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Abstract

Together with the emphasis on the technical skills acquisition, higghécation
institutions have been making an effort on developing and updating undergraduate
transferable competences in order to diminish the gap betweenmacadaining and
working world entrance. In other words, to recognize market needbetesaand students
representations about human resources requirements, and combine them to boost
employability in business professions, must be a priority in todiytsvledge based
economy.

Taking into account the new teaching realities brought by Bolagneement, as
well as the exertion universities have been done in order to tumatémprises and
curricula, this activity intended to accede the way recryitdtsnni and college teachers
from Catholic University [CU; Porto Regional Center (PRC), Ecansrand Management
Faculty (MEF)] positioned themselves relatively to some reoent and selection criteria
for management and economics professions. Using a reflection yadiasted upon
Régnier's Abacus, participants were asked to positioned individuslBxperts (in their
roles as recruiters, teachers or former CU alumni) in id@mgifmarket value skills, and

afterwards to build a group debated conclusion to present to a rdence. Results
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pointed out only one total consensual factor, that is, flexibility angsardent skills as the
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most important factors when recruiting, followed by entrepreneapallities and
valorization of work experiences in the candidates curricula. €seicies were found by
group of experts when college of origin was the discussion subjdwugh there was

consensus about the hierarchical place order in the three groups.

Key-words: Market valued skills, Management and Economics College Teachdrs an

Graduates, Employers, Régnier’'s Abacus based activity

Introduction

One of the topical themes in the global economy we all sisatke matching
between Higher Education (HE) graduates knowledge (at the enbewfeducation
degree), employers’ expectations concerning the first, and Hihees apprehension
about the dichotomy between specializatioessusgeneral knowledge. In fact, for the
former, we can say that the division no longer exists. The gratueatdglace integration
requires solid technical expertise and a broad range of transfesldalé (Evers, Rush &
Berdrow, 1998; Harvey, 2000; Holmes, 2001).

Accordingly to Boyer (2004), in Organisation for Economic Co-operatioth a
Development (OCDE) countries, the (old) new knowledge based economy had its
beginning in the 90’s. This economy is characterized by a prodyctigihificant growth,
information and communication technologies production sector restrugtuaimd) of
course, for integrating flexibility, both in labour network and on prefessionals’
mobility. The author suggests a triangular typology to chamaet this economic juncture,
in which Scandinavian countries are fully knowledge based, a seconduratifig where

we can find Australia and Ireland, which differs from the formerh& educational
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investment level, and a last formation which Portugal is the pbeaniPortugal was
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characterized by having high employees’ protection, low knowledgsstiment and not a
high productivity height, although increased after a long period of mass production.

In order to overcome its state of accelerated convergenoectome a knowledge
based economy, one of the main goals is the investment enhance on knawtedige
and dissemination. This introduces us the necessity to debate on educational aodalocati
politics, taking into account the competences regime formation approamduced by
Capitalism Varieties School (Busemeyer, 2009, Emmenegger, 2009y framework
Estevez-Abe, Iversen and Soskice (2001) consider a tripartitensydtecompetences
where there are work acquired competences, less transferableesspyoél
specific/technical competences, traditionally acquired in schookxtstand transferable
skills, whose applicability is independent from companies, institutianggnizations and
type of professional activity. The future Economics and Managemeaduates
development, at either one skills level, imply the fundamentahienéon of two kinds of
organizations: Universities and Companies.

As McQuaid and Linsay (2005) pointed out, employability implies spetyifies of
demands, very variable trough space and time. Employers’, emplamesther social
actors can have radical different approaches and opinions about wilayaility is. In
this paper we approach the construct rather narrowly, i.e.,yrfeanh employability skills

and attributes valued by different stakeholders.

Three facets on employability competences
The Bologna declaration implied profound economic and politic transtayns,
one of which involves directly the European educational system. $tractire appeals to

the higher education system not only to look for vocational knowledgeo lintegyrate in
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its programs instruments that promote students transversal congszetdecelopment.
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Technical knowledge and transversal skills are European Comnuuagygribed paths for
meeting goals of citizens’ circulation, employment opportunities global development
of the European Continent (Bologna Declaration, 1999).

As Emmenergger (2009) points out, general or transferable skillsgiry valued
in global economy, on the contrary, the particular ones (work placéispace valuable
only in a particular business industry or company. So the emplqy&es of view is that
investing in specific competences is too risky, since if hetgfts unemployed, the
investment was redundant. There is yet another supporting argument famntlee, the
Goldthorpe’s argument, i.e., the less specific skills equipped emplayeethe higher the
replacement probability. These arguments are more valid whemgakldbout less
differentiated occupations, nevertheless with present fragiial gdicies for employment
protection, another reason rises for equipping graduates with both types of skills.

For mirrored reasons, employers, specially the small besinaes (Connor &
Shaw, 2008) are reluctant in investing too much in soft or transfesiiblle training,
although they need their employees to possess it in order tpichingegration and a
successful job performance. But they also realise that the idveapgtal can be totally
lost if the employee leaves the company.

In a recent study about graduates recruitment and selectiomn(&r2008), found
surveyed recruiters majority hoped that graduates had alreadyapedctnigh-quality
transferable skills at the degree’s moment; more, they peefgmoponents assessed has
having those competences than others with excellent academic es/€editnough the
academic average was also considered as an important criterion).

Employers also referred (60%) the total lack of experiencehen‘real life of

work” and the limited exhibition of transversal skills on job candglgbart. The most
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valued competencies were the desire for achievement/motivation (B7%Rills (85%),
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team work (82%), willingness to learn (76%), commitment (66%), coaimunication
skills  (62%), problem solving abilites (57%), drivelenergy  (43%),
confidence/assertiveness (36%). All were soft skills, exceptiatiento tenth place which
was grade average.

We suggest that one way to promote the match between graduapisyaniity
attractiveness and company employees’ job performance expsstatis precisely to
work robust technical skills as well as transferable ones tradgmer Education
Curricula. In other words, if competences acquired trough educatioplements those
obtain specifically in job performance, the risk and costs on saleetigraduate are
lowered (Thurow, 1982).

For HE teachers, the question is much more complex. Bologna’ lirthegh the
requirement to be a “competences strongbox”, updated whenever iginébdg must
provide students’ several different competences: investigationlonigfe learning,
communication, presentation, teamwork, problems resolution, mobility, employability
fact, they are dealing with a profound professional revolution tbelives. For this
professional group it must be given space to update transversal competendgdidkedt
to their scientific domain (Santos, 2005), but also to provide them supypkeméools,
university institution provided. For example, to have students coachingeseii build
partnerships with companies or organizations in order to equip studéhtsverking
competences, but, at the same time, to monitor both their teadfonig as well as their
graduates performance. In a near future, the accreditation quatiey warranty given to
HE students, parents and general society of a particular Hifutios, will assure the
economical survival of the former. The European discussion tends to falewHE

accreditation path, and some countries are already accomplishinf@atrpos, 2005). In
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sum, for them it is also a necessity to know profoundly what th&ahaxpects of their
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graduates.

For Portuguese families an HE degree is still a good investngantos and
Oliveira (2002), in a prospective analyse on the mismatch betwedetraquired skills
and school as worker’s qualifications provider in Portugal, found thabwestment return
in formal education was clearly attractive, although they foundfgignt evidence on the
refereed mismatch. In fact an overeducating effect can be hagp#&e suggest that the
phenomena can be explain by the former formal curricula, focuseaonéchnical skills,
undermining the transversal skills role, that allows the future@yapla more adapted and
realistic performance on the job.

