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ABSTRACT

It is theoretically acknowledged that strategically organised talent management organisational
mission, vision, and mission. It was reported that only 70% of universities in Malaysia
declared workforce-ready graduates. As a result of the graduate employability investigation,
the Ministry of Higher Education (MoHE), parents, and graduates were alerted. However,
arecent employers’ investigation revealed that recruiting skilled graduates remained to be
seen. An investigation emphasising talent management attributes was launched to address
the gap by employing the Differentiated Model of Giftedness and Talent (DMGT). Drawn
from DMGT, interpersonal measurement was the main construct to identify the talent
management attributes. First, a qualitative method and semi-structured interview were
chosen for the data collection process. Second, a seven-expert panel comprising academics
and industry executives were gathered to describe the ideal university graduate’s attributes.
The finding revealed seven main university graduate attributes: 1) communication, 2)
leadership, 3) critical thinking and problem-solving, 4) teamwork, 5) lifelong learning and
information management, 6) ethics, morals, and professionalism, and 7) entrepreneurship

skills. The selected academics and industry

ARTICLE INFO executives recommended paying attention
Article history: . L.

Received: 06 September 2021 to career adaptability and digital technology.
Accepted: 13 April 2022 . . o .
Poblehad 15 1o 300 Higher Education Institutions (HEI) might

DOI: https://doi.org/10.47836/pjssh.30.2.23 better consider meetlng the demands Of the

Fomail addresses: workforce and industry in the context of

anis.wafi@ftv.upsi.edu.my (Anisah Abdul Wafi)
usakinah.msubri@yahoo.com (Ummu Sakinah Subri)
rafeizah@ftv.upsi.edu.my (Rafeizah Mohd Zulkifli)

globalisation and digitalisation by focusing

suriani.mohamed@ftv.upsi.edu.my (Suriani Mohamed) Current affiliation:

zaliza.hanapi@ftv.upsi.edu.my (Zaliza Hanapi) Ummu Sakinah Subri

ridzwan@ftv.upsi.edu.my (Ridzwan Che’ Rus) . . . .. .
firdaus.mk@ftv.upsi.edu.my (Mohd Firdaus Mustaffa Kamal) School Of Educational Studies, Universiti Sains
* Corresponding author Malaysia, 11800, Pulau Pinang, Malaysia

ISSN: 0128-7702
e-ISSN: 2231-8534 © Universiti Putra Malaysia Press



Anisah Abdul Wafi, Ummu Sakinah Subri, Rafeizah Mohd Zulkifli, Suriani Mohamed,
Zaliza Hanapi, Ridzwan Che’ Rus and Mohd Firdaus Mustaffa Kamal

on the seven graduate attributes as evident
in the investigation. As such, the seven
graduate attributes are instrumental in the
industry workforce.

Keywords: Employability, graduates, HEI, soft skills,
talent management

INTRODUCTION

Organisational talent management
theoretically functions in three ways.
Firstly (Eny et al., 2021). First, talent
management improves individuals’
abilities. Second, individuals’ abilities
support the management system that
affects organisations that act as employers.
Third, talent management seeks to elevate
individuals’ abilities through necessary
training, advice, equipment, and methods
concerning quality products. Finally, given
the prevalence of talent management,
many organisations expect a commensurate
return from such investment; employees are
expected to deliver exemplary work and
portray exceptional loyalty, commitment,
reliability, integrity, and sincerity. As such,
leaders’ skills determine the success of
organisations, but employees’ talents in
executing tasks are also instrumental as
organisations promote their brands across
the world (Santiago, 2019). As a result,
talented employees remained significant
predictors of organisation and company
performance.

Studies concerning employees’
characteristics revealed the centrality of
strategically organised talent management.
First, strategically organised talent

management allows employers to hire
employees based on their abilities. It should
be noted here that talent is commonly
referred to as individuals’ abilities that
could predict companies’ existing and
prospective success (Younas & Bari, 2020).
Abilities to identify, attract, integrate,
develop, motivate, and retain individuals
who are important to organisations are
some of the many operationalisations
of talent management (Al Aina & Atan,
2020). Second, strategically organised
talent management also determines long-
term organisational success, efficiency,
and competitiveness (Johennesse & Chou,
2017). Work concerning organisational
talent management typically involves 1)
determining qualification and preparedness
for promotion, salary increment, career
placement, and excellent service awards, 2)
motivating the officers, and 3) planning for
the training needs.

However, it is argued that talent
management could be useful to students
in HEI. First, managing talent could
properly manage and develop talents for
the prospective industry. Career preparation
could determine graduates’ future. Second,
studies recommended that developing
soft skills among students in HEI was a
priority. Soft skills elevate employability
skills among students in HEI to meet one
or more industry demands (McGunagle
& Zizka, 2020). In Malaysia, the student
curriculum combines soft skills and practical
applications of courses. Some of the soft
skills across HEI that were integrated
included 1) communication skills, 2)
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critical thinking and problem-solving
skills, 3) teamwork, 4) lifelong learning
and information management skills, 5)
entrepreneurship skills, 6) ethics, and 7)
professional moral and leadership skills.

