection process and less attention to 

their qualifications. Finch, et al.,(2013) conducted a survey to 

discover the factors that affect the employability of university 

graduates. Seventeen occurred factors were grouped into five broader 

categories. They found that employers give more importance to ability 

of someone to collaborate and interact in harmony with others such as 

teamwork skills and less attention to the reputation of the academic 

institution from which they graduated. The same argument noted from 

Scott., (2007) who found that employers actively seek the soft skills 

in the process of recruitment, and in some cases rank these soft 

skills higher than the easily measurable qualifications of so-called 

‘hard’ skills. To the same direction is the opinion and belief from 

Raybould and Sheedy.,(2005, p. 259) who indicate that employers give 

great importance on employability skills, soft skills acquired by 

candidates during their studies and periods of work experience. In 

North America a Canadian investigation Finch et al., (2013), ends up 

stating that employers are primarily interested in five specific 

employability properties which are ‘soft’ skills such as effective 

communication and interpersonal skills, conflict resolution such as 

critical thinking, work experience acquired before their graduation, 

operational skills such as specific knowledge for the job and the 

academic distinction-reputation as the degree classification and 

reputation of the University. In the article of El Mansour, B. and 

Dean, J.C.,(2016) recorded the results of their research on employment 

skills of graduates of the school of management and human resource 

development, as they are perceived both by alumni themselves and by 

employers. The sample of the survey includes participants from the 

United States, European countries, and Morocco with the attribute of 

graduates of Human Resources Development Faculties, as well as 

employers who selected these graduates for jobs posts in their 
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businesses. The research studied the significance of employability 

skills from both sides participating. Skills which surveyed, recorded 

in common as important from three Continents. These were overall (18) 

eighteen and are the skills in learning (knowing how to learn), skills 

in communication, creativity, skills in problem solving, interpersonal 

skills, leadership skills, presentation skills, skills in the use of 

technologies, the skill to be able to work as part of a team, skills 

in strategic planning, customer management skills, change management 

skills, skills in foreign communication languages, digital competency, 

the skill in cultural awareness and expression, skills in taking 

initiatives and entrepreneurship, planning and organizing skills, 

self-management skills. The result of their research was that with the 

exception of skills in communication and in the use of technology all 

other were considered important by both sides of the participants. The 

paradox of lesser significance of these two skills in relation to the 

results of other researchers is well explained by the fact that in 

Morocco (21 participants in total of 72 in their sample), a country 

under development, skill in the use of technologies and communicative 

skills not currently perceived as important skills that lead to 

employment, because of the limited still use of technology in 

education and the development of human resources. Another explanation 

is that in general technology hasn’t yet a large access and broader 

usage in businesses in this country. This research also shows that 

human resource development schools and their academic programs 

respectively, provide these skills correspond largely to the needs of 

employers. The skills that employers are looking for in the selection 

of candidates are related more on behavioral attributes and soft 

skills and less on formal qualifications. So it is understood that 

qualifications are often necessary but not effective and capable by 

themselves for successfully job find Johnson and Burden.,(2003). The 

so-called 'hard skills’ of candidates are important and necessary, but 

not capable for success in the selection interview process for their 

recruitment. In his research Nilsson, S.,(2010) found that for 

engineers’ graduates’ who entering the labour market in Sweden the 

importance of formal and technical occupational skills diminishes. In 

this general context soft personal qualities and traits such as 

leadership skills and interpersonal skills are most important in terms 

of employment Aamodt, P., et al(2010).In the research of Weib.J. and 

Schuck B.,(2016) the consistent and universal answer both from 
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employers and interviewers was that soft abilities of candidates 

considered as more important than those of most hard skills. For 

example, it was pointed out that candidates must have the willingness 

to work, because the defects in their 'hard' skills unlike any 

personal weaknesses can be corrected, compensated more easily. In 

conclusion, having the required so-called hard skills, soft skills are 

obviously more important among the selection criteria. Garavan, 

(1999); Lips-Wiersma and M. Wright.,(2012); Weib and Schuck.,(2016) 

