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Abstract 

Vocational readiness for the global workforce requires the development of both academic 

and nonacademic skills. Antiguan education has focused primarily on the teaching of 

academic skills. Grounded in Holland’s theory of career choice and Wigfield and 

Eccles’s interpretation of expectancy-value theory, the purpose of this generic qualitative 

study was to explore perceptions of Human Resource Managers (HRMs) in Antigua on 

the vocational readiness of post-secondary school graduates. Research questions asked 

about the perceptions of HRMs in Antigua regarding the vocational readiness of post-

secondary school graduates, offerings of tertiary institutions to address the vocational 

readiness of their students, and the type/quality of vocational services built into the 

school curriculum. Ten HRMs were interviewed, and responses were coded manually and 

using NVivo software to identify key themes. The findings indicated that HRMs 

perceived post-secondary school graduates as lacking practical skills, critical thinking 

abilities, and work experience despite adequate theoretical knowledge. Misalignment was 

noted between curriculum offerings of educational institutions and the needs of the labor 

market. Participants also noted the importance of both employee motivation and societal 

pressure as impacting individual career choices. The study supports positive social 

change by informing educators of best practices to ensure that post-secondary school 

graduates in Antigua are adequately prepared to enter the workforce and possess the 

skills that will make them employable. 
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Chapter 1: Introduction to the Study 

A detailed insight and comprehensive understanding of the views of human 

resources managers (HRMs) in Antigua on the perceived readiness of potential and 

current employees for the world of work can provide invaluable information. This 

information relates to what leaders of educational institutions need to do to ensure that 

individuals are adequately prepared for the world of work. These types of empirical data 

can be useful in ensuring that individuals educated in the Antigua education system are 

able to secure sought-after employment and can function in any position with efficiency 

and with a high level of competency. This chapter provides the foundation for this 

research. I discuss the background, theoretical framework, and purpose of the study, in 

addition to identifying the research questions (RQs). There is a detailed explanation of 

the problem under investigation, as well as the nature of the study. Also, in Chapter 1 I 

examine the assumptions, limitations, scope and delimitations, and the significance of the 

study. 

Background 

In large nations like the United States and smaller countries like Antigua and 

Barbuda alike, schools are responsible for teaching academic and social skills to 

members of society (Hunkins & Ornstein, 2018). The purpose of these skills is to produce 

learned and well-adjusted citizens who are ready to face the world of work and contribute 

positively to society. According to Nota et al. (2014), in the early 20th century the 

purpose of schooling expanded towards the development of nonacademic skills, such as 

creative problem-solving, in an effort to produce employable individuals who are an asset 



2 

 

to the global workforce. In Antigua, the purpose of school has remained primarily rooted 

in the teaching of academic skills. Success in school is primarily measured by a student’s 

academic abilities (Hunkins & Ornstein, 2018).  However, the manner in which students 

are educated in Antigua needs to be adjusted to meet the demands of the global job 

market, according to experts. There is a need specifically to foster skills like time 

management, creative problem-solving, communication, self-management, organization, 

planning, teamwork, and leadership (Tejan & Sabi, 2019). 

New trends in education suggest that the demands of a changing global 

environment make it necessary for school leaders to focus not only on academic skills but 

more urgently on engaging in processes that target the development of employability 

skills of the learner, ensuring their vocational readiness (Duffy et al., 2016; Wittorski, 

1994). When an individual leaves secondary school, they need not only a solid academic 

base but also good habits in time management, conflict resolution, and interpersonal 

skills to function in the world of work or at tertiary institutions (Nützi et al., 2017). A 

student’s success in the workforce depends on their ability to transfer the academic and 

work-ready skills they have gained to their job (Browne, 2007). Individuals who are 

unable to make these connections experience difficulty navigating their path to 

successfully reaching career goals. Those who thrive in the world of work are those with 

a strong career focus and the skills to facilitate their productivity on the job (Nützi et al., 

2017). The earlier that individuals begin to acquire work experience in their area of 

interest, the more likely they are to attain top-level positions in their fields (Nyutu & 

Gysbers, 2008). 



3 

 

Even in a small Caribbean island like Antigua, the need for employees to have 

employability skills in addition to academic skills has increased. Having a well-trained 

workforce is critical to grow the economies of small countries. Trade agreements 

between Caribbean nations allow citizens to move freely between countries to seek 

employment. This has increased competition for employment opportunities. Highly 

trained individuals in smaller territories have sought and secured more lucrative 

employment opportunities in more developed countries (Jeffers-Knight, 2015). Taking 

factors like this into consideration strengthens the argument that post-secondary school 

graduates in Antigua need to possess the skills that convey their vocational readiness, not 

only to strengthen the economy in Antigua but also to compete for jobs in other regional 

and international markets. 

Vocational readiness refers to an individual’s level of competence to function in 

the world of work. It specifically addresses the issue of individuals having both academic 

competencies and the skills and behaviors that allow them to be considered employable 

for any job. Research into vocational readiness suggests that employers strongly focus on 

competencies in areas like problem-solving, time management, creativity, adaptability, 

teamwork, and communication (Kintu et al., 2019). HRMs are responsible for recruiting, 

interviewing, and hiring new staff, as well as providing training to employees as 

organizational needs evolve (Mathis et al., 2014).  In this study, I examined HRMs' 

perceptions of the vocational readiness of postsecondary students in Antigua. Given the 

established role of HRMs, they were in a prime position to provide a rich perspective on 

the issue. 
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For developing countries like Antigua, having a highly trained workforce is a 

significant asset for development. A workforce with 21st-century employability capacity 

has the potential to significantly affect Antigua’s socioeconomic dynamics. A highly 

trained workforce would not only be more marketable but would also attract foreign 

investment (Nützi et al., 2017). The advancements in technology that have affected every 

aspect of human existence, including the world of work, mean that post-secondary school 

graduates are required to acquire new skills demanded by employers if they expect to 

remain employable in a dynamic job market (King & Lawley, 2016). Employers now 

seek employees who possess unique personal skills and who could strengthen the 

organization with their individual abilities (Aliu & Aigbavboa, 2019). When employees 

bring these skills to their jobs, they positively affect company performance and make the 

services offered by the company more appealing to a wider market base (Henrich, 2016). 

In addition to subject matter knowledge, employers increasingly have sought 

transferable skills, including self-regulation, critical thinking, communication, problem-

solving, and teamwork (Irving-Bell, 2019). In an era when information is readily 

accessible, employers place less emphasis on subject matter expertise and more on these 

transferable skills, which allows companies to remain competitive (Henrich, 2016). When 

companies look for new employees, they often seek individuals with skills that would 

grow their brand. 

Research suggests that employer’s group sought-after skills into four categories: 

core skills, transferable skills, key skills, and common skills (Fallows & Stevens, 2016). 

Although educational institutions might not be able to harness all these skills, they must, 
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research indicates, integrate some elements into their offerings, encouraging students to 

develop these skills through internships, practica, part-time employment, voluntary work, 

and supervised job placement (Morgan, 2017). The idea of schooling traditionally 

focused on vocational readiness, but in the early 1980’s there was a shift from an 

emphasis on academic credentials to an emphasis on employability skills, such as the 

ability to analyze situations and solve problems (Deloitte, 2015). When individuals have 

connected their education, the skills they are developing, and their employability, they 

appear to value their education more (Duffy et al., 2016). 

Although a significant volume of research exists on this topic in developed 

countries like the United States, United Kingdom, Asia, and Africa, very little research 

has been conducted in developing countries like Antigua. In conducting this study, I 

sought to address this gap in the literature. I engaged 10 HRMs in Antigua to investigate 

their perceptions of the vocational readiness of post-secondary school graduates. It was 

important for research to be conducted on this topic in these regions because the social, 

cultural, and economic dynamics are different compared to other world regions. The 

competencies expected by employers and the methods of acquiring these employment 

skills entailed unique elements that needed to be explored. Empirical evidence on job 

readiness could help stakeholders to solidify or improve the offerings of educational 

institutions. 

Problem Statement 

In Antigua, as is the case in most other territories that have a similar education 

structure, when an individual has completed the secondary phase of education or higher, 
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and decides to enter the world of work, employers have the expectation that in addition to 

academic soundness, the individual would have acquired a set of attitudes and skills that 

would make them ready for employment (Duffy et al., 2016). Research suggests that in 

addition to the acquisition of academic competencies, there is a set of work-ready skills 

individuals must acquire to promote vocational readiness (Duffy et al., 2016). Post-

secondary school graduates who do not have core work-ready skills find themselves at a 

disadvantage when seeking employment (Ramisetty et al., 2017). A deficiency in work-

ready skills also limits the contribution the employee can make to the organization. This 

research provides insight on the perceptions of HRMs in Antigua who, according to my 

research, have not been considered in previous research related to the job readiness of 

post-secondary school graduates.  

HRMs are in a prime position to assess the performance of employees on the job. 

With knowledge of their perceptions, leaders of educational institutions may be better 

able to prepare individuals for the world of work. There is research on the perceptions of 

HRMs in the developed world; however, a gap existed in terms of similar empirical 

evidence in developing countries such as Antigua. Although there has been research 

conducted in the United States, United Kingdom, and Africa on the concept of work-

readiness and how HRMs perceive it as it relates to the work readiness of post-secondary 

school graduates, there was no evidence, according to my review of the literature, of any 

research that had been done in Antigua or any other Caribbean island. Thus, a gap in the 

literature existed on the perceptions of HRMs about the vocational readiness of post-

secondary school graduates in Antigua and similar developing Caribbean territories.  
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The researcher used a generic qualitative approach to gather data. This involved 

conducting semi structured interviews featuring open-ended questions and then using 

thematic coding to analyze the data. Antigua leaders are moving towards establishing 

degree-issuing universities on the island. In September of 2019, The University of the 

West Indies established its fifth landed campus in Antigua. In this context, it was 

important to address the identified gap so that all leaders of educational institutions on the 

island can tailor their programs and offering to ensure that students are adequately 

prepared for the world of work and can meet the expectations of HRMs. 

Purpose of the Study 

The purpose of this study was to explore the perceptions of HRMs as they related 

to the vocational readiness of post-secondary school students in Antigua. I used a simple 

qualitative approach for the research. Exploring the perceptions of HRMs in Antigua may 

provide empirical evidence that stakeholders can use to strengthen the preparedness of 

students at secondary and tertiary institutions in Antigua for the world of work. 

Interviews were conducted with HRMs to gather their views as to the perceived 

vocational readiness of post-secondary school students in Antigua.  

Research Questions 

RQ1: What are the perceptions of HRMs in Antigua regarding the vocational 

readiness of post-secondary school graduates? 

RQ2: What are the perceptions of HRMs in Antigua regarding the offerings of 

tertiary institutions to address the vocational readiness of their students? 
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RQ3: What are the perceptions of HRMs regarding the value individuals place on 

been adequately prepared for the world of work in Antigua?   

Theoretical Framework 

Two theories formed the theoretical framework of this study. The first theory was 

Holland’s theory of career choice, and the second theory was the expectancy-value 

motivation theory. Holland (1959) suggested that people and work environments could be 

categorized based on similar characteristics and then matched. He further theorized that 

an individual’s understanding of themself was important when making decisions about 

their career (Browne, 2007). The expectancy-value theory (EVT) was developed by John 

W. Atkinson in the 1950s and later expanded by Jacquelynne Eccles and her colleagues 

in the 1980s. The theory states that the attitudes of an individual are created, altered, and 

sustained by their assessment of values and beliefs (Eccles & Wigfield, 1995). As 

discussed in detail in Chapter 2, EVT concerns how motivation is impacted by 

expectancy and value. Four task value factors motivate individuals and influence 

vocational readiness and the desire for individuals to develop the necessary skills to make 

them employable (Wigfield & Gladstone, 2019). Understanding what drives individuals 

provided a framework for gathering and interpreting the views of the research 

participants.   

Holland (1959) established a strong connection between personality traits and 

productivity in the world of work. As discussed in Chapter 2, his theory of career choice 

centers on six personality types and how employability is positively impacted when 

individuals seek and secure jobs that align with their personality types (Zainudin et al., 
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2020). Using this theory allowed me to examine whether personalities influenced by the 

Caribbean culture exhibited similar results regarding work readiness, based on the 

perceptions of HRMs in Antigua. Vocational readiness allows individuals to have a 

desirable attitude towards work, which has positive implications for their functioning and 

productivity in the workplace (Gessnitzer et al., 2016). Thus, in examining the 

perceptions of HRMs on the vocational readiness of post-secondary school graduates, I 

found it helpful to understand the connections that students make between their academic 

journey and their post-secondary life. This knowledge provided a premise for 

understanding their motivation to acquire both academic and nonacademic skills 

necessary for employability.   

Using Holland’s theory of career choice and Wigfield and Eccles’s EVT, I hoped 

to discover new knowledge about the role of schools in developing employability skills in 

students. These two theories formed the foundation of this study and influenced the 

research design. Both theories allow for the observation of an individual’s behavior 

patterns, and I believed that using the generic qualitative approach, given the 

constructivist epistemological assumption associated with this approach (Creswell 2012), 

was appropriate for gathering and analyzing the perceptions of HRMs in Antigua on the 

vocational readiness of post-secondary school graduates. The use of this approach yielded 

valid and reliable data to address the research gap. 

Nature of the Study 

The researcher employed a qualitative approach. The qualitative approach is best 

suited for research projects where an in-depth look at the phenomenon under 
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consideration is necessary to provide data that addresses a gap in the research and could 

be used to influence positive social change (O’Dwyer & Bernauer, 2014). The study was 

a simple/generic qualitative study featuring the interpretive description approach to 

explore the perceived views of HRMs regarding the vocational readiness of post-

secondary school graduates in Antigua. This approach gave me the flexibility needed to 

fully explore the study phenomenon. As discussed in chapter 3, using other qualitative 

approaches, such as case studies or grounded theory, would not have allowed me to 

capture the data necessary for an in-depth exploration of the HRMs' perceptions. 