Two reasons motivated the incorporation
of soft skills into the HEI curriculum: 1)
the critiques from employers concerning
graduates’ lack of soft skills, for instance,
communication and analytical skills, and
2) the globalisation of the workforce,
which means increasing competitive skills
from graduates. Thus, soft skills bolster
graduates’ readiness for the workforce
(Succi & Canovi, 2020). Entrepreneurial
skills, abilities to self-reflect, adaptability,
confidence, and self-belief are some of
the soft skills that could be incorporated
into the HEI curriculum (Byrne, 2020). By
consolidating soft skills, real-life contexts
such as industry and the workforce could
be exposed to students in HEL

REVIEW OF THE LITERATURE
Employability Skills

Employability skills are defined differently
in different contexts. First, employability
skills could be defined as essential skills
needed to meet workforce demands. Second,
employability skills are equated with student-
generated values seen through sufficient
working skills and good personal qualities.
Third, employability skills could be referred
to as skills that support individuals’ effective
workplace performance (Kenayathulla
et al., 2019). Finally, it was found that
employability demarcated ‘possession,’
‘position,” and ‘process’ (Byrne, 2020). In

other words, graduates’ skills and attributes
and the role of higher education in boosting
identity, status, and work-study transition
are all determined by employability skills.
Recruiters typically use employability skills
as a success metric, given the prevalence of
employability skills. Thus, the collaboration
between HEI and employers elevates
graduates’ job readiness to meet existing
and prospective workforce demands, as seen
through the integration of soft skills into the
curriculum.

Incorporating soft skills into the
curriculum could be seen across Malaysian
HEI. First, employability skills that are
incorporated into the curriculum encompass
1) communication skills, 2) critical thinking
and problem-solving skills, 3) teamwork,
4) lifelong learning and information
management skills, 5) entrepreneurship
skills, 6) ethics, professional, and moral
skills, and 7) leadership skills. While HEI
and representatives from industries consent
to conceptualise soft skills, communication
skills, planning skills, and ethical and social
knowledge are understood differently by
graduates; recent graduates’ academic
conceptualisation of soft skills may
not accommodate workplace demands
(McGunagle & Zizka, 2020). Second, studies
revealed that employers’ expectations of
graduates’ soft skills are motivated by the
need for analytical and knowledge skills,
to name a few (Cheong et al., 2016). As
such, graduates who could demonstrate
knowledge and skills meet the recruiters’
expectations in an economy-related sense;
recruiters are typically reluctant to invest
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in training. Therefore, employability skills
determine workplace demands (Calvo &
Manzano Garcia, 2021).

Therefore, employability skills learnt
through academic settings are insufficient
to ensure graduate careers. Real-workforce
contexts that require employability skills
continue to be important predictors.
Studies recommended that investigation
be carried out to identify interventions to
graduate career. The benefits of identifying
graduate-related issues are two-pronged: 1)
employability skills could be understood
and applied in the real-world workforce, and
2) talented and skilled graduates remained
the top-ranked university priorities. As such,
workplace demands and employability skills
continue to be addressed to elevate graduate
competencies.

Talent Management

The notion of talent management is
understood differently in different contexts.
While talent could be defined as an
individual’s innate predisposition to skills
(Younas & Bari, 2020), talent management
is understood as a predictor of long-term
organisational success. Specifically, talent
management involves grooming employees’
skills and creativity during orientation, career
development, and career retention (Obliopas
etal., 2019). Once employees have enrolled
in talent management-oriented training,
the employees are typically pooled and
adequately trained according to employees
unique requirements. Most companies
implement a talent management approach
to keep and develop employees’ abilities

and skills. Therefore, talent management
bolsters organisations in the context of
creating skill-specific positions.

Economic industries motivate how
skills change over time. First, economic
industry and organisational requirements
change over time. Therefore, learning
and training environments are needed
to meet the industry demands. In other
words, changes in the economy influence
how talent diversification is prioritised
(Mok et al., 2020). Second, economic
industries continuously demand higher skills
and knowledge contingent upon the 21%-
century job markets, particularly realising
individuals’ self-potential (Mahmud et al.,
2016). The attributes that bolster talents’
development and management include
individuals’ abilities, time, leadership, and
environment (Ghomi & Ahmadi, 2018). By
complying with the pressure of 21%-century
job markets, skills, and knowledge, students’
talents are grouped based on variations in the
job market. Thus, appropriate attribute and
practice selection could enhance students’
talent management.

