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ABSTRACT: 
In a high mition fee environment. International University (lU) and other Vietnamese universities 

have to compete with each other fiercely to survive and develop. This study was carried out lo assess 
the improvement of the employability of lUs students from 2011 lo 2017, especially when lU has 
established many skills clubs. In this study, the ability of lUs sttidents was compared to the ability of 
students from other universities and also requirements of the labor market. The studys results show 
that lUs' efforts have improved the employability of its students. However, lUs' efforts have made 
limited impacts and it is necessary lo develop other approaches to solve the unemployment issue. 
This study is expected to bring many benefits to universities which have expensive training and 
education programs. 
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1. Introduction 
Traditionally, Vietnam educauon was for the 

eUte. Only talented students could be admitted to 
slate-owned universities. The goal of these students 
was lo look for a place m the public administration 
system or state-owned companies after graduation. 
Their Hving was then sufficient and their career 
advancement came along with smooth transition 
based on seniority. However, this is no longer tme 
regarding extensive changes in Vietnams socio
economic system. The percentage of enterprises m 
the non-state owned sector has been increasing, and 
foreign invested companies have played a key role 
in the growing economy. As a result, state-owned 
companies have been facing stiff competition, and 
the public administtation system had to adapt to the 
new ttend. Life-time employment is no longer 
guaranteed, life-time leaming is a must, and the best 
way to remain employed is to acquire new skills 
required in the labor market. 

Viemam education has been desperately 
changing lo meet ibe domestic and iniemalional 
labor demands of the growing economy. Almost all 

universities in Vietnam have set up "advanced" 
programs to keep up with the change. These 
programs share common ideas where Enghsb is used 
as the means of leaching with curricula adopted from 
high ranking universities all over the world, classes 
are small and well-equipped, access to the most 
updated materials is granted, and as a consequence 
tuition fees stay well above the normal. International 
Umversity (lU) - a member of Vietnam NaUonal 
University of Ho Chi Minh city - has been one of the 
pioneers in this trend since its establishment in 2003. 
lU has always been aware ibat its long-term success 
rehes on bow the labor market views its products, 
namely its graduates, and generic skills have 
gradually gained a more significant role in geUing 
employed. Since its initial start, lU set up its fust 
skills club with the aim to provide generic skills to 
students in addition lo technical skills which can be 
acquired during class-hour activities So as to meet 
ever increasing demands from the contemporary 
labor market, the number of skill eiiibs in lU has 
rapidly expanded to five m 2011 and end up al a total 
of 20 until the end of 2016. However, these efforts lo 
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improve the employability for lUs students are still 
in doubt. In other words, lU is likely to look for the 
answers to address the following management 
question. 

' "Are these clubs really of help to improve lU 
students employability skills". 

The answer for this question can be more crucial 
bearing in mind that the number of unemployed 
people with university education in 2016 stays close 
200,000 or equivalent to 18.3%, and getting 
employed is the decisive factor for parents to justify 
the investment in choosing these bigh-mition fee 
programs. 

2. Literattwe review 
There are many definitions of employability 

skills. Robinson (2000) defines "Employability skills 
are those basic skills necessary for getting, keeping, 
and doing well on a job", Employabibty skills can be 
distinguished from occupational or technical skills 
by their generic nature. They can be apphcable 
throughout various industries, business sizes, and 
hierarchical levels from the bottom line lo the lop 
management. According to Peter and Yorke (2005), 
employability skills can be understood as "A set of 
aeiiievements, understandings and personal 
attributes that make individuals more likely to gain 
employment and to be successful in their chosen 
occupations". The terminology "employability 
skills" in this study represents ttansferable skdls that 
people must possess to become "employable". The 
term "employablity skills" can also be referred to as 
"core skiUs" "key skills", "professional skills", or 
"career management skills" in various literamre. 
The common attribute for aU employabihty skills is 
that they can be learned. In other words, 
employability skills can be acquired and developed 
progressively. 

In addition to knowledge and qualification, 
employers usually require a set of skills from 
candidates for a specific position. Those skdls are 
not sufficient but a must for employees to perform at 
the best of their ability. Nowadays, no matter how 
good a graduate quabfication is, be/she is very Ukely 
to compete with his/her equally well-aeademically 
qualified counterparts. Applicants can increase their 
chance of getting employed by showing these skills 
to their employers. Ai'cher and Davison (2008) 
confirmed that generic skills and personahty are 

more important than the degree qualification in 
getting a job. According to Adeeco (2015), 
companies prefer high levels of generic skills to 
academic achievements in recruitment and 
selection. These skills can help employees to get 
along well with their colleagues and bosses, and 
provide good, logical solutions to problem-solving. 