Studies and employment 

Having a degree (Bachelor of science) were once considered a major 

differentiator advantage in the labour market while today often 

considered as basic, minimum requirement in many tasks according to 

Brooks & Everett, (2009). As a result of the above finding many 

graduates increasingly participating in strategies which consider that 

will provide them with a competitive advantage in the job market, 

including taking a job as a practice exercise, attend additional 

curricula and continue to further studies such as postgraduate 

programs Morgan,(2012);Brooks & Everett.,(2009).As a consequence as 

the number of graduates is multiplied rapidly, competition for the 

jobs that require high levels of qualification becomes more intensive 

Baciu, E. and Lazar, T.,(2011) 

But despite the fact that there are significant indications that 

through training and augmentation of additional study can enhance the 

possibility for employment of people in the labour market, however, 

unemployment levels remain high for the new people with elevated 

qualifications, especially in developing countries Baciu, E. and 

Lazar, T.,(2011). In support of this situation there is a reference in 

another investigation that particularly high academic qualifications 

are negatively associated with successfully finding jobs, stating so 

indirectly, that employability skills are comparatively more important 

in successfully job find, or that there is a perception on a part of 

employers that those who have high academic qualifications and hard 

skills may not easily accept positions that they themselves consider 

that they don't fit on them McQuaid., (2006). 

According to Fallows and Steven.,(2000)higher education institutions 

have a special responsibility in employability skills development 

whereby should provide graduates with those, in order to work 
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effectively in an environment that is characterized as a society of 

learning or generation of learning. In his research Eisner, S., (2010) 

indicates that higher education can provide the 'path' in employment 

of graduates by developing relevant knowledge, skills and attitudes 

that employers want in the workplace. Up to now graduates of 

educational institutions are facing increased competition from more 

experienced workers, decreased level of recruitment, increased demands 

from employers for skills and an increasing global current workers 

tank which leads to an even more challenging and uncertain job market. 

The University also has a significant role and responsibility in the 

development of so-called employability skills A. Litchfield, J. 

Frawley, and S. Nettleton., (2010).Graduates of universities and 

employers are jointly responsible and must jointly act to develop 

employability skills. Thus, it can be seen be seen and supported that 

the development of these skills should be guided by the needs of 

employers in accordance to Leitch (2006). 

Research methodology 

For the study of this research questions on relevant contribution to 

candidate’s employability among the factor studies and employability 

skills factor, I conducted primary field research, in a sample of 

(130) hundred and thirty people men and woman, who surveyed as 

graduates, post graduate students, and students in various courses of 

Greek educational institutions. As employability we refer to those 

factors which are able to change the probability of someone to enter 

to the labor market, or to help someone to find a new job, or to 

improve his/her existent job position according to McQuaid & Lindsay 

(2005); De Grip et al.,(2004). A structured questionnaire with likert 

scale used, asking the opinion of participants in order to measure the 

extent to which they have acquired or developed the necessary 

transferable-soft skills from their studies, as well as their 

perception regarding the contribution of studies to their 

employability outcomes. For this purpose i relied on the research of 

Lee Harvey.,(2001) according to whom employability is the attributes 

and personal qualities and employability-core skills of graduates and 

therefore the effectiveness of a Higher Educational Institute 

respectively, would be the chances that graduates had into this 

institute and it’s curriculums to develop such skills and attributes. 

The questionnaires’ were delivered hand by hand to respondents in 
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order to have the time and the chance to be explained any of questions 

that they might had. The questionnaires’ were validated and piloted 

prior to the distribution. Respondents participated were from various 

areas mainly from universities of Thessaloniki, and Higher 

Technological Institute of Kozani and Thessaly between in the period 

of September 2017 to June 2018. Participants were asked via structured 

questionnaire to evaluate among other items the contribution of their 

under graduate and post graduate studies both in terms of enhancing 

their employability and strengthening their employability skills as 

well. To set the employability skills i relied on a number of studies 

such as ILO (2008), ILO (2013), B. Mansur & J. Dean (2016), G. Maxwell 

et al., (2009) in order to set and list the most common used of these 

skills. Furthermore in another relevant research i studied the 

opinions of employers on the relative affect between studies and 

employability skills of candidates regarding their decisions during a 

personnel selection process relying on the research of B. Mansur & J. 