Furthermore, the method ‘career
path determination’ is usually employed
by talent management across global
multinational organisations. First, career
path determination is based on the idea
that management could help employees
select, expand, and nurture prospective
talent (Clarke & Scurry, 2020). Second,
talent management attracts prospective
employees as many organisations compete
to secure highly skilled employees.
Third, talent management is a significant
predictor in shaping employees’ direction
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as per organisational needs. However, talent
management in HEI, which could meet
industry demands, remained to be seen.

Three points motivate the application of
talent management across HEI. First, talent
management guides students in meeting self-
employment and labour demands. Studies
reported that talent management was not
exploited fully to expose students’ potential
despite the availability of numerous graduate
development programmes (Clarke & Scurry,
2020). Second, studies recommended that
talent search committees seek prospective
‘graduates’ early (Jackson, 2020). Talent
search committees typically assess
prospective graduates based on potential,
performance, and talent management criteria
(Lofsten et al., 2020). Graduates’ strengths
and weaknesses are usually evaluated.
Career paths could be charted by focusing
on potential, performance, and talent
management. Third, talent management
could expose graduates to different sets of
talent. Given the different understandings
and personalities across Z-generation
individuals, varying sets of skills could
be exposed to prospective graduates (Goh
& Okumus, 2020). The wide-ranging
differences, behaviour-related or not,
continue to influence talent management
dynamics across HEI.

Therefore, talent management could be
an important principle governing student
employability. First, talent management
bridges both knowledge and soft skills
that prospective graduates need. Second,
university talent management could help
chart graduates’ career paths based on
students’ diverse knowledge, soft skills,

and talents. Third, while university-level
decisions are usually focused on students’
marketability, issues concerning students’
adaptability to workforce demands could be
addressed as a priority. Thus, the future of
industries depends upon nurturing students’
talents (McCracken et al., 2016).

The Differentiated Model of Giftedness
and Talent (DMGT)
DMGT typically describes the processes of
developing talent (P). P involves the shifts
from extraordinary natural abilities or gifts
(G) to extraordinary developed skills that
systematically define expertise or talent
(T) (Gagné, 2004). Three specific types of
catalysts that reinforce and suppress the
processes include 1) interpersonal catalysts
(D), 2) environmental catalysts (E), and 3)
opportunities (C). These catalysts shape
the processes or steps that depict DMGT.
It should be noted here that the term,
giftedness, refers to the natural, untrained,
and spontaneous behaviours and abilities
(extraordinary gifts) with at least one
domain of ability (Gagné, 2004). Therefore,
the level of mastery that identifies an
individual with giftedness falls within 10%
and above. However, the term talent is
commonly understood as the exceptional
mastery of abilities (skills) developed
systematically in at least one area of human
activity. Therefore, at least a 10% level of
skills mastery could identify individuals
with talent.

Based on the components or catalysts in
DMGT, the interpersonal catalyst is central.
Interpersonal catalyst, or the ‘soft skills’
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faculty, predicts individuals’ skills in dealing
and interacting with others. The interpersonal
catalyst comprises miscellaneous skills for
mastery and development, namely, 1)
communication, 2) leadership, 3) critical
thinking and problem-solving, 4) teamwork,
5) information management, 6) ethics and
professionalism, and 7) entrepreneurship.
Studies revealed that at least 91 percent
of employers could relate to interpersonal
(soft) skills as prevalent (Seetha, 2014).
Bearing the applications of the interpersonal
catalyst, DMGT was used as a guide,
as the ensuing discussions will show.
Interpersonal measurement was employed
as the main construct in identifying the
graduate employability attributes.

STATEMENT OF THE PROBLEM

The dramatic surge in investigations on
hiring indicates the urgency of developing
graduate employability attributes. First, the
issue of unemployment captures the attention
of top-ranking officials (MoHE, 2020),
parents, and graduates. For instance, the
2020 Graduate Tracing Study was a pivotal
reference; 15.6% of 260 701 graduates of
public HEI, community colleges, vocational
colleges, training, and skills institutes were
jobless. Out of 260 701 graduates, 13 906
were unemployed. In contrast, 79.5% of
graduates failed to secure a job six months
after graduating. 2% of the graduates were
upgrading their skills in exchange for a
higher salary. Second, the global COVID-19
pandemic worsens graduate unemployment.
All industries, health-related or not, are
affected, and graduates remain unemployed.

Third, 70% of universities in Malaysia
claimed that the graduates were industry-
ready. However, issues concerning skilled
graduates are often raised by employers.
For instance, 97% of employers agreed that
university graduates were less competent
in managing their talents to position
themselves across the workforce (Suarta
et al., 2017). It makes sense to raise the
non-soft-skilled graduates because actual
abilities cannot be depicted from technical
skills, test scores, and transcripts alone.
Furthermore, graduates’ work varies across
various disciplines, so identifying graduates
within a specific field of expertise could be
difficult. Thus, soft skills usually inform
recruiters of graduates’ abilities to socialise
at HEI (O’Connor & Bodicoat, 2017).
Communication skills, leadership, and
teamwork are often predictors of hiring.
By focusing on soft skills across HEI,
graduate careers and employability could
be determined (Ayala-Calvo & Manzano-
Garcia, 2020).