The findings of this study may support possible changes in the current education 

system. They also provide empirical evidence to undergird current best practices and 

scientifically inform the improvement of existing programs, as well as the development 

of support services for post-secondary school graduates, to improve vocational readiness 

and ultimately strengthen Antigua’s human resources product. For this research, I 

collected data using structured interview questions. I interviewed 10 HRMs in Antigua. 

Participants were given the opportunity to share their views on the phenomenon under 

investigation. Each interview was transcribed and reviewed to ensure that the perceptions 

shared were correctly documented. Once this was done, I used the gathered data to 

identify emerging themes and trends of thought. The thematic approach was used to 

analyze the data. 
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Definitions 

The constructs that were explored are vocational experiences, vocational 

readiness, and employability skills. The following definitions convey how these 

constructs were understood in the study: 

 Employability skills: Nonacademic skills, such as time management, critical 

thinking, communication, and academic competency, that make an individual more 

employable. 

 Vocational experience: The experience a student possesses from internships, 

supervised job placements, and other opportunities that help them to build employability 

skills. 

 Vocational readiness: The extent to which an individual has mastered and 

developed a set of skills and attitudes that make them suitable to enter the world of work. 

Assumptions 

When conducting any type of research, the researcher has to be aware that there 

are elements of the research they cannot control. In this study, I had several assumptions. 

The first assumption was the constructivist epistemological assumption, which is that 

knowledge construction is based on personal experience and the interpretation of 

knowledge is influenced by factors such as past experiences and cultural considerations 

(Becker,1993). I assumed that these factors or considerations were, for the most part, 

similar for all participants. The second assumption was that all participants had worked in 

their respective fields, institutions, or firms long enough to provide reliable and valid 

information and had discussed vocational training or vocational experiences with 
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employees or potential employees. The third assumption was that the participants would 

honestly and openly share their views and that the views shared would not be skewed but 

would represent current trends and global thinking. The fourth assumption was that the 

sample participating in the research would reflect the views of the larger population.  

Another important assumption of the study concerned the axiology of the study. 

The researcher assumed that I would carry out the study in an impartial, diligent manner, 

adhering to and putting measures in place to address all ethical concerns of the study in 

accordance with Walden University Institutional Review Board (IRB) regulations. The 

researcher assumed that the RQs I constructed aligned with the theoretical framework and 

that the chosen research design would allow for the data to be collected and analyzed in a 

reliable and valid manner, contributing meaningfully to addressing the identified gap in 

the literature. The ontological assumption of this research was that reality is subjective. 

As such, the perspectives shared by the HRMs were assumed to be colored by factors 

such as their personal work ethics, motivations, and the value they placed on work. The 

final assumption was that all the research and literature reviewed were accurately 

reported. These assumptions supported the relevance, reality, and validity of the data 

collected from the research participants. 

Scope and Delimitations 

The researcher examined the perceptions of vocational readiness of postsecondary 

students by HRMs in Antigua. The social and economic development of a country is 

contingent on having a highly trained workforce. As such, exploring the perceptions of 

HRMs in Antigua provides empirical evidence that may allow post-secondary school 
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graduates and educational institutions to better understand the skills that make individuals 

most employable in the Antiguan market. In Antigua, schooling up to the secondary level 

is mandatory. One of the primary aims of schooling up to the mandatory level and 

beyond is to ensure that students develop skills that enable them to be employable and 

productive (Bong & Skaalvik, 2003). Over the years, the skills employers consider most 

valuable has evolved, making it necessary to identify and quantify these skills to ensure 

that opportunities to develop them were available to individuals in Antigua. 

The researcher used a qualitative approach in gathering data in the Caribbean 

island of Antigua. The data were collected over a 4-month period by me and will be 

securely stored for up to 2 years after the completion of the research. At the end of this 

time, all files will be destroyed. The research had 10 participants, all HRMs living and 

working in Antigua. Although the study was conducted in Antigua, its findings may be 

applicable, I believe, to other Caribbean islands due to their similar cultural backgrounds 

and education systems. 

Limitations 

It was important that I be aware of personal biases and how they might influence 

data collection procedures and the interpretation of the data collected. A limitation of this 

study was that, according to my review of the literature, no detailed research on the study 

topic had been conducted in the focal area in Antigua, so there was no opportunity for 

comparison or analysis with other studies. This study was limited to the perceptions of 

HRMs in Antigua. It did not address issues related to the academic competence of post-
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secondary school individuals seeking employment. The study focused solely on the views 

of HRMs regarding vocational readiness. 

Significance 

This research addressed a gap in the literature on the vocational readiness of post-

secondary school students as perceived by HRMs in Antigua. Whether in school or 

beyond secondary school, individuals are more likely to secure employment when they 

have both the academic competency and the nonacademic skills needed to improve their 

employability status (Nützi et al., 2017). Studies on the importance of making individuals 

aware of such skills and how these skills facilitate vocational readiness have been 

conducted in other territories and have been used by educators to inform curriculum 

revisions and other youth-oriented social programs (Yesilyaprak, 2012). Research was 

needed to fill the identified gap, specifically concerning the Antiguan context, because of 

its distinct cultural and established norms regarding work ethics, behavior, and the 

acquisition of employability skills. In Antigua, the focus appears to be on building 

academic skills to secure employment, with little focus on building employability skills 

(Browne, 2008). 

While there was no guarantee that the results of this study conducted in Antigua 

would differ from existing data in other countries, the study had to be conducted 

considering the cultural and established norms of the society to obtain empirical data that 

could inform best practices in the vocational readiness of post-secondary school 

graduates.  The researcher intended for the results of this study to provide empirical 

evidence that could be used to strengthen or, where necessary, revise the curriculum to 
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ensure that 21st-century learners in Antigua were adequately prepared for the world of 

work in both local and global markets. 

The youth in Antigua needed to be prepared to function not only in Antigua but 

also to have the capacity and ability to self-actualize in the global job market.  The 

findings of this study were expected to inform the development of vocational preparation 

programs that were culturally relevant to Antigua.  Research suggested that when 

individuals were vocationally and psychologically prepared for a task, their functioning 

improved (Berk, 2012).  When students were adequately prepared for the vocational 

aspect of their future post-secondary school careers, studies indicated that they were more 

focused and efficient when they entered the workforce.  For those who continued on to 

tertiary institutions, they appeared to function at a higher level (Gitterman et al., 1995; 

Patton & McIlvee, 2010).  Vocational readiness and psychological preparedness for life 

post-secondary school also had positive implications for the productivity of youth in 

Antigua and the quality of the human resources product Antigua would be able to offer 

the global job market. 

Summary 

The strength of any economy lies on having a well-trained labor force, and this 

hinges heavily on individuals having the opportunity to acquire and develop 

employability skills. The purpose of this study was to gain the perceptions of the HRMs 

on the vocational readiness of post-secondary school graduates in Antigua. The 

researcher used the generic qualitative approach to gather the perceptions of 10 HRMs in 

Antigua on the vocational readiness of post-secondary school graduates. The researcher 



16 

 

used Holland’s (1959) theory and Eccles and Wigfield’s (1995) EVT as the study’s 

theoretical framework. Having established the assumptions as well as the scope, 

limitations and delimitations, Chapter 2 will provide an in-depth and comprehensive 

analysis of research that already existed of the subject and highlight the gap in research 

gathering the perceptions of HRMs in Antigua. The data were gathered using semi-

structured interviews and were coded and analyzed using thematic analysis. All IRB 

regulations were followed to ensure the soundness of the research.  
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Chapter 2: Literature Review 

Introduction 

When an individual enters the world of work and provides documentation to 

prove that they have received academic training at the secondary level and beyond, there 

is an unspoken assumption that the individual has acquired a certain level of knowledge, 

attitudes, and skills that make them fit for employment (Duffy et al., 2016).  In the 

current knowledge-based economies across the globe, post-secondary education plays a 

critical role in improving competitiveness, social well-being and economic prosperity.  

As the face of global economies and labor market needs have changed, the notion and 

discussions surrounding competitive advantage of nations have also changed significantly 

(Pang et al., 2019; Stokes, 2015).   

Previous discussions focused on firms and industries and their roles as drivers of 

economic growth.  However, in recent times, the focus has evolved, and the concepts and 

discussions have broadened to encompass high-quality education (MacDermott & Ortiz, 

2017).  Lane (2012) suggested that post-secondary education is not only the supporter of 

a nation’s competitiveness but also a source of competitive advantage in its own right.  

The idea is supported by looking at countries such as the United States, the United 

Kingdom, and China.  These countries have more advanced higher education systems, 

which can be associated with innovations, business sophistication, science and 

technology and most importantly, skilled labor. In this new era, leaders of countries 

understand the value of tertiary education and are in constant competition for knowledge 

and innovations (Fowler et al., 2019).  Globally, there has been major investment in 
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higher education infrastructure to equip individuals with critical skills and expertise to 

meet the needs of society (Lane, 2012).   

In recent times, there has been widespread criticism of the mechanisms currently 

in place to facilitate the transferring of knowledge from tertiary education institutions to 

the workplace.  Also, there have been discussions about the adaptation of post-secondary 

education qualifications and training to the new societal changes and demands.  This is 

the level of quality education that guarantees the competitiveness and employability or 

job readiness of graduates and facilitates a smooth transition into the labor market 

(Fowler et al., 2019). This chapter gives a detailed discussion of the theoretical 

framework of the study as well as identifies the literature search strategy used.  The 

chapter will also give an in-depth examination on the literature reviewed and highlight 

the fact that all the literature makes reference to developed nations. 

Literature Search Strategy 

 When conducting scholarly research, it is important to examine the existing 

literature on the subject. For this literature review, the researcher used the following 

databases found in the Walden University Library, including EBSCO, ERIC, APA 

PsycArticles, and ProQuest, to search for literature on the views of HRMs on work 

readiness of potential employees. Also, the researcher used the database searches to 

identify relevant theories for the study’s theoretical framework; the databases were also 

sources of seminal articles related to the two chosen theories. The researcher used the 

search engine Google Scholar to augment the literature found on the databases. The 

search terms used were as follows: work readiness, perception of human resource 
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managers, perception of HRMs in Antigua or any Caribbean island, vocational readiness, 

vocational experience, and employability skills. The researcher limited the searches to 

peer-reviewed articles only. During the review of the literature, the researcher did not find 

any article that addressed the perceptions of HRMs in any Caribbean island. The articles 

that the researcher found encompassed research carried out in the United States, United 

Kingdom, Canada, Asia, and Africa.   

Theoretical Framework 

Expectancy-Value Theory 

 As the name suggests, EVT combines the ideology of expectancy and value to 

create a motivational theory.  In this instance the word expectancy relates to the 

probability that behavior and action will have an impact on the desired outcome, while 

value is how much the individual values the desired outcome (Wigfield & Eccles, 1992).  

It speaks to how self judgement affects one’s approach to task completion.  A critical 

aspect in examining the concept of job readiness of postsecondary students is to assess 

their achievement-oriented behaviors (Gessnitzer et al., 2016). In their examination of 

EVT, Atkinson suggests that achievement is heavily dependent on approach and 

avoidance tendencies when it comes to success and failure.   

The EVT further posits that the motivation to succeed also results from 

expectancies, which entail probabilities of success or failure, and incentive values for 

achievement (Duffy et al., 2016). The EVT model of motivation is often seen as 

multiplicative rather that additive. It speaks to the idea that motivation is the expectation 

to succeed multiplied by value placed on the goal (Wigfield et al., 1991). Thus, after 
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completing secondary education, individuals have the expectation that what they have 

learned in school will produce a positive outcome upon entering the world of work.  

According to Wigfield and Eccles (1992) there are four task value factors that 

motivate individuals. They are (a) intrinsic value, (b) attainment value, (c) utility value, 

and (d) cost. Intrinsic value refers to the enjoyment an individual feels from doing a task.  

If an individual is enjoying a task and is intrinsically interested, they are more likely to 

stick to the task. The attainment value gives credence to the idea that if a task is perceived 

as important, an individual will be motivated to do it well. Thus, when post-secondary 

school graduates see their job as an important one, they will be motivated to do it well.   

When there is a perception by an individual that a present task will result in the 

fulfillment of a future goal the individual is motivated to complete the task. This is utility 

value. The cost factor speaks to the issue of what an individual must give up in order to 

complete a task. If the cost is too high, then the individual is not likely to engage in the 

activity. Hence, if a training course that does not result in a pay increase but requires an 

individual to work more hours and receive the same or less pay, the employee is not 

likely to take the course (Wigfield & Eccles, 1992). Furthermore, a person’s perception 

of the outcome determines their level of motivation. Hence, the assumption of EVT is 

that the choices made lean toward minimizing pain while maximizing pleasure. There is 

however indication to suggest that it is incorrect to correlate the goal of a person and their 

work performance (Wigfield & Gladstone, 2019). This is because factors including 

knowledge, skills, abilities, personality, and experience tend to have a significant impact 

on the performance of an employee. 
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 Because every individual is unique and exists in environments unique to them, it 

is important to note that socialization, experiences, and learning influence the 

expectations an individual has when making a decision. EVT suggests that the way 

individuals develop, alter, and sustain attitudes is based heavily on their assessment as it 

relates to values and beliefs (Bong & Skaalvik, 2003). As such, one aspect of vocational 

readiness involves individuals having desirable work attitudes which have the potential to 

positively impact their functioning and productivity in the workplace (Gessnitzer et al., 

2016). This theory underscores the importance of vocational counselling, job fairs, career 

talks, and the opportunity to engage with employers during school life in the readiness of 

postsecondary students. These programs are instrumental in raising expectancy by 

highlighting the need for achievement, the incentive for success, and the importance of 

specific skills for success in the workplace. 

 Research indicates that the expectations for task value and success are concepts 

that are distinct (Wigfield & Gladstone, 2019). However, while distinct, both concepts are 

correlated, in that success expectations are entangled in the prediction of the task value of 

individuals since people value domains they feel competent to execute. Therefore, the 

success expectations are associated with the performance of individuals.  HRMs are in a 

prime position to observe both and how it influences employability. For example, a 

person who believes they can achieve higher goals is more likely to do so than an 

individual who does not have that expectation. The implication is that task values are 

highly associated with the achievement-related choices. Hence, EVT depicts the dual 
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importance of the competence-related beliefs and values, which help in explaining the 

motivation aspect of a person.  