This mismatch brings alumni dissatisfaction. In an U.K. investigaiabi (2003)
intended to study the underemployability, i.e., features of thog®#ogees that are not
applying their degree knowledge to the job post. The findings sudigesidgative effects
of this situation extend their selves to job, career and lifefaation. The author proposed
HE institutions to try to fight the problem, offering to underiskilgraduates’ curriculum
development, personal tutoring systems, add-on modules or individual skills units.

The need for working transversal skills seams pressing econanmda®anagement
futures employees. An interesting study by Westhead and M&Rg5), found that
Management graduates were more probable than others to get gyhalirprivate firms,
whose bosses were, in turn, more probable not to provide them additionsigtrier
business sense, computer literacy, practical business skiljsrajedt management skills.
This finding reinforces the need for HE institutions to work thdsks dn order their
graduates have those “tools” available when initiating their professioeal li

But future students must also be alert and help their own future, helping uresersit

with a more balance sense of reality. A study carried out witgineering Higher
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Education Japanese students, attending third or fourth degree year, fodewcevinat
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students believed that friends and part-time work experiencetoged higher their core
skills (similar to Carneval conceptualizati@eeCarnevale, Gainer & Meltzer, 1990jan
from family or university teachers (Nguyen, Yoshinari & Shigeji, 2005).

All stakeholders’ interests must be taken into account. Heijke agmgNR006)
drew attention to the high probability on the mismatch between emplagrectations
and employees’ performance. Their cross-sectional studlg, daita from nine European
countries, concluded that HE programs either highly directed taitegr reflexive
thinking, problems resolution, analytic and ideas documentation using ininnsills,
or highly vocational programs (technical and academic skillslgnariented), could place
their graduates in the education area of expertise labour ma&ketthe contrary,
institutions trying to combine equally both programs, were more prebtblhave
graduates that were neither technical knowledge nor competencesd,valving the
situation a negative reflection upon wages. Another major conclusiontheasthe
programs focus shouldn’t be exclusively of technical or competences, baseause
neither is sufficient for employability market needs. Howeveeytdrew attention on the
standardization need of each kind of directed programs, so each typegoam will
favour candidates more committed within a certain technical, aed others in their
educational degree different area. University institutions could ibesrefreflecting on

these findings because as we can conclude a good balance is very hard to get.

Transversal skills focus
Researchers have been underling requirements of formal sydtgmacquire
employability competences (Fugiero, 2006; Moss & Tyler, 2001)aging in coaching

processes, specific curricular units (Bauer & Przygodda, 2088bdova & Klimova-
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Alexander, 2006), and intentionalizating the curricula vitae construction. Orstheu&on
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University is an example, rebuilding its programs by bringingplegability skills into
formal curricula in all offered disciplines (Fallows and Stevens, 2000).

Heijke, Meng and Ramaekers (2002) are between those that conisater t
universities can provide one of two kinds of competences: the direettumital ones, or
instead, the competences that will facilitate the acquisitionesi ones needed. They
surveyed longitudinally 36.000 European (from eleven countries) post-gradugtes to
find which skills they considered to have at the graduation moment,southel extension
in which those skills were required in the present job. Their eesuljgest that the most
well paid jobs are the ones that require methodological (forelgnguages, economical
perception, problems resolution, etc.) and organizational ones (learnorl, umder
pressure, time management, independency). The jobs where theizpe@ampetences
are needed are very requested, although they are less compemsawvage terms. In
general the work satisfaction rate was higher whenever th@atentes exigency level
was elevated. Raybould and Sheedy (2005) analysed the mataebheajvaduate skills
and employability requirements, indicating that in selection psE® competence based
questions have become increasingly important. The focal point ihanhthey called “the
round skills” (team work, leadership, problem solving and technical competences).

One of employers’ major complaints still is that HE ingitlas can’t provide
graduates competences to go to their expectations encounteiakgpe what concerns
transferable competences and work attitudes (Connor & Shaw, 2008).argplexArcher
and Davinson (2008) found that employers assessed communication skillerya
important (85%), but most of them were dissatisfied with the weeyr tgraduates’

employees performed them. Another major conclusion was thatrintezs’ top ten skills
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for selecting graduates to their companies, soft skills gleadeeded the hard or technical
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skills.

The décalage question between work market requirements and the education
strongly appears, creating the requirement for a common landgoageiversity and
employers. This language can result on the model of four seatégi the transversal
competences needed for employability: Management of self, Maneageof people and
tasks, Communication and e, Mobilization for innovation and change (Eves$ &
Berdrow, 1998), being multiplied each one in transversal capacitigsnon to all
professions, that allow the career development and serve as bésarorg throughout
life. This is in fact the model that is being implanted in,(RRC graduations in

Management and Economics coaching team.

Empirical study

Goals

The main goal of this study was to reveal possible recruitsshérs and alumni
from CU, PRC, Economics and Management Faculty opinion concernirgetme “Soft
skills: Stakeholders identification and valorisation”, taking into accoanht the CU, PRC
graduations in Management and Economics.

The underlying proposal is to gather relevant information to impf@ye PRC
Management and Economics students teaching involvement, as watinfasning or
infirming the importance of some CU, PRC Management and Economatstyfa
institutional interventions, namely the development of a coaching semita curriculum
integration of a mandatory unity, where technical knowledge andveesal skills are

applied and assessed: Multidisciplinary Project I, Il and 11l (fiystecyears).
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A subsidiary objective was to observe if each group of exXpantthis case recruiters,
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teachers and alumni, had different opinions and representations abouattsnests,
reflecting the main theme in analysis. In other words, whichahreni, teachers and
recruiters perceptions of the labor market entrance predictors’.

It was expected some variance between representations of tlee difffiexent
proficiency participant groups, and some consensus among individuals cfathe
expertise area, although the final group activity proposed wasaich and present a
consensual group position.

Finally, debate’s main conclusions were presented to a large gomsgfituted by
general public, CU, PRC students, Economics and Management facuégtddiand

teachers, and Portuguese Business Association (AEP) representatives.

Methodology

Participants

The study invited three groups of expert participants (N=24, exceptde to the
moderation team and observers) specifically, six alumni framRRC, that have been at
the professional market as managers or economists for attweasgears, eight senior
teachers, also from CU, PRC, Economics and Management facultplisghBociology,
International Economy, Management and Economics Ethic, MultidiscipliRaoject
Development, International Accounting, Operations Management andni@gdion
Models, and finally, ten possible CU, PRC, Economics and Managdawiity alumni
recruiters from various areas, namely Human Resources t(gelesand recruitment),

Knowledge Share (non profitable organization), Computer Consulting, Engmesnd

* In the study sense, “expert” is synonymous of icmretl practice as Economic and Management recruiter
higher education teacher or graduate professional.

10
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Management, Waste Management Consulting, Sales Consulting, Heallloamsm and
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Large Trade Supermarkets. Each group had a moderator (theeSBivector and the
Technical responsible (Psychologist) of the CU, PRC, “Student SuppdrCareer”, CU,
PRC, and the Macroeconomic taught regent teacher from Economics amabdment
faculty); every group had also a support element, a student’skslsftceacher’'s at CU,
PRC, Economics and Management faculty project “Individual Skills Portfolid-PIC

Although not intervening in the proposed activity as fully participamis$,in an
observer role, each group featured one or two first Bologna ayclergs from CU, PRC,
Economics and Management faculty in order to boost general discussibe ilarge
group/plenary.

Each one of the three groups was constituted by eight elemeniadiuoling the
moderation team and observers): (Group I) two alumni, three tsa@hérthree recruiters;
(Group 1) two alumni, two teachers and four recruiters; and (Gridupmo alumni, three

teachers and three recruiters.

