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Abstrak 

Tujuan kajian ini adalah untuk menentukan kepentingan Kemahiran Kerjaya Abad ke 
21 dalam kalangan pelajar prasiswazah daerah Songkhla, Thailand. Peserta kajian 
terdiri dari majikan kepada graduat dari universiti dalam daerah Songkhla, lima 
dekan universiti dan alumni yang bergraduat dalam tahun akademik 2010 hingga 
2012 dari lima universiti dalam daerah Songkhla, Thailand. Kajian ini menggunakan 
Partnership for 21 st Century Skills (P21) dan The Secretary’s Commission on 
Achieving Necessary Skills (SCANS) sebagai rangka kerja kajian. Kajian ini 
menggunakan kaedah gabungan menggunakan soal selidik dan temu bual untuk 
memperolehi data kuantitatif dan kualitatif.  Responden kajian ini terdiri dari 354 
majikan, 31 Dekan dan 365 alumi. Ujian-t tidak bersandar dan ANOVA digunakan 
untuk menguji perbezaan antara dan dalam kumpulan menggunakan pakej sofwer 
statistik. Analisis min digunakan untuk menguji skor ke atas 20 kemahiran kerjaya. 
Data kualitatif diperolehi melalui temu bual mendalam dengan lima peserta dari 
setiap kumpulan untuk menyokong data diperolehi secara tinjauan. Hasil kajian 
mendedahkan bahawa kemahiran penalaran dan penyelesian masalah dan kemahiran 
hubungan interpersonal diberi nilai tertinggi dan kemahiran yang paling penting. 
Tambahan hasil kajian menunjukkan terdapat perbezaan dalam kalangan 20 
kemahiran kerjaya berdasarkan maklum balas tiga kumpulan peserta yang terlibat. 
Tambahan, hasil kajian menunjukkan kemahiran hubungan interpersonal dan kerja 
berpasukan dikira sebagai sebahagian dari profil kemahiran kerjaya alumni. 
Akhirnya, satu rangka kerja 12 kemahiran kerjaya dikenal pasti dan ditentukan 
sebagai perlu untuk pelajar prasiswazah daerah Songkhla, Thailand. Kajian ini telah 
menyumbang kepada kefahaman yang lebih mendalam tentang kepentingan rangka 
kerja kemahiran kerjaya yang boleh memberi faedah kepada institusi pengajian 
tinggi, syarikat dan pemegang taruh yang lain dalam daerah Songkhla, Thailand.    
 
 

Kata Kunci: Kemahiran Abad ke 21, Profi kemahiran kerjaya, Rangka kerja 

kemahiran kerjaya. 
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Abstract 

The purpose of this study is to determine the importance of 21st century career skills 
among undergraduate students in the Songkhla Province, Thailand. The participants 
were employers to graduates from universities in Songkhla Province, deans from five 
universities and alumni who graduated in the academic year between 2010 and 2012 
from five universities in Songkhla Province, Thailand. The study drew on the 
Partnership for 21st Century Skills (P21) and The Secretary‘s Commission on 
Achieving Necessary Skills (SCANS) as the frameworks for this research. The 
investigation employed mixed methods approach by using questionnaires and 
interviews to obtain both the quantitative and qualitative data for this study. The 
respondents of survey consisted of 354 employers, 31 deans, and 365 alumni. 
Independent t-test and ANOVA were used to test the differences between and among 
the groups using a statistical package software. Mean analysis was used to test the 
scores of the twenty career skills. Qualitative data were obtained through in-depth 
interviews with five participants from each group to further support the data gathered 
from the survey. The results revealed that reasoning and problems solving skills, and 
interpersonal relationship skills were rated as the highest and the most important 
skills. Moreover, the results also showed that there are significant differences among 
the twenty career skills based on the feedback of the three groups of participants. In 
addition, the findings showed that interpersonal relationship skills and teamwork 
skills were considered part of the alumni career skills profile. Finally, a twelve-career 
skills framework was established and deemed necessary for undergraduate students 
in Songkhla Province, Thailand.  This study contributes to the deepening of 
understanding of the importance of career skills framework that could benefit higher 
education institutions, companies, and other stakeholders in the Province of 
Songkhla, Thailand. 
 
 
 
Keywords: 21st century skills, Career skills profile, Career skills framework. 
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CHAPTER ONE 

INTRODUCTION 

1.1  Background 

In recent years, the overall number of job seekers has increased in the labor markets 

worldwide due to the global economic development, while the number of sufficiently 

skilled people in the right place at the right time has decreased (Manpower, 2010). 

Employers are seeking employees who, in addition to having technical abilities, 

possess specific skills set in a variety of skills such as critical thinking and other 

qualities. It‘s not only that hard skills are important but soft skills too (Tribble, 

2009). The study by Robles (2012) found that both hard skills and soft skills are 

needed by employers. 

Employers are facing difficulties to find workers who are adequately prepared for the 

demands of the economy in the 21st century (Bullard, 2013; Jackson, 2010). 

Employers, as well as the employees themselves, point to clear skill gaps among 

students and the lack of skills to perform the job (World Bank, 2012). Today‘s 

graduates lack basic skills in communication, work habits, interpersonal interaction, 

reasoning abilities, critical thinking, and problem solving (Bullard, 2013; Casner-

Lotto & Barrington, 2006; Mitchell, Skinner, & White, 2010). 

The technical and career educations of today do not prepare students for new 

information technology and knowledge economy era, but they are prepared to work 

in the traditional economy (Christen, 2009). A study conducted by Clark (2008) 

recommends that universities must set up critical plans to provide students an 

advantage in the new century, such as teamwork, self-direction, and leadership. 



 

 2 

However the feedback from the students on the important relationship between 

graduate experience, and work expectations and job seeking suggested that such 

initiatives should focus on specific aspects, such as practical training on how to 

apply job skills (Mckeown & Lindorff, 2011). 

The world's most successful traditional economy is characterized by standardized 

mass production of goods and services at the most competitive costs and selling 

prices. This production system requires a large unskilled labor force and a smaller, 

more elite management in top-down organizational structures. However, more 

innovative and specialist opportunities in businesses require new educational 

systems to teach basic academic and employability skills that match the needs of the 

new economy (Carnevale, 2008). 

In the 21st century, globalization is speeding up the growth of technology and 

bringing changes in the workplace that impact on the skills of individuals, which 

characterize the important changes that are taking place in the social life of a society 

(Baker & Hanafi, 2007). Society requires new innovative thinking skills, which are 

essential when moving to the informational age. The change in the economy requires 

components of the 21st century learning outcomes which include expert knowledge 

and skills to be developed by the education system (Abdallah, 2010).  

Cao (2011) reported that higher education institutions in China have started to adapt 

themselves to the changing demand required in skills and knowledge in the 

workplace, and the work-related skills such as teamwork, communication, English, 

critical thinking, decision-making, technology, and leadership.                  
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Association of American Colleges and Universities (2007) suggested that 

educational institutions share an obligation to prepare graduates for the demands of 

work, citizenship, and life in a globalized world, but education has failed to prepare 

students for the demands of the 21st century (Kereluik, Mishra, Fahnoe, & Terry, 

2013). The research report by Clark (2008), about the current needs in relation to 

career skills, found that the labor market requires highly specialized skills, as well as 

a high degree of flexibility and adaptability. 

With emphasis on the changes brought about by globalizations, the Thai government 

developed a framework for the second of the fifteen-year long range planning for 

higher education that focuses on human development and the need to adjust, plan 

and manage lifelong career journeys (Office of the Education Council, 2017). In 

addition, to making choices on the basis of skills, knowledge and interests, the Thai 

people would need appropriate moral values, intelligence and sagacity, and 

emotional, physical, intellectual and spiritual characteristics. As a consequence, they 

could effortlessly adapt to inevitable changes with the firm foundation of a society 

based on knowledge transformation (Office of the Education Council, 2017). This 

firm foundation focuses on human capacity development for the youth in order to 

achieve the development of a sustainable nation; and a community focus on morality 

and awareness to develop the capacities, skills and essential knowledge for their 

future (Office of the National Economic and Social Development Board, 2016).   
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The priorities of Thailand Ministry of Education is consistent with the policy for 

guiding Thai children and youth on the way to the 21st century living, with an 

emphasis on peace and harmony in the community through morality, preference for 

Thai-ness, analytical and creative thinking skills, technological knowledge, and 

interpersonal skills (Ministry of Education, 2008). Moreover, much research has 

been done abroad on the importance of the 21st century career skills in the 

workplaces (Klaus, 2010; Maes, Weldy, & Icenogel, 1997; Mitchell et al., 2010; 

Nealy, 2005; Robles, 2012; Smith, 2007). 

A study by Handel (2005) in the United States of America provided an overview of 

the skills demanded by the employers of newly hired workers. The study highlighted 

the skills mismatch as the result of a lack of basic employability skills acquired in 

college education. American high school students‘ competencies and foundation 

skills must be further developed if the students want to be productive and satisfied, 

even though they are apprentices. All young Americans, when they graduate from 

school, ought to have the required abilities to make their way into the world (The 

Secretary‘s Commission on Achieving Necessary Skills, 1991). In Malaysia, many 

employers are seeking employees who have the appropriate academic qualifications 

and higher level of skills related to the position, and they search for flexible and 

adaptable workers to assist with the economic transformation (Daud, Abidin, 

Sapuan, & Rajadurai, 2011). 
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1.2  Problem Statement 

Employers around the world are seeking graduates who are competent in soft skills 

for the global working environments (Yusof, Kaur, & Lynn-Sze, 2017). Soft skills 

are referred to as non-technical skills (Jones, Leonard & Lang, 2016) which, in 

general terms, are defined as the interpersonal, human, people, or behavioral skills 

needed to apply technical skills and knowledge in the workplace (Weber, Crawford, 

Rivera, & Finley, 2010). These skills are central for employability (Qenani, 

MacDougall, & Sexton, 2014). Personal values and interpersonal skills that would 

determine a person‘s ability to fit in a particular situation (Gonzales, Kasim & 

Naimic, 2013).  

There are a number of investigations that provide evidence of the importance of soft 

skill development among graduates. For example, Randolph (2016) studied three 

groups (faculty, staff, and leadership) and stated students‘ soft skills abilities are 

essential for workplace success. Similarly, Wickramainghe and Perena (2010) 

explored employability skills among employers, university lecturers, and graduates 

in Sri Lanka, in order to identify the value and the importance of soft skills for the 

workplace when graduates apply for entry-level jobs (Orner, 2009). Therefore, 

students not only require knowledge and experience but also require the ability to 

apply all the skills acquired during the study and use them as a part of life and in a 

globally competitive work environment. This would ensure the success for the 

students not just in their school or work but also in life too (Partnership for 21st 

Century Skills, 2010). 
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However a number of studies suggest that the warnings of the past have become the 

problem of today. Graduates from all levels of education were reported to be lacking 

in the skills required for the 21st century workforce (Casner-Lotto & Barrington, 

2006; Mitchell et al., 2010). Many employees in the workplace today express that 

students lack essential skills for work (Anthony & Garner, 2016). Employers 

participating in the college‘s work experience program indicated that some students‘ 

soft skills and competencies are far below expectations of prospective employers 

(Williams, 2015). Consequently, the employers and employees themselves point to 

clear skill gaps among students and lack of skills to perform the job (World Bank, 

2012). There is widespread concern that graduates lack the career skills necessary for 

job success and are unprepared when entering the workplace (McCollum, 2014).  

P21‘s conceptualization of 21st Century skills is more detailed following the 

development of the framework of The Partnership for 21st century skills (P21), 

which serves as a baseline for 21st century emerging content areas that are critical to 

success in communities and workplaces (Partnership for 21st  Century Skills, 2003). 

The Secretary‘s Commission report on Achieving Necessary Skills (SCANS) 

composes of five competencies and a three part foundation of skills and personal 

qualities. These eight areas represent essential preparation for all students (The 

Secretary‘s Commission on Achieving Necessary Skills (SCANS), 1991). Although 

different themes of the skills are discussed, both P21 and SCANS aim to support the 

importance of 21st century career skills based on twenty career skills. P21 is 

recognized as the model guiding policy and activities for student‘s readiness on 21st 

century whereas SCANS is related to the implication preparing students with career 
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skills for the changing world. All of the literature supported the effort to prepare 

students according to the profile of career skills, since it is important for students to 

present their career skills profile when applying for work. Nevertheless, in Thailand, 

universities‘ curricular are not specifically related to what career skills are needed for 

students‘ profile. 

Thailand universities acknowledged the policy from the government and Ministry of 

Education to educate students for both academic and career skills, but that often 

seems no more than a slogan. There is far bigger push to get students into career 

skills (Office of National economics, 2016; Office of the Education Council, 2017).   

However, to date, there is no comprehensive attempt to review the integration of 

career skills in the formal curriculum of university programs. Therefore, university 

graduates could not apply career skills after they completed their degrees (Office of 

the Higher Education Commission, 2007). It has been pointed out in Thailand that 

the academic capacity to deliver education skills is insufficient because there is a 

mismatch in supply and demand between universities and companies (World Bank, 

2012). Most of the labor market, needing to employ graduates from higher education 

(National Statistical Office, 2012), seeks acquisition skills. However, in Thailand, 

skills developed among graduates are ineffective since the curriculum in university 

and vocational tracks are not clearly defined and designed. Hence, it is difficult for 

students to pursue multiple paths for skills acquisition. 

The recent career skills bridging policy is a measure taken by the Thailand 

government for guiding Thai children and youth development (Ministry of 

Education, 2008; Office of the Education Council, 2017; Office of the National 
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Economic and Social Development Board, 2016). However, that policy has not 

yielded positive results. Furthermore, there is no comprehensive attempt to review 

the integration of career skills in the formal curriculum of university programs in 

Thailand which created inconsistencies between academic programs in the university 

and the desirable professional skills (Office of the Education Council, 2017). 

Therefore, the existence of multiple perspectives on career skills in the literature 

required the Thailand government to determine a comprehensive and clear policy for 

Thailand educational curricular.  

Based on the above, this study intends to develop a framework of career skills as 

perceived by the employers, deans, and alumni in Songkhal Province, Thailand. The 

study will also involve the effort to determine what are the career skills perceived as 

important by the employers, deans, and alumni of universities in Songkhla Province, 

Thailand; what are the levels of universities graduates career skills; and to develop a 

profile of universities graduates career skills in the Songkhla Province, Thailand. 

1.3  Research Objectives 

The research objectives of this study are: 

1. To determine the career skills expected from undergraduate students by 

employers, the deans and the alumni of universities in Songkhla Province, Thailand.  

2. To determine the level of career skills among the undergraduate students from the 

employers and the alumni of universities in Songkhla Province, Thailand. 

3. To investigate the differences in career skills level among the undergraduate 

students according to the employers, the deans and the alumni of universities in 

Songkhla Province, Thailand. 
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4. To develop the profile of the career skills among the undergraduate students of 

universities in Songkhla Province, Thailand. 

5. To establish a framework of career skills for undergraduate students as perceived 

by the employers, the deans, and the alumni of universities in Songkhla Province, 

Thailand. 

1.4  Research Questions 

This research focuses on the feedback from employers in the private, public, state 

enterprise sectors, the deans and the alumni at five universities in Songkhla Province, 

Thailand, about the importance of 21st century career skills among undergraduate 

students in Songkhla Province, Thailand.  The research questions that guide the 

study are:  

1. What are the career skills for undergraduate students as expected by employers, 

the deans and the alumni of universities in Songkhla Province, Thailand?  

2. What are the level of career skills among the undergraduate students from the 

employers and the alumni of universities in Songkhla Province, Thailand?  

3. What are the differences in career skills level among the undergraduate students 

according to the employers, the deans and the alumni of universities in Songkhla 

Province, Thailand? 

4. What is the profile of the career skills among the undergraduate students of 

universities in Songkhla Province, Thailand? 

5. What is the framework of career skills for undergraduate students as perceived by 

the employers, the deans, and the alumni of universities in Songkhla Province, 

Thailand? 
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1.5 Significance of the Study 

The significance of this study is fourfold: first, the conclusions from this study will 

advance the literature concerning the importance of career skills development in 

universities education, help to prepare university degree programs for entry into the 

workforce, and predict what career skills relate to potential career advancements. 

While, the framework of this study will help employers write job descriptions and 

specify educational requirements as well as provide guidance for preparing and 

training students. For these careers skills, the focus of universities should not only be 

on developing and conducting programs by industry, but also on international 

universities providing the necessary educational programs to cover all career 

choices.  

Second, this study will be of great benefit to the employers in Songkhla Province, 

Thailand as they will be affected by graduates when they become their employees 

and adapting to the workplace the career skills they learned in the university. The 

development of career skills for students by universities will ensure that the students 

have sufficient knowledge and expertise to pursue their program of study. This will 

improve the students' abilities to develop their own career skills.  

Third, this study will provide educators with a greater understanding of the skills 

employers need and expect from graduates. This greater understanding will provide 

the ability to revise or design courses that more accurately address the skills that 

graduates will need to perform their jobs. By providing courses with the skills 

needed and expected by the industry, graduates will be better prepared when entering 

the workforce and in performing in their respective roles. The courses in universities 
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must be prepared to improve their graduates, increase employment opportunities, job 

performance and potential career advancements before they enter work. 

Fourth, researchers and interested scholars will also benefit from this study, as it will 

explore the special situation of higher education related to career knowledge and 

skills development. It will also determine the expected level of career skills by 

employers and students. Employers will be able to hire graduates with the skills they 

need and expect, which will then increase retention and improve organizational 

performance. The broader impact of this study is to align the outcomes of the 

educational system with the need from the community. Finally, the design of this 

study will be conducted in coordination with universities to obtain an in-depth 

understanding of their perception to improve the career skills of their students. 

For the reasons above, universities could be more proactive in ensuring that students 

must understand the world of work because the transition of students to work is 

difficult, and many have unrealistic expectations. Higher education must have the 

characteristics that are aligned with the needs of employers and employees and the 

universities must be well equipped themselves and also associated with other skills 

providers. 
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1.6  Scope and Limitations of the Study 

1.6.1  The Scope 

An important point is that there are several scopes of this study. The core research 

themes and issues are investigated according to employers, deans, and alumni in 

Songkhla Province, Thailand. Employers involved are from private, public, and state 

enterprise sectors who hired graduates from five universities in Songkhla Province, 

Thailand. The deans and the alumni are from five universities in Songkhla Province, 

Thailand. The employers, the deans, and the alumni in this study were randomly and 

purposefully selected from Songkhla Province, Thailand.  

Thailand is a homogenous country generally; Thai people share a national or a 

common culture (York, 2009). Hence, Songkhla represents a general province in 

Thailand in terms of economic geography and range of employers, and the public 

and private universities represent the higher education spectrum. The study is 

focused on Songkhla, Province, Thailand has been chosen to conduct this study 

based on timeline (The committee of administration provincial integration, 2013).  

1.6.2  Limitations of the Study 

This study is limited to employers in Songkhla Province, and employees who 

graduated from five universities in Songkhla Province. The alumni were graduates 

from five universities in Songkhla Province between 2010 and 2012 and the deans 

who participated were chosen from five universities in Songkhla Province. 

The instrument for data collection was developed guided by the existing literature 

and earlier work carried out by other researchers. To ensure that the instruments 
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were developed within the context of the stakeholders, they were pilot tested with 

employers in Phatthalung Province, Yala Province, Pattani Province Thailand, as 

well as to the deans and alumni of universities near Songkla Province, Thailand. The 

study used a mixed quantitative and qualitative method such as interviews with 

employers, deans, and alumni, and survey questionnaire administered to employers, 

deans and alumni. 

1.7 Research Conceptual Framework  

The research conceptual framework of this study was developing the university 

students‘ career skills framework involving feedback from the employers, the deans, 

and the alumni. The framework of career skills for undergraduates was used in the 

curriculum, as it is becoming increasingly common to develop career skills 

frameworks to suit the employers and students need. 

Research Conceptual Framework 
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1.8 Definitions of Major Variable 

To give a better understanding on the content of the discussions, the major variables 

are defined: 

1.8.1  Career Skills  

Career is the roles of the individual in the occupation undertaken through life (Patton 

& McMahon, 2006), and allows for multiple interpretations of a successful career 

(Dries, 2011). The meaning of skill is the ability of a person to do something well, 

and comes from knowledge, aptitude, practice and experience (Boyatzis & Kolb, 

1991), as well as competencies and the ability to use knowledge in execution or 

performance (Hubell, 2016). Skills are abilities and traits that pertain to personality, 

attitude and behavior rather than to formal or technical knowledge (Moss & Tilly, 

2001). In this study, career skills refer to the skills necessary for work, correspond to 

the skills in the human (Weber et al. 2011), not including the technical or academic 

skills. 

1.8.2  Employers  

Employers constitute the skills users (World Bank, 2012). The employers in this 

study are the private, public and state enterprise sectors in Songkhla Province, 

Thailand and who hired employees who graduated from one of five universities in 

Songkhla Province, Thailand. 
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1.8.3 Deans 

Deans defined as people who are responsible for the curricular activities in the five 

universities in Songkhla province, Thailand. Four universities are public universities: 

1) Rajamangala University of Technology Srivijaya, 2) Thaksin University,              

3) Songkhla Rajabhat University, 4) Prince of Songkla University. One is a private 

university which is Hatyai University.  

1.8.4  Alumni 

Students who graduated in the academic year between 2010 and 2012 from the five 

universities in Songkhla Province, Thailand; 1) Rajamangala University of 

Technology Srivijaya, 2) Thaksin University, 3) Songkhla Rajabhat University,        

4) Prince of Songkla University and 5) Hatyai University. 

1.9  Summary  

They are various career skills, required in the 21st century, from many countries. 

Each of countries has studied their need of career skills; however, the findings of 

career skills in Thailand are still unclear. This study tries to identify the expectation, 

level and differences in career skills, the profile of undergraduate students, and a 

framework from employers, the deans, and alumni in Songkhla Province, Thailand. 

This chapter also gives a brief explanation of how this study could be significant for 

the various stakeholders.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter is divided into eight sections. The first section provides the 

underpinning theories for Partnership for 21st Century Skills and the Secretary‘s 

Commission on Achieving Necessary Skills. The second section reviews the 

evolution of career skills development. The third section is an overview of current 

trends and influences of 21st century skills. The fourth and fifth sections explain the 

Partnership for 21st Century Skills and the Secretary‘s Commission on Achieving 

Necessary Skills. The sixth section illustrates the models and frameworks of career 

skills. The seventh section describes the importance of career skills. Finally the 

eighth section describes both the expectation of employers and the role of 

universities and students.  

2.2 Underpinning Theory  

The Millerson theory (1964) and The Theory of Work Adjustment (TWA) (Dawis, 

Lofquist, & Weiss, 1968) provide the underpinning theories and an understanding of 

the trend in discovering and aligning education and training to developing 

appropriate knowledge and skills for the modern economics. 

2.2.1 The Millerson Theory 

The underlying concept of ‗profession‘ emanates from Millerson theory (1964). In 

popular usage ‗profession‘ appear to have a variety of meanings. Thus, the word 
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‗profession‘ may be used as a polite synonym for ‗job‘, ‗work‘, ‗occupation‘. 

Another connotation of 'professional' implies the successful completion of a task 

with great skill. The results are indistinguishable from those obtained by using 

skilled personnel, who consider that type of work as their major occupational 

activity.  

According to the Millerson‘s theory‘ the concept implies the successful completion 

of a task with great skill. In this study, career skills were selected to be a part that 

determines the level of professional skills.  

2.2.2 The Theory of Work Adjustment (TWA) Theory 

The Theory of Work Adjustment (TWA) grew out of the university of Minnessota 

work adjustment project (Dawis, Lofquist, & Weiss, 1968). The major sets of 

variables used in the theory are abilities and needs to describe work personalities, 

ability requirements and reinforcer systems to describe work environments, and 

satisfactoriness, satisfaction, and tenure to describe outcomes of the interaction. 

Prediction of the work adjustment outcomes utilizes the concept of correspondence 

between work personalities and work environments.  

The Minnesota Theory of Work Adjustment provides a structure of assessing people 

and their environments, for evaluating the nature of the relationship between people 

and their environments, and for studying the adjustment processes used by both 

parties to achieve improved correspondence. Correspondence between people and 

their work environments is a function of: (a) the extent to which individual supplies 

of skills and abilities are a requirement in positions (leading to satisfactoriness);      
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(b) the extent to which individual supplies (occupational reinforcers) meet 

individuals‘ needs and values, leading to satisfaction. In the predictive component of 

TWA, satisfaction, satisfactoriness, and tenure are the dependent variables, while the 

independent variables are: (a) skill and abilities; (b) skill and abilities requirement; 

(c) correspondence between ―a‖ and ―b‖; (d) needs and values; (e) occupational 

reinforcers; and (f) correspondence between ―d‖ and ―e‖. 

Based on the explanation presented above, the study used the great skill of personal 

and work satisfaction to examine the level of career skills. It is important to 

understand the link of the Millerson‘s theory and TWA theory definitions of great 

skills, and the term skills and abilities as developed in the P21 and SCANS models. 

Both models highlight the importance of 21st century career skills. The model of 

career skills gained from P21(The Partnership for 21st Century Skills, 2003) and 

SCANS (The Secretary‘s Commission on Achieving Necessary Skills, 1991) 

identified that career skills exhibit the following variables : (a) Life skills, (b) 

Learning and innovation skills, (c) Information, Media, and Technology, (d) 

Competencies, and (e) Foundation. Hence, the current study concludes that the P21 

and SCANS model originating from the Millerson‘s and TWA theory are necessary 

for the study of the importance of 21st century career skills. 

2.3 Evolution of Career Skills Development 

Career skills are popularly discussed by several scholars. Career development was 

originally included in the topic of careers. Tiedman and O‘hara drew on the work of 

Super and Ginzberg (Brown, 2012) in formulating their view of career development 

as the process of building a personal vocational identity; in this process,                  
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the individual strives to strike a balance between integration, or becoming part of a 

career field, and differentiation - retaining individuality and not losing uniqueness. 

Tiedman and his colleagues identified a series of decisions a person makes in the 

course of his or her career development. They divided the process of vocational 

decision making into two periods, each with several stages. The first period, 

anticipation or preoccupation, includes four stages: exploration, crystallization, 

choice, and clarification. The second period, called implementation or adjustment, 

consists of three stages: induction, reformation, and integration (Brown, 2012).  

Additionally, Anne Roe developed a theory of career development based on her 

research investigations of the personality traits of eminent artists and scientists, 

drawing her ideas from Maslow. She developed a classification system for 

occupations that includes eight groups: service, business contact, organization, 

technology, outdoor, science, general culture, and arts and entertainment (Brown & 

Lent, 2005). There are three ways to translate and share the theory of career 

development; the first is to find consensus for the common meaning of conceptually 

related concepts; second is to interpret and disseminate knowledge about existing 

and emergent theories and to label and delineate common outcomes such as 

satisfaction and stability found in a number of theories; finally, a third way is to fully 

clarify the associations among such diverse concepts as interests, self-efficacy, 

abilities, and needs. Clearly, the idea is to find a common ground for communicating 

a conceptual order to the vast number of variables found in career-related literature 

(Zunker, 2002).   
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Conclusively, the previous studies of several researchers have focused on career 

development as the fundamental theory or concept of career skills. For instance, 

Brown and Lent (2005) studied career development and counseling, while Brown 

(2012) studied career information, career counseling, and career development. In the 

current century, most researchers and several groups such as educators, business 

experts, and government officials who are concerned with careers try to highlight the 

importance of career skills. In the last decade, many researchers have published their 

investigations on career (see Appendix L). 

2.4  Current Economic Trends and Influences on Twenty-First Century Skills 

Development 

Twenty-first century skills are competencies required for the jobs of the future which 

are now understood to be the foundation for successful citizenship and lifelong 

learning in the 21st century (Olsen, 2010). These are skills that students need to be 

prepared to enter the workforce (Partnership for 21st century skills, 2009). In the 21st 

century the workplace and society must prepare students for their living in this 

century (Nordgren, 2011). This is because the global economy has been changing 

rapidly which puts pressure on educators in preparing students for an unknown 

future (Serdar, 2015). According to Silva (2008): 

The intellectual demands of 21st century work, today‘s leaders say, 
require assessments that measure more advanced skills, 21st century 
skills. Today, they say, college students, workers, and citizens must be 
able to solve multifaceted problems by thinking creatively and 
generating original ideas from multiple sources of information—and 
tests must measure students‘ capacity to do such work. (p. 1) 

The transition to the 21st century in human development is marked by a number of 

significant changes, and suggests that the major global trends are likely to have an 
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impact on the lives of people over the next 25 years. These changes include: 1) the 

economic gap within countries will widen significantly, and poverty will increase; 2) 

information technologies will dramatically reduce the privacy of individuals; 3) 

inequalities between those who have access to information technologies and those 

who do not will increase dramatically; 4) the cost of obtaining adequate water will 

increase due to population growth, deforestation, and environmental deterioration; 5) 

conflict of interest between developed and developing countries will increase; 6) 

migration flows from poor to rich areas within and between countries will have an 

impact on security and social order; 7) increased use of genetic engineering will 

create more complex ethical questions; and 8) economic growth will be fuelled by 

knowledge, ideas, and innovations more than natural resources. ‗21st Century Skills‘ 

is becoming increasingly commonly focused on the general media and on 

scholarship (Parker, Ninomiya & Cogan, 1999; Smith, 2005).  

For Serdar (2015), students need to be prepared to take off the existing solutions of 

problems. Moreover, the rising world‘ population has made the world to face 

changes in economic and technology environment (Wagner, 2008). The Thai 

adaptation of the education provision for the rapid economic and social changes has 

revealed several disconcerting problems arising from lack of clarity, and problems 

regarding learners‘ ability to acquire essential knowledge, skills, capacities and 

desirable characteristics. (Ministry of Education, 2008). The Long Range Plan of 

Higher Education puts the importance on the Thai people‘s competency in the 21st 

century skills (Office of the Higher Education Commission, 2007). If the students 

need to enjoy a productive, full, and satisfying life, then the new generation citizen 
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must develop a new set of competencies and foundation of skills (The Secretary‘s 

Commission on Achieving Necessary Skills, 1991). Nowadays, all people in the 

world of work must be able to solve problems and to think analytically if they are to 

be successful as high level professionals in the 21st century (Partnership for 21st 

Century Skills, 2006). 

The 21st century workplace employers are looking for employees who can adapt to 

changing needs, juggle multiple responsibilities and routinely make decisions on 

their own. Therefore, workers need the learning capacity to become lifelong learners, 

updating their knowledge and skills continually and independently. Essential to the 

21st century skills is the blending of content knowledge and process skills to use in 

the workplace. 

2.5 The Partnership for 21st Century Skills (P21) 

The partnership for 21st Century Skills is a unique public-private organization 

formed in 2002 to create a successful model of learning for this millennium that 

incorporates 21st century skills into the system of education, and to persuade 

educators, employers, parents and the public who realize the importance of 21st 

century skills to join this partnership. 

The first reports released in 2003: ―Learning for 21st Century: A report and mile 

guide for 21st century skills‖ identify how to prepare students to succeed in the 21st 

century. Students must master succeeding in work and life; it is a blend of content 

knowledge, specific skills, expertise, and literacies. P21 focused on creating a 

common framework and language for 21st century skills. Moreover, the important 
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aspect of the work of the partnership for 21st century skills has been to build 

consensus among the education, business, and policymaking communities on the 

importance of 21st century skills, and to develop a common language for describing 

these skills (Partnership for 21st century skills, 2003).   

Two years later, in 2005, another report focused on the profound gap between the 

knowledge and skills of most students acquired in school and those required in 

today‘s 21st century communities and technology-infused workplaces. This report is 

written primarily for policy and education leaders who are interested in moving 

forward the agenda for 21st century learning. In defining 21st century learning, the 

partnership has embraced five content and skill areas that represent the essential 

knowledge for the 21st century: 1) Global awareness; 2) Civic engagement; 3) 

Financial, economic and business literacy; 4) Learning skills that encompass 

problem solving, critical thinking, and self-directional; and 5) ICT Literacy                

(Partnership for 21st century skills, 2005). 

In 2007, the Partnership for 21st Century Skills released an updated version of its 

21st Century framework which encapsulates the outcomes and support systems 

needed to prepare students for 21st Century life. The framework‘s primary focus is 

forward-looking in identifying the learning needs of the future. It may be less 

apparent that the framework is bolstered by time-honored learning practice and 

theory, as well as more recent research, about the modern workplace. By tracing the 

interplay between societal demand and educational response, as well as the 

implications of advances in learning science and learning technology,                     

this 2007 report aimed to make visible the theory, research, and policy antecedents 
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that support the 21st Century Skills Framework (Partnership for 21st century skills, 

2007).   

In 2009, the Partnership for 21st Century Skills released ―Assessment: A 21st Century 

Skills Implementation Guide‖. This report supported students in the 21st century 

learning to master both content and skills. The guiding recommendations included:  

1. Build measurement for the 21st century skills that should incorporate 

broader use to performance-based measures that focus on higher-order 

thinking, and measure skills such as: critical thinking, problem solving, 

communication, ICT literacy, and media literacy,  

2. Globally benchmark summative assessments: mastery of the 21st century 

skills of the students in a way that allow comparisons between them and 

students from other countries. To compete in a global economy, students 

must demonstrate excellence on a global scale, not just on a local or national 

scale,  

3. Build 21st century skills into formative assessment strategies: states and 

districts should provide teachers with rubrics and checklists, along with the 

necessary professional development, to assess student mastery of the 21st 

century skills in ways that impact, inform, and improve learning in real time,  

4. Create an aligned accountability system; all assessment strategies should 

align with 21st century skills standards, professional development, and 

curriculum and instruction. The goal here is to create an aligned system that 

enhances student learning and satisfies accountability requirements,  



 

 25 

5. Consider ICT literacy assessment as a starting point: ICT literacy 

assessment, both formative and summative, provides an effective starting 

point for many states due to the fact that commercial testing products are 

already available,  

6. Encourage and fund research and development around 21st century skills 

assessment: state department of education, state universities, and colleges of 

education and similar institutions should focus their efforts on a rigorous 

agenda to work on, and have major core competence in, the assessment of the 

21st century skills. They should strive to build fundamental centers of 

excellence around the assessment of 21st century skills, including new item 

types and uses of technology, and  

7. Finally, create open repositories for assessment items and rubrics that help 

measure 21st century skills: state departments of education should become 

recognized as centers of excellence for sharing assessment items, rubrics, and 

promising practices (The Partnership for 21st century skills, 2009). 

The P21 career skills, namely initiative/self-motivation, leadership, confidence, 

flexibility, technology, reasoning and problem solving, oral verbal communication, 

interpersonal relationships, thinking about learning, learning in the workplace and 

critical thinking, should be in line with skills and ability proposed in the of the 

Millerson and The Theory of Work Adjustment (TWA) theory. 

2.6 The Secretary’s Commission on Achieving Necessary Skills (SCANS) 

The SCANS concepts, of competencies and the use of scenarios describing work in 

context, were developed by the Commission and staff based on a review of the 
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literature and advice from numerous experts. The report of SCANS concerns 

education, specifically that the schools need to do more than simply prepare people 

to make a living, but also prepare them to live full lives. The SCANS has consulted 

with business owners, public employers, the people who manage employees daily, 

union officials, and workers on the line and at their desks. Three major messages 

from the consultations were: all American high school students must develop a new 

set of competencies and foundation skills if they are to enjoy a productive, full, and 

satisfying life; the qualities of high performance that today characterize most 

competitive companies must become the standard for the vast majority of our 

companies; and national schools, large and small, local and global, must be 

transformed into high-performance organizations in their own right (The Secretary‘s 

Commission on Achieving Necessary Skills, 1991). 

The SCANS is made up of five competencies and three-part foundation of skills. 

Five competencies that are included are: resources, interpersonal skills, information, 

systems, and technology. The three-part foundation skills are: basic skills, thinking 

skills, and personal qualities. Eight areas represent the essential preparation for all 

students to be able to acquire these skills in their studies. However the assessment is 

not a curriculum driven multiple choice tests, but students must learn these skills 

through teaching (The Secretary‘s Commission on Achieving Necessary Skills, 

1991). 

SCANS report input is another source of this study that is also aligned for skills with 

the theory of the Millerson and TWA; writing, self-management and organization, 
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reading, listening, creativity, teamwork, planning and organizing, social and 

economic studies, and time management. 

2.7  Model by Partnership for 21st Century Skills (P21) and The Secretary’s 

Commission on Achieving Necessary Skills (SCANS) Report 

The model of this study was based on reports by the Partnership for 21st century 

skills (P21) and Secretary‘s Commission on Achieving Necessary Skills (SCANS) 

report.   

The partnership for 21st century skills has garnered national attention due to its 

promotion of the idea of the importance of 21st century skills for all students, and for 

developing a framework which defines the skills and knowledge needed for the 21st 

century based on four components: 1) Global awareness; 2) Financial, economic, and 

business literacy; 3) Thinking, problem-solving, interpersonal and self-directional 

learning skills; and 4) Information and Communication Technology (ICT) Learning 

Skills. 

In addition, the SCANS report, based on employers and employees shares the belief 

that all workplaces must ―work smarter‖, proposed directions for three major skills 

for students of the 21st century: first, a new set of competencies and foundation skills 

must be developed; second, there should be high quality performance to be 

competitive, to which all companies, whether local or global, large or small, must 

adhere; and third, the nation‘s schools must be transformed into high-performance 

organization in their own right. 
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This study integrates both P21 and SCANS report in developing a framework for the 

twenty career skills. The Partnership for 21st century skills is composed of life skills, 

learning and innovation skills, and information, media, and technology. The 

competencies and the foundation are taken from the Secretary Commission of 

Achievement Necessary Skills. To accomplish this, a literature review, of the model 

of 21st century career skills integrating P21 and SCANS, was conducted. The model 

structure for career skills is presented in Figure 2.1. 

The importance of 21st century career skills was highlighted in the twenty career 

skills derived from the study based on the P21 and SCANS. 

 

 

 

 

   

 

 

 

 

 

Figure 2.1. Proposed structure model of career skills  

The importance of 21st century career skills was highlighted in the twenty career 

skills derived from the study based on the P21 and SCANS: 
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P21 identified 11 dimensions of career skills from three parts which are considered 

in this study: 1) Life Skills-flexibility, initiative, social skills, productivity, and 

leadership which include: a) initiative/self motivation, b) leadership, c) confidence, 

and d) flexibility, 2) Learning and innovation skills-critical thinking, creative 

thinking, collaborating, communicating which involves: a) reasoning and problem 

solving, b) oral verbal communication, c) interpersonal relationships, d) thinking 

about learning, e) learning in the workplace, and f) critical thinking, and 3) 

Information, Media, and Technology which deals with technology (Partnership for 

21st Century Skills, 2003, 2007, 2010).  

In addition, the SCANS identified 9 dimensions of career skills on competencies and 

foundations of skills: 1) Competencies include: a) teamwork, b) planning and 

organizing, c) social and economic studies, and d) time management, and 2) 

Foundation refers to a) writing, b) self-management and organization, c) reading,              

d) listening, and e) creativity (The Secretary‘s Commission on Achieving Necessary 

Skills, 1991). 
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The literature review reveals the framework of the importance of 21st century career 

skills based on P21 and SCANS. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.2. Conceptual Framework of twenty career skills from P21 and SCANS 

Hence the integration SCANS report provided the conceptual framework of this 

study. 
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2.8  The Importance of Career Skills  

It is important to introduce those career skills which are essential when they enter the 

workplace; unfortunately, the philosophy of the education and lesson structure are 

outdated and fail to provide what students need meet their needs (Serdar, 2015). 

According to Bridgstock (2011), the university experience in the career management 

skills for graduates is important to be developed, and the need to inculcate that career 

services can play an important role in the students‘ careers. The expectations from 

students by the employers involve possessing interpersonal qualities such as 

cooperation, communication skills, leadership skills, initiative, and an 

entrepreneurial mindset, which are considered as necessary for success to be attained 

(Commonwealth of Australia, 2002). Bhanugopan and Fish (2009) emphasized the 

overall importance of establishing platforms for the career advancement of 

graduates. Likewise, Lau and Pang (1995) asserted that graduates know it is not easy 

to find a suitable job after graduation in their fields of studies without possessing 

appropriate career skills.  

In addition, the state enterprises suggest the importance of ensuring that students 

understand how to work in the world. The University should be more proactive to 

their students‘ needs because the students‘ transition to work is becoming difficult, 

and many of these students had unrealistic expectations (Commonwealth of 

Australia, 2002). Moreover, the students who can evaluate and analyze information 

to solve problems in the real- world are sought by businesses and higher education 

leaders (O‘Sullivan & Dallas, 2010). The expectations by employers from university 

students include good communication, cooperative personality, initiative, leadership, 
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and an entrepreneurial mind, which are the skills necessary to be successful in a job 

(Ng, Burke, & Fiksenbaum, 2008). A study by Stogdon and Kiteley (2010) found 

that most colleges and universities are changing to a more flexible curriculum. Many 

programs are grappling with the issue in a number of ways, and increasing the 

clustering and interrelation of courses so that the concepts in one are relevant to the 

concepts in the other. Universities have long practiced data collection techniques to 

gain insights and direction from their graduates (Dickmann, Cooner, & Dugan, 

2007).  

Some graduates take longer to establish themselves as flexible, adaptable problem 

solvers than other graduates. They are likely to work in a wide range of jobs, with 

graduates working in design and the arts being the lowest paid of all subject areas. 

Hence, as evident in real life, over supply of graduates in an increasing number of 

subject areas and vocations means that graduates often find work very difficult at the 

start in their careers. At the same time, one of the main problems faced by university 

is the content of the curriculum and its relevance to the employment market         

(Sun, 2011).  

McKeown and Lindorff (2011) point out that employee recruitment focused mainly 

on good academic performance, followed by the need for skills that are teamwork, 

interpersonal skills, confidence, leadership skills, creativity, enthusiasm, and 

experience in knowledge of the industry. With the changes in the workplace today, 

continuously developing and learning skills are important and needed by employees 

to perform a specific job; such skills like solving problems, working well in teams, 

thinking critically and communicating in oral and written forms (Zargari, 1997).    



 

 33 

The results of the study done by Jusoh, Simun and Chong (2011) mentioned that 

weak communicative and problem-solving skills, a lack of industry training and 

exposure, arrogance, job-hopping, and self-confidence deficiency are the gaps in 

satisfaction between organizational requirements and fresh graduates. Further 

benefits described by Heijden, Boon, Klink and Meys (2008) show that an important 

function is the combination of skills appropriate to the economic conditions required 

in the future. In recent years, there has been considerable interest in employability 

skills both in Australia and overseas, which provide a detailed understanding of the 

employability skills needed by the industry and for the future. 

Furthermore, Malach-Pines, Özbilgin, and Burke‘s (2008) study described career 

skills in the 21st century, which are different in theoretical perspectives in difference 

countries. This particular issue provides a demonstration of both the promise and the 

challenge involved in this type of cross-cultural interdisciplinary project, as well as 

an insight into career choice in management in the 21st century. Then in the 21st 

century, the top problem in relation to the employee‘s performance concerns their 

productivity and increasing awareness of the obsolescence of knowledge and skills 

(Cheng & Ho, 2001). The need of skills by the students requires the ability to apply 

their knowledge and continue learning. While knowledge is necessary, it is not 

sufficient in preparing students for college and career (Partnership for 2tst Century 

Skills, 2010). Success in understanding the skills and abilities are important for all 

institutions' higher education and their graduates' future (Landrum, Hettich & Wilner 

2010). Moreover, success in the workplace in the 21st century is often related to 

employability skills which are mentioned by employers as a more critical skill. 
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These skills include, but are not limited to, cooperation and interpersonal relations, 

critical thinking, adaptability, problem resolution, communication, creativity, 

responsibility, professionalism, ethics, and technology use (Australian Chamber of 

Commerce and Industry, 2002).  

The areas of problem solving, effective communication, teamwork, critical thinking 

and possessing interpersonal skills are mostly desired by employers, but many 

graduates are not prepared in these skills (Robinson & Garton, 2008).  In a study 

conducted by Wibrow (2011) the employability skill based on the Australian 

Chamber of Commerce and Industry (2002) and the Commonwealth of Australia 

(2002) show that they have defined not only the skills required to gain employment, 

but also progress within an enterprise too, so as to achieve one's potential and 

contribute successfully to strategies of the enterprise directions. The framework from 

them for employability includes eight main skills: learning, communication, self-

management, teamwork, initiative and enterprise, problem-solving, planning and 

organizing, and technology.  

When discussing career success and the skills required for the 21st century 

workplace, according to Wise, Chia and Rudner (1990), the core skill competencies 

are: 1) highly developed English language 2) negotiation and problem solving skills 

3) reading 4) computation 5) writing 6) science and technology 7) interpersonal 

relationships 8) verbal communication 9) individual work habits and comportments 

and 10) social and economic studies. Furthermore, the top ten skills required by 

employers are: 1) oral communication 2) teamwork 3) commercial cognizance 4) 

analyzing and research 5) enterprising and personal motivation 6) ambition 7) 



 

 35 

written communication 8) planning and organizing 9) flexibility and 10) time 

management (The University of Kent Careers and Employability Service, 2012). 

Stogdon and Kiteley (2010) pointed out that the important skills required for work 

after students graduated from university are: 1) thinking about learning 2) self-

management and organization 3) learning in the workplace 4) learning online 5) 

writing effectively 6) communication and awareness skills 7) computing principles 

and concepts and 8) computing skills workshop.  

In another similar study conducted by the Economic and Social Statistical Bureau 1 

(2009), employees should: 1) be diligent and patient 2) have discipline 3) be able to 

solve problems 4) be skilled workers 5) have basic knowledge of the job 6) have 

initiatives 7) have computer knowledge and 8) have knowledge of foreign languages.  

Furthermore, the competencies and qualities that determine successes in almost 

every work place are interpersonal skills, self-development, problem solving, 

communication skills, and teamwork (Sail & Alavi, 2010). Gabric and McFadden 

(2001) identified and ranked essential student skills which are communication, 

problem solving, and listening skills. These are valued by employers and are 

considered when obtaining a position; hence, they were ranked as the top three 

general management skills.  

The results of the study conducted by McKeown and Lindorff (2011) indicated that 

employee recruitment focused largely on respectable academic performance, 

followed by interpersonal and leadership skills, teamwork, self-assurance, 

enthusiasm, inventiveness, and industry knowledge and experience. In another 

similar study conducted by Robinson and Garton (2008), it was found that most 
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employers desired problem solving, effective communication, teamwork, critical 

thinking, and interpersonal skills when considering employability. As the UK CIPD 

(Chartered Institute of Personnel and Development), 2009 reported, while recruiters 

assess candidates across a range of skills and competencies, three criteria are of 

primary importance: 1) interpersonal skills 2) communication skills and 3) fit with 

the cultural/values of the organization. 

Later, Hashim (2012) found that to be successful on the job, specific skills and 

attributes are essential. The attribution of these skills are important for 

employability, such as the basic skills of competency (i.e. computing, writing, 

reading and learning), communication skills (i.e. listening and speaking), innovation 

(i.e. creativity, problem solving), personal development (i.e. career advancement, 

personal development, goal setting, self-esteem and motivation), interpersonal skills 

(i.e. teamwork and negotiation) and negotiation skills (i.e. leadership and 

understanding organizational culture).  

As mentioned, this study focuses on the importance of the following 21st century 

twenty career skills: 

1. Reasoning and Problem Solving: solving problems is done through 

researching and analyzing principles or rules that underlie the object between 

two or more relationships. (The Secretary‘s Commission on Achieving 

Necessary Skills, 1991). Moreover, Weigel (2012) identified the skills 

associated with identifying problems, understanding problems and generating 

potential solutions. All citizens and workers in the 21st century must be able to 

think analytically and solve problems if they are to be successful, whether they 
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are entry level employees or high level professionals (Partnership for 21st 

Century Skills, 2006). The Partnership for 21st Century Skills (2007) reported 

that successful problem solving in the 21st century requires students to work 

effectively and creatively with computers, with vast amount of information, in 

ambiguous situations, and with other people. 

2. Oral Verbal Communication: oral verbal communication classifies ideas 

and communicates appropriately to listeners and situations; contributes to 

conversations, discussions, and ―group presentations; selects appropriate 

medium for conveying messages; appropriately uses language and other cues, 

such as body language, style, tone, and complexity with audiences and in 

accordance to the occasion; communicates clearly; welcomes and responds to 

feedback; and raises queries where required (The Secretary‘s Commission on 

Achieving Necessary Skills, 1991). Communication skills have always been 

valued in the workplace and in public life. Communication skills are especially 

critical in the expanding service economy, which was estimated to be 81% of 

jobs in 2014, where the relationships with customers and fellow employees are 

of importance (Partnership for 21st Century Skills, 2007). 