Dean (2016) who studied the opinions of employers if the academic 

programs that graduates attended meets the requirements of employers 

in terms of their employability skills who have acquired. Another 

similar research in which I have relied is that of Mahbub Sarkar et 

al., (2016) who have studied the importance of employability skills 

and the contribution of studies on them according to employers’ and 

graduates opinions. The sample consisted of two hundred and sixty 

(260) participants’ men and woman, included employers’, personnel 

directors, professional recruitment consultants and executives who 

have authority in the recruitment of employees from different areas of 

work and different Greek geographical areas. 

Employability interpretation needs a common framework 

The interpretation of the term employability towards the results of a 

process which leads to this is confusing. Hillage and Pollard, (1998) 

The connection of the term for example with studying is likely to 

continue to be the subject of measurement results, as for example the 

quantity, or the number of graduates who manages to find a full-time 

job within a certain time period. The current emphasis in the program 

of 'national' and employability skills development is not a new 

concern for agencies, institutes that provide education, or those who 

formulate policies Cranmer, (2006).The issue indeed is now a firmly 

established policy for governments and higher education institutions 
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Lees, (2002) and probably has never been more interesting than today 

Rae,(2007);Treleaven & Voola,(2008).Due to different factors apart 

from the skills that affect employability and the many definitions 

about this, is proposed a frame work which include all them in a 

'common frame language' so that would be a more clear definition of 

the concept about the skills associated with it Goodwin, S., et 

al.,(2012).Respectively in their study McQuaid, R.W, and Lindsay, C 

(2005) indicate that the interpretation of the term employability and 

job skills assessment should be done in a broader approach that 

includes parameters associated with individual characteristics such as 

a person attributes that makes him or her unemployable, family, 

social, economic situations and external parameters affecting 

employability, such as range of labour demand, support from public 

employment services, which all of them interact in the same system. 

Measuring the effectiveness of HEI towards graduates’ employability  

Several models have been developed from researchers to measure and 

asses the competitiveness of the applicants’ such as the employability 

skills who acquired Jackson, D.,(2014), their readiness for 

employment, the cumulative assessed related knowledge of Alumni 

candidates, their ability to apply such skills in the job, and their 

character i.e. to work efficiently either on their own or with others 

in groups O’Leary (2013); O’Leary (2012).The research of Creasey., 

(2013) confirms that employers need graduates with strong education, 

proven, practical skills and personal qualities of character. In his 

research Tran.,(2015) argued that the old-fashioned-anachronistic and 

irrelevant curriculum in higher education system has led to poor 

preparation of university graduates to job market. 

Higher educational institutions compete at national and international 

level, especially in new effectiveness indicators which appear, 

including the index of employability of graduates. Smith, McKnight., 

and Naylor.,(2000). An indicator of the effectiveness of Higher 

Educational Institute in employability aims to demonstrate the 

efficiency of this institution in the development of skilled graduates 

to employment. This measure of effectiveness will be different 

depending on the definition we give in the concept of employability., 

Lee Harvey., (2001). If we choose the definition that employability is 

finding a job, then the effectiveness of an educational institute 

could be the proportion of graduates who found work.If we choose the 
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definition that employability are the features and qualities of 