Instrument

We chose for reflection instrument a strategic prospective daséd upon the
Régnier's Abacus, since it is a real time experts conswitathethod, allowing the
consciousness on the richness of opinions in a group of experts. The methadoals
confrontation of several different expert groups’ points of view omraessubject. “Is
difficult to convince decision makers to use it, because it modtfies usual group
functioning: the chief of a group can find itself isolated, becausen#thod obliges each
participant to graphically express an opinion before presents litetéatge group. It is a
technique that contradicts the normal reflection modes used in Besnesmpanies.

Instead, it is applied particularly in ex-post evaluation trairsegiinars, when in fact

11
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strategic choices are out of orderddépt. Godet, Monti, Meunier & Roubelat, 2004,

Lifelong Learning Programme

chapter VI, datasheet 10).

The technique’s logic is comparable to traffic semaphore emipdoyit is used in a
parallel way of significance of each one of its three coldreen for go on/agreeing, yellow
for careful/neutral and red for stop/not agreeing at all. Assdtstrategic method for groups,
it also has a range of other intermediate colors so thatipartits opinions can be graded.
Accordingly, the palette includes light green and pink (respegtivagreeing and
disagreeing but not entirely) and also, if the group participamsiders abstention or blank
vote, respectively black and white colors. This nomenclature is peelsahtan individual
questionnaire, described below.

The classical Régnier's formulation intended to detect exp@ntthe same area of
knowledge) attitudes and opinions, including the validity of the opinion$aget who
disagree with the majority. In a first moment, the debate themst be decomposed
between ten and twelve items. These items must be carefuiylfated, that is, the criteria
are clarity, accuracy and tangibility in order to facibtéhe expert’'s judgments (Francisco,
1991; Godet,et al, 2004; Régnier, 1989). This first stage results are based upon an
individual questionnaire, in which each participant is invited to positsaif in accordance
with the scale of colors available. The questionnaire is built dicwpto a design in which
items are at the left of the double entrance table sheetfdheiin rows, and the colors are
placed at the top of each column. In this fashion the participant caa goss under the
color that better mirrors his/her opinion.

The conventional individual questionnaire also has a decision treiticibns as
an original way of giving fulfilling instructions. First questionas follows: “Do you want
to answer?”, then, if the response is a negative one the coloctmbe is black; instead, if

the reply is positive the respondent is carried to another questioaffiimative case, do

12
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you have an opinion?” This issue has also two possible opposite andleesresponse is
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“No”, the expert must chose the white color, but is he/she respondsglggite remaining
question is: “In affirmative case, which is your opinion?”, exprdsky putting a cross
following the item row and under one of the remaining colored columns.

After this procedure, it begins the second technique stageindérelual results are
aggregated in another frame, double entry also, using paper exhihirpens or,
alternatively, computer programs designed for the purpose. In thsideftof the double
entrance frame are the formulated questions in the same olideihasndividual survey, in
columns there are letters or numbers corresponding to each of thengeoupers invited.
In sum, data collection builds a colorful mosaic, allowing to takéaacg both on the
qualitative information as on the individual position of each particigéot graphic
examples on both stagesnsultFrancisco, 1991, p.23-24).

At the third and last stage of the technique, each expert obsenfmaheolor
montage and the debate is initiated, taking into account that adipants must verbalize
it's color choice, therefore indicating the criteria thatlléam/her to the given response. At
this point everybody may, at any moment change his/her’s vote, prgvidat justifies
his/her attitude.

Finally, the data processing, if it is done by computer psyaen be explored in
two different ways. The first, if the process is done using dat@mobt rows, it can be
understood the relative importance of each item for the matter detlate, since computer
programs’ can layer colors in importance order. If the data piagessdone by columns, it
can be requested to order the experts answers by number of cokmnclso in fact,
conclusions about a higher or lower propensity to be favorable or unféedoathe general
theme (or several themes if the same group is repeatedly inatestveral Régnier

Abacus’s activities) can be establish through the technique.

13
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Procedures
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Teachers, students, alumni, moderators and potential recruiterés imgted to
participate in the activity by mail, followed by a telephone aontusing UC, PRC,
Individual Skills Portfolio project at Economics and Management facddtta base,
explaining the activity with some detail, and also confirming their partioipat

For the moderators it was send by mail several Régnier Almiomusnentation, as
well as the instructions dossier and individual questionnaires, attendsheets and
informatics documents for the third stage of the procedure (using dherPoint
application, Windows XP). At this point it was referred the PI€&mn responsible contact
if there were any doubts to clarify.

All three support elements were submitted to two training 45i@es, in order to
be familiar with summarization data tasks, construction of thed fables of each group
and the ultimate compilation of all the elements used in the tespesession. These
participants were also responsible to pass the final group informiat a mobile team,
responsible for the information transformation into expert residts PowerPoint
presentation. It was also this support team elements respopdibititansmit the mobile
team the name of the group member elected to present the group iomschrs the final
plenary session.

For the final results presentation, plenary session, Catholic kditive PRC,
Economics and Management faculty invited, advertising on the campsstevand with
posters, resident and general population, and effort complemen#&HEmyvhich invited
its members to join the final action.

In building the ten itemssgeTable 1, for items formulation) for the individual
questionnaire, all the Individual Skills Portfolio project team ipigdted in the items’

construction, Abacus’ modified rules, and objectives pursuit by the getherak. The

14
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PIC team has two Economics and Management Teachers (both [@detofessors, one at
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the Economical Sociology area and the other at Human Resources eviemdy the
already three named coachers (two Psychologists and one Rmadgogical expert), and
a Psychology researcher.

First all participants were received in an auditorium by ifs¢ €ycle Director of
the of Economics and Management faculty of the Portuguese Catholiersity, PRC.
The activity was them presented, along with results from ansA&Rdy, concerning the
benchmark and the kind of competences their associates valued when r@ving
collaborators in the business area. This stage lasted for 0lh.15fwaftis activity
participants were conducted by group to three separate rooms, prgveesiults
contamination. The rooms had a squared stetting and at each s#atiegparticipants
found name and expert quality area identifying card. There wasaal®ssier containing
the first survey, and annexed imprinted sheets of paper weredulklyjastify summarily
their option by item.

The moderators presented him/herself to the group, and gave thssargce
instructions about the Abacus activity, namely the fulfilment susteategy, the necessity
of the individual justification, as well as the directions aboutdbabate and the final
consensus to be presented to the plenary. More specifically, (Bttitints attending the
session must contribute for the group’s justification, although their opisioacorded
merely as a comment; (ii) each respondent had to share his/hemopith the rest of the
group, item per item; and the group will only move to the followingnhitence every
participant had made his/her judgement known to the rest of dup;g(ii) finally, the
moderator assistant filled in the first frame of results. pitoeedure was repeated trough

all the ten items.

15
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The moderator’s role was to facilitate and animate the group dlentasks to be

Lifelong Learning Programme

performed, but also to lead the debate. During the session hedstee fiawrite down the
different opinions; (i) sum up all the justifications, and, (iii)peh the group members to
justify the items ordering after group discussion, so to clarify sopitere it was possible
to reach a consensus and those where the opinions were divergenéghier'R Abacus
activity lasted for 01h.30'for each group.

The mobile team had to be present in the rooms at times, so sonteatd®ubts
could be clarified and at the end for collecting the colored data &ll groups. Lastly it
had to aggregate the collected information by expert’'s opinions fordsented in the
plenary slide show (15’ minutes to produce the three PowerPoint slides).

The final plenary had also a moderator; in this case wa®fotie moderators in

the small group session. The auditorium plenary lasted for 01h.30'.