 According to Wigfield and Gladstone (2019), EVT influences persistence, choice, 

and performance of individuals. As such, the values and expectancies of individuals are 

affected by their self-schema, goals, and competencies alongside the memories linked to 

various achievement-related events. The goals, affective memories, and beliefs are under 

the influence of the perceptions of individuals on expectations and attitudes of other 

people, as well as personal interpretations of the outcomes of achievement. 

Holland’s Theory of Career Choice 

 A significant portion of an individual’s day is spent engaging in activities either 

directly or indirectly related to their work. As such, it becomes important for individuals 

to not only be well trained, but that they are enjoying their work and are experiencing job 

satisfaction. Holland’s theory speaks to the importance of congruence between 

personality/character traits and career choice (McCain, 2017). His theory suggests that 

the level of job satisfaction a person experiences is increased when there is a good fit 

between their personality type and their work environment or occupational characteristics 

(Moore-Thomas, 2016). 

Holland proposed his theory in 1973.  Since then, numerous studies have been 

conducted to support it. It is a theory that provides a foundation for the discussion on 

student success post-secondary school based on empirical evidence (Holland, 1997). The 

theory provides evidence of the psychological and sociological components to the 

vocational choices of individuals’ post-secondary school. Holland et al. (1975) suggested 
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that an individual’s natural predisposition and patterns of behavior, as well as the climate 

of the educational institution play a role in an individual’s vocational conduct. Thus, 

understanding these tenets of the theory will provide a backdrop to how an individual’s 

approach to their job will ultimately impact the view of  their vocational readiness by 

those that work with them and have need to observe their work attitude.   

A recently conducted study in Hong Kong suggests that individuals showed more 

creativity and commitment when they were in jobs that matched their personality (Ahmed 

et al., 2015). Holland and Messer (2013) grouped human personality into six groups and 

suggested that, based on the unique attributes of each group, there are distinct work 

environments that would foster high levels of productivity. Holland (1959) suggests that a 

person’s choice of job or area of study at the college/university level can be considered an 

expression of one of his six personality types. Holland (1997) identified the following 

personality types: realistic, investigative, artistic, social, enterprising, and conventional.  

Each personality associates with a particular type of environment, and when individuals 

are allowed to exist in that space it allows for the natural enjoyment and acquisition of 

certain skills (Holland, 1959). Based on their personality type, individuals placed in a 

prime environment will often surpass employers’ requirements, and this has significant 

benefit for both the company or employer and the employee (Ahmed et al., 2015).   

According to Zainudin et al. (2020), Holland’s (1959) theory reinforces that 

people should feel comfortable in their working environment. Individuals engage in 

looking jobs and also a preference for jobs which are close to and around others who are 

in similar career fields. The implication is that they engage in establishing environments 
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that provide an opportunity for them to utilize their abilities and skills while expressing 

values and attitudes and enjoying great roles. Thus, behavior is determined through the 

interaction of the environment and the personality, and this then creates an opportunity to 

ensure that people can fit in one of the six personality types that are identified by Holland 

(Zainudin et al., 2020).  

Past research has revealed that the level of congruence between work 

environment and the individual is the core criteria that are utilized in the determination of 

the performance of an individual (Zainudin et al., 2020). Holland (1959) indicates that the 

satisfactory element of the decision-making in education or career depends on whether 

there is a match between the working environment and the personality of an individual. 

The higher the level of congruence between the work environment and the personality, 

the happier the person.  

Holland believes that the personality can be assessed through the use of 

quantitative or qualitative methods (Zainudin et al., 2020). The data derived from the 

qualitative approach provide information on a person’s personality type through 

observation and notation of the individual choices and preferences for employment, 

tertiary education, and school subjects. The quantitative method involves the use of scales 

that are derived from Holland’s (1959) theory. These methodologies help in exploring 

how human behavior is determined by the working and living environment of a person.  

Literature Review Related to Key Variables and/or Concepts 

In recent years, employers have expressed a growing concern about the 

employability of individuals graduating from tertiary institutions which also include 
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technical and vocational schools. The discussion, as it relates to job readiness, focuses on 

the match between the features of the supply end versus the demand end of the labor 

market. There is a general perception of a mismatch between the competence of 

postsecondary students and the expectations of the contemporary job market (Purser & 

Hennigan, 2018). Therefore, employers have put pressure on institutions to develop 

learners by integrating skill-based learning outcomes in the existing vocational and 

degree programs to match the demands of the contemporary workplace.   

However, it remains a complex challenge for students because the goal of 

becoming job-ready is also marred with the uncertainty of the type of job one will secure 

after graduation (Billett, 2015). Therefore, institutions of learning are tasked with a huge 

responsibility of developing the dispositional and conceptual competencies as well as the 

diverse knowledge needed in addressing the specific job requirements of the workplace 

and the particular contexts of employment. 

 Globally, there has been a long-standing complaint by employers regarding the 

inadequacy of skills suited for the competitive labor market. From their view, a 

significant gap exists between higher education outcomes and the needs of the 

contemporary job market. According to a survey conducted in the United Kingdom, 

employers showed dissatisfaction with post-secondary school graduates because of issues 

such as attitude, behaviors, relevant work experience, character, language, and a mix of 

technical skills (Confederation of British Industry with Pearson, 2019). The biggest 

challenge in the mismatch of actual and expected competencies and skills is that 

employers incur significant time and training costs to equip new candidates with skills 
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necessary to engage in work at a competitive level. It is also a concern that with the 

uncertainty surrounding employee retention rates, employers will not reap substantial 

dividends from the time and money they have invested in training employees.   

Essentially, as part of human resources planning, any employer desires to attract 

individuals with the appropriate competencies, skills, and expertise. However, there is the 

impression that current academic and vocational programs do not provide a strong 

foundation for success in employment (McCabe, 2015). The literature review is broken 

down into six areas, namely the human capital perspective, the concept of job readiness, 

employers’ perception of vocational readiness of post-secondary school students, post-

secondary school students and the labor market, contemporary work requirements and 

expectations, the concept of skills and enhancing job readiness/employability.   

The Human Capital Perspective 

According to Bratton and Gold (2017), the human capital perspective is about 

education's economic value and posits that organizations invest in individuals as a form 

of capital. In many organizations, this investment is evident in the sizable financial 

resource allocations in the areas or recruitment, training, and retraining, an area of the 

organizations’ operations that are handled by the human resources department 

(Adelowotan, 2021). The human capital perspective puts emphasis on the fact that 

education is the essential key and economic enabler for participating in the economy. The 

perspective of the employer is that labor is the key production factor where human capital 

relates to quality of work, health, knowledge, and skills of employee (Hardin-Ramanan et 

al., 2020). Therefore, when engaging in the evaluation of the graduate’s employability 
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from the side of demand, employers’ perspective is directed towards the knowledge and 

skills of graduates.  

Human capital perspective focuses on emphasizing the value of returns that are 

expected of the human capital based on the generated output (Hardin-Ramanan et al., 

2020). This focus includes factors such as decreased unemployment, increased 

employability, skill and knowledge endowment, and increased income associated with 

gross domestic product. The perspective on human capital also considers industry and 

business as the core consumers of graduates who are produced by the higher education 

institutions (Benati & Fischer, 2021). Thus, higher education attains and maintains 

relevance through the adjustment of the curricula to meet the ever-changing requirements 

of the employer. Consequently, employers express interest for the graduates who are well 

rounded and informed of the business practices and labor market (Benati & Fischer, 

2021). Graduates are therefore required to have skills that are transferable, especially in 

human relations, communication, and problem solving. Such graduates should also 

exhibit higher levels of competency in diverse areas of application and not only in their 

fields of study.  

Consequently, the return on investment (ROI), which can be evaluated in terms of 

costs and benefits, is in terms of employees' performance and actual results in the 

workplace. Along with the pioneers of this school of thought, Becker (1993) argues that 

education leads to a significant increase in earnings and productivity by it providing 

skills, knowledge, and individuals' capacity to analyze problems. This resonates with the 

modern view of human resources development, which holds that investment in learning 
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can develop the knowledge and skills of employees. By extension, the economic value of 

a company can be increased as a result of the skills, experiences and knowledge that 

employees have. Human capital is also referred to as the stock of knowledge that an 

individual has that is garnered from education, experiences, and training that not only 

allows them to grow, but also allows for the employee to create new and innovative ways 

to grow the company (Adelowotan, 2021). 

Becker (1993) further argues that training is not just about credentialism where 

academics are used to measure a person's intelligence and ability to perform a particular 

task, but companies are more interested in performance abilities in the work context. 

Although there are criticisms of this theory, its implication on the job-readiness of 

candidates is that the demand for work-related skills cannot be overstated (Adelowotan, 

2021). The implications of the theory on job readiness are that post-secondary graduates, 

who are more well-rounded in terms of skills and that promise high productivity in the 

workplace, are more employable. 

In an age where companies are profit driven, employers are more interested in 

hiring individuals that possess skills that will grow their brand and generate profit. 

Persons who are able to demonstrate their competencies in the area of problem solving, 

critical thinking, and innovative thinking are more likely to be employed than their peers 

who are highly academically competent but have a short fall where these skills are 

concerned (Basuil & Datta, 2017). The significance of human capital perspective in an 

organization is felt when there is the application of the technical knowledge, formally 
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acquired skills, and career-relevant skills (Hardin-Ramanan et al., 2020). These have to 

be aligned to the job market to ensure that positive outcomes are achieved.   

As the perspective predicts, currently, the graduate premium has significantly 

depreciated (Hernández -March, 2009). Advances in technology and changes in the job 

market have created a new dynamic where employers are keener on understanding the 

total course requirement of a degree and not merely the academic performance of the 

individual (Hernández -March, 2009). It is not unusual to see vacancies asking for degree 

qualifications in any discipline, pointing to the fact that post-secondary qualification is 

now more or less immaterial. This points to the value of a different set of skills and 

competencies which graduates have to possess, whether they have gained them from 

higher learning or not.   

The main expectation by employers is that tertiary institutions should provide 

students with not only theoretical and practical knowledge in their respective subject 

areas, but also additional competencies necessary in accomplishing work-life 

responsibilities (Hernández -March, 2009). Graduates are well aware of this fact and 

agree that the graduate skill set is inadequate for today's business needs. A study by 

Delloite (2015) showed that the skills acquired from post-secondary education only 

contribute 40% of what is required to perform routine job roles and responsibilities 

successfully. The same study found that these skills contribute just 42% of long-term 

career goals. This implies that the skills employers are looking for are primarily under-

developed by the time students are graduating. 
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For companies to survive in today’s climate they must ensure that employees 

possess these nonacademic skills. As such, if employers determine that these skills are 

lacking in their employees, they must invest in providing training to ensure that their 

employees have the skills that have the potential to ultimately and directly impact the 

survival of their business. Because of the cost that can be involved in such training, 

employers find it more prudent to employ persons who already possess these cutting-edge 

skills (Nyberg et al., 2018). 

The Concept of Job Readiness 

In the context of the transition from higher education to the labor market, the 

concept of job readiness has been used interchangeably with employability. However, 

there is no universally agreed-upon definition of employability, mainly because a wide 

range of factors have to be considered. There seems to be no one-size-fits-all definition of 

employability. Sunley et al. (2006) assert that employability is a function of the extent to 

which labor demand and supply match, both in quantitative and qualitative terms. It is 

also about the interaction among different context factors, including personal influences, 

labor market, employer perceptions, and the circumstances of the job itself.   

According to Yorke and Knight (2006), employability is the potential for a post-

secondary graduate to obtain and succeed in a graduate-level job position. The ever-

changing demand of competencies requires that individuals who are seeking employment 

must be creative and innovative (Tejan & Sabi, 2019). It means that, from a learning 

point of view, employability includes knowledge and skills acquired from co-curricular, 

extracurricular, and informal learning. This definition contains core graduate skills, 
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understanding subject disciplines, soft skills, and practical intelligence. The implication is 

that employability is something that can be embedded in higher education curricula. 

The definition of employability has been viewed from different dimensions.  

Watts (2006) categorized the concept into three groups: immediate work, immediate 

employability, and sustainable employability. In the context of work readiness, it is 

essential to pay attention to the first two groups. As it relates to immediate employment, 

employability refers to the success of a graduate in getting a job, which is determined by 

various factors including higher education, pre-existing personal attributes, and the 

features of the labor market from local, national, and international perspectives. The 

definitions of immediate employability are about work readiness; the possession of 

qualities needed in obtaining a graduate-level job. It points to the ability of a post-

secondary graduate to meet the high demands of contemporary work life without having 

to undergo additional training. 

Other definitions of work readiness or employability broaden the scope beyond 

the ability to find employment. For example, Higgs and Cloutman (2019) note that 

employability is a state of being, a means and an end goal, being about the potential 

attributes facilitated by post-secondary education, self-directed learning, and general 

professional development. It is a means because it leads to job readiness, boosting the 

chances of finding employment by being job fit, and being suitable to pursue the 

identified career path. With regards to job readiness capabilities, the employability goal 

encompasses personal aptitude to perform work tasks by building on skills, knowledge, 

disposition, interests, learning potential, intelligence, metacognitive abilities, 
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perspectives, and reflexivity (Higss & Cloutman, 2019). Despite the different 

interpretations, there is consensus that employability/job readiness entails the extent to 

which graduates as job candidates are perceived as having qualities that adequately 

prepare them for success in employment. It is generally about the need for contemporary 

graduates to possess and deploy relevant and transferrable competencies, skills, and 

knowledge to engage in work-life effectively in an increasingly complex and dynamic 

labor market (Sunley et al., 2006). Also, it is agreed that student responsibility plays a 

large part in achieving their own job-readiness.   