3. Teamwork: teamwork is the ability to work confidently within a group (The 

University of Kent Careers and Employability Service 2012). In another 

similar study, the Australian Government Department of Education Science 

and Training (2006) maintained that workplace and customer relations, along 

with distinguishing and acclimatizing appropriately to cultural and language 

variances in the workplace, significantly contribute to the overall company 

goal or target. Employee teamwork is more likely to yield a higher quality 
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production as employers are exposed to diverse perspectives, skills, and 

information that can be utilised to generate and create new ideas and processes 

(Tesluk, Farr, & Klein, 1997; Ying, 2008). 

4. Interpersonal Relationships: these refer to the ability to work in teams, 

solve problems that they jointly face, assist learning, lead teams, agree or 

negotiate problem resolution and work within a multicultural organization 

(Heimler, 2010; The Secretary‘s Commission on Achieving Necessary Skills, 

1991). These skills are used in everyday interaction with other people (Casey-

Hansen, 2014). Moreover, Brungardt (2011) defined interpersonal skills as the 

ability to interact with other members of a team. 

5. Initiative/Self-Motivation: An individual with personal initiative is defined 

as one who is motivated and has an enterprising approach to work, and is doing 

more than is expected or required. Individuals perceive their work and the 

expected results idiosyncratically: some take initiatives more and some do not. 

Being proactive is defined as taking initiative in improving current 

circumstances or creating new ones; it involves challenging the status quo 

rather than passively adapting to present conditions (Lantz & Andersson, 

2009). According to Greer and Plunkett (2007) personal achievement drives 

the motivation to the goal. It involves internal and external perceptions and 

experiences to influence all human beings involved in the process. 

6. Writing: writing pertains to the ability to express oneself clearly in writing 

(The University of Kent Careers and Employability Service, 2012). This also 

refers to the capability to communicate opinions, notions, information, and 

write messages; accurately record information; develop and produce 
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documents, such as letters, directions, instructions, reports, proposals, graphs 

and flow charts; and use appropriate language, style, organization, and formats 

in accordance with audience, focus, and purpose. These include developing 

supporting documentation to the required detail, and reviewing and correcting 

to ensure information integrity and accurate grammar. 

7. Technology: technology pertains to extracting and assessing data, using 

computers to process information, and organizing, maintaining, interpreting 

and communicating facts. Additionally, it includes the ability to select 

procedures, equipment, and tools to produce desired results and to apply 

technology to specific tasks, to be able to identify, preclude, and solve 

problems in machinery, computers, and other technologies (The Secretary‘s 

Commission on Achieving Necessary Skills, 1991). The Partnership for 21st 

Century Skills (2007) reported that technology is the society‘s tools linked 

with education of both the subject and the means for its learning. Today, the 

fact that technology pervades almost every sphere of life – from home to work 

to play – results in profound implications for learning, both in schools and 

throughout life. 

8. Self-Management and Organization: self-management and organization 

deal with authentic self-evaluation of knowledge, skills, and abilities; outline 

and realize well-defined goals; monitor progress; realize goals and motivate 

self through goal accomplishments; display self-control and respond to 

feedback dispassionately and conservatively; and is a ―self-starter‖              

(The Secretary‘s Commission on Achieving Necessary Skills, 1991). Self-

management and organization deal with authentic self-evaluation of 
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knowledge, skills, and abilities; outline and realize well-defined goals; monitor 

progress; realize goals and motivate self through goal accomplishments; 

display self-control and respond to feedback dispassionately and 

conservatively. 

9. Reading: reading involves discovering, comprehending, and interpreting 

written information in all documents, including manuals, graphs, and 

schedules, to perform tasks; obtain understanding of a text by means of the 

main idea to determine the essential message; apply relevant detail 

identification, facts, and specifications; infer or investigate the meaning of 

unknown or technical vocabulary; and determine accuracy, suitability, style, 

and credibility of reports, proposals, or theories of other writers                   

(The Secretary‘s Commission on Achieving Necessary Skills, 1991). 

10. Planning and Organizing: planning and organizing refers to the ability to 

plan activities and carry them through effectively (The University of Kent 

Careers and Employability Service, 2012). An individual‘s ability to manage 

responsibilities and timeframes defined in their work role has been identified 

as one area of employability which benefits employers for on-the-job 

experience. This includes interpreting work and sequence of individual and 

teamwork activities (Australian Government Department of Education Science 

and Training, 2006). In addition, it refers to the capacity to develop a road map 

to arrive at a destination or goal, and knowing which are the most important 

signposts along the way (Martin, Guare, & Dawson, 2010). 

11. Thinking about Learning: this recognizes and utilizes learning 

techniques, applying and adapting new knowledge and skills to all situations. 
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An awareness of learning tools such as personal learning styles (visual, aural, 

etc.), formal learning strategies (note-taking or collating items that share 

characteristics), and informal learning strategies, and learning as a systematic 

process for reflecting on behaviour, thinking, and values within an 

organizational context can facilitate powerful insights for resolving 

management problems (DeLeon, 2012). 

12. Learning in the Workplace: today‘s workplace environment changes 

rapidly (Bennett, 2006). Learning in the workplace requires skills that will 

enable to move toward employment in the future, and contribute to outcome 

expansion and continuing improvement activities in employee and company 

operations (Mallon & Walton, 2005). In a study by Slater (2004), informal 

learning in the workplace is being recognized as important for employees. 

13. Critical Thinking: Action learning methods provide the reflective inquiry 

necessary for the evaluation of practice and the identification of appropriate 

interventions; and offer a purposeful, logical approach to managerial decision 

making, specifically in managerial actions of strategic planning, redesigning 

organizational structures, analyzing seemingly disparate problems for causal 

commonalities, and establishing new policies and procedures (DeLeon, 2012). 

For the authors of The Secretary‘s Commission on Achieving Necessary Skills 

(1991), thinking skills are the ―raw materials‖ that enable mastery of all the 

other competency domains. Critical thinking deals with the skills that can be 

taught, practiced, and mastered, and which also contribute to success in higher 

education and career (Partnership for 21st Century Skills, 2007). Critical 

thinking depends on the individuals first being able to reflect on their practices 
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at the same time, although best practices are not enough. In the changing 

circumstance they should in particular continually reflect on what they are 

doing and how they could do it better (Pedler, Burgoyne, & Boydell, 2013). 

14. Leadership: the inspiring relationship among leaders and followers that 

proposes tangible change with mutual respect (Bommarito, 2012). As per 

Weigel (2012), leadership is a social activity involving the exercise of 

influence over others. An effective leader knows how to use the right skills at 

the right time to tackle the right problem in the right way. As defined by 

Northouse (2010), ―Leadership is a process whereby an individual influences a 

group of individuals to achieve a common goal‖ (p. 5). 

15. Social and Economic Studies: these are skills associated with motivating 

and directing others during solution implementation (Weigel, 2012). 

Understanding the role of the economy in society is the ability to apply 

entrepreneurial skills to enhance workplace productivity and career options 

(National Initiatives and Partnerships, n.d.). 

16. Time Management: time is the criterion by which workers measure a 

manager's accomplishments and effectiveness, and eventually the 

achievements of their life (Appelbaum & Rohrs, 1981). This includes the 

capacity to estimate how much time one has to allocate, and to stay within time 

limits and deadlines (Martin et al., 2010).   

17. Listening: Emmert (1996) stated that the International Listening 

Association (ILA) defined listening as the process of receiving, constructing 

meaning from, and responding to, spoken and/or nonverbal messages. 
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18. Confidence: Tang (2012) purposed that confidence is manifested when 

making decisions under uncertainties. According to Warren (2012), confidence 

is not always about feeling good inside. Confidence is an individual 

belief/feeling that she will succeed and she has control over her success. 

19. Creativity: it achieves the creative goals of their job and set creative 

requirements. The goal-oriented literature offers a strong foundation for this 

concept. Organizations and their members can create meaningful and 

sustainable value with a competitive advantage (Ying, 2008). 

20. Flexibility: flexibility is the ability to revise plans, and it relates to the 

amount of adaptability to changing conditions one has. It involves the capacity 

to generate an alternative plan when confronted with obstacles or new 

information (Martin, Guare, & Dawson, 2010).  It also reduces tensions on the 

behaviour to make decisions. It also means having new ideas and being 

cautious in order to be more balanced in the workplace (Drouin, 2001). 

 

2.9 The Expectations of Employers, the Role of University and Students  

2.9.1  The Expectations of Employers  

The responsibility of the employer is to influence positively current employees in 

order to attract high-potential employees. European Commission (2009) indicated at 

the conclusion of the main policy that employers should be aware of the large 

reserves of underutilized human capital at their disposal: 1) development policies of 

employers should facilitate the feminization of their graduate labour market, that is, 

both to attract and retain women, and this includes top positions and 2) there should 
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be a search for a wider range of graduate quality indicators, depending less on 

traditional indicators such as the prestige of the program. 

According to a study by Taylor (2005), employers look for employees with maturity 

and a sense of responsibility to work unsupervised with a good level of respect and 

obedience as opposed to experience or knowledge of the tools. Employability and 

higher education have become increasingly prominent issues than the level of 

knowledge and intellectual ability. Many employers are seeking a variety of 

experience and developed professional skills relevant to their respective field of 

work to improve the graduates‘ chances of successful employment (Hashim, 2012). 

A study conducted by Martin (2009) found that employers expect a set of basic and 

applied skills when young people reach the workplace. Both industry and business 

will continuously require the people who have high skills and education. 

Furthermore, three major areas of skills of graduates are sought by employers: highly 

developed academic and cognitive skills; highly developed technical skills in their 

relevant field of work; and interpersonal skills such as teamwork and effective 

communications (Bennett, 2006). Moreover, McKeown and Lindorff (2011) reported 

that good academic performance is the main focus for employers when recruiting, 

followed by teamwork skill, interpersonal skill, confidence skill, leadership skill, 

creativity skill, enthusiasm skill, and industry knowledge and experience. Employers 

need individuals who are creative and self-motivated, who think ―outside the box‖, 

welcome challenges, and reap their benefits of pushing past their usual comfort 

zones (Helyer, 2011). 
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2.9.2  The Role of University 

Carnevale, Smith, and Strohl (2010) state that the role of colleges and universities is 

vital. The challenge of higher education is preparing graduates for rapidly changing 

work environments (Washor, 2015). Strnad (2013) also pointed out that institutions 

grant degrees to graduates. On the other hand, universities are warned if they do not 

prepare them for 21st century and would be held responsible for placing the nation at 

risk (Fox, 2011). While increasing a nation's competitiveness and growth, engaging 

in innovation, applying existing technologies and achieving high levels of 

productivity through skilled labor can competently train and educate the workforce. 

Moreover, increase of higher scientific education and technical and analytical skills 

supports growth (World Bank, 2012). Therefore, there is a need for high-quality 

workforce adequately equipped with potential skills to be ready to adapt effectively 

and quickly to competitive business challenges and environments; this puts pressure 

on higher education (Truong & Laura, 2015). The universities monitor the quality of 

provision for teaching and skills using surveys of employers to determine their 

perception of the quality of their graduates and graduate employment rates and 

salaries.  

Another role of universities is that educational leaders must provide well-planned 

and executed professional development opportunities for teachers, not only in their 

content areas but also in the skills identified by business and industry as necessary 

for success in the workforce (Martin, 2009). Hard skills are not enough to keep 

individuals for today‘s workplace; soft skills need to be further emphasized in 
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university curricula, and students need to learn the skills in their academic programs 

before they work (Robles, 2012).  

Higher education institutions have the primary responsibility for the quality of 

education. Moreover, higher education has a key role to play in skills supply (World 

Bank, 2012). As indicated by the European Commission (2009), the policies for 

higher education institutions were to increase levels of difficulty of programs, focus 

on strengthening professional use expertise, and student-centre approaches; however, 

the value of knowledge should not be ignored, assessment drives learning, hence 

multiple choice exams and allocation of credits for relevant work experience should 

give way to written assignments and oral presentations. Therefore, positive effect of 

internships and work placements are not to be overestimated.  

As reported by Durrani and Tariq (2012), the expectation now is on institutions of 

higher education to redesign their extra-curricular and degree program activities in 

order to cultivate the undergraduate‘s employability skills, as personal attributes 

assist an individual to successfully realize employment. Supporting this idea is the 

thinking that higher the levels of education of individuals, the more likely it is to lead 

to better jobs because of students‘ confidence about their employability (Lantz & 

Andersson, 2009). Improving the skills of graduates is the role of the higher 

education systems (Knight & Yorke, 2003). The assumed primary obligation of 

schools, colleges, universities, and other educational institutions is to help students 

develop the capacity to think clearly, objectively, and with reasonable sophistication 

(Zraa, 2012). The importance of the role of instructors at the university is to develop 

the skills, but universities do not have strong incentive mechanisms for the 
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instructors to change their courses or to modify their programs to suit the university 

(Cao, 2011). 

In another similar study, the challenge for most colleges was to maintain more focus 

on career-orientation by having to re-evaluate the way they currently educate 

students and modify curricula to relate to job specifications (Jaschik, 2010).             

In a similar study conducted by Northern Illinois University, higher education has 

historically included economic development as part of its core mission. To advance 

economic development, colleges and universities that serve the region have allotted 

economic, physical, and human resources and have created entrepreneur systems 

within their institutions (Northern Illinois University, 2005. p.5). 

2.9.3  The Role of Students 

According to the European Commission (2009), the roles of students include 

pursuing their interests and talents, procuring pertinent experience outside higher 

education, and developing a good, relevant, and personal network. Based on the 

study by Zegwaard and Coll (2011), cooperative education is good for students, 

since education and work-integrated learning are able to provide career clarification 

by way of student's engagement. In supporting this idea, workplace experience is 

generally desired by employers when hiring people; therefore, the competitiveness of 

students in the labor market is to design work supplements into their degree 

programmes that can demonstrate the benefits of quality and learning                     

(Blackwell et al., 2001). 
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2.10  Summary  

This chapter provides and presents an overview of literature relevant to the 

importance of 21st century career skills, starting with the Millerson and The Work 

Adjustment theory (TWA), which lead this study. Twenty career skills was derived 

based on P21 and SCANS model. Meanwhile, the literature review was prepared on 

the major themes of the study with an overview addressing the identified research 

problems. The literature review demonstrated the relevance, in the context of prior 

research, of identifying in the workplace the importance not only of academic skills 

but also career skills in order to work successfully. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

The goal of this research is to establish a framework to capture the perception of the 

employers, the deans, and the alumni. To provide a more complete understanding of 

the research problem, mixed methods were used rather than only one approach 

(Creswell, 2014). The quantitative method using a survey was the main instrument, 

along with qualitative interview method, as the sources of data. In addition, this 

chapter also discusses the research design, population and sample, instrumentation, 

data interpretation, validity and reliability, factor analysis, pilot study, data collection 

procedure for the actual study, and the data analysis technique. 

According to the problem statement of this study, there is no clear a framework 

showing effects of stakeholders in Thailand. Thereby, there was a need to examine 

the research methodology. 

3.2 Research Design  

A mixed method research was employed for this study. According to Creswell 

(2014), the explanatory sequential mixed methods is one in which the researcher first 

conducts quantitative research, analyzes the results and then builds on the results to 

explain them in more detail along with qualitative research. An explanatory mixed 

methods research design was the method comprising two separate stages – an 

explanatory quantitative step that consisted of questionnaire survey, followed by a 

qualitative step (Creswell, 2014). Accordingly, the stages of research design 
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encourage contribution to the framework of twenty career skills. This study started 

from the first stage – questionnaire survey to be used with the sample of the 

employers, the deans, and the alumni in Songkhla Province, Thailand. Thereafter, the 

second stage, the interview, consisted of five employers, five deans, and five alumni, 

where the participants who are the key informants were interviewed individually, 

face to face. 

3.3 Population and Sample 

Population is the interested group of things or people who are proposed for studying 

by researcher (Cavana, Delahaye, & Sekaan, 2001; Hair, Money, Page, & Samouel, 

2007; Sekaran & Bougie, 2013), while the subset of the population is a sample 

(Sekaran & Bougie, 2013). The target population of this study were the employers of 

private, public, and state enterprise sectors in Songkhla Province, together with the 

deans and the alumni of five universities in Songkhla Province, Thailand. The 

sample was drawn from this population. 

Questionnaires were collected from the employers, the deans, and the alumni from 

five universities in Songkhla Province, Thailand. Self-administered questionnaires 

were sent to the participants who met the criteria, by mail service, mail, and by hand. 

The objectives and sample size sampling techniques were systematically used to 

guide the selection of the research sample. 

3.3.1  Population and Sample of Employers  

This study focused on the employers in Songkhla Province, Thailand. The researcher 

selected the employers through probability sampling. There are 3968 employers in 
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this study, derived from the Office of Business Development, Songkhla, Thailand 

(2012) and Songkhla Government Office System (2012). The following number of 

population was shown in the Table 3.1. 

Table 3.1 

Population of Employers 

Employers Populations 

Private sector 3,414 

Public sector    534 

State Enterprise sector     20 

Total 3,968 

 

For the 3,968 employers the researcher set the sample size of the employers who 

were living in Songkhla Province, using Krecjie and Morgan‘s (1970) table of 

sample size, which determined a sample size of 351 for a population of 4,000. The 

population in this study was 3,968 which is very close to 4,000 as shown in       

Table 3.2. 

Table 3.2 

Determining the Sample Size of a Given Population 

Population Sample Size 

3000 

3500 

4000 

341 

346 

351 
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Hence, the sample size is 351 which can be considered appropriately representative, 

as it depends on the percentage of the number of the employers in each sector from 

the overall population. Table 3.3 is shown the stratified random sample of 

employers.  

Table 3.3 

Stratified Random Samples of Employers 

Employers Populations Percentage of population 

stratum 

Samples 

Private sector 3,414  86.0 302 

Public sector    534  13.5    47 

State Enterprise sector     20   0.5     2 

Total 3,968                100.0 351 

 

For the sample survey numbers, the proportional stratified random sampling by 

clusters were eighty-six (86%) from the private sector, thirteen point five (13.5%) 

from the public sector and zero point five (0.5%) from the state enterprise sector. 

The researcher selected the simple choice of stratified sampling, which is a 

probability sampling technique (Yang & Miller, 2008). The use of stratified 

sampling for this research allowed the researcher to subsequently use the 

questionnaire as a research tool to ask selected participants in Songkhla Province. 

Additionally, interviews were conducted with employers from three private sectors, 

one public sector, and one state enterprise sector in Songkhla Province, Thailand. 

This study followed the suggestion by Creswell (2013) that the sample size need not 

be more than 4 or 5 case studies in a single study. 
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3.3.2 Population and Sample of Deans 

There are 33 deans of ‗faculty administrators‘ in five universities in Songkhla 

Province, Thailand, who were surveyed for their opinions. The thirty three deans‘ 

categories are explained in Table 3.4. 

Table 3.4 

Population and Sample Size of Deans 

University’s Name Population Sample 

Rajamangala University of 

Technology Srivijaya 
4 4 

Thaksin University 5 5 

Songkhla Rajabhat University 7 7 

Prince of Songkla University 11 11 

Hatyai University 6 6 

Total 33 33 

 

The interviews were conducted with five deans randomly selected, one from each of 

the five universities in Songkhla Province, Thailand. Table 3.5 is shown faculties 

deans of five universities. 

 Table 3.5 

Faculties Deans of five Universities 

University’s Name Faculty 

Rajamangala University of 

Technology Srivijaya 

1.Faculty of Industrial Education and Technology 

2.Faculty of Business Administration  

3.Faculty of Liberal Arts  

4.Faculty of Architecture 
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Table 3.5 (Continued)  

University’s Name   Faculty 
Thaksin University 1.Faculty of Education 

2.Faculty of Humanities and Social Sciences  
3.Faculty of Economic and Business Administration 
4.Faculty of Law  
5.Faculty of Fine Arts 

Songkhla Rajabhat 
University 

1.Faculty of Education, 
2.Faculty of Management Science  
3.Faculty of Science and Technology  
4.Faculty of Arts 
5.Faculty of Humanities and Social Science 
6.Faculty of Industrial 
7.Faculty of Agricultural Technology 

Prince of Songkla 
University 

1.Faculty of Sciences  
2.Faculty of Engineering  
3.Faculty of Natural Resources  
4.Faculty of Agro-Industry  
5.Faculty of Nursing  
6.Faculty of Dentistry  
7.Faculty of Management Sciences  
8.Faculty of Liberal Arts  
9.Faculty of Economics  
10.Faculty of Law  
11.Faculty of Pharmaceutical Sciences 

Hatyai University 1.Faculty of Law  
2.Faculty of Political Science  
3.Faculty of Education and Liberal Arts 
4.Faculty of Science and Technology  
5.Faculty of Communication Arts,  
6.Didyasarin International College. 
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3.3.3 Population and Sample of Alumni  

The sampling procedure for selecting the alumni consisted of three steps. The 

researcher selected the alumni using probability sampling, for which the alumni who 

completed their undergraduate programs during the academic years of 2010, 2011, 

and 2012 were selected as participants for the survey. The population of alumni of 

each university is shown in Table 3.6. 

Table 3.6 
 
Population of Alumni 

University’s Name Alumni (2010-2012) 

 2010           2011              2012       Total 

Rajamangala University                          

of Technology Srivijaya 

1,768 1,790 1,766   5,324 

Thaksin University 2,105 1,525 1,841   5,471 

Songkhla Rajabhat University 3,208 2,844 2,850   8,902 

Prince of Songkla University 4,422 4,785 4,136 13,343 

Hatyai University 1,283 1,015 976   3,274 

Total                                                                                                            36,314 

 

The researcher set the sample size for each group of the alumni who graduated from 

five universities in Songkhla Province, Thailand by using Krecjie and Morgan 

(1970) table of sample size which considered 380 participants as acceptable          

(See Table 3.7). 
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Table 3.7 
 
Determining the Sample Size of a Given Population 

Population Sample Size 

20000 

30000 

40000 

377 

379 

380 

 

Using stratified random sampling, the alumni samples were drawn for the respective 

population as shown in Table 3.8. 

Table 3.8 
 
Stratified Random Samples of Alumni 

Alumni Population Percentage of 
population 

stratum 

sample  
 

2010 2011 2012 2010 2011 2012 2010 2011 2012 

Rajamangala 
University of 
Technology 
Srivijaya 

1,768 1,790 1,766 4.9 4.9 4.9 19 19 19 

Thaksin 
University 

2,105 1,525 1,841   5.8   4.2   5.0 22 16 19 

Songkhla 
Rajabhat 
University 

3,208 2,844 2,850   8.8   8.0 8.0 34 30 30 

Prince of Songkla 
University 

4,422 4,785 4,136  12.0  13.0 11.4 
 

46 49 43 

Hatyai University 1,283 1,015 976 3.5    2.8 2.7 13 11 10 
                     Total                     36,314               100              380 
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For interview of the alumni, the researcher applied the suggestion of Creswell (2013) 

that a sample size of 4 or 5 case studies was suitable for a single study. Thus 

interviews were conducted with 5 alumni, one from each of the five universities in 

Songkhla Province, Thailand. 

The appropriate sample size for research should not be more than 500 and less than 

30 (Roscoe 1975, as cited in Sekaran, 2006). The samples of this study had 351 from 

employers, 33 from deans, and 380 from alumni; therefore, these sample sizes are 

suitable for utilizing statistical methods (See Table 3.9). 

Table 3.9 

Comparison of the Population and Sample Size of Employers, Deans, and Alumni 

Variable Population Sample 

Employers   3,968 351 

Deans        33   33 

Alumni 36,314  380 

Total   764 

  

3.4  Instrumentation 

Two methods were used in this study: survey for the quantitative and interview 

protocol/guidelines for the qualitative method. 

3.4.1 Quantitative Instrumentation 

According to Hair et al. (2006), the questionnaire is a research instrument used to 

obtain primary data that can be measured. The questionnaire was designed in line 

with the research objectives and problems of the study which was to measure the 
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importance of the dependent variables on career skills. The questionnaire was 

adapted and modified from previous research based on the works of Bedford (2011), 

Bommarito (2012), Bronson (2008), Christensen (2009), DeLeon (2012), Fitzgerald 

(2009), Griffiths (2003), Kardash (2006), Keeney (2012), Roberts (2003), Slater 

(2004), Tang (2012), The Secretary‘s Commission on Achieving Necessary Skills 

(1991), Warren (2012), and Williams (2006). 

The nine-page questionnaire consisted of a cover letter explaining the study, purpose 

of the questionnaire and a statement guaranteeing confidentiality of the respondents‘ 

identity. The questionnaire was divided into three parts: part one consisted of 

demographic data, part two involved ranking the importance of career skills, and part 

three included questions that measured the main variables of this study. There were 

three versions of the survey: employers, deans, and alumni. These three sets of 

questionnaires were used to collect data. Possible responses using a 5-point scale 

were 1 = Poor (P), 2 = Fair (F), 3 = Good (G), 4 = Very Good (VG), 5 = Excellent 

(E) (Martin, 2009; National Association of Colleges and Employers, 2014). The 

surveys contained three sections and were structured to suit the employers, the deans 

and the alumni. The surveys measured the same key concepts using the same scales. 

Where necessary, the content and wording of the surveys were tailored to the target 

audience. The purpose of the questionnaires was for the respondents to answer the 

items based their own perspectives. 

Hair et al. (2007) stated that the researcher must have clarity about what was being 

studied and the expectations of the study before developing a questionnaire. This 

means that the researcher must clearly define the problem and clarify the objectives, 
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and the research questions must have been approved beforehand. If these tasks are 

completed properly, it is much more likely that the research questions will be 

accurately answered. Once these are in place, the questionnaire can be designed. 

Comprehensive questionnaire design principles should focus on three areas. The first 

area relates to the phrasing of questions. The second refers to the development of the 

question with regard to how the variables are categorized, scaled, and coded after 

receipt of the responses. Finally, the third pertains to questionnaire appearance. All 

three are significant to questionnaire design as they minimize partiality in research 

(Sekaran & Bougie, 2010). 

Three sets of questionnaire were used in this study, corresponding to each group of 

respondents. 

3.4.1.1 Questionnaire for the Employers 

A questionnaire which contained closed-ended questions for employers in the 

private, public, and state enterprises sectors in Songkhla Province, Thailand and 

comprising three sections was administered. In the first section, the personal 

information was aimed at gathering data about the background of the respondents. 

The questions asked for the respondents‘ personal information such as gender,  

sector of employers: private, public, and state enterprise, number of employees in the 

workplace (where  1= 1-15, 2= 16-25, 3= 26-30, 4= 31-50, 5= 51-200, and 6= more 

than 200) (Economic and Social Statistics Bureau 1, 2009), and the university from 

where employees graduated: Rajamangala University of Technology Srivijaya, 

Thaksin University, Songkhla Rajabhat University, Prince of Songkla University, 

and Hatyai University. The second section contained items that required respondents 
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to determine the importance of career skills; 1) Reasoning and problem solving, 2) 

Oral verbal communication, 3) Teamwork, 4) Interpersonal relationships, 5) 

Initiative/self-motivation, 6) Writing, 7) Technology, 8) Self-management and 

organization,  9) Reading, 10) Planning and organizing, 11) Thinking about learning, 

12) Learning in the workplace, 13) Critical thinking, 14) Leadership, 15) Social and 

economic studies, 16) Time management, 17) Listening, 18) Confidence, 19) 

Creativity, and 20) Flexibility. The third section involved the level of career skills 

where the employers were asked to rate graduates levels of career skills. The range 

used was Poor (P) = 1, Fair (F) = 2, Good (G) = 3, Very Good (VG) = 4, Excellent 

(E) =5. The research questions for this study determined the methodologies used. To 

answer the research questions, it was necessary to collect information from 

employers concerning their views of graduates‘ career skills. The full version of the 

questionnaire for employers is shown in Appendix A. 

3.4.1.2 Questionnaire for the Deans  

The deans‘ survey also had three sections. The first section was intended to collect 

data about the background of the respondents such as gender and place of work. The 

second section required the respondents to specify the importance of career skills 

from 20 career skills; 1) Reasoning and problem solving, 2) Oral verbal 

communication, 3) Teamwork, 4) Interpersonal relationships, 5) Initiative/self-

motivation, 6) Writing, 7) Technology, 8) Self-management and organization, 9) 

Reading, 10) Planning and organizing, 11) Thinking about learning, 12) Learning in 

the workplace, 13) Critical thinking, 14) Leadership, 15) Social and economic 

studies, 16) Time management, 17) Listening, 18) Confidence, 19) Creativity, and    
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20) Flexibility. The third section involved the level of career skills the questionnaire 

asked the deans to rate the graduates‘ levels of career skills. The range of Poor (P)    

= 1, Fair (F) = 2, Good (G) = 3, Very Good (VG) = 4, Excellent (E) =5 was used to 

allow the deans to evaluate the 20 categories of career skills. The research questions 

for this study determined the methodologies used. To answer the research questions, 

it was necessary to collect information from the deans concerning their views of 

graduates‘ career skills. The full version of the questionnaire for deans was shown in 

Appendix A 

3.4.1.3 Questionnaire for the Alumni  

The questionnaire for the alumni contained closed-ended questions that were similar 

to the employers and the deans‘ sets. The first section asked about personal 

information about the alumni‘s background such as gender, place of work, university 

where graduated, and the year graduated. The second section include items for the 

alumni to determine the importance of career skills from 20 career skills; 1) 

Reasoning and problem solving, 2) Oral verbal communication, 3) Teamwork, 4) 

Interpersonal relationships, 5) Initiative/self-motivation, 6) Writing, 7) Technology, 

8) Self-management and organization, 9) Reading, 10) Planning and organizing, 11) 

Thinking about learning, 12) Learning in the workplace, 13) Critical thinking, 14) 

Leadership, 15) Social and economic studies, 16) Time management, 17) Listening, 

18) Confidence, 19) Creativity, and 20) Flexibility. The third section involves their 

level of career skills; the questionnaire asked the alumni to rate the levels of career 

skills. The range of Poor (P) = 1, Fair (F) = 2, Good (G) = 3, Very Good (VG) = 4, 

Excellent (E) =5 was used to ask the alumni to evaluate the 20 categories of career 



 

 62 

skills. The research questions for this study determined the methodologies used. To 

answer the research questions, it was necessary to collect information from the 

alumni concerning their views of their level of career skills. The full version of the 

questionnaire for alumni is shown in Appendix A. 

3.4.2 Qualitative Instrumentation  

In-depth interview are deemed suitable to investigate the opinion of the participants 

in more detail. The qualitative interview brings the researcher into the participants‘ 

world (Patton, 2002). According to Sekaran and Bougie (2013), there are three types 

of interview: face-to-face and telephone interviews, face-to-face interviews, and 

telephone interviews. This study used face to face interview that essentially asks 

someone questions, and it is one of the most common ways of finding out what is 

going on (Waller, Farquharson & Dempsey, 2016). Using qualitative methods 

permits the researchers to investigate and share in the understanding and perceptions 

of the research questions by the case or research subjects in the course of their daily 

lives (Berg, 1989 as cited in Lertputtarak, 2008), while personal interviews are often 

associated with qualitative research (Mertens, 2015). 

The instrument used to collect data was based on the research objective and the 

review literature. The interviewer elicits answers from the interviewee or respondent 

(Bryman, 2016). Richards and Morse (2013) indicated that  

―Usually, the interviewer will ask the same questions from all the 
participants, although not necessarily in the same order, 
supplementing the main questions with either planned or 
unplanned probes (p.127).‖ 
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The interview questions were developed, aligned, and field-tested by the researcher 

prior to their administration to the participants. The semi-structured face-to-face 

interview consisted of six questions to identify how 21st century career skills, 

relevant to the workplace, occurred. The questions asked the participants to identify 

and describe the importance of the 21st century career skills on twenty career skills 

categories. 

The investigator created an interview guide for the employers, the deans, and the 

alumni based on the literature review. This study used the semi-structured interview 

guideline follow contents and contexts were examined in the interview guideline in 

relation to the three important main questions: a) the importance of career skills for 

work, b) the career skills studied related to work, and c) suggestions of career skills 

for stakeholders (The full version of the employer interview questions guide is 

provided in Appendix K). 

The interviews in this study were conducted with three groups of participants: 

1. interviews with five employers in Songkhla Province from three private 

sectors, one public sector, and one state enterprise sector, 

2. interviews with deans of five universities in Songkhla Province, Thailand, 

involving one dean from each university 

3.interviews with alumni of five universities in Songkhla Province, Thailand, 

involving one alumni from each university. 

The semi-structured interview was used in this study. A semi-structured interview 

format can also provide a form of consultation and participation with research 
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participants, (Knight, 2012) which is seen as important to this study. The interviews 

were conducted in the offices of the employers, comfortable rooms in the 

universities for the deans and accessible places for the alumni. These places were 

suitable for conducting the interviews. To ensure the best quality of sound, an audio 

recording device was used. The researcher made sure that each of the interviewees 

was informed that s/he had the right to stop the interview whenever s/he felt like it 

and that her/his name would not be disclosed. They were also informed that the data 

from the interviews would only be used for research purposes. After that, the 

researcher presented the interviewees with information about the research before 

beginning the interview. The interview began by asking about demographic data. 

This information mainly focused on the career skills and knowledge gained from 

their university, among others. The researcher then transcribed the interview to 

ensure easier access for analysis.  

The survey and interview questions were in Thai, and hence, the respondents‘ 

answers were also in Thai. For the purposes of discussion, the participants‘ responses 

were then translated into English. Survey and interviews were used to answer each 

research question is shown in Table 3.10. 
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Table 3.10 

Research Questions and the Instruments 

Research Questions Instruments 

Survey 

Questionnaire 

Interview 

Guideline/Protocol 

1. What are the career skills for 

undergraduate students as expected by 

the employers, the deans and the 

alumni of universities in Songkhla 

Province, Thailand?  

 Employers, Deans, 

and Alumni 

 

- 

2. What are the level of career skills 

among the undergraduate students from 

the employers and the alumni of 

universities in Songkhla Province, 

Thailand? 

Employers and 

Alumni  

- 

 

3. What are the differences in career 

skills level among the undergraduate 

students according to the employers, 

the deans and the alumni of universities 

in Songkhla Province, Thailand? 

 

Employers, Deans, 

and Alumni  

- 

4. What is the profile of the career 

skills among the undergraduate 

students of universities in Songkhla 

Province, Thailand? 

Employers, Deans, 

and Alumni  

Employers, Deans, 

and Alumni 

5. What is the framework of career 

skills for undergraduate students as 

perceived by the employers, the Deans 

and the Alumni of universities in 

Songkhla Province, Thailand? 

Employers and 

Alumni 

 

Employers, Deans, 

and Alumni 

 



 

 66 

3.5 Data Interpretation 

Two types of scales were used to record responses from the respondents. A five-

point scale was used to measure the rating from the employers, the deans, and the 

alumni, while the second scale was used to rank the importance of career skills. 

3.5.1 Scale Design 

A five-point scale was used to measure the participants‘ responses since, as pointed 

out by Garland (1991), the scale is widely used and extensively tested in social 

science research. The rating scales are important during the construction and design 

of the questionnaire and are one of the aspects that must be considered in the design 

of the questionnaire. 

The questionnaire contains measures and items on twenty career skills; 1) reasoning 

and problem solving, 2) oral verbal communication, 3) teamwork, 4) interpersonal 

relationships, 5) initiative/self-motivation, 6) writing, 7) technology, 8) self-

management and organization, 9) reading, 10) planning and organizing, 11) thinking 

about learning, 12) learning in the workplace, 13) critical thinking, 14) leadership, 

15) social and economic studies, 16) time management, 17) listening, 18) 

confidence, 19) creativity, and 20) flexibility. Basically, with a five-point scale, 

participants were asked about the importance of the career skills. 

The five-point scale used in the questionnaire is a bipolar scale with two extremely 

distinct ends (poor and excellent) with good, as the middle point (Picardi & Masick, 

2014). Meanwhile, each is given a numerical value to transform the participants‘ 

answer into mathematical data. Therefore, to ensure consistency among the variables 
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and to avoid confusion among participants, all items were measured using a five-

point scale, which ranged from ‗1‘ ―poor‖ to ‗5‘ ―excellent‖. The five point 

numerical scale for data collection in education is used by many researchers (e.g., 

Baugh, 2004; Heimler, 2010; Klemisch, 2014; Martin, 2009). The numerical scale is 

presented in Table 3.11. 

Table 3.11 

Five-Point Numerical Scale 

Scales Poor Fair Good Very Good Excellent 

Code P F G VG E 

Items 1 2 3 4 5 

 

This study has used the arithmetic mean for the interpretation of career skills scores. 

The interpretation was divided on the total frequency of a criterion, and is based on a 

range of score of 0.8 of each level. The results of the interpretation are as shown in 

Table 3.12. 

Table 3.12 

The Interpretation Guideline of Career Skills Level 

Scores Level Interpretation 

4.21-5.00 Excellent 

3.41-4.20 Very Good 

2.61-3.40 Good 

1.81-2.60 Fair 

1.00-1.80   Poor 
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3.5.2 Ranking Outcome 

The ranking scale was used to measure the perception on twenty career skills; 1) 

reasoning and problem solving, 2) oral verbal communication, 3) teamwork, 4) 

interpersonal relationships,   5) initiative/self motivation, 6) writing, 7) technology, 

8) self-management and organization, 9) reading, 10) planning and organizing, 11) 

thinking about learning, 12) learning in the workplace, 13) critical thinking, 14) 

leadership, 15) social and economic studies, 16) time management, 17) listening, 18) 

confidence, 19) creativity, and 20) flexibility. The respondents were asked to rank 

the items with 1 as the most important and 20 as the least important. The ranking 

used the interpretation seen in table 3.13. 

Table 3.13 

The Interpretation of Ranking Score Value 

Score Value Mean Score from Interpret 

1 20 

2 19 

3 18 

4 17 

5 16 

6 15 

7 14 

8 13 

9 12 

10 11 

11 10 

12 9 

13 8 
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 Table 3.13 (Continued) 

Score Value Mean Score from Interpret 

14 7 

15 6 

16 5 

17 4 

18 3 

19 2 

20 1 

 

3.6 Validity and Reliability 

According to Boudah (2011), the study‘s design and outcome affect its validity and 

reliability. Reliability is described as the degree to which a study can be reproduced 

with similar results. It can also be subdivided into internal and external reliability. 

Internal reliability is the degree to which a study's measures would produce similar 

results upon repeated applications of the treatment or repeated observations. Internal 

reliability can be threatened by faulty measures, inaccurate observations, and poor 

implementation of intervention. External reliability is the degree to which a study's 

results can be generalized to other groups or situations. It can be threatened by such 

factors as an inappropriate choice of sample and overly complex interventions 

(Boudah, 2011). Validity is presented as the scope to which investigations and 

instruments are successful in utilizing measurement methods. 
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3.6.1 Quantitative Validity  

Two types of content and construct of validity are used in this study. 

3.6.1.1 Content Validity 

The content validity of the instrument was achieved by adapting the items that were 

used in the previous studies and gathering experts‘ opinions (Taengkliang, 2016). 

According to Hair, Money, Samouel and Page (2006), seeking opinions from 

academics who are experts in their particular area leads to proper assessment of the 

content validity. Thus, to obtain feedback on the instruments, the questionnaires 

were sent to the experts in the academic area of this study: a lecturer at Universiti 

Utara Malaysia, three lecturers from universities in Songkhla Province, and a 

lecturer from university in Pattani Province, Thailand. Based on the comments, item 

corrections were carried out to revise and to improve the wording and clarity of the 

items. The pilot was used to ensure the suitability of the final instrument. This study 

addressed the content validity of the survey by presenting the drafts of the 

questionnaire and the guidelines for questions to experts in education from Hatyai 

University. Based on their feedback, revisions were made on the questionnaire. 

The 226 items of twenty career skills in the survey questionnaire were scrutinised for 

consistency by five experts. After the experts‘ rating on Index of Item-Objective 

Congruence - IOC, fifty-nine non-contributing items were deleted. 

To ensure content validity, the questionnaire was translated via a procedure of 

double-back translation, since the instruments were adapted from the literature. The 

English version was translated into Thai language by a faculty member from 
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Disyasarin Collage in Hatyai University, while the Thai version of the questionnaire 

was corrected by Jaraja Boonwanno, an expert in Thai language and re-translated 

from Thai into English by Dr. Kanokwan Kongsakun, Dean of International 

Disyasarin Collage in Hatyai University. In addition, five experts agreed to evaluate 

the content validity of the questionnaire (see Appendix D). The questionnaire was 

made consistent with the research objectives of this study. 

3.6.1.2 Construct Validity 

Factor analysis was applied on the questionnaire to determine that all items measured 

career skills potential. Factor analysis refers to the statistical procedure for reducing 

a set of variables to a smaller number of variables by combining the variables that 

are correlated with each other. 

3.6.2 Quantitative Reliability  

Reliability is the degree of consistency to measure the variables. Cronbach‘s alpha is 

a technique used to test reliability. Cronbach‘s alpha reliability coefficient normally 

ranges between 0 and 1. When the Cronbach‘s alpha coefficient is close to 1.0, it 

shows that the items in the scale have a higher level of internal consistency. In 

general, a reliability of less than 0.60 is considered to be poor, those in the 0.70 

range, acceptable, and those over 0.80, good (Sekaran & Bougie, 2010). 

3.6.3 Qualitative Validity and Reliability 

Qualitative validity deals with two forms, internal and external. Internal validity 

relates to the extent the research findings are accurate by representing the 

phenomenon under investigation, while external validity relates to the extent the 
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findings are generalized to the population (Patton, 2002). To make sure the validity 

concerning the interview method was addressed, the following were conducted:      

1) triangulation of multiple sources were used for the data collection from 

interviews, and 2) the participants provided checks throughout the analysis process. 

According to Patton (2002) trustworthiness is consider as a one term used in the 

qualitative study to address the validity and reliability issues. To achieve the 

trustworthiness in this study, the interview questions were distributed to two experts 

who have valuable experience in qualitative study approach to assess of the 

accurateness of the interview questions.  The two experts are Assoc. Prof. Dr. Wan 

Dechpichai; Faculty of Liberal and Education, Hatyai University Songkhla, Thailand 

and Dr. Thuanthong Krutchon; Faculty of Humanities and Social Sciences, Thaksin 

University Songkhla, Thailand. This technique to achieve the trustworthiness of a 

qualitative study is supported by AL-Khafaji (2016).   

3.7 Factor Analysis 

The significance of factor analysis is to reduce a large number of variables to a small 

set of underlying factors and reduced data; moreover, it is used to identify the 

validity of the dimensions or factors of each variable and summarizes the essential 

information of the variables (Coakes, Steed, & Ong, 2010). Factor analysis test was 

conducted on 167 items from 20 variables. Hair et al. (2007) stated that a minimum 

of three items is necessary to achieve acceptable reliability, but it is common to see 

at least five to seven items, and sometimes even more (p.238). In this study the 

number of items for each variable before running the factor analysis is shown in 

Table 3.14. 
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Table 3.14 

Number of Items Before Running  Factor Analysis 

Variables Number of Items 

1.Reasoning and problem solving 9 

2.Oral verbal communication  9 

3.Teamwork  6 

4.Interpersonal relationships  7 

5.Initiative/self motivation  8 

6.Writing  7 

7.Technology  8 

8.Self-management and organization  8 

9.Reading  9 

10.Planning and organizing  9 

11.Thinking about learning 9 

12.Learning in the workplace 8 

13.Critical thinking 8 

14.Leadership 10 

15.Social and economic studies 6 

16.Time management  11 

17.Listening 8 

18.Confidence 8 

19.Creativity 9 

20.Flexibility 10 

3.8  Pilot Study 

Before deciding on the actual measurement to be used, it is important to ensure the 

instrument is suitable for measurement. According to Cooper and Schindler (2008), 

pilot testing is a trial collection of data to detect weaknesses in design and 

instrumentation, and provide proxy data for the selection of probability sampling. 
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The pilot study is conducted before distributing the final questionnaire (Phayoonpun, 

2015). Bryman (2016) points out that the respondents for the pilot study and for the 

actual research should be different, but should share the same characteristics. One 

reason for this is that, if probability sampling is being employed, the choice of the 

number of the population or sample may affect the representativeness of any 

subsequent sample. If possible, it is best to find a small set of respondents who are 

comparable to the members of the population from which the sample of study will be 

taken. 