Many organizations view employabihty skills as 
their key lo success under the pressure of rapid 
dramatic changes. However, the sets of 
employability skills for numerous positions can vary 
much from author to author, and context lo context. 
(Youth Centtal) suggests the list of eight skills 
applicable across all industries, namely 
communication, teamwork, problem solving, 
initiative and enterprise, planning and organizing, 
self-management, leaming, and technology. 
(Umversity of Kent) mentions the following top ten 
skills: verbal communication, teamwork, 
commercial awareness, analyzing and investigating, 
initiative/self-motivation, drive, written 

communication, planning and organizing, flexibility, 
and time management. The comprehensive list of 
employability skills seems to be endless, and this 
poses a lot of difficulties to evaluate students across 
different majors and workplace. In order to 
overcome that obstacle, competency dictionaries 
come into use. 

Competency was first defmed as a personal 
atlnbute leading to successful performance 
(McClelland, 1973). However, researchers have 
continued to refine the term. Parry (1996) defined it 
as "a cluster of related knowledge, skdls and 
attimdes (KSA) that affects a major part of ones job 
(a role or a responsibthty), that correlated with 
performance on the job, that can be measured 
against well-accepted standards, and that can be 
improved via ttaining and development." Lately, 
Sampson and Fyttos (2008) described competency 
as the fundamental attribute of the person which 
underhes the successful performance in a job. 

"Competency dictionaries is a term of art that 
describes a tool or data structure that includes all or 
most of the general competencies needed to cover 
all job famibes and competencies that are core or 
common to ail jobs within an organization." 
(Wikipedia). There are many dictionaries of 
competency which are written by various 
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organizations in different sectors, such as the 
Behavior Competency Dictionary of Organizational 
Readmess Office (BCD of ORO) in Canada, the 
Competency Dictionary of Harvard Uiuversity, the 
Behavioral Competency Dictionary of British 
Council (BCD of BC), and the General Competency 
Dictionary (GCD) for the Public Sector of the 
Philiipine Govemment. Different competency 
dictionaries can cover different hsts of employability 
skills. Nonetheless, some dictionaries provide the 
proficiency scale while others do not. The decision to 
choose which competency dictionary as an 
insttumentation tool for this study is its ability to 
quantitatively measure these skiUs. In other words, 
whether could we measure these skiUs using an(a) 
interval/ratio scale? The pretty obvious answer is 
competency dictionaries with proficiency scale 
should be selected. Taking this into account, the 
BCD of ORO, die BCD of BC, and die GCD are 
good candidates for this study. However, the BCD 
of ORO provides proficiency scales of one lo five 
whereas the BRO of BC, and GCD offers one to four 
only. That means the BCD can help to capture more 
informatton than the other two. In addition, each 
proficiency level is illusttated using behavioural 
indicators. Each competency scale is cumulative, i e. 
al! behaviors at lower levels are apphcabie at higher 
level. Tius can help lo significantiy reduce the 
subjectivity in scale mapping for respondents. 

The employability skdls in competency 
dictionaries can be classified into "generic", 
"teebniear', and "job-specific" skiUs. In this 
research, we target all business students in lU 
regardless of their majors or industry sectors. Hence, 
it is quite inappropriate to cover all skills, but 
"generic skUls", i.e. skills can be appbed across 
agreat dealof subject domains. The term 
"employabOily skills" and "generic skills" can be 
used interchangeably from now on in this smdy. 

Over the last few decades performance 
management has moving from outcomes-based 
approaches to competency-based ones. The 
inehnation toward competencies makes it easier for 
employers to take employees behaviors mto account 
while optimizing their performance for the sake of 
companies sttategies and objectives. There are 
plenty of studies about the role of employability 
skills in helping students get employed woridwide 

(Baker & Henson, 2010; Wilton, 2011; de Guzman 
& Choi, 2013; Asonitou, 2015), and in Vietnam 
(Tuan, 2011; Barker, 2014; Truong & Laura, 2015; 
Nghia, 2017). lU has been trying bard to improve 
students employability with many newly setup skill 
clubs so that students can choose the most 
appropriate club to learn/hone new skills. 
Nevertheless, ihere are few sttidies about whether 
these clubs can really improve employability levels, 
and in Viemam there is absolutely not such any 
studies. In this ease, a longitudinal study about 
students employability skills taking the number of 
genene skill clubs into account could shed the light 
into the management problem by breaking It into 
following questions. 

° How well do lUs students meet the requirements 
in the contemporary labor market? 

How good are lUs students in comparison with 
others in advance programs? 

° Do these clubs really improve students 
employabihty skills? Are lUs students better at 
generic skills in comparison with those in the past? 