 According to Tanius and Susah (2016), academic qualification is no longer a 

current guarantee for the employment of the graduates. Employers are focusing on 

getting candidates whose skills are aligned with their needs because of economic and 

technological extensions. The situation is occurring irrespective of the increase in the 

number of jobs, which are mostly occupied by workers who are already in the 

organization. The quality of graduates is also becoming low, which is making it difficult 

for these individuals to secure employment. For example, graduates often experience 

challenges in management, creativity, leadership, communication, interaction skills, 

being proactive, critical thinking, and problem-solving, which lowers their chances of 

getting employment in the job market (Tanius & Susah, 2016). 

 In recent times, employers have reported that graduates entering the job market 

lack the relevant knowledge and skills that the industry requires, and this can negatively 

affect their employability (Tanius & Susah, 2016). The level of the employability skills 

facilitates the determination of the job readiness for the graduates (Ramisetty et al., 
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2017). Thus, graduates need to have appropriate attributes and skills so that they can 

become employable in the job market. The skills are needed as an addition to the 

technical skills and qualifications, which are possessed by the students. Graduates who 

are fresh from college face significant challenges with respect to finding employment that 

is suitable to them immediately after they complete their degree programs. Since new 

employees are expected to exhibit accountability and perform satisfactorily, graduates 

should ensure that they possess the needed skills for employment (Ramisetty et al., 2017). 

If they do not do this, they subject themselves to the possibility of disappointment in the 

work environment.  

Employers' Perception of Vocational Readiness of Postsecondary Students 

The perceptions of HRMs regarding the vocational readiness of tertiary education 

graduates are rooted in the new framework of organizational needs that have resulted 

from various factors (Fallows & Stevens, 2016). For example, rapidly changing 

technology, innovations, increased global competition, and shifts in managerial practices 

have seen companies looking for people with capabilities to meet the new demands. 

Organizations today aim at being agile, adaptable, flexible, and efficient in dealing with 

the pressures of globalization. Also, today's companies are moving away from the 

traditional highly structured, rigid, and command-and-control hierarchies and moving 

towards more flexibility, collaboration, and team approaches (King & Lawley, 2016). 

Consequently, employers try to empower all employees to take initiatives, innovate, take 

risks, and make sound decisions all while continuously learning. 



34 

 

 One of the most widespread views among HRMs is that learning institutions have 

the responsibility of producing job-ready students, but that these institutions have not 

been effective in doing so. This is because there is a wide range of skills, dispositions, 

attitudes, and competencies that are needed in the current labor market which most 

graduates seem to have not developed. Dunn (2013) outlined the perceptions of business 

executives as follows: 

• Although employers do not consider higher education institutions as having 

the sole responsibility of providing these skills, they expect key learning 

outcomes from educational experiences. 

• Most students do not have the requisite skills and attributes for success in the 

workplace. 

• Particularly, graduates are least prepared when it comes to global knowledge, 

initiative, and writing skills. 

• Academic transcripts do not necessarily signify the potential for success. 

• Faculty-assessed internships, senior theses, and community projects are better 

measures of work readiness. 

• Multiple-choice tests for academic content knowledge are weak in student 

learning assessment. 

According to Williams et al. (2018), employers’ perceptions are that post-graduate 

students need to enroll in workforce development programs and classes. These classes 

and programs act as key predictors of vocational readiness for employment among 

students. This is because learners get an opportunity to acquire skills and knowledge 
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which contribute to the improvement of their employability in society. Consequently, 

business community employers are investing funds in the education system with a need 

to boost the quality of learning. The measure involves the establishment of school-to-

work participation which contributes to the creation of greater interest within 

postsecondary students in different areas of learning which are of key interest to 

employers (Williams et al., 2018). The activities are adopted because employers believe 

that postsecondary students should be exposed to the realities of what happens in the job 

market. 

Employers also indicate that the organizational needs are not well understood by 

the postsecondary students. This contributes towards weakening the readiness for work 

where the employment environment is not competitive and justifiable (Williams et al., 

2018). The intense competition in the market environment has made firms become more 

focused on their customers, with great emphasis on satisfaction of customer needs and 

understanding the same all while responding rapidly to the changes in the customers’ 

preferences. Thus, workers are expected to perform in a manner that executes different 

responsibilities and roles which are aligned with the satisfaction of the customer needs. 

The dynamic interplay that is present in the evolving needs of the organization, 

educational practices of the institution, and student enrollment all influence the 

perception of the employment and vocational readiness of the postsecondary students 

(Williams et al., 2018). 
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Postsecondary Education and the Labor Market 

The association between higher education and the workplace has changed 

significantly. This change is due to changes in the structure and dynamics of economies 

and education. Perhaps the most noticeable difference is the massification of higher 

education, which has seen a drastic increase in the number of students enrolling in 

universities and the proliferation of tertiary institutions to accommodate this growth.  

Traditionally, there seemed to be a mechanism that balanced skills and knowledge 

linkage to the labor market. Teichler (2014) reports that, according to economists, the 

relationship between the expansion of higher education and the employment of graduates 

was supported by a robust mechanism balancing the supply of graduates and the demand 

for qualified job candidates. Also, this growth has led to a rise in competition in the labor 

market.   

At the same time, knowledge and post-secondary education is no longer just local 

and national but also global. These changes in the state of higher education have come at 

a time when economies have become more competitive, flexible, knowledge-based, and 

responsive to various changes in the environment. According to Henrich (2016), concerns 

about the ability of higher education to meet the changing demands of economies has 

been evident, pointing toward a disruption of the traditional linkage between higher 

education outputs and the job requirements. 

In response to the changes, management practice has also transformed. In the past 

decades, for example, the traditional human resources management model has been 

replaced with new models such as the strategic human resources management, which is 
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linking management to organizational strategy (Aliu & Aigbavboa, 2019). In this regard, 

employees' abilities, skills, and knowledge are considered critical sources of competitive 

advantage. Workers are expected to have strategic knowledge and highly transferrable 

skills, which relieve organizations of the burden of training and development (Kintu et 

al., 2019).  

The issue of relevance is now a popular concept in the discourse about job 

readiness. Altbach et al. (2010) argue that there has been a new demand for post-

secondary institutions of learning to demonstrate social and economic relevance in their 

activities. The students themselves have shown interest in having educational experiences 

that emphasize real-world knowledge application and employability. Stokes (2015) 

reports that evidently, there is a skills gap, but it is not right to assert that the current pool 

of graduates is insufficiently skilled because the fundamental issue is the ability to 

measure the skills that employers are demanding. He notes that most of the skills in 

demand are the kinds that higher education systems do not teach and that the current 

labor markets do not supply. However, this creates an opportunity for collaboration 

between post-secondary institutions to define, measure, and breach the existing skills 

gaps. Altbach et al. (2010) agree with this view and note that higher educational 

institutions have to change their style and content from declarative knowledge instruction 

to functional knowledge. 

Adserà (2017) argues that secondary school achievement creates gaps, which 

leads to the attainment of variation in the labor market outcomes and post-secondary 

attainment. The situation occurs in the realm of the expectation that education is 
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supposed to offer productive capabilities to individuals while attracting potential 

employers. In contrast, post-secondary education tends to create minimal links with the 

labor market. Consequently, several students with this education find it a complex ordeal 

to position themselves in the labor market.  The enrollment in college contributes to the 

provision of different career choices, personal skills and means of making money that an 

individual can rely on over their lifetime. Such skills include the making of decisions and 

personal choices in friendships and communication skills. Hence, it is at this time that 

students should focus on enrolling and examining the issues that are prevalent in the job 

market environment.  

The number of students graduating from colleges is increasing at a rapid rate as 

compared to the number of jobs that are available in the labor market (Adserà, 2017). The 

indication is that more and more students are graduating from college while the 

absorption of these individuals in the labor market is significantly limited. There are 

incentives which focus on supporting young people to join colleges while there is no 

equal creation of opportunities in the labor market. Consequently, a surplus exists in the 

job market which can discourage individuals from pursuing post-secondary education.  

Contemporary Work Requirements and Expectations 

The reality of the modern business environment and workplace is that there is 

increased complexity, constant changes, and uncertainty. Graduates are therefore 

expected to be prepared to cope with the complexities they will encounter when 

transitioning to the dynamic workplace. According to McNeill (2011), it is expected of 

higher education institutions to produce qualifications that are more real world focused. 



39 

 

Consequently, employers expect work-ready graduates to be those individuals who are 

confident in the application of skills and knowledge in dynamic environments and those 

that embrace life-long learning. The contemporary work environments demand that 

individuals make appropriate decisions amid uncertainty and changing circumstances 

through sound judgment, ethical consideration, risk-taking, and confidence. These are the 

work-related requirements employers look for when seeking work-ready candidates.   

In the definition of work-readiness, Irving-Bell (2019) notes that an employer 

expects graduates to have transferrable skills and attributes that are relevant to immediate 

or future work and to those developed on top of subject knowledge. These include self-

efficacy, critical thinking, communication, problem-solving, and teamwork. Additional 

skills may be context-dependent and necessary for the specific career paths of choice. 

The concept of the adaptable graduate has been centered on learning experiences 

revolving around transferrable skills and attributes irrespective of the subjects of study.   

Employers expect postsecondary students to 'hit the ground running' instead of 

learning on the job. According to Fallows and Steven (2016), the percentage of fresh 

graduates which employers are willing to give a chance for graduate trainee positions has 

been declining and will continue to decline even further. As such, the degree does not 

guarantee a graduate-level position for postsecondary students.  Moreover, since most 

graduates rarely utilize the content of their academic curriculum directly in the 

workplace, the post-secondary experience is just a means to an end goal, which entails a 

wide range of work-ready skills and attributes. This is the reason why many companies 

have been utilizing psychometric tests to evaluate aptitude, intelligence, and personalities 
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of prospective job candidates (McCabe, 2015). These psychometric tests, which are 

scored to assess individual differences, are often in the categories of attainment, learning 

ability, general intelligence, cognitive skills, and personality questionnaires. 

In essence, in recruitment and selection practices, there has been a notable shift 

from the job or role to a more person-oriented approach that focuses on the individual.  

Most employers are demonstrating an increasing preference to individuals with a set of 

behavioral competencies (attitude and personality) and transferrable skills over mere 

academic or technical qualifications. According to McCabe (2015), the current 

environment requires employees to be flexible, adaptable to industry and business 

changes, and versatile, having the ability to multitask and handle different work 

responsibilities and roles. In this case, excellent academic achievement is only considered 

as one of the many criteria and is sometimes not emphasized.   

Dunn (2013) highlighted some of the critical and requisite workplace skills which 

employers often list as workforce goals, and these include personal qualities, basic skills, 

and thinking skills. Personal qualities include integrity, sociability, self-esteem 

self confidence, and individual responsibility. Basic skills, on the other hand, include 

reading, arithmetic, communication, and writing, whereas thinking skills consist of 

creativity, metacognition, problem-solving, and decision-making/judgment. Most 

importantly, individuals should be able to apply this resource in the practical and 

productive use of resources, technology, organizational systems, interpersonal skills, and 

information (Dunn, 2013). 
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As it relates to the employers' expectations of higher education, a wide range of 

transferrable skills and knowledge have been listed. These may vary slightly depending 

on career paths and subject areas. For example, for liberal arts, the Association of 

American Colleges and Universities lists essential learning outcomes for degrees as 

written and oral communication, critical and creative thinking, teamwork, problem-

solving, quantitative literacy, information literacy, intercultural skills, civic engagement 

and knowledge, ethical reasoning and decision-making, and foundations for lifelong 

learning. 

Changes in technology and work conditions call for a change in the education 

system principles. Such change is necessary because the education system lacks the 

capability of ascertaining whether employees are fully prepared for the whole of their 

working life (Brandl et al., 2019). Thus, contemporary methods have been adopted in the 

human resources management of the organizations as the key means of ensuring that 

work is organized (Brandl et al., 2019). However, the boundaries of organizations tend to 

be blurred by the complexity that emerges from digitalization, globalization, and 

demographic changes. Firms have to ensure that work expectations and requirements are 

organized so that they can meet the prevailing demand of labor while ascertaining that 

organizational goals and objectives are achieved successfully. Workers need to have a 

good comprehension of the mission, vision, goals, and objectives of the organization. 

These act as the guiding framework towards their ability to deliver quality services in the 

firm.  Change is often evident in organizations, and this demands that workers should 
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always be ready to embrace the change that is introduced by the leadership of the firm at 

all times.  

Contemporary firms must acknowledge that they have an ethical and, in some 

circumstances, legal duty to employees. Thus, employers have to ensure that they offer 

safe workplaces, fair treatment and compensation of workers, and equality and dignity 

with minimal privacy to employees. On the other hand, workers are expected to exhibit 

high levels of proficiency, accountability, competency, and transparency in executing the 

assigned job roles and tasks in the firm (Brandl et al., 2019). Nevertheless, it is important 

to note that work expectations and requirements have changed significantly over the 

years because of the recent technological and economic developments in society, which 

tend to impact the execution of job functions by workers in organizations.  

In general, HRMs consider the demands of the current environment in 

determining their workforce goals. They seek individuals who will be quick learners, 

flexible, adaptable, and intelligent for them to be effective in a dynamic environment. 

They particularly want candidates who will be able to fit into the culture of the 

organization quickly and exhibit such attributes as collaboration, effective 

communication, creativity, innovation, excellent interpersonal skills, responsibility, and 

effective performance, which all add value to the organization (O'Donnell et al., 2017). 

Other in-demand high-level skills in areas such as management include analysis, 

synthesis, people skills, and problem-solving.   
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O'Donnell et al. (2017) listed transferrable skills and attributes. These include 

skills perceived to be the most important among employers. The list includes the 

following: 

• Knowledge and understanding: an in-depth understanding of the core 

discipline and applicable ideas in different contexts. 

• Computer-based skills/ digital literacy: having a broad knowledge of computer 

technology and related applications. 

• Ethical judgment and professional understanding: holding consistent values 

and beliefs as a member of a professional body or community. 