The main purpose of pilot testing is to ensure whether the research instrument is 

validated, reliable and appropriate to the research framework (Sekaran, 2003). The 

pilot test was used to ensure the suitability of the final instrument. The pilot study 

was conducted, using the final questionnaires, amongst thirty participants from a 

group of universities graduates, deans, and employers who closely resembled the 

survey target population. Improvements were done to the survey. The instrument 

was administered to recent graduates who were studying master‘s degree, employers, 

and deans who had studied Ph.D at Universiti Utara Malaysia 

Hair et al. (2006) note that validity is related to accuracy and reliability, as well as 

consistency. The reliability value for each measurement was computed for a pilot 

study. The internal consistency of the scale using Cronbach‘s alpha reliability 

coefficients is one of the conditions for the selection of past measurements. Thus, 

reliability analysis was used on the variables to test the internal consistency of all 

instruments. The results are presented in Table 3.15. 
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Table 3.15 

The Cronbach’s alpha Value of Career Skills of Pilot Study 

Variable of Career Skills  Cronbach’s Alpha 

Reasoning and problem solving .894 

1.Can identify problems .887 

2.Can recognize problems and devise and implement a 

plan of action 

.875 

3.Can separate fact from opinion .897 

4.Can formulate and reach decisions logically .880 

5.Can determine what is needed to accomplish work 

assignments 

.890 

6.Can make decisions and solve problems effectively .880 

7.Consider and evaluate alternative solutions, weighing 

their risks and benefits 

.880 

8.Can adjust to unanticipated situations by applying 

established rules and facts 

.876 

9.Can provide solutions or answers individually or in a 

group setting 

.874 

Oral verbal communication .891 

1.Can organize basic ideas, and communicate orally .876 

2.Have effective use of language in speaking .894 

3.Understand the intent and details of oral 

communication very well 

.883 

4.Have good communication skills in general .885 

5.Can present ideas favourably .881 

6.Understand and give instructions very well .880 

7.Can identify and summarize correctly the principal 

and subsidiary ideas in discussions 

.877 

8.Can obtain, clarify, and verify information through 

questioning 

.873 

9.Able to participate effectively in discussions .872 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 
Teamwork .902 

1.Can respond to constructive criticisms .896 

2.Can accept differences and diversity of individuals 

within the group 

.892 

3.Can contribute to a team by sharing information and 

knowledge 

.853 

4.Can involve team members in decisions and plans that 

affect them 

.885 

5.Able to empower team members to do their jobs or 

tasks assigned 

.884 

6.Able to build agreement and trust within and across 

teams and groups 

.898 

Interpersonal relationships .878 

1.Contribute positively to group efforts .864 

2.Work well with both men and women from diverse 

backgrounds 

.846 

3.Can make friends at work easily and get the help and 

support when needed from colleagues 

.847 

4.Able to handle conflict maturely .834 

5.Interact effectively with others regardless of the 

diverse level or background 

.861 

6.Understand the interaction and interrelationship of 

systems within an organization 

.853 

7.Demonstrate respect for the opinions, customs, and 

individual  differences of others 

.884 

Initiative/self motivation .895 

1.Can set personal goals, monitor progress, exhibit self-

control, and take responsibility on actions 

.878 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

2.Understand the organizational protocols and 

procedures very well 

.873 

3.Demonstrate a positive attitude at work .868 

4.Need to use opportunities for learning and personal 

development 

.894 

5.Able to present completed work and receive 

constructive feedback 

.881 

6.Can transfer skills, abilities and knowledge to the 

work environment 

.883 

7.Can identify the correct solutions when given a set of 

facts and a set of conclusions 

.889 

8.Possess the ability to set goals and allocate time to 

achieve 

.885 

Writing .761 

1.Able to gather information suitable for the purpose/ 

intention 

.723 

2.Can organize information in a logical and coherent 

manner 

.770 

3.Able to compose and create appropriate documents to 

complete an assignment 

.738 

4.Know how  to apply the rules of correct spelling, 

punctuation and capitalization 

.740 

5.Use reference books such as dictionary, thesaurus, 

and Encyclopedia 

.702 

6.Can write memos, business letters, and agenda of 

meeting clearly 

.717 

7.Can communicate thoughts and ideas in written form .723 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

Technology .873 

1.Can choose procedures, tools or equipment including 

computers and related technology and assess its use for 

work based situations 

.851 

2.Can identify the need for data, obtain data from 

existing sources or create it, and evaluate its relevance 

and accuracy 

.856 

3.Can prevent, identify, or solve problems with 

equipment, including computers and other technology 

.844 

4.Can organize, process and maintain written or 

computerized records and other forms of information 

and use to locate and interpret 

.864 

5.Use technology to develop a professional presentation .855 

6.Use technology to communicate with colleagues .874 

7.Can perform basic computations and approach 

practical problems with different mathematical 

techniques 

.856 

8.Understand the overall intent and proper procedures 

for the setup and operation of the equipment 

.851 

Self-management and organization .905 

1.Can select goal-relevant activities, rank them, allocate 

proper time, prepare and follow schedules 

.888 

2.Can achieve organizational and personal goals 

independently 

.894 

3.Demonstrate work ethics that are aligned with the 

workplace ethics 

.887 

4.Can adjust easily to workplace changes and work 

under pressure 

.884 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

5.Employ appropriate occupational safety practices .886 

6.Demonstrate ability to work independently .900 

7.Demonstrate self-management and responsibility of 

resources 

.879 

8.Can distinguish trends, and predict the impact of 

actions on system operations 

.899 

Reading .950 

1.Can read and understand tasks, work assignment, 

manual/memos, etc 

.951 

2.Can read job instructions clearly .947 

3.Understand the purpose of written materials .947 

4.Identify and summarize principal and subsidiary ideas .944 

5.Verify information and evaluate the worth and 

objectivity of sources 

.942 

6.Have effective use of language in reading .941 

7.Able to read and note details and facts .942 

8.Be aware of inconsistencies in written materials .942 

9.Interpret graphic information: for example, in tables, 

charts and graphs 

.940 

Planning and organizing .941 

1.Can learn more about employment trends (i.e. 

employment growth) in career fields 

.942 

2.Can plan and organize actions for success in career .935 

3.Clear about the goals and objectives for work .930 

4.Clear about the duties and responsibilities at work .934 

5.Able to distinguish between the more important and 

less important information to complete a task 

.935 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

6.Use available resources to determine alternative 

solutions to the given tasks 

.935 

7.Follow given timelines to choose the best alternative 

in solving a problem 

.931 

8.Generate multiple alternatives to solve a problem .932 

9.Identify a problem and determine a plan of action to 

resolve it 

.935 

Thinking about learning .938 

1.Use evidence skillfully and impartially .933 

2.Distinguish between logically valid and invalid 

inferences 

.925 

3.Understand the difference between reasoning and 

rationalizing 

.924 

4.Attempt to anticipate the probable consequences of 

alternative actions before making a choice 

.933 

5.Recognize that most real-world problems have more 

than one possible solution and that those solutions may 

differ in numerous respects 

.931 

6.Look for unusual approaches to complex problems .926 

7.Understand the differences between conclusions, 

assumptions, and hypotheses 

.935 

8.Organize thoughts and articulate them concisely and 

coherently 

.932 

9.Know how to seek information, and does so when it 

makes sense 

.929 

Learning in the workplace .886 

1.Contribute to high quality working relationships .890 

2.Able to learn by doing in the workplace .882 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

3.Display a desire to gain new knowledge and skills .882 

4.Can reflect on and learn from own mistakes and those 

of others 

.870 

5.Lead to more self confidence and awareness of levels 

of abilities as the learning is rapidly put into practice 

.867 

6.Involved in the company and committed to its overall 

goals 

.864 

7.Understand the company‘s culture and context .862 

8.Actively pursue personal growth and improvement .868 

Critical thinking .886 

1.Effectively analyze and understand complex 

information 

.887 

2.Able to use learning from the program in a critical 

way 

.870 

3.Can identify not only the basics of the issue, but 

recognize nuances of the issue 

.870 

4.Clearly distinguish between fact, opinion and 

acknowledges value judgments 

.856 

5.Can apply knowledge to new situations .884 

6.Can formulate a new classification scheme .868 

7.Dig below the surface to get at underlying issues 

when solving problems 

.867 

8.Observe cause and effect and address existing or 

potential consequences 

.882 

Leadership .944 

1.Understand and observe the mission and vision of the 

department/division 

.935 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

2.Able to implement appropriate decisions under 

uncertain conditions 

.942 

3.Seek information for better understanding of a 

situation 

.940 

4.Help others feel comfortable in the group .937 

5.Make suggestions about how to solve problems .936 

6.Develop plans of action for the group .936 

7.Able to role model behavior to other professionals .933 

8.Gain co-operation and commitment from top 

leadership 

.935 

9.Provide long-term commitment to the organization .935 

10.Can anticipate outcome sand consequences of a task .938 

Social and economic studies .843 

1.Can use simulation activities to learn critical aspects 

of skills 

.808 

2.Strive to reach one‘s true potential .813 

3.Learn to predict social and economic problems/crisis .814 

4.Can analyze how world change impacts economically 

and socially 

.796 

5.Understand the diverse aspects of social and 

economic 

.814 

6.Learn and realize technological growth and the effect 

on the economy and social 

.823 

Time management .951 

1.Can set priorities to determine the order in which 

tasks will be performed each day 

.947 

2.Can control the time when work precipitate .943 

 



 

 83 

Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

3.Can make a list of things to do each day and tick each 

task as it is accomplished 

.945 

4.Can evaluate how well a schedule has been followed 

during a workday 

.946 

5.Set out to accomplish tasks according to the deadlines .947 

6.Practice time management in completing assigned tasks .948 

7.Can leave a clear, well-organized workspace at the end 

of workday 

.948 

8.Can decide and try to  accomplish the short term and 

keep it in long term objectives 

.948 

9.Can spend to a scheduling and organizing on workday 

for time wasted 

.947 

10.Can keep schedule and not take away from work .944 

11.Can record names, addresses and phone numbers in a 

special file for contacting people 

.950 

Listening .935 

1.Performs effectively listening in meeting .924 

2.Ready to listen when speaker approaches .923 

3.Make sure accurately understand what a speaker says  .923 

4.Can listen to the entire message without interrupting, 

whether in agreement or not 

.921 

6.Actively listen to diverse points of view .919 

7.Respond in an appropriate with speaker .934 

8.Has patience and focus when listening to speakers of 

another language 

.930 

Confidence .909 

1.Confident to learn the content as work on the lesson .895 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

2.Can adjust behavior to meet the requirements of any 

situation  

.890 

3.Believe by self can do well in learning from lesson, if 

try very hard 

.898 

4.Able to oral presentations and public speaking .897 

5.Recognize successfully from self confidence .898 

6.Believe that work hard will do well in learning from 

lesson 

.897 

7.Able to read people‘s true emotions correctly through 

their eyes 

.904 

8.Can make a point to let other know about abilities .893 

Creativity .913 

1.Show commitment to organization change plans and 

initiatives. 

.913 

2.Can initiate changes in processes, systems, and/or the 

organization structure to improve the performance 

.913 

3.Can suggest drastically new ways to looking at the 

problem 

.911 

4.Create new opportunities .900 

5.Step outside the traditional boundaries and constraints .902 

6.Able to pay attention to details that affect quality of 

the day‘s routine work 

.894 

7.Offer imaginative ideas and solutions to problems .902 

8.Able to lay down a plan of action for the day‘s routine 

activities 

.895 

9.Make a real attempt to share information with others .903 
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Table 3.15 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

Flexibility .937 

1.Responsive to new and changing circumstances .935 

2.Adaptable to individual‘s needs and situations .930 

3.Respond effectively to changes and challenges .925 

4.Remain focused and effective under pressure .931 

5.Can take care of work issues during personal time 

away from work 

.933 

6.Have clear boundaries between work and personal life .927 

7.Remain optimistic in the face of obstacles or problems .928 

8.Can stop personal activity because a colleague 

required for attention 

.928 

9.Can help unexpected requests for colleagues during 

leisure time 

.929 

10.Neglect personal needs because of the demands of 

work 

.931 

 

According to Hair et al. (2006), the strength of relations for Cronbach‘s alpha values 

with reliability less than 0.60 is identified as poor, 0.61 to 0.70 is moderate, 0.71 to 

0.80 is good, 0.81 to 0.90 is very good, and over 0.90 is excellent. However, 

according to Pallant (2011), the Cronbach‘s Alpha values above 0.7 are considered 

acceptable; though values above 0.8 are preferable. The overall results showed the 

Cronbach‘s alpha values of career skills were found to be 0.702 to 0.951. The results 

also showed that the questionnaires demonstrated clear and adequate levels of 

internal reliability for all of the items. 
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3.9  Data Collection Procedure for the Actual Study 

As cited by Creswell (2009), it is helpful if the specific types of data to be collected 

are discussed; however, it is the visual model and discussion of the specific strategies 

in a proposal that provide a picture of the procedure. It was also important that 

sampling strategies were identified along with the approaches used to authorize, 

identify, and specify the data types –both quantitative and qualitative – that were 

collected during the proposed study. Purposeful sampling was used in this study so 

that individuals were selected based on having experienced the central phenomenon, 

and each individual had an equal probability of being selected as quantitative data 

often involves sampling. Rigorous sampling procedures need to be conveyed in a 

proposal for the quantitative and qualitative data collection. 

Teddlie and Yu (2007, as cited in Creswell, 2009) developed a typology of five 

varying-method types of sampling, which relates to the sampling strategies for mixed 

methods. It discusses: 1) rudimental strategies that combine quantitative and 

qualitative sampling (e.g. stratified purposeful sampling, purposive random 

sampling), 2) sequential sampling, where the first phase sampling or strand informs 

the second phase or strand, 3) concurrent sampling, in which quantitative probability 

and qualitative purposeful sampling are combined as independent or joint sampling 

procedures (e.g. a survey with both closed-ended and open-ended responses),          

4) multilevel sampling, where sampling occurs at two or more levels or units of 

analysis, and 5) sampling using any combination of the foregoing strategies. 

Sampling is that procedural process of selecting items from the population so that the 

sample‘s main features can be generalized to the overall population (Cavana et al., 
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2001). According to Cavana et al. (2001) sampling involves both design choice and 

sample size decision. The simple random sampling as a probability sampling 

technique (Yang & Miller, 2008) was used by the researcher to gather data from 

deans, while stratified random sampling was used to obtain data from employers and 

alumni. The method of simple random sampling involved drawing the name from the 

list that the researcher prepared for this study. 

The questionnaires in this study were distributed to three groups of participants: 

employers, deans, and alumni. The formal invitation letter was sent to the groups. It 

was a brief letter introducing the nature and requirement of the study.  First, the set 

of questionnaire (letter and questionnaire) was sent by mail service, mail, and by 

researcher to employers and alumni in the private, public, and state enterprise 

sectors. Thirty-three questionnaires were sent to the deans in five universities 

through their respective secretaries, and the researcher then secured an appointment 

to collect the questionnaire at a later time. Finally, a set of questionnaires was sent 

by mail service to employers whose questionnaires could not be distributed by the 

researcher. A total of 620 questionnaires for the employers, 33 questionnaires for the 

deans, and 700 questionnaires for the alumni were distributed. The first survey began 

in April 2015 and was completed in October 2015. After the survey, semi-structured 

personal interviews were conducted. 

3.9.1 Data Collection from Employers 

This study sample comprises 351 employers: 302 from private, 47 from public, and 2 

from state enterprise sectors in Songkhla Province, Thailand. They were contacted 

through mail, mail service, and personal visits. Questionnaires were sent to the 
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participants by the researcher, research assistants, mail, and mail service. The 

completed questionnaires were returned to the researcher after a month. In addition, 

five employers from Songkhla Province, Thailand, were interviewed –three from the 

private, one from the public, and one from the state enterprise sector, to provide 

information regarding employers‘ expectations. 

3.9.2 Data Collection from Deans  

One dean from each of the five universities in Songkhla Province, Thailand, 

Rajamangala University of Technology Srivijaya, Thaksin University, Songkhla 

Rajabhat University, Prince of Songkla University, and Hatyai University, was 

interviewed. Survey questionnaires were also distributed to 33 of the deans from 

these five universities. They were contacted by the researcher. Thirty-three 

questionnaires were sent to the deans‘ secretary in five universities. Questionnaires 

were returned to the researcher after a month. In addition five deans from five 

universities in Songkhla Province, Thailand, were interviewed. 

3.9.3 Data Collection from Alumni 

The alumni sample comprised 380 numbers of those who graduated between the 

academic years 2010 and 2012, in Songkhla Province, Thailand from five 

universities: 94 from Rajamangala University of Technology Srivijaya, 51 from 

Thaksin University, 86 from Songkhla Rajabhat University, 118 from Prince of 

Songkla University, and 31 from Hatyai University. Five alumni from five 

universities in Songkhla Province, Thailand, were interviewed, one alumnus from 

each university. 
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3.10 Data Analysis Technique 

Data analysis in this study was primarily descriptive. Statistical Package for Social 

Science (SPSS) (Version 21) software was used for quantitative data while data 

analysis was used for the qualitative data. 

3.10.1 Quantitative Data Analysis   

Data analysis has multiple facets and approaches, encompassing diverse techniques 

under a variety of names, in different businesses, in the science and social science 

domains (Churchill & Lacobucci, 2004; Sekaran, 2000). This study used descriptive 

statistics, means, standard deviations, minimum and maximum values. They were 

used to analyze the close-ended survey questions, data screening, and validation 

analyses. Data screening was conducted to inspect and clean the data from outliers, 

Cronbach alpha and composite reliability, assessment univariate, and multivariate of 

normality. Factor analysis was conducted to validate the data. In this study, several 

statistical tools and methods were employed for data analysis testing using Statistical 

Package for Social Science (SPSS) (Version 21). SPSS is one of the most established 

and popular packages used to analyse data to meet the research objectives. The 

reason why the researcher used SPSS was due to its good statistical performance and 

its outstanding data presentation capabilities. Furthermore, SPSS is an advanced tool 

for analyzing a variety of statistical samples, especially in the context of small-scale 

research. In fact, most researchers use SPSS in their research (Greasley, 2008). 

The analytic approach is a step that involves coding, data screening, and 

transforming and modeling the data with the goal of highlighting useful information 

with suggesting, conclusions, and supporting decision-making. This study used a 
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software for data analysis in order to answer the research questions. The following 

were used to perform statistical tests: 

1. factor and reliability analysis, 

2. descriptive statistics, and  

3. ANOVA to test the difference and describe the groups.  

All of the survey results were entered into the statistical package for social Science 

software (SPSS) (Version 21). 

3.10.2  Qualitative data analysis 

After collecting the data from the interviews, the next step was to select and 

categorize the data. The data was then organized, and conclusions were drawn from 

the themes derived from this data. This result was analyzed following the six steps 

proposed by Creswell (2009): 

1. Analyse data by preparing and organizing. Seek to translate the 

interpretations of reality in relation to career skills, and typing up field notes. 

2. Read through all the data. Reflect on the overall meaning, upon receipt of 

the transcript of the interview. Listen to each recording to verify the accuracy 

of the document. 

3. Code the analysis detailed in the beginning process. Key points with regard 

to thoughts, impressions, and possible direction were added in the margins and 

expanded upon in the audit journal (Creswell, 2007; Strauss, 1987; Straus & 

Corbin, 1998 as cited in Casey-Hansen, 2014). 

4. Use the coding process to generate a description of the setting or people as 

well as categories or themes for analysis. This descriptive step involves a 
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detailed rendering of information about 21st century career skills, and the 

course of study. 

5. Advance how the description and themes will be represented (Creswell, 

2013). This step determines categories, concept families, and major themes in 

order to organize and describe early relationships (Straus & Corbin, 1998 as 

cited in Casey-Hansen, 2014). 

6. Make an interpretation or meaning of the data. 

3.11  Summary 

This chapter presented the overview of the methodology, mixed methods adopted in 

the research with the details of research design, participation, instrument, data 

interpretation, validity and reliability, pilot, and data analysis. The research design 

had two stages: the first stage was a survey of participants from employers, deans, 

and alumni in Songkhla Province, Thailand, and the second stage was interviews 

among three groups of participation. The survey as a source of quantitative data, and 

the semi-structured interview as a source of qualitative data, were used as 

instruments. The survey questionnaires were sent to the participants through mail 

service, mail, and personal visits while the interviews were conducted with 

employers, deans, and alumni. The data collection was completed in six months. 
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CHAPTER FOUR 

 FINDINGS  

4.1 Introduction 

This chapter discusses the major findings of this study. The purpose was to describe 

the importance of career skills among undergraduates in Songkhla Province, 

Thailand. Twenty career skills dimensions were considered in the study. The 

quantitative data were analysed by using SPSS (Version 21), and the descriptive 

aspect was drawn from the qualitative data. The findings are presented based on the 

survey and interview data collected from the participants. 

4.2  Participations Rate 

The participation of employers‘ rate was 57% usable participation. A total of 31 

questionnaires from deans were received. The participation rate was 94%. In 

addition, the participation rate of the alumni was 53% usable participation. This 

study is acceptable because participant rate was more than 30% (Sekaran & Bougie, 

2010). The participant rate is shown in Table 4.1. 

Table 4.1 
 
Participants’ Data and Rate 

Details Employers Deans Alumni 

Number of questionnaires distributed 

- By mail service 

- By research assistants 

 

620 

120 

500 

33 

- 

33 

700 

- 

700 
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Table 4.1 (Continued) 

Details Employers Deans Alumni 

Number of questionnaires received 

- By mail service 

- By research assistants 

382 

  32 

350 

31 

- 

31 

380 

- 

380 

Complete questionnaires 354 31 365 

Incomplete questionnaires   28 -   15 

Participant rate (%)   62 94   56 

Usable rate (%)   57 94   53 

 

The participant rates among three groups of participants are shown in   Figure 4.1. 

 

Figure 4.1. Participant rates of the three groups 
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4.3  Description of the Study Sample 

This part presents the demographic data of the participants who participated in this 

study. The study involved employers in Songkhla Province, Thailand, deans from 

five universities and alumni from five universities in Songkhla Province, Thailand. 

The demographic data included gender, place of work, university, academic year 

graduated, sectors of employers, and employees in the workplace. 

4.3.1 Demographics of Employers 

The majority of the participants were females at 59%, while the males were 41%. 

Most of the employers came from the private sector at 86%, while those from the 

public sector were 13%, and from the state enterprise were 1% as shown                  

on Table 4.2. 

Table 4.2 

Demographic Data of the Employers (n=354) 

Demographic Data Frequency Percentage 

Gender 

Male 

Female 

 

145 

209 

 

41 

59 

Sector of employers 

Private 

Public 

State enterprise 

 

302 

  47 

    5 

 

86 

13 

  1 
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Table 4.2 (Continued) 

Demographic Data Frequency Percentage 

Number of employees in the workplace 

1-15 

16-25 

26-30 

31-50 

51-200 

more than 200 

 

177 

  72 

  40 

  38 

  17 

  10 

 

50 

20 

11 

11 

  5 

  3 

 

4.3.2 Demographics of Deans 

The results in Table 4.3 illustrate the demographic distribution of the participants 

based on gender and the universities where they work. Descriptive analysis was 

conducted to describe the participants‘ profiles. The majority of the participants were 

females (52%), while the males were at 48%. The majority of the participants 

worked at Prince of Songkla University (32%), followed by Songkhla Rajabhat 

University (23%), Hatyai University (19%), Thaksin University (16%), and 

Rajamangala University of Technology Srivijaya (10%). 

Table 4.3 

Demographic Data of the Deans (n=31) 

Demographic Data Frequency Percentage 

Gender 

Male 

Female 

 

15 

16 

 

48 

52 
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Table 4.3 (Continued) 

Demographic Data Frequency Percentage 

University 

Rajamangala University of Technology Srivijaya 

Thaksin University 

Songkhla Rajabhat University 

Prince of Songkla University 

Hatyai University 

 

  3 

  5 

  7 

10 

  6 

 

10 

16 

23 

32 

19 

 

4.3.3  Demographics of Alumni  

The completed surveys of alumni were 365. One hundred and eighteen graduates 

were males (32%) and two hundred and forty-seven were females (68%). Sixty-five 

percent (65%) of the alumni were from the private sector, twenty-nine percent (29%) 

from the public sector, and six percent (6%) from the state enterprise sector. Sixteen 

percent of the participants indicated that they graduated from Rajamangala 

University of Technology Srivijaya. Fifteen percent of the participants indicated that 

they graduated from Thaksin University. Twenty-six percent of the participants 

indicated that they graduated from Songkhla Rajabhat University. Thirty-four 

percent of the participants indicated that they graduated from Prince of Songkla 

University. While 34 participants (9%) indicated that they graduated from Hatyai 

University. One hundred and twenty-six (34%) of them graduated in 2010, one 

hundred and twenty-four (34%) in 2011, and one hundred and fifteen (32%) in 2012. 
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Table 4.4 

Demographic Data of the Alumni (n=365) 

Demographic Data Frequency Percentage 

Gender 

Male 

Female 

 

118 

247 

 

32 

68 

Sector of work 

Private 

Public 

State enterprise 

 

237 

105 

  23 

 

65 

29 

  6 

University graduated 

Rajamangala University of Technology Srivijaya 

Thaksin University 

Songkhla Rajabhat University 

Prince of Songkla University 

Hatyai University 

 

  57 

  54 

  94 

126 

  34 

 

16 

15 

26 

34 

  9 

Year graduated 

2010 

2011 

2012 

 

126 

124 

115 

 

34 

34 

32 

 

4.4  Missing Data 

If the valid values on one or more variables are unavailable, it is referred to as 

missing data, and the impact on the results based on the available data could be 

biased. The negative effect of the missing data on the analysis will certainly affect 

the outcome. According to Hair et al., (2010), it is better for researchers to remove 

the respondent if the missing data is more than 50%. In this study, twenty-eight 



 

 98 

employers and fifteen alumni who returned the surveys had missing data because 

they did not answer some questions, such as their place of work, year when they 

graduated, the sector of their employers, and the number of employees in the 

workplace. 

4.5 Detection of Outliers 

Outliers involve data that differ from the rest of the data. They can be well below or 

well above the other scores.  If outliers exist, the results obtained from the analysis 

can be misrepresented. Outliers that arise in a case of one variable is called a 

univariate outlier; however, there are also instances that outliers occur in 

combination of scores between two or more variables. Such outliers are called 

multivariate outliers. To detect the univariate outlier, z score was applied. According 

to Tabachnick and Fidell (2007), any case that exceeds the value of ±3.29 (p < 0.001 

two tailed test) is considered a univariate outlier. However, from the z score, there 

was no indication of outliers. The data were further examined to identify multivariate 

outliers. Multivariate outliers can be recognized by performing Mahalanobis distance 

analysis. Cases that emerge with value greater than the critical chi-square value of 

three degrees of freedom at p < 0.001 must be eliminated. To detect multivariate 

outliers, Mahalanobis Distance (D2) for each univariate was calculated using SPSS. 

This analysis evaluated a set of observations compared with the center of all 

observations on a set of variables. More details of Outliers detection is shown in 

Appendix B. 
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4.6  Normality Test 

Test for the normality of the data is a basic assumption in multivariate analysis 

because normality tests are required initially before conducting tests of statistical 

analysis. It is the assumption that a variable in the study is normally distributed. The 

examination of normality test can be assessed by both graphical and numerical 

methods. Graphical methods are approaches that picture the distribution of actual 

data values and compare them with the theoretical normal distribution. These 

graphical methods used in comparing between the actual shape and the theoretical 

normality distribution are available in histrogram, detrended normal Q-Q Plots, and 

the normal probability plots.  Although graphical methods provide a more reliable 

procedure, they do not prepare the criteria to determine the normality of variables. 

This can be resolved by applying the normality statistical tests. In addition to the 

normality statistical tests, skewness and kurtosis can be applied. Skewness and 

kurtosis are exploited to examine the shape of the distribution. Skewness provides a 

suggestion of symmetry of the distribution, while kurtosis, on the other hand, is used 

to describe the peakness or flatness of the distribution. If the value of skewness and 

kurtosis for a factor exceeds the range of -1 and 1, the data is presumed to be non-

normality distribution. Moreover, a comparison can also be made regarding the level 

of skewness in the normal distribution by converting the skewness value to z scores. 

If the value is equal to or greater than ±1.96 (p < 0.05) the distribution is considered 

to be non-normal distribution. Table 4.5 illustrates the value of skewness and 

kurtosis for each variable. As can be seen in Table 4.5, the values of the variables of 

the present study did not fall outside the range of -1 and 1. Besides, the histograms 

also showed that the actual shape of the distribution for each group appear to be 
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normally distributed (See Appendix C).  This can be supported by normal Q-Q plot 

where the observed value is plotted against the expected value from the normal 

distribution (See Appendix C). In addition, the actual deviation of each observed 

value was clustered along a horizontal line with a value of zero as can be seen in the 

detruded normal Q-Q plot (See Appendix C). To conclude, the data of this study is 

qualified to be normally distributed. 

Table 4.5 

Skewness and Kurtosis for the Variables in the Study 

Variable N Skewness Std. 

error 

Skewness/SE. 

Skewness 

Kurtosis Std. 

error 

Reasoning and 

problem solving 

750 -.123 .089 -1.3820 -.435 .178 

Oral verbal 

communication 

750 -.091 .089 -1.0225 -.275 .178 

Teamwork 750 .071 .089 0.7978 -453 .178 

Interpersonal 

relationships 

750 .081 .089 0.9101 -.514 .178 

Initiative/self 

motivation 

750 .008 .089 0.0899 -.472 .178 

Writing 750 .087 .089 0.9775 -.421 .178 

Technology 750 .014 .089 0.1573 -.462 .178 

Self-management 

and organization 

750 -.017 .089 -.1910 -.441 .178 

Reading 750 .123 .089 1.3820 -.350 .178 

Planning and 

organizing 

750 .006 .089 0.0674 -.308 .178 

Thinking about 

learning 

750 .098 .089 1.1011 -.345 .178 
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Table 4.5 (continued) 

Variable N Skewness Std. 

error 

Skewness/SE. 

Skewness 

Kurtosis Std. 

error 

Learning in the 

workplace 

750 -.071 .089 -.7978 -.455 .178 

Critical thinking 750 -.093 .089 -1.0449 -.245 .178 

Leadership 750 .095 .089 1.0674 -.367 .178 

Social and 

economic studies 

750 -.031 .089 -0.3483 -.326 .178 

Time management 750 -.142 .089 -1.5955 -.258 .178 

Listening 750 -.087 .089 -.9775 -.307 .178 

Confidence 750 -.031 .089 -.3483 -.413 .178 

Creativity 750 -.143 .089 -1.6067 -.238 .178 

Flexibility 750 .011 .089 0.1236 -.403 .178 

 

As can be seen in Table 4.5, the values of the variables of the present study did not 

fall outside the range of -1 and 1. Besides, the histograms also showed that the actual 

shape of the distribution for each group appear to be normally distributed              

(See Appendix C).  This can be supported by normal Q-Q plot where the observed 

value is plotted against the expected value from the normal distribution                  

(See Appendix C). In addition, the actual deviation of each observed value was 

clustered along a horizontal line with a value of zero as can be seen in the detruded 

normal Q-Q plot (See Appendix C). To conclude, the data of this study is qualified 

to be normally distributed. 
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4.7  Goodness of Measurement 

The goodness of measurement was examined by testing validity and reliability. 

4.7.1 Validity 

Validity tests refer to the evaluation of the extent to which the instrument measures 

what it asserts to measure (Sekaran & Bougie, 2010). Content validity seeks opinions 

from experts in their respective areas. Construct validity, on the other hand, is the 

method used to measure how well the results attained from the use of the 

measurement fit the concept as theorized (Sekaran & Bougie, 2010). It can be 

attained by conducting factor analysis. 

4.7.1.1  Content Validity 

This study was conducted involving five academics who are experts in their 

respective areas (see Appendix D). The results revealed the item-objective 

congruence index; IOC of each question was more than 0.5, which meant that some 

statements needed to be modified to minimize translation and ensure that the twenty 

variables were understandable to the participants. Consequently, the IOC of each 

question was more than 0.5 which shows good content validity. (Chawanakrasaesin, 

Rukskul & Ratanawilai, 2011). 

4.7.1.2 Construct Validity 

Factor analysis was conducted to test construct validity. According to Hair et al. 

(2010), factor analysis defines the underlying structure in a data matrix by 

summarizing the underlying patterns of correlation of closely related items. The 

exploratory principal component factor analysis with varimax rotation was 
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performed to recognize a set of parsimonious, distinct, and non-overlapping 

variables underlying the items of each construct. The factorability of the dimensions 

was examined before performing exploratory factor analysis of the data.                

The measure of KMO measure of sampling adequacy and Bartlett‘s test of Sphericity 

were used to check the factorability of the data. 

However, there are a number of statistical assumptions that need to be met to decide 

whether the items of variables are appropriate for analyzing by factor analysis. First, 

preferably, the sample size should be 100 or more. Second, Measure of Sampling 

Adequacy for each item should be above 0.50. Next, the Kaiser-Meyer-Olkin (KMO) 

values must be greater than 0.60. Finally, the Bartlett‘s Test of Sphericity should be 

significant at p < 0.05 to ensure the efficiency of the correlations among variables, 

and compliance with the basis of factor analysis (Hair et al., 2010). 

Principal component analysis with varimax rotation was carried out to ascertain 

whether the items of the study variables in the measuring instrument capture the 

concept of the importance of twenty career skills. Hair et al. (2010), suggest that to 

determine the factors to be extracted, principle component analysis with an 

Eigenvalue of greater than 1.0 should be taken into account (See Appendix F). 

In factor loading, a loading of ± 0.30, ± 0.40 and ± 0.50 or greater are considered as 

significant, more important, and very significant, respectively.  According to Hair et 

al. (2010), the items with loading of ± 0.05 will be interpreted as a significant factor. 
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Factor analysis was used with the items of variables. The initial 167 items of the 

variables were entered into PCA using Varimax Rotation. These results showed only 

one factor with Eigenvalues (Eigenvalues= 13.15), with 65.75% of data variance. 

The KMO value is 0.98 with a significant Barlett‘s Test of Sphericity (Sig=.000). 

This result means that the data are appropriate for factor analysis. In this study, all 

items of the variable were from 0.622 to 0.812. The results in Table 4.6 show that the 

items are greater than 0.60, and therefor correlate very significantly to the factor 

itself (see Appendix F). 

4.7.2  Reliability 

Reliability refers to the degree to which measurement error is absent from scores 

yielded by the test (Gall, Gall, & Borg, 2007). The reliability of a measure indicates 

that the instruments in the study measure the conception of, and assess the goodness 

of, a measure. The reliability analysis is conducted to test for consistency and 

stability of items, and the overall construct. Cronbach‘s alpha is the reliability 

coefficient that indicates how well the items in a set are positively related to one 

another (Sakaran & Bougie, 2010).  

The Cronbach‘s alpha range of reliability was calculated, reported, and conducted to 

analyze the reliability for testing the twenty dimensions of career skills. The results 

show that  Cronbach‘s alpha values for all dimensions are between 0.788 and 0.891. 

Cronbach‘s alpha was used to analyze the reliability of the career skills items. The 

results show that Cronbach‘s alpha values for career skills items in all dimensions 

are 0.972 (See Appendix G). According to Hair et al. (2006), the strength of relations 

for Cronbach‘s alpha between 0.70 and 0.80 is good, 0.80 and 0.90 is very good, and 
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over 0.90 is excellent. Thus, the values of Cronbach‘s alpha in this study are above 

the acceptable level of alpha.  Table 4.6 presents the Cronbach‘s alpha values for 

each variable. 

Table 4.6 

Cronbach’s alpha Values 

Variable of Career Skills  Cronbach’s Alpha 

Reasoning and problem solving .894 

1.Can identify problems .841 

2.Can recognize problems and devise and implement a 

plan of action 

.840 

3.Can separate fact from opinion .853 

4.Can formulate and reach decisions logically .846 

5.Can determine what is needed to accomplish work 

assignments 

.852 

6.Can make decisions and solve problems effectively .852 

7.Consider and evaluate alternative solutions, weighing 

their risks and benefits 

.845 

8.Can adjust to unanticipated situations by applying 

established rules and facts 

.851 

9.Can provide solutions or answers individually or in a 

group setting 

.849 

Oral verbal communication .891 

1.Can organize basic ideas, and communicate orally .851 

2.Have effective use of language in speaking .845 

3.Understand the intent and details of oral 

communication very well 
.850 

4.Have good communication skills in general .853 

5.Can present ideas favourably .855 
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Table 4.6 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

6.Understand and give instructions very well .856 

7.Can identify and summarize correctly the principal and 

subsidiary ideas in discussions 

.854 

8.Can obtain, clarify, and verify information through 

questioning 

.854 

9.Able to participate effectively in discussions .854 

Teamwork .902 

1.Can respond to constructive criticisms .804 

2.Can accept differences and diversity of individuals 

within the group 

.796 

3.Can contribute to a team by sharing information and 

knowledge 

.795 

4.Can involve team members in decisions and plans that 

affect them 

.803 

5.Able to empower team members to do their jobs or tasks 

assigned 

.806 

6.Able to build agreement and trust within and across 

teams and groups 

.801 

Interpersonal relationships .878 

1.Contribute positively to group efforts .857 

2.Work well with both men and women from diverse 

backgrounds 

.848 

4.Able to handle conflict maturely .857 

5.Interact effectively with others regardless of the diverse 

level or background 

.846 

6.Understand the interaction and interrelationship of 

systems within an organization 

.847 

7.Demonstrate respect for the opinions, customs, and 

individual  differences of others 

.854 
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Table 4.6 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

Initiative/self motivation .895 

1.Can set personal goals, monitor progress, exhibit self-

control, and take responsibility on actions 

.836 

2.Understand the organizational protocols and procedures 

very well 

.825 

3.Demonstrate a positive attitude at work .829 

4.Need to use opportunities for learning and personal 

development 

.829 

5.Able to present completed work and receive constructive 

feedback 

.834 

6.Can transfer skills, abilities and knowledge to the work 

environment 

.844 

7.Can identify the correct solutions when given a set of 

facts and a set of conclusions 

.841 

8.Possess the ability to set goals and allocate time to 

achieve 

.838 

Writing .761 

1.Able to gather information suitable for the purpose/ 

intention 

.801 

2.Can organize information in a logical and coherent 

manner 

.798 

3.Able to compose and create appropriate documents to 

complete an assignment 

.794 

4.Know how  to apply the rules of correct spelling, 

punctuation and capitalization 

.788 

5.Use reference books such as dictionary, thesaurus, and 

Encyclopedia 

.799 

6.Can write memos, business letters, and agenda of 

meeting clearly 

.800 
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Table 4.6 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

7.Can communicate thoughts and ideas in written form .791 

Technology .873 

1.Can choose procedures, tools or equipment including 

computers and related technology and assess its use for 

work based situations 

.882 

2.Can identify the need for data, obtain data from existing 

sources or create it, and evaluate its relevance and 

accuracy 

.878 

3.Can prevent, identify, or solve problems with equipment, 

including computers and other technology 

.879 

4.Can organize, process and maintain written or 

computerized records and other forms of information and 

use to locate and interpret 

.880 

5.Use technology to develop a professional presentation .872 

6.Use technology to communicate with colleagues .877 

7.Can perform basic computations and approach practical 

problems with different mathematical techniques 

.880 

Self-management and organization .905 

1.Can select goal-relevant activities, rank them, allocate 

proper time, prepare and follow schedules 

.858 

2.Can achieve organizational and personal goals 

independently 

.855 

3.Demonstrate work ethics that are aligned with the 

workplace ethics 

.855 

4.Can adjust easily to workplace changes and work under 

pressure 

.856 

5.Employ appropriate occupational safety practices .860 

6.Demonstrate ability to work independently .857 
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Table 4.6 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

7.Demonstrate self-management and responsibility of 

resources 

.858 

8.Can distinguish trends, and predict the impact of actions 

on system operations 

.862 

Reading .950 

1.Can read and understand tasks, work assignment, 

manual/memos, etc 

.870 

2.Can read job instructions clearly .867 

3.Understand the purpose of written materials .865 

4.Identify and summarize principal and subsidiary ideas .868 

5.Verify information and evaluate the worth and 

objectivity of sources 

.865 

6.Have effective use of language in reading .867 

7.Able to read and note details and facts .869 

8.Be aware of inconsistencies in written materials .869 

9.Interpret graphic information: for example, in tables, 

charts and graphs 

.872 

Planning and organizing .941 

1.Can learn more about employment trends (i.e. 

employment growth) in career fields 

.868 

2.Can plan and organize actions for success in career .858 

3.Clear about the goals and objectives for work .862 

4.Clear about the duties and responsibilities at work .862 

5.Able to distinguish between the more important and less 

important information to complete a task 

.863 

6.Use available resources to determine alternative 

solutions to the given tasks 

.867 
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Table 4.6 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

7.Follow given timelines to choose the best alternative in 

solving a problem 

.859 

8.Generate multiple alternatives to solve a problem .862 

9.Identify a problem and determine a plan of action to 

resolve it 

.862 

Thinking about learning .938 

1.Use evidence skillfully and impartially .843 

2.Distinguish between logically valid and invalid 

inferences 

.840 

3.Understand the difference between reasoning and 

rationalizing 

.841 

4.Attempt to anticipate the probable consequences of 

alternative actions before making a choice 

.845 

5.Recognize that most real-world problems have more than 

one possible solution and that those solutions may differ in 

numerous respects 

.842 

6.Look for unusual approaches to complex problems .844 

7.Understand the differences between conclusions, 

assumptions, and hypotheses 

.845 

8.Organize thoughts and articulate them concisely and 

coherently 

.841 

9.Know how to seek information, and does so when it 

makes sense 

.840 

Learning in the workplace .886 

1.Contribute to high quality working relationships .866 

2.Able to learn by doing in the workplace .864 

3.Display a desire to gain new knowledge and skills .865 

4.Can reflect on and learn from own mistakes and those of 

others 

.868 
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Table 4.6 (continued) 

Variable of Career Skills  Cronbach’s Alpha 

5.Lead to more self confidence and awareness of levels of 

abilities as the learning is rapidly put into practice 

.868 

6.Involved in the company and committed to its overall 

goals 

.865 

7.Understand the company‘s culture and context .873 

8.Actively pursue personal growth and improvement .868 

Critical thinking .886 

1.Effectively analyze and understand complex information .855 

2.Able to use learning from the program in a critical way .852 

3.Can identify not only the basics of the issue, but 

recognize nuances of the issue 

.853 

4.Clearly distinguish between fact, opinion and 

acknowledges value judgments 

.851 

5.Can apply knowledge to new situations .856 

6.Can formulate a new classification scheme .856 

7.Dig below the surface to get at underlying issues when 

solving problems 

.855 

8.Observe cause and effect and address existing or 

potential consequences 

.853 

Leadership .944 

1.Understand and observe the mission and vision of the 

department/division 

.867 

2.Able to implement appropriate decisions under uncertain 

conditions 

.865 

3.Seek information for better understanding of a situation .863 

4.Help others feel comfortable in the group .861 

5.Make suggestions about how to solve problems .861 

6.Develop plans of action for the group .860 

7.Able to role model behavior to other professionals .863 
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Table 4.6 (Continued) 

Variable of Career Skills  Cronbach’s Alpha 

8.Gain co-operation and commitment from top leadership .861 

9.Provide long-term commitment to the organization .861 

10.Can anticipate outcome sand consequences of a task .862 

Social and economic studies .843 

1.Can use simulation activities to learn critical aspects of 

skills 

.837 

2.Strive to reach one‘s true potential .826 

3.Learn to predict social and economic problems/crisis .831 

4.Can analyze how world change impacts economically 

and socially 

.826 

5.Understand the diverse aspects of social and economic .826 

6.Learn and realize technological growth and the effect on 

the economy and social 

.826 

Time management .951 

1.Can set priorities to determine the order in which tasks 

will be performed each day 

.891 

2.Can control the time when work precipitate .889 

3.Can make a list of things to do each day and tick each 

task as it is accomplished 

.889 

4.Can evaluate how well a schedule has been followed 

during a workday 

.889 

5.Set out to accomplish tasks according to the deadlines .889 

6.Practice time management in completing assigned tasks .888 

7.Can leave a clear, well-organized workspace at the end 

of workday 

.889 

8.Can decide and try to  accomplish the short term and 

keep it in long term objectives 

.888 

9.Can spend to a scheduling and organizing on workday 

for time wasted 

.890 
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Table 4.6 (continued) 

Variable of Career Skills  Cronbach’s Alpha 

10.Can keep schedule and not take away from work .889 

11.Can record names, addresses and phone numbers in a 

special file for contacting people 

.890 

Listening .935 

1.Performs effectively listening in meeting .856 

2.Ready to listen when speaker approaches .853 

3.Make sure accurately understand what a speaker says  .853 

4.Can listen to the entire message without interrupting, 

whether in agreement or not 

.854 

5.Sensitive to vocal cues when communicating with a 

listener 

.847 

6.Actively listen to diverse points of view .854 

7.Respond in an appropriate with speaker .850 

8.Has patience and focus when listening to speakers of 

another language 

.852 

Confidence .909 

1.Confident to learn the content as work on the lesson .838 

2.Can adjust behavior to meet the requirements of any 

situation  

.832 

3.Believe by self can do well in learning from lesson, if try 

very hard 

.837 

4.Able to oral presentations and public speaking .842 

5.Recognize successfully from self confidence .840 

6.Believe that work hard will do well in learning from 

lesson 

.840 

7.Able to read people‘s true emotions correctly through 

their eyes 

.835 

8.Can make a point to let other know about abilities .841 
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Table 4.6 (continued) 

Variable of Career Skills  Cronbach’s Alpha 

Creativity .913 

1.Show commitment to organization change plans and 

initiatives. 

.870 

2.Can initiate changes in processes, systems, and/or the 

organization structure to improve the performance 

.862 

3.Can suggest drastically new ways to looking at the 

problem 

.861 

4.Create new opportunities .865 

5.Step outside the traditional boundaries and constraints .864 

6.Able to pay attention to details that affect quality of the 

day‘s routine work 

.865 

7.Offer imaginative ideas and solutions to problems .864 

8.Able to lay down a plan of action for the day‘s routine 

activities 

.867 

9.Make a real attempt to share information with others .869 

Flexibility .937 

1.Responsive to new and changing circumstances .862 

2.Adaptable to individual‘s needs and situations .860 

3.Respond effectively to changes and challenges .861 

4.Remain focused and effective under pressure .864 

5.Can take care of work issues during personal time away 

from work 

.862 

6.Have clear boundaries between work and personal life .865 

7.Remain optimistic in the face of obstacles or problems .858 

8.Can stop personal activity because a colleague required 

for attention 

.859 

9.Can help unexpected requests for colleagues during 

leisure time 

.858 

10.Neglect personal needs because of the demands of work .860 
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4.8  Descriptive Statistics 

When performing data analysis, creating a table of means and standard deviations 

must be considered as the initial step in the process (Walonick, 2010). Table 4.7 

shows the means and standard deviations computed using SPSS (version 21). The 

current study used a 5-point scale (1=Poor, 2= Fair, 3=Good, 4=Very Good, 

5=Excellent) to measure the respondents‘ feedback to all the items in each variable 

(See Appendix H). Mean and standard deviation of the major category of the 21st 

century career skills were used in this study. All measurements have been recorded 

on a five-point scale, ranging from one to five. Table 4.7 shows that the mean values 

from all career skills are very good (3.41) to (3.62). (5-point scale, where 1=Poor, 

2=Fair, 3=Good, 4=Very good, 5=Excellent). The criteria used in this study are as 

follow: 1.00-1.80 is poor, 1.81-2.60 is fair, 2.61-3.40 is good, 3.41-4.20 is very good, 

and 4.21-5.00 is excellent. 

Table 4.7 

Descriptive Statistics on Three groups of Participants 

Variables n Mean SD. 

Reasoning and problem solving 750 3.43 .60 

Oral verbal communication 750 3.44 .60 

Teamwork 750 3.56 .60 

Interpersonal relationships 750 3.62 .65 

Initiative/self motivation 750 3.54 .59 

Writing 750 3.41 .55 

Technology 750 3.46 .66 

Self-management and organization 750 3.53 .62 
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Table 4.7 (continued) 

Variables n Mean SD. 

Reading 750 3.51 .60 

Planning and organizing 750 3.55 .59 

Thinking about learning 750 3.50 .55 

Learning in the workplace 750 3.60 .64 

Critical thinking 750 3.41 .59 

Leadership 750 3.55 .56 

Social and economic studies 750 3.43 .64 

Time management 750 3.60 .60 

Listening 750 3.55 .62 

Confidence 750 3.58 .60 

Creativity 750 3.47 .62 

Flexibility 750 3.56 .58 

 

Figure 4.2 shows the mean of career skills from the highest to lowest. The 

descriptive statistics on the three groups of participants in terms of the mean scores 

of 20 career skills shows that the interpersonal relationship is the highest 

(Mean=3.62) and the lowest is writing (Mean=3.41). 
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Figure 4.2. Descriptive mean scores on the three groups of participants of 20 career 
skills ranked from the highest to lowest  

Table 4.8 shows that the mean value for reasoning and problem solving skills is 3.43. 

This indicates that the undergraduates‘ reasoning and problem solving skills is very 

good as the value falls between 3.41 and 4.20. The three items with the highest 

scores for reasoning and problem solving sub-skills are, ―can determine what is 

needed to accomplish work assignments‖ (3.61), ―can formulate and reach decisions 

logically‖ (3.49), and ―Can make decisions and solve problems effectively‖ (3.49). 

The item with the lowest score is ―can identify problems‖ (3.29). 
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Table 4.8 

Mean and Standard Deviation of Reasoning and Problem Solving Skills 

Variables n Mean SD. 

Reasoning and problem solving 750 3.43 .602 

Can identify problems 750 3.29 .932 

Can recognize problems and devise and 

implement a plan of action 

750 3.37 .885 

Can separate fact from opinion 750 3.41 .889 

Can formulate and reach decisions logically 750 3.49 .890 

Can determine what is needed to accomplish 

work assignments 

750 3.61 .873 

Can make decisions and solve problems 

effectively 

750 3.49 .825 

Consider and evaluate alternative solutions, 

weighing their risks and benefits 

750 3.41 .832 

Can adjust to unanticipated situations by 

applying established rules and facts 

750 3.42 .870 

Can provide solutions or answers individually 

or in a group setting 

750 3.39 .853 

 

 

Table 4.9 shows that the mean value for oral verbal communication skills is 3.44. 

This indicates that the undergraduates‘ oral verbal communication skills is very good 

as the value falls between 3.41 and 4.20.  The three items with the highest scores for 

oral verbal communication sub-skills are, ―have good communication skills in 

general‖ (3.56), ―understand the intent and details of oral communication very well‖ 

(3.52), and ―can present ideas favourably‖ (3.48). The item with the lowest score is 

―can organize basic ideas, and communicate orally‖ (3.30). 
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Table 4.9 

Mean and Standard Deviation of Oral Verbal Communication Skills 

Variables n Mean SD. 

Oral verbal communication 750 3.44 .602 

Can organize basic ideas, and communicate 

orally 

750 3.30 .874 

Have effective use of language in speaking 750 3.40 .884 

Understand the intent and details of oral 

communication very well 

750 3.52 .859 

Have good communication skills in general 750 3.56 .858 

Can present ideas favourably 750 3.48 .884 

Understand and give instructions very well 750 3.48 .861 

Can identify and summarize correctly the 

principal and subsidiary ideas in discussions 

750 3.47 .843 

Can obtain, clarify, and verify information 

through questioning 

750 3.39 .848 

Able to participate effectively in discussions 750 3.39 .872 

 

Table 4.10 shows that the mean value for teamwork skills is 3.56. This indicates that 

the undergraduates‘ teamwork skills is very good as the value falls between 3.41 and 

4.20. The three items with the highest scores for teamwork sub-skills are, ―can 

contribute to a team by sharing information and knowledge‖ (3.59), ―can involve 

team members in decisions and plans that affect them‖ (3.59), and ―able to build 

agreement and trust within and across teams and groups‖ (3.59). The item with the 

lowest score is ―can respond to constructive criticisms‖ (3.48). 
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Table 4.10 

Mean and Standard Deviation of Teamwork Skills 

Variables n Mean SD. 

Teamwork 750 3.56 .604 

Can respond to constructive criticisms  750 3.48 .823 

Can accept differences and diversity of 

individuals within the group  

750 3.56 .818 

Can contribute to a team by sharing 

information and knowledge  

750 3.59 .828 

Can involve team members in decisions and 

plans that affect them 

750 3.59 .831 

Able to empower team members to do their 

jobs or tasks assigned 

750 3.52 .826 

Able to build agreement and trust within and 

across teams and groups 

750 3.59 .818 

 

Table 4.11 shows that the mean value for interpersonal relationships skills is 3.62. 