3. Methodology 
The BCD with the proficiency scale is used in this 

study as the instrumentation. There are 24 skills in 
this dictionary. A focus group was conducted among 
four lU smdenls, four lU graduates, and three 
employers/manager to scrutinize these skills, and 
they agreed to drop three skills Developing Others, 
Impact and Influence, and Visioning and Sttalegic 
Direction. However, the English skill was inserted. 
This is understandable as EngUsh is the first 
language for Canadians, but not for Vietnamese. 
The proficiency scale of International English 
Language Testing System (lELTS) was selected for 
uistrumentation. 

In the 2011 survey, data were collected from 70 
lUs semor business sttidents, 44 lU business 
graduates who just graduated about one year, and 80 
employers/managers in various organizations in Ho 
Chi Minh city and adjacent provinces In this 2017 
survey, 98,79, and 209 responses are received from 
the above groups, respectively. In addition, 
questionnaires are also distributed to senior business 
smdenls in other universities, namely Hoa Sen 
University, University of Finance and Marketing, 
and Umversity of Technical Educatton who have 
also been studying in "advanced" programs in order 
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to see bow well lU students have performed in 
comparison with their peers One hundred and eight 
responses are collected. 

In this research, the following comparisons in all 
generic skills are conducted: 

lU senior students (2017) vs lU senior students 
(2011) 

° lU senior students (2017) vs employers (2017) 
lU senior students (2017) vs students in other 

universities (2017) 
" Employers (2017) vs employers (2011) 
" lU graduates (2017) vs employers (2017) 

lU graduates (2017): what they possess vs what 
they expect to have to excel at their current positions 

In this smdy, independent sample T-tests are 
used to detect any significant differences between 
any two groups, except paired sample T-lests are 
used for the last companson above. 

4. Findings 
Table 1 shows that lU semor students in 2017 are 

better than the cohort in 2011 al five (5) generic 
skills. English is the most improved skill with the gap 
of 0.55. However, the majority of skills (17) show no 
improvement. 

lU senior students in 2017 are better than other 
universities students in Decision Maldng and 
English. With the objective of becoming a leading 
university in Vietnam to provide highly competent 
labor sources, it seems that lU needs to equip its 
students with more skills al higher proficiency scale 
to stay ahead in competition, especially in the 
context that the Vielnameses Enghsb proficiency 
level has been on the rise. In addition, lU senior 
students in 2017s Engbsh proficiency in general has 
surpassed the employers demand. This has made the 
gap between lU senior students and other 
universities students become less meaningful in the 
recmitment and selection process. Furthermore, lU 
graduates in 2017 think they are not good enough at 
all skdls needed except Enghsb to excel at their 
current positions. In other words, getting employed 
is just one initial start, but being a mediocre 
employee binders/stops him/her from career 
advancement or even get fired. 

lU senior students in 2017 fall short at five (5) 
skills by comparison with present employers 
requirements. Nonetheless, lU graduates in 2017 
fall short at 13 skills. This can be interpreted as lU 
senior students tend to highly evaluate themselves 

but they change their mind when facing practical 
problems at work. 

Finally, the requirements of employers have 
been increasing. This study finds the gap between 
"2017" and "2011" in 13 skills. It is quite interesting 
that all five skills which are improved by lU senior 
students (2017) by comparison with the cohort 
(2011) are also required at higher levels by 
employers (2017) in comparison with employers 
(2011). This can be interpreted as lU students have 
been aware v/ith the labor market ttend, and trymg 
to keep up with the change. 

5. Conclusions and implications 
Nowadays, lU in particular and Vietnam 

universities in general should be aware of the hiring 
preference of employers in competency and steer 
effort toward improving their students employability 
skills. The various newly setup skills clubs can partly 
help lU students get employed, but this is not 
sufficient. Clubs activities cannot totally replace real 
hfe problem work-out, and this kind of research 
should be conducted regularly to help universities 
know bow well they serve the skilled labor market. 
In addition, the mapping between the activities 
offered by clubs for skill improvement and the 
comprehensive list of stalls in the competency 
dictionaries has not yel been done. Therefore, the 
following questions remain unanswered. 

How is the overlap between clubs activities to 
improve skills? 

Whether do the clubs activities cover all skills 
needed for graduates to successfully enter the labor 
market? 

For the time being, dictionaries of competence 
have not known by many Vietnamese students, 
especially who just enter tertiary education. The 
majority of them are not aware of neither the list of 
possible generic sldlls nor the proficiency scale for 
each skiU. The consequence is that. 

- They do not know whether a skill is needed in 
their future career 

- if they know a skill is needed, they do really 
know whether they are sufficiently proficient, or 
they should put more effort to unprove 

- They cannot set up a comprehensive hsl of skills 
needed with required proficiency levels lo improve. 