Régnier Abacus transformation

Although it was maintained the classical structure of the Régiiacus activity,
there were some innovations introduced by this working session. Indastrich the first
stage debate, the Individual Skills Portfolio project team chmsuix the three types of
experts in each of the three groups. The goals were to puh¢ogéree of the main
stakeholders involved either in the outcome of the Bologna educatiatasgy but also,
more externally, interested in the evolution of European Union's pglicyelines for
employment. Both goals are related in education and training systggrovement as well
as other policies levels, namely employment development for nesgsiges satisfaction
(Lopes, 2007). Of course that, for all three kinds of experts, theedetwaterning the new
forms of career, yo-yo structure of the personal transitiorteeiyaung adulthood (EGRIS,

2001) are also implied in the discussion: the ones who teach, not onlyct&chni

16




EMPLOYABILITY
& ENTREPRENEURSHIP:

competences but also transversal or global ones (Fallows & S&8@0), — teachers; the

Lifelong Learning Programme

ones who need those first two competences for integrating the warlarket —students

and alumni (Knight & Yorke, 2000, 2004); and at last, the ones who need téchnica
knowledge to boost their companies, but also collaborators and empédferto adapt
themselves rapidly to new job situations (Evers, Rush, & Evers, 18@8) little
diminished costs for to the respective new employdos & deeper analysis on
entrepreneurial skills from employers and employees point of viewTeerow, 1999,
p.82-98) — business companies as employers and human resources/seledtion a
recruitment organizations. Another obvious procedure consequence was thsesurpr
obtained when the three results grids, grouped by expert answers dndmeinbers of
each group, was presented at the final plersegResults section for a deeper analysis).

As far as individual instructions concern, moderators were givenmiatoyn for
indicating the impossibility of using the black color, and to encougagep members to
avoid the white option.

Another transformation respects the compulsory instruction for gachp to
present orally the consensual position, as well as the main eksagnts observed during
stage three in the plenary period. This last presentation was carried ogitdoyp anember,

voted for the matter, but not necessarily the moderator agent.

Results

Data analysis strategy
Data analysis had two different strands. A more immediatguantitative, to
observe group session as well as expert groups results (teabtnensi, and recruiters). It

permits a glance on the consensus between each kind of group (seskenea experts).
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These results will be presented in table forms, although tranisipnime original colours
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into identified black and white patterns. We also give descrigia#stics, means and
stand deviations of each item response. It was also performed aiateryaanalysis of
variance (UNIANOVA's) for each item (as dependent variable), ntavihe expert
category as independent variable. The procedure was possiblarsnsert of response
can be likert type processed (a five points likert, using the wiuleur responses as
missing values; SPSS, version 13.). We use for between sulsjegci$icance criteria the
Pillai's trace €.05); for the multiple comparisons, the significance criteriatvasscheffée
test €.05).

The second analysis is of a qualitative nature. It refiibbe@sdebate made by each
group, and it will be presented as a content analysis. The plsaession mirrored some
richness of the group sessions, but we opted for a content preseriiatied in the

summarization of each participant’s expertise responses, in all thresgroup

Quantitative results

Total results

Taking into account the above data analysis strategy, for altiparits (N=24) it
was found that item 9. “For the selection process, the candidads laalvantage whenever
she/he shows flexibility and adaptability” was the most consenstaiia for job selection
as well as the one that more importance was given to (M=4.78, SD@d2he contrary,
item 6., “For the selection process, the candidate has an advaritagever his/her CV
presents voluntary work experiences”, was quoted as the less intpghan selecting a
candidate, although in comparison to item 9., there was a lower conddisB852,
SD=.79). Finally, the less consensual items among the ten propased by importance

and variation order, item 1. “The school that the candidate attendedeisisive factor in
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the recruitment process” (M=4.04, SD=.86) and item 10. (M=3.78, SD=.85) tfeor
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selection process, the candidate has an advantage whenever she/hea steasible

perspective over her/his career”. Table 1 summarizes the results.

TABLE 1. Means and standard deviations for each item, total sample without expertise

area accounted for (N=24)

Statistics
Item formulation M SD
1. The school that the candidate attended is a dediadtor in the recruitment process. 4.04 .86
2. For the recruitment process, having an averageegrdd (out of 20) indicates that the person |s3 75 61
technically skilled. )
3. People graduated in Economics find it easy to usaftative instruments in problem solving.  3.73 .63
4. People graduated in Management find it easy t@juaatitative instruments in problem solving. 3.64 .66
5. For the selection process, the candidate has aantatye whenever his/her CV presents Worklng4 43 59
experiences. )
6. For the selection process, the candidate has aantalye whenever his/her CV presents3 52 79
voluntary work experiences. )
7. For the selection process, the candidate has aantabe whenever his/her CV presents4 35 83

international training experiences (e.g. ERASMUS).

8. For the selection process, the candidate has armantabe whenever she/he presents4 43 79
entrepreneurship abilities. ) )

9. For the selection process, the candidate has amtabe whenever she/he shows flexibility and
adaptability.

10. For the selection process, the candidate has aantafye whenever she/he shows a feaslblt?3 78 85
perspective over her/his career. ’

Note. Scale maximum value equals 5.

4.78 42

Group results

We start this section by presenting each group graphic resbtitééned in the
classical Régnier's Abacus format, first in a row readapgroach and lastly with the
columns reading method.

For Group I, the most valued item was n°.9. (M=5, SD=.00), followed by iem
and 8. (M=4.71, SD=.49). In third came placed item 5. (M=4.57, SD=.53), faldye
items 1. and 2. (respectively, M=4.37, SD=.52; M=3.87, SD=.83). For the sixththlze

were two tied items, but with different means dispersion valueslgaitem 3. (M=3.71,
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SD=.75) and item 6. (M=3.71, SD=.95). In the same condition were in beplace items
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4. (M=3.57, SD=.79) and 10. (M=3.57, SD=.97). Table 2 present these results.

TABLE 2. Row reading table: Group | results by item mean’s importance order (n=8)

Abacus’ correspondence

a b ¢ d e f g

Iltem formulation

1. The school that the candidate attended is a decifactor in the
recruitment process.

2. For the recruitment process, having an averageegrat¥ (out of 20)

th,
indicates that the person is technically skilled. 5

3. People graduated in Economics find it easy to usantative 6ih-
instruments in problem solving.

4. People graduated in Management find it easy to asentitative 7in
instruments in problem solving.

5. For the selection process, the candidate has aantabe wheneve 3.
his/her CV presents working experiences.

6. For the selection process, the candidate has aanta)le wheneve 6t
his/her CV presents voluntary work experiences.

7. For the selection process, the candidate has aantabe wheneve ond.
his/her CV presents international training experén(e.g. ERASMUS)

8. For the selection process, the candidate has aantabe wheneve ond.
she/he presents entrepreneurship abilities.

9. For the selection process, the candidate has aantabe wheneve 15
she/he shows flexibility and adaptability.

10. For the selection process, the candidate has aantalye wheneve 7th.
she/he shows a feasible perspective over her/hégca

Note. The tier is presented by the means obtained ifikbe type approach.
(a) Dark green; (b) Light green; (c) Yellow; (d) Pir(e) Red; (f) White; (g) Black.

When Group | was analysed by experts area, we found completensnt
between alumni in items 1., 5., 6. and 9. (SD=.00), followed by all o#r@sjtexception
made to item 10., the one that presented the highest standard deviation (SD=1.41).

The most undifferentiated participant, from the ones that fullyores$ed, seems to
be alumni, because the voting was 70% (n=7) the highest, and the rentaneagthe
second higher.