• Communication and presentation skills: being able to organize ideas and 

thoughts and compellingly present them to diverse audiences.  This includes 

the ability to communicate effectively verbally and in writing as well as 

engaging in discussions, case arguments, and winning cooperation and 

support. 

• Time management and organization: the ability to make plans and being 

resourceful in reaching desired goals. 

• Teamwork/collaboration: the use of interpersonal skills and emotional 

intelligence to cooperate and work in different contexts of social interaction. 

• Leadership and management: the ability to motivate others, self-reflect, set a 

vision, and influence others towards the desired stage. 
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• Adaptable and flexible: a person who is resilient, versatile, agile, and 

resourceful in various contexts.  These skills also point to the ability to deal 

with uncertainty, finding practical solutions in changing circumstances. 

• Problem-solving and analytical skills: the ability to apply critical and 

analytical thinking to review the evidence and make conclusions and 

recommendations for priorities, resource allocation, and implementation. 

• Information literacy: the ability to find, describe, arrange, and interpret 

information for decision-making and problem-solving.  These skills include 

the ability to handle sensitive data while protecting loss and disclosure. 

• Research: the ability to seek, find, and analyze evidence and new information 

through the use of appropriate methodologies. 

• Creativity and synthesis: the use of different perspectives to consider ideas, 

contexts, and frameworks as well as creating innovative processes and ideas. 

A dynamic approach is needed, according to O'Donnell et al., so that the applicability of 

these skills can be reviewed for suitability in changing environments. They also argued 

that in the context of employment in relation to graduates, the concepts of skills and 

attributes intersect and are not mutually exclusive. 

The Concept of Skills 

Similar to job readiness, there seems to be no universal definition of skill. The 

term has been widely used in employability literature and discourse, sometimes in an 

overlapping manner. Fallows and Steven (2016) categorized skills by placing them into 

four basic groups of core skills, transferrable skills, key skills, and common/generic 
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skills. Core skills are skills that are central to a learner's educational experience in a post-

secondary institution. They are a set of skills that are seen as key to working in work 

environments and range from communication and numeracy to information technology 

and problem solving. Transferrable skills are skills developed or acquired in one setting 

(mostly higher education), which can be utilized in another setting (workplace). For 

example, the skills that students acquire in school doing writing can become valuable in 

employment, especially where one is required to write reports. Key skills are those that 

are relevant to particular contexts.  In this case, the context of the application is essential 

because it determines which skills are suitable to accomplish the desired results. For 

example, digital literacy skills and computing are vital skills to an information 

technology job. While common or generic skills are universal and are essential for every 

student regardless of the area of discipline. 

Alwin et al. (2021) argued that skill development is a valuable asset that needs to 

be added into the life of a person. This is because skill is the main ingredient which 

ascertains that an individual can survive in the world that is full of competition. 

Graduates need to learn skills by taking steps towards the core skills, focusing on 

determination, and ensuring that the learning is divided into different segments. The 

approach ensures that an individual can focus on gaining the core aspects of skills, 

knowledge, and experience that is needed for employability in the work environment.   

Workers who are involved in selling their labor are likely to exhibit a difference in 

the definition of skills from the employers that are buying such skills (Jiboku & Akpan, 

2019). As such, workers tend to consider skills as the combination of their experiences, 
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skills, and knowledge obtained in their careers before getting to the employment sector. 

Such skill definition has the potential of including elements that are utilized in previous 

jobs, current jobs, and those that have never been used. In such a case, the concept is 

regarded as the effective skill.  In contrast, employers tend to narrow the definition of the 

skill to the job requirements after due analysis (Jiboku & Akpan, 2019). The definition is 

regarded as the nominal skill, which is the only one that employers are ready to reward 

and recognize. Therefore, a difference exists between nominal skills of employers and the 

effective skills of the employees. Nevertheless, these skills have to be integrated to ensure 

that employers have the opportunity to utilize the available labor in the job market 

successfully.  

Enhancing Job Readiness and Employability 

 The concern about low levels of employability among post-secondary graduates 

has led to an increased emphasis on a wide range of measures. In this regard, particular 

sets of learning experiences serve specific purposes depending on specialization and the 

desired career path. Billett (2015) suggested the following experiences: 

• Supervised job placements: In these programs, students are assigned mentors 

and peer learning buddies who supervise and collaborate with them in various 

tasks. A student gets the opportunity to gain expertise in the occupation, 

understand the requirements for successful performance, and learn from 

everyday practice. These programs are also beneficial to employers because 

they build capacity in employees for supervision and they also can take new 
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hires through orientation and mentorship. These opportunities, though, are not 

usually available in large numbers to accommodate many students. 

• Internships and practicums: These are opportunities created by organizations 

for students and recent graduates for a defined period. Because they involve 

structured work, they enable students to develop and master technical and 

professional capacities by observing the work activities of other employees, 

taking on supervised tasks, and interacting with the workplace environment to 

understand how work practices are run. 

• Part-time employment: Students can seek and work part-time while studying 

to gain real-world work experience and practical skills, which they can build 

upon in the future. 

There are various other strategies to enhance job readiness. Morgan (2017) pointed out 

that graduates can engage in voluntary work, involving no formal obligations, to gain 

practical work experience. Career counseling programs, career talks, job fairs, and online 

training sessions with experts have also been recommended to enhance graduate job 

readiness (Higgs & Cloutman, 2019).  

According to Ramisetty et al. (2017), enhancing employability and job readiness 

is supported when colleges and institutions of higher learning engage in teaching 

analytical and thinking skills instead of specific skills. Such is because learning how to 

learn is important than applying solutions to problems, since mastery of this skills helps 

in persons having the ability to create solutions, as opposed to only being able to only 

apply pre-created solutions. Better problem-solving and decision-making skills assist 
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employees in employability. Transferable employability skills should also be taught in 

colleges to ensure that graduates are equipped with the knowledge and skills of how to 

secure and fit into the job environment. Moreover, it is critical to ensure that work-

readiness activities are formulated which support the overall integration of the graduates 

to the workplace. These activities should focus on building positive behaviors and 

attitudes towards the work that needs to be accomplished. Hence, it becomes easier to 

improve the sense of organizational attachment while developing employment 

relationships and understanding how workers should behave (Zając et al., 2018).  

Graduates’ readiness for work is also enhanced through the provision of different 

measures that help them learn the vital skills for the work environment. Such is supported 

by ascertaining that the young people are subjected to different opportunities, which 

grants them workplace experience. The process also involves adapting and developing 

measures, which facilitates in meeting the needs for the learners (Zając et al., 2018). 

These involve having a combination of basic activities and skills that aim at developing 

attitudes and behaviors of employers for the young people. Moreover, it is critical to 

ensure that work-readiness is kept flexible enough so that it can meet the different needs 

of the graduates. Initiatives should be established, which are delivered to the learners in 

groups or on an individual basis, which focus on enhancing the aspect of work readiness 

(Zając et al., 2018).  

Summary and Conclusions 

This chapter provided an in depth look at the concept of job readiness and 

employability skills. It addressed new trends in the job market and identified the skills 
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that are considered most valuable to employers. There is significant evidence to suggest 

that the focus of employers have shifted for being mainly on a perspective employees’ 

academic skill, but to a greater focus on skills such are time management, ability to work 

with others and creativity and problem-solving skills.  

The reviewed literature provides views from the United States, United Kingdom, 

and Africa, but the research could find no evidence of research conducted in this area in 

Antigua or any other Caribbean island. The literature reviewed spoke to the measure that 

could be put in place by institutions in these first world and developed nations to enhance 

the vocational readiness of post-secondary school students in these areas. In this study, 

the researcher addressed the gap that exist as it relates to documenting the views of 

HRMs in Antigua on the vocational readiness of post-secondary school students and 

provide information relevant to this diaspora. This research may allow for steps to be 

taken when necessary to improve the human resources product in Antigua. Chapter 3 will 

provide a comprehensive look at how the researcher intends to carry out the research. The 

chapter will seek to give a comprehensive understanding of the research process that will 

be employed. 

  



50 

 

Chapter 3: Research Method 

Introduction 

The purpose of this simple qualitative study was to explore the perceptions of 

HRMs in Antigua as they related to the vocational readiness of post-secondary school 

students in Antigua. Interviews were conducted with HRMs to gather their views on this 

subject. A key component of the research was the implication it could have for positive 

social change. This research had the potential to provide data that could be used to inform 

best practices, as it related to the vocational readiness activities to which secondary and 

post-secondary school students in Antigua were exposed. 

In this chapter, I address all aspects of the research method that were used. The 

researcher addressed the research design of the study and explained the role and rationale 

of the research. Also, the chapter addressed research methodology, the RQ, and examined 

the instrument that was used. The researcher also spoke to the issue of participant 

selection and the procedures that were used for recruitment and participation. 

Additionally, data collection, data analysis, ethical procedures, and matters pertaining to 

trustworthiness were discussed. 

Research Design and Rationale 

The researcher addressed the following RQs in this study: 

RQ1: What are the perceptions of HRMs in Antigua regarding the vocational 

readiness of post-secondary school graduates? 

RQ2: What are the perceptions of HRMs in Antigua regarding the offerings of 

tertiary institutions to address the vocational readiness of their students? 
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RQ3: What are the perceptions of HRMs regarding value individuals place on 

been adequately prepared for the world of work in Antigua?   

A key element in conducting scholarly research was having a comprehensive 

understanding of both quantitative and qualitative research methods and the usefulness of 

each in the gathering and analysis of data. The approach chosen depended on the type of 

data that the researcher sought to gather. When a researcher was studying a phenomenon 

where the intention was for the findings to be generalized to the wider population, the 

quantitative approach was used (Arghode, 2012). However, if the researcher intended to 

use a small volume of information-rich participants to study a phenomenon, investigating 

things such as feelings, values, and perceptions, a qualitative approach was used 

(O’Dwyer & Bernauer, 2014). In instances where the researcher intended to study the 

phenomenon using a multidimensional approach, the mixed-method approach was 

employed (Arghode, 2012). Several common approaches could be used in qualitative 

research, including case study, content analysis, ethnography, grounded theory, historical, 

narrative inquiry, and phenomenology. Depending on the type of data the researcher was 

trying to capture, the appropriate approach was chosen. 

The simple qualitative approach was used in research where the researcher was 

interested in exploring and capturing how an event, process, or activity was perceived by 

the participant (Arghode, 2012). In this approach, the researcher explored the perceptions 

of HRMs on the vocational readiness of post-secondary school students in Antigua, the 

offerings at tertiary institutions in Antigua to address vocational readiness, and the type 

and quality of vocational readiness activities included in the curriculum offerings in 
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schools in Antigua. The researcher used the interpretive description approach because 

this approach allowed the research to gather the views of the practitioner—in this case, 

the HRMs—with the understanding that their views were not absolute but based on their 

subjective experiences. Using this particular approach allowed the researcher to blend 

and borrow elements of the more established qualitative approaches (Thorne, 2008). If 

the researcher had been interested in conveying a life story through narrative analysis, 

looking at a particular phenomenon, or entering the subject’s conceptual world to explain 

the essence of the phenomenon being studied, a different approach would have been 

chosen. In this instance, the researcher simply aimed to describe and interpret the views 

of the research participants on their perception of the vocational readiness of post-

secondary school students in Antigua. 

Role of the Researcher 

In this instance, the researcher was an observer-participant examining the views 

of the research participants. In the qualitative research process, the researcher was an 

active learner as well as the key instrument of data collection (Creswell, 2012). The 

researcher not only learned from the information shared by the participants but also 

observed their reactions (both verbal and nonverbal). The researcher had no prior 

relationship or previous interactions with any of the participants, so there was no power 

dynamic to consider or concern regarding influence or bias that the researcher could have 

had over the research participants. No incentives were offered for participation in this 

research. The researcher had no employment history or personal relationship with the 

HRMs participating in the study or the establishments they represented. 
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The researcher had to remain aware of how subjectivity impacted the data 

collection process. The researcher maintained an even tone when communicating with 

research participants and ensured that body language was neutral yet warm and engaging. 

During the interviews, the researcher asked questions in a manner that encouraged open 

and free discussion. In qualitative research, the researcher had to be mindful of self-

awareness, self-reflection, and self-revelation (Karagiozis, 2018). 

Methodology 

For this research, the generic qualitative approach was used, involving semi-

structured interviews with open-ended questions to engage each participant in meaningful 

discussion. This type of questioning was used when the researcher was interested in 

exploring the views of the participants. Although Patton (2015) suggested that this form 

of research did not require the use of a theoretical framework, the researcher used the 

EVT and Holland’s theory of career choice as the theoretical framework for this study. 

The researcher believed that using these frameworks to construct interview questions 

allowed for the exploration of the perceptions of HRMs in Antigua regarding the 

vocational readiness of post-secondary school graduates, providing useful data to fill the 

gap in research related to empirical evidence that could drive positive social change. 

Once the data were collected, the researcher coded the data and used thematic analysis to 

highlight emerging themes. Both NVivo software and manual methods were used to code 

and analyze the data. After analyzing the data, the researcher discussed the findings and 

made recommendations informed by the data. 
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Participant Selection Logic 

While a quantitative approach required a hypothesis, a qualitative approach 

required a RQ. The qualitative approach chosen informed the way the question was 

structured. In this study, questions were structured to capture the perceptions of the 

participants. The questions were as follows: 

RQ1: What are the perceptions of HRMs in Antigua regarding the vocational 

readiness of post-secondary school graduates? 

RQ2: What are the perceptions of HRMs in Antigua regarding the offerings of 

tertiary institutions to address the vocational readiness of their students? 

RQ3: What are the perceptions of HRMs regarding the type and quality of 

vocational services that are built into the secondary and tertiary school curriculum in 

Antigua? 

For this research, the researcher used purposeful sampling to select participants. 