While the jury is out, graduates’ lack of
soft skills could be linked to grim exposure
to talent management at HEI. First, studies
recommended that graduates’ careers be
developed based on skill-specific talent, so
graduates are exposed to talent management
strategies (Goh & Okumus, 2020).
Second, the development of graduates’
talent based on employability skills could
prompt graduates to become job creators
as opposed to job seekers. By exposing
graduates to opportunities for becoming
job creators, HEI might better consider
planning and developing a technology-
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specific curriculum (Hartono, 2021). While
technologies are at graduates’ disposal,
HEI could incorporate technologies in the
curriculum and skills needed to satisfy the
job creation opportunities. Third, graduates
apply the skill-specific technology and soft
skills following the HEI curriculum. By
focusing on the knowledge and application
of soft skills, prospective graduates help the
workforce to thrive.

In Malaysian settings, the exam-specific
curriculum could exacerbate graduate
unemployment. The examination syndicate,
which relies heavily on test scores, may
emphasise rote memorisation. As a result,
students’ test scores soared and marginalised
explicit training on soft skills (Appleby,
2017). Studies recommended that graduate
employability and a well-rounded industry
pool depend on inclusive training and a
skill-specific curriculum (McGunagle &
Zizka, 2020). Thus, the least integration of
soft skills into the curriculum means less
exposure to the importance, advantages, and
acquisition of institutional social activities.
By participating in social activities, soft
skills are fostered. Addressing the gap,
an investigation that identified the most
important talent management attributes was
launched.

METHODOLOGY

A qualitative research design was adopted
to examine the talent management attributes
of TVET graduates. Therefore, before the
interview was conducted, protocol questions
were constructed first. This set of questions
has seven semi-structured questions and has

been validated in advance by three experts
in technical and vocational fields. Once
confirmation of the interview request is
obtained, an appointment for the interview
is initiated.

First, a seven-expert panel with an
industry background and TVET academics
were gathered. Second, a semi-structured
interview was used because the approach
entailed a combination of open-ended,
closed, and follow-up questions (Adams,
2015). Specifically, instead of relying
heavily on verbatim questions similar to a
structured survey, the interviews revolved
around the agenda items and addressed
incidental, unexpected issues. Third, the
interview centred on the perspectives of the
industry and TVET academics concerning
empowering talent-specific graduate
employability. Two reasons motivated the
selection of industry experts: 1) industry-
specific talents among students could be
formulated, and 2) once students graduated,
the talents could be recontextualised to
reflect employability skills. Fourth, during
the interview, follow-up questions were
improvised. Finally, the interviews were
conducted virtually due to travel restrictions.
For context, the government of Malaysia
executed the nationwide movement
control order (MCO) in observance of the
COVID-19 pandemic.

After the interview with the seven
experts was completed, the interview
recording was converted to a transcript in a
document. The document was handed back
to seven experts for them to review the
interview results and confirm the transcript.
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Subsequently, a thematic analysis was
employed to identify related narratives.
The recurring patterns or themes were
coded and identified. The thematic analysis
is typically defined as the technique for
finding, analysing, and reporting themes
(Braun & Clarke, 2006). Thus, to identify
constructs of talent management was to
operationalise a thematic analysis. Four
steps governed the processes of thematic
analysis. First, before identifying the
themes, interview transcripts were grouped
and coded. Second, incremental matching
across data items and codes was used to
compare codes and accuracy search. Third,
the codes were reviewed to generate a
thematic ‘map’ of the analysis. Finally, an
investigation was carried out to cross-check
the details of themes, meanings, and stories.

FINDINGS AND DISCUSSION

The summary and discussion of the main
findings are presented in this section. First,
the general theme of talent management
emerged from the interviews among TVET
academics and industry experts. As such, the
emerging themes were captured as a result of

Table 1
Attributes of talent management
No. Attributes
1. Communication
2. Critical thinking and problem-solving
3. Leadership
4. Teamwork
5. Lifelong learning and information

management
Moral and professional ethics
Entrepreneurship

the interviews. Generally, the interviewees
were delighted to elaborate on how talent
management could help graduates elevate
graduate employability. The thematic
analysis generated six important attributes
concerning the talent management construct.
The following six soft skills attributes were
similar to those recommended by HEI In an
overview. Table 1 lists the attributes:

However, HEI might better consider
using and applying additional or alternative
attributes based on the changes in the
industry. Specifically, additional graduate
employability attributes were needed
following the rapid industrial changes,
needs, and new skills. The new attributes
proposed by the experts are demonstrated
in Table 2:

Based on the findings, it could be
concluded that the seven elements of
soft skills were relevant for graduate
development and employability. The new
attributes raised by the experts reflect the
changes and revolution of the industry.
Therefore, HEI might better consider
new attributes consistent with prospective
employers’ needs and skills that may bolster
organisational growth. In turn, employers
rely on how universities prepare students
with workforce training. By focusing
on existing and new graduate attributes,
prospective employers could hire HEI
graduates.