For teachers as experts, items 7. trough 10., presented alsccan&ghsus since
the standard deviation equals zero. Itens 5. and 6., were the mossetispeterms of

teachers voting (SD=.71), followed by items between 1. and 4. (SD=.58).

b
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The group with the highest values of dispersion was the recruiter's Ty
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agreed fully when voting item 1., 4. and 9. (SD=.00), followed by pateement on
items 5., 7., 8. (SD=.58) and 3. (SD=.71). The higher dispersions came when voting item 6.

(SD=1.53) and items 2. and 10. (1.15). Table 3 presents the results.

TABLE 3. Column reading table: Group | item results by type of experts (n=8)

Abacus’ correspondence

a b c d e f g

Exp
AATTTRRR

Iltem formulation

1. The school that the candidate attended is a decifc¢tor in the
recruitment process.

2. For the recruitment process, having an averageegrat¥ (out of 20)
indicates that the person is technically skilled.

3. People graduated in Economics find it easy to usantative
instruments in problem solving.

4. People graduated in Management find it easy to asentitative
instruments in problem solving.

5. For the selection process, the candidate has aanta)e wheneve)
his/her CV presents working experiences.
6. For the selection process, the candidate has aantaye wheneve
his/her CV presents voluntary work experiences.
7. For the selection process, the candidate has aantaf)e wheneve
his/her CV presents international training experéan(e.g. ERASMUS)
8. For the selection process, the candidate has aantaf)e wheneve)
she/he presents entrepreneurship abilities.

9. For the selection process, the candidate has aantaye wheneve
she/he shows flexibility and adaptability.

10. For the selection process, the candidate has aantabe wheneve
she/he shows a feasible perspective over her/hégca
Note.Each expert is always the same in each column.
(a) Dark green; (b) Light green; (c) Yellow; (d) Pir{e) Red; (f) White; (g) Black.
(A) Alumni; (T) Teacher; (R) Recruiter.

In Group Il again the highest score was to item 9. (M=4.62, SD.5Bwid by
two exequosecond place of importance, namely items 5. and 7. (M=4.25, SD=.71). At
third place in importance order, came item 8. (M=4.12, SD=.99), followedehy 1.
(M=4.00, SD=.53) and at fifth item 3. (M=3.86, SD=.38). The sixth seleatntry by

importance belongs to item 4. (M=3.71, SD=.49) and at seventh placegagqup items
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2. and 10. (respectively, M=3.62, SD=.52; M=3.62, SD=.92). Finally, for the fowes
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importance criteria in a selection process, this group electedGtgM=3.37, SD=.74).

See Table 4, bellow.

TABLE 4. Row reading table: Group Il results by item mean’s importance order (n=8)

Abacus’ correspondence

a b ¢ d e f g

Item formulation

1. The school that the candidate attended is a decifctor in the
recruitment process.

2. For the recruitment process, having an averageegrat¥ (out of 20) 7th.
indicates that the person is technically skilled.

3. People graduated in Economics find it easy to usanttative 5t
instruments in problem solving.

4. People graduated in Management find it easy to asentitative 6t
instruments in problem solving.

5. For the selection process, the candidate has aantabe wheneve ond.
his/her CV presents working experiences.

6. For the selection process, the candidate has aantabe wheneve gth
his/her CV presents voluntary work experiences.

7. For the selection process, the candidate has aantabe wheneve ond.
his/her CV presents international training experéan(e.g. ERASMUS)

8. For the selection process, the candidate has aantabe wheneve 3.
she/he presents entrepreneurship abilities.

9. For the selection process, the candidate has aantabe wheneve
she/he shows flexibility and adaptability.

10. For the selection process, the candidate has aantaye wheneve
she/he shows a feasible perspective over her/hégca

Note. The tier is presented by the means obtained ifikbe type approach.
(b) Dark green; (b) Light green; (c) Yellow; (d) Pir(e) Red; (f) White; (g) Black.

In the expert’'s area analysis, alumni fully agreed in theimgoprocedure from
item 7. to item 10. (SD=.00). Item 1. trough item 5., former studernts ma consensual
in their evaluation (SD=.71); where the disagreeing was higher was i6.i3D=1.41).

Teachers total agreement concerned the first three fordutates (1., 2., 3.), with
a standard deviation of zero. Item 4. to item 9. presented some adspersion
(SD=.58), while item 10. scored the highest dispersion value (SD=1.18)slgroup it is
a teacher the less differentiated response expert, giving 9p%f (esponses with the 4

value (color Light green/Pattern b), and one neutral answer (YellowtPajte

\
<
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This second recruiter’'s group agreed in three of the proposed nemsly, item
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3., 4. and 9. (SD=.00). There were four items with the same dispeaion (SD=.58),
respectively, 1., 2., 5. and 6., followed by items 10. (SD=1.00), 7. (SD=1.15) and 8.
(SD=1.73), presented by dispersion order from the lowest to the hi@estTable 5

bellow.

TABLE 5. Column reading table: Group Il item results by type of experts (n=38)

Abacus’ correspondence

a b c d e f g

Experts
AAA T T T R R R

Iltem formulation

1. The school that the candidate attended is a decifc¢tor in the
recruitment process.

2. For the recruitment process, having an averageegrat4 (out of 20)
indicates that the person is technically skilled.

3. People graduated in Economics find it easy to usanttative
instruments in problem solving.

4. People graduated in Management find it easy to asentitative
instruments in problem solving.

5. For the selection process, the candidate has aantaf)e wheneve)
his/her CV presents working experiences.
6. For the selection process, the candidate has aantaye wheneve
his/her CV presents voluntary work experiences.
7. For the selection process, the candidate has aantaf)e wheneve)
his/her CV presents international training experéan(e.g. ERASMUS)
8. For the selection process, the candidate has aantaf)e wheneve)
she/he presents entrepreneurship abilities.

9. For the selection process, the candidate has aantaye wheneve
she/he shows flexibility and adaptability.

10. For the selection process, the candidate has aantabe wheneve
she/he shows a feasible perspective over her/hégca
Note.Each expert is always the same in each column.
(c) Dark green; (b) Light green; (c) Yellow; (d) Pir(e) Red; (f) White; (g) Black.
(B) Alumni; (T) Teacher; (R) Recruiter.

The third group (lll) also considered item 9. as the most valuaiikria when
selecting a candidate (M=4.75, SD=.46). Item 8. appears in second mpldwe factor's
ranking (M=4.50, SD=.75), while items 7. (M=4.12, SD=1.12) and 10. (M=4.12, SD=.64)

engage both the third position. In addition, items 1. and 2. are at thé foosition

A
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(respectively, M=3.75,SD=1.28; M=3.75, SD=.46), whilst the two subsequerg {{&m
and 4.) stay ordered at fifth (M=3.62, SD=.74). Isolated in theplaste of the group

ranking appears item 6. (M=3.5, SD=.75). Table 6 combine all these results.

TABLE 6. Row reading table: Group lll results by item mean’s importance order (n=8)

Abacus’ correspondence

a b ¢ d e f g

Iltem formulation

1.The school that the candidate attended is a decifietor in the
recruitment process.

2. For the recruitment process, having an averageegrath (out of 20)

th.
indicates that the person is technically skilled. 4

3. People graduated in Economics find it easy to usantfative 5t
instruments in problem solving.

4. People graduated in Management find it easy to asentitative 5t
instruments in problem solving.

5. For the selection process, the candidate has aantate wheneve| ond.
his/her CV presents working experiences.

6. For the selection process, the candidate has aantate wheneve 6t
his/her CV presents voluntary work experiences.

7. For the selection process, the candidate has aantabe wheneve| d
his/her CV presents international training experéen(e.g. ERASMUS)

8. For the selection process, the candidate has aantate wheneve ond.
she/he presents entrepreneurship abilities.

9. For the selection process, the candidate has aantate wheneve| 15t
she/he shows flexibility and adaptability.

10. For the selection process, the candidate has aantai)e wheneve d

she/he shows a feasible perspective over her/hégca

Note. The tier is presented by the means obtained ifikbe type approach.
(d) Dark green; (b) Light green; (c) Yellow; (d) Pir(e) Red; (f) White; (g) Black.