This indicates that the undergraduates‘ interpersonal relationships skills is very good 

as the value falls between 3.41 and 4.20. The three items with the highest scores for 

interpersonal relationships sub-skills are, ―demonstrate respect for the opinions, 

customs, and individual differences of others‖ (3.71), ―work well with both men and 

women from diverse backgrounds‖ (3.66), ―interact effectively with others 

regardless of the diverse level or background‖ (3.66), the item with the lowest score 

is ―able to handle conflict maturely‖ (3.55). 
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Table 4.11 

Mean and Standard Deviation of Interpersonal Relationships Skills 

Variables n Mean SD. 

Interpersonal relationships 750 3.62 .645 

Contribute positively to group efforts 750 3.63 .892 

Work well with both men and women 

from diverse backgrounds 

750 3.66 .879 

Can make friends at work easily and get 

the help and support when needed from 

colleagues 

750 3.57 .894 

Able to handle conflict maturely 750 3.55 .844 

Interact effectively with others regardless 

of the diverse level or background 

750 3.66 .866 

Understand the interaction and 

interrelationship of systems within an 

organization 

750 3.57 .828 

Demonstrate respect for the opinions, 

customs, and individual differences of 

others 

750 3.71 .853 

 

Table 4.12 shows that the mean value for initiative/self motivation skills is 3.54. This 

indicates that the undergraduates‘ initiative/self motivation skills is very good as the 

value falls between 3.41 and 4.20. The three items with the highest scores for 

initiative/self motivation sub-skills are, ―demonstrate a positive attitude at work‖ 

(3.60), ―need to use opportunities for learning and personal development‖ (3.60), and 

―can transfer skills, abilities and knowledge to the work environment‖ (3.57). The 
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item with the lowest score is ―can set personal goals, monitor progress, exhibit self-

control, and take responsibility on actions‖ (3.41). 

Table 4.12 

Mean and Standard Deviation of Initiative/Self Motivation Skills 

Variables n Mean SD. 

Initiative/self motivation 750 3.54 .591 

Can set personal goals, monitor progress, 

exhibit self-control, and take responsibility on 

actions 

750 3.41 .906 

Understand the organizational protocols and 

procedures very well 

750 3.53 .873 

Demonstrate a positive attitude at work 750 3.60 .843 

Need to use opportunities for learning and 

personal development 

750 3.60 .860 

Able to present completed work and receive 

constructive feedback 

750 3.54 .829 

Can transfer skills, abilities and knowledge to 

the work environment 

750 3.57 .814 

Can identify the correct solutions when given 

a set of facts and a set of conclusions 

750 3.51 .817 

Possess the ability to set goals and allocate 

time to achieve 

750 3.54 .799 

 

Table 4.13 shows that the mean value for writing skills is 3.41. This indicates that 

the undergraduates‘ writing skills is very good as the values falls between 3.41 and 

4.20. The three items with the highest scores for writing sub-skills are, ―can 

communicate thoughts and ideas in written form‖ (3.45), ―can organize information 
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in a logical and coherent manner‖ (3.44), and ―know how to apply the rules of 

correct spelling, punctuation and capitalization‖ (3.44). The item with the lowest 

score is ―use reference books such as dictionary, thesaurus, and encyclopedia‖ 

(3.35). 

Table 4.13 

Mean and Standard Deviation of Writing Skills 

Variables n Mean SD. 

Writing 750 3.41 .55 

Able to gather information suitable for the 

purpose/ intention 

750 3.39 .795 

Can organize information in a logical and 

coherent manner 

750 3.44 .765 

Able to compose and create appropriate 

documents to complete an assignment 

750 3.42 .771 

Know how  to apply the rules of correct 

spelling, punctuation and capitalization 

750 3.44 .816 

Use reference books such as dictionary, 

thesaurus, and encyclopedia 

750 3.35 .852 

Can write memos, business letters, and agenda 

of meeting clearly 

750 3.36 .803 

Can communicate thoughts and ideas in written 

form 

750 3.45 .792 

 

Table 4.14 shows that the mean value for technology skills is 3.46. This indicates 

that the undergraduates‘ technology skills is very good as the value falls between 

3.41 and 4.20. The three items with the highest scores for technology sub-skills are, 

―can choose procedures, tools or equipment including computers and related 
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technology and assess its use for work based situations‖ (3.57), ―can identify the 

need for data, obtain data from existing sources or create it, and evaluate its 

relevance and accuracy‖ (3.52), and ―use technology to communicate with 

colleagues‖ (3.50). The item with the lowest score is ―can organize, process and 

maintain written or computerized records and other forms of information and use to 

locate and interpret‖ (3.36). 

Table 4.14 

Mean and Standard Deviation of Technology Skills  

Variables n Mean SD. 

Technology 750 3.46 .66 

Can choose procedures, tools or equipment 

including computers and related technology 

and assess its use for work based situations 

750 3.57 .924 

Can identify the need for data, obtain data from 

existing sources or create it, and evaluate its 

relevance and accuracy 

750 3.52 .859 

Can prevent, identify, or solve problems with 

equipment, including computers and other 

technology 

750 3.49 .855 

Can organize, process and maintain written or 

computerized records and other forms of 

information and use to locate and interpret 

750 3.36 .846 

Use technology to develop a professional 

presentation 

750 3.40 .901 

Use technology to communicate with 

colleagues 

750 3.50 .849 
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Table 4.14 (Continued) 

Variables n Mean SD. 

Can perform basic computations and approach 

practical problems with different mathematical 

techniques  

750 3.41 .848 

Understand the overall intent and proper 

procedures for the setup and operation of the 

equipment 

750 3.43 .889 

 

Table 4.15 shows that the mean value for self-management and organization skills is 

3.53. This indicates that the undergraduates‘self-management and organization skills 

is very good as the value falls 3.41 and 4.20. The three items with the highest scores 

for self-management and organization sub-skills are, ―demonstrate self-management 

and responsibility of resources‖ (3.58), ―can adjust easily to workplace changes and 

work under pressure‖ (3.55), and ―demonstrate ability to work independently‖ 

(3.55). The item with the lowest score is ―can select goal-relevant activities, rank 

them, allocate proper time, prepare and follow schedules‖ (3.49). 

Table 4.15 

Mean and Standard Deviation of Self-Management and Organization Skills 

Variables n Mean SD. 

Self-management and organization 750 3.53 .62 

Can select goal-relevant activities, rank them, 

allocate proper time, prepare and follow 

schedules 

750 3.49 .853 
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Table 4.15 (Continued) 

Variables n Mean SD. 

Can achieve organizational and personal goals 

independently 

750 3.52 .840 

Demonstrate work ethics that are aligned with 

the workplace ethics 

750 3.55 .861 

Can adjust easily to workplace changes and 

work under pressure 

750 3.55 .854 

Employ appropriate occupational safety 

practices 

750 3.51 .844 

Demonstrate ability to work independently 750 3.55 .813 

Demonstrate self-management and 

responsibility of resources 

750 3.58 .868 

Can distinguish trends, and predict the impact 

of actions on system operations 

750 3.49 .849 

 

Table 4.16 shows that the mean value for reading skills is 3.51. This indicates that 

the undergraduates‘reading skills is very good as the value falls between 3.41 and 

4.20. The three items with the highest scores for reading sub-skills are, ―can read job 

instructions clearly‖ (3.56), ―identify and summarize principal and subsidiary ideas‖ 

(3.56), and ―can read and understand tasks, work assignment, manual/memos, etc‖ 

(3.52). The item with the lowest score is ―interpret graphic information: for example, 

in tables, charts and graphs‖ (3.43). 
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Table 4.16 

Mean and Standard Deviation of Reading Skills 

Variables n Mean SD. 

Reading 750 3.51 .60 

Can read and understand tasks, work 

assignment, manual/memos, etc 

750 3.52 .878 

Can read job instructions clearly 750 3.56 .798 

Understand the purpose of written materials 750 3.50 .841 

Identify and summarize principal and 

subsidiary ideas 

750 3.56 .823 

Verify information and evaluate the worth and 

objectivity of sources 

750 3.52 .811 

Have effective use of language in reading 750 3.52 .826 

Able to read and note details and facts 750 3.48 .856 

Be aware of inconsistencies in written materials 750 3.52 .795 

Interpret graphic information: for example, in 

tables, charts and graphs 

750 3.43 .855 

 

Table 4.17 shows that the mean value for planning and organizing skills is 3.55. This 

indicates that the undergraduates‘ planning and organizing skills is very good as the 

value falls between 3.41 and 4.20. The three items with the highest scores for 

planning and organizing sub-skills are, ―able to distinguish between the more 

important and less important information to complete a task‖ (3.62), ―clear about the 

duties and responsibilities at work‖ (3.60), and ―follow given timelines to choose the 

best alternative in solving a problem‖ (3.59). The item with the lowest score is ―can 

learn more about employment trends (i.e. employment growth) in career fields‖ 

(3.37). 
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Table 4.17 

Mean and Standard Deviation of Planning and Organizing Skills 

Variables n Mean SD. 

Planning and organizing 750 3.55 .59 

Can learn more about employment trends (i.e. 

employment growth) in career fields 

750 3.37 .882 

Can plan and organize actions for success in 

career 

750 3.50 .798 

Clear about the goals and objectives for work 750 3.57 .813 

Clear about the duties and responsibilities at 

work 

750 3.60 .829 

Able to distinguish between the more important 

and less important information to complete a 

task 

750 3.62 .818 

Use available resources to determine alternative 

solutions to the given tasks 

750 3.55 .841 

Follow given timelines to choose the best 

alternative in solving a problem 

750 3.59 .856 

Generate multiple alternatives to solve a problem 750 3.56 .850 

Identify a problem and determine a plan of 

action to resolve it 

750 3.58 .829 

 

Table 4.18 shows that the mean value for thinking about learning skills is 3.50. This 

indicates that the undergraduates‘ thinking about learning skills is very good as the 

value falls between 3.41 and 4.20. The three items with the highest scores for 

thinking about learning sub-skills are, ―distinguish between logically valid and 

invalid inferences‖ (3.56), ―understand the difference between reasoning and 

rationalizing‖ (3.56), and ―use evidence skilfully and impartially‖ (3.51). The item 
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with the lowest score is ―organize thoughts and articulate them concisely and 

coherently‖ (3.45). 

Table 4.18 

Mean and Standard Deviation of Thinking about Learning Skills  

Variables n Mean SD. 

Thinking about learning 750 3.50 .550 

Use evidence skilfully and impartially 750 3.51 .834 

Distinguish between logically valid and invalid 

inferences 

750 3.56 .764 

Understand the difference between reasoning and 

rationalizing 

750 3.56 .819 

Attempt to anticipate the probable consequences 

of alternative actions before making a choice  

750 3.51 .769 

Recognize that most real-world problems have 

more than one possible solution and that those 

solutions may differ in numerous respects  

750 3.49 .810 

Look for unusual approaches to complex problems 750 3.48 .795 

Understand the differences between conclusions, 

assumptions, and hypotheses 

750 3.50 .776 

Organize thoughts and articulate them concisely 

and coherently 

750 3.45 .831 

Know how to seek information, and does so when 

it makes sense 

750 3.49 .815 

 

 

 



 

 130 

Table 4.19 shows that the mean value for learning in the workplace skills is 3.60. 

This indicates that the undergraduates‘ learning in the workplace skills is very good 

as the value falls 3.41 and 4.20. The three items with the highest scores for learning 

in the workplace sub-skills are, ―involved in the company and committed to its 

overall goals‖ (3.70), ―display a desire to gain new knowledge and skills‖ (3.69), and 

―can reflect on and learn from own mistakes and those of others‖ (3.69). The item 

with the lowest score is ―understand the company‘s culture and context‖ (3.39). 

Table 4.19 

Mean and Standard Deviation of Learning in the Workplace Skills  

Variables n Mean SD. 

Learning in the workplace 750 3.60 .64 

Contribute to high quality working 

relationships 

750 3.54 .868 

Able to learn by doing in the workplace 750 3.64 .835 

Display a desire to gain new knowledge and 

skills 

750 3.69 .845 

Can reflect on and learn from own mistakes 

and those of others 

750 3.69 .855 

Lead to more self-confidence and awareness 

of levels of abilities as the learning is rapidly 

put into practice 

750 3.61 .872 

 Involved in the company and committed to 

its overall goals 

750 3.70 .882 

Understand the company‘s culture and 

context 

750 3.39 .935 

Actively pursue personal growth and 

improvement 

750 3.55 .858 
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Table 4.20 shows that the mean value for critical thinking skills is 3.41. This 

indicates that the undergraduates‘ critical thinking skills is very good as the value 

falls between 3.41 and 4.20. The three items with the highest scores for critical 

thinking sub-skills are, ―can apply knowledge to new situations‖ (3.47), ―able to use 

learning from the program in a critical way‖ (3.45), and ―can formulate a new 

classification scheme‖ (3.44). The item with the lowest score is ―effectively analyze 

and understand complex information‖ (3.36). 

Table 4.20 

Mean and Standard Deviation of Critical Thinking Skills  

Variables n Mean SD. 

Critical thinking 750 3.41 .59 

Effectively analyze and understand complex 

information 

750 3.36 .844 

Able to use learning from the program in a 

critical way 

750 3.45 .805 

Can identify not only the basics of the issue, 

but recognize nuances of the issue 

750 3.37 .808 

Clearly distinguish between fact, opinion and 

acknowledges value judgments 

750 3.37 .821 

Can apply knowledge to new situations 750 3.47 .821 

Can formulate a new classification scheme 750 3.44 .809 

Dig below the surface to get at underlying 

issues when solving problems 

750 3.39 .839 

Observe cause and effect and address existing 

or potential consequences 

750 3.43 .801 
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Table 4.21 shows that the mean value for leadership skills is 3.55. This indicates that 

the undergraduates‘ leadership skills is very good as the value falls between 3.41 and 

4.20. The three items with the highest scores for leadership sub-skills are, ―make 

suggestions about how to solve problems‖ (3.62), ―help others feel comfortable in 

the group‖ (3.59), and ―able to role model behaviour to other professionals‖ (3.56). 

The item with the lowest score is ―able to implement appropriate decisions under 

uncertain conditions‖ (3.50). 

Table 4.21 

Mean and Standard Deviation of Leadership Skills  

Variables n Mean SD. 

Leadership 750 3.55 .56 

Understand and observe the mission and vision of 

the department/division 

750 3.52 .833 

Able to implement appropriate decisions under 

uncertain conditions 

750 3.50 .808 

Seek information for better understanding of a 

situation 

750 3.54 .837 

Help others feel comfortable in the group 750 3.59 .858 

Make suggestions about how to solve problems 750 3.62 .829 

Develop plans of action for the group 750 3.55 .820 

Able to role model behavior to other professionals 750 3.56 .856 

Gain co-operation and commitment from top 

leadership 

750 3.53 .842 

Provide long-term commitment to the 

organization 

750 3.54 .866 

Can anticipate outcome sand consequences of a 

task 

750 3.54 .874 
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Table 4.22 shows that the mean value for social and economic studies skills is 3.43. 

This indicates that the undergraduates‘ social and economic studies skills is very 

good as the value falls 3.41 and 4.20. The three items with the highest scores for 

social and economic studies sub-skills are, ―strive to reach one‘s true potential‖ 

(3.48), ―learn and realize technological growth and the effect on the economy and 

social‖ (3.46), and ―learn to predict social and economic problems/crisis‖ (3.45). The 

item with the lowest score is ―can analyze how world change impacts economically 

and socially‖ (3.40). 

 

Table 4.22 

Mean and Standard Deviation of Social and Economic Studies Skills  

Variables n Mean SD. 

Social and economic studies 750 3.43 .64 

Can use simulation activities to learn critical 

aspects of skills 

750 3.41 .882 

Strive to reach one‘s true potential 750 3.48 .825 

Learn to predict social and economic 

problems/crisis 

750 3.45 .810 

Can analyze how world change impacts 

economically and socially 

750 3.40 .849 

Understand the diverse aspects of social and 

economic 

750 3.40 .843 

Learn and realize technological growth and the 

effect on the economy and social 

750 3.46 .836 
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Table 4.23 shows that the mean value for time management skills is 3.60. This 

indicates that the undergraduates‘ time management skills is very good as the value 

falls between 3.41 and 4.20. The three items with the highest scores for time 

management sub-skills are, ―set out to accomplish tasks according to the deadlines‖ 

(3.68), ―practice time management in completing assigned tasks‖ (3.66), and ―can 

leave a clear, well-organized workspace at the end of workday‖ (3.64). The item 

with the lowest score is ―can keep schedule and not take away from work‖ (3.53). 

 

Table 4.23 

Mean and Standard Deviation of Time Management Skills  

Variables n Mean SD. 

Time management 750 3.60 .60 

Can set priorities to determine the order in 

which tasks will be performed each day 

750 3.55 .929 

Can control the time when work precipitate 750 3.58 .843 

Can make a list of things to do each day and 

tick each task as it is accomplished 

750 3.58 .852 

Can evaluate how well a schedule has been 

followed during a workday 

750 3.61 .847 

Set out to accomplish tasks according to the 

deadlines 

750 3.68 .837 

Practice time management in completing 

assigned tasks 

750 3.66 .836 

Can leave a clear, well-organized workspace 

at the end of workday 

750 3.64 .829 

Can decide and try to  accomplish the short 

term and keep it in long term objectives 

750 3.60 .880 
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Table 4.23 (Continued) 

Variables n Mean SD. 

Can spend to a scheduling and organizing on 

workday for time wasted 

750 3.58 .868 

Can keep schedule and not take away from 

work 

750 3.53 .856 

Can record names, addresses and phone 

numbers in a special file for contacting people 

750 3.56 .867 

 

Table 4.24 shows that the mean value for listening skills is 3.55. This indicates that 

the undergraduates‘ listening skills is very good as the value falls between 3.41 and 

4.20. The three items with the highest scores for listening sub-skills are, ―can listen 

to the entire message without interrupting, whether in agreement or not‖ (3.58), 

―respond in an appropriate with speaker‖ (3.57), and ―actively listen to diverse points 

of view‖ (3.56). The item with the lowest score is ―make sure accurately understand 

what a speaker says‖ (3.51). 

 

Table 4.24 

Mean and Standard Deviation of Listening Skills  

Variables n Mean SD. 

Listening 750 3.55 .62 

Performs effectively listening in meeting 750 3.52 .853 

Ready to listen when speaker approaches 750 3.55 .839 

Make sure accurately understand what a 

speaker says  

750 3.51 .833 
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Table 4.24 

Variables n Mean SD. 

Can listen to the entire message without 

interrupting, whether in agreement or not 

750 3.58 .894 

Sensitive to vocal cues when 

communicating with a listener 

750 3.55 .884 

Actively listen to diverse points of view 750 3.56 .859 

Respond in an appropriate with speaker 750 3.57 .846 

Has patience and focus when listening to 

speakers of another language 

750 3.53 .893 

 

Table 4.25 shows that the mean value for confidence skills is 3.58. This indicates 

that the undergraduates‘ confidence skills is very good as the value falls between 

3.41 and 4.20. The three items with the highest scores for confidence sub-skills are, 

―believe that work hard will do well in learning from lesson‖ (3.63), ―can adjust 

behaviour to meet the requirements of any situation‖ (3.62), and ―believe by self can 

do well in learning from lesson, if try very hard‖ (3.62). The item with the lowest 

score is ―able to oral presentations and public speaking‖ (3.51). 
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Table 4.25 

Mean and Standard Deviation of Confidence Skills  

Variables n Mean SD. 

Confidence 750 3.58 .60 

Confident to learn the content as work on 

the lesson 

750 3.54 .886 

Can adjust behavior to meet the 

requirements of any situation  

750 3.62 .833 

Believe by self can do well in learning 

from lesson, if try very hard 

750 3.62 .845 

Able to oral presentations and public 

speaking 

750 3.51 .860 

Recognize successfully from self 

confidence 

750 3.60 .867 

Believe that work hard will do well in 

learning from lesson 

750 3.63 .836 

Able to read people‘s true emotions 

correctly through their eyes 

750 3.58 .820 

Can make a point to let other know about 

abilities 

750 3.58 .839 

 

Table 4.26 shows that the mean value for creativity skills is 3.47. This indicates that 

the undergraduates‘ creativity skills is very good as the value falls between 3.41 and 

4.20. The three items with the highest scores for creativity sub-skills are, ―make a 

real attempt to share information with others‖ (3.66), ―able to lay down a plan of 

action for the day‘s routine activities‖ (3.56), and ―able to pay attention to details 

that affect quality of the day‘s routine work‖ (3.52). The item with the lowest score 

is ―show commitment to organization change plans and initiatives‖ (3.35). 
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Table 4.26 

Mean and Standard Deviation of Creativity Skills  

Variables n Mean SD. 

Creativity 750 3.47 .62 

Show commitment to organization 

change plans and initiatives 

750 3.35 .929 

Can initiate changes in processes, 

systems, and/or the organization 

structure to improve the performance 

750 3.36 .821 

Can suggest drastically new ways to 

looking at the problem 

750 3.45 .836 

Create new opportunities 750 3.42 .845 

Step outside the traditional boundaries 

and constraints 

750 3.44 .867 

Able to pay attention to details that 

affect quality of the day‘s routine work 

750 3.52 .858 

Offer imaginative ideas and solutions to 

problems 

750 3.47 .850 

Able to lay down a plan of action for 

the day‘s routine activities 

750 3.56 .890 

Make a real attempt to share 

information with others 

750 3.66 .912 

 

Table 4.27 shows that the mean value for flexibility skills is 3.56. This indicates that 

the undergraduates‘ flexibility skills is very good as the value falls between 3.41 and 

4.20. The three items with the highest scores for flexibility sub-skills are, ―neglect 

personal needs because of the demands of work‖ (3.63), ―can help unexpected 

requests for colleagues during leisure time‖ (3.62), and ―remain optimistic in the face 
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of obstacles or problems‖ (3.60). The item with the lowest score is ―respond 

effectively to changes and challenges‖ (3.49). 

 

Table 4.27 

Mean and Standard Deviation of Flexibility Skills  

Variables n Mean SD. 

Flexibility 750 3.56 .58 

Responsive to new and changing 

circumstances 

750 3.53 .843 

Adaptable to individual‘s needs and 

situations 

750 3.53 .824 

Respond effectively to changes and 

challenges 

750 3.49 .790 

Remain focused and effective under 

pressure 

750 3.53 .834 

Can take care of work issues during 

personal time away from work 

750 3.57 .841 

Have clear boundaries between work and 

personal life 

750 3.54 .878 

Remain optimistic in the face of obstacles 

or problems 

750 3.60 .841 

Can stop personal activity because a 

colleague required for attention 

750 3.55 .836 

Can help unexpected requests for 

colleagues during leisure time 

750 3.62 .873 

Neglect personal needs because of the 

demands of work 

750 3.63 .921 
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4.9  Career Skills for Undergraduate Students as Expected by the Employers, 

the Deans, and the Alumni of Universities in Songkhla Province, Thailand  

The first research objective of this study was to identify the expected career skills 

from undergraduate students by the employers, the deans, and the alumni of 

universities in Songkhla Province, Thailand. The expected career skills are shown in 

Table 4.28. The results show that reasoning and problem solving skills have the 

highest mean from the employers (Mean=13.66), the deans (Mean=17.29) and the 

alumni (Mean=13.75). The mean career skills rated lowest by the employers 

(Mean=6.31) and the alumni (Mean=5.79) were flexibility skills, while social and 

economic studies skills (Mean=4.52) were ranked by the deans as the lowest. Table 

4.28 presents the ranking mean of career skills in each variable. 

Table 4.28 

Ranking of Career Skills Expected by the Employers, the Deans, and the Alumni 

Career Skills  Employers Deans Alumni 

Mean Rank Mean Rank Mean Rank 

Reasoning and 

problem solving  

13.66 1 17.29 1 13.75 1 

Oral verbal 

communication 

12.18 5 13.65 3 12.58 4 

Teamwork 13.38 3 14.81 2 13.63 2 

Interpersonal 

relationships 

12.38 4 12.42 6 12.70 3 

 

Initiative/self 

motivation 

10.09 12 11.52 9 11.15 8 

Writing 9.09 15 8.71 18 9.09 15 

Technology 10.12 11 12.35 8 10.75 12 
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Table 4.28 (Continued) 

Career Skills Employers Deans Alumni 
Mean Rank Mean Rank Mean Rank 

Self-management and 

organization 

10.59 9 11.35 10 10.70 11 

Reading 8.35 18 7.16 16 8.64 17 

Planning and organizing 10.57 10 12.68 5 11.83 7 

Thinking about learning 11.14 7 12.13 7 12.42 5 

Learning in the 

workplace 

10.89 8 9.32 15 11.85 6 

Critical thinking 8.95 17 9.94 14 8.20 18 

Leadership 13.40 2 13.10 4 11.01 9 

Social and economic 

studies 

8.01 19 4.52 20 6.91 19 

Time management 11.73 6 10.03 13 10.90 10 

Listening 9.67 14 6.55 17 9.73 14 

Confidence 9.88 13 9.65 12 10.32 13 

Creativity 9.04 16 10.97 11 8.93 16 

Flexibility 6.31 20 5.55 19 5.79 20 

 

The Figure 4.3 shows the ranking of the career skills expected by the employers 

using the mean scores which show that the Reasoning and problem solving is the 

highest (Mean=13.66), followed by Leadership (Mean=13.40), Teamwork is ranked 

3rd (Mean=13.38), Interpersonal relationships is ranked 4th (Mean=12.38), Oral 

verbal communication  is ranked 5th (Mean=12.18), Time management is ranked 6th 

(Mean=11.73), Thinking about learning is ranked 7th (Mean=11.14), Learning in the 

workplace is ranked 8th (Mean=10.89), Self-management and organization is ranked 
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9th (Mean=10.59), Planning and organizing is ranked 10th (Mean=10.57), 

Technology is ranked 11th (Mean=10.12), Initiative/self motivation is ranked 12th 

(Mean=10.09), Confidence is ranked 13th (Mean=9.88), Listening is ranked 14th 

(Mean=9.67), Writing is ranked 15th (Mean=9.09), Creativity is ranked  16th 

(Mean=9.04), Critical thinking is ranked 17th (Mean=8.95), Reading is ranked 18th 

(Mean=8.35), Social and economic studies is ranked 19th (Mean=8.01), and  

Flexibility is ranked 20th (Mean=6.31). 
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8.01
8.35
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Critical thinking
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Learning in the workplace
Thinking about learning

Time management
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Reasoning and problem solving

Ranking by Employers 

 

Figure 4.3. Ranking of the career skills expected by employers 
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In addition, the ranking of the career skills expected by the deans using the mean 

scores can be seen in the Figure 4.4 which shows that the Reasoning and problem 

solving is the highest (Mean= 17.29), followed by Teamwork (Mean= 14.81), Oral 

verbal communication is ranked 3rd (Mean= 13.65), Leadership is ranked 4th 

(Mean=13.10), Planning and organizing is ranked 5th (Mean= 12.68), Interpersonal 

relationships is ranked 6th (Mean= 12.42), Technology is ranked 7th (Mean=12.35), 

Thinking about learning is ranked 8th  (Mean=12.13), Initiative/self motivation is 

ranked 9th (Mean= 11.52), Self-management and organization is ranked 10th 

(Mean=11.35), Creativity is ranked 11th (Mean=10.97), Time management is ranked 

12th (Mean=10.03), Critical thinking is ranked 13th (Mean=9.94), Confidence is 

ranked 14th (Mean=9.65), Learning in the workplace is ranked 15th (Mean=9.32), 

Writing is ranked 16th (Mean=8.71),  Reading is ranked 17th (Mean=7.16), Listening 

is ranked 18th (Mean=6.55), Flexibility is ranked 19th (Mean=5.55), and Social and 

economic studies is ranked 20th (Mean=4.52). 
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Figure 4.4. Ranking of the career skills expected by deans 

Figure 4.5 shows the ranking of career skills expected by alumni using the mean 

scores which show that the Reasoning and problem solving is the highest 

(Mean=13.75), followed by Teamwork (Mean= 13.63), Interpersonal relationships is 

ranked 3rd (Mean= 12.70), Oral verbal communication is ranked 4th (Mean=12.58), 

Thinking about learning is ranked 5th (Mean=12.42), Learning in the workplace is 

ranked 6th (Mean=11.85), Planning and organizing is ranked 7th (Mean=11.83), 
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Initiative/self motivation is ranked 8th (Mean=11.15), Leadership is ranked 9th 

(Mean=11.01), Time management is ranked 10th (Mean=10.90), Technology is 

ranked 11th (Mean=10.75), Self-management and organization is ranked 12th 

(Mean=10.70), Confidence is ranked 13th (Mean=10.32), Listening is ranked 14th 

(Mean=9.73), Writing is ranked 15th (Mean=9.09), Creativity is ranked 16th  

(Mean=8.93), Reading is ranked 17th (Mean=8.64), Critical thinking is ranked 18th 

(Mean=8.20), Social and economic studies is ranked 19th (Mean=6.91), and 

Flexibility is ranked 20th (Mean=5.79). 
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Figure 4.5. Ranking of career skills expected by alumni 
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Figure 4.6 shows the mean scores of career skills expected by the three groups of 

participants. 
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Figure 4.6. Career skills for undergraduate students expected by three groups of 
participants 
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4.10  The Level of Career Skills among Undergraduate Students Perceived by 

the Employers and the Alumni of Universities in Songkhla Province, Thailand 

The second research objective of this study was to examine the undergraduate 

students‘ level of career skills as perceived by the employers and the alumni. Table 

4.29 shows the level of career skills between employers and alumni on 20 career 

skills. Independent sample t-test was used to compare the mean scores of two 

different groups (Pallant, 2011). The employers gave the highest score to 

interpersonal relationship (Mean= 3.46, SD.=0.63), while the lowest score was given 

to creativity (Mean=3.33, SD.=0.62). The highest score from the alumni was 

interpersonal relationship (Mean= 3.75, SD.=0.63), while the lowest score was 

writing (Mean=3.46, SD.=0.53), with a significant difference at 0.05 alpha level. The 

confidence interval of significant difference of the mean between two groups for the 

two-tailed test was less than 0.05 (See Appendix I). 

Table 4.29 

Career Skills Level Perceived by the Employers and the Alumni 

Career Skills  Employers (n=365) Alumni (n=354) 

Mean SD. Mean SD. 

Reasoning and problem solving 3.33 .64 3.51 .55 

Oral verbal communication 3.34 .65 3.52 .54 

Teamwork 3.41 .61 3.67 .57 

Interpersonal relationships 3.46 .63 3.75 .63 

Initiative/self motivation 3.37 .59 3.68 .56 

Writing 3.34 .58 3.46 .53 

Technology 3.33 .66 3.55 .64 

Self-management and 

organization 

3.40 .64 3.63 .58 
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Table 4.29 (continued) 

Career Skills Employers (n=365) Alumni (n=354) 

Mean SD. Mean SD. 

Reading 3.39 .59 3.60 .57 

Planning and organizing 3.43 .62 3.64 .55 

Thinking about learning 3.38 .54 3.60 .54 

Learning in the workplace 3.43 .65 3.74 .60 

Critical thinking 3.33 .62 3.47 .55 

Leadership 3.43 .58 3.63 .55 

Social and economic studies 3.36 .66 3.49 .62 

Time management 3.46 .62 3.71 .57 

Listening 3.42 .61 3.65 .61 

Confidence 3.44 .61 3.71 .56 

Creativity 3.34 .62 3.58 .60 

Flexibility 3.41 .58 3.66 .56 

 
Figure 4.7 shows the mean scores by the employers, with the highest score on 

interpersonal relationships (Mean= 3.46, SD=.63), while the lowest is critical 

thinking (Mean=3.33, SD=.62). 
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Figure 4.7. The level of career skills as perceived by the employers 

Figure 4.8 shows the mean score by alumni, with the highest score being 

interpersonal relationship (Mean=3.75, SD=.63) while the lowest score is writing 

(Mean=3.46, SD=.53). 
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Figure 4.8. The level of career skills as perceived by alumni 

Independent sample t-test was conducted to compare the level of career skills 

between employers and alumni. There were significant differences in the mean 

scores in all of the 20 career skills (See Appendix I). Figure 4.9 shows the mean 

scores of the employers and the alumni. 
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Figure 4.9. Comparison of the mean scores between employers and alumni 

 

The results obtained from alumni all of twenty career skills were ―very good‖. 

Conversely, the results obtained from employers on nine career skills were ―very 
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good‖ while eleven career skills were ―good‖. Table 4.30 shows the level of twenty 

career skills as perceived by the employers and the alumni. 

Table 4.30 
 
The Level of Twenty Career Skills Perceived by the Employers and the Alumni 

 
Level Career Skills by 

Employers 

Mean S.D Career Skills by 

Alumni 

Mean S.D. 

Excellent - - - - - - 

Very 

Good 

Interpersonal 

relationships 

3.46 

 

.63 

 

Interpersonal 

relationships 

3.75 

 

.57 

 

 Time 

management 

3.46 .62 Learning in the 

workplace 

3.74 

 

.60 

 

 Confidence 3.44 .62 Time 

management 

3.71 

 

.57 

 

 Planning and 

organizing 

3.43 

 

.62 

 

Confidence 3.71 .56 

 Learning in the 

workplace 

3.43 

 

.65 

 

Initiative/self  3.68 .56 

 Leadership 3.43 .58 Teamwork 3.67 .57 

 Listening 3.44 .61 Flexibility 3.66 .56 

 Teamwork  3.41 .61 Listening 3.65 .61 

 Flexibility 3.41 .58 Planning and 

organizing 

3.64 

 

.55 

 

    Self-management 

and organization 

3.63 

 

.58 

 

    Leadership 3.63 .55 

    Reading 3.60 .57 

    Thinking about 

learning 

3.60 

 

.54 

 

    Creativity 3.58 .60 
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Table 4.30 (continued) 

Level Career Skills by 

Employers 

Mean S.D Career Skills by 

Alumni 

Mean S.D. 

    Technology 3.55 .64 

    Oral verbal 

communication 

3.52 

 

.54 

 

    Reasoning and 

problem solving 

3.51 

 

.55 

 

    Social and 

economic studies 

3.49 .62 

 

    Critical thinking 3.47 .55 

    Writing 3.46   .53 

Good Self-management 

and organization 

3.40 

  

.64 

 

   

Reading 3.39 .59 

Thinking about 

learning 

3.38 

 

.54 

 

 

 

 

  

Initiative/self 

motivation 

3.37 

 

.59 

 

Social and 

economic studies 

3.36 

 

.66 

 

Oral verbal 

communication 

3.34 .65 

Creativity 3.34 .62 

Writing 3.34 .58 

Technoloy 3.33 .66 

Reasoning and 

problem solving 

3.33 

 

.64 

 

Critical thinking 3.33 .62 

Fair - - - - - - 

Poor - - - - - - 
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4.11  The Differences in Career Skills Levels among Undergraduate Students 

According to the Employers, the Deans, and the Alumni of Universities in 

Songkhla Province, Thailand 

The third research objective is ―To establish the differences in career skills levels 

among the undergraduate students according to employers, deans, and alumni of 

universities in Songkhla Province, Thailand‖.  

One- way analysis of variance (ANOVA) was conducted to test the difference of the 

twenty career skills with the factors that included the three groups of participants: the 

employers, the deans, and the alumni, to determine the mean differences, F and p 

values.  

According to Pallant (2011), if the Significant value is less than or equal .05, there is 

a significant difference for the three groups. In this study, the mean difference was 

significant at .05 level of all variables (See Appendix J). The results of this study 

show the significant differences of twenty career skills among three groups of 

participants.  

The significant difference in reasoning and problem solving between employers, 

deans, and alumni in Songkhla Province, Thailand is F = 9.701, p<.05. 

The significant difference in oral verbal communication between employers, deans, 

and alumni in Songkhla Province, Thailand is F = 11.728, p<.05. 

The significant difference in teamwork between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 21.249, p<.05. 
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The significant difference in interpersonal relationships between employers, deans, 

and alumni in Songkhla Province, Thailand is F = 22.933, p<.05. 

The significant difference in initiative/self motivation between employers, deans, 

and alumni in Songkhla Province, Thailand is F = 27.842, p<.05. 

The significant difference in writing between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 5.363, p<.05. 

The significant difference in technology between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 17.053, p<.05. 

The significant difference in self-management and organization between employers, 

deans, and alumni in Songkhla Province, Thailand is F = 17.245, p<.05. 

The significant difference in reading between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 15.258, p<.05. 

The significant difference in planning and organizing between employers, deans, and 

alumni in Songkhla Province, Thailand is F = 15.422, p<.05. 

The significant difference in thinking about learning between employers, deans, and 

alumni in Songkhla Province, Thailand is F = 20.137, p<.05. 

The significant difference in learning in the workplace between employers, deans, 

and alumni in Songkhla Province, Thailand is F = 28.172, p<.05. 

The significant difference in critical thinking between employers, deans, and alumni 

in Songkhla Province, Thailand is F = 8.466, p<.05. 

The significant difference in leadership between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 15.425, p<.05. 

The significant difference in social and economic studies between employers, deans, 

and alumni in Songkhla Province, Thailand is F = 5.529, p<.05. 
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The significant difference in time management between employers, deans, and 

alumni in Songkhla Province, Thailand is F = 18.366, p<.05. 

The significant difference in listening, between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 14.590, p<.05. 

The significant difference in confidence between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 22.582, p<.05. 

The significant difference in creativity between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 17.369, p<.05. 

The significant difference in flexibility between employers, deans, and alumni in 

Songkhla Province, Thailand is F = 22.391, p<.05. 

The differences among the mean, the mean difference, standard error, and p values 

of each group among the groups are reported in the succeeding tables. 

Table 4.31 

Differences in Career Skills Level among the Undergraduate Students According to 

the Employers, the Deans and the Alumni 

Difference in 

Career Skills 

 Sum of 

Squares 

df Mean 

Square 

F p 

Reasoning and 

problem 

solving 

Between 

Groups 

Within Groups 

Total 

6.873 

264.632 

271.506 

2 

747 

749 

3.437 

  .354 

9.701 .000 

Oral verbal 

communication 

Between 

Groups 

Within Groups 

Total 

8.254 

262.855 

271.109 

2 

747 

749 

4.127 

.352 

11.728 .000 
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Table 4.31 (Continued) 

Difference in 

Career Skills 

 Sum of 

Squares 

df Mean 

Square 

F p 

Teamwork Between 

Groups 

Within Groups 

Total 

14.730 

258.907 

273.637 

2 

747 

749 

7.365 

.347 

21.249 .000 

Interpersonal 

relationships 

Between 

Groups 

Within Groups 

Total 

18.181 

296.108 

314.289 

2 

747 

749 

9.090 

.396 

22.933 .000 

Initiative/self 

motivation 

Between 

Groups 

Within Groups 

Total 

18.165 

243.689 

261.855 

2 

747 

749 

9.083 

.326 

27.842 .000 

Writing Between 

Groups 

Within Groups 

Total 

3.256 

226.744 

229.999 

2 

747 

749 

1.628 

.304 

5.363 .005 

Technology Between 

Groups 

Within Groups 

Total 

14.179 

310.556 

324.736 

2 

747 

749 

7.090 

.416 

17.053 .000 

Self-

management 

and 

organization 

Between 

Groups 

Within Groups 

Total 

12.609 

273.081 

285.690 

2 

747 

749 

6.304 

.366 

17.245 .000 

*significant at p<0.05 
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Table 4.31 (Continued) 

Difference in 

Career Skills 

 Sum of 

Squares 

df Mean 

Square 

F p 

Reading Between 

Groups 

Within Groups 

Total 

10.412 

254.879 

265.291 

2 

747 

749 

5.206 

.341 

15.258 .000 

Planning and 

organizing 

 

Between 

Groups 

Within Groups 

Total 

10.410 

252.120 

262.530 

2 

747 

749 

5.205 

.338 

15.422 .000 

Thinking about 

learning 

 

Between 

Groups 

Within Groups 

Total 

11.512 

213.528 

225.041 

2 

747 

749 

5.756 

.286 

20.137 .000 

Learning in the 

workplace 

 

Between 

Groups 

Within Groups 

Total 

21.747 

288.324 

310.072 

2 

747 

749 

10.874 

.386 

28.172 .000 

Critical 

thinking 

 

Between 

Groups 

Within Groups 

Total 

5.821 

256.798 

262.619 

2 

747 

749 

2.910 

.344 

8.466 .000 

Leadership 

 

Between 

Groups 

Within Groups 

Total 

9.903 

239.806 

249.709 

2 

747 

749 

4.952 

.321 

15.425 .000 

*significant at p<0.05 
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Table 4.31 (Continued) 

Difference in 

Career Skills 

 Sum of 

Squares 

df Mean 

Square 

F p 

Social and 

economic 

studies 

 

Between 

Groups 

Within Groups 

Total 

4.455 

300.966 

305.422 

2 

747 

749 

2.228 

.403 

5.529 .004 

Time 

management 

 

Between 

Groups 

Within Groups 

Total 

12.838 

261.079 

273.916 

2 

747 

749 

6.419 

.350 

18.366 .000 

Listening 

 

Between 

Groups 

Within Groups 

Total 

10.918 

279.483 

290.400 

2 

747 

749 

5.459 

.374 

14.590 .000 

Confidence 

 

Between 

Groups 

Within Groups 

Total 

15.281 

252.749 

268.030 

2 

747 

749 

7.641 

.338 

22.582 .000 

Creativity 

 

Between 

Groups 

Within Groups 

Total 

12.708 

273.254 

285.962 

2 

747 

749 

6.354 

.366 

17.369 .000 

Flexibility 

 

Between 

Groups 

Within Groups 

Total 

11.420 

190.490 

201.910 

2 

747 

749 

5.710 

.255 

22.391 .000 

*significant at p<0.05 
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Consequently, the results using One-Way ANOVA indicated that there is a 

significant difference in twenty career skills among the employers, the dean, and the 

alumni (See Table 4.32). 

Table 4.32 

The Significant Differences in Twenty Career Skills among the Employers, the 

Deans, and the Alumni  

Career Skills Sig No Sig 

1 Reasoning and problem solving  - 

2 Oral verbal communication  - 

3 Teamwork  - 

4 Interpersonal relationships  - 

5 Initiative/self motivation  - 

6 Writing  - 

7 Technology  - 

8 Self-management and organization  - 

9 Reading  - 

10 Planning and organizing  - 

11 Thinking about learning  - 

12 Learning in the workplace  - 

13 Critical thinking  - 

14 Leadership  - 

15 Social and economic studies  - 

16 Time management  - 

17 Listening  - 

18 Confidence  - 

19 Creativity  - 

20 Flexibility  - 
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Follow-up tests were conducted using Post Hoc analysis to evaluate pair-wise 

difference among the mean, the mean difference, standard error, and p values of each 

group among the groups which are reported in the succeeding tables. 

In Table 4.33 the Post Hoc tests using LSD show significant differences in reasoning 

and problem solving among employers, deans, and alumni at p<.05 level of 

significance. This finding reveals a significant difference between employers and 

deans, as well as between employers and alumni, while between dean and alumni 

there was no significant difference. 

Table 4.33 

Difference in Reasoning and Problem Solving among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.62 .58 - .11 .29* 

Alumni(2) 365 3.51 .55  - .18* 

Employers(3) 354 3.33 .64   - 

*significant at p<0.05 

 

In Table 4.34 the Post Hoc tests using LSD show significant differences in oral 

verbal communication among employers, deans, and alumni at p<.05 level of 

significance. This finding reveals a significant difference between employers and 

deans, as well as between employers and alumni, while between dean and alumni 

there was no significant difference. 
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Table 4.34 

Differences in Oral Verbal Communication among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.62 .58 - .10 .28* 

Alumni(2) 365 3.52 .55  - .18* 

Employers(3) 354 3.34 .64   - 

*significant at p<0.05 

 

In Table 4.35 the Post Hoc tests using LSD show significant differences in teamwork 

among employers, deans, and alumni at p<.05 level of significance. This finding 

reveals a significant difference between employers and deans, as well as between 

employers and alumni, while between deans and alumni there was no significant 

difference. 

Table 4.35 

Differences in Teamwork among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.85 .52 - .18 .44* 

Alumni(2) 365 3.67 .57  - .26* 

Employers(3) 354 3.41 .61   - 

*significant at p<0.05 

In Table 4.36 the Post Hoc tests using LSD show significant differences in 

interpersonal relationships among employers, deans, and alumni at p<.05 level of 

significance. This finding reveals a significant difference between employers and 

deans, as well as between employers and alumni, while between deans and alumni 

there was no significant difference. 
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Table 4.36 

Difference in Interpersonal Relationship among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.94 .61 - .19 .48* 

Alumni(2) 365 3.75 .63  - .29* 

Employers(3) 354 3.46 .63   - 

*significant at p<0.05 

 

In Table 4.37 the Post Hoc tests using LSD show significant differences in 

initiative/self motivation among employers, deans, and alumni at p<.05 level of 

significance. This finding reveals a significant difference between employers and 

deans, as well as between employers and alumni, while between deans and alumni 

there was no significant difference. 

Table 4.37 

Difference in Initiative/Self Motivation among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.75 .47 - .07 .38* 

Alumni(2) 365 3.68 .56  - .31* 

Employers(3) 354 3.37 .59   - 

*significant at p<0.05 

 

In Table 4.38  the Post Hoc tests using LSD show significant differences in writing 

among employers, deans, and alumni at p<.05 level of significance. This finding 

reveals a significant difference between employers and alumni. It reveals no 
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significant difference between employers and deans, as well as between deans and 

alumni. 

 

Table 4.38 

Difference in Writing among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.53 .49 - .07 .19 

Alumni(2) 365 3.46 .53  - .12* 

Employers(3) 354 3.34 .58   - 

*significant at p<0.05 

 

In Table 4.39 the Post Hoc tests using LSD show significant differences in 

technology among employers, deans, and alumni at p<.05 level of significance. This 

finding reveals a significant difference between employers and deans. It also reveals 

a significant difference between employers and alumni, and significant difference 

between deans and alumni.   

Table 4.39 

Difference in Technology among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.87 .43 - .32* .54* 

Alumni(2) 365 3.55 .64  - .22* 

Employers(3) 354 3.33 .66   - 

*significant at p<0.05 
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In Table 4.40 the Post Hoc tests using LSD show significant differences in            

self-management and organization among employers, deans, and alumni at p<.05  

level of significance. This finding reveals a significant difference between employers 

and deans, as well as between employers and alumni, while between deans and 

alumni there was no significant difference. 

 

Table 4.40 

Difference in Writing among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.84 .42 - .21 .44* 

Alumni(2) 365 3.63 .58  - .23* 

Employers(3) 354 3.40 .64   - 

*significant at p<0.05 

In Table 4.41 the Post Hoc tests using LSD show significant differences in reading 

among employers, deans, and alumni at p<.05 level of significance. This finding 

reveals a significant difference between employers and deans, as well as between 

employers and alumni, while between deans and alumni there was no significant 

difference. 

Table 4.41 

Difference in Reading among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.77 .58 - .17 .38* 

Alumni(2) 365 3.60 .57  - .21* 

Employers(3) 354 3.39 .59   - 

*significant at p<0.05 
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In Table 4.42 the Post Hoc tests using LSD show significant differences in planning 

and organizing among employers, deans, and alumni at p<.05 level of significance. 

This finding reveals a significant difference between employers and deans, as well as 

between employers and alumni, while between deans and alumni there was no 

significant difference. 

 

Table 4.42 

Difference in Planning and Organizing among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.84 .46 - .20 .41* 

Alumni(2) 365 3.64 .55  - .21* 

Employers(3) 354 3.43 .62   - 

*significant at p<0.05 

In Table 4.43 the Post Hoc tests using LSD show significant differences in thinking 

about learning between employers, deans, and alumni at p<.05 level of significance. 

This finding reveals a significant difference between employers and deans, as well as 

between employers and alumni, while between deans and alumni there was no 

significant difference. 

Table 4.43 

Difference in Thinking about Learning among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.79 .40 - .19 .41* 

Alumni(2) 365 3.60 .54  - .22* 

Employers(3) 354 3.38 .54   - 

*significant at p<0.05 
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In Table 4.44 the Post Hoc tests using LSD show significant differences in learning 

in the workplace among employers, deans, and alumni at p<.05 level of significance. 

This finding reveals a significant difference between employers and deans, as well as 

between employers and alumni, while between deans and alumni there was no 

significant difference. 