candidates, then the efficiency of an educational institute could be 

the control of developing opportunities and improvement in these 

particular features provided to graduates by the institute. Specific 

actions can be measures and assessment of the degree to which students 

of a particular curriculum have developed, improve the necessary, 

appropriate properties and characteristics. If we choose the 

definition that employability is the satisfaction of students, then 

the efficiency of an institute could be a survey questionnaire of 

student satisfaction index by program studies, provided by the 

Institute, or the degree for preparation for the labour market and the 

reflection of these skills. In fact the model of employability is 

rather more complicated. Higher education institutions provide a range 

of opportunities for development of the employability of their 

students, including the improvement of their characteristics, 

properties, the development of self- presentations skills, encourage 

them to love and desire learning and understanding of the need for 

continuous learning Lee Harvey.,(2001). A more practical alternative 

is to measure the extent to which students have opportunities for work 

experience and growth opportunities, improved due solely to their 

participation in the curriculum, and include job search skills. There 

is scope for 'extended' control over the overall student experience, 

which may include student assessment about whether the educational 

methods and techniques contribute to the improvement of their 

employability skills Lee Harvey.,(2001). In Europe in European 

Education Ministers meeting, Ministers of Education, (1999) had given 

particular emphasis in higher education results in terms of 

employability criteria and the respective skills. The European 

Commission and national governments have risen as a topic and have 

issued a series of practices, legislation, and policies aimed at 

improving the skills of graduates and through them to the improvement 

of employability, employment indicators and competitiveness of the 

European Union. For this purpose has established the European 

Transportable System Credits (ECTS), National and European 

Qualifications Framework for Higher Education (QF-EHEA), the EQF-LLL 

system for life-long Learning and various surveys and reports 

EC,(2008); Cedefop,(2013), Lokhoff, et al.,(2010) designed to support, 

to introduce and develop the employability skills within the 

Universities. 
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Conclusions and suggestions 

The employability of a candidate on the labour market can be improved. 

According to International Labor Organization ILO,(2011) more closed 

cooperation between business, Government, and educational 

institutions, with local industry in national level, is an effective 

mean and way to ensure the relevance of education to the necessary 

changes in business and demands of labour market. This cooperation 

between the stake holders is indispensable and imperative if we want 

to strengthen the employability of graduates of universities and not 

only them. Employees and employers can work together in common, so 

that the workers can develop a range of generic, transferable skills, 

such as those of communication, interpersonal skills, problem solving 

skills, team collaboration and decision-making skills Lips-Wiersma & 

Wright,(2012). In his research Tran.,(2015) propose that everyone 

involved, including universities, alumni, employers and those who 

design training policies, should work together in order to try to 

develop a mutual understanding, to collaborate, and to enhance the 

employability of graduates.  

Many young people encounter difficulties in finding employment because 

of inconsistence between education they have received and the 

different requirements of the labour market. There is an imperative 

need to equip our young workers and new entrants to job market with 

skills that are essential to the work of the future, without 

neglecting and forgetting the value of resupplied the manpower working 

today with those skills which are necessary to them, so that they can 

continue to work ILO (2012). An effective policy that aims to develop 

and equip the work force of a country with human resources skills 

would be the wider availability and better quality of education, as a 

foundation for continued learning, better reconciliation between the 

skills of workers as labour supply in required needs in those on the 

business side, the ability of workers and enterprises to adapt to 

changes in technology and markets, detecting and preparing for the new 

skills that will be needed for the future. 

As best practices in the above objective can be considered the 

practical experience in students throw internships, encouraging 

student mobility while study, designed curriculums which aim at 

development of soft skills, specialized training on job search methods 

and interview success response, consulting and mentoring programs, the 
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exploitation of new information technologies with focus on 

employability and job market issues and closer collaboration between 

all stakeholders such as employers, universities, and other public and 

private bodies associated with employment. These practices have proven 

to have a significant positive impact on the graduates’ employability 

outcomes and there is an opportunity for further study on them and to 

be presented in a next article. 
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To what extent do you think that your undergraduate studies, improved, or developed your 
employability skills? 

Increasing the chances of 
your integration into the 

labour market 

Making it easier to find a 
new job 

Update the job post you 
already own 

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

1= not at all 2= to a minimum 3= to some degree 4= to a great degree 5= in extremely large degree 

Τransferable skills are defined as the wider, general those skills that are necessary 
not only to get a job but to remain in employment. Communication, Teamwork, problem 
solving, initiative and enterprise, planning and organizing, self-management, self-
learning, technology skills  

 
To what extent do you think that your undergraduate studies contribute effectively to 
enhancing or improving your employability outcomes? 