Table 2
New attributes of talent management

No. Attributes
1. Career adaptability

2. Digital technology
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Communication SKkills

Communication skills play significant roles
in a competitive 21%-century workforce as
one of the soft skills. Prospective employers
often value graduates with communication
skills that could enhance organisational
growth and performance. First, recruiters
rank effective communication higher than
other skills when applications are vetted
(Patacsil & Tablatin, 2017). Second, other
criteria included: 1) types of programmes,
2) tasks, 3) activities, and 4) skills learnt
in HEL

The dramatic surge in interactions
highlighted the centrality of digital
communication as opposed to in-person
communication. In other words, technology-
driven communications were generally
preferred to in-person meetings. However,
the revolution in communication calls for
greater changes; graduates might better
consider mastering effective communication
regardless of the medium. First, acquiring
communication skills could mean practising
building a better relationship, productivity,
and unrestricted negotiations of meaning.
Second, responsive communication
commonly generates effective solutions to
problems and challenges that students may
face (Charoensap-Kelly et al., 2016). Third,
similar to responsive communications
emphasising students, the labour workforce
revolves around multi-faceted interactions.

Specifically, workplace interpersonal
communication allows employees and
employers to establish mutual relationships.
Workplace interpersonal communications
also allow participants to relate with others

in societies, families, and businesses
(Patacsil & Tablatin, 2017). By taking turns
to exchange life stories, employees negotiate
meanings. A positive and friendly work
environment is commonly nurtured when
employees learn to get along. Graduates
with exceptional communication skills are
often productive and competitive (Succi &
Canovi, 2020). Thus, organisations usually
highly regard candidates who can initiate
conversation, sustain communication, and
respond to feedback.

Critical Thinking and Problem-Solving
Skills
Studies equated critical thinking with
‘wise consideration’. Definitions of critical
thinking are abundant. First, critical
thinking could be defined as the ability
to solve problems using a combination
of experiences, knowledge of research
methods, and logical reasoning (Heard
et al., 2020). Second, in an increasingly
competitive workforce, employees with
1) technical skills, 2) the ability to think
logically and analytically, 3) independent
personality, 4) abilities to work collectively,
and 5) problem-solving skills are highly
sought (Moore & Morton, 2017). Third,
employers appreciate new employees who
can provide new insights into innovation and
efficiency (Wrahatnolo & Munoto, 2018).
Therefore, ideal employees think critically
and creatively, share opinions and ideas, use
good judgement, and make decisions.

In HEI, being creative and innovative is
highly invaluable. Employers usually assess
graduates through formal and informal HEI
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activities. Workforce-related activities in
HEI, for instance, project construction and
problem-solving activities, require students
to socialise, interact, and solve problems
(Moore & Morton, 2017). Furthermore,
feedback received from HEI instructors
presents insights into what it means for
students to respond to and distinguish
between criticisms and praises. From the
employers’ perspective, self-involvement
exposes students to the strategies of making
ethical decisions, collective problem-
solving skills, and perceptions of others.
For instance, students could generate ideas
and creativity when evaluating workplace
situations, actions, and conflicts.

The changes in the education system
determine prospective graduates. First,
given the prevalence of diverse personalities
and mindsets, creative individuals who use
critical historical, systematic, and projective
thinking are rare (Suarta et al., 2017).
Second, individuals whose characteristics
encompass creative and critical thinking may
contribute to the development of systematic
and projective organisations. To develop
systematic and projective organisations is
to hire graduates who can think ‘outside
the box’ by combining thinking with past
events, issues, and incidents (Pearl et
al., 2019). Specifically, graduates who
are critical and creative thinkers respond
to issues, guidelines, and sets of criteria
appropriately; facts and information inform
the graduates who are critical and creative
thinkers. As such, critical and creative
thinkers contribute to risk-taking strategies
that may affect organisations’ short and

long-term planning. Graduates who think
creatively and critically predict current and
prospective incidents and provide reasoning
and factors that may exist in the future. By
contemplating current and future issues,
graduates contribute to organisational well-
being through personal experiences.
Studies equated problem-solving
abilities with creative and critical thinking.
First, graduates or job candidates who can
identify and solve recurring problems bolster
successful organisational management and
operation (Suarta et al., 2017). Second,
graduates who solve organisational problems
could 1) describe problems in detail, 2)
compartmentalise the problem-solving
processes, and 3) plan and select solutions
before re-evaluating the actions and results.
Therefore, graduates might better consider
critical thinking and problem-solving skills
synonymous with the workforce.