 

Table 4.44 

Difference in Learning in the Workplace among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.95 .46 - .21 .52* 

Alumni(2) 365 3.74 .60  - .31* 

Employers(3) 354 3.43 .65   - 

*significant at p<0.05 

In Table 4.45 the Post Hoc tests using LSD show significant differences in critical 

thinking among employers, deans, and alumni at p<.05 level of significance. The 

finding reveals a significant difference between employers and deans, as well as 

between employers and alumni, while between deans and alumni there was no 

significant difference. 

Table 4.45 

Difference in Critical Thinking among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.68 .54 - .21 .35* 

Alumni(2) 365 3.47 .55  - .14* 

Employers(3) 354 3.33 .62   - 

*significant at p<0.05 
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In Table 4.46 the Post Hoc tests using LSD show significant differences in 

leadership among employers, deans, and alumni at p<.05 level of significance. This 

finding reveals a significant difference between employers and deans, as well as 

between employers and alumni, while between deans and alumni there was no 

significant difference. 

 

Table 4.46 

Difference in Leadership among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.84 .56 - .21 .41* 

Alumni(2) 365 3.63 .55  - .20* 

Employers(3) 354 3.43 .58   - 

*significant at p<0.05 

In Table 4.47 the Post Hoc tests using LSD show significant differences in social and 

economic studies among employers, deans, and alumni at p<.05 level of 

significance. This finding reveals a significant difference between employers and 

deans, as well as between employers and alumni, while between deans and alumni 

there was no significant difference. 

Table 4.47 

Difference in Social and Economic Studies among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.62 .55 - .13 .26* 

Alumni(2) 365 3.49 .62  - .13* 

Employers(3) 354 3.36 .66   - 

*significant at p<0.05 
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In Table 4.48 the Post Hoc tests using LSD show significant differences in time 

management among employers, deans, and alumni at p<.05 level of significance. 

This finding revealed a significant difference between employers and deans, as well 

as between employers and alumni, while between deans and alumni there was no 

significant difference. 

 

Table 4.48 

Difference in Time Management among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.84 .56 - .21 .41* 

Alumni(2) 365 3.63 .55  - .20* 

Employers(3) 354 3.43 .58   - 

*significant at p<0.05 

In Table 4.49 the Post Hoc tests using LSD show significant differences in listening 

among employers, deans, and alumni at p<.05 level of significance. This finding 

reveals a significant difference between employers and deans, as well as between 

employers and alumni, while between deans and alumni there was no significant 

difference. 

Table 4.49 

Difference in Listening among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.74 .62 - .09 .32* 

Alumni(2) 365 3.65 .61  - .23* 

Employers(3) 354 3.42 .61   - 

*significant at p<0.05 
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In Table 4.50 the Post Hoc tests using LSD show significant differences in 

confidence among employers, deans, and alumni at p<.05 level of significance. This 

finding reveals a significant difference between employers and deans, as well as 

between employers and alumni, while between deans and alumni there was no 

significant difference. 

 

Table 4.50 

Difference in Confidence among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.82 .48 - .11 .38* 

Alumni(2) 365 3.71 .56  - .27* 

Employers(3) 354 3.44 .61   - 

*significant at p<0.05 

In Table 4.51 the Post Hoc tests using LSD show significant differences in creativity 

among employers, deans, and alumni at p<.05 level of significance. This finding 

reveals a significant difference between employers and deans, as well as between 

employers and alumni, while between deans and alumni there was no significant 

difference. 

Table 4.51 

Difference in Creativity among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.74 .50 - .16 .40* 

Alumni(2) 365 3.58 .60  - .24* 

Employers(3) 354 3.34 .62   - 

*significant at p<0.05 
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In Table 4.52 the Post Hoc tests using LSD show significant differences in flexibility 

among employers, deans, and alumni at p<.05 level of significance. This finding 

reveals a significant difference between employers and deans, as well as between 

employers and alumni, while between deans and alumni there was no significant 

difference. 

 

Table 4.52 

Difference in Flexibility among Employers, Deans, and Alumni 

Group of Participants n Mean S.D 1 2 3 

Deans(1) 31 3.83 .42 - .15 .42* 

Alumni(2) 365 3.68 .56  - .27* 

Employers(3) 354 3.41 .58   - 

*significant at p<0.05 

 

4.12 The Profile of the Career Skills among the Undergraduate Students of 

Universities in Songkhla Province, Thailand 

Both quantitative method and qualitative method were used to answer research 

question four; quantitative data were processed to show frequency, while qualitative 

data were coded manually according to themes.  

4.12.1  The Survey Data 

Table 4.53 shows the mean and standard deviation for each of the twenty career 

skills from the three groups of participants, ranked from the highest to the lowest.  
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Table 4.53 

Ranking of Each Career Skills by the Three Groups of Participants 

Variables n Mean SD. Rank 

Reasoning and problem solving 750 3.43 .60 18 

Oral verbal communication 750 3.44 .60 16 

Teamwork 750 3.56 .60 5 

Interpersonal relationships 750 3.62 .65 1 

Initiative/self motivation 750 3.54 .59 10 

Writing 750 3.41 .55 20 

Technology 750 3.46 .66 15 

Self-management and organization 750 3.53 .62 11 

Reading 750 3.51 .60 12 

Planning and organizing 750 3.55 .59 8 

Thinking about learning 750 3.50 .55 13 

Learning in the workplace 750 3.60 .64 2 

Critical thinking 750 3.41 .59 19 

Leadership 750 3.55 .56 9 

Social and economic studies 750 3.43 .64 17 

Time management 750 3.60 .60 3 

Listening 750 3.55 .62 7 

Confidence 750 3.58 .60 4 

Creativity 750 3.47 .62 14 

Flexibility 750 3.56 .58 6 

 

The mean scores and standard deviation were used to indicate the ranking of the 

career skills by the three groups of participants (see Figure 4.10). It can be seen that 

the Interpersonal relationships ranked 1st (Mean = 3.62, SD. = 0.65), and Learning in 

the workplace ranked 2nd (Mean = 3.60, SD. = 0.64) are the most influential of career 
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skills having the highest mean scores. In addition, the results also show that Time 

management is ranked 3rd (Mean, 3.60, SD. = 0.60), Confidence is ranked 4th (Mean, 

3.58, SD. = 0.60), Teamwork is ranked 5th (Mean, 3.56, SD. = 0.60), Flexibility is 

ranked 6th (Mean, 3.56, SD = 0.58), and Listening is ranked 7th (Mean, 3.55,           

SD = 0.62). All the mean scores of these seven career skills were found to be above 

3.55. Planning and organizing is ranked 8th  (Mean, 3.55, SD = 0.59), Leadership is 

ranked 9th (Mean, 3.55, SD = 0.56), Initiative/self motivation is ranked 10th (Mean, 

3.54, SD = 0.59), Self-management and organization is ranked 11th (Mean, 3.53,     

SD = 0.62),  Reading is ranked 12th (Mean, 3.51, SD = 0.60),  Thinking about 

learning is ranked 13th (Mean, 3.50, SD = 0.55), Creativity is ranked 14th (Mean, 

3.47, SD = 0.62),  Technology is ranked 15th (Mean, 3.46, SD = 0.66),  Oral verbal 

communication is ranked 16th (Mean, 3.44, SD = 0.60), Social and economic studies 

is ranked 17th (Mean, 3.43, SD = 0.64), Reasoning and problem solving is ranked 

18th (Mean, 3.43, SD = 0.60), Critical thinking is ranked 19th (Mean, 3.41,             

SD = 0.59), and Writing is ranked 20th (Mean, 3.41, SD = 0.55). The mean score of 

these fourteen career skills were found to be less than 3.56. Figure 4.10 shows the 

ranking of the variables by three groups of participants. 
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Figure 4.10. Ranking of the mean scores by three groups of participants 

4.12.2  The Interview Data 

Data from the interviews were collected in order to meet the research objective of 

determining the profile of the career skills of the undergraduate students. Additional 

interview data on the fifteen participants were collected by using semi-structured 

method. These participants were divided into three groups (employers, deans, and 

alumni). The participants were interviewed face to face. The procedures of the 

interview process for all employers, deans, and alumni are as follow: 
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1. The participants were invited to the interview process through letters, and 

confirmation by telephone call to secure an appointment. 

2. The participants were asked to sign a form that was collected during the 

interview. 

3. The interview began with thanking them for volunteering their time for the 

study, and by explaining the objectives of the interview. The questions 

(Appendix J) were read to the participants before starting the interview. 

4. The researcher reminded the participants about the ―The Importance of 21st 

Century Career Skills among Undergraduate Students in Songkhla Province, 

Thailand‖ during the interview; and about defining the level of importance of 

20 career skills important.  

 

The first question asked to the participants was about the importance of career skills 

at work: 1) What are the specific career skills important for you? 2) What is the level 

of career skills that you need or expect?  

The second set of questions asked was related to career skills and work; 1) What are 

the courses of study related to career skills for work? 2) What is the difference 

between the past and present in the study related to career skills for work? 

The last set of questions focused on the suggestions from the participants:  1) What 

do you suggest the university should have done differently to enhance those career 

skills? 2) Is there anything else that we did not talk about that you would like to 

share with me? The conclusions from the interviews are summarized in the next 

section. 
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4.12.3  Profile of the Participants 

The interviews were conducted in Songkhla Province, Thailand. Full profile details 

of the participants are displayed in Table 4.54. Eight of the participants were males, 

while seven were females. Three employers were from the private sector, one from 

public sector and one from state enterprise. The deans from five universities included 

one dean from each university, while alumni included one graduate from each 

university. 

 

Table 4.54 

Profile of the Participants (n=15) 

Profile Information Number of 

the 

participants 

Gender 

 Male Female 

Employers 5 3 2 

Private Sector 

Public 

State Enterprise  

3 

1 

1 

2 

1 

1 

 

1 

Deans 5 4 1 

Rajamangala University of Technology Srivijaya 

Thaksin University 

Songkhla Rajabhat University 

Prince of Songkla University 

Hatyai University 

1 

1 

1 

1 

1 

 

1 

1 

1 

1 

1 

Alumni 5 1 4 

Rajamangala University of Technology Srivijaya 

Thaksin University 

Songkhla Rajabhat University 

Prince of Songkla University 

Hatyai University 

1 

1 

1 

1 

1 

 

 

1 

1 

1 

 

1 

1 
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4.12.4  The Importance of Career Skills for Work 

To address the fourth research objective which was to ―develop the profile of the 

career skills among the undergraduate students of universities in Songkhla Province, 

Thailand‖, the researcher conducted intensive interviews with the participants. The 

interview included several main and sub-questions. According to Creswell (2012), 

qualitative researchers can depend on the interview questions to guide them to solve 

problems. Therefore, in the present study, the questions concentrated on the more 

critical career skills regarded as important for undergraduate students. Through the 

interview sessions, the participants mentioned the importance of career skills. With 

regard to employers, five employers were randomly selected for the interview. Three 

were from the private sector, one from the public sector and one from state 

enterprise. Three of the employers were males and two were females. 

Two employers considered planning and organizing as important career skills for 

work. More specifically, the first employer said that:  

―…We accept the applicants based on their academic skills but, as 

they do not necessarily have the necessary career skills, they are 

not able to apply the facets of the career skills in their immediate 

work context, though planning and organizing is the most 

important for them.‖ 

 

In a similar context, the second employer indicated that: 

―…Based on my experience, planning and organizing is the most 

important, especially for employees who graduated from 
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university because they must plan and organize themselves. If 

they plan and organize well they will do their work well.‖  

 

The rest of the employers, however, did not mention these career skills. Instead, they 

focused on the oral verbal communication, teamwork, and interpersonal relationship 

skills. For example, the third employer said that:  

―…In the workplace, oral verbal communication is the most 

important. All of the workers need the right way of 

communicating orally because it is a two-way street. There should 

be no miscommunication when one says something and the other 

person understand it differently.‖ 

In the same vein, the fourth employer asserted that teamwork is deemed as crucial in 

the workplace:  

―…All of the employees must work as a team to be successful and 

all employees must help each other.‖ 

 

Additionally, the interpersonal relationship among the employees in the workplace is 

also important and can improve the final products or services. This point is supported 

by the fifth employer, who stated that:  

―…Interpersonal relationship is the most important in the 

workplace. Why? Because working always connects two or more 

people to understand information and develop good relationship, 

which contributes to work.‖ 
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In short, the selected employers asserted that almost all the twenty career skills are 

essential in the work requirement for employees. However, out of the twenty career 

skills, planning and organizing was deemed as the most important in the workplace 

as stated by two employers. Employers considered planning and organizing as very 

important for graduates because they are necessary for them when planning and 

organizing their work. In the same vein, oral verbal communication, teamwork, and 

interpersonal relationships were also identified by the other employers as most 

important. Moreover, this study sought to interview the other groups of participants. 

One dean from each of the five universities was randomly selected for the interview. 

Four were males while one was female.   

From the interview with these five deans, several elements or factors related to 

career skills were also highlighted. For instance, dean 1 referred to reasoning and 

problem solving as a component for work survival of the graduates. He said that:  

―…When graduates enter the workplace, they must have 

reasoning and should solve problems in every situation.‖ 

 

In addition, based on the experience of dean 2, he stressed that:  

―…interpersonal relationship needed among the workers should 

be developed among students before they graduate, as graduates 

work with many people from different positions and hence 

interpersonal relationship becomes very important for graduates.‖ 
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At this time, experience in the use of modern technology is one of the elements 

which influences the new graduates in the workplace. As regards this issue, dean 3 

stated that:  

―…In this century, graduates must have knowledge technology at 

work. This is because technology accomplishes various daily 

tasks.‖  

 

Dean 4 and dean 5 referred to the oral verbal communication, and self-management 

and organization, respectively as the most important skills.  In general, the deans 

explained that, these twenty career skills are important for students in the workplace 

to develop, especially in a competitive area. However, five out of the twenty career 

skills were very important according to the deans: reasoning and problem solving, 

interpersonal relationship, technology, oral verbal communication, and self-

management and organization.  

As for the alumni, five were randomly selected for the interview, one each from each 

of the five universities. The alumni selected were two males and three females. The 

alumni were prompted to tell about their work experience prior to joining the 

workplace. Two of the five alumni suggested that interpersonal relationship is 

necessary to enhance the interaction between the customer and other people. For 

instance, the first alumni (who is a pharmacist) and alumni 2 (who is a teacher) said 

that:  
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―…interpersonal relationship is very important in establishing 

good relations with other people involved with customers or 

students.‖ 

 

On the other hand, teamwork in the workplace is crucial to attain the company‘s or 

the organization‘s goal, as stated by alumni 3 and 5:  

―…Frankly, working together as a team can facilitate the work 

and increase production.‖ 

 

The ability to understand problems and generate potential solutions is considered as 

a chief element for the new graduates according to the alumni. For example alumni 4 

said that:  

―…In fact, the potential to solve problems under pressure and to 

find better ways at the same time are really important for the new 

worker.‖ 

 

All of the five alumni agreed that the twenty career skills were important for 

graduates to excel in the workplace. More specifically, two alumni (alumni 1 and 

alumni 2) considered interpersonal relationship as the most important career skills 

for work. The third alumni and the fifth alumni asserted the importance of teamwork 

while the fourth alumni believed that reasoning and problem solving was the most 

important. 
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Table 4.55 shows the results of the most important career skills based on interviews 

with three groups of participants. 

Table 4.55 

The Most Important Career skills based on Interviews 

Dimensions  Employers Deans Alumni Total 

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

Reasoning and problem 

solving 

- - - - -     - - - -  - 3 

Oral verbal communication - -  - - -   - - - - - - - 1 

Teamwork - - -  - -   - - - -  -  3 

Interpersonal relationships - - - -  -   - -   - - - 4 

Initiative/self motivation - - - - - -   - - - - - - - - 

Writing - - - - - -   - - - - - - - - 

Technology - - - - - -   - - - - - - - 1 

Self-management and 

organization 

- - - - - -   -  - - - - - 1 

Reading - - - - - - - - - - - - - - - - 

Planning and organizing   - - - - - - - - - - - - - 2 

Thinking about learning - - - - - - - - - - - - - - - - 

Learning in the workplace - - - - - - - - - - - - - - - - 

Critical thinking - - - - - - - - - - - - - - - - 

Leadership - - - - - - - - - - - - - - - - 

Social and economic studies - - - - - - - - - - - - - - - - 

Time management - - - - - - - - - - - - - - - - 

Listening - - - - - - - - - - - - - - - - 

Confidence - - - - - - - - - - - - - - - - 

Creativity - - - - - - - - - - - - - - - - 

Flexibility - - - - - - - - - - - - - - - - 
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Figure 4.11 shows the results of the interviews with all the three groups: 

interpersonal relationships (4), reasoning and problem solving (3), teamwork (3), 

planning and organizing (2), oral verbal communication (1), technology (1), and self-

management and organization (1). 

 

 
Figure 4.11. Responses from the interviews 

 

When determining on the level of career skills (See Table 4.56), nine participants 

selected level 5 (Excellent) for the level on career skills, while six participants chose 

on level 4 (very good) for the level on career skills. 
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Table 4.56 
 
The Level’s Results from Interviews 

Level of career skills Employers Deans Alumni Total 

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

1      ( poor)  - - - - - - - - - - - - - - - - 

2      ( Fair)  - - - - - - - - - - - - - - - - 

3      (good)  - - - - - - - - - - - - - - - - 

4      (very good)  - -  - - -    - - -  - 6 

5      (excellent) -   -    - - -    -  9 

 

Referring to career skills in relation to the course of study at the university, the 

following were the questions: 1) What are courses of study related to career skills? 2) 

What are the differences relating to career skills for work in the past and in the 

present? 

Based on the interviews with the deans, only one university prepared a course about 

career skills for students. The other universities did not have courses specializing in 

career skills, but the lecturers taught and passed their knowledge about career skills 

through the subjects they were teaching. Besides that, students gained experience 

from the internship in the first semester of the last year before they graduated. 

According to Dean 1:  

―…the university prepared subjects that teach career skills for 

students. Some of the 20 career skills are related to some subjects 

and are taught in class, such as Reading in Thai and English, 

Critical Thinking, Leadership, Economic Studies, General 

Education.‖ For dean 2, ―…Career skills are integrated in all 
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subjects but the courses don‘t have subjects about career skills. 

However students practice career skills before they proceed to 

internship.‖  Dean 3 said that, ―…the university does not have any 

main subject but the skills are related to every subject.‖ Dean 4 

said that: ―…All of these skills are important for students, through 

the university only incorporates career skills in the subjects taken 

by the students.‖ Finally, Dean 5 said that: ―…Although our 

university does not have the main subject about career skills, the 

university aims to develop these career skills; therefore the 

university trains students before their internship.‖ 

 

In addition to the responses of the deans, below are the results from the interviews 

with the alumni: Alumni 1 said that:  

―…The courses were related to a few career skills such as 

problem solving and practiced before internship. The university 

did not have a course that only teaches specific career skills.‖ 

Alumni 2 said that: ―…Some career skills were integrated in the 

subjects.‖ Alumni 3 said that: ―…There were subjects about 

career skills and were integrated in the subjects. These skills were 

practiced before internship.‖ Alumni 4 said that: ―…Career skills 

were integrated in the subjects but there was no subject that 

specifically teaches such skills.‖ Alumni 5 said that: ―…Some 

career skills were learned from university activities and were 

practiced more during internship.‖  
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The alumni were asked about the difference in courses related to career skills 

between the past and present, all the participants said that the courses related to 

career skills were different between the past and present supporting the statement 

that in the 21st century the skills in the present and twenty years ago are different, 

and the students should be prepared to learn the skills for jobs in this century        

(The Partnership for 21st Century Skills, 2009). 

4.12.5  Suggestions to Enhance Career Skills 

By asking the participants about their suggestions to enhance the career skills to 

improve student‘s skills, the employers recommended several suggestions they 

considered important for undergraduate students. First, the universities must include 

subjects about career skills. Second, the students must be trained before sending 

them to internship and work. The deans recommended that the universities should 

plan how to help the students and to clarify the process in intensively training the 

students about career skills before they graduate. In addition, the alumni 

recommended that undergraduate students need to practice these career skills more. 

The universities must also focus on the practical aspect of learning and not just on 

the theoretical part.  

The analysis was completed by combining the results from the quantitative data 

through survey and the qualitative data through interviews, to look at the 

undergraduate students‘ career skills. Survey questionnaire and interviews were used 

to gather data from employers, deans, and alumni to determine the profile of the 

undergraduate students‘ career skills. Figure 4.10 shows the results from the survey 

which revealed the seven most important career skills: 1) Interpersonal relationship, 
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2) Time management, 3) Learning in the workplace, 4) Confidence, 5) Flexibility, 6) 

Teamwork, and 7) Listening. Figure 4.11 shows the results from interviews which 

identified the seven most important career skills: 1) Interpersonal relationship, 2) 

Reasoning and problem solving, 3) Teamwork, 4) Planning and organizing, 5) Oral 

verbal communication, 6) Technology, and 7) Self-management and organization. 

Table 4.57 shows the results from both surveys and interviews. Interpersonal 

relationship and teamwork are identified as important career skills in both surveys 

and interviews.  

 

Table 4.57 

The Importance of Career Skills from Quantitative and Qualitative Data 

Rank Quantitative Mean Qualitative Score Result  

1 Interpersonal 

relationships 

3.62 Interpersonal relationships 4 Interpersonal 

relationships 

2 Learning in the 

workplace 

3.60 Reasoning and problem 

solving 

3 Teamwork 

3 Time 

management 

3.60 Teamwork 3  

4 Confidence 3.58 Planning and organizing  2  

5 Teamwork 3.56 Oral verbal communication  1  

6 Flexibility 3.56 Technology 1  

7 Listening 3.58 Self-management and 

organization 

1  
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4.13  The Framework of Career Skills Expected from Undergraduate Students 

as perceived by the Employers, the Deans, and the Alumni of Universities in 

Songkhla Province, Thailand 

The fifth research objective of this study was to determine undergraduate students‘ 

career skills framework as perceived by the employers, the deans, and the alumni. 

The fifth research question of this study was ―What is the framework of career skills 

for undergraduate students as perceived by the employers, the deans, and the alumni 

of universities in Songkhla Province, Thailand?‖ This section presents the 

framework perceived by the employers, the deans, and the alumni revealing the 

framework concerning the P21 and SCANS.  

As seen in Table 4.57 twelve career skills from P21 and SCANS were examined 

through quantitative and qualitative methods by surveys and interviews are: 1) 

Interpersonal relationship, 2) Time management, 3) Learning in the workplace, 4) 

Confidence, 5) Flexibility, 6) Teamwork, 7) Listening, 8) Reasoning and problem 

solving, 9) Planning and organizing, 10) Oral verbal communication, 11) 

Technology, and 12) Self-management and organization.  

The framework of this study is underpinned by the P21 and SCANS. The results 

from the framework can be used by universities to evaluate what career skills are 

needed to be developed by the employers to understand what career skills have been 

taught in the universities, and by future students to consider the importance of career 

skills for the workplace. 
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Figure 4.12. The framework of 21st century career skills for Songkhla Province, 
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As showed in Table 4.8 the three sub-career skills with the highest scores for 

reasoning and problem solving are: 1) can determine what is needed to accomplish 

work assignments, 2) can formulate and reach decisions logically, and 3) can make 

decisions and solve problems effectively. Table 4.9 showed the three sub-career 

skills with the highest scores for oral verbal communication are; 1) have good 

communication skills in general, 2) understand the intent and details of oral 

communication very well, and 3) can present ideas favourably. Table 4.10 showed 

the three sub-career skills with the highest scores for teamwork are: 1) can contribute 

to a team by sharing information and knowledge, 2) can involve team members in 

decisions and plans that affect them, and 3) able to build agreement and trust within 

and across teams and groups. Table 4.11 showed the three sub-career skills with the 

highest scores for interpersonal relationships are: 1) demonstrate respect for the 

opinions, customs, and individual differences of others, 2) work well with both men 

and women from diverse backgrounds, and 3) interact effectively with others 

regardless of the diverse level or background.  

Table 4.14 showed the three sub-career skills with the highest scores for technology 

are: 1) can choose procedures, tools or equipment including computers and related 

technology and assess its use for work based situations, 2) can identify the need for 

data, obtain data from existing sources or create it, and evaluate its relevance and 

accuracy, and 3) use technology to communicate with colleagues. Table 4.15 showed 

the three sub-career skills with the highest scores for self-management and 

organization are: 1) demonstrate self-management and responsibility of resources, 2) 

can adjust easily to workplace changes and work under pressure, and 3) demonstrate 
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ability to work independently. Table 4.17 showed the three sub-career skills with the 

highest scores for planning and organizing are: 1) able to distinguish between the 

more important and less important information to complete a task, 2) clear about the 

duties and responsibilities at work, and 3) follow given timelines to choose the best 

alternative in solving a problem.  

Table 4.19 showed the three sub-career skills with the highest scores for learning in 

the workplace are: 1) involved in the company and committed to its overall goals, 2) 

can reflect on and learn from own mistakes and those of others, and 3) display a 

desire to gain new knowledge and skills. Table 4.23 showed the three sub-career 

skills with the highest scores for time management are: 1) set out to accomplish tasks 

according to the deadlines, 2) practice time management in completing assigned 

tasks, and 3) can leave a clear, well-organized workspace at the end of workday. 

Table 4.24 showed the three sub-career skills with the highest scores for listening 

are: 1) can listen to the entire message without interrupting, whether in agreement or 

not, 2) respond in an appropriate with speaker, and 3) actively listen to diverse points 

of view.  

Table 4.25 showed the three sub-career skills with the highest scores for confidence 

are: 1) believe that work hard will do well in learning from lesson, 2) can adjust 

behaviour to meet the requirements of any situation, and 3) believe by self can do 

well in learning from lesson, if try very hard.  and Table 4.27 showed the three sub-

career skills with the highest scores for flexibility are: 1) neglect personal needs 

because of the demands of work, 2) can help unexpected requests for colleagues 

during leisure time, and 3) remain optimistic in the face of obstacles or problems. 
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4.14 Summary 

This chapter presented the results of the study and described the techniques used to 

analyze the data and answer each of the research objectives. The purpose of this 

study was to examine the importance of career skills for undergraduate students as 

perceived by three groups of participants: employers, deans, and alumni.  

The answers to the five research objectives were the result of this study: (1) ranking 

of each career skills answered research objective one: to determine the career skills 

for undergraduate students as expected by employers, the deans and the alumni of 

universities in Songkhla Province, Thailand; (2) independent t-test comparing the 

level of each career skills among employers and alumni answered research objective 

two: to determine the level of career skills among the undergraduate students as 

perceived by the employers and the alumni of universities in Songkhla Province, 

Thailand; (3) One-Way ANOVA to investigate the difference among three groups of 

participants to answer research objective three: to establish the differences in career 

skills level among the undergraduate students according to the employers, the deans 

and the alumni of universities in Songkhla Province, Thailand; (4) results from the 

survey and interview to answer research objectives four: to develop the profile of the 

career skills among the undergraduate students of universities in Songkhla Province, 

Thailand, and (5) the results from the survey and interview as bases for P21 and 

SCANS answered the framework of expected career skills for undergraduate 

students as perceived by the employers, the deans and the alumni of universities in 

Songkhla Province, Thailand. 
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The quantitative part of the study provided the main answers to the research 

questions. Reliability and validity tests were conducted to test the consistency and 

goodness of the measures of the variables. Descriptive statistics were presented 

which were used to examine the importance of twenty career skills, while One-way 

ANOVA was used to investigate the differences in the responses of the participants.  

This chapter concluded with a discussion of the interview data in order to support 

and fulfill the research objectives of this study. The next and final chapter discusses 

the findings and future research direction as well as the contribution, practical and 

theoretical, and the implications of this study. 
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CHAPTER FIVE 

 DISCUSSION AND CONCLUSION  

5.1 Introduction 

This chapter discusses the results presented in the previous chapter, including 

possible explanations for the results of the survey and interview. This chapter also 

examines the framework for career skills as perceived by the employers, the deans 

and the alumni. Finally it includes the implications and recommendations for future 

research. 

5.2 Overview of the Study  

This study examined and tried to answer the importance of career skills among 

undergraduate students in Songkhla Province, Thailand through the following 

research objectives: 1) to determine the career skills are expected from 

undergraduate students by the employers, the deans, and the alumni of universities in 

Songkhla Province, Thailand, 2) to determine the level of career skills among the 

undergraduate students from the employers and the alumni of universities in 

Songkhla Province, Thailand, 3) to investigate the differences in the career skills 

level among the undergraduate students according to the employers, the deans, and 

the alumni of universities in Songkhla Province, Thailand, 4) to develop the profile 

of the career skills among the undergraduate students of universities in Songkhla 

Province, Thailand, and 5) to establish the framework of career skills for 

undergraduate students as perceived by the employers, the deans, and the alumni of 

universities in Songkhla Province, Thailand. 
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The survey data were based on the questionnaires completed by 354 employers in 

Songkhla Province, Thailand, 31 deans and 365 alumni from five universities in 

Songkhla Province Thailand. The complete of participant rate for employers was 

57%, 94% for deans, and 53% for alumni. In addition, the results for the fourth and 

fifth research questions were supplemented by interviews with 15 participants: five 

employers, five deans, and five alumni. 

5.2.1 Description of Subjects 

The subjects in this study were stratified and purposefully selected from Songkhla 

province in Thailand: employers from the private, public, and state enterprise 

sectors, deans and alumni from five universities (Rajamangala University of 

Technology Srivijaya, Thaksin University, Songkhla Rajabhat University, Prince of 

Songkla University, and Hatyai University) who graduated between 2010 and 2012. 

5.2.2 The Instruments 

The study employed mixed methods research design to answer the research 

questions. Three sets of survey questionnaires were developed using a five–point 

scale, which were modified based on the works Bedford (2011), Bommarito (2012), 

Bronson (2008), Christensen (2009), DeLeon (2012), Fitzgerald (2009), Griffiths 

(2003), Kardash (2006), Keeney (2012), Roberts (2003), Slater (2004), Tang (2012), 

The Secretary‘s Commission on Achieving Necessary Skills, (1991), Warren (2012), 

and Williams (2006). The content survey validity of the instruments was established 

by five experts while the construct validity was done through factor analysis. 

Moreover, the questionnaires were translated from English to Thai and Thai to 
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English to ensure that the questions were understandable to the participants. 

Cronbach‘s alpha was utilized for the reliability coefficient. 

5.2.3 Survey Description 

The three sets of survey questionnaires allowed the employers, the deans, and the 

alumni to answer the items from their own perspectives. Part 1 of the survey 

included demographic questions for the participants regarding their gender, sector of 

work, numbers of employees and from which university they were working and 

graduated. Part 2 of the survey asked the participants about the importance of career 

skills by ranking them from the most important (1) to the least important (20). Part 3 

included 20 dimensions that measured reasoning and problem solving (9 items), oral 

verbal communication (9 items), teamwork (6 items), interpersonal relationships      

(7 items), initiative/self motivation (8 items), writing (7 items), technology (8 items), 

self-management and organization (8 items), reading (9 items), planning and 

organizing (9 items), thinking about learning (9 items), learning in the workplace     

(8 items), critical thinking (8 items), leadership (10 items), social and economic 

studies (6 items), time management (11 items), listening (8 items), confidence          

(8 items), creativity (9 items), flexibility (10 items). The employers were asked the 

level of employees who work under control while the deans were asked the level of 

career skills which the lecturer were teaching the students in their respective 

universities. Finally, the alumni were asked the level of career skills that they used 

for work. 
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5.3 Discussion 

This study examined and tried to assess the importance of career skills among 

undergraduate students in Songkhla Province, Thailand through the following 

research objectives; the first objective of this study is to determine the expected 

career skills of undergraduate students by the employers, the deans, and the alumni. 

The second objective is to determine the level of career skills among undergraduate 

students by the employers and the alumni. The third objective is to investigate the 

difference in career skills level by the employers, the deans, and the alumni. The 

fourth objective is to develop the profile of career skills, and the last objective aim to 

establish a framework for undergraduate students based on the responses of the 

employers, the deans, and the alumni. 

5.3.1 Career Skills Expected by the Employers, the Deans, and the Alumni 

The first research objective of this study was to determine the career skills of 

undergraduate students as expected by the employers, the deans, and the alumni of 

universities in Songkhla Province, Thailand. The study investigated their 

expectations in terms of the career skills of undergraduate students. Descriptive 

analysis of the ranking of the career skills was used in the study. The results which 

showed the highest score based on the rank order of the career skills by the three 

groups of participants were reasoning and problem solving (See Table 5.1). The 

career skills with the lowest expectation by the employers and the alumni were 

flexibility, while for the deans, social and economic studies had the lowest. Table 5.1 

presents the twenty most important career skills expected by the employers, the 

deans, and the alumni. 
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Table 5.1 

Ranking Order of the Twenty Most Importance Career Skills Expected by the 
Employers, the Deans, and the Alumni 

Rank Employers Deans Alumni 

1 
Reasoning and problem 

solving 

Reasoning and problem 

solving 

Reasoning and 

problem solving 

2 Leadership Teamwork Teamwork 

3 
Teamwork Oral verbal 

communication 

Interpersonal 

relationships 

4 
Interpersonal 

relationships 

Leadership Oral verbal 

communication 

5 
Oral verbal 

communication 

Planning and organizing Thinking about 

learning 

6 
Time management Interpersonal 

relationships 

Learning in the 

workplace 

7 
Thinking about learning Thinking about learning Planning and 

organizing 

8 
Learning in the 

workplace 

Technology Initiative/self 

motivation 

9 
Self-management and 

organization 

Initiative/self motivation Leadership 

10 
Planning and organizing Self-management and 

organization 

Time management 

11 
Technology Creativity Self-management and 

organization 

12 Initiative/self motivation Confidence Technology 

13 Confidence Time management Confidence 

14 Listening Critical thinking Listening 

15 
Writing Learning in the 

workplace 

Writing 
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Table 5.1 (Continued) 

Rank Employers Deans Alumni 
16 Creativity Reading Creativity 

17 Critical thinking Listening Reading 

18 Reading Writing Critical thinking 

19 
Social and economic 

studies 

Flexibility Social and economic 

studies 

20 
Flexibility Social and economic 

studies 

Flexibility 

 

All the three groups of participants ranked reasoning and problem solving as the 

most important career skills. The second most important ranked was leadership skills 

by the employers while for the deans and the alumni, it was teamwork. The third 

most important for the employers was teamwork. Oral verbal communication and 

interpersonal relationship were viewed as the third most important career skills by 

the deans and the alumni respectively.  

The results of this study are in line with the findings of previous studies. The finding 

of this study that problem solving skills ranked first is supported by literature that it 

is one of the five most important skills for four-year college graduates expected by 

employers (Casner-Lotto, & Barrington, 2006). The United States would suffer if 

students did not learn the essence of problem solving. Responsibility of problem 

solving and creative thinking are needed for new workers (The Secretary‘s 

Commission on Achieving Necessary Skills, 1991). Today, a quality employee needs 

mental skills such as problem-solving skills and thinking skills (Tribble, 2009). 

Gabric and McFadden (2001) also found that in the order of importance between 
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employers and students, problem solving is one on the top three skills. Moreover, the 

study of McCollum (2014) found that the applied skills of critical thinking, problem 

solving and leadership were given much greater value by the employers. 

In China, problem solving was placed among the top five skills that recent graduates 

needed to master (Hunan Department of Education, 2007 as cited in Cao 2011). 

Moreover, the survey of 460 graduates students, 195 faculty members, and 153 

employers in Vietnam showed that the most important three skills rated among        

19 skills variables by three groups of participants included problem solving        

(Duoc & Metzger, 2007). 

Furthermore, Wickramainghe and Perera (2010) also found that problem solving is 

the most important employability skill based on the responses of the four groups of 

participants (male graduates, female graduates, employers, and university lecturers). 

With respect to Thailand, it has been pointed out that ―Thailand has the largest 

deficiencies, with 20-30 percent of employers putting problem solving among the 

three most serious gaps‖ (World Bank, 2012, p.53). Inescapably, reasoning and 

problem solving is also perceived in Thailand as the most lacking among 

undergraduate students. 

In the result of this study is that reasoning and problem solving are the top most 

expected career skills for the employers, the deans, and the alumni. These necessary 

skills are expected by the employers from employees who are skills needed in the 

workplace (Washor, 2015) because, higher levels of employees‘ skills are related to 

a higher average level of labor productivity (Hendarman, 2017). 
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5.3.2 The Level of Career Skills among Undergraduate Students from the 

Employers and the Alumni of Universities in Songkhla Province, Thailand 

Descriptive analysis was used to investigate research objective two to examine the 

level of career skills among the undergraduate students based on the perspectives of 

the employers and the alumni. This study has determined the level of twenty career 

skills between employers and alumni. Table 4.30 presents the twenty career skills 

significant to employers and alumni. The results showed that the employers‘ ratings 

were less than the alumni are perception of themselves (Figure 4.9).    

The results from the previous study by Gabric and McFadden (2001) showed that 

there are significant differences between students and employers in rating the various 

skills and traits, wherein students rated the skills higher than did employers. 

Moreover, the results from Orner‘s (2009) study showed that students were more 

positive than the employers about their acquisition of employability skills. The level 

of career skills also indicated that the employer-employee relationship is beneficial 

to both parties when the employee training improves productivity and increases 

profits for the company (Tribble, 2009). 

5.3.3 The Differences in Career Skills Level among Undergraduate Students 

According to the Employers, the Deans, and the Alumni of Universities in 

Songkhla Province, Thailand 

The third research objective of this study was to investigate the differences in career 

skills level among the undergraduate students according to the employers, the deans, 

and the alumni, according to the twenty career skills. One-way ANOVA results 

showed that all twenty career skills differed significantly according to the employers, 



 

 203 

the deans, and the alumni, thus supporting research objective three. The mean score 

of the rating of the deans are higher than that of the employers and alumni, while, the 

mean score of alumni is higher than the mean score of the employers. As regards the 

third objective, there are differences in the level of career skills according to the 

employers, the deans and the alumni. Statistics showed that the majority of the level 

of career skills from the deans is higher than the employers and the alumni, while the 

level of the career skills by employers is lowest.  

The data of the present study was evaluated using pair-wise difference between 

employers and alumni which found a significant difference between employers and 

alumni. The study by Swiatek (2000) also found that there are differences in the 

importance given to skills by graduates and employers according to their perceptions 

in the Australian context. 

Significant differences were also found between the groups of employers and deans. 

The previous study showed a statistically significant difference between the 

perceptions of the instructors and the perceptions of the employers on four of the soft 

skills listed in the survey, with the instructors‘ placing a higher importance on soft 

skills than did the employers (Tribble, 2009). 

On the other hand, the result showed that there is no significant difference between 

the rating of the deans and the alumni. The previous study by Cao (2011) examined 9 

skills between graduate and instructors, and found that only a few skills were 

significant. 
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5.3.4 The Profile of the Career Skills among Undergraduate Students of 

Universities in Songkhla Province, Thailand 

The fourth research objective of this study was to develop the profile of career skills 

among the undergraduate students of universities in Songkhla Province, Thailand. 

The findings of this study showed that the interpersonal relationship skills and 

teamwork skills were deemed to be the top most in importance in the twenty career 

skills based on the results of both the quantitative and qualitative data                    

(See Figure 5.1). 

 

 

Figure 5.1. The importance career skills profile for undergraduate students  
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Interpersonal relationship skills and teamwork skills are the profile for undergraduate 

students in this study. The sub-items of each career skills can be seen in Table 5.2. 

Table 5.2 

The Profile for Undergraduate Students 

Profile The sub-items of Profile 

Interpersonal relationship Contribute positively to group efforts 

Work well with both men and women from diverse 

backgrounds 

Can make friends at work easily and get the help and 

support when needed from colleagues 

Able to handle conflict maturely 

Interact effectively with others regardless of the 

diverse level or background 

Understand the interaction and interrelationship of 

systems within an organization 

Demonstrate respect for the opinions, customs, and 

individual  differences of others 

Teamwork Can respond to constructive criticisms  

Can accept differences and diversity of individuals 

within the group  

Can contribute to a team by sharing information and 

knowledge  

Can involve team members in decisions and plans that 

affect them 

Able to empower team members to do their jobs or 

tasks assigned 

Able to build agreement and trust within and across 

teams and groups 

 

Interpersonal relationship skills relationship skill was found to be a required skill for 

modern professional librarians (Nonthacumjane, 2011). Previous studies on the 21st 
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century career skills show that potential employers want to hire applicants with 

strong interpersonal skills (Mitchell et al., 2010), but new graduates were falling 

short of employers‘ expectations. Having good interpersonal relationship skills is 

deemed to be the most important career skills for employees (Department of 

Employment, 2009). Similarly, Williams (2015) argued that employers in the 

Jamaican hotel industry placed interpersonal skills among the top five soft skills. 

Consequently, the quality considered by Quest, Diagnostice and Shell among young 

people who are entering the workplace focuses on interpersonal skills: ―We‘re 

looking for people who can build relationships, have presence, and have intellectual 

capacity; people who have been involved in the community, in civic activities; 

individuals who can engage with people both inside and outside the company,‖ notes 

William Fitzpatrick of Shell Trading and Shipping (Casner-Lotto & Barrington, 

2006, p. 25). Graduates are deficient and not well prepared; they lack in many basic 

skills such as communication, work habits, reasoning ability, critical thinking, 

problem solving, and interpersonal interaction (Bullard, 2013; Casner-Lotto & 

Barrington, 2006; Mitchell et al., 2010). Applicants with strong interpersonal skills 

are considered by the employers, but new graduates usually fall short in that regard 

(Randolph, 2016; Robles, 2012). 

Teamwork skill is considered to be one of the two important career skills in the main 

profile of undergraduate students, supported by employers who look at resumes for 

leadership skills, providing evidence that teamwork is the most important attribute 

(National Association of Colleges and Employers, 2014). In a study by Robles 

(2012) interpersonal skills and teamwork skills were identified as part of the 10 most 
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important soft skills out of 517 soft skills for new employees to possess to be hired 

for a position within their organization. Leadership and teamwork were also 

considered as the most important career skills that employers seek from applicants 

(National Association of Colleges and Employers, 2014). A group of software 

manufacturers in Thailand reported the need for employees with teamwork skills 

(Department of Employment, 2009). Out of the twenty skills solicited by the 

employers from graduates of first degree year courses, teamwork/collaboration 

ranked second (Casner-Lotto & Barrington, 2006), while Washor‘s (2015) study 

reported that teamwork was ranked the highest by students and supervisors involved 

during internships. The study of 1019 students‘ perceptions by Jackson (2010) shows 

particularly that communication and team-working are important in the ratings. As 

the results of a study by Brooks, Greer, and Morris (2018) show, 75.1% of 

advertisements referred to teams and teamwork, making it the most widely listed 

item across all categories. 

The undergraduates‘ career skills profile found in this study provides a more detailed 

understanding of the various dimensions of career skills necessary in the workplace. 

The profile of career skills offers an opportunity for graduates to acquire and develop 

their skills. On the one hand, the alumni thought that since they obtained their 

degree, they were qualified to enter the workplace; on the other hand, the employers 

asserted that the graduates could only be considered if they demonstrated the career 

skills the employers were expecting from them. Moreover, students who are aware of 

the importance of soft skills and know how to demonstrate these skills in their 

application forms are likely to be successful in finding employment (Brown & 



 

 208 

Hesketh, 2004 as cited in Gaby & Purcell, 2010). The profile as a portfolio is an 

effective tool to develop graduating students‘ careers since it contains more detailed 

information for employers than the standard resume (Shaidullina., et. al., 2015). 

Regarding the fourth objective, after the triangulation of the results, this study 

concluded that interpersonal relationship skills and teamwork skills are indicated as 

the required profiles on 21st century career skills in Songkhla Province, Thailand. 

Students can put the development of sub-items of each career skills to their profiles‘ 

assessment. 

5.3.5 The Framework of Career Skills for Undergraduate Students as Perceived 

by the Employers, Deans, and Alumni of Universities in Songkhla Province, 

Thailand 

The fifth research objective of this study was to establish the framework of career 

skills for undergraduate students as perceived by the employers, the deans, and the 

alumni of the universities in Songkhla Province, Thailand.  

This was addressed by describing the importance of career skills based on the 

analyses of P21 and SCANS found in the literature. The outcome of this study‘s 

frameworks revealed the importance of 21st century career skills of twelve career 

skills for three groups of participants: 1) Interpersonal relationships, 2) Learning in 

the workplace, 3) Time management, 4) Confidence, 5) Teamwork, 6) Flexibility, 7) 

Listening, 8) Reasoning and problem solving, 9) Planning and organizing, 10) Oral 

verbal communication, 11) Self-management and organization, and 12) Technology. 
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 Undergraduate 
Students                 

Career skills 
 Framework 

 

FLEXIBILITY 
Neglect personal 
needs because of the 
demands of work. 
Can help 
unexpected requests 
for colleagues during 
leisure time. 
Remain optimistic     
in the face of 
obstacles or 
problems. 
 

REASONING AND  

PROBLEM SOLVING 

 Can determine what is 
needed to accomplish 
work assignments. 
 Can formulate and 
reach decisions logically. 
Can make decisions and 
solve problems 
effectively. 
 

ORAL VERBAL 

COMMUNICATION 

 Have good 
communication skills 
in general.  
 Understand the 
intent and details  oral 
communication very 
well.                                
Can present ideas 
favourably very well. 
 
 

TEAMWORK 
Can contribute        
to a team by sharing 
information and 
knowledge. 
 Can accept 
differences and 
diversity of 
individuals within the 
group. 
Able to build 
agreement and trust 
within and across 
teams and groups. CONFIDENCE 

Believe that work 
hard will do well in 
learning from lesson. 
Can adjust 
behavior to meet the 
requirements of any 
situation. 
Believe by self can 
do well in learning 
from lesson, if try 
very hard. 
 

INTERPERSONAL 
RELATIONSHIPS 

Demonstrate respect for 
the opinions, customs, and 
individual differences of 
others. 
Work well with both 
men and women from 
diverse backgrounds. 
Interact effectively with 
others regardless of the 
diverse level or 
background. 
 

LISTENING 
Can listen to the entire 
message without interrupting, 
whether in agreement or not. 
Respond in an appropriate 
with speaker. 
Actively listen to diverse 
points of view. 

TIME 
MANAGEMENT 

Set out to accomplish 
tasks according to the 
deadlines. 
Practice time 
management in 
completing assigned 
tasks. 
Can leave a clear, 
well-organized 
workspace at the end 
of workday. 
 

TECHNOLOGY 
 Can choose procedures, 

tools or equipment 
including computers and 
related technology  and 
assess its use for work 
based situations. 
 Can identify the need for 

data, obtain data  from 
existing sources or create 
it, and evaluate its 
relevance and accuracy. 
 Use technology to 

communicate with 
colleagues. 

PLANNING AND 
ORGANIZING 

Able to distinguish 
between the more   
important and less 
important  information 
to complete a task. 
Clear about the 
duties and 
responsibilities at 
work. 
Follow given 
timelines to choose the 
best alternative in 
solving a problem. 

[LEARN IN THE 
WORKPLACE 

Involved in the 
company and 
committed to its 
overall goals. 
 Can reflect on 
and learn from own 
mistakes and those 
of others.                
 Display a desire 
to gain new 
knowledge and 
skills. 
 

SELF-MANAGEMENT  
AND ORGANIZATION 
Demonstrate self-
management and 
responsibility of 
resources. 
 Can adjust easily 
to workplace 
changes and work 
under pressure. 
 Demonstrate 
work ethics that are 
aligned with the 
workplace ethics. 
 

Figure 5.2. The framework of the career skills for undergraduate students  
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These results based on the frameworks emphasize the importance of the skills that 

employers need or want in the workplace (Tribble, 2009) which can help participants 

have a better understanding of what is needed (Doyon, 2014). Moreover, higher 

education should design programs of study to fill those soft skills which are 

perceived by students that they were not getting in their courses (Anthony & Garner, 

2016). The needs of the labor force of effective soft skills have become a trend in the 

education and industry arenas, supported by college administrators, faculty, 

employers and students who together are all important for implementation 

(Williams, 2015).  

As seen in the findings of previous studies, there is a great divide between what 

employers seek in workers and what is currently being promoted in education 

(Robinson, 2001 as cited in Fox, 2011). Curriculum frameworks should include 

national skills standards that link the skills taught in the classroom with a variety of 

occupational clusters. Workplace skills can be reinforced by employee training in 

workshops and seminars. Students must understand how to apply the skills taught in 

class to a real work setting.  