At the Group lll, alumni had a full vote consensus in itens 3., 4., 7. and 10.
(SD=.00). For all remaining surveyed items there was the same dispersier{.va).

Teachers in the third group agreed fully only when speaking abouschiu®l of
origin (item 1., SD=.00). These experts hadn’t agreed in all ddvas, starting from with
items 2., 3., 4., 5., 9. and 10. (SD=.71), followed by items 6. and 8. (SD=1.41) and endi
with a high value on item 7. (2.12).

On the other hand, recruiters were the most agreeing clusexpefts on Group

lll. Items 2., 3., 4. and 9. Are in fully agreement (SD=.00); itémand 8. although with
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dispersion, the value is medium (SD=.50), the same happening withSteand 10., only
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a slightly higher (SD=.58). The highest values of answer digperappened for item 7.
(SD=.82) and item 1. (SD=1.71). The less discriminative expers, \wethis case, three

recruiters. See Table 7. for a complete graphical perspective.

TABLE 7. Column reading table: Group Il item results by type of experts (n=8)

Abacus’ correspondence

a b c d e f g

Experts
A AT TR R R R

Iltem formulation

1. The school that the candidate attended is a decifetor in th
recruitment process.
2. For the recruitment process, having an averageegrat¥ (out of 20
indicates that the person is technically skilled.
3. People graduated in Economics find it easy to usentfative
instruments in problem solving.
4. People graduated in Management find it easy to gsantitativ
instruments in problem solving.
5. For the selection process, the candidate has aanta)le whenev
his/her CV presents working experiences.
6. For the selection process, the candidate has aantafle wheneve
his/her CV presents voluntary work experiences.
7. For the selection process, the candidate has aantalye whenev
his/her CV presents international training experésn(e.g. ERASMUS
8. For the selection process, the candidate has aantabe whenev
she/he presents entrepreneurship abilities.
9. For the selection process, the candidate has aantafle whenev
she/he shows flexibility and adaptability.
10. For the selection process, the candidate has aantabe whenev
she/he shows a feasible perspective over her/hégca
Note.Each expert is always the same in each column.
(e) Dark green; (b) Light green; (c) Yellow; (d) Pir{e) Red; (f) White; (g) Black.
(A) Alumni; (T) Teacher; (R) Recruiter.

Plenary comparison between area expert’s groups results

For the final plenary, we built three tables, aggregatingeakelts by expert’s area,
(seeProcedures section). As can be observed in Table 8, alumniaefaitésns is that the
school provenience is most valuing criteria when in a selection gmoadile the realism

demonstrated about her/his career development is the is the l@sttaken into account.
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For teachers as well as recruiters, the most valuing erite selection are flexibility and
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adjustment capacity that each candidate is able to demonstoaitethiless, the two types
of experts disagree on the least important criteria. Teevaue work experiences held by
candidates, while the seconds value in last the most appreciated witstizdients, school
provenience.

For a more accurate perspective, we performed ten UNIANOViAsrder to find
if the evaluations means were significantly different by tygeexpert. The results
evidenced that there were significant differences only fon ife “The school that the
candidate attended is a decisive factor in the recruitment g9bdE(2, 21)=3.623,
p.=.045,1?=1.00]. Post hocanalysis revealed that the differences were between alumni
(M=4.67, SD=.52) and recruiters (M=3.60, SD=1.07), the first giving therieria higher

importance. See Table 9 for groups and total results.

TABLE 8. Ordered comparison between aggregated experts (N=24)

Abacus’ correspondence

a b ¢ d e f g

Experts
Alumni Teachers Recruiters
Items
1.
2.
3.
4,
5.
6.
7.
8.
9.
10.

Note.Each expert is always the same in each columrtendrder follows the three group constitution.
() Dark green; (b) Light green; (c) Yellow; (d) Pir{e) Red; (f) White; (g) Black.
(B) Alumni; (T) Teacher; (R) Recruiter.
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TABLE 9. Means and standard deviations for each item, total sample with exparize
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accounted for (N=24)

Type of experts

Alumni Teachers Recruiters Total
M SD M SD M SD M SD
Items

1. 4,679 52 4129 .35 3.60® 1.07 4.049 .86
2. 3.50® .55 4.009 .53 3.70" .68 3.759 61
3. 4.00® .63 3.379 74 3.87® .35 3.737 .63
4. 4.00® .63 3.2510 71 3.759 46 3.649 .66
5. 4,339 .82 4.432 .53 4,502 .53 4,439 .59
6. 3.50® .84 3.289 .75 3.70" .82 3.520) 79
7. 4,50 .55 4.28% 1.11 4.30% .82 4.35% .83
8. 4.33% 52 4.429 79 4502 97 4.43? 79
9. 4,50 .55 4,719 49 5.00% .00 4.78W 42
10. 3.337) .82 3.717 .75 4.109 .87 3.78® 85

Note. Scale maximum value equals 5. In bold the maximugan, in italic the minimum mean.
(M) Mean; (SD) Standard deviation. In brackets thating position of each item.

Qualitative results

“The school that the candidate attended is a decisive factothe recruitment

process.”

Group | considered this criterion as a non absolute one, although semuugers
and also graduates. The group found also important that recruiterbdtéereknowledge
of the kind of curricula and pedagogic methods are use in differemoiics and
Management colleges, so it can be a higher weight selection criterion.

Group I, discussed that the attendance of low quoted collegesexadnde
immediately a candidate, and also, contrary to first group, tltatiters have some
knowledge about the kind of educational preparation Economics and Management
different colleges offer. On the other hand, it was considered a gsmtice criterion, if

the candidate hasn’t nothing else to present, as it is most of the casesribgradeates.
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In Group lll, the majority considered the criterion as synonymcoéening and
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selection time savings; they recognize also that there amémom thresholds for

Economics and Management colleges.

This item reached the fifth relative position in the total ranking (See Bable

“For the recruitment process, having an average gragdd 4 (out of 20) indicates

that the person is technically skilled.”

In Group | debate, it was considered that this average thresholaritasidns in a
selection process, since it doesn’t express nor the soft skijlssdmn, neither the real
world of work candidate’s knowledge.

For Group Il the given threshold can assess the work capabilityeofjriaduate
candidate, even though there are other criteria much higher partamce. It can be
assumed that it is an indicator of technical competences, glthitve criterion is more
clarifying in some recruitment processes if given by some curriouniéis average.

Group 1l believes that this is a good indicator, although not decisipeocess. It
is important try to understand which were the curricular unitsabatributed the most to
the average, because by itself is not a meter that the canbmate fact the technical
competences required for the job.

This item reached the eighth relative position in the total ranking (See Table 9)

“People graduated in Economics find it easy to use quantitativetinments in
problem solving.” and “People graduated in Management find it easy to use
quantitative instruments in problem solving.”

Items 3. and 4. are presented together, because only Group Il maaleatyss

separately.
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The debate in Group | considered no differences between both forimahgra
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although economists could have a better statistical easiness.

Even so, they considered the necessity of having in the group résreieerts
only in Economics and Management.