Leadership Skills

It is theoretically acknowledged that
soft skills centralise leadership. Used
appropriately, individuals whose potential
is reserved and undiscovered are sought so
that the individuals can be leveraged for
their benefit. First, good leaders empower,
motivate, and inspire colleagues (Mohamed
et al., 2018). Second, proactive leaders are
usually recognised as valuable workforce
and departmental assets. Third, leadership
is often associated with individuals’ skills
and abilities to influence others to make
decisions. Thus, leaders also prompt
employees to upgrade their skills and do
things out of their norms.
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Seven roles of leaders are highlighted
by academic literature. Leaders work to
1) achieve organisational goals, 2) convey
visions, 3) plan, 4) organise, 5) control,
6) mobilise, and 7) motivate others. First,
leaders who display effective leadership
help move the organisations forward (Chan
et al., 2018). Second, leaders develop
and sustain collaborative relationships
with superiors, subordinates, peers, and
miscellaneous stakeholders (De Carvalho &
Junior, 2015). Third, aspiring leaders might
better consider skills that build and maintain
healthy relationships, particularly across
individuals within and outside organisations.
Fourth, by expanding workplace networks,
organisational productivity and success
are elevated. However, given the current
circumstances, significant leadership
weaknesses and issues may be explained
by the lack of experience, education, and
training in HEI (Succi & Canovi, 2020). By
identifying the issues concerning leadership,
long-term organisational planning could be
bolstered.

Recent studies highlighted that
organisational success depended on
leadership qualities. First, strong leadership
often demonstrate better and more holistic
organisational performance. For instance,
strong leadership bolsters greater degrees
of customer satisfaction, organisational
productivity, financial revenue, and
quality of products (Suarta et al., 2017).
Second, effective leadership determines
employees’ sustainability, performance,
participation, and motivation. For example,
84% of organisations predicted a deficit
of experienced leaders for the next five

years, declining existing performance
among leaders (Suarta et al., 2017). The
lack of leadership quality and skilled
industrial employees are often cited as the
primary causes of a decline in the number
of experienced leaders. Third, several
employers demanded the inclusion of
leadership and managerial skills in HEI
courses so students could learn the important
job skills needed by future leaders (Succi &
Canovi, 2020). By focusing on the relevant
job skills, future leaders are nurtured,
particularly in working in teams.

Teamwork Skills

Most graduate recruiters agree that teamwork
is central. First, most employers prioritised
employees who could offer exceptional
strength to others in teams (Suarta et al.,
2017). For instance, the top management
and execution emphasise employees who
are team players to help organisations
grow exponentially with new ideas (De
Carvalho & Junior, 2015). However, other
graduates may be competent in assessing
and ‘fuelling’ drive to the organisational
operationalisation. Second, employers
believe that the ability to work and
collaborate well with colleagues determines
the future of organisations. For example,
training and part-time jobs allow graduates
to work with other professionals (Succi &
Canovi, 2020). Graduates who learn what it
means to manage assigned tasks along with
colleagues may be successful because teams
require diverse elements.

In HEI, teamwork-based activities have
been incorporated into the curriculum for
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decades. First, teamwork-based activities
guided by instructors generate dynamic
skills that can be developed and expanded.
Teamwork, combined with leadership, may
lead to greater organisational success (Cetin
& Kinik, 2015). Second, teamwork leads
to optimal employee and organisational
performance. For instance, teamwork
realises organisational vision, mission, plan,
and objectives through collaboration. Thus,
teamwork upholds employees’ performance
(Lofsten et al., 2020). Third, teamwork
enables team members to improve their
skills, knowledge, and abilities while
working together (Brock et al., 2017).
Finally, effective teamwork behaviours
and principles could determine employees’
performance and productivity, as employees
resolve conflicts and face demanding
workplace challenges.

Lifelong Learning and Information
Management Skills

Individuals’ competencies usually depend
upon learning and learning motivation.
Learning typically involves changing the
state of knowledge, skills, and attitudes,
particularly in realising workplace changes.
First, lifelong learning among youth is
equated with the acquisition, processing,
and sharing of a knowledge-based economy
(Suarta et al., 2017). As such, students are
conscious of the knowledge; graduates could
innovate and resolve conflicts generated
by challenges of modernisation. Thus,
lifelong learning is seen as instrumental
in long-term knowledge acquisition.
Second, lifelong learning bridges the gap

between workplace and work productivity
(United Nations Educational, Scientific and
Cultural Organization [UNESCO], 2019).
Specifically, lifelong learning is a predictor
of competencies among targeted groups;
lifelong learning usually determines societal
and employment progress (Sangiumvibool
& Chonglerttham, 2017). Third, given
the prevalence of challenges in the labour
market, graduates committed to lifelong
learning are usually hired.