Business and educational leaders have developed frameworks of skills that they 

believe high school graduates should develop during their years of schooling. These 

frameworks include thinking, communication, technology, and problem-solving 

skills that business leaders and educators view as critical for the success of students 

in the 21st century (Olsen, 2010). 
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The expectations from university by students are that they offer more practice and 

functional skills. Universities should give a proper balance of specific knowledge (ie, 

the knowledge specifically needed for a particular task) and generic knowledge (ie, 

general skills and capabilities) that are conducive to employability (Frunzaru, 

Vătămănescu, Gazzola & Bolisani 2018). World Bank (2012) also supports the 

importance of universities in helping countries to build globally competitive 

economies and to develop students‘ skills at the tertiary level.  Universities play a 

crucial role in providing high- level skills and conducting research to apply current 

technologies and assimilate, adapt, and develop new technologies. Students must 

understand how to apply the skills taught in class to a real work setting (Tribble, 

2009). Moreover, Landrum et al. (2010) surveyed alumni to determine their 

preparedness for the workplace. The study revealed that the graduates realized that 

their college experience might have prepared them academically for their careers, but 

it fell short in preparing them in the area of soft skills. The study suggests that 

―instructors should inform students of the importance (for classroom as well as 

workplace success) of such behaviors as self-discipline, acting responsibly, 

teamwork, setting priorities, and working independently, and hold students 

accountable for these behaviors as they relate to the course‖ (p.103). 

Based on the P21 ―we must harness appropriate learning tools to the latest learning 

science in order to create powerful learning environments for the 21st century and the 

underpinning of the 21st Century Skills Framework‖. The outcomes for students are 

not new to 21st century; instead; the framework reflects knowledge and skills that are 

essential for life in the 21st century (The Partnership for 21st Century Skills, 2007, 
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p.23). They answer the question whether graduates have the skills necessary for 

success in the workplace of the 21st century (Casner-Lotto, & Barrington, 2006).  

Many employers seek applicants who already possess these skills because they 

believe that they can train employees in the technical skills needed to perform the 

job, but soft skills training requires resources such as time and money. Employers 

sometimes seek graduates with soft skills obtained during study and work experience 

rather than degree-specific knowledge, and often opt to hire graduates from any 

discipline.  

The previous studies suggested that these skills should be integrated in programs of 

study. The present study has filled this gap by considering the perceptions of three 

groups of participants. Descriptive analysis determined what employers seek in 

graduates, what current graduates can do, and what universities do for graduates in 

Thailand.  

In conclusion, to address a common framework for defining and measuring career 

skills, the current study has established a framework that further justifies that the 

higher curricular education should be revised to reflect the salient role of identifying 

contextualized skills to help the student succeed in the workplace. Moreover, this 

study provides a step in articulating the necessary career skills which can help 

participants to have a better understanding of why these skills are needed. Higher 

education must develop the students‘ skills adequately and provide relevant skill sets 

for graduates to become more successful at work. Consequently, the fifth objective 
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has been met by the framework to establish and reinforce the importance of 21st 

century career skills for employers, universities, and alumni in Thailand. 

5.4  Implications 

This part aims to present the implications of this study based on its findings.  

5.4.1  Theoretical Implications 

The purpose of this study is to investigate the importance of 21st century career skills 

among undergraduate students in Songkhla Province, Thailand, such as the expected 

career skills, the level of career skills, and the differences perceived by the 

employers, the deans, and the alumni, the profile of the graduates and the framework 

of career skills of graduates. The study looked into these areas and analyzed if there 

are any necessary career skills among undergraduate students perceived by three 

groups of participants in Songkhla Province, Thailand. The findings provide a better 

understanding of the Millerson‘s theory and TWA theory definitions of great skill; 

the terms skills and abilities as developed in the Partnership for 21st Century Skills 

(P21) and The Secretary‘s Commission on Achieving Necessary Skills (SCANS) 

models; career skills profile; and the framework to reveal the importance of 21st 

century career skills.   

 

The findings of this study could be related to the findings of other previous studies‘ 

thus contributing new outcomes as regards the importance of 21st century career 

skills. 
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This study‘s major findings helped identify a number of implications of the theory. 

These implications are comprised of the following: first, the findings of the study 

confirmed the twenty career skills deemed important by three groups of participants: 

the employers, the deans, and the alumni. The P21 and SCANS have revealed the 

importance of these twenty career skills which must be an integral part of every 

student. The students should leave universities with the competence that they need to 

apply in the workplace.  

Second, the findings from the surveys and interviews with employers informed the 

universities about what employers expect from students. Universities have the 

responsibility of preparing and training students for the workplace; otherwise, 

students would have difficulty adjusting to the work environment. 

Third, the study is useful to narrow the gap between the career skills employees have 

and the career skills employers require which should be the responsibility of 

education, businesses, and government (Tribble, 2009). 

Based on the above, the theory derived from these three implications would help 

further explain the twenty career skills that are important for the three groups of 

participants. 

5.4.2  Practical Implication 

The most salient point to make when discussing and generalizing this study is 

heeding the call to propose a framework, which integrates P21 and SCANS in 

determining twenty career skills. The results demonstrate that the framework 
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developed in combination with P21 and SCANS is appropriate to be used by 

employers, deans, and alumni in this study.  

Holmes (1999) suggested that the employers‘ perception of graduates is very 

important in understanding the concept of graduate identity. McCollum (2014) 

pointed out that the skills are important because they will help young people succeed 

in society when they enter the workplace. In another work, establishing portfolios to 

help graduating students may be useful for teachers and students (Shaidullina, et al., 

2015). Therefore, tertiary institutions may hold a greater responsibility in terms of 

soft skills development (Low, Samkin & Liu, 2013). 

This study tried to bridge the gap between how students live and how they learn 

(Partnership for 21st century skills, 2003), and how the students today differ from the 

students in the past due to immersion in technology (Kereluik et al., 2013). Teaching 

should not just focus on strategies toward enabling students to achieve high scores 

but should also teach students to apply these skills beyond actual assessment (Serdar, 

2015). Moreover, in the labor market changes, career skills are becoming 

increasingly important (Akkermans, Brenninkmeijer, Schaufeli, & Blonk, 2015). 

Findings from the interviews with the employers, the deans, and the alumni revealed 

their expectations that undergraduate students acquire the career skills from 

universities before they enter work. Universities should prepare their students before 

they graduate while alumni must acquire those career skills for work. On the one 

hand, alumni thought that since they had a degree, they were eligible to enter the 
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workplace; however, employers asserted that the graduates could only demonstrate 

career skills that were below the employers‘ expectations. 

This study is consistent with previous studies in terms of universities needing to 

connect higher education with the job market more closely to reduce a skill 

mismatch that may prevent employment. Higher education is expected to be useful 

to prepare young professionals for employment (Cao, 2010). Likewise, the study by 

Heimler (2010) examined the three groups of participants; educators with a better 

understanding of the skills employers need and expect from graduates greater 

understanding of revising or designing courses that more accurately address the 

skills that college graduates need to perform their jobs. By providing courses with 

the skills needed and expected by the industry, graduates will be better prepared to 

enter the workforce and perform their jobs.  

The findings from this study are deemed useful for employers, university lecturers, 

and students because the framework shows the importance of career skills for 

graduates who are preparing themselves before entering the workplace. The study by 

Heimler (2010) showed that not just one group of respondent was responsible for the 

outcome of the graduates‘ preparedness for work. This framework serves as a guide 

for the stakeholders because nowadays, in Thailand, the importance of 21st century 

career skills is not clearly identified (Siriluk, Prachanban & Parnichparinchai, 2014). 

Moreover, Thailand needs to design a scheme for higher education with contribution 

from different stakeholders such as the public, students and parents, and other 

beneficiaries of universities outputs (graduates, researchers, and services) (Office of 

the Higher Education Commission, 2007).  
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5.5  Recommendations for Future Research 

This study investigated the importance of career skills for undergraduate students in 

Songkhla Province, Thailand. Recommendations for future research are based on the 

findings and conclusions of this study. The setting of this study was the Songkhla 

Province Thailand, which only represents one of the regions in Thailand. Studies in 

other geographic locations in Thailand and other countries are suggested. 

Since this study found that interpersonal relationship and teamwork are very 

important career skills, it is recommended to future researchers to investigate these 

skills in more detail. 

The in-depth interviews and focus group discussions are recommended to explore 

further the importance of career skills needed for the workplace.  

5.6  Summary 

This study examined the gaps in the importance of 21st century career skills. There 

is still a wide gap between what employers are looking for and what education is 

providing and a wide discrepancy between the skills needed for the future and what 

is currently taught and assessed in universities. This study attempted to address the 

research objectives through quantitative and qualitative methods. The results from 

the quantitative analysis from the completed 750 questionnaires and the qualitative 

data through interviews with 15 participants showed that the three groups of 

participants agreed that the interpersonal relationship skills and teamwork skills are 

the most important among the twenty career skills. In addition, the profile derived 

from this study fulfilled the gap among the perceptions of the three groups of 
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participants. Moreover, the findings showed that the framework derived from P21 

and SCANS is suitable to the twelve career skills considered in this study. 



 219 

REFERENCES 

Abdallah, M. M. S. (2010). Web-Based New Literacies: Revisiting Literacy in 

TESOL and EFL Teacher Education. Gold Coast. Australian Council of 

TESOL Associations (ACTA) International TESOL Conference. 

Akkermans, J., Brenninkmeijer, V., Schaufeli, W. B., & Blonk, R.W.B. (2015).               

It‘s all about careerskills: Effectiveness of a career development intervention 

for young employees. Human Resource Management, 54 (4), 533–551 

doi:10.1002/hrm.21633 

Al-khafaji, N. J., (2016). G2G interaction model of information sharing among local 

agencies based on phenomenology approach: Dhi-qar province employees’ 

viewpoints (Unpublished doctoral dissertation). Universiti Utara Malaysia. 

Kedah. 

Anthony, S., & Garner, B. (2016). Teaching soft skills to business students:           

An analysis of multiple pedagogical methods. Business and Professional 

Communication Quarterly, 1–11. doi: 10.1177/232949061664224 

Appelbaum, S. H., & Rohrs, W. F. (1981). Time management for health care 

professionals. Rockville: Maryland Aspen Systems Corporation. 

Association of American Colleges and Universities. (2007). College learning for the 

new global century. Washington, DC: The Association of American Colleges 

and Universities. 

Australian Chamber of Commerce and Industry. (2002). Employability skills - An 

employer perspective: Getting what employers want out of the too hard 

basket (88). Kingston: Leading Australian Business. 



 

 220 

Australian Government Department of Education Science and Training. (2006). 

Employability skill from framework to practice. Retrieved from 

www.training.com.au/.../employability%20skills 

Bakar, A. R., & Hanafi, I. (2007). Assessing employability skills of technical-

vocational students in Malaysia. Journal of Social Sciences, 3(4), 202-207. 

Baugh, F. G. (2004). The influence of interpersonal flexibility on work team conflict 

over time (Doctoral dissertation). Retrieved from ProQuest Dissertation & 

Theses (3141388) 

Bedford, C. L. (2011). The role of learning agility in workplace performance and 

career advancement (Unpublished doctoral dissertation). The University of 

Minnesota, Minnesota. 

Bennett, T. M. (2006). Defining the importance of employability skills in 

career/technical education (Doctoral dissertation). Retrieved UMI 

Microform (3245459) 

Berg, B. (1989). Qualitative research methods for the social sciences. Allyn & 

Bacon, Boston. 

Bhanugopan, R., & Fish, A. (2009). Achieving graduate employability through 

consensus in the South Pacific island nation. Education + Training, 51(2), 

108- 123. 

Blackwell, A., Bowes, L., Harvey, L., Hesketh, A. J., & Knight, P. T. (2001). 

Transforming work experience in higher education. British Educational 

Research Journal(27), 269–286.  

http://www.training.com.au/.../employability%20skills


 

 221 

Bommarito, M. S. (2012). Leadership development in higher education: Exploring 

model impact among students and alumni (Doctoral dissertation). Retrieved 

from ProQuest Dissertation & Theses (3516774) 

Boudah, D. J. (2011). Conducting education research: Guide to completing a major 

project. California: SAGE. 

Boyatzis, R.E. & Kolb, D.A. (1991). Assessing individuality in learning: The 

learning skills profile. Educational Psychology, 11(3and4),279-295. 

Bridgstock, R. (2011). Skills for creative industries graduate success. Education + 

Training, 53(1), 9-26. 

Bronson, R. W. (2008). Critical thinking as an outcome of distance learning: A study 

of critical thinking in a distance learning environment (Doctoral 

dissertation). Retrieve from UMI (3315179) 

Brooks, N. G., Greer, T. H., & Morris, S. A. (2018). Information systems security 

job advertisement analysis: Skills review and implications for information 

systems curriculum, Journal of Education for Business, 1-9.                                   

doi: 10.1080/08832323.2018.1446893 

Brown, D. (2012). Career information, career counseling, and career development 

(10th ed.). Upper Saddle River: PEARSON. 

Brown, P., & Hesketh, A. (2004). The Mismanagement of Talent – employability and 

jobs in the knowledge economy. Oxford: Oxford University Press. 

Brown, S. D., & Lent, R. W. (2005). Career development and counselling: Puting 

theory and research to work. New Jersey: John Wiley & Sons. 



 

 222 

Brungardt, C. (2011). The intersection between soft skills development and 

leadership education. Journal of Leadership Education, 10(1) 1-22.            

doi: 10.12806/ V10/I1/RF1 

Bryman, A. (2016). Social research methods (5th ed.). New York:                              

Oxford University Press. 

Bullard, A. (2013). Are they really ready to work – seven years later (Doctoral 

dissertation). Retrieved from ProQuest Dissertation (3632200) 

Cao, Y. (2011). Skill development in higher education: Perspectives from recent 

college graduates their instructors in China (Unpublished doctoral 

dissertation). The University of Minnesota, Twin Cities. 

Carnevale, A. P. (2008). The workplace realities. The School Administrator, 65(2), 

34-39. 

Carnevale, A., Smith, N., & Strohl, J. (2010). Help wanted-projections of jobs and 

education requirements through 2018. Georgetown University Center on 

Education and the Workforce. Retrieved from 

http://www9.georgetown.edu/grad/gppi/hpi/cew/pdfs/FullReport.pdf. 

Casey-Hansen, M. A. (2014). Bridging the gap in workforce readiness through 

secondary education (Doctoral dissertation). Retrieved from ProQuest 

Dissertation (370952) 

Casner-Lotto, J., & Barrington, L. (2006). Are they really ready to work? Employers’ 

perspectives on the basic knowledge and applied skills of new entrants to the 

21st Century U.S. workforce. USA: The Conference Board, Inc., the 

Partnership for 21st Skills, Corporate Voices for Working Families, and the 



 

 223 

Society for Human Resource Management. Retrieved December 10, 2012, 

from: http://www.conference board.org/pdf_free/BED-06-Workforce.pdf 

Cavana, RY., Delahaye, BL., Sekaran, U., (2001). Applied business research: 

Qualitative and quantitative methods. New York: John Wiley. 

Chartered Institute of Personnel and Development. (2009). Recruitment, retention 

and turnover: Annual Survey. Retrieved from 

www.cipd.co.uk/NR/rdonlyres/41225039-A846-4D2D-9057-

E02CDB6BFC0B/0/recruitment_retention_turnover_annual_survey_  

2009.pdf 

Chawanakrasaesin, P., Rukskul, I., & Ratanawilai, A. (2011). Validity and reliability 

of Thai version of the posttraumatic stress disorder checklist. Journal of the 

Psychiatric Asscociation of Thailand, 56 (4),  

Cheng, E. W. L., & Ho, D. C. K. (2001). The influence of job and career attitudes on 

learning motivation and transfer. Career Development International, 6(1),   

20-28. 

Christen, A. (2009). Transforming the classroom for collaborative learning in the    

21st Century. Techniques: Connecting Education and Careers, 84(1), 28-31. 

Christensen, T. W. (2009). Crisis leadership: A study of leadership practice 

(Unpublished doctoral dissertation).  Capella University,  Minnesota. 

Churchill, G. A. J., & Lacobucci, D. (2004). Marketing research: Methodological  

foundations. (9th ed.). Cincinnati, Ohio: South Western. 

Clark, D. D. (2008). A Study of West Virginia Teachers: Using 21st Century Tools to 

Teach in a 21st Century Context (Unpublished doctoral dissertation). 

Marshall University, West Virginia. 

http://www.conference/
http://www.cipd.co.uk/NR/rdonlyres/41225039-A846-4D2D-9057-E02CDB6BFC0B/0/recruitment_retention_turnover_annual_survey_
http://www.cipd.co.uk/NR/rdonlyres/41225039-A846-4D2D-9057-E02CDB6BFC0B/0/recruitment_retention_turnover_annual_survey_


 

 224 

Clark, V. L. P., & Creswell, J. W. (2008). The mixed methods reader. California: 

SAGE. 

Coakes, S. J., Steed, L., & Ong, C. (2010). SPSS:analysis without anguish :             

version 17 for Window. Milton: John Wiley & Sons Australia, Ltd. 

Commonwealth of Australia. (2002). Employability skills for the future. Retrieved 

May 19, 2013, from www.voced.edu.au/content/ngv%3412484 

Cooper, C. R., & Schindler, P. S. (2008). Business research methods (10th ed.). 

Boston: McGraw-Hill. 

Creswell, J. W. (2007). Qualitative inquiry & research design: Choosing among five 

approaches (2nd ed.). Thousand Oaks, CA: Sage Publications, Inc. 

Creswell, J. W. (2009). Research design: Qualitative, quantitative and mixed 

methods approach (3rd ed.). Los Angeles: SAGE. 

Creswell, J. W. (2012). Educational research: Planning, conduction, and evaluating 

quantitative and qualitative research (4th ed.). Boston: Pearson Education. 

Creswell, J. W. (2013). Qualitative inquiry & research design: Choosing among five 

approaches (3rd ed.). Washington DC: SAGE. 

Creswell, J. W. (2014). Research design: Qualitative, quantitative, and mixed 

methods approaches (4th ed.). Washington DC: SAGE. 

Creswell, J. W., & Clark, V. P. (2007). Designing and conducting mixed methods 

research. California: SAGE. 

Daud, S., Abidin, N., Sapuan, N. M., & Rajadurai, J. (2011). Enhancing university 

business curriculum using an importance-performance approach: A case 

study of the business management faculty of a university in Malaysia. 

International Journal of Educational Management, 25(6), 545-569. 

http://www.voced.edu.au/content/ngv412484


 

 225 

Dawis, R. V., Lofquist, L. H., & Weiss, D. J. (1968). A theory of work adjustment: 

A revision. Minnesota Studies in Vocational Rehabilitation, 23, 15. 

DeLeon, B. G. (2012). Exploration of action learning and critical thinking: A study 

of the critical thinking development of senior managers (Doctoral 

dissertation). Retrieved from ProQuest Dissertation. (3502746) 

Department of Employment. (2009). The reports of tendency on label needed 

between 2010-2014. Bangkok: Ministry of labour. 

Dickmann, E., Cooner, D., & Dugan, J. J. (2007). The Alumni survey: Program 

implications for school leaders. Journal of Educational Research & Policy 

Studies, 7(1), 76-84. 

Doyon, C. (2014). Integrating soft skills with classroom management (Doctoral 

dissertation). Retrieved from ProQuest Dissertation. (3617339) 

Dries, N. (2011). The meaning of career success avoiding reification through a closer 

inspection of historical, cultural, and ideological contexts. Career 

Development International 16(4), 364-384. 

Drouin, C. (2001). Seeking flexibility: The rise of new forms of work in large 

Canadian urban areas (1971-1996) (Unpublished doctoral dissertation). 

University of Toronto, Toronto. 

Duoc, T.Q. & Metzger, C. (2007). Quality of business graduates in Vietnamese 

institutions: Multiple perspectives. Journal of Management Development, 

26(7), 629-643. 

Durrani, N., & Tariq, V. N. (2012). The role of numeracy skills in graduate 

employability. Education + Training, 54 (5), 419-434. 



 

 226 

Economic and Social Statistics Bureau 1. (2009). Statistics of labor market demand. 

Bangkok: National Statistical Office. 

Emmert, P. (1996, Spring). President‘s Perspective. International Listening 

Association Listening Post, 56, 2-3. 

European Commission. (2009). Impact Assessment Guidelines. Retrieved from 

https://www.google.com/#q=european+commission+2009 

Fitzgerald, D. T. (2009). Exploratory study of leadership: Assessment of perceived 

listening skill and leadership style of nurse leaders/managers (Doctoral 

dissertation). Retrieved from ProQuest Dissertation. (3377763) 

Fox, M. (2011). Implementing 21st Century skills: A paradox in a traditional world 

of education? (Doctoral dissertation). Retrieved from ProQuest Dissertation. 

(3473521) 

Frunzaru, V., Vătămănescu, E. M., Gazzola, P., & Bolisani, E. (2018). Challenges to 

higher education in the knowledge economy: antiintellectualism, materialism 

and employability. Knowledge Management Research & Practice. doi: 

10.1080/14778238.2018.1493368 

Gabric, D., & McFadden, K. L. (2001). Student and employer perceptions of 

desirable entry-level operations management skills. Mid-American Journal of 

Business, 16(1), 5-60. 

Gaby, A., & Purcell, K. (2010). Graduate labour market supply and demand: Final 

year students’ perceptions of the skills they have to offer and the skills 

employers seek. Futuretrack Working Paper 4. 

Gall, M., D., Gall., J., P., & Borg., W., R. (2007). Educational research: An 

introduction (8th ed.): Pearson. 

https://www.google.com/#q=european+commission+2009


 

 227 

Garland, R. (1991). The mid-point on rating scale: Is it desirable?. Marketing 

Bulletin, 2, 66-70. 

Gonzalez1, M. A. G., Kasim, A. N. H., & Naimie1 Z. (2013). Soft skills and dental 

education. European Journal of Dental Education, 1-10.                                     

doi: 10.1111/eje.12017 

Greasley, P. (2008). Quantitative Data Analysis Using SPSS An Introduction for 

Health & Social Science. Open University Press. McGraw-Hill Education. 

England. 

Greer, C. R., & Plunkett, W. R. (2007). Supervisory management (11th ed.).         

New Jersey: Pearson Printed. 

Griffiths, R. F. (2003). Time management in telework and other autonomous work 

environments (Unpublished doctoral dissertation). Kansas State University, 

Manhattan. 

Hair, J. F., Money, A.H., Samouel, P., & Page, M. (2006). Research methods for 

business. New York: John Wiley & Son, Ltd.  

Hair Jr, J., Black, W., Babin, B., Anderson, R., & Tatham, R. (2006). Multivariate    

data analysis. Auflage, Upper Saddle River, NJ: Prentice-Hall 

Hair, J., Money, A., Page, M., & Samouel, P. (2007). Research methods for 

business. West Sussex: John Wiley & Sons Ltd. 

Hair, J.F., Black, W.C., Babin, B.J., & Anderson, R.E. (2010). Multivariate data 

analysis (7th ed.). Prentice Hall, Upper Saddle River: New Jersey. 

Handel, M. J. (2005). Worker skills and job requirements: Is There a Mismatch?. 

Washington, DC: Economic policy institute. 



 

 228 

Hashim, J. (2012). Academic excellence as selection criteria among Malaysian 

employers. Higher Education, Skills and Work-Based Learning, 2(1), 63-73.  

Heijden, B. I. J. M. v. d., Boon, J., Klink, M. R. v. d., & Meys, E. (2008). Does (In) 

formal learning enhance employability? Retrieved January 23, 2010 from 

https://scholar.google.co.th/scholar?hl=th&as_sdt=0%2C5&q=Does+%28In

%29+formal+learning+enhance+employability&btnG= 

Heimler, R. (2010). Attitudes of college graduate, faculty, and human resource 

managers regarding the importance of skills acquired in college and needed 

for job performance and career advancement potential in the retail sector 

(Doctoral dissertation). Retrieved from ProQuest Dissertation. (3406253) 

Helyer, R. (2011). Aligning higher education with the world of work. Higher 

Education, Skills and Work-Based Learning, 1(2), 95-105.  

Hendarman, A. F., & Cantner, U. (2017). Soft skills, hard skills, and individual 

innovativeness. Eurasia Business and Economics Society.                            

doi: 10.1007/s40821-017-0076-6 

Holmes, L. (1999) ―Competence and capability: From ‗confidence trick‘ to the 

construction of the graduate identity‖, in O‘Reilly.D., Cunningham, L. and 

Lester, S. (Eds), Developing and Capable Practitioner: Professional 

Capability through Higher Education, Kogan Page, London. 

Hubbell, M. (2016). Leadership skills for the California electric utility industry:                    

A qualitative study (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (10063689) 

Hunan Department of Education. (2007). A survey about college graduates’ job-

hunting and work-related skills and abilities in Hunan Province [2007 



 

 229 

hunanshen yinjie daxue biyesheng qiuzhi yu gongzuo nengli diaocha]. 

Retrieved January 23, 2010 from 

http://www.lm.gov.cn/gb/employment/2008-03/20/content_230086.htm 

Jackson, D. (2010). An international profile of industry-relevant competencies and 

skill gaps in modern graduates. International Journal of Management 

Education, 8(3), 29–58. doi:10.3794/ijme.83.288. 

Jaschik, S. (2010). A Jobs Mismatch. Retrieved January 29, 2012, from  

https://www.google.com/#q=Jaschik%3B+A+Job+Mismatch:+Association+f

or+the+study+of+higher+Education+&* 

Jones, K, Leonard, L. N. K., & Lang, G. (2016). Desired Skills for Entry Level IS 

Positions: Identification and Assessment. Journal of Computer Information 

Systems. doi.org/10.1080/08874417.2016.1229144. 

Jusoh, M., Simun, M., & Chong, S. C. (2011). Expectation gaps, job satisfaction, and 

organizational commitment of fresh graduates Roles of graduates, higher 

learning institutions and employers. Education + Training, 53(6), 515-530. 

Kardash, N. (2006). Analysis of economic knowledge among Kansas school children 

as demonstrated on the 2005 Kansas school studies assessment (Doctoral 

dissertation). Retrieved from ProQuest Dissertation. (3239547) 

Keeney, J. (2012). Job flexibility, work-nonwork interruptions, and implications for 

work-nonwork conflict (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3545949) 

Kereluik, K., Mishra, P., Fahnoe, C., & Terry, L. (2013). What knowledge is of most 

worth: Teacher knowledge for 21st century learning. Journal of Digital 

Learning in Teacher Education, 29(4), 127-140. 

https://www.google.com/#q=Jaschik%3B+A+Job+Mismatch:+Association+for+the+study+of+higher+Education+&*
https://www.google.com/#q=Jaschik%3B+A+Job+Mismatch:+Association+for+the+study+of+higher+Education+&*


 

 230 

Klemisch, N. C., (2014). Perceptions of special education administrators in the 

development of career skills necessary in a K-12 setting (Doctoral 

dissertation). Retrieved from ProQuest Dissertation. (3629771) 

Klaus, P. (2010). Communication breakdown. California Job Jourmal,28(1248), 1. 

Knight, C. H., (2012). Soft skills for hard work: An exploration of the efficacy of the 

emotional literacy of practitioners working within the National Offender 

Management Service (NOMS) with high risk offenders (Unpublished doctoral 

dissertation).  De Montfort University, Leicester. 

Knight, P. T., & Yorke, M. (2003). Employability and good learning in higher 

education. Teaching in Higher Education, Vol. 8(1), 3-16. 

Krejcie, R., & Morgan, D. (1970). Determining sample size for research activities. 

Journal of Educational and Psychological Measurement, 30(6), 607-610. 

Landrum, R. E., Hettich, P. I., & Wilner, A. (2010). Alumni perceptions of 

workforce readiness. Teaching Of Psychology, 37(2), 97–106. 

doi:10.1080/00986281003626912 

Lantz, A., & Andersson, K. (2009). Personal initiative at work and when facing 

unemployment. Journal of Workshop Learning, 21(2), 88-108.  

Lau, A., & Pang, M. (1995). Undergraduates‘ career perceptions and first job needs 

in Hong Kong. The International Journal of Career Management, 7(3),      

14-24. 

Lertputtarak, S. (2008). An Investigation of Factors Related to Research Productivity 

in a Public University in Thailand: A Case Study (Unpublished doctoral 

dissertation). Victoria University, Melbourne. 



 

 231 

Low, M., Samkin, G., & Liu, C. (2013). Accounting education and the provision of 

soft skills: Implications of the recent NZICA CA academic requirement 

changes. e-Journal of Business Education & Scholarship of Teaching.                            

7(1).1-33. 

Maes, J., Weldy, T., & Icenogel, M. (1997). A managerial perspective: Oral 

communication is most important for business students in the workplace. 

Journal of Business Communication, 34, 67-80. 

Malach-Pines, A., Özbilgin, M. F., & Burke, R. (2008). Choosing a career in 

management: An interdisciplinary multicultural perspective. Career 

Development International, 13(4), 285-290. 

Mallon, M., & Walton, S. (2005). Career and learning: The ins and the outs of it. 

Personnel Review, 34(4), 468-487. 

Manpower. (2010). Supply/Demand: 2010 Talent Shortage Survey Results.                 

Retrieved January 10, from http://www.manpower.com.tw/pdf/2010 

Martin, C., Guare, R., & Dawson, P. (2010). Work your strengths : A scientific 

Process to identify your skills and match them to the best career for you. 

Washington, D.C.: AMACOM. 

Martin, S. J. (2009). Instructional alignment of workplace readiness skills in career 

and technical education (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3393004) 

McCollum, S. B. (2014). Youth life skill development for 21st century workforce 

preparedness (Doctoral dissertation). Retrieved from ProQuest Dissertation. 

(3647662) 

http://www.manpower.com.tw/pdf/2010


 

 232 

Mckeown, T., & Lindorff, M. (2011). The graduate job search process - a lesson in 

persistence rather than good career management? Education + Training, 53 

(4), 310-320.  

Mertens, D. M. (2015). Research and evaluation in education and psychology: 

Integrating diversity with quantitative, qualitative, and mixed methods                     

(4th  ed). London: SAGE. 

Millerson, G. (1964). The Qualifying associations, London, Routledge. 

Ministry of Education. (2008). The basic education core curriculum B.E. 2551 (A.D. 

2008) Bangkok: Author. 

Mitchell, G. W., Skinner, L. B., & White, B. J. (2010). Essential soft skills for 

success in the twenty-first century workforce as perceived by business 

educators. Delta Pi Epsilon Journal, 52, 43-53. 

Moss, P. I., & Tilly, C. (2001). Stories employers tell: Race, skill, and hiring in 

America. New York: Russell Sage Foundation. 

National Association of Colleges and Employers. (2014). Job outlook 2015. 

Retrieved December 10, 2016, from 

https://www.google.com/#q=Job+outlook+2015&* 

National Initiatives and Partnerships. (n.d.). 21st Century Skills Definitions. 

Retrieved January 23, 2010 from 

http://www.imls.gov/about/21st_century_skills_list.aspx 

National Statistical Office. (2012). Key statistic of Thailand 2012. Bangkok: 

Ministry Information and Communication Technology. 

Nealy, C. (2005). Integrating soft skills through active learning in the management 

classroom. Journal of College Teaching & Learning, 2(4), 1-6. 



 

 233 

Ng, E. S. W., Burke, R. J., & Fiksenbaum, L. (2008). Career choice in management: 

findings from US MBA students. Career Development International, 13(4), 

346-361. 

Nonthacumjane, P. (2011). Key skills and competencies of a new generation of LIS 

professionals. International Federation of Library Associations and 

Institutions.37(4), 280-288. 

Nordgren, R. D. (2011). 21st century skills: A high school and university 

collaboration to increase relevance in the classroom. Journal of Research in 

Innovative Teaching, 4(1), 120-128. 

Northern Illinois University. (2005). The role of higher education in economic 

development. Retrieve March 12, 2013, from https://www.google.com/#q=      

The+role+of+higher+ education+in+economic+development&* 

Northouse, P. (2010). Leadership: Theory and practice (6th ed.). Los Angeles,        

CA: SAGE. 

Office of Business Development. (2012). Data of employers. Songkhla .Retrieved 

from http://www.placereference.com/page/Office-of-Business-Development-

Songkhla/55711c72a62b7fe04269ca3d/#lat=7.008493&lng=100.480803&zo

om=15 

Office of the Education Council. (2017). National Education Plan 2017-2036.  

Bangkok: Ministry of Education. 

Office of the Higher Education Commission. (2007). The second 15-year long range 

plan on higher education (2008 – 2022). Bangkok: Ministry of Education. 

https://www.google.com/#q


 

 234 

Office of the National Economic and Social Development Board. (2016). The twelfth 

national economic and social development plan (2012-2016).  

Bangkok:Office of the Prime Minister. 

Olsen, J. (2010). A grounded theory of 21st century skills instructional design for 

high school students (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3398651) 

Orner, M. M. (2009). Employability skill acquistion of career and technical 

education students (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3360738) 

O‘Sullivan, M.K., & Dallas, K. B. (2010). A collaborative approach to implementing 

21st century skills in a high school senior research class. Education Libraries, 

3(1), 3-9. 

Pallant, J. (2011). SPSS survival manual: A step by step to data analysis using SPSS 

(4th ed.). Crows Nest: Allen & Unwin. 

Parker, W. C., Ninomiya, A., & Cogan, J. (1999). Education world citizens: Toward 

multinational curriculum development. American Education Research 

Journal 36(2), 117-145. 

Partnership for 21st Century Skills. (2003). Learning for the 21st century: A report 

and mile guide for 21st century skills. Retrieved from http://www.p21.org. 

Partnership for 21st Century Skills. (2005). Assessment of 21st  century skills: The 

current landscape. Retrieved from http://www.p21.org. 

Partnership for 21st Century Skills. (2006). Virtual school and 21st century skills. 

Retrieved from http://www.p21.org. 

http://www.p21.org/
http://www.p21.org/


 

 235 

Partnership for 21st Century Skills. (2007). The intellectual and policy foundations 

of the 21st century skills framework. Retrieved from http://www.p21.org. 

Partnership for 21st Century Skills. (2009). Assessment: A 21st century skills 

implementation guide: Partnership for 21st century skills. Retrieved from 

http://www.p21.org. 

Partnership for 21st Century Skills. (2010). Up to the challenge: The role of career 

and technical education and 21st century skills in college and career 

readiness. Retrieved from http://www.p21.org. 

Patton, M. Q. (2002). Qualitative research and evaluation methods (3rd ed.). 

Thousand Oaks, CA: Sage. 

Patton, W., & McMahon, M. (2006). Career development and systems theory: 

Connecting theory and practice (2nd ed). Rotterdam : Sense.  

Pedler, M., Burgoyne, J., & Boydell, T. (2013). A manager’s guide to self-

development (6th ed). New York: McGraw Hill Professional. 

Phayoonpun, T. (2015). Organizational justice, role stressors, job satisfaction and 

turnover intention among IT professionals in Thailand's ICT industry 

(Unpublished doctoral dissertation). Universiti Utara Malaysia. Kedah. 

Picardi, C. A., & Masick, K. D. (2014). Research methods : Designing and 

conducting research with a real world-focus. Washignton, D.C.: SAGE. 

Qenani, E., MacDougall, N., & Sexton, C. (2014). An empirical study of self-

perceived employability: Improving the prospects for student employment 

success in an uncertain environment. Active Learning in Higher 

Education,15(3), 199–213. doi: 10.1177/1469787414544875 

http://www.p21.org/
http://www.p21.org/
http://www.p21.org/


 

 236 

Randolph, M. L. (2016). The needed of soft skills in a medical assistant program 

(Doctoral dissertation). Retrieved from ProQuest Dissertation. (10150269) 

Richards, L., & Morse, J. M. (2013). Readme first for a user's guide to qualitative 

methods (3rd ed.). Washignton, D.C.: SAGE. 

Roberts, D. M. (2003). Skill development among student affairs professionals in the 

national association of student personnel administrators region III. The 

College Students Affaire Journal. 24(2), 170-179. 

Robles, M. M. (2012). Executive perceptions of the top 10 soft skills needed in 

today‘s workplace. Business Communication Quarterly,75(4), 453–465. 

doi:10.1177/1080569912460400 

Robinson, K. (2001). Out of our minds: Learning to be creative. West Sussex, 

England: Capstone Publishing Limited. 

Robinson, J. S., & Garton, B. L. (2008). An assessment of the employability skills 

needed by graduates in the college of agriculture, food and natural resources 

at the university of Missouri. Journal of Agricultural Education, 49(4),       

96-105. 

Roscoe, J. T. (1975). Fundamental research statistics for behavioral sciences        

(2nd ed.). New York: Holt, Rinehart and Winstion. 

Sail, R. M., & Alavi, K. (2010). Social skills and social values training for future       

k-workers. Journal of European Industrial Training, 34(3), 226-258. 

Sekaran, U. (2000). Research Methods for Business. New York: Hermitage 

Publishing Services. 

Sekaran, U. (2003). Research methods for business (4th ed.). New York John: John 

Wiley and Sons, Inc. 



 

 237 

Sekaran, U. (2006). Research methods for business: A skill building approach       

(4th ed.). New York: Wiley& Sons. 

Sekaran, U., & Bougie, R. (2010). Research Methods for Business : A Skill Building 

Approach (5th ed.). West Sussex: John Wiley & Sons Ltd. 

Sekaran, U., & Bougie, R. (2013). Research Methods for Business : A Skill Building 

Approach (6th ed.). West Sussex: John Wiley & Sons Ltd. 

Serdar, R.A. (2015). Searching for innovation, createvity and 21st century skills: A 

case study of a suburban elementary school district (Unpublished doctoral 

dissertation). National-Louis University, Chicago. 

Shaidullina, A.R., Fassakhova, G. R.,Valeyeva, G.K., Khasanova, G. B., Komelina, 

V. A., & Ivanova, T. L., (2015). A comparative research on levels of 

students‘ formation skills of their career advancement portfolio in secondary 

and higher education systems. Asian Social Science, 11(1), 375-379. 

doi:10.5539/ass.v11n1p375 

Silva, E. (2008). Measuring skills for the 21st century. Washington, DC:                   

Education Sector. 

Siriluk, W., Prachanban, P., & Parnichparinchai, T., (2014). Indicators development 

of student‘s skills in the 21st century. Journal of Education Naresuan 

University, 16(4), 155-165. 

Slater, R. T. (2004). Informal Learning the workplace: Identifying contual factors 

affectiong employee's ability to engage in informal learning in the nonprofit 

financial services industry (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3146580) 



 

 238 

Smith, A. (2005). Education in the twenty-first century: Conflict, reconstruction and 

reconciliation. Journal of British Association for International and 

Comparative Education, 35(4), 373-391. doi: 10.1080/03057920500331397 

Smith, L. (2007). Teaching the intangibles. T+D, 61(10), 23-25. 

Smith, P. J., Sadler-Smith, E., Robertson, I., & Wakefield, L. (2007). Leadership and 

learning: Facilitating self-directed learning in enterprises. Journal of 

European Industrial Training, 31(5), 324-335. 

Songkhla Government Office System. (2012). Government Office System. Retrieved 

May 30,2012, from  http://www.songkhla.go.th/songkhl52/phonebooks/ 

Stogdon, C., & Kiteley, R. (2010). Study skills for social workers. London: SAGE 

Publications Ltd. 

Strauss, A. L. (1987). Qualitative analysis for social scientists. New York, NY: 

Cambridge University Press. 

Strauss, A. L., & Corbin, J. M. (1998). Basics of qualitative research: Techniques 

and procedures for developing grounded theory (2nd ed.). Thousand Oaks, 

CA: Sage Publications, Inc. 

Strnad, M. A. (2013). Recommended skill requirements of recent management 

information systems graduates for employment: A modified Delphi study 

(Doctoral dissertation). Retrieved from ProQuest Dissertation. (3576351) 

Sun, Q. (2011). Embedding employability in the curriculum : A comparative study 

of employer engagement models adopted by design programmes in China 

and the UK. Journal of Chiness Entrepreneurship, 3(1), 36-48.  

Swiatek, J. (2000). Student and employer Expectation. Retrieved January 2008, from 

http://www.ineer.org/Events/ICEE2000/proceedings/title_index.htm 



 

 239 

Tabachnick, B., & Fidell, L. (2007). Using multivariate statistics (5th Ed.), Boston: 

Allyn and Bacon.  

Taengkliang, B. (2016). The role of knowledge transfer and cultural distance on 

international joint venture performance in Thailand (Unpublished doctoral 

dissertation). Universiti Utara Malasia, Kedah. 

Tang, F. (2012). An Integrated Understanding of Confidence and User Calibration 

in Information Systems Use (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3517466) 

Taylor, A. (2005). What employers look for: the skills debate and the fit with youth 

perceptions. Journal of Education and work,18(2), 201-218. 

Teddlie, C., & Yu, F. (2007). Mixed methods sampling: A typology with examples. 

Journal of Mixed Methods Research, 1(1), 77-100. 

Tesluk, P. E., Farr, J. L., & Klein, S. R. (1997). Influences of organizational culture 

and climate on individual creativity. Journal of Creative Behavior, 31, 27-41. 

The committee of administration provincial integration. (2013). Songkhla Provincial 

Development Plan 4 years 2015-2018. Retrieved from 

http://www.stg.songkhla.go.th/develop 

The Secretary‘s Commission on Achieving Necessary Skills (SCANS). (1991). What 

work requires of schools: A SCANS report for America 2000. Retrieved from 

http://wdr.doleta.gov/SCANS 

The University of Kent Careers and Employability Service. (2012). What are the top 

ten skills that employers want?  Retrieved April 22,2012, from 

http://www.kent.ac.uk/careers/sk/top-ten-skills.htm 

http://www.kent.ac.uk/careers/sk/top-ten-skills.htm


 

 240 

Truonga, H. T. T., & Lauraa, R. S. (2015). Essential soft skills for successful 

business graduates in Vietnam. Sociology Study, 5(10), 759‐763.                                            

doi: 10.17265/2159‐5526/2015.10.001 

Tribble, L. S. S. (2009). The Importance of Soft Skills in The Workplace as 

Perceived by Community College Instructors and Industries (Doctoral 

dissertation). Retrieved from ProQuest Dissertation. (3386351) 

Walonick, D. S. (2010). Statistics Calculator. StatPac Inc. St. Paul, Minnesota. 

Waller, V., Farquharson, K., & Dempsey, D. (2016). Qualitative social research 

contemporary methods for the digital age, London: SAGE. 

Wagner, A. (2008). Closing the achievement gap. NY: Basic Books. 

Warren, R. D. (2012). The effect of adaptive confidence strategies in computer-

assisted instruction on learning and learner confidence (Doctoral 

dissertation). Retrieved from ProQuest Dissertation. (3519403) 

Washor, M. S. (2015). Bridging the soft-skill gap from education to employment 

through internships (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3688828) 

Weber, M. R., Crawford, A., Rivera, D. Jr., & Finley, D. A. (2010). Using Delphi 

panels to assess soft skill competencies in entry level managers. Journal of 

Tourism Insights, 1(1),98-106.doi.org/10.9707/2328-0824.1011 

Weigel, R. A. (2012). School leardership skill development (Doctoral dissertation). 

Retrieved from ProQuest Dissertation. (3557835). 

Wibrow, B. (2011). Employability skills at a glance. Canberra : National Centre for 

Vocational Education Research. 



 

 241 

Wickramasinghe, V., & Perera, L. (2010). Graduates‘, university lecturers‘ and 

employers‘ perceptions towards employability skills. Education+Training, 

52(3), 226-244. doi: 10.1108/00400911011037355 

Williams, A-M. (2015). Soft Skills perceived by students and employers as relevant 

employability skills (Doctoral dissertation). Retrieved from ProQuest 

Dissertation. (3721695) 

Williams, B. L. (2006). The listening behaviors of managers in the workplace  

(Doctoral dissertation). Retrieved from ProQuest Dissertation. (3218614) 

Wise, L., Chia, W. J., & Rudner, L. M. (1990). The secretary's commission on 

achieving necessary skills Identifying Necessary Job Skills: 

A Review of Previous Approaches. Retrieved April 22,2012, from 

https://wdr.doleta.gov/scans/injs/injs.pdf 2-31. 

World Bank. (2012). Putting higher education to work skills and research to growth 

in East Asia. Washington D.C: The International Bank for Reconstruction 

and Development / The World Bank. 

Yang, K., & Miller, G., L. (2008) (Eds). Handbook of Research Methods in Public 

Administration (2nd ed.). New York: Taylor & Francis group. 

Ying, H. H. (2008). When creativity requirement does not enhance employee 

creativity: The limits of goal-directed behavior (Doctoral dissertation). 

Retrieved from ProQuest Dissertation. (3346940) 

York, J. C. (2009). Globalized movements and local politics: Framing natural 

resource conflicts in Thailand (Doctoral dissertation). Retrieved from 

ProQuest Dissertation. (3411246) 



 

 242 

Yusof, N., Kaur, A., & Lynn-Sze, J. C. (2017): Post graduate students insights into 

understanding intercultural communication in global workplaces, Innovations 

in Education and Teaching International, DOI: 

10.1080/14703297.2017.1417148 

Zargari, A. (1997). Vocational-technical education's role in Welfare reform: 

Providing employability skills for Welfare recipients. Journal of Industrial 

Teacher Education, 34, 86-94. 

Zegwaard, K. E., & Coll, R. K. (2011). Using cooperative education and work-

integrated education to provide career clarification. Science Education 

International, 22(4), 282-291.  

Zraa, W. (2012). The effect of cooperative learning method on studens' perceptions 

of mmpowrment and the development of professional accounting 

competenceies (Unpublished doctoral dissertation). University of Southern 

Queensland Australia, Queensland.   

Zunker, V. G. (2002). Career counseling: Applied concepts of life planning (6th ed.). 

Pacific Grove, CA: Brooks/Cole. 



 

 243 

 

Appendix A 

Questionnaire 

Employers 

Dear Participants, 
 
 
I am a graduate student in the Universiti Utara Malaysia. This research is being 

conducted as fulfilment of my doctoral dissertation in entitled ―The importance of 

career skills among undergraduate students in Songkhla Province, Thailand.‖ I am 

requesting your participation in this research.  

 
I sincerely hope you could spend some time to answer this survey. The results from 

this survey will be used in aggregate, without referring to any one individual, and 

will be used solely for academic research purposes. Your response will be kept 

confidential. 

Thank you 
 

 

Yours sincerely, 

 

Sumontha  Wongngam 

Ph.D (Education) Student 

College of Arts and Sciences, UUM 

………………………………………………………………………………………… 
This questionnaire asks for your views about career skills of YOUR 
EMPLOYEES. Please answer every question by choosing one of the options 
given. 
SECTION 1: Personal Information 

Please mark to the appropriate responses for questions 1-4: 

1. What is your gender? 
 Male                         Female 
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2. What is your sector of employer? 

 Private sector          Public sector      State enterprise sector     
3. How many employees are in your workplace? 