Increasing the chances of your 
integration into the labour 

market 

Making it easier to find a 
new job 

Update the job post you 
already own 

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

1= not at all  2= to a minimum 3= to some degree 4= to a great degree 5= in extremely large degree 

 
To what extent do you think the program of post graduate studies that track, improve or 
develop your employability skills?  
Increasing the chances of your 
integration into the labour 

market 

Making it easier to find a 
new job 

Update the job post you 
already own 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
1= not at all 2= to a minimum  3= to some degree 4= to a great degree 5= in extremely large degree 

 
To what extent do you think the program of post graduate studies that track, improve or 
develop your employability outcomes?  
Increasing the chances of your 
integration into the labour 

market 

Making it easier to find a 
new job 

Update the job post you 
already own 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
1= not at all 2= to a minimum  3= to some degree 4= to a great degree 5= in extremely large degree 

 

To what extent do you think the program of graduate studies that track, contribute 
effectively to the strengthening or improvement of your gaining greater self-confidence; 
Increasing the chances of 
your integration into the 

labour market 

Making it easier to find a 
new job 

Update the job post you already 
own 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
1= not at all 2= to a minimum 3= to some degree 4= to a great degree 5= in extremely large degree 
 
Self-confidence is defined as the personal opinion of the candidate that is able to have that 
behavior and activity required in order to achieve the desired result in the labour search  
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Appendix 2: 

Questionnaire of Employers, recruiters, managers’ 
 
When you select a candidate using the method of interview for a job 
post, how much importance do you attach to the following standard of 
qualifications in order to: 

If his/her educational level 
is: Hire him/her 

Consider him/her 
suitable for the 

position 

Give him/her a 
chance for a 

second interview 
Vocational Training Institute 1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
University/Higher Technical  
Institute 

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

Postgraduate master's degree 1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
If he report a high degree  1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
If he/she reports academic 
distinctions (scholarships) 

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

If he/her Bachelor specialty  
is relevant to the position 
you want to cover 

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

If he/her Bachelor specialty 
is unrelated to the position 
you want to cover 

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

 
When you select a candidate using the method of interview for a job post, how much 
importance do you attach to average rating of the degree in order to: 

Hire him/her Consider him/her suitable 
for the position 

Give him/her a chance for a 
second interview 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
1= not at all  2= to a minimum 3= to some degree  4= to a great degree 5= in extremely large degree 

 
When you select a candidate using the method of interview for a job post, how much 
importance do you attach to his/her employability skills in order to:  

Hire him/her Consider him/her suitable 
for the position 

Give him/her a chance for a 
second interview 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
1= not at all 2= to a minimum 3= to some degree  4= to a great degree 5= in extremely large degree 

Τransferable skills are defined as the wider, general those skills that are necessary not only to 
get a job but to remain in employment. Communication, Teamwork, problem solving, initiative and 
enterprise, planning and organizing, self-management, self-learning, technology skills.  

 
When you select a candidate using the method of interview for a job post, how much 
importance do you attach to his/her work industriousness' in order to:  

Hire him/her Consider him/her suitable 
for the position 

Give him/her a chance for a 
second interview 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
1= not at all 2= to a minimum 3= to some degree 4= to a great degree 5= in extremely large degree 
As ' industriousness' is the work history of the applicant in relation to the meaning of hard work 
and his attitude expressed about the opinion that hard work is an important element in life 

 
When you select a candidate using the method of interview for a job post, how much 
importance do you attach to his/her self confidence in order to: 
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Hire him/her Consider him/her suitable 
for the position 

Give him/her a chance for a 
second interview 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 
1= not at all 2= to a minimum 3= to some degree  4= to a great degree 5= in extremely large degree 
Self-confidence is defined as the personal opinion of the candidate for the degree or extent of his 
skills. 

 


	‘From studies to employment’
	Significant factors that apart from job market shortage affect graduates’ employability. The importance of employability-soft skills