Group Il also agreed on the lack of large differences in both typgasfuates,
including the criterion in analysis. In this group, curiously, rearsiitmuld differentiate
between the two, although they consider that the higher levptaatical behavior of
Management graduates can be exceeded easily by economists workneeperie

Group Il position was that Economists have a deficit in interperskiléd, while
Managers have a debit in the quantitative skills, but it refalts the curricular plan of
both courses. The labor market is satisfied, and although academarairon is important
it is not a definite requirement.

Although items’ qualitative results are grouped, in global rankien i3. reached

the sixtieth relative position and item 4. the eighth (See Table 9).

“For the selection process, the candidate has an advantage whert@gérer CV
presents working experiences.”

Group | had a curious position, affirming that contrary to otheoj@an recruiters,
for Portuguese recruiters this is considered as a risk, shege believe that former
experiences can format the candidate in such a way he/she magjusitthemselves to
the new job.

As far as Group Il concern, work experiences can be good or baddiegpen the
guality they had. If of high developmental quality, they should in€lisaft skills as well

as organizational ways of working competences acquisition. One adliantage, when
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the graduate candidate is a recent one, it can also tell cthetee he/she is a dynamic
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person, since he/she sought to gain experience.

For Group lll, it is a differentiator candidate criterion in tleéestion proceedings
with two components: the positive, that can show candidate’s greapamsibility, will to
work, versatility and flexibility, and the negative, already nmefgr it can represents a
candidate that has predisposition for doing things not within the comgxgectations; the
word “addiction” with abad habitssense was applied in the debate.

This item reached the third relative position in the total ranking (See Table 9)

“For the selection process, the candidate has an advantage whert@gérer CV
presents voluntary work experiences.”

There was agreement between groups in evaluating this critedorbup |, it is
one of is one of the factors least valued on the candidate’s C\oreer because it can
reveal that lack of completion and unstructured work practices, $iaggroup considered
these two features as characteristic of voluntary work expersecandidate’s present.
Although this negative aspect, all participants agreed in the icallys value of
deliverance spirit and involvement with other people that these kind of activitiegdgrovi

Again in Group IlI, the value given to the criteria is one of ethéral personal
fulfillment, which has no or very little importance in a reanent process. It was also
referred the abuse which has been committed, in many curricglajldieg participation
in mere food collection activities as volunteer work experiences.

For Group lll, this criterion gives added value to a candidate, althibughess
valued than work experiences. The group reflected also upon the develabimerement
at network communication, teamwork and communication competence’s level.

This item reached the ninth relative position in the total ranking (See Table 9).
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“For the selection process, the candidate has an advantage whert@gérer CV
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presents international training experiences (e.g. ERASMUS).”

Group | considered that ERASMUS or ERASMUS like experiences lmave
developmental value on personal empowerment, flexibility to adapt trettf contexts
and confrontation with adversity competences. It was a criterion exyreadakd as it also
demonstrates the candidate’s initiative and proactivity.

As for Group I, teachers and recruiters valued and discussedtdrenrin terms
of the indirect assessment on autonomy, adjustment, flexibility askl taking
competences it allows. Alumni did not have a very active intervemiesition on the
matter.

Finally, Group Il drew attention on the potential of these expeggifar language
learning, interpersonal skills and greater behavioral disciplihey also stressed that the
candidate’s decision to take these experiences shows predispasitthange, spirit of
mobility and outlook.

This item reached the fourth relative position in the total ranking (See Table 9)

“For the selection process, the candidate has an advantage whensghefhe
presents entrepreneurship abilities.”

In Group |, alumni emphasized this capacity importance on thkitigaesire” in
order to resolve problems. For teachers, it implies to demonstegiabilities for
innovation, complex problems resolution and leadership. Given the exisiimgjant
change context is an essential skill. It requires proactantyfacing business problems as
if it were their personal ones. Recruiters have different posibenseen themselves. On
one side, it was considered not indispensable, although it may rexeahidm in the

entrepreneurial activity. Another expert of the same area, found thatery important to
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the companies renovation process if the new ideas are leadingeaithyy ways” of
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questioning the company current modes of operation. The last resraitethis group
talked about the importance of observing and assess the candigdaeation will as well
as the creative process he/she presents in the selection process.

For alumni in group I, this competence demonstration is done trough
candidate’s confidence and courage in embracing new projea@shdrs introduce into
debate the necessity that all candidates have to demonstnateiliheot be waiting for
something to happen, they make it happen instead. It was alseddf®at this skill can be
of the highest value for some recruiters (having ideas andilh® implement them), but
everything depends on the job, because if one is applying for a raahbine jdemonstrate
entrepreneurship is not advisable. For two of the three recruite@esifound an extreme
important criterion in a constant social and economical changinglwadthough for the
last one that this is not an important feature at all.

As far as Group lll concerns, it is a fundamental feature, andeisnig defend the
“company’s flag”. To take risks can be, however, the skill's negatspect since it may
collide with the company interests. The group concluded that thaot &real concept on
entrepreneurship, so it is not possible to discuss the matter oljeckievever it was
consensual that it tends to be an added value, but it can represents sometimes a risk.

This item reached the second relative position in the total ranking (See Table 9)

“For the selection process, the candidate has an advantage whenshefhe
shows flexibility and adaptability.”

Alumni in Group | perspective are that most of an economist or manageer is
based upon this criterion. The changing speed of business conditi@as high that

companies should have human resources capable of reacting rapidiyges;heo no or
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less market can be lost. For teachers it is very impoxgmoblems resolution, taking into
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account the constant change climate, either in the market, eittiee company itself. On
the other hand, recruiters focused that the competences in debatguanadtee higher
profitability levels, particularly in small-scale enterpss They are essential features in the
rapid current framework of change. Alternatively, a recrugemted out that these
competences can be observed from a strong connection to the compargy point of
view, allowing an easier collaborator’'s insertion in companies whkisel of
organizational structure is a more “smooth” one.

In Group Il the conclusion was that flexibility as well as adhijfity contributes to
professionals as well as companies survival. They are inherdr@ business world, and it
is important not only for economists and managers, but in all profsssihese are a
candidate’s qualities recruiter's appreciate the most.

Group 1l reported the higher importance of these competencegudeec
professionals have to be able to adjust themselves to companies-diay-tutations. In
sum, it is the capability to monitor both market and company.

This item reached the first relative position in the total ranking (See 9able

“For the selection process, the candidate has an advantage whenshefhe
shows a feasible perspective over her/his career.”

An alumnus in Group | pointed out that in initial career stagesishisot an
observable competence. In their opinion it is built along the way, selantion processes
with recent graduates, is not to be valued. On the contrary, theniegialumnus
considered that having a realistic career plan can demonstratm@leorganization and
motivations that helps the recruiter to evaluate better the adrdidieachers reflected

upon the quality of the criterion allowing the staying compromis@oresbility, personal
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candidate’s organization assessment. Based upon the last, theerezanihave a greater
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security sense towards his/her future employee. Although therianitallows a high
subjectivity level, it can demonstrate slightly the professicaablidate’s balance. One of
the teachers considered that at present times it is not possiplerspective a career,
whatever the candidate’s training base is. By their sideyiters assessed the criterion as
not being the most important, but they found preferable that cansligmesented their
selves with a realistic perspective on the career, becausedhsigler it can prevent future
estrangements and disappointments. If a realistic career platidate is recruited it
permits mostly eventual conflict cushion in the company's existent labor mat

Group Il alumni considered that job candidates’ should be bold in theserc
foreseeing, although is difficult since careers are being modemore underprivileged.
For teachers is important to present this criterion with commsesand realistically, i.e.,
accordingly with the candidates ambitions but also with the emgangisition. Recruiters’
opinion is that rarely candidates present a realistic carespeauive, although they
consider it is a very important criterion.