Purposeful sampling is used in research projects where the intention was to deliberately 

choose a representative set of information-rich participants (Creswell, 2012). A sample 

size of 10 to 20 participants was considered ideal to ensure the credibility and 

trustworthiness of a research project (Saldaña, 2011). In this research, the researcher used 

10 HRMs. While purposeful sampling aligned with the research methods, the researcher 

was cognizant of the fact that one disadvantage of this sampling method was the potential 

for researcher bias. To mitigate this, the researcher provided inclusion and exclusion 

criteria to reduce bias. 
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Once a company or firm was located in Antigua and had employed an HRM for 5 

or more years, they were considered to have met the inclusion criteria for participation in 

the study. Any individual who had worked with the researcher in another capacity or was 

otherwise familiar with the researcher was excluded from the study. The HRM had to 

satisfy both the inclusion and exclusion criteria to be eligible to participate in the study. 

Given that Antigua was only 108 square miles, the geographic location of participants did 

not pose an issue, as it was easy to travel from one part of the island to another. 

The researcher used 10 HRMs from a cross-section of businesses in Antigua. 

Based on the size of Antigua and the number of businesses with HRMs, the researcher 

believed that using 10 participants allowed for data saturation. Achieving saturation 

ensured that adequate data were considered to allow for a robust and valid understanding 

of the study (Creswell, 2012). Maher et al. (2018) suggested that when participants were 

knowledgeable about a subject, as was assumed to be the case with participants in this 

research, an in-depth, semi-structured interview using open-ended questions could reach 

thematic saturation with as few as one participant. The researcher believed that given the 

small size of Antigua, the number of businesses, and the relatively small working 

population, using 10 HRMs allowed for saturation to be reached. To be included in this 

study, the HRM had to have a minimum of 5 years of experience in the role at a firm in 

Antigua. The researcher believed this time frame gave the participants adequate time to 

observe and interact with post-secondary school graduates in Antigua and offer 

meaningful data for the Antiguan context. 
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During the initial phone conversation, participants were asked to identify how 

long they had worked in the position of HRM in Antigua. The HRM at The University of 

the West Indies Five Islands Campus, where the researcher was employed, was excluded 

from the study. Any HRM who had worked with the researcher in any capacity, even 

though they met the inclusion criteria, was excluded from the study. The researcher used 

the telephone directory to make a list of various types of businesses across Antigua that 

may have an HRM. A call was made to confirm that there was an HRM employed at each 

company. Once confirmed, the researcher selected 12 businesses from the list. Each 

HRM was contacted by phone and given a brief overview of the study, explaining the 

benefits and the potential for positive social change. An appointment was secured at the 

discretion of the HRM once they indicated an interest in participating in the study. At the 

start of the interview, each participant was asked to sign an informed consent form, 

clearly stating that their participation was voluntary and that they could withdraw at any 

time. 

Instrumentation 

For this study, the instruments for data collection took the form of semistructured 

interviews with open-ended questions. The researcher designed the interview questions 

specifically to elicit responses related to each RQ. To establish the sufficiency of the 

instrument, the researcher had the questions reviewed by a panel of two content experts. 

The members of the panel drew on their expertise and research skills to carry out an in-

depth assessment of the interview questions. Once the review was completed, 

adjustments were made based on the panel's feedback. 
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Interview Questions 

RQ1 was, What are the perceptions of HRMs in Antigua regarding the vocational 

readiness of post-secondary school graduates? The related interview questions were 

1. Give a brief description of your company. 

2. What do you consider the strongest markers of vocational readiness? 

3. What employability skills are most valued in your company? 

4. What would you say are the most common areas of weakness as it relates to 

the employability skill of employees/potential employees? 

5. If an employee is proficient in only one area (either academically sound but 

lacking in the nonacademic employability skills or the other way around), 

which are you most likely to hire based on, and why? 

RQ2 was, What are the perceptions of HRMs in Antigua regarding the offerings 

of tertiary institutions to address the vocational readiness of their students? The related 

interview questions were 

1. Other than academic soundness, what other skill are you looking for in 

employees? 

2. Do you think education institutions in Antigua focus on the development of 

skills other than the academic ones? 

3. Can you identify specific things that tertiary institutions should do to foster 

vocational readiness? 

4. What do you think would be the impact of mandatory vocational counselling 

sessions in secondary schools and tertiary institutions in Antigua?   What is 
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the general level of education your employees hold? What would be the best 

type of vocational training for your business? 

RQ3 was, What are the perceptions of HRMs regarding the value individuals 

place on been adequately prepared for the world of work in Antigua? Do you think 

employees value their jobs? Explain your answer. The related interview questions were 

1. What do you think outside of money most motivates individuals to perform on 

the job? 

2. How does an employee motivation and the value the place on their job impact 

their performance? 

Procedures for Recruitment, Participation, and Data Collection 

Recruitment 

To identify participants for this study, purposeful sampling was used. Once the 

researcher had identified the participants, contact was made with each participant via 

telephone call. During the initial call, the purpose of the study was explained and 

confirmation of willingness to participate in the study was sought. Once the participant 

was willing to participate in the study, an appointment for an in-person meeting was 

scheduled. 

Data Collection 

After I made initial contact with the participants and obtained their consent, I 

scheduled the first face-to-face meeting with each participant. During that meeting, the 

researcher again briefed the participants on the purpose of the study and provided them 

with consent forms to review and sign. Once the participant agreed to sign the form, a 



59 

 

copy was kept in the researcher’s file and a copy was given to the participant. Once the 

consent forms were signed, the interview schedule approved by the IRB was used to 

conduct the individual interviews. All interviews were conducted by the researcher over a 

3-week period. Each interview lasted for 60 min and was recorded using an electronic 

device.  Data were stored on paper as well as electronic and audio equipment. All 

collected data were stored in a safe located in my home. 

Interviews. I conducted face-to-face interviews with 10 HRMs in Antigua using 

open-ended questions. An interview schedule was constructed by the researcher to guide 

the interview process. Each interview lasted approximately 60 min. The researcher 

secured the participant’s permission to record the interview. Once agreed upon, the 

interview was conducted in the participant’s office or another agreed-upon location if an 

office was unavailable. All of Antigua’s established COVID-19 protocols were strictly 

observed. 

Debriefing. Several debriefing methods that can be used in research projects 

where a qualitative format is used. For the purposes of the study, the researcher used a 

debriefing form (see Appendix A) that consisted of a statement of gratitude, a brief write-

up on the purpose of the study, a confidentiality clause, a statement regarding the final 

report, my contact information, and suggestions for further reading on the research topic. 

Transcription. At the end of each interview, the recording was transcribed 

verbatim. Saldaña (2011) suggested that researchers be attentive and self-aware during 

the interview process to reduce the occurrence of inaccurate documentation. The 

researcher used the data collected to gain insight into the views of the participants.  
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NVivo software was used to identify emerging patterns and themes. Reflection on the 

findings and discussion of the findings with the participants helped the researcher refine 

emerging themes and patterns. This process also clarified and validated the interpretation 

and analysis of the data collected (Creswell, 2012).Lincoln and Guba (1985) supported 

the use of an audit trail to ensure validity.  The researcher’s audit trail consisted of a 

reflective journal and extensive interview notes. 

Data Analysis Plan  

In qualitative research, coding is the “process of identifying different segments of 

the data that describe related phenomena and labeling these parts using broad category 

names” (Lodico et al., 2010, p. 183). This research was designed to capture the 

perceptions of HRMs on the vocational readiness of post-secondary school graduates in 

Antigua. The researcher conducted semistructured interviews using open-ended questions 

to gather data from information-rich participants. Each interview was recorded using an 

electronic device and transcribed verbatim. Each interview was given a unique name 

based on the naming mechanism created by the researcher, which was used to maintain 

the anonymity of the participants. 

For the purposes of this study, the researcher used two forms of coding to ensure 

the reliability of the data and the validity of the findings. The first was NVivo software, 

and the second was manual coding using paper, colored markers, sticky notes, and 

hierarchical coding frames. This allowed the researcher to organize the data into codes 

based on how they related to each other, facilitating the easy recognition of themes. The 
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researcher grouped data into themes and employed thematic analysis. Using two different 

formats to code the data allowed for rigorous analysis (Maher, 2018). 

The researcher first went through each interview in detail to get a general sense of 

the data, then went through each interview again, coding the data line by line for each 

RQ. The codes were then categorized, and inductive coding was used to create the codes. 

The interviews were grouped into smaller groups based on businesses that were similar in 

nature. A sample of the data was read, and the researcher created codes to cover the 

sample. The sample was reread, and the codes created were applied. A new sample from 

the data set was read, and the same codes were applied. The researcher made a note of 

where the codes did not match or where new codes needed to be created. Based on the 

second sample, new codes were created. This process was repeated until all the data 

collected were coded. Once done, a hierarchical coding frame was used to organize the 

codes.   

The NVivo software was also used to code the data as part of the triangulation 

process. Coding with the software organized the data into themes (Saldaña, 2016). The 

results of the electronic coding were compared with those that emerged from the manual 

coding. The researcher then performed thematic analysis based on the established codes. 

It was anticipated that a significant amount of in-depth information would be gathered 

from each interview, which would be analyzed to provide answers to the three RQs. 

When conducting research, the researcher must have a plan to deal with 

discrepancies in the data. In this study, the researcher recorded discrepancies that arose 

during the data analysis process. These discrepancies were discussed as part of the 
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research findings, and the discrepant data were used to identify possible areas for new 

research. Including a discussion about discrepant data in Chapter 4 increased the 

trustworthiness of the study. 

Issues of Trustworthiness 

In any research project, issues of trustworthiness have direct implications for the 

validity and reliability of the research and ultimately for the usefulness of the empirical 

evidence gathered. Participants received no monetary compensation for participating in 

this study. I designed an evaluation feedback form (see Appendix B) that I asked each 

participant to take 10 min to fill out at the end of the interaction. The researcher used 

several methods to increase the trustworthiness of this study. 

Credibility 

To ensure the credibility of a research project, necessary measures were put in 

place to align all the various research components (Creswell, 2012). These components 

included the theoretical framework, data collection methods, and data analysis. The 

researcher used the EVT and Holland’s theory of career choice as the theoretical 

framework for this research, as it was felt that the tenets of both theories would help the 

researcher understand the participants' perceptions in a way that would contribute 

meaningfully to the existing body of knowledge and address the research gap. 

The credibility of any research relies heavily on data accuracy (Creswell 2012). 

The researcher addressed this by having each participant review the verbatim transcript of 

their interview to ensure that their perceptions were correctly documented. Using member 

checking and cross-checking is part of triangulation, which helps improve the credibility 
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of research. The quality of the research instrument was also carefully addressed, as the 

instrument also impacts the credibility of the research. The researcher ensured that the 

instrument design captured all the key data. Transparent processes for the selection of 

research participants were also established. Methods of triangulation such as recorded 

interviews, verbatim transcripts, reflective journaling, and notes were used. Participants 

were debriefed, and necessary adjustments were made to ensure data accuracy. 

Transferability 

Research projects meet transferability criteria when the results of the study can be 

transferred to another organization or group of people in similar situations. Researchers 

ensure transferability by using clear methods, triangulating sources of data, and providing 

an in-depth discussion of findings (Saldaña, 2011). In this study, detailed descriptions of 

the methodology, recruitment of participants, data collection methods, data analysis, and 

findings were provided to ensure transferability. 

Reflective Journal 

A reflective journal is one of the systems put in place to increase the validity of a 

research. In qualitative research, researcher bias is a concern, and the reflective journal is 

one way of addressing this concern. The reflective journal is a document that is written 

up by the researcher to document their feeling, thoughts and presuppositions during the 

data collection and data analysis processes (Saldaña, 2011). The reflective journal 

allowed the researcher to document for the purpose of reflection the rational guiding their 

thoughts, feelings and actions during the research process. This journal facilitated the 

process of reflexivity by allowing the researcher the opportunity to identify and explore 
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their personal assumptions, and experiences, and how they affected the research process. 

Using a reflective journal aided in making the research process as transparent as possible. 

The researcher used the reflective journal to document the researcher’s thoughts, feelings, 

emergent themes, and patterns during the data collection process to reduce the impact of 

personal bias on the analysis of the data (Ortlipp, 2008).   

Dependability 

The issue of dependability is important to the trustworthiness of a research 

because it is directly linked to the consistency and transferability of the research. The 

dependability of a research project looks at the degree to which research findings can be 

considered reliable and how research procedures are documented to facilitate another 

individual following, auditing and critiquing the research process (Patton 2015). One 

method of achieving dependability is the have an external audit. This is where another 

researcher examined the data collection, data analysis and research findings with the sole 

purpose of ensuring that all of the interpretations and findings aligned with the raw data.  

In this study that role was filled by the members of my dissertation committee. 

Confirmability 

When conducting research confirmability speaks to the degree to which other 

researchers can corroborate or confirm the findings of the study. This is another method 

to address researcher bias (Patton, 2015). In this research the researcher used several 

methods to address the issue of confirmability. The methods are as follows: identifying 

my role as the researcher, using methods of triangulation, and conducting an external 
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audit. The researcher is of the view that combining these methods adequately addressed 

the issue of confirmability.   

Intra- and Intercoder Reliability 

Another method of increasing reliability in a research project is through the use of 

intra- and intercoder reliability. Since this study only had one researcher, the intracoder 

method was the one that is applicable. Intracoder reliability speaks to the consistent 

manner in which a researcher codes the data. In this research the researcher used NVivo 

coding as well as the verbatim transcripts from the recorded interviews to ensure coding 

reliability. The researcher also used the same method to code every interview to 

guarantee consistency. 

Compensation 

 Participants received no monetary compensation for participating in this study.   

Participant Evaluation 

 The researcher designed an evaluation feedback form (see Appendix C) for each 

participant to fill out at the end of the interaction. The form was designed to take no more 

than 10 min to complete.  

Ethical Procedures 

When conducting research, it is crucial to the validity and the reliability of the 

research project to ensure that all ethical considerations are correctly and adequately 

addressed. IRB procedures ensured that the researcher correctly treated all ethical 

considerations. IRB procedures addressed issues of assent, informed consent, 

transparency, confidentiality, relationship boundaries between the research participants 
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and the researcher, and reciprocity among others. Creswell (2012) suggested that 

qualitative research where the researcher is attempting to gather the perceptions of 

research participants is subjective by nature and as such is prone to research bias. Thus, 

in these cases due care must be taken to ensure that there is effective treatment of all 

ethical concerns. The researcher obtained IRB approval before undertaking data 

collection (approval no. 07-07-23-0511665).  