 1-15                                 16-25 
                26-30                                     31-50  

 51-200                                                 Above 200 
4. Where did your employees graduated (Can check more than one) 

Rajamangala University of Technology   

Srivijaya 
Thaksin University 

SongkhlaRajabhat University 
Prince of Songkla 

University 

Hatyai University Other University 

   
SECTION 2: Importance of career skills 

Please rank each of the following 20 career skills in the order you believe is the most 
important. Give 1 to the skill that you feel is most important, 2 the second most 
important, and so on until you have ranked all the 20 career skills. 
_____ Reasoning and problem solving _____ Thinking about learning 

_____ Oral verbal communication _____Learning in the workplace 

_____ Teamwork _____Critical thinking 

_____ Interpersonal relationships _____ Leadership 

_____ Initiative/self motivation _____ Social and economic studies 

_____ Writing _____Time management  

_____ Technology _____Listening 

_____ Self-management and organization _____Confidence  

_____ Reading _____Creativity  

_____ Planning and organizing _____Flexibility 

 

SECTION 3: The level of career skills  

Please mark  ONE appropriate response for each item to identify your perception 

of the level of career skills of YOUR EMPLOYEES. 
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1=Poor (P), 2=Fair (F), 3=Good (G), 4=Very Good (VG), 5=Excellent (E) 

 A. Reasoning and problem solving  P F G V
G E 

1 Can identify problems 1 2 3 4 5 

2 Can recognize problems and devise and implement a plan 
of action 1 2 3 4 5 

3 Can separate fact from opinion 1 2 3 4 5 
4 Can formulate and reach decisions logically 1 2 3 4 5 

5 Can determine what is needed to accomplish work 
assignments 1 2 3 4 5 

6 Can make decisions and solve problems effectively 1 2 3 4 5 

7 Consider and evaluate alternative solutions, weighing their 
risks and benefits 1 2 3 4 5 

8 Can adjust to unanticipated situations by applying 
established rules and facts 1 2 3 4 5 

9 Can provide solutions or answers individually or in a group 
setting 1 2 3 4 5 

 B. Oral verbal communication P F G VG E 
1 Can organize basic ideas, and communicate orally 1 2 3 4 5 
2 Have effective use of language in speaking 1 2 3 4 5 

3 Understand the intent and details of oral communication 
very well 1 2 3 4 5 

4 Have good communication skills in general 1 2 3 4 5 
5 Can present ideas favourably 1 2 3 4 5 
6 Understand and give instructions very well 1 2 3 4 5 

7 Can identify and summarize correctly the principal and 
subsidiary ideas in discussions 1 2 3 4 5 

8 Can obtain, clarify, and verify information through 
questioning 1 2 3 4 5 

9 Able to participate effectively in discussions 1 2 3 4 5 
 C. Teamwork P F G VG E 
1 Can respond to constructive criticisms  1 2 3 4 5 

2 Can accept differences and diversity of individuals within the 
group  1 2 3 4 5 

3 Can contribute to a team by sharing information and 
knowledge  1 2 3 4 5 

4 Can involve team members in decisions and plans that affect 
them 1 2 3 4 5 

5 Able to empower team members to do their jobs or tasks 
assigned 1 2 3 4 5 

6 Able to build agreement and trust within and across teams and 
groups 1 2 3 4 5 

 D. Interpersonal relationships P F G VG E 
1 Contribute positively to group efforts 1 2 3 4 5 

2 Work well with both men and women from diverse 
backgrounds 1 2 3 4 5 
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3 Can make friends at work easily and get the help and 
support when needed from colleagues 1 2 3 4 5 

4 Able to handle conflict maturely 1 2 3 4 5 

5 Interact effectively with others regardless of the diverse 
level or background 1 2 3 4 5 

6 Understand the interaction and interrelationship of systems 
within an organization 1 2 3 4 5 

7 Demonstrate respect for the opinions, customs, and 
individual differences of others 1 2 3 4 5 

  

 E. Initiative/self motivation P F G VG E 
1 
 

Can set personal goals, monitor progress, exhibit self-
control, and take responsibility on actions 1 2 3 4 5 

2 Understand the organizational protocols and procedures 
very well 1 2 3 4 5 

3 Demonstrate a positive attitude at work 1 2 3 4 5 

4 Need to use opportunities for learning and personal 
development 1 2 3 4 5 

5 Able to present completed work and receive constructive 
feedback 1 2 3 4 5 

6 Can transfer skills, abilities and knowledge to the work 
environment 1 2 3 4 5 

7 Can identify the correct solutions when given a set of facts 
and a set of conclusions 1 2 3 4 5 

8 Possess the ability to set goals and allocate time to achieve 1 2 3 4 5 
 F. Writing P F G VG E 
1 Able to gather information suitable for the purpose/ intention 1 2 3 4 5 
2 Can organize information in a logical and coherent manner 1 2 3 4 5 

3 Able to compose and create appropriate documents to complete 
an assignment 1 2 3 4 5 

4 Know how  to apply the rules of correct spelling, 
punctuation and capitalization 1 2 3 4 5 

5 Use reference books such as dictionary, thesaurus, and                           
encyclopedia 1 2 3 4 5 

6 Can write memos, business letters, and agenda of meeting 
clearly 1 2 3 4 5 

7 Can communicate thoughts and ideas in written form 1 2 3 4 5 
 G. Technology P F G VG E 

1 
Can choose procedures, tools or equipment including 
computers and related technology and assess its use for 
work based situations 

1 2 3 4 5 

2 
Can identify the need for data, obtain data from existing 
sources or create it, and evaluate its relevance and 
accuracy 

1 2 3 4 5 

3 Can prevent, identify, or solve problems with equipment, 
including computers and other technology 1 2 3 4 5 

4 Can organize, process and maintain written or 1 2 3 4 5 
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computerized records and other forms of information and 
use to locate and interpret 

5 Use technology to develop a professional presentation 1 2 3 4 5 
6 Use technology to communicate with colleagues 1 2 3 4 5 

7 Can perform basic computations and approach practical 
problems with different mathematical techniques  1 2 3 4 5 

8 Understand the overall intent and proper procedures for the 
setup and operation of the equipment 1 2 3 4 5 

 

 H. Self-management and organization P F G VG E 
1 Can select goal-relevant activities, rank them, allocate 

proper time, prepare and follow schedules 
1 2 3 4 5 

2 Can achieve organizational and personal goals 
independently 1 2 3 4 5 

3 Demonstrate work ethics that are aligned with the 
workplace ethics 1 2 3 4 5 

4 Can adjust easily to workplace changes and work under 
pressure 1 2 3 4 5 

5 Employ appropriate occupational safety practices 1 2 3 4 5 
6 Demonstrate ability to work independently 1 2 3 4 5 

7 Demonstrate self-management and responsibility of 
resources 1 2 3 4 5 

8 Can distinguish trends, and predict the impact of actions on 
system operations 1 2 3 4 5 

 I. Reading P F G VG E 

1 Can read and understand tasks, work assignment, 
manual/memos, etc 1 2 3 4 5 

2 Can read job instructions clearly 1 2 3 4 5 
3 Understand the purpose of written materials 1 2 3 4 5 
4 Identify and summarize principal and subsidiary ideas 1 2 3 4 5 

5 Verify information and evaluate the worth and objectivity 
of sources 1 2 3 4 5 

6 Have effective use of language in reading 1 2 3 4 5 
7 Able to read and note details and facts 1 2 3 4 5 
8 Be aware of inconsistencies in written materials 1 2 3 4 5 
9 
 

Interpret graphic information: for example, in tables, charts 
and graphs 1 2 3 4 5 

 J. Planning and Organising P F G VG E 
1 
 

Can learn more about employment trends (i.e. employment 
growth) in career fields 1 2 3 4 5 

2 Can plan and organize actions for success in career 1 2 3 4 5 
3 Clear about the goals and objectives for work 1 2 3 4 5 
4 Clear about the duties and responsibilities at work 1 2 3 4 5 

5 Able to distinguish between the more important and less 
important information to complete a task 1 2 3 4 5 

6 Use available resources to determine alternative solutions 
to the given tasks 1 2 3 4 5 
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7 Follow given timelines to choose the best alternative in 
solving a problem 1 2 3 4 5 

8 Generate multiple alternatives to solve a problem 1 2 3 4 5 

9 Identify a problem and determine a plan of action to resolve 
it 1 2 3 4 5 

 K. Thinking about learning P F G VG E 
1 Use evidence skillfully and impartially 1 2 3 4 5 
2 Distinguish between logically valid and invalid inferences 1 2 3 4 5 

3 Understand the difference between reasoning and 
rationalizing 1 2 3 4 5 

4 Attempt to anticipate the probable consequences of 
alternative actions before making a choice  1 2 3 4 5 

5 
Recognize that most real-world problems have more than 
one possible solution and that those solutions may differ in 
numerous respects  

1 2 3 4 5 

6 Look for unusual approaches to complex problems 1 2 3 4 5 

7 Understand the differences between conclusions, 
assumptions, and hypotheses 1 2 3 4 5 

8 Organize thoughts and articulate them concisely and 
coherently 1 2 3 4 5 

9 Know how to seek information, and does so when it makes 
sense 1 2 3 4 5 

 L. Learning in the workplace P F G VG E 
1 Contribute to high quality working relationships 1 2 3 4 5 
2 Able to learn by doing in the workplace 1 2 3 4 5 
3 Display a desire to gain new knowledge and skills 1 2 3 4 5 

4 Can reflect on and learn from own mistakes and those of 
others 1 2 3 4 5 

5 Lead to more self confidence and awareness of levels of 
abilities as the learning is rapidly put into practice 1 2 3 4 5 

6 Involved in the company and committed to its overall goals 1 2 3 4 5 
7 Understand the company‘s culture and context 1 2 3 4 5 
8 Actively pursue personal growth and improvement 1 2 3 4 5 
 M. Critical Thinking  P F G VG E 
1 Effectively analyze and understand complex information 1 2 3 4 5 
2 Able to use learning from the program in a critical way 1 2 3 4 5 

3 Can identify not only the basics of the issue, but recognize 
nuances of the issue 1 2 3 4 5 

4 Clearly distinguish between fact, opinion and acknowledges 
value judgments 1 2 3 4 5 

5 Can apply knowledge to new situations 1 2 3 4 5 
6 Can formulate a new classification scheme 1 2 3 4 5 

7 Dig below the surface to get at underlying issues when solving 
problems 1 2 3 4 5 

8 Observe cause and effect and address existing or potential 
consequences 1 2 3 4 5 
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 N. Leadership P F G VG E 
1 Understand and observe the mission and vision of the 

department/division 1 2 3 4 5 

2 Able to implement appropriate decisions under uncertain 
conditions 1 2 3 4 5 

3 Seek information for better understanding of a situation 1 2 3 4 5 
4 Help others feel comfortable in the group 1 2 3 4 5 
5 Make suggestions about how to solve problems 1 2 3 4 5 
6 Develop plans of action for the group 1 2 3 4 5 
7 Able to role model behavior to other professionals 1 2 3 4 5 
8 Gain co-operation and commitment from top leadership 1 2 3 4 5 
9 Provide long-term commitment to the organization 1 2 3 4 5 
10 Can anticipate outcome sand consequences of a task 1 2 3 4 5 

 

 O. Social and economic studies P F G VG E 
1 Can use simulation activities to learn critical aspects of skills 1 2 3 4 5 
2 Strive to reach one‘s true potential 1 2 3 4 5 
3 Learn to predict social and economic problems/crisis 1 2 3 4 5 

4 Can analyze how world change impacts economically and 
socially 1 2 3 4 5 

5 Understand the diverse aspects of social and economic 1 2 3 4 5 

6 Learn and realize technological growth and the effect on the 
economy and social 1 2 3 4 5 

 

 P. Time management P F G VG E 

1 Can set priorities to determine the order in which tasks will 
be performed each day 1 2 3 4 5 

2 Can control the time when work precipitate 1 2 3 4 5 

3 Can make a list of things to do each day and tick each task 
as it is accomplished 1 2 3 4 5 

4 Can evaluate how well a schedule has been followed during 
a workday 1 2 3 4 5 

5 Set out to accomplish tasks according to the deadlines 1 2 3 4 5 
6 Practice time management in completing assigned tasks 1 2 3 4 5 

7 Can leave a clear, well-organized workspace at the end of 
workday 1 2 3 4 5 

8 Can decide and try to  accomplish the short term and keep it 
in long term objectives 1 2 3 4 5 

9 Can spend to a scheduling and organizing on workday for 
time wasted 1 2 3 4 5 

10 Can keep schedule and not take away from work 1 2 3 4 5 

11 Can record names, addresses and phone numbers in a 
special file for contacting people 1 2 3 4 5 

  

 Q. Listening P F G VG E 
1 Performs effectively listening in meeting 1 2 3 4 5 
2 Ready to listen when speaker approaches 1 2 3 4 5 
3 Make sure accurately understand what a speaker says  1 2 3 4 5 

4 Can listen to the entire message without interrupting, 
whether in agreement or not 1 2 3 4 5 
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5 Sensitive to vocal cues when communicating with a listener 1 2 3 4 5 
6 Actively listen to diverse points of view 1 2 3 4 5 
7 Respond in an appropriate with speaker 1 2 3 4 5 

8 Has patience and focus when listening to speakers of another 
language 1 2 3 4 5 

 

 R. Confidence P F G VG E 
1 Confident to learn the content as work on the lesson 1 2 3 4 5 

2 Can adjust behavior to meet the requirements of any 
situation  1 2 3 4 5 

3 Believe by self can do well in learning from lesson, if try 
very hard 1 2 3 4 5 

4 Able to oral presentations and public speaking 1 2 3 4 5 
5 Recognize successfully from self confidence 1 2 3 4 5 
6 Believe that work hard will do well in learning from lesson 1 2 3 4 5 
7 Able to read people‘s true emotions correctly through their eyes 1 2 3 4 5 
8 Can make a point to let other know about abilities 1 2 3 4 5 

 

 S. Creativity P F G VG E 
1 Show commitment to organization change plans and initiatives. 1 2 3 4 5 

2 Can initiate changes in processes, systems, and/or the 
organization structure to improve the performance 1 2 3 4 5 

3 Can suggest drastically new ways to looking at the problem 1 2 3 4 5 
4 Create new opportunities 1 2 3 4 5 
5 Step outside the traditional boundaries and constraints 1 2 3 4 5 

6 Able to pay attention to details that affect quality of the day‘s 
routine work 1 2 3 4 5 

7 Offer imaginative ideas and solutions to problems 1 2 3 4 5 
8 Able to lay down a plan of action for the day‘s routine activities 1 2 3 4 5 
9 Make a real attempt to share information with others 1 2 3 4 5 

 

 T. Flexibility P F G VG E 
1 Responsive to new and changing circumstances 1 2 3 4 5 
2 Adaptable to individual‘s needs and situations 1 2 3 4 5 
3 Respond effectively to changes and challenges 1 2 3 4 5 
4 Remain focused and effective under pressure 1 2 3 4 5 

5 Can take care of work issues during personal time away from 
work 1 2 3 4 5 

6 Have clear boundaries between work and personal life 1 2 3 4 5 
7 Remain optimistic in the face of obstacles or problems 1 2 3 4 5 

8 Can stop personal activity because a colleague required for 
attention 1 2 3 4 5 

9 Can help unexpected requests for colleagues during leisure 
time 1 2 3 4 5 

10 Neglect personal needs because of the demands of work 1 2 3 4 5 
 End of questionnaires 

Thank you very much for your time to complete this survey 



 

 251 

Deans 

Dear Dean, 
 
 
I am a graduate student in the Universiti Utara Malaysia. This research is being 

conducted as fulfilment of my doctoral dissertation in entitled ―The importance of 

career skills among undergraduate students in Songkhla Province, Thailand.‖ I am 

requesting your participation in this research.  

 
I sincerely hope you could spend some time to answer this survey. The results from 

this survey will be used in aggregate, without referring to any one individual, and 

will be used solely for academic research purposes. Your response will be kept 

confidential. 

Thank you 

 

 

Yours sincerely, 

 

Sumontha  Wongngam 

Ph.D (Education) Student 

College of Arts and Sciences, UUM 

………………………………………………………………………………………… 

This questionnaire asks for your views about career skills. Please answer every 
question by choosing one of the options given. 

SECTION 1: Personal Information 

Please mark  to the appropriate responses for questions 1-2: 

1 What is your gender? 
 Male              Female  
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2 Where are you working? 
  Rajamangala University                                           

of Technology Srivijaya 

  Thaksin University 

  Songkhla Rajabhat University   Prince of Songkla 

University 

  Hatyai University    Not one from all 

   

SECTION 2: Importance of career skills 

Please rank each of the following 20 career skills in the order you believe is the most 
important. Give 1 to the skill that you feel is most important, 2 the second most 
important, and so on until you have ranked all the 20 career skills. 

_____ Reasoning and problem solving _____ Thinking about learning 

_____ Oral verbal communication _____Learning in the workplace 

_____ Teamwork _____Critical thinking 

_____ Interpersonal relationships _____ Leadership 

_____ Initiative/self motivation _____ Social and economic studies 

_____ Writing _____Time management  

_____ Technology _____Listening 

_____ Self-management and organization _____Confidence  

_____ Reading _____Creativity  

_____ Planning and organizing _____Flexibility 

 

SECTION 3: The level of career skills  

Please mark  one appropriate response for each item to range the level of career 
skills that have been taught from your university to students. 

1=Poor (P), 2=Fair (F), 3=Good (G), 4=Very Good (VG), 5=Excellent (E) 

 A. Reasoning and problem solving  P F G VG E 
1 Can identify problems 1 2 3 4 5 

2 Can recognize problems and devise and implement a plan 
of action 1 2 3 4 5 

3 Can separate fact from opinion 1 2 3 4 5 
4 Can formulate and reach decisions logically 1 2 3 4 5 

5 Can determine what is needed to accomplish work 
assignments 1 2 3 4 5 
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6 Can make decisions and solve problems effectively 1 2 3 4 5 

7 Consider and evaluate alternative solutions, weighing their 
risks and benefits 1 2 3 4 5 

8 Can adjust to unanticipated situations by applying 
established rules and facts 1 2 3 4 5 

9 Can provide solutions or answers individually or in a 
group setting 1 2 3 4 5 

 

 B. Oral verbal communication P F G VG E 
1 Can organize basic ideas, and communicate orally 1 2 3 4 5 
2 Have effective use of language in speaking 1 2 3 4 5 

3 Understand the intent and details of oral communication 
very well 1 2 3 4 5 

4 Have good communication skills in general 1 2 3 4 5 
5 Can present ideas favourably 1 2 3 4 5 
6 Understand and give instructions very well 1 2 3 4 5 

7 Can identify and summarize correctly the principal and 
subsidiary ideas in discussions 1 2 3 4 5 

8 Can obtain, clarify, and verify information through 
questioning 1 2 3 4 5 

9 Able to participate effectively in discussions 1 2 3 4 5 
 

 C. Teamwork P F G VG E 
1 Can respond to constructive criticisms  1 2 3 4 5 

2 Can accept differences and diversity of individuals within the 
group  1 2 3 4 5 

3 Can contribute to a team by sharing information and 
knowledge  

1 2 3 4 5 

4 Can involve team members in decisions and plans that affect 
them 1 2 3 4 5 

5 Able to empower team members to do their jobs or tasks 
assigned 1 2 3 4 5 

6 Able to build agreement and trust within and across teams 
and groups 1 2 3 4 5 

 

 D. Interpersonal relationships P F G VG E 
1 Contribute positively to group efforts 1 2 3 4 5 

2 Work well with both men and women from diverse 
backgrounds 1 2 3 4 5 

3 Can make friends at work easily and get the help and 
support when needed from colleagues 1 2 3 4 5 

4 Able to handle conflict maturely 1 2 3 4 5 

5 Interact effectively with others regardless of the diverse 
level or background 1 2 3 4 5 

6 Understand the interaction and interrelationship of 
systems within an organization 1 2 3 4 5 

7 
 
 

Demonstrate respect for the opinions, customs, and 
individual differences of others 1 2 3 4 5 
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 E. Initiative/self motivation P F G VG E 
1 
 

Can set personal goals, monitor progress, exhibit self-
control, and take responsibility on actions 1 2 3 4 5 

2 Understand the organizational protocols and procedures 
very well 1 2 3 4 5 

3 Demonstrate a positive attitude at work 1 2 3 4 5 

4 Need to use opportunities for learning and personal 
development 1 2 3 4 5 

5 Able to present completed work and receive constructive 
feedback 1 2 3 4 5 

6 Can transfer skills, abilities and knowledge to the work 
environment 1 2 3 4 5 

7 Can identify the correct solutions when given a set of facts 
and a set of conclusions 1 2 3 4 5 

8 Possess the ability to set goals and allocate time to achieve 1 2 3 4 5 
 

 F. Writing P F G VG E 
1 Able to gather information suitable for the purpose/ intention 1 2 3 4 5 
2 Can organize information in a logical and coherent manner 1 2 3 4 5 

3 Able to compose and create appropriate documents to complete 
an assignment 1 2 3 4 5 

4 Know how  to apply the rules of correct spelling, 
punctuation and capitalization 1 2 3 4 5 

5 Use reference books such as dictionary, thesaurus, and                           
encyclopedia 1 2 3 4 5 

6 Can write memos, business letters, and agenda of meeting 
clearly 1 2 3 4 5 

7 Can communicate thoughts and ideas in written form 1 2 3 4 5 
 

 G. Technology P F G VG E 

1 
Can choose procedures, tools or equipment including 
computers and related technology and assess its use for 
work based situations 

1 2 3 4 5 

2 
Can identify the need for data, obtain data from existing 
sources or create it, and evaluate its relevance and 
accuracy 

1 2 3 4 5 

3 Can prevent, identify, or solve problems with equipment, 
including computers and other technology 1 2 3 4 5 

4 
Can organize, process and maintain written or 
computerized records and other forms of information and 
use to locate and interpret 

1 2 3 4 5 

5 Use technology to develop a professional presentation 1 2 3 4 5 
6 Use technology to communicate with colleagues 1 2 3 4 5 

7 Can perform basic computations and approach practical 
problems with different mathematical techniques  1 2 3 4 5 

8 
Understand the overall intent and proper procedures for the 
setup and operation of the equipment 
 

1 2 3 4 5 
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 H. Self-management and organization P F G VG E 
1 Can select goal-relevant activities, rank them, allocate 

proper time, prepare and follow schedules 
1 2 3 4 5 

2 Can achieve organizational and personal goals 
independently 1 2 3 4 5 

3 Demonstrate work ethics that are aligned with the 
workplace ethics 1 2 3 4 5 

4 Can adjust easily to workplace changes and work under 
pressure 1 2 3 4 5 

5 Employ appropriate occupational safety practices 1 2 3 4 5 
6 Demonstrate ability to work independently 1 2 3 4 5 

7 Demonstrate self-management and responsibility of 
resources 1 2 3 4 5 

8 Can distinguish trends, and predict the impact of actions on 
system operations 1 2 3 4 5 

 

 I. Reading P F G VG E 

1 Can read and understand tasks, work assignment, 
manual/memos, etc 1 2 3 4 5 

2 Can read job instructions clearly 1 2 3 4 5 
3 Understand the purpose of written materials 1 2 3 4 5 
4 Identify and summarize principal and subsidiary ideas 1 2 3 4 5 

5 Verify information and evaluate the worth and objectivity 
of sources 1 2 3 4 5 

6 Have effective use of language in reading 1 2 3 4 5 
7 Able to read and note details and facts 1 2 3 4 5 
8 Be aware of inconsistencies in written materials 1 2 3 4 5 
9 
 

Interpret graphic information: for example, in tables, charts 
and graphs 1 2 3 4 5 

 

 J. Planning and Organising P F G VG E 
1 
 

Can learn more about employment trends (i.e. employment 
growth) in career fields 1 2 3 4 5 

2 Can plan and organize actions for success in career 1 2 3 4 5 
3 Clear about the goals and objectives for work 1 2 3 4 5 
4 Clear about the duties and responsibilities at work 1 2 3 4 5 

5 Able to distinguish between the more important and less 
important information to complete a task 1 2 3 4 5 

6 Use available resources to determine alternative solutions to 
the given tasks 1 2 3 4 5 

7 Follow given timelines to choose the best alternative in 
solving a problem 1 2 3 4 5 

8 Generate multiple alternatives to solve a problem 1 2 3 4 5 

9 Identify a problem and determine a plan of action to resolve 
it 1 2 3 4 5 

 

 K. Thinking about learning P F G VG E 
1 Use evidence skillfully and impartially 1 2 3 4 5 
2 Distinguish between logically valid and invalid inferences 1 2 3 4 5 
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3 Understand the difference between reasoning and 
rationalizing 1 2 3 4 5 

4 Attempt to anticipate the probable consequences of 
alternative actions before making a choice  1 2 3 4 5 

5 
Recognize that most real-world problems have more than 
one possible solution and that those solutions may differ in 
numerous respects  

1 2 3 4 5 

6 Look for unusual approaches to complex problems 1 2 3 4 5 

7 Understand the differences between conclusions, 
assumptions, and hypotheses 1 2 3 4 5 

8 Organize thoughts and articulate them concisely and 
coherently 1 2 3 4 5 

9 Know how to seek information, and does so when it makes 
sense 1 2 3 4 5 

 

 L. Learning in the workplace P F G VG E 
1 Contribute to high quality working relationships 1 2 3 4 5 
2 Able to learn by doing in the workplace 1 2 3 4 5 
3 Display a desire to gain new knowledge and skills 1 2 3 4 5 

4 Can reflect on and learn from own mistakes and those of 
others 1 2 3 4 5 

5 Lead to more self confidence and awareness of levels of 
abilities as the learning is rapidly put into practice 1 2 3 4 5 

6  Involved in the company and committed to its overall 
goals. 1 2 3 4 5 

7 Understand the company‘s culture and context 1 2 3 4 5 
8 Actively pursue personal growth and improvement 1 2 3 4 5 

  

 M. Critical Thinking  P F G VG E 
1 Effectively analyze and understand complex information. 1 2 3 4 5 
2 Able to use learning from the program in a critical way 1 2 3 4 5 

3 Can identify not only the basics of the issue, but recognize 
nuances of the issue 1 2 3 4 5 

4 Clearly distinguish between fact, opinion and acknowledges 
value judgments 1 2 3 4 5 

5 Can apply knowledge to new situations 1 2 3 4 5 
6 Can formulate a new classification scheme 1 2 3 4 5 

7 Dig below the surface to get at underlying issues when 
solving problems 1 2 3 4 5 

8 Observe cause and effect and address existing or potential 
consequences 1 2 3 4 5 

 

 N. Leadership P F G VG E 

1 Understand and observe the mission and vision of the 
department/division 1 2 3 4 5 

2 Able to implement appropriate decisions under uncertain 
conditions 1 2 3 4 5 

3 Seek information for better understanding of a situation 1 2 3 4 5 
4 Help others feel comfortable in the group 1 2 3 4 5 
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5 Make suggestions about how to solve problems 1 2 3 4 5 
6 Develop plans of action for the group 1 2 3 4 5 
7 Able to role model behavior to other professionals 1 2 3 4 5 
8 Gain co-operation and commitment from top leadership 1 2 3 4 5 
9 Provide long-term commitment to the organization 1 2 3 4 5 
10 Can anticipate outcome sand consequences of a task 1 2 3 4 5 

 

 O. Social and economic studies P F G VG E 

1 Can use simulation activities to learn critical aspects of 
skills 1 2 3 4 5 

2 Strive to reach one‘s true potential 1 2 3 4 5 
3 Learn to predict social and economic problems/crisis 1 2 3 4 5 

4 Can analyze how world change impacts economically and 
socially 1 2 3 4 5 

5 Understand the diverse aspects of social and economic 1 2 3 4 5 

6 Learn and realize technological growth and the effect on the 
economy and social 1 2 3 4 5 

 

 P. Time management P F G VG E 

1 Can set priorities to determine the order in which tasks will 
be performed each day 1 2 3 4 5 

2 Can control the time when work precipitate 1 2 3 4 5 

3 Can make a list of things to do each day and tick each task 
as it is accomplished 1 2 3 4 5 

4 Can evaluate how well a schedule has been followed during 
a workday 1 2 3 4 5 

5 Set out to accomplish tasks according to the deadlines 1 2 3 4 5 
6 Practice time management in completing assigned tasks 1 2 3 4 5 

7 Can leave a clear, well-organized workspace at the end of 
workday 1 2 3 4 5 

8 Can decide and try to  accomplish the short term and keep 
it in long term objectives 1 2 3 4 5 

9 Can spend to a scheduling and organizing on workday for 
time wasted 1 2 3 4 5 

10 Can keep schedule and not take away from work 1 2 3 4 5 

11 Can record names, addresses and phone numbers in a 
special file for contacting people 1 2 3 4 5 

 

 Q. Listening P F G VG E 
1 Performs effectively listening in meeting 1 2 3 4 5 
2 Ready to listen when speaker approaches 1 2 3 4 5 
3 Make sure accurately understand what a speaker says  1 2 3 4 5 

4 Can listen to the entire message without interrupting, 
whether in agreement or not 1 2 3 4 5 

5 Sensitive to vocal cues when communicating with a listener 1 2 3 4 5 
6 Actively listen to diverse points of view 1 2 3 4 5 
7 Respond in an appropriate with speaker 1 2 3 4 5 

8 Has patience and focus when listening to speakers of 
another language 1 2 3 4 5 
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 R. Confidence P F G VG E 
1 Confident to learn the content as work on the lesson 1 2 3 4 5 

2 Can adjust behavior to meet the requirements of any 
situation  1 2 3 4 5 

3 Believe by self can do well in learning from lesson, if try 
very hard 1 2 3 4 5 

4 Able to oral presentations and public speaking 1 2 3 4 5 
5 Recognize successfully from self confidence 1 2 3 4 5 
6 Believe that work hard will do well in learning from lesson 1 2 3 4 5 
7 Able to read people‘s true emotions correctly through their eyes 1 2 3 4 5 
8 Can make a point to let other know about abilities 1 2 3 4 5 

 

 S. Creativity P F G VG E 

1 Show commitment to organization change plans and 
initiatives. 1 2 3 4 5 

2 Can initiate changes in processes, systems, and/or the 
organization structure to improve the performance 1 2 3 4 5 

3 Can suggest drastically new ways to looking at the problem 1 2 3 4 5 
4 Create new opportunities 1 2 3 4 5 
5 Step outside the traditional boundaries and constraints 1 2 3 4 5 

6 Able to pay attention to details that affect quality of the 
day‘s routine work 1 2 3 4 5 

7 Offer imaginative ideas and solutions to problems 1 2 3 4 5 

8 Able to lay down a plan of action for the day‘s routine 
activities 1 2 3 4 5 

9 Make a real attempt to share information with others 1 2 3 4 5 
 

 T. Flexibility P F G VG E 
1 Responsive to new and changing circumstances 1 2 3 4 5 
2 Adaptable to individual‘s needs and situations 1 2 3 4 5 
3 Respond effectively to changes and challenges 1 2 3 4 5 
4 Remain focused and effective under pressure 1 2 3 4 5 

5 Can take care of work issues during personal time away 
from work 1 2 3 4 5 

6 Have clear boundaries between work and personal life 1 2 3 4 5 
7 Remain optimistic in the face of obstacles or problems 1 2 3 4 5 

8 Can stop personal activity because a colleague required for 
attention 1 2 3 4 5 

9 Can help unexpected requests for colleagues during leisure 
time 1 2 3 4 5 

10 Neglect personal needs because of the demands of work 1 2 3 4 5 
 

 

 

End of questionnaires 

Thank you very much for your time to complete this survey 
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Alumni 

 
Dear Alumni, 
 
I am a graduate student in the Universiti Utara Malaysia. This research is being 

conducted as fulfilment of my doctoral dissertation in entitled ―The importance of 

career skills among undergraduate students in Songkhla Province, Thailand.‖ I am 

requesting your participation in this research.  
 

I sincerely hope you could spend some time to answer this survey. The results from 

this survey will be used in aggregate, without referring to any one individual, and 

will be used solely for academic research purposes. Your response will be kept 

confidential. 

Thank you 

 

 

Yours sincerely, 

 

Sumontha  Wongngam 

Ph.D (Education) Student 

College of Arts and Sciences, UUM 

…………………………………………………………………………………………
…………. 

This questionnaire asks for your views about your career skills. Please answer 
every question by choosing one of the options given. 

SECTION 1: Personal Information 

Please mark  to the appropriate responses for questions 1- 4 

1. Please state your gender. 
 Male                                    Female 

2. Which sector do you work in? 
  Private Sector              Public Sector          State enterprise Sector  
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3. Which university did you graduate from? 

Rajamangala University of Technology 

Srivijaya 
Thaksin University 

Songkhla Rajabhat University Prince of Songkla University 

Hatyai University Not one from all 

4. In what year did you graduate? 
 2009          2010                   2011 No one from all  
  

SECTION 2: Importance of career skills 

Please rank each of the following 20 career skills in the order you believe is the most 
important. Give 1 to the skill that you feel is most important, 2 the second most 
important, and so on until you have ranked all the 20 career skills. 
_____ Reasoning and problem solving _____ Thinking about learning 

_____ Oral verbal communication _____Learning in the workplace 

_____ Teamwork _____Critical thinking 

_____ Interpersonal relationships _____ Leadership 

_____ Initiative/self motivation _____ Social and economic studies 

_____ Writing _____Time management  

_____ Technology _____Listening 

_____ Self-management and organization _____Confidence  

_____ Reading _____Creativity  

_____ Planning and organizing _____Flexibility 

 

SECTION 3: The level of career skills  

Please mark  ONE appropriate response for each item to range your perception of 

the level of YOUR career skills. 

1=Poor (P), 2=Fair (F), 3=Good (G), 4=Very Good (VG), 5=Excellent (E) 

 A. Reasoning and problem solving  P F G V
G E 

1 Can identify problems 1 2 3 4 5 

2 Can recognize problems and devise and implement a plan of 
action 1 2 3 4 5 

3 Can separate fact from opinion 1 2 3 4 5 
4 Can formulate and reach decisions logically 1 2 3 4 5 
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5 Can determine what is needed to accomplish work 
assignments 1 2 3 4 5 

6 Can make decisions and solve problems effectively 1 2 3 4 5 

7 Consider and evaluate alternative solutions, weighing their 
risks and benefits 1 2 3 4 5 

8 Can adjust to unanticipated situations by applying 
established rules and facts 1 2 3 4 5 

9 Can provide solutions or answers individually or in a group 
setting 1 2 3 4 5 

 

 B. Oral verbal communication P F G VG E 
1 Can organize basic ideas, and communicate orally 1 2 3 4 5 
2 Have effective use of language in speaking 1 2 3 4 5 

3 Understand the intent and details of oral communication very 
well 1 2 3 4 5 

4 Have good communication skills in general 1 2 3 4 5 
5 Can present ideas favourably 1 2 3 4 5 
6 Understand and give instructions very well 1 2 3 4 5 

7 Can identify and summarize correctly the principal and 
subsidiary ideas in discussions 1 2 3 4 5 

8 Can obtain, clarify, and verify information through 
questioning 1 2 3 4 5 

9 Able to participate effectively in discussions 1 2 3 4 5 
 

 C. Teamwork P F G VG E 
1 Can respond to constructive criticisms  1 2 3 4 5 

2 Can accept differences and diversity of individuals within the 
group  1 2 3 4 5 

3 Can contribute to a team by sharing information and knowledge  1 2 3 4 5 

4 Can involve team members in decisions and plans that affect 
them 1 2 3 4 5 

5 Able to empower team members to do their jobs or tasks 
assigned 1 2 3 4 5 

6 Able to build agreement and trust within and across teams and 
groups 1 2 3 4 5 

 

 D. Interpersonal relationships P F G VG E 
1 Contribute positively to group efforts 1 2 3 4 5 

2 Work well with both men and women from diverse 
backgrounds 1 2 3 4 5 

3 Can make friends at work easily and get the help and support 
when needed from colleagues 1 2 3 4 5 

4 Able to handle conflict maturely 1 2 3 4 5 

5 Interact effectively with others regardless of the diverse level 
or background 1 2 3 4 5 

6 Understand the interaction and interrelationship of systems 
within an organization 1 2 3 4 5 

7 Demonstrate respect for the opinions, customs, and 
individual differences of others 1 2 3 4 5 
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 E. Initiative/self motivation P F G VG E 
1 
 

Can set personal goals, monitor progress, exhibit self-
control, and take responsibility on actions 1 2 3 4 5 

2 Understand the organizational protocols and procedures 
very well 1 2 3 4 5 

3 Demonstrate a positive attitude at work 1 2 3 4 5 

4 Need to use opportunities for learning and personal 
development 1 2 3 4 5 

5 Able to present completed work and receive 
constructive feedback 1 2 3 4 5 

6 Can transfer skills, abilities and knowledge to the work 
environment 1 2 3 4 5 

7 Can identify the correct solutions when given a set of 
facts and a set of conclusions 1 2 3 4 5 

8 Possess the ability to set goals and allocate time to 
achieve 1 2 3 4 5 

 

 F. Writing P F G VG E 
1 Able to gather information suitable for the purpose/ intention 1 2 3 4 5 
2 Can organize information in a logical and coherent manner 1 2 3 4 5 

3 Able to compose and create appropriate documents to 
complete an assignment 1 2 3 4 5 

4 Know how  to apply the rules of correct spelling, 
punctuation and capitalization 1 2 3 4 5 

5 Use reference books such as dictionary, thesaurus, and                           
encyclopedia 1 2 3 4 5 

6 Can write memos, business letters, and agenda of 
meeting clearly 1 2 3 4 5 

7 Can communicate thoughts and ideas in written form 1 2 3 4 5 
 

 G. Technology P F G VG E 

1 
Can choose procedures, tools or equipment including 
computers and related technology and assess its use for 
work based situations 

1 2 3 4 5 

2 
Can identify the need for data, obtain data from existing 
sources or create it, and evaluate its relevance and 
accuracy 

1 2 3 4 5 

3 Can prevent, identify, or solve problems with 
equipment, including computers and other technology 1 2 3 4 5 

4 
Can organize, process and maintain written or 
computerized records and other forms of information 
and use to locate and interpret 

1 2 3 4 5 

5 Use technology to develop a professional presentation 1 2 3 4 5 
6 Use technology to communicate with colleagues 1 2 3 4 5 

7 Can perform basic computations and approach practical 
problems with different mathematical techniques  1 2 3 4 5 

8 Understand the overall intent and proper procedures for 
the setup and operation of the equipment 1 2 3 4 5 
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 H. Self-management and organization P F G VG E 
1 Can select goal-relevant activities, rank them, allocate 

proper time, prepare and follow schedules 
1 2 3 4 5 

2 Can achieve organizational and personal goals 
independently 1 2 3 4 5 

3 Demonstrate work ethics that are aligned with the 
workplace ethics 1 2 3 4 5 

4 Can adjust easily to workplace changes and work under 
pressure 1 2 3 4 5 

5 Employ appropriate occupational safety practices 1 2 3 4 5 
6 Demonstrate ability to work independently 1 2 3 4 5 

7 Demonstrate self-management and responsibility of 
resources 1 2 3 4 5 

8 Can distinguish trends, and predict the impact of actions 
on system operations 1 2 3 4 5 

 

 I. Reading P F G VG E 

1 Can read and understand tasks, work assignment, 
manual/memos, etc 1 2 3 4 5 

2 Can read job instructions clearly 1 2 3 4 5 
3 Understand the purpose of written materials 1 2 3 4 5 
4 Identify and summarize principal and subsidiary ideas 1 2 3 4 5 

5 Verify information and evaluate the worth and 
objectivity of sources 1 2 3 4 5 

6 Have effective use of language in reading 1 2 3 4 5 
7 Able to read and note details and facts 1 2 3 4 5 
8 Be aware of inconsistencies in written materials 1 2 3 4 5 
9 
 

Interpret graphic information: for example, in tables, 
charts and graphs 1 2 3 4 5 

 

 J. Planning and Organising P F G VG E 
1 
 

Can learn more about employment trends (i.e. 
employment growth) in career fields 1 2 3 4 5 

2 Can plan and organize actions for success in career 1 2 3 4 5 
3 Clear about the goals and objectives for work 1 2 3 4 5 
4 Clear about the duties and responsibilities at work 1 2 3 4 5 

5 Able to distinguish between the more important and less 
important information to complete a task 1 2 3 4 5 

6 Use available resources to determine alternative 
solutions to the given tasks 1 2 3 4 5 

7 Follow given timelines to choose the best alternative in 
solving a problem 1 2 3 4 5 

8 Generate multiple alternatives to solve a problem 1 2 3 4 5 

9 Identify a problem and determine a plan of action to 
resolve it 1 2 3 4 5 

 

 K. Thinking about learning P F G VG E 
1 Use evidence skillfully and impartially 1 2 3 4 5 
2 Distinguish between logically valid and invalid 1 2 3 4 5 
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inferences 

3 Understand the difference between reasoning and 
rationalizing 1 2 3 4 5 

4 Attempt to anticipate the probable consequences of 
alternative actions before making a choice  1 2 3 4 5 

5 
Recognize that most real-world problems have more 
than one possible solution and that those solutions may 
differ in numerous respects  

1 2 3 4 5 

6 Look for unusual approaches to complex problems 1 2 3 4 5 

7 Understand the differences between conclusions, 
assumptions, and hypotheses 1 2 3 4 5 

8 Organize thoughts and articulate them concisely and 
coherently 1 2 3 4 5 

9 Know how to seek information, and does so when it 
makes sense 1 2 3 4 5 

 

 L. Learning in the workplace P F G VG E 
1 Contribute to high quality working relationships 1 2 3 4 5 
2 Able to learn by doing in the workplace 1 2 3 4 5 
3 Display a desire to gain new knowledge and skills 1 2 3 4 5 

4 Can reflect on and learn from own mistakes and those of 
others 1 2 3 4 5 

5 Lead to more self confidence and awareness of levels of 
abilities as the learning is rapidly put into practice 1 2 3 4 5 

6  Involved in the company and committed to its overall 
goals. 1 2 3 4 5 

7 Understand the company‘s culture and context 1 2 3 4 5 
8 Actively pursue personal growth and improvement 1 2 3 4 5 
  

 M. Critical Thinking  P F G VG E 

1 Effectively analyze and understand complex 
information. 1 2 3 4 5 

2 Able to use learning from the program in a critical way 1 2 3 4 5 

3 Can identify not only the basics of the issue, but 
recognize nuances of the issue 1 2 3 4 5 

4 Clearly distinguish between fact, opinion and 
acknowledges value judgments 1 2 3 4 5 

5 Can apply knowledge to new situations 1 2 3 4 5 
6 Can formulate a new classification scheme 1 2 3 4 5 

7 Dig below the surface to get at underlying issues when 
solving problems 1 2 3 4 5 

8 Observe cause and effect and address existing or 
potential consequences 1 2 3 4 5 

 

 N. Leadership P F G VG E 

1 Understand and observe the mission and vision of the 
department/division 1 2 3 4 5 

2 Able to implement appropriate decisions under 
uncertain conditions 1 2 3 4 5 
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3 Seek information for better understanding of a situation 1 2 3 4 5 
4 Help others feel comfortable in the group 1 2 3 4 5 
5 Make suggestions about how to solve problems 1 2 3 4 5 
6 Develop plans of action for the group 1 2 3 4 5 
7 Able to role model behavior to other professionals 1 2 3 4 5 
8 Gain co-operation and commitment from top leadership 1 2 3 4 5 
9 Provide long-term commitment to the organization 1 2 3 4 5 
10 Can anticipate outcome sand consequences of a task 1 2 3 4 5 
 O. Social and economic studies P F G VG E 

1 Can use simulation activities to learn critical aspects of 
skills 1 2 3 4 5 

2 Strive to reach one‘s true potential 1 2 3 4 5 
3 Learn to predict social and economic problems/crisis 1 2 3 4 5 

4 Can analyze how world change impacts economically 
and socially 1 2 3 4 5 

5 Understand the diverse aspects of social and economic 1 2 3 4 5 

6 Learn and realize technological growth and the effect 
on the economy and social 1 2 3 4 5 

 P. Time management P F G VG E 

1 Can set priorities to determine the order in which tasks 
will be performed each day 1 2 3 4 5 

2 Can control the time when work precipitate 1 2 3 4 5 

3 Can make a list of things to do each day and tick each 
task as it is accomplished 1 2 3 4 5 

4 Can evaluate how well a schedule has been followed 
during a workday 1 2 3 4 5 

5 Set out to accomplish tasks according to the deadlines 1 2 3 4 5 
6 Practice time management in completing assigned tasks 1 2 3 4 5 

7 Can leave a clear, well-organized workspace at the end 
of workday 1 2 3 4 5 

8 Can decide and try to  accomplish the short term and 
keep it in long term objectives 1 2 3 4 5 

9 Can spend to a scheduling and organizing on workday 
for time wasted 1 2 3 4 5 

10 Can keep schedule and not take away from work 1 2 3 4 5 

11 Can record names, addresses and phone numbers in a 
special file for contacting people 1 2 3 4 5 

 Q. Listening P F G VG E 
1 Performs effectively listening in meeting 1 2 3 4 5 
2 Ready to listen when speaker approaches 1 2 3 4 5 
3 Make sure accurately understand what a speaker says  1 2 3 4 5 

4 Can listen to the entire message without interrupting, 
whether in agreement or not 1 2 3 4 5 

5 Sensitive to vocal cues when communicating with a 
listener 1 2 3 4 5 

6 Actively listen to diverse points of view 1 2 3 4 5 
7 Respond in an appropriate with speaker 1 2 3 4 5 
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8 Has patience and focus when listening to speakers of 
another language 1 2 3 4 5 

 R. Confidence P F G VG E 
1 Confident to learn the content as work on the lesson 1 2 3 4 5 

2 Can adjust behavior to meet the requirements of any 
situation  1 2 3 4 5 

3 Believe by self can do well in learning from lesson, if try 
very hard 1 2 3 4 5 

4 Able to oral presentations and public speaking 1 2 3 4 5 

5 Recognize successfully from self confidence 1 2 3 4 5 

6 Believe that work hard will do well in learning from 
lesson 1 2 3 4 5 

7 Able to read people‘s true emotions correctly through 
their eyes 1 2 3 4 5 

8 Can make a point to let other know about abilities 1 2 3 4 5 
 S. Creativity P F G VG E 

1 Show commitment to organization change plans and 
initiatives. 1 2 3 4 5 

2 Can initiate changes in processes, systems, and/or the 
organization structure to improve the performance 1 2 3 4 5 

3 Can suggest drastically new ways to looking at the 
problem 1 2 3 4 5 

4 Create new opportunities 1 2 3 4 5 
5 Step outside the traditional boundaries and constraints 1 2 3 4 5 

6 Able to pay attention to details that affect quality of the 
day‘s routine work 1 2 3 4 5 

7 Offer imaginative ideas and solutions to problems 1 2 3 4 5 

8 Able to lay down a plan of action for the day‘s routine 
activities 1 2 3 4 5 

9 Make a real attempt to share information with others 1 2 3 4 5 
 T. Flexibility P F G VG E 
1 Responsive to new and changing circumstances 1 2 3 4 5 
2 Adaptable to individual‘s needs and situations 1 2 3 4 5 
3 Respond effectively to changes and challenges 1 2 3 4 5 
4 Remain focused and effective under pressure 1 2 3 4 5 

5 Can take care of work issues during personal time away 
from work 1 2 3 4 5 

6 Have clear boundaries between work and personal life 1 2 3 4 5 
7 Remain optimistic in the face of obstacles or problems 1 2 3 4 5 

8 Can stop personal activity because a colleague required 
for attention 1 2 3 4 5 

9 Can help unexpected requests for colleagues during 
leisure time 1 2 3 4 5 

10 Neglect personal needs because of the demands of work 1 2 3 4 5 
End of questionnaire 

Thank you very much for your time to complete this survey 
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Appendix B 

 Mahalanobis 

1Reasoning and problem solving 
Residuals Statistics

a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1987 3.9104 3.4310 .14812 750 

Std. Predicted Value -1.568 3.237 .000 1.000 750 

Standard Error of Predicted 

Value 

.036 .100 .055 .014 750 

Adjusted Predicted Value 3.1859 3.9401 3.4310 .14841 750 

Residual -1.61056 1.53893 .00000 .58357 750 

Std. Residual -2.749 2.627 .000 .996 750 

Stud. Residual -2.759 2.638 .000 1.001 750 

Deleted Residual -1.62278 1.55428 -.00001 .58894 750 

Stud. Deleted Residual -2.772 2.648 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .019 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: reason1 

 

2 Oral verbal communication 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.2714 3.7906 3.4430 .12966 750 

Std. Predicted Value -1.323 2.681 .000 1.000 750 

Standard Error of Predicted 

Value 

.037 .101 .055 .014 750 

Adjusted Predicted Value 3.2685 3.7939 3.4429 .12993 750 

Residual -1.51188 1.65390 .00000 .58750 750 

Std. Residual -2.563 2.804 .000 .996 750 

Stud. Residual -2.575 2.809 .000 1.001 750 

Deleted Residual -1.52564 1.66033 .00004 .59284 750 

Stud. Deleted Residual -2.585 2.822 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .018 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: commu2 
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3 Teamwork 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.3289 3.9505 3.5571 .16266 750 

Std. Predicted Value -1.403 2.418 .000 1.000 750 

Standard Error of Predicted 

Value 

.036 .100 .055 .014 750 

Adjusted Predicted Value 3.3089 3.9695 3.5570 .16289 750 

Residual -1.51814 1.59100 .00000 .58213 750 

Std. Residual -2.597 2.722 .000 .996 750 

Stud. Residual -2.617 2.727 .000 1.001 750 

Deleted Residual -1.54080 1.59718 .00010 .58764 750 

Stud. Deleted Residual -2.627 2.739 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .022 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: team3 

 

4 Interpersonal relationships 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.3989 4.0183 3.6211 .17566 750 

Std. Predicted Value -1.265 2.261 .000 1.000 750 

Standard Error of Predicted 

Value 

.039 .107 .059 .015 750 

Adjusted Predicted Value 3.3810 4.0278 3.6211 .17594 750 

Residual -1.76956 1.55121 .00000 .62350 750 

Std. Residual -2.827 2.478 .000 .996 750 

Stud. Residual -2.844 2.492 .000 1.001 750 

Deleted Residual -1.79166 1.56879 .00001 .62928 750 

Stud. Deleted Residual -2.858 2.501 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .021 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: relationship4 
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5 Initiative/self motivation 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.3172 4.0672 3.5372 .18494 750 