Graduates may have worked in multiple
jobs with fewer than three years of workforce
duration. First, preparing students to face
and succeed in an unpredictable world is one
of the biggest challenges for universities.
However, studies raise one complexity;
many HEI standards are not streamlined
with the employers’ expectations (Hairani,
2018). Specifically, although the HEI
preparation concerning lifelong learning is
made available, students’ awareness of the
importance of lifelong learning during job
hunting seems inadequate (Sangiumvibool
& Chonglerttham, 2017). Second, studies
recommend that students be prepared for
employee assessment. Third, participation
in internal and external multidisciplinary
activities could prompt graduates to be
independent (Hairani, 2018). Independent
means that graduates have the liberty to
explore endless opportunities that real-life
knowledge could offer.

Students who can evaluate the necessary
knowledge in the workforce demonstrate
the students’ mastery. One of the attributes
could be explained through HEI programme
assessments. For context, assessments
dynamically bolster lifelong learning
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skills and elevate graduates’ careers (Succi
& Canovi, 2020). Specifically, lifelong
learning is equated to assessing information
because lifelong learning skills involve
individuals’ abilities to investigate, evaluate
options, and manage relevant information.
As such, the information retrieved from
various sources is used to regulate new ideas
that prompt autonomous learning and the
ability to develop inquisitive skills. Thus,
lifelong learning generates explicit, implicit,
and incidental information.

Ethics, Moral, and Professional Skills

The moral, professional, and ethical skills are
typically related to students’ ability to apply
the principles of ethics and professional
ethics. First, the ethics and professional
ethics principles present societal, cultural,
and environmental awareness insights.
Second, moral, professional, and ethical
skills encourage students to recontextualise
ethical principles to make ethical decisions,
particularly those involving the economy,
environment, and socio-culture (Ngang &
Chan, 2015). Third, the moral, professional,
and ethical skills are equated with students’
application of ethical principles, moral
awareness, intentions, and behaviours while
dealing with ethical issues. Furthermore,
professional ethics and moral values are
often applied in projects, for instance,
through practical training, discussion with
mentors, and presentations.

Hard skills are often taught through
general enrollment standards, uniformed
syllabus, and assessment systems.
Nevertheless, the exposure to humane-

oriented skills such as ethics, morals, and
professional skills is quite complex because
it 1) involves immeasurable elements
and 2) differs across individuals with
varying characteristics and backgrounds
(Gelfand, 2016). The lack of ethics, morals,
and professional skills among graduates
could have been exacerbated by ‘rote
memorisation,” high-stake exams, and
the examination-based education system
(Cheruvalath, 2019). Employees with
professional ethics, work culture, and
industries seek productivity who can
communicate ideas with people worldwide.
Merely learning through memorising facts
and numbers is irrelevant, incompetent, and
undesirable (Ngang & Chan, 2015). Thus,
HEI that solely emphasises test scores and
HEI that lack moral, professional, and ethical
skill training may do a great disservice to
prospective candidates. Graduates who
demonstrate the expansion of minds and
analytical skills are sought by employers.
Through ethical, moral, and professional
skills, networks are built, conversations
occur, and effective completion of projects
is materialised.

Entrepreneurship

Entrepreneurship, a skill taught in HEL is
central to graduate employability. While other
attributes are prevalent, entrepreneurship is
realised based on The Entrepreneurship
Action Plan (EAP). EAP, which functions
as the cornerstone of entrepreneurship, was
first developed to emphasise self-reliance
and creativity in enhancing revenues. The
EAP has undergone significant changes,
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particularly from 2021 through 2025,
by considering additional concepts that
could attract prospective entrepreneurs.
Specifically, innovation and technologies
are now prioritised in EAP premised on five
domains: 1) new ideas, 2) new products, 3)
new processes, 4) new marketing methods,
and 5) a new organisational approach to
business performance. First, ideas shift
through the emphasis on innovation.
Second, through innovation, new values
are created. Third, alternative methods such
as problem-based, work-based, and action-
based learning opportunities are being
explored. Finally, entrepreneurship skills
are further applied. The EAP emphasises
HEI, and industries might better consider
the five domains. Through HEI and industry
collaboration, strategic partnerships through
apprenticeships could be established
(Manzano-Garcia & Ayala-Calvo, 2020). By
focusing on apprenticeship across HEI and
industries, training in employability skills
is emphasised, and prospective employers’
needs may be met. Activities, skills, and
knowledge made available to students are
kept in the curriculum for the graduate
academic foundation.