In each case, the signed consent of each participant was secured before the start of 

the interview. The researcher informed each participant during the initial interaction that, 

if at any point the wished, they could terminate their participation in the research and 

their decision will be honored. All the participants were adults so there was no need for 

parental permission, assent forms, or any of the other ethical considerations necessary 

when children are involved in research. The participants were informed of the naming 

mechanism that was employed to maintain their anonymity. This had to be done so that 

when the results of the study are shared individuals will not be able to link (directly or 

indirectly) any of the information to any participant. Each interview transcript was given 

a unique name to assist in securing the identity of the participant.   

In this study the researcher had no prior relationship with any of the research 

participants, this lessened the possibility of the research having an influence on the 

perceptions shared by the participants. The research was careful not to assume a position 

(re seating and body language) that could be perceived as a position of power when 

conducting the interviews. Participants were not offered any form of incentives or 

rewards for participating in the study. As such the opportunity for data to be skewed 
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because of incentives and rewards given was eliminated.  There was no harm to 

participants because of participating in the study. 

All hard copies of transcribed interviews and notepads containing handwritten 

notes are stored in a document safe in a secure area. The researcher is the only one with 

the combination to the safe. All electronic documentation has been stored on the 

researcher’s personal laptop and is password protected. The data will be stored for a 5-

year period once the research is completed, then at the end of the required storage period, 

the hard copies will be burnt and the electronic files deleted. The researcher inquired 

about any participation in research procedures that business may have had for their 

employees to participate in research projects. No companies had existing procedures and 

so the researchers conduct will be guided by the procedures outlined by the IRB.   

Summary 

This study was conducted using a simple qualitative approach. It captured the 

views of 10 HRMs in Antigua, regarding their perception of vocational readiness of post-

secondary school graduates in Antigua. Purposive sampling was used to select research 

participants. Semi-structured interviews featuring open-ended questions were used to 

gather the data. Interviews with each manager were transcribed verbatim. This allowed 

for triangulation of the data as well as allow for the researcher to capture emerging 

themes and ensure that the data were thoroughly captured and analyzed. The researcher 

used both manual and electronic methods to code the data to allow for a thematic 

analysis. Participants were asked to sign a consent form and were informed of their right 

to withdraw their participation at any point they may wish to. This chapter also addressed 
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my role as the researcher and the measures put in place to address researcher bias, issues 

of trustworthiness and ethical concerns. Chapter 4 provides a detailed account of the 

interview as well as an analysis of the data collected.  The data collected and analysis of 

the data collected will be provided for each of the RQs.  
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Chapter 4: Results 

Introduction 

This qualitative study was conducted to explore the perceptions of HRMs 

regarding the vocational readiness of post-secondary school graduates in Antigua. 

Vocational readiness is a critical factor in the successful transition from education to 

employment, and understanding how well graduates are prepared to meet the demands of 

the workforce is essential for informing educational practices and policies. To provide a 

robust analysis, the study was guided by two theoretical frameworks: John Holland’s 

theory of career choice and Wigfield and Eccles’s expansion of EVT. These theories 

provided the foundation for exploring the complex interplay between career preferences, 

motivations, and the preparedness of graduates for the world of work. 

The researcher sought to answer three RQs, which were as follows: 

RQ1: What are the perceptions of HRMs in Antigua regarding the vocational 

readiness of post-secondary school graduates? 

RQ2: What are the perceptions of HRMs in Antigua regarding the offerings of 

tertiary institutions to address the vocational readiness of their students? 

RQ3: What are the perceptions of HRMs regarding the value individuals place on 

being adequately prepared for the world of work in Antigua? 

These questions were aimed at capturing a comprehensive understanding of the 

vocational readiness of graduates from the perspective of those who are directly involved 

in the hiring process and workforce development. The study employed a qualitative 

approach, using semistructured interviews with HRMs in Antigua to gather rich, detailed 
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data that would reveal the strengths and weaknesses of the current education system in 

preparing students for employment. 

Through a thematic analysis of the interview data, this chapter presents the key 

findings of the study, organized around the three RQs. The results are discussed in the 

context of the theoretical frameworks, with an emphasis on how the perceptions of HRMs 

align with or diverge from the expectations set forth by Holland’s theory of career choice 

and Wigfield and Eccles’s expansion of EVT. The findings provide valuable insights into 

the vocational readiness of graduates, the effectiveness of educational programs, and the 

factors that influence the perceived value of workforce preparedness in Antigua. 

This chapter not only highlights the areas where the educational system is 

succeeding but also identifies critical gaps that need to be addressed to better align 

graduate outcomes with the needs of the job market. It will discuss the setting of this 

study, the participants demographics, data collection and data analysis. The chapter will 

further discuss evidence of trustworthiness, the results of the study, and will conclude 

with a summary. The insights gained from this analysis are intended to inform educators, 

policymakers, and employers on how to enhance the vocational readiness of post-

secondary school graduates, ultimately contributing to the development of a more 

competent and competitive workforce in Antigua. 

Setting 

To collect the data for this study, the researcher conducted semi-structured, in-

person interviews that featured open-ended questions. The participants were 10 HRMs in 

Antigua. The interviews were conducted at the conference room of the Antigua Printing 
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and Publishing Ltd, and each interview last approximately 60 min. The interviews were 

all recorded on my password protected personal laptop. 

Demographics 

Participants for this study were recruited from businesses in Antigua that had 

HRM. The individual had to be a HRM in Antigua for at least 5 years but did not need to 

be working at the present company for 5 years. The initial conversation was via a 

telephone call where the potential participant was briefed about the study and then asked 

if they would be willing to participate. If they denied the conversation ended with the 

researcher thanking them for their time. Where the HRM agreed to participate, a time for 

the interview was agreed upon between the researcher and the participant. 

Of the 10 participants, two were male, and eight were female. All participants had 

worked in Antigua as HRMs for at least 5 years. None of them was previously known to 

the researcher or had ever worked with the researcher at any point. The participants came 

from various types of businesses in Antigua. Participants’ demographics are provided in 

Table 1. 

Table 1 

Participant Demographics 

Participant Gender Type of business 

P268-1 
P268-2 
P268-3 
P268-4 
P268-5 
P286-6 
P268-7 
P268-8 

Female 
Female 
Male 

Female 
Female 
Female 
Female 
Female 

Private 
Nongovernmental organization 

Statutory body 
Private 
Private 
Private 
Private 
Private 
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Participant Gender Type of business 

P268-9 
P268-10 

Female 
Male 

Private 
Private 

 

Data Collection 

Participants for this study were purposefully selected, a process which began once 

IRB approval had been secured. The researcher used the country’s telephone directory 

and called business places listed in the directory. Once the call was answered the 

researcher inquired if the company had an HRM. If the answer was yes, the researcher 

asked to speak to the person filling the position to get their approval to participate in the 

study.  This method was used to secure 10 participants for this study.  

An interview schedule was created by the researcher and the sufficiency of the 

instrument was verified by a panel of two content experts. This instrument was used to 

conduct all the interviews. The interviews were conducted in the conference room of the 

Antigua Printing and Publishing Ltd, a secure, private space. The interviews lasted 

approximately 60 min each. In each instance there was one in-person meeting where the 

interview was conducted and subsequently the transcription of the interview was sent to 

the participants personal email address for verification.   

In each instance the interview was recorded on the researcher’s personal 

password-protected laptop using the Otter program. Once the interview was completed 

the researcher cleaned the transcript before sending it to the participant for verification.  

This allowed the researcher to become familiar with the content of the interview and 
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allowed for the early identification of themes. All the data were collected as outlined in 

chapter 3 with no variation. 

Data Analysis 

In qualitative research, coding is the process of identifying different segments of 

the data that describe related phenomena and labeling these parts using broad category 

names (Lodico et al., 2010). This study aimed to capture the perceptions of HRMs on the 

vocational readiness of post-secondary school graduates in Antigua. To gather data from 

information-rich participants, the researcher conducted semi structured interviews using 

open-ended questions. Each interview was recorded using an electronic device and then 

transcribed verbatim. To maintain participant anonymity, each interviewee was assigned 

a unique identifier based on a naming mechanism created by the researcher. 

To ensure the reliability of the data and the validity of the findings, the researcher 

used two forms of coding. The first form is NVivo software, and the second is manual 

coding using paper, colored markers, sticky notes, and hierarchical coding frames. This 

dual approach allows the researcher to organize the data into codes based on their 

relationships, facilitating the recognition of themes. The data were then grouped into 

themes and analyzed thematically, with the use of both formats ensuring a rigorous 

analysis of the collected data (Nowell et al., 2017). 

The researcher first reviewed each interview in detail to gain a general 

understanding of the data. Then, a second review was conducted, with the data being 

coded line by line according to each RQ. Inductive coding techniques were used to create 

the codes, and interviews were grouped based on the similarity of the businesses 
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involved. A sample of the data was read, and initial codes created to cover this sample.  

The same codes were applied to subsequent samples, noting where codes do not match or 

where new codes need to be created. This iterative process continued until all the data 

had been coded, at which point a hierarchical coding frame was used to organize the 

codes (Castleberry & Nolen, 2018). 

NVivo software was used to code the data as part of the triangulation process. The 

software helped to organize the data into themes, and the results from the electronic 

coding were compared to those from the manual coding (Silver & Lewins, 2014). The 

researcher then conducted a thematic analysis based on the established codes. As 

anticipated a significant volume of in-depth information was gathered from each 

interview, which was analyzed to ultimately answer the three RQs. When conducting 

research, it is essential to have a plan to address discrepancies in the data. In this study, 

the researcher documented discrepancies that arose during the data analysis process. 

These discrepancies were discussed as part of the research findings and used to identify 

potential areas for new research (Ravitch & Carl, 2021). 

Evidence of Trustworthiness 

In a qualitative study, trustworthiness refers to the quality and rigor with which 

the research is conducted, ensuring that the findings are credible, reliable, and accurately 

reflect the reality being studied. Trustworthiness is crucial because it determines the 

validity and applicability of the study’s conclusions. Trustworthiness is assessed through 

a wide range of criteria.  It includes but is not limited to Credibility, which refers to the 

confidence that can be placed in the truth of the research findings. Transferability, the 
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extent to which the findings of the study can be applied or generalized to other contexts 

or groups, dependability, the consistency of the research process over time, and 

confirmability, the criterion that is concerned with ensuring that the findings of the study 

are shaped by the participants and the data, rather than researcher bias or preconceptions. 

Together, these criteria help to ensure that the qualitative study is conducted rigorously, 

and that its findings are credible, applicable, consistent, and unbiased. Trustworthiness is 

essential for the integrity and acceptance of qualitative research, both in academic circles 

and in practical applications. 

Credibility 

In this study, several strategies were used to ensure credibility for the research.  

These include but were not limited to member checks, triangulation, and reflexivity. The 

researcher also addressed the issue of credibility by ensuring that all the various 

components of the research aligned (Creswell, 2012). One of the first steps in managing 

the trustworthiness of a research is handling the quality of the research instrument. The 

instrument was reviewed by a team of expert in the field to ensure that it would capture 

the relevant data to address the RQs.  The participants were selected using a transparent 

procedure, and various methods of triangulation were engaged.   

The methods of triangulation used were recorded interviews, verbatim transcripts, 

reflective journaling and researcher notes. Participants were also asked to engage in a 

debriefing exercise. In each instance the participants were satisfied that the transcripts 

represented accurately the views that they shared and as such there was no need for the 

researcher to make any changes to the transcriptions. The researcher addressed the issue 



76 

 

of data accuracy by having each participant review the verbatim transcript of their 

interview to ensure that their views we correctly represented. Having the transcripts 

reviewed by the participant after the transcription has been done is a triangulation 

procedure that enhances the credibility of a research project. 

Transferability 

In this study, the researcher was intentional about detailing the research 

methodology, recruitment of participants, methods of data collection, and analysis of data 

in a way that would make replicating this study with another group of participants easy. 

The researcher used simple and concise way to report the findings of this study to ensure 

the criteria of transferability was adequately addressed. The findings were not only 

detailed in words, but tables, graphs, charts and other visual representations were used to 

ensure the findings were clearly expressed. 

Reflective Journal 

A reflective journal is a critical tool for enhancing the validity of qualitative 

research by addressing concerns related to researcher bias. It involves the researcher 

systematically documenting their thoughts, feelings, and presuppositions throughout the 

data collection and analysis processes (Peddle, 2022). The reflective journal serves as a 

medium for the researcher to articulate the rationale guiding their thoughts, feelings, and 

actions during the research process. This practice supports reflexivity, providing the 

researcher with an opportunity to identify and examine their personal assumptions and 

experiences and their potential impact on the research process. By fostering transparency, 

the reflective journal allows the researcher to systematically record emergent themes and 
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patterns, thereby minimizing personal bias in data analysis (Peddle, 2022). Table 2 

contains sample excerpts from my reflective journal. 

Table 2 

Excerpts From Reflective Journal  

Date Reflection Action 
July 24, 2023 “Today I conducted the first two 

interviews. In both interviews the 
HRMs expressed that post-secondary 
school graduates lacked the practical 
experience they are expected to have.  
This is in keeping with my 
assumptions. I need to be cautious 
here. While this resonates with my 
personal perspective, I must ensure 
that I don’t overlook other important 
insights that might not fit into my 
initial expectations.”  

“I will go back to the transcript and 
highlight any parts where participants 
speak about vocational counselling to 
ensure that I do not miss any points 
especially ones that do not align with 
my assumption.”  