- They cannot set priority for each skill. Hence, 
they try to improve their skills by accident or by 
convenient. 
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Another strildng point should be noted is tiiat the 
comparisons of lU senior smdents (2017) and lU 
graduates (2017) witii employers (2017) have 
many things in common. In the self-assessment of 
lU senior students (2017), four in five skills which 
should be improved are repeated in the self-
assessment of lU graduates (2017). This could be 
understood as the assessments consistence thanks 
to the proficiency scales in the dictionary of 
eompeleney. However, students tend to be more 
generous when evaluating themselves. In other 
words, if they find themselves in the middle of two 
consecutive scales, they are inclined to "round up". 
Table I illusttates this well when lU semor smdents 
(2017) thinks they fall short at only five skills but 
when facing reality lU graduates fall short at 13 
skiUs in their self-assessment. In other words, when 
facing reality TU graduates could round down their 
proficiency levels. The self-confidence in 
academic or simulation situations could be replaced 
by uncertainty or doubt while ttying to work-out 
practical problems. 

lU graduates (2011) exceed employers 
requirement (2011) at communication and Enghsh 
skdls (Tuan, 2011). In this smdy, lU graduates (2017) 
are only better at Enghsb. 

This results are repeated in the study in 2017 It 
indicates the good practice of communication and 
English in lU. However, not only the shortages in 
three skills of Change Leadership, Networking, 
and Organizational & Environmental Awareness 
of lU graduates (2011) in comparison with 

employers requirement (2011) but also the 
shortages in other ten skiUs are detected. This 
implies that the effort of lU lo improve generic 
skills for its students cannot keep up with the 
increasing demand in die labor market, and the 
gaps seem getting bigger and bigger. 

One prevailing stiength of lU students is their 
Enghsb. Table 1 shows that lU senior students 
(2017) are ways ahead of lU senior students (2011), 
better than their peers in other universities, and 
exceed the employers requirements This also 
indicates that the Enghsh context in lU is well 
nurtured, and lU students are among the best in the 
labor market. Besides, the need to master Enghsh 
skills IS not a sttong drive al the moment with the 
exception of going to study or work overseas. 

The final observatton is that lU graduates are 
inclined to think that they need to improve all 
generic skills to excel at thett current jobs in both 
studies in 2011 and 2017. This once again confirms 
that the lUs effort to improve generic skiUs through 
many skill clubs are not sufficient. 

At present, lU focuses much on knowledge 
education with its requirement of all busmess 
students to do a research as the basis for their thesis 
fulfilment. Nevertheless, generic skills have not 
been considered top priority. This current smdy 
shows that it is absolutely crucial for lU m particular 
and other "advanced" programs in general to 
conduct this kind of research regularly, and take their 
results more seriously mto action. It is a must for 
these programs to survive and grow • 

htlp//pages.adeccousa.coni/rs/W7-lXF-
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NGHIEN ClfU THEO THOfI GIAN VE KY NANG 
TUYEN DUNG CUA SINH VIEN VIET NAM 

• T S . N G U Y I N MINH TUAN 

Khoa Quan tri Kinh doanh - TrUcfng Dgi hoc Quoc te, 

Dgi hoc Qudc gia Thdnh pho Ho Chi Minh 

TOM TAT: 
Trong moi ttUcfng hpc piii cao, Dai hoc Quoc te (lU) va cac ttUdng dai hoc Vigl Namldi^c chiu sd 

canh ttanh ra't kho'c Met de ton tai va phat tiien. NghiSn edu nay nham dieu tta xem cac ky nang 

tuyen dung eua sinh viSn lU da dUcJe eai thien nhU the nao tif nam 2011 dS'n nam 2017, dac biet ttong 

bo'i canh lU da thanb lap rat nbieu eau lae bp ky nang. Nghien edu nay cung so sanh sinb vien lU vdi 

cac tiifdng dai hoc khae va yeu eau ciia tbi ttUcfng lao dong. Ket qua eho thay nhu'ng n6 lUe eua lU da 

c^i thien eac ky nang tuyd'n dung cua sinh vien. Tuy nhien, lae dOng cua chung khd ban ch6' va can 

cd nhieu each tiip c&n mdi hdn de giai quye't van de that nghiep. Nghien edu nay co the dem lai 

nhilu Idi leb cho cic ttU&ng dai hoe cung ê l'p ebUdng trinb dao tao vdi hoe phi eao. 

Ttf khoa: Tii diin nang lUc, kha nang tuyen dung, tiieo thdi gian, ciu lae bp ky nang. 
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