Career Adaptability

Future recruiters usually prioritise
graduate employability skills. Given the
unprecedented circumstances, university
graduates might take up jobs that may not
be desirable and relevant to graduates’
academic training. As such, graduates
may have trouble navigating work-related
challenges. Thus, graduates might better

consider carecer adaptability before the
hiring processes begin. Career adaptability
as a psychological notion refers to the
tools individuals need to deal with existing
and prospective career shifts (Khalid &
Ahmad, 2021). First, the workforce is an
environment that could be introduced during
graduates’ academic training as applications
of'academic exercise and real-life workplace.
Second, the students are exposed to theories,
but students also get first-hand exposure
to potential career options. Once hired,
students can adapt to the workplace terms,
conditions, norms, and practices when
exposed to theories and real-world contexts,
experiences, and aspirations. Third, students
get to align their academic specialisation
with industrial needs and demands. For
instance, studies recommend that the real-
world workforce be exposed to students
because students could set expectations
and mindsets as a way to adapt to a work-
life balance (Zupan et al., 2017). Thus,
HEI could plan activities closely related to
career adaptability. By focusing on career
adaptability as a framework of employment,
students’ transition from home to the
workplace is seamless. Therefore, graduates’
employability could be bolstered through
the successful execution of planning,
particularly using career adaptability.

Digital Technology

It is theoretically acknowledged that
shifts in labour markets affect other
things, particularly graduate hiring. First,
technology-specific knowledge among
graduates is acutely needed, mainly because
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many job descriptions require graduates
to meet highly sophisticated needs and
demands. Second, digital technology is
quickly incorporated into individuals’
lives and several economic domains. For
instance, the digitalisation of living alters
working conditions, job dynamics, relevant
skills, and holistic expertise (Bejakovi¢c &
Mrnjavac, 2020). Third, academic literature
on graduate employability is alarming;
skilled manual labour may no longer be
needed because millions of jobs have
been massively automated. However, the
automation of work paves the way for
new jobs and skills. As a result, graduates
might better consider digitalisation skills
and experiences. Finally, academic training
might consider offering digitalisation-
related courses.

Furthermore, the digitalisation of the
labour market and workforce could mean
higher demands for other tasks. For example,
studies equated the notion of digitalisation
with the increasing needs of employees
with higher cognitive abilities, digital skills,
and technological expertise. Therefore, by
attending digitalisation-related training,
graduates could elevate digital skills, bolster
the digital economy, and develop societies
(Pappas et al., 2018).

Given the prevalence of digitalisation,
digital literacy skills for graduates might
better be considered by HEI. One of the
ways to emphasise digitalisation is to
incorporate digital literacy activities and
training into the curriculum. For instance, an
HEI curriculum might focus on workforce
characteristics, mission, and digital

operationalisation that may positively affect
the workplace. Furthermore, the importance
of digital literacy skills is increasingly
becoming basic and instrumental to
hiring requirements (Jagannathan et al.,
2019). While digitalisation is inevitable,
incorporating digital literacy skills poses
two issues. First, studies acknowledge the
complexity of combining digital literacy
skills into the curriculum and the ever-
changing technological and industrial
needs. Second, with the increasing need
for HEI to comply with accreditation board
requirements, the immediate changes to
the curriculum emphasising digital literacy
skills may nearly be impossible. Thus,
digital literacy skills across HEI might be
recommended to bolster graduates’ hiring.

CONCLUSION

The talent management discussed in this
paper is based on the DMGT proposed
by Gagné (2004). First, the DMGT model
is built on a talent management pattern
that prioritises interpersonal factors,
environment, and opportunity. Second, talent
management is also built based on patterns
of careers relevant to the current needs
that accommodate the needs of industrial
recruiters. As expressed in the model, the
lens of interpersonal relationships posits
that those individuals might better consider
mastering interpersonal skills for workplace
needs. Thus, the study results are DMGT-
aligned in the context of interpersonal
relationships. On a broader level, the talent
management attributes are necessary for
long-term organisational talent, specifically
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among graduates. First, the theoretical
contribution of this study comprises the
expansion of existing knowledge and
theory in research fields. Existing models of
knowledge and theories could be expanded
to bolster the attributes of talent management
among graduates in Malaysia. Second, the
results of this study function as a reference
for future research. Third, from practitioners’
perspectives, the findings on graduate
employability could guide educators and
human resource managers. Human resource
development and management programmes
could be enhanced at the institutional
and organisational levels by focusing on
graduate employability attributes. Thus,
the graduate employability attributes could
benefit prospective students. As graduates
who will venture into the workforce,
graduates might better consider honing
effective and enhanced skills, for instance,
career adaptability and digital technology.

RECOMMENDATIONS

Further suggestions that are useful as a
guide and reference to other researchers are
presented. First, prospective investigators
might better consider expanding the scope of
the study. By focusing on recontextualising
the study, additional knowledge, and
information on talent management among
graduates could be bolstered. Second, future
research might better develop subsequent
models. As the existing research only
utilised the first catalyst of DMGT, it is
worthwhile for other catalysts in DMGT to
be investigated further. Other attributes in

talent management could be discussed by
focusing on the second and third catalysts.
Thus, employment in Malaysia could be
comprehensively understood by examining
other areas of DMGT.
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