Finally, for Group lll, when the candidate is assessed on thiemtet/she must
present him/herself with some substantial references. Anteesiew stage, although it is
difficult to recognize, it can reveal if the candidate is @adrer or is mature when facing
his/her professional future. The realism the career perspeutig not be confounded
with conformism or lack of ambition.

This item reached the seventh relative position in the total ranking (See Table 9)

Results discussion
The main results on this work were in fact the debate’s richrbetween

participants, and although the qualitative results don’t demonstratepeptely the
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between group opinion’s differences, the content analysis give apetispective on the

Lifelong Learning Programme

participants sense of vote.

Quantitative results infirmed the expected result concerning eleetwgroups
variance, but partially confirmed the formulated hypothesis foriri@ortance of the
education institution attendance. Alumni give higher importance toctitexrion when
compared to recruiters. Similar to these results were Rdthitetbert and Rothwell
findings (1998), although using an undergraduate sample, they also foundtiamstit
attendance to be one of self-perceive employability factors wadoed in hierarchy they
proposed. We think this could be a group effect that can be explainectrparship
sense, since they were in their own HE degrees’ institution sathe of their former
teachers. But it can also represent an institutional attachimainis well rooted in CU,
PRC Management and Economics faculty culture. Either way irated in fifth place in
the total participants’ hierarchy, mostly because of alumni vote.

Although faced from a descriptive point of view, since there wagnind
significant differences in the other means, there was somenagmedetween all three
experts’ groups when assessing the most valued criterion, flexikiid adaptability
competences, and the least valued, the voluntary work experiences.lé3theariable
opinions were found concerning the importance of working experieneseré third
place), the ERASMUS type experiences (general fourth placejhandntrepreneurship
abilities (general second place). Those were not unexpectetsyesate extracurricular
activities have been referred as facilitating transversapetences acquisitions (Griffits,
2003; CGriffits & Guile, 2003), specifically associative experien¢Beomao, 2005),
volunteering (Fortin, 2006, Thomas, 2001), education on foreigner countries/EB&SM
(Bracht, Engel, Janson, Over, Schomburg & Teichler, 2006) and work exgsrighught

& Yorke, 2000, 2004).

35




EMPLOYABILITY
& ENTREPRENEURSHIP:

Finding that flexibility and adaptability are one of the most able skills was not
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at all a surprise (Branine, 2008; Evest al, 1998; Heijkeet al, 2002; Raybould &
Sheedy, 2005), but the justifications richness, in all experts’ gnmapsremarkable (see
Qualitative results for a review).

For working experiences the content analysis brought attention téa¢hehat
Portuguese stakeholders, especially recruiters, can perspégisvecriterion from a
negative point of view. They believe that those experiences caratfdh@ candidate in
such a way that plasticity and flexibility competences are compromised.

Global economy carried with it international recruitment phenom@uar(or &
Shaw, 2008), which brought universities’ a space to encourage theimtstuiti¢o
ERASMUS type projects, to receive also foreigner studentsftrerto increase mobility,
interpersonal relationship and cross-cultural integration skillsldgie Midlehurst &
Woodfield, 2007).

But the lowest score value given to voluntary work, has its explanatiothe
content analysis. All groups find it as an intrinsic personalfeatommendable, but that
doesn't tell anything about a candidate’s employability cajgaciSome referred the lack
of structure and completion of some of the so called voluntary expesie8o it seems
possible that there is some discredit associated to thesi@nit There is some confusion
about quality voluntary work experiences, where network communicatiamwerk,
communication and leadership skills, among others are requested anedupaiad
voluntary experiences where only physical abilities are dtestdor example food
collection campaigns).

Finally, in the least variable criteria we found at eighth placaedium to high
grade average. Heijke and collaborators (2002) main conclusions can help inmisthess

former results. Their findings were in the sense of an abera the graduates’ labour
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market, where once were valued theoretical and technical skills duewmostly to Higher
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Education social expansion, in a market that values the generav@aeemotional skills.
We fully endorse the opinion that HE faculties work must turn on ttieedearning and
cooperation and relational stimulation with multidisciplinary apghea to transferable
skills.

The career feasibility criterion was positioned at penultirpédee of the general
ranking, although with total agreement between teachers and alumhi divatg the
seventh place) and a curious fourth place given by recruitershiketihat recruiters made
an item interpretation from the realism point of view; insteaaghers and alumni face the
item from the Thurow’s approach, i.e., there are no careers frortwtrdieth century
perspective. The way is continuing to learn, to pursuit new trarang inovative ways of

updating and “advertise” our competences.

Limitations and Concluding remarks

This work brought an interesting data approach to the needssassdson Higher
Education curricula in Catholic University, Porto Regional Centréh{s case, Economics
and Management courses). Although carefully prepared, we think mageskiould be
given to all method stages, in order to allow less pressure @ngraup and to give
supporting teams the chance to organize accurately the detsdtguantitative results.
Another limitation, we found to be pointed out, is the need to have more than one
moderator supporter pgroup, and if possible, that sessions could be recorded.

An additional raised question concerns the previous AEP results’ @mgsent
which could eventually influence the active participants’ opinions, sinaeflected
entrepreneurs’ association opinions. Even if we think this limitatiaet be reported, and

in future initiatives controlled, results don’t support a contaminatipothgsis because of
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the qualitative variance observed, as well as the quantitatiteveefmsition by experts’
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group.

When a success rate is higher in a HE institution, in moss ¢age attributed to
differences in intrinsic education quality between concurreniitias or colleges (Garcia-
Avacil, Mora & Vila, 2004). Thurow (1999) sees the problem in an altematay. He
considers that there are the working post specific featuresallbat the success rates,
although there is an important need to show demonstrable competences in tios seldct
recruitment processes. His tenth rule tells it all “The biggeknown for the individual in
a Knowledge based economy is how to have a career, in a systera there are no
careers” (Thurow, 1999, p. 142). We all know that companies invest rtyoohespecific
work post competences development, and even less when it concerns knewdedgs,
because the last have a greater probability of a “bouncingécaype, so the chance of
losing the initial investment is high. So in fact, what solution do g&duates have?
Obviously, to have a well sustained initial competences platformgiiéstion to be raised
is to know which competences are more relevant, although our aprigussition
regarding Higher Education institutions is that they musticoatthe path of equipping
graduates with robust technical skills, nevertheless watchful onettessary transferable
base skills for their “clients” to maintain their selves in phefessional scenario, no matter
the picture presented.

This work represents another Catholic University, Porto Regional eCent
Economics and Management Faculty effort to respond to the legitaspiations of their
students as well as employers ' needs for better equipped cditebok&e totally agree
with Garcia-Avacil and collaborators point of view (2004), that hurcapital concept
(that includes search for better health care job conditions, basatieduand training,

active employment search competences, information search cowgstemobility
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availability, and on job training) must be viewed as an investmeshtnah as a mere

Lifelong Learning Programme

consumption. Amaral (2005) has also a similar opinion, when reflecting uplogrias’

challenger at HE level, that we also subscribe. Formal edudatimy®and being found to
be related to business decision making success, the higher thati@thicstages, the
higher the job income and the lower unemployment time. We agrepleteig with this

point of view, although there are educational paths that must bectearrior a more
balanced offer on transferable competences, and not only at ther IHigheation level,
but in previous educational stages.

One of the activity main conclusions rests in the impossibilitjpudd a new
educational offer without taking into account all intervenient opinionscanderns. Not
only for sharing responsibility on a mutual cause, but essent@linmake the match
between all stakeholders needs and expectations. We hope this wobkingarsome
insight to other HE institutions, to other entrepreneurs’ responsible councilsoashdinall

to political decision-makers.
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