Std. Predicted Value -1.189 2.866 .000 1.000 750 

Standard Error of Predicted 

Value 

.035 .096 .053 .013 750 

Adjusted Predicted Value 3.2945 4.0853 3.5371 .18532 750 

Residual -1.62500 1.49541 .00000 .56161 750 

Std. Residual -2.882 2.652 .000 .996 750 

Stud. Residual -2.900 2.659 .000 1.001 750 

Deleted Residual -1.64567 1.50313 .00008 .56682 750 

Stud. Deleted Residual -2.915 2.670 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .015 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: initail5 

 

6 Writing 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1993 3.8033 3.4070 .11059 750 

Std. Predicted Value -1.879 3.583 .000 1.000 750 

Standard Error of Predicted 

Value 

.034 .093 .051 .013 750 

Adjusted Predicted Value 3.1736 3.8244 3.4070 .11089 750 

Residual -1.31715 1.35853 .00000 .54300 750 

Std. Residual -2.416 2.492 .000 .996 750 

Stud. Residual -2.427 2.500 .000 1.001 750 

Deleted Residual -1.32879 1.36768 .00004 .54808 750 

Stud. Deleted Residual -2.435 2.509 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .017 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: writing6 
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7 Technology 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1500 4.0450 3.4618 .17723 750 

Std. Predicted Value -1.759 3.291 .000 1.000 750 

Standard Error of Predicted 

Value 

.040 .109 .060 .015 750 

Adjusted Predicted Value 3.1379 4.0692 3.4617 .17749 750 

Residual -1.58161 1.73368 .00000 .63415 750 

Std. Residual -2.484 2.723 .000 .996 750 

Stud. Residual -2.500 2.737 .000 1.000 750 

Deleted Residual -1.60173 1.75128 .00012 .63989 750 

Stud. Deleted Residual -2.509 2.749 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .018 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: technology7 

 

8 Self-management and organization 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.2203 4.0818 3.5292 .17776 750 

Std. Predicted Value -1.738 3.109 .000 1.000 750 

Standard Error of Predicted 

Value 

.037 .101 .056 .014 750 

Adjusted Predicted Value 3.1821 4.1102 3.5291 .17808 750 

Residual -1.63684 1.63062 .00000 .59147 750 

Std. Residual -2.756 2.746 .000 .996 750 

Stud. Residual -2.773 2.765 .000 1.001 750 

Deleted Residual -1.65728 1.65297 .00010 .59686 750 

Stud. Deleted Residual -2.786 2.777 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .020 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: self8 
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9 Reading 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1720 4.0504 3.5107 .17811 750 

Std. Predicted Value -1.901 3.030 .000 1.000 750 

Standard Error of Predicted 

Value 

.035 .097 .053 .014 750 

Adjusted Predicted Value 3.1407 4.0721 3.5107 .17856 750 

Residual -1.48077 1.63229 .00000 .56787 750 

Std. Residual -2.597 2.863 .000 .996 750 

Stud. Residual -2.609 2.872 .000 1.001 750 

Deleted Residual -1.49425 1.65081 -.00002 .57323 750 

Stud. Deleted Residual -2.619 2.886 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .019 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: read9 

 

10 Planning and organizing 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1658 4.0714 3.5474 .17419 750 

Std. Predicted Value -2.191 3.008 .000 1.000 750 

Standard Error of Predicted 

Value 

.035 .097 .053 .014 750 

Adjusted Predicted Value 3.1310 4.0937 3.5474 .17454 750 

Residual -1.50289 1.67332 .00000 .56583 750 

Std. Residual -2.645 2.945 .000 .996 750 

Stud. Residual -2.657 2.960 .000 1.001 750 

Deleted Residual -1.51657 1.69031 .00001 .57111 750 

Stud. Deleted Residual -2.668 2.976 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .019 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: plan10 
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11 Thinking about learning 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1942 4.0077 3.5044 .16553 750 

Std. Predicted Value -1.874 3.040 .000 1.000 750 

Standard Error of Predicted 

Value 

.033 .089 .049 .012 750 

Adjusted Predicted Value 3.1569 4.0167 3.5044 .16586 750 

Residual -1.54387 1.60723 .00000 .52255 750 

Std. Residual -2.943 3.063 .000 .996 750 

Stud. Residual -2.961 3.071 .000 1.001 750 

Deleted Residual -1.56351 1.61552 .00007 .52757 750 

Stud. Deleted Residual -2.977 3.089 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .025 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: think11 

 

12 Learning in the workplace 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.2326 4.1403 3.5998 .19896 750 

Std. Predicted Value -1.846 2.717 .000 1.000 750 

Standard Error of Predicted 

Value 

.038 .105 .058 .015 750 

Adjusted Predicted Value 3.2023 4.1505 3.5997 .19945 750 

Residual -1.62423 1.56267 .00000 .61188 750 

Std. Residual -2.644 2.544 .000 .996 750 

Stud. Residual -2.660 2.566 .000 1.001 750 

Deleted Residual -1.64452 1.59001 .00010 .61760 750 

Stud. Deleted Residual -2.671 2.576 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .018 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: learn12 
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13 Critical thinking 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.0641 3.9461 3.4102 .15468 750 

Std. Predicted Value -2.238 3.465 .000 1.000 750 

Standard Error of Predicted 

Value 

.036 .098 .054 .014 750 

Adjusted Predicted Value 3.0526 3.9742 3.4101 .15496 750 

Residual -1.78466 1.60036 .00000 .57158 750 

Std. Residual -3.110 2.789 .000 .996 750 

Stud. Residual -3.150 2.803 .000 1.001 750 

Deleted Residual -1.83086 1.61688 .00009 .57705 750 

Stud. Deleted Residual -3.169 2.816 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .037 .001 .003 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: critical13 

 

14 Leadership 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.3587 3.9039 3.5472 .13658 750 

Std. Predicted Value -1.380 2.612 .000 1.000 750 

Standard Error of Predicted 

Value 

.035 .096 .053 .013 750 

Adjusted Predicted Value 3.3395 3.9109 3.5470 .13677 750 

Residual -1.51268 1.56895 .00000 .56101 750 

Std. Residual -2.686 2.785 .000 .996 750 

Stud. Residual -2.702 2.793 .000 1.001 750 

Deleted Residual -1.53158 1.57704 .00017 .56635 750 

Stud. Deleted Residual -2.714 2.805 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .025 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: leadership14 
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15 Social and economic studies 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1071 3.9228 3.4342 .14773 750 

Std. Predicted Value -2.214 3.307 .000 1.000 750 

Standard Error of Predicted 

Value 

.039 .106 .058 .015 750 

Adjusted Predicted Value 3.0937 3.9470 3.4341 .14802 750 

Residual -1.78303 1.72542 .00000 .62125 750 

Std. Residual -2.859 2.766 .000 .996 750 

Stud. Residual -2.876 2.783 .000 1.001 750 

Deleted Residual -1.80530 1.74631 .00009 .62707 750 

Stud. Deleted Residual -2.891 2.796 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .015 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: economic15 

 

16 Time management 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.3221 3.9485 3.5972 .15773 750 

Std. Predicted Value -1.744 2.227 .000 1.000 750 

Standard Error of Predicted 

Value 

.036 .100 .055 .014 750 

Adjusted Predicted Value 3.3181 3.9696 3.5972 .15791 750 

Residual -1.65903 1.51598 .00000 .58381 750 

Std. Residual -2.830 2.586 .000 .996 750 

Stud. Residual -2.843 2.593 .000 1.000 750 

Deleted Residual -1.67413 1.52933 .00006 .58909 750 

Stud. Deleted Residual -2.857 2.603 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .015 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: time16 
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17 Listening 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.2706 4.0040 3.5455 .15593 750 

Std. Predicted Value -1.763 2.940 .000 1.000 750 

Standard Error of Predicted 

Value 

.038 .103 .057 .014 750 

Adjusted Predicted Value 3.2414 4.0205 3.5455 .15637 750 

Residual -1.86653 1.60006 .00000 .60283 750 

Std. Residual -3.084 2.644 .000 .996 750 

Stud. Residual -3.124 2.649 .000 1.001 750 

Deleted Residual -1.91486 1.60628 .00001 .60860 750 

Stud. Deleted Residual -3.142 2.660 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .036 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: listen17 

 

18 Confidence 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.3355 4.1002 3.5847 .18805 750 

Std. Predicted Value -1.325 2.741 .000 1.000 750 

Standard Error of Predicted 

Value 

.035 .097 .053 .014 750 

Adjusted Predicted Value 3.3133 4.1356 3.5847 .18849 750 

Residual -1.47847 1.54057 .00000 .56788 750 

Std. Residual -2.593 2.702 .000 .996 750 

Stud. Residual -2.609 2.709 .000 1.001 750 

Deleted Residual -1.49727 1.54852 -.00005 .57333 750 

Stud. Deleted Residual -2.620 2.721 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .022 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: confidence18 
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19 Creativity 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.1698 3.8839 3.4695 .15999 750 

Std. Predicted Value -1.873 2.590 .000 1.000 750 

Standard Error of Predicted 

Value 

.037 .102 .056 .014 750 

Adjusted Predicted Value 3.1352 3.9212 3.4694 .16042 750 

Residual -1.83610 1.55124 .00000 .59682 750 

Std. Residual -3.064 2.589 .000 .996 750 

Stud. Residual -3.084 2.597 .000 1.001 750 

Deleted Residual -1.85946 1.56105 .00009 .60261 750 

Stud. Deleted Residual -3.101 2.607 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .022 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: creative19 

 

20 Flexibility 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 3.9576 4.6464 4.1963 .15730 750 

Std. Predicted Value -1.517 2.862 .000 1.000 750 

Standard Error of Predicted 

Value 

.031 .085 .047 .012 750 

Adjusted Predicted Value 3.9236 4.6739 4.1962 .15771 750 

Residual -1.21863 1.44075 .00000 .49480 750 

Std. Residual -2.453 2.900 .000 .996 750 

Stud. Residual -2.464 2.906 .000 1.001 750 

Deleted Residual -1.22973 1.44635 .00006 .49947 750 

Stud. Deleted Residual -2.473 2.920 .000 1.002 750 

Mahal. Distance 1.904 20.771 5.992 3.769 750 

Cook's Distance .000 .023 .001 .002 750 

Centered Leverage Value .003 .028 .008 .005 750 

a. Dependent Variable: flex20 

 



 

 277 

Appendix C 

Normality 

1Reasoning and problem solving 

 

2 Oral verbal communication 
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3 Teamwork 

 

4 Interpersonal relationships 
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5 Initiative/self motivation 

 

6 Writing 
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7 Technology 

 

8 Self-management and organization 
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9 Reading 

 

10 Planning and organizing 

 



 

 282 

11 Thinking about learning 

 

12 Learning in the workplace 
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13 Critical thinking 

 

14 Leadership 
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15 Social and economic studies 

 

16 Time management 
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17 Listening 

 

18 Confidence 
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19 Creativity 

 

20 Flexibility 
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Appendix D 

 Five Experts for Content Validation 

Name of experts 

1 

Assoc. Prof. Dr. Wan Dechpichai 

Faculty of Liberal Arts & Education 

Hatyai University 

Songkhla  

Thailand 

2 

Assoc. Prof. Dr. Abdull Sukor Shaari 

School of Education and Modern Languages 

College of Arts and Sciences 

Universiti Utara Malaysia 

Sintok, Kedah 

Malaysia 

3 

Dr. Thuanthong Krutchon 

Faculty of Humanities and Social Sciences 

Thaksin University 

Songkhla  

Thailand 

4 

Dr. Juraisiri Choorak 

Rajabhat Institute Songkhla  

Amphur Muang 

Songkhla 

Thailand 

 

5 

Assoc. Prof. Dr. Ibrahem Narongraksakhet 

College of Islamic Studies  

Prince of Songkhla University, Pattani Campus 

Pattani 

Thailand 
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Appendix E 

 Reliability of Pilot Study 

Case Processing Summary 

 
Scale: Reliability Pilot 
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Appendix F 

 Factor Analysis 
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Results of factor analyses of the variables 

Dimension  Component 
 1 
Reasoning and problem solving .877 
Can identify problems .753  
Can recognize problems and devise and implement a plan of 
action 

.762  

Can separate fact from opinion .722  
Can formulate and reach decisions logically .713  
Can determine what is needed to accomplish work 
assignments 

.644  

Can make decisions and solve problems effectively .643  
Consider and evaluate alternative solutions, weighing their 
risks and benefits 

.638  

Can adjust to unanticipated situations by applying 
established rules and facts 

.654  

Can provide solutions or answers individually or in a group 
setting 

.673  

Oral verbal communication .878 
Can organize basic ideas, and communicate orally .718  
Have effective use of language in speaking .768  
Understand the intent and details of oral communication 
very well 

.723  

Have good communication skills in general .692  
Can present ideas favourably .665  
Understand and give instructions very well .658  
Can identify and summarize correctly the principal and 
subsidiary ideas in discussions 

.674  

Can obtain, clarify, and verify information through 
questioning 

.674  

Able to participate effectively in discussions .685  
Teamwork .842 
Can respond to constructive criticisms .720  
Can accept differences and diversity of individuals within 
the group 

.755  

Can contribute to a team by sharing information and 
knowledge 

.757  

Can involve team members in decisions and plans that affect 
them 

.724  

Able to empower team members to do their jobs or tasks 
assigned 

.712  

Able to build agreement and trust within and across teams 
and groups 

.733  

Interpersonal relationships .893 
Contribute positively to group efforts .703  



 

 293 

Work well with both men and women from diverse 
backgrounds 

.761  

Can make friends at work easily and get the help and support 
when needed from colleagues 

.790  

Able to handle conflict maturely .709  
Interact effectively with others regardless of the diverse 
level or background 

.777 
 

 

Understand the interaction and interrelationship of systems 
within an organization 

.771 
 

 

Demonstrate respect for the opinions, customs, and 
individual  differences of others 

.729 
 

 

Initiative/self motivation .862 
Can set personal goals, monitor progress, exhibit self-
control, and take responsibility on actions 

.695 
 

 

Understand the organizational protocols and procedures very 
well 

.771  

Demonstrate a positive attitude at work .744  
Need to use opportunities for learning and personal 
development 

.746  

Able to present completed work and receive constructive 
feedback 

.703  

Can transfer skills, abilities and knowledge to the work 
environment 

.622  

Can identify the correct solutions when given a set of facts 
and a set of conclusions 

.653  

Possess the ability to set goals and allocate time to achieve .672  
Writing .813 
Able to gather information suitable for the purpose/ intention .667  
Can organize information in a logical and coherent manner .684  
Able to compose and create appropriate documents to 
complete an assignment 

.705 
 

 

Know how  to apply the rules of correct spelling, 
punctuation and capitalization 

.731 
 

 

Use reference books such as dictionary, thesaurus, and 
Encyclopedia 

.679  

Can write memos, business letters, and agenda of meeting 
clearly 

.671  

Can communicate thoughts and ideas in written form .717  
Technology .907 
Can choose procedures, tools or equipment including 
computers and related technology and assess its use for work 
based situations 

.731  

Can identify the need for data, obtain data from existing 
sources or create it, and evaluate its relevance and accuracy 

.757  

Can prevent, identify, or solve problems with equipment, 
including computers and other technology 

.753  

Can organize, process and maintain written or computerized .745  
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records and other forms of information and use to locate and 
interpret 
Use technology to develop a professional presentation .812  
Use technology to communicate with colleagues‖ .772  
Can perform basic computations and approach practical 
problems with different mathematical techniques 

.749 
 

 

Understand the overall intent and proper procedures for the 
setup and operation of the equipment 

.727 
 

 

Self-management and organization .892 
Can select goal-relevant activities, rank them, allocate 
proper time, prepare and follow schedules 

.725  

Can achieve organizational and personal goals 
independently 

.747  

Demonstrate work ethics that are aligned with the workplace 
ethics 

.752  

Can adjust easily to workplace changes and work under 
pressure 

.742  

Employ appropriate occupational safety practices .710  
Demonstrate ability to work independently .731  
Demonstrate self-management and responsibility of 
resources 

.724  

Can distinguish trends, and predict the impact of actions on 
system operations 

.692  

Reading .897 
Can read and understand tasks, work assignment, 
manual/memos, etc 

.700 
 

 

Can read job instructions clearly .728  
Understand the purpose of written materials .750  
Identify and summarize principal and subsidiary ideas .719  
Verify information and evaluate the worth and objectivity of 
sources 

.749 
 

 

Have effective use of language in reading .721  
Able to read and note details and facts .707  
Be aware of inconsistencies in written materials .701  
Interpret graphic information: for example, in tables, charts 
and graphs 

.670 
 

 
 

Planning and organizing .883 
Can learn more about employment trends (i.e. employment 
growth) in career fields 

.657  

Can plan and organize actions for success in career .758  
Clear about the goals and objectives for work .719  
Clear about the duties and responsibilities at work .717  
Able to distinguish between the more important and less 
important information to complete a task 

.704  

Use available resources to determine alternative solutions to 
the given tasks 

.663  

Follow given timelines to choose the best alternative in .741  
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solving a problem  
Generate multiple alternatives to solve a problem .712  
Identify a problem and determine a plan of action to          
resolve it 

.710  

Thinking about learning .867 
Use evidence skillfully and impartially .684  
Distinguish between logically valid and invalid inferences .703  
Understand the difference between reasoning and 
rationalizing 

.694  

Attempt to anticipate the probable consequences of 
alternative actions before making a choice 

.659 
 

 

Recognize that most real-world problems have more than 
one possible solution and that those solutions may differ in 
numerous respects 

.685 
 
 

 

Look for unusual approaches to complex problems .669  
Understand the differences between conclusions, 
assumptions, and hypotheses 

.660  

Organize thoughts and articulate them concisely and 
coherently 

.694  

Know how to seek information, and does so when it makes 
sense 

.704  

Learning in the workplace .885 
Contribute to high quality working relationships .750  
Able to learn by doing in the workplace .771  
Display a desire to gain new knowledge and skills .760  
Can reflect on and learn from own mistakes and those of 
others 

.736  

Lead to more self confidence and awareness of levels of 
abilities as the learning is rapidly put into practice 

.731  

 Involved in the company and committed to its overall goals .760  
Understand the company‘s culture and context .687  
Actively pursue personal growth and improvement .728  
Critical thinking .875 
Effectively analyze and understand complex information .715  
Able to use learning from the program in a critical way .736  
Can identify not only the basics of the issue, but recognize 
nuances of the issue 

.729  

Clearly distinguish between fact, opinion and acknowledges 
value judgments 

.748  

Can apply knowledge to new situations .707  
Can formulate a new classification scheme .717  
Dig below the surface to get at underlying issues when 
solving problems 

.732 
 

 

Observe cause and effect and address existing or potential 
consequences 

.743 
 

 

Leadership .871 
Understand and observe the mission and vision of the   
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department/division .630 
Able to implement appropriate decisions under uncertain 
conditions 

.648  

Seek information for better understanding of a situation .681  
Help others feel comfortable in the group .704  
Make suggestions about how to solve problems .700  
Develop plans of action for the group .715  
Able to role model behavior to other professionals .676  
Gain co-operation and commitment from top leadership .705  
Provide long-term commitment to the organization .706  
Can anticipate outcome sand consequences of a task .685  
Social and economic studies .842 
Can use simulation activities to learn critical aspects of skills .725  
Strive to reach one‘s true potential .770  
Learn to predict social and economic problems/crisis .749  
Can analyze how world change impacts economically and 
socially 

.771  

Understand the diverse aspects of social and economic .771  
Learn and realize technological growth and the effect on the 
economy and social 

.771 
 

 

Time management .915 
Can set priorities to determine the order in which tasks will 
be performed each day 

.675 
 

 

Can control the time when work precipitate .697  
Can make a list of things to do each day and tick each task 
as it is accomplished 

.701  

Can evaluate how well a schedule has been followed during 
a workday 

.706  

Set out to accomplish tasks according to the deadlines .711  
Practice time management in completing assigned tasks .729  
Can leave a clear, well-organized workspace at the end of 
workday 

.705  

Can decide and try to  accomplish the short term and keep it 
in long term objectives 

.724  

Can spend to a scheduling and organizing on workday for 
time wasted 

.688  

Can keep schedule and not take away from work .715  
Can record names, addresses and phone numbers in a special 
file for contacting people 

.699  

Listening .880 
Performs effectively listening in meeting .694  
Ready to listen when speaker approaches .714  
Make sure accurately understand what a speaker says  .714  
Can listen to the entire message without interrupting, 
whether in agreement or not 

.710 
 

 

Sensitive to vocal cues when communicating with a listener .766  
Actively listen to diverse points of view .710  
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Respond in an appropriate with speaker .742  
Has patience and focus when listening to speakers of another 
language 

.722 
 

 

Confidence .871 
Confident to learn the content as work on the lesson .707  
Can adjust behavior to meet the requirements of any 
situation  

.755  

Believe by self can do well in learning from lesson, if try 
very hard 

.714  

Able to oral presentations and public speaking .687  
Recognize successfully from self confidence .689  
Believe that work hard will do well in learning from lesson .731  
Able to read people‘s true emotions correctly through their 
eyes 

.674  

Can make a point to let other know about abilities .686  
Creativity .885 
Show commitment to organization change plans and 
initiatives. 

.673  

Can initiate changes in processes, systems, and/or the 
organization structure to improve the performance 

.744  

Can suggest drastically new ways to looking at the problem .755  
Create new opportunities .719  
Step outside the traditional boundaries and constraints .728  
Able to pay attention to details that affect quality of the 
day‘s routine work 

.711  

Offer imaginative ideas and solutions to problems .722  
Able to lay down a plan of action for the day‘s routine 
activities 

.692  

Make a real attempt to share information with others .675  
Flexibility .905 
Responsive to new and changing circumstances .667  
Adaptable to individual‘s needs and situations .689  
Respond effectively to changes and challenges .683  
Remain focused and effective under pressure .649  
Can take care of work issues during personal time away 
from work 

.672  

Have clear boundaries between work and personal life .633  
Remain optimistic in the face of obstacles or problems .718  
Can stop personal activity because a colleague required for 
attention 

.702  

Can help unexpected requests for colleagues during leisure 
time 

.712  

Neglect personal needs because of the demands of work .700  
 
Extraction Method: Principal Component Analysis 
Kaiser-Meyer-Olkin (KMO)= .980 
Percentage of Variance Explaine= 65.75% 
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Bartlett‘s Test of Approx. Chi-Square= 13722.510 
df= 190  
p value =.000 
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Appendix G 

Reliability 

Scale: The Importance of Career Skills 
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Appendix H 

Descriptive 
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Appendix I 

 T-Test 
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Appendix J 

 ANOVA 

ANOVA 

 Sum of Squares df Mean Square F Sig. 

reason1 

Between Groups 6.873 2 3.437 9.701 .000 

Within Groups 264.632 747 .354   

Total 271.506 749    

commu2 

Between Groups 8.254 2 4.127 11.728 .000 

Within Groups 262.855 747 .352   
Total 271.109 749    

team3 

Between Groups 14.730 2 7.365 21.249 .000 

Within Groups 258.907 747 .347   
Total 273.637 749    

relationship4 

Between Groups 18.181 2 9.090 22.933 .000 

Within Groups 296.108 747 .396   
Total 314.289 749    

initail5 

Between Groups 18.165 2 9.083 27.842 .000 

Within Groups 243.689 747 .326   
Total 261.855 749    

writing6 

Between Groups 3.256 2 1.628 5.363 .005 

Within Groups 226.744 747 .304   
Total 229.999 749    

technology7 

Between Groups 14.179 2 7.090 17.053 .000 

Within Groups 310.556 747 .416   
Total 324.736 749    

self8 

Between Groups 12.609 2 6.304 17.245 .000 

Within Groups 273.081 747 .366   
Total 285.690 749    

read9 

Between Groups 10.412 2 5.206 15.258 .000 

Within Groups 254.879 747 .341   
Total 265.291 749    

plan10 

Between Groups 10.410 2 5.205 15.422 .000 

Within Groups 252.120 747 .338   
Total 262.530 749    

think11 

Between Groups 11.512 2 5.756 20.137 .000 

Within Groups 213.528 747 .286   
Total 225.041 749    

learn12 Between Groups 21.747 2 10.874 28.172 .000 
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Within Groups 288.324 747 .386   
Total 310.072 749    

critical13 

Between Groups 5.821 2 2.910 8.466 .000 

Within Groups 256.798 747 .344   
Total 262.619 749    

leadership14 

Between Groups 9.903 2 4.952 15.425 .000 

Within Groups 239.806 747 .321   
Total 249.709 749    

economic15 

Between Groups 4.455 2 2.228 5.529 .004 

Within Groups 300.966 747 .403   
Total 305.422 749    

time16 

Between Groups 12.838 2 6.419 18.366 .000 

Within Groups 261.079 747 .350   
Total 273.916 749    

listen17 

Between Groups 10.918 2 5.459 14.590 .000 

Within Groups 279.483 747 .374   
Total 290.400 749    

confidence18 

Between Groups 15.281 2 7.641 22.582 .000 

Within Groups 252.749 747 .338   
Total 268.030 749    

creative19 

Between Groups 12.708 2 6.354 17.369 .000 

Within Groups 273.254 747 .366   
Total 285.962 749    

flex20 

Between Groups 11.420 2 5.710 22.391 .000 

Within Groups 190.490 747 .255   

Total 201.910 749    
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Multiple Comparisons

LSD

-.2844* .11148 .011 -.5033 -.0656

-.1790* .04440 .000 -.2662 -.0919

.2844* .11148 .011 .0656 .5033

.1054 .11135 .344 -.1132 .3240

.1790* .04440 .000 .0919 .2662

-.1054 .11135 .344 -.3240 .1132

-.3900* .11111 .000 -.6081 -.1719

-.1760* .04425 .000 -.2629 -.0891

.3900* .11111 .000 .1719 .6081

.2140 .11097 .054 -.0039 .4318

.1760* .04425 .000 .0891 .2629

-.2140 .11097 .054 -.4318 .0039

-.4410* .11027 .000 -.6575 -.2245

-.2569* .04392 .000 -.3431 -.1707

.4410* .11027 .000 .2245 .6575

.1841 .11014 .095 -.0322 .4003

.2569* .04392 .000 .1707 .3431

-.1841 .11014 .095 -.4003 .0322

-.4788* .11793 .000 -.7103 -.2473

-.2879* .04697 .000 -.3801 -.1957

.4788* .11793 .000 .2473 .7103

.1910 .11778 .105 -.0403 .4222

.2879* .04697 .000 .1957 .3801

-.1910 .11778 .105 -.4222 .0403

-.3768* .10698 .000 -.5868 -.1667

-.3048* .04261 .000 -.3885 -.2212

.3768* .10698 .000 .1667 .5868

.0719 .10685 .501 -.1378 .2817

.3048* .04261 .000 .2212 .3885

-.0719 .10685 .501 -.2817 .1378

(J) TYPE

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

(I) TYPE

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Dependent Variable

REASON1

C OMMU2

TEAM3

RELA TI4

INITA IL5

Mean

Difference

(I-J) Std. Error Sig. Low er Bound Upper Bound

95% C onfidence Interval

The mean difference is significant at the .05 level.*. 
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Multiple Comparisons

LSD

-.1956 .10319 .058 -.3982 .0070

-.1232* .04110 .003 -.2039 -.0426

.1956 .10319 .058 -.0070 .3982

.0723 .10307 .483 -.1300 .2747

.1232* .04110 .003 .0426 .2039

-.0723 .10307 .483 -.2747 .1300

-.5354* .12077 .000 -.7725 -.2983

-.2222* .04810 .000 -.3166 -.1278

.5354* .12077 .000 .2983 .7725

.3132* .12062 .010 .0764 .5500

.2222* .04810 .000 .1278 .3166

-.3132* .12062 .010 -.5500 -.0764

-.4434* .11325 .000 -.6657 -.2211

-.2291* .04510 .000 -.3176 -.1405

.4434* .11325 .000 .2211 .6657

.2143 .11311 .059 -.0077 .4364

.2291* .04510 .000 .1405 .3176

-.2143 .11311 .059 -.4364 .0077

-.3831* .10941 .000 -.5979 -.1683

-.2132* .04357 .000 -.2987 -.1276

.3831* .10941 .000 .1683 .5979

.1699 .10928 .120 -.0446 .3845

.2132* .04357 .000 .1276 .2987

-.1699 .10928 .120 -.3845 .0446

-.4054* .10882 .000 -.6191 -.1918

-.2074* .04334 .000 -.2925 -.1224

.4054* .10882 .000 .1918 .6191

.1980 .10868 .069 -.0154 .4113

.2074* .04334 .000 .1224 .2925

-.1980 .10868 .069 -.4113 .0154

(J) TYPE

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

(I) TYPE

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Dependent Variable

WRITING6

TEC7

SELF 8

READ9

PLA N10

Mean

Difference

(I-J) Std. Error Sig. Low er Bound Upper Bound

95% C onfidence Interval

The mean difference is significant at the .05 level.*. 
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Multiple Comparisons

LSD

-.4126* .10014 .000 -.6092 -.2160

-.2217* .03988 .000 -.3000 -.1434

.4126* .10014 .000 .2160 .6092

.1909 .10002 .057 -.0055 .3873

.2217* .03988 .000 .1434 .3000

-.1909 .10002 .057 -.3873 .0055

-.5265* .11637 .000 -.7549 -.2980

-.3142* .04634 .000 -.4052 -.2233

.5265* .11637 .000 .2980 .7549

.2122 .11623 .068 -.0159 .4404

.3142* .04634 .000 .2233 .4052

-.2122 .11623 .068 -.4404 .0159

-.3497* .10982 .002 -.5653 -.1341

-.1398* .04374 .001 -.2256 -.0539

.3497* .10982 .002 .1341 .5653

.2100 .10969 .056 -.0054 .4253

.1398* .04374 .001 .0539 .2256

-.2100 .10969 .056 -.4253 .0054

-.4054* .10612 .000 -.6137 -.1970

-.1995* .04227 .000 -.2825 -.1166

.4054* .10612 .000 .1970 .6137

.2058 .10600 .053 -.0023 .4139

.1995* .04227 .000 .1166 .2825

-.2058 .10600 .053 -.4139 .0023

-.2614* .11889 .028 -.4948 -.0280

-.1367* .04735 .004 -.2297 -.0438

.2614* .11889 .028 .0280 .4948

.1247 .11875 .294 -.1084 .3578

.1367* .04735 .004 .0438 .2297

-.1247 .11875 .294 -.3578 .1084

(J) TYPE

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

(I) TYPE

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Dependent Variable

THINK11

LEA RN12

C RI13

LED14

EC O15

Mean

Difference

(I-J) Std. Error Sig. Low er Bound Upper Bound

95% C onfidence Interval

The mean difference is significant at the .05 level.*. 
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Multiple Comparisons

LSD

-.3660* .11073 .001 -.5834 -.1486

-.2489* .04410 .000 -.3354 -.1623

.3660* .11073 .001 .1486 .5834

.1171 .11060 .290 -.1000 .3343

.2489* .04410 .000 .1623 .3354

-.1171 .11060 .290 -.3343 .1000

-.3188* .11457 .006 -.5437 -.0939

-.2326* .04563 .000 -.3221 -.1430

.3188* .11457 .006 .0939 .5437

.0862 .11443 .452 -.1385 .3108

.2326* .04563 .000 .1430 .3221

-.0862 .11443 .452 -.3108 .1385

-.3832* .10895 .000 -.5971 -.1693

-.2742* .04339 .000 -.3594 -.1890

.3832* .10895 .000 .1693 .5971

.1090 .10882 .317 -.1047 .3226

.2742* .04339 .000 .1890 .3594

-.1090 .10882 .317 -.3226 .1047

-.4058* .11328 .000 -.6282 -.1834

-.2395* .04512 .000 -.3281 -.1509

.4058* .11328 .000 .1834 .6282

.1663 .11315 .142 -.0558 .3884

.2395* .04512 .000 .1509 .3281

-.1663 .11315 .142 -.3884 .0558

-.4111* .10557 .000 -.6184 -.2039

-.2615* .04205 .000 -.3440 -.1789

.4111* .10557 .000 .2039 .6184

.1496 .10545 .156 -.0574 .3566

.2615* .04205 .000 .1789 .3440

-.1496 .10545 .156 -.3566 .0574

(J) TYPE

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

Deans

A lumni

Employers

A lumni

Employers

Deans

(I) TYPE

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Employers

Deans

A lumni

Dependent Variable

TIME16

LISTEN17

C ONF18

C REA T19

FLEX20

Mean

Difference

(I-J) Std. Error Sig. Low er Bound Upper Bound

95% C onfidence Interval

The mean difference is significant at the .05 level.*. 
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Descriptiv es

354 3.33 .64 .03407 3.2651 3.3991 2.00 4.89

31 3.62 .58 .10329 3.4055 3.8274 2.22 4.44

365 3.51 .55 .02873 3.4546 3.5676 2.00 4.89

750 3.43 .60 .02198 3.3878 3.4741 2.00 4.89

354 3.34 .65 .03439 3.2735 3.4088 2.00 5.00

31 3.73 .51 .09113 3.5451 3.9173 2.78 4.67

365 3.52 .54 .02842 3.4613 3.5731 2.00 5.00

750 3.44 .60 .02197 3.3998 3.4861 2.00 5.00

354 3.41 .61 .03256 3.3498 3.4779 2.17 5.00

31 3.85 .52 .09331 3.6643 4.0454 2.50 5.00

365 3.67 .57 .02984 3.6121 3.7295 2.33 5.00

750 3.56 .60 .02207 3.5138 3.6004 2.17 5.00

354 3.46 .63 .03343 3.3955 3.5270 2.14 5.00

31 3.94 .61 .11041 3.7146 4.1656 2.14 5.00

365 3.75 .63 .03305 3.6841 3.8141 2.14 5.00

750 3.62 .65 .02365 3.5747 3.6676 2.14 5.00

354 3.37 .59 .03151 3.3113 3.4352 2.13 4.88

31 3.75 .47 .08400 3.5784 3.9216 2.63 4.50

365 3.68 .56 .02917 3.6207 3.7354 2.25 5.00

750 3.54 .59 .02159 3.4948 3.5796 2.13 5.00

354 3.34 .58 .03082 3.2784 3.3996 2.14 4.71

31 3.53 .49 .08887 3.3531 3.7161 2.57 4.71

365 3.46 .53 .02753 3.4081 3.5164 2.14 4.71

750 3.41 .55 .02023 3.3673 3.4468 2.14 4.71

354 3.33 .66 .03529 3.2622 3.4010 2.00 5.00

31 3.87 .43 .07667 3.7104 4.0235 2.88 4.75

365 3.55 .64 .03354 3.4878 3.6197 2.00 5.00

750 3.46 .66 .02404 3.4146 3.5090 2.00 5.00

354 3.40 .64 .03412 3.3323 3.4665 2.13 5.00

31 3.84 .42 .07602 3.6875 3.9980 3.00 4.75

365 3.63 .58 .03033 3.5688 3.6881 2.25 5.00

750 3.53 .62 .02255 3.4849 3.5734 2.13 5.00

354 3.39 .59 .03154 3.3291 3.4531 2.11 5.00

31 3.77 .58 .10503 3.5597 3.9887 2.78 4.89

365 3.60 .57 .03009 3.5451 3.6634 2.11 5.00

750 3.51 .60 .02173 3.4680 3.5533 2.11 5.00

354 3.43 .62 .03288 3.3650 3.4944 2.11 5.00

31 3.84 .46 .08306 3.6655 4.0048 3.00 4.89

365 3.64 .55 .02885 3.5804 3.6939 2.22 5.00

750 3.55 .59 .02162 3.5050 3.5898 2.11 5.00

354 3.38 .54 .02875 3.3229 3.4360 2.22 5.00

31 3.79 .40 .07227 3.6445 3.9397 2.89 4.67

365 3.60 .54 .02817 3.5458 3.6566 2.22 5.00

750 3.50 .55 .02002 3.4652 3.5437 2.22 5.00

354 3.43 .65 .03461 3.3571 3.4932 2.13 5.00

31 3.95 .46 .08253 3.7831 4.1202 3.00 4.88

365 3.74 .60 .03155 3.6773 3.8014 2.13 5.00

750 3.60 .64 .02349 3.5537 3.6460 2.13 5.00

354 3.33 .62 .03314 3.2625 3.3929 2.00 5.00

31 3.68 .54 .09696 3.4794 3.8754 2.00 4.50

365 3.47 .55 .02888 3.4107 3.5243 2.00 5.00

750 3.41 .59 .02162 3.3677 3.4526 2.00 5.00

354 3.43 .58 .03087 3.3726 3.4940 2.30 5.00

31 3.84 .56 .10072 3.6330 4.0444 2.30 4.70

365 3.63 .55 .02895 3.5760 3.6898 2.30 5.00

750 3.55 .58 .02108 3.5058 3.5886 2.30 5.00

354 3.36 .66 .03488 3.2883 3.4255 2.00 5.00

31 3.62 .55 .09934 3.4154 3.8212 2.50 4.67

365 3.49 .62 .03243 3.4298 3.5574 2.00 5.00

750 3.43 .64 .02332 3.3884 3.4800 2.00 5.00

354 3.46 .62 .03308 3.3959 3.5260 2.00 5.00

31 3.83 .50 .09055 3.6420 4.0119 2.36 4.91

365 3.71 .57 .02964 3.6516 3.7681 2.09 5.00

750 3.60 .60 .02208 3.5539 3.6406 2.00 5.00

354 3.42 .61 .03241 3.3554 3.4829 2.00 5.00

31 3.74 .62 .11080 3.5116 3.9642 2.00 4.75

365 3.65 .61 .03209 3.5886 3.7148 2.00 5.00

750 3.55 .62 .02274 3.5009 3.5901 2.00 5.00

354 3.44 .61 .03226 3.3719 3.4988 2.25 5.00

31 3.82 .48 .08575 3.6434 3.9937 3.00 4.88

365 3.71 .56 .02953 3.6515 3.7677 2.25 5.00

750 3.58 .60 .02184 3.5418 3.6275 2.25 5.00

354 3.34 .62 .03289 3.2715 3.4008 1.89 4.67

31 3.74 .50 .08960 3.5589 3.9249 2.44 4.89

365 3.58 .60 .03135 3.5140 3.6373 2.00 5.00

750 3.47 .62 .02256 3.4252 3.5138 1.89 5.00

354 3.41 .58 .03077 3.3542 3.4752 2.10 5.00

31 3.83 .42 .07620 3.6702 3.9814 2.90 4.70

365 3.68 .56 .02924 3.6187 3.7337 2.30 5.00

750 3.56 .58 .02118 3.5174 3.6005 2.10 5.00

354 3.39 .51 .02716 3.3366 3.4435 2.38 4.66

31 3.78 .38 .06824 3.6394 3.9181 2.87 4.51

365 3.61 .44 .02324 3.5678 3.6592 2.43 4.64

750 3.51 .49 .01788 3.4798 3.5499 2.38 4.66
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Appendix K 

Interview Questions 

Demographic Information of Employers 

The questions below are for the aim of gathering personal information. Please 

choose the answer that the best describes you. Remember, your answers will be held 

confidential. 

Name & Surname :…………………………………………………………………… 

Workplace :…………………………………………………………………………… 

Tel./Hand-phone :……………………………………………………………………... 

Email :………………………………………………………………………………… 

………………………………………………………………………………………… 

Interview question for employers 

A. The importance of career skills for work 

1. What is specific the important of career skill for employees?  

How do you define those career skills? How important are those career skills? Why 

do you think those career skills are important or unimportant to employees? What 

the most important are those career skills? (refers to each of 20 career skills in this 

study. Bring up if the employers doesn‘t mention them) 

2. What is the level of career skills that you need or expect from your employees? 
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Are you thought the level of career skills important for employees? What is the level 

of those career skills important for employees? How to let the employees know those 

career skills? (refers to each of 20 career skills in this study. Bring up if the 

employers doesn‘t mention them) 

B. Career skills on study related to work 

3. What is the study related to career skills for work? 

4. What is the difference about the study related to career skills for work from past 

and present?  

What is study had integrated those career skills? What difference from past and 

present about those career skills? (refers to each of 20 career skills in this study. 

Bring up if the employers doesn‘t mention them) 

C. Suggestions of career skills? 

5. What do you suggest the university would have done differently to enhance about 

those career skills? 

6. Is there anything else that we did not talk about you would like to share with me? 
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Demographic Information of Deans 

The questions below are for the aim of gathering personal information. Please 

choose the answer that the best describes you. Remember, your answers will be held 

confidential. 

Name & Surname :…………………………………………………………………… 

Workplace :…………………………………………………………………………… 

Tel./Hand-phone :……………………………………………………………………... 

Email :………………………………………………………………………………… 

………………………………………………………………………………………… 

Interview question for deans 

A. The importance of career skills for work 

1. What is specific the important of career skill for students?  

How do you define those career skills? How are important those career skills? Why 

do you think those career skills are important or unimportant to students? What the 

most important are those career skills? (refers to each of 20 career skills in this study. 

Bring up if the employers doesn‘t mention them) 

2. What is the level of career skills that you need or expect from your students? 

Are you thought the level of career skills important for students? How the level of 

those career skills important for students? How to let the students know those career 

skills? (refers to each of 20 career skills in this study. Bring up if the employers 

doesn‘t mention them) 
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B. Career skills on study related to work 

3. What is the study related to career skills for work? 

4. What is the difference about the study related to career skills for work from past 

and present?  

What is the study had integrated those career skills? What difference from past and 

present about those career skills? (refers to each of 20 career skills in this study. 

Bring up if the employers doesn‘t mention them) 

C. Suggestions of career skills? 

5. What do you suggest the university would have done differently to enhance about 

those career skills? 

6. Is there anything else that we did not talk about you would like to share with me? 
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Demographic Information of Alumni 

The questions below are for the aim of gathering personal information. Please 

choose the answer that the best describes you. Remember, your answers will be held 

confidential. 

Name & Surname :…………………………………………………………………… 

Workplace :…………………………………………………………………………… 

Tel./Hand-phone :……………………………………………………………………... 

Email :………………………………………………………………………………… 

………………………………………………………………………………………… 

Interview question for alumni 

A. The importance of career skills for work 

1. What is specific the important of career skill for you?  

How do you define those career skills? How important are those career skills? Why 

do you think those career skills are important or unimportant to you? What the most 

important are those career skills? (refers to each of 20 career skills in this study. 

Bring up if the alumni doesn‘t mention them) 

2. What is the level of career skills that you need or expect? 

Are you thought the level of career skills important for you? What is the level of 

those career skills important for you? How do you know those career skills? (refers 

to each of 20 career skills in this study. Bring up if the alumni doesn‘t mention them) 

B. Career skills on study related to work 

3. What is the study related to career skills for work? 



 

 318 

4. How the difference about the study related to career skills for work from past and 

present?  

What study had integrated those career skills? What is difference from past and 

present about those career skills? (refers to each of 20 career skills in this study. 

Bring up if the alumni doesn‘t mention them) 

C. Suggestions of career skills 

5. What do you suggest the university would have done differently to enhance about 

those career skills? 

6. Is there anything else that we did not talk about you would like to share with me? 
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Appendix L 

The Historical Highlights of Vocational Guidance, Career 

Development and Career Skills Counseling in the United State 

Year Event 
1883 Salmon Richards publishes Vacophy, which calls for vaphers to be placed in 

every town. He envisioned the role of the vacaphers as providing vocational 
assistance to all. 

1895 George Merrill experiments with vocational guidance at the California 
School of Mechanical Arts in San Francisco. 

1898-
1907 

Jesse B. Davis instructs students about the world of at Central High School 
in Detroit. In 1907 Davis moves to principalship in Grand Rapids, Ml, 
where he encourages teachers to relate subject matter to vocations. 

1905 Frank Parsons establishes Breadwinners‘ Institute, a continuing education 
center for immigrants and youth, in the Civic Service House in Boston. 

1908 Anna Y. Reed, working in Seattle, WA, and Eli Weaver, in Brooklyn, NY, 
develop and organize vocational guidance programs in their respective 
schools. 

1908 Philanthropist Mrs. Quincy Shaw organizes the Boston Guidance Bureau to 
Provide assistance to young people based on the work of Frank Parsons, 
which stressed the importance of a systematic approach to selecting a 
vocation. 

1909 Frank Parsons‘s book, Choosing a Vocasion, is published posthumously. 
The book contains Parsons‘s tripartite theoretical model, which provided the 
basis for much of the vocational guidance in the first half of the twentieth 
century. 

1913 The National Vocational Guidance Association (NVGA) is established in 
Grand Rapids, Ml. 

1917 The first group intelligence test, the Army Alpha, is used as the basis for 
placement in World War I. This test leads to an explosion of test and 
inventory development in the 1920s and 1930s. Assessment devices become 
important tools to psychologists and counselors interested in helping people 
make career decisions. 

1921 The National Vocational Guidance Bulletin, first published in 1915, begins 
publication on a regular basis. The journal becomes Occupations: The 
vocational Guidance Journal.  

1933- 
1935 

New Deal programs, such as the Civilian Conservation Corps and Work 
Progress Administration, create employment and educational opportunities 
for youths and adults. 

1939 The first edition of the Dictionary of Occupational Titles is published by the 
U.S. Department of Labor. 

1939 E.G. Williamson publishes How to Counsel Students, one of the early 
primers regarding career counseling. 

1951 NVGA merges with the American College Personnel Association, the 
Student Personnel Association for Teacher Education, and the National 
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Association of Guidance Supervisors to form the American Personnel and 
Guidance Association. The NVGA journal, Occupations, become the 
Personnel and Guidance Association. The American School Counselor 
Association joins the group in 1952. 
 

1951 Ginzberg, Ginzburg, Axelrad, and Herma publish the first theory of career 
development in their book Occupational Choice: An Approach to a General 
Theory. 

1952 NVGA begins publishing the Vocational Guidance Quarterly, currently 
published as the Career Development Quarterly.  

1953 Donald Super publishes ―A Theory of Vocational Devopment‖ in the 
American Psychologist. Is the second developmental theory of career 
development but become the most influential? 

1956 Ann Roe publishes The Psychology of Occupations, which contains her 
personality-based theory of career development. 
 

1957 The National Defense Education Act provides money to train school 
counselors and to support school counseling programs. The primary purpose 
of this legislation is to facilitate the recruitment of scientists, engineers, and 
mathematicians to aid in the U.S. response to the Soviet launch of the 
satellite Sputnik. 

1959 John Holland publishes ―A theory of Vocational Guidance‖ in the Journal 
of Counseling Psychology, which lays the groundwork for his influential 
theory of vocational choice. 

1963 The Vocational Education Act provides money for vocational guidance to 
vocational education students. 

1982 The NVGA establishes competencies for career counselors. 
1983 National Certified Career Counselor Certification is established by NVGA. 
1984 NVGA changes its name to National Career Development Association 

(NCDA) and changes the name of its journal to Career Development 
Quarterly. 

1984 The National Board for Certified Counselors assumed the management of 
the National Certified Career Counselor Certification program. 

1987 NCDA holds its first nationals convention in Orlando, FL, since becoming 
part of the American Personnel Association in 1951. Currently NCDA holds 
annual conferences. 

1989 NCDA, in concert with the National Occupational Information Coordinating 
Committee (NOICC) and the Vocational Education Research Center at 
OhiO State University, commissions the Gallup Organization to poll 
Americans to ascertain their use of career development services and 
information, their perceptions of the availability and quality of these 
services, and their perceptions of various aspects of the workplace, 
including discrimination. NCDA and NOICC commission similar polls in 
1992, and 2000. 

1990 Americans with Disabilities Act is passed by Congress. Act ensures, among 
other things, equal access to job opportunities and training for people who 
have disabilities. 
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1994  School to Work Opportunities Act is passed by Congress. It provides 
impetus for public schools to develop challenging educational programs for 
all, to relate academic subject matter to work, and to help students identify 
their interests and make educational and career plans.  

1994 U.S. Department of Labor launches an effort to develop an occupational 
classification scheme to replace the Dictionary of Occupational Titles 
(DOT). Technical reports detailing the development of the new system 
(O*NET) are published during the years 1995-1997, and the transition from 
the DOT to O*NET is completed by 2001 

2000 National Board for Certified opts to decommission the National Certified 
Career Counselor program. NCDA establishes a committee to explore the 
means of maintaining program. 

2001 NCDA establishes the Master Career Counselor membership category as a 
means of credentialing career counselors. 

Source; Brown, D. (2012). Career information, career counseling, and career  
development (p,11). 
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