July 25, 2023 “Today I conducted another two 
interviews.  As I move forward with 
my interviews, I am starting to see 
patterns that confirm my assumptions 
about the lack of vocational 
counseling and weak connections 
between schools/colleges and the 
workforce.  I have to be aware of 
how much emphasis I place on 
follow-up questions and not lead the 
discussion in a particular direction 
because of my preconceived ideas.  
Today at one point I was worried that 
I was steering the interview in a 
direction to get responses that 
supported my views.” 

“To counter this, I will try to approach 
each interview with fresh eyes and 
listen more intently for views that 
counter mine.  I will also make a 
conscious effort to ask deeper 
follow-up questions when 
participants share views that 
challenge my assumptions. Going 
forward after each interview, I will 
reflect on whether I explored both 
positive and negative feedback 
equally.” 

August 1, 2023 “During the interview I conducted 
yesterday the participant expressed 
frustration with young graduates' 
lack of professional attitude, which 
sparked an emotional reaction in me. 
I found myself agreeing strongly 
with the participant’s perspective, 
because I observe this with some of 
my younger work colleagues. As I 
now sit to reflect on the interview, I 
am worried about skewing my data.” 

“I will make a note to review that part 
of this interview transcript carefully 
to ensure I’m not overemphasizing 
this participant’s viewpoint. 
Additionally, I’ll reflect on my own 
experiences and how they may be 
coloring my interpretation of this 
response as well as other similar 
responses in other interviews.” 

 
Note. HRM = human resources managers.  
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My reflective journal had several outcomes on my research.  It caused me to be 

more self-aware so that I could ensure that I was mitigating against personal bias. The 

journal made me keenly aware of my personal biases and assumptions, and how my own 

ideas could influence the tone of the response so I could take intentional steps to correct 

this in other interviews. It also allowed me to have a more balanced and objective view 

when reviewing and interrupting the data. As a result of continuous reflection, I was able 

to identify weaknesses or gaps in my research design and interview technique. For 

instance, journaling highlighted areas where I felt as though I did not ask enough follow-

up questions on key themes.   

This allows me to be more in depth with my follow-up questions in the other 

interviews. The reflective journal caused me to be more thorough and clearer in my 

analysis and interpretation of the data. Because of the journaling I was forced to examine 

the transcripts for any themes that were not immediately obvious to me.  This was 

particularly so when addressing themes emerging from RQ3. Finally, the journal caused 

me to be mindful of how my own personal experiences, my background and my research 

choices affected the research process and the final outcomes.   

Dependability 

Dependability is a crucial aspect of trustworthiness in research, as it directly 

relates to the consistency and transferability of the findings. Dependability ensures that 

the research findings are reliable and that the research procedures are well-documented, 

allowing others to follow, audit, and critique the research process (Nowell et al., 2017; 

Tobin & Begley, 2022). One effective method for achieving dependability is through an 
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external audit. This process involved an independent researcher examining the data 

collection, data analysis, and research findings to ensure that all interpretations align with 

the raw data. In this study, the members of my dissertation committee fulfilled this 

auditing role. 

Confirmability 

Confirmability in a research project addressed to issue of other researchers been 

able to confirm or corroborate the findings of this study. The following are the methods 

that were used to manage confirmability in this study, identifying my role as the 

researcher, methods of triangulation, and an external audit. Combining these methods 

ensured that adequate coverage was given to the element of confirmability that the study 

need to have. 

Intra- and Intercoder Reliability 

In this study, there was only one researcher as such intra-coder reliability was 

used. The researcher first transcribed the interviews verbatim.  Then the interviews were 

coded manually and using NVivo. An extra layer or reliability was added but using 

ATLAS.ti to code after the manual coding and coding using NVivo. The researcher used 

the same method to code every interview to guarantee consistency. 

Compensation 

 During the initial telephone conversation to set up the interview it was discussed 

with each potential participant that there would be no monetary compensation for 

participating in the research. Each participant stated that they understood this and 

willingly participated in the study.  
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Participant Evaluation 

 The evaluation form given at the end of each interview proved very useful 

particularly at the end of the first two interviews. Along with the reflective journal it 

allowed the researcher to adjust follow-up questions to ensure that researcher bias did not 

impact the data that was collected. Based on the feedback participants enjoyed the 

interaction and looked forward to the findings been shared with them and were excited at 

the potential positive impact the study could have. 

Results 

The results section of this study presents the findings from 10 interviews 

conducted with HRMs in Antigua. These interviews were designed to explore the 

perceptions of HRMs regarding the vocational readiness of post-secondary school 

graduates, the effectiveness of tertiary institutions in preparing students for the 

workforce, and the value individuals place on being adequately prepared for the world of 

work. The results are presented in the form of thematic analyses, supported by direct 

quotes from the interviews. These themes are examined through the lens of relevant 

theoretical frameworks used for this study, to provide a comprehensive understanding of 

the factors that influence vocational readiness and preparation in Antigua. 

RQ1 was, What are the perceptions of HRMs in Antigua regarding the vocational 

readiness of post-secondary school graduates? This RQ sought to understand how HRMs 

in Antigua viewed the preparedness of post-secondary school graduates to meet 

workplace demands. Vocational readiness encompasses both academic and nonacademic 

skills that graduates bring to the workplace. The participants in the interviews highlighted 
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significant gaps in graduates' skills, pointing out that theoretical knowledge often 

outweighs practical skills. Research participants expressed concerns about the skills gap, 

especially in technical competencies and soft skills like teamwork and communication.  

Figure 1 represents the themes and codes the researcher extracted from the interviews 

based on the responses of the participants related to the first RQ.   

Figure 1 

Thematic Analysis Map 
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Theme 1: Skills Gap 

Skills gap refers to the difference between the skills that employers expect from 

employees and the actual skills that graduates possess when they enter the workforce. 

This gap can significantly impact the vocational readiness of graduates and their ability to 

meet the demands of the job market. All participants cited that in many instances post-

secondary school graduates in Antigua display gaps in many areas including a lack of 

practical experience, insufficient technical skills and poor problem-solving skills. Figure 

2 illustrates the distribution of the various skills gaps identified by HRMs, highlighting 

the prevalence of concerns regarding practical experience, technical skills, and soft skills. 

Figure 2 

Distribution of Skills Gap 

 

 

In the interview conducted with P268-3 it was stated that "many graduates lack 

the practical experience required to excel in the workplace. They might have the 
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theoretical knowledge, but they struggle to apply it in real-world situations." Practical 

experience involves hands-on exposure to real-world work environments through 

internships, apprenticeships, or part-time jobs. A gap in practical experience means that 

graduates may have theoretical knowledge but struggle to apply it in practical situations. 

P268-1, P268-4, P268-7, P268-9 and P268-10 said that they found that recent graduates 

are not fully equipped to handle the technical demands of their positions, as such there is 

either the need for additional training or, in some cases, difficulty in finding suitable 

candidates for technical roles. P268-2 stated, “The technical skills of graduates are often 

insufficient. We find that additional training is necessary to bring them up to speed."   

Participants expressed that while they valued the need for practical and technical 

knowledge, they felt that it was just as or in some cases more important for employees to 

be able to apply their knowledge to real world situations as this was crucial to 

productivity and relevance in the workplace. Graduates without practical experience may 

require more time to adjust to the workplace, often leading to a steep learning curve. 

Employers find that these graduates are not immediately productive, which can affect the 

overall efficiency of the organization. 

Mastery of soft skills was another gap that participants identified. Soft skills, also 

known as interpersonal skills, include communication, teamwork, problem-solving, and 

adaptability. These skills are crucial for effective collaboration, customer service, and 

workplace productivity. A gap in soft skills can hinder a graduate's ability to integrate 

smoothly into the work environment. The perception of P268-2, P268-3, P268-5 and 

P268-9 was that graduates might be technically competent but lacking the soft skills 
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needed to interact effectively with colleagues, clients, and supervisors. This can lead to 

challenges in teamwork, customer relations, and overall job performance. 

During the interviews participants shared their perception that there is a mismatch 

between education and industry needs. This aspect of the skills gap according to the 

research participants occurs when the education system does not align with the current 

needs of the industry. As a result, graduates may end up been trained in outdated methods 

or lack exposure to the latest technologies and practices that are in demand in the job 

market. Participants posited that this results in a struggle to find candidates who are well-

prepared to meet the specific requirements of their industry. This mismatch can lead to 

underemployment, where graduates are employed in roles that do not fully utilize their 

skills, or unemployment if they are unable to find suitable positions. The gap between the 

skills that graduates possess and those that employers need can hinder graduates' ability 

to succeed in the workforce. Addressing this gap requires a concerted effort from 

educational institutions to align their curricula with industry demands, incorporate more 

practical experiences, and emphasize the development of both technical and soft skills. 

Theme 2: Work Readiness 

This theme speaks to the perception that HRMs have on the preparedness of 

potential employees for the job. Work readiness refers to the extent to which graduates 

are prepared to meet the demands of the workplace immediately upon entering the job 

market. It encompasses not only technical and academic knowledge but also the practical 

skills, attitudes, and behaviors that are essential for effective job performance and career 

success. All participants noted to some degree that there was a high level of dependence 
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on theoretical knowledge and a lack of real-world application of said knowledge and 

skills. Work readiness involves the ability to apply the acquired theoretical knowledge in 

real-world scenarios. This includes using technical skills in a practical setting, making 

decisions based on knowledge, and problem-solving in dynamic work environments. 

P268-3, P268-5, P268-6, P268-7, P268-8. P268-10 implicitly stated while P268-1, P268-

2, P268-4, P268-9 explicitly stated that their expectation is that graduates will be able to 

transition seamlessly from academic learning to practical application in the workplace.  

However, their experience has been as illustrated in Figure 3 that potential 

employees had not mastered the nonacademic employability skills such as teamwork, 

critical thinking, communication, and time management. Multiple interviewees underline 

the importance of efficient problem-solving skills especially in jobs that are costumer 

service oriented, but by extension all job since every industry has some type of customers 

base, even if interaction with the customer is limited. P268-7 stated that "graduates often 

depend heavily on theoretical knowledge, but they lack the practical skills that are crucial 

for job performance." This makes it difficult to adequately perform on the job and results 

in companies having to invest time and other resources in making the employee work 

ready.   
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Figure 3 

Nonacademic Employability Skills Gap 

 

 

Participants spoke of the fact that they did not feel that potential employees 

possessed a good balance of the nonacademic employability skills necessary for them to 

perform effectively in the workplace. P268-10 stated that "there is a noticeable gap in soft 

skills such as communication and teamwork among graduates, which affects their 

readiness for the workplace." Soft skills, such as communication, teamwork, time 

management, and adaptability, are crucial components of work readiness. Participants felt 

that these were the skills that enable graduates to collaborate effectively, manage their 

time efficiently, and adapt to changing circumstances in the workplace. Graduates who 

lack proficiency in soft skills usually struggle with interpersonal relationships, managing 

workloads, and adjusting to new roles or tasks, which can impede their overall job 

performance and career progression. 
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 Discussions about work readiness also focused on the understanding of workplace 

expectations, and a potential employee’s professional attitude and work ethic. Graduates 

need to be familiar with the norms, expectations, and professional standards of the 

workplace. This includes understanding workplace culture, adhering to professional 

etiquette, and meeting performance expectations. Work readiness also involves having 

the right attitude and work ethic. This includes being punctual, reliable, responsible, and 

committed to continuous improvement. A professional attitude reflects an individual’s 

readiness to take on responsibilities and contribute positively to the workplace. A lack of 

understanding of workplace expectations can lead to difficulties in adapting to the work 

environment, affecting both the individual’s performance and their integration into the 

team. Employers value graduates who demonstrate a strong work ethic and a professional 

attitude, as these traits are indicative of an individual’s potential for long-term success 

and growth within the organization. 

Theme 3: Professional Attitude 

As depicted in Figure 4, another common theme that was present when it relates 

to the work readiness of post-secondary school graduates in Antigua was that there are 

deficiencies in their professional attitude, “many new hires lack professionalism. They 

don't understand workplace etiquette and often have unrealistic job expectations."  "A 

poor work ethic is common among recent graduates. They need to develop a stronger 

sense of responsibility and commitment." These direct quotes from P-268-1 and P268-6 

are examples of the shared views of the other participants. Many come into the 

workspace with very little work experience but desire to start at the managerial level.  
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They are unwilling to take counsel from seasoned employees, and as such it is difficult to 

integrate them into the work space.Potential employees, particularly those in their 20’s 

and 30’s, come in with their undergraduate and graduate degrees and have unrealistic 

salary expectations. P268-4 stated, “These young people come in and expect that because 

they have their master’s [degree] they should be making six figures and up annually to 

start, and that is simply not how things work.” 

Figure 4 

Professionalism Attitude Deficiency 

 

 

RQ2 was, What are the perceptions of HRMs in Antigua regarding the offerings 

of tertiary institutions to address the vocational readiness of their students? This RQ 

explored whether the programs and resources provided by tertiary institutions in Antigua 

adequately prepare students for the workforce. The views expressed by research 

participants suggest inadequacies in three main areas, namely curriculum relevance, 
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institutional support and educational quality. The word cloud in Figure 5 is a visual 

representation of the themes and codes created by the researcher based of the data 

gathered during the interviews in response to RQ2. 

Figure 5 

Word Cloud of Themes and Codes 

 

 

Theme 4: Curriculum Relevance 

Curriculum relevance involves ensuring that the content taught in educational 

programs aligns with current industry standards and future job market demands. A 

relevant curriculum equips students with the knowledge and skills required by employers, 

enhancing their employability and readiness for the workforce. The HRMs that 

participated in this study all had concerns about the curriculum presently been used in 

schools in Antigua. Many expressed anxieties about how relevant the present curriculum 
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is as it relates to preparing students for the present world of work climate. The questions 

raised range from when the last review of the curriculum was, to how much attention was 

given to industry alignment and development of practical skills.   

Table 3 highlights the key factors of curriculum relevance as identified by the 

research participants, sharing excerpts from each interview on industry alignment, 

practical skills development, and curriculum updates. P268-4 stated that "the curriculum 

in many institutions is outdated and does not align with the current industry 

requirements." The general feeling was that the main focus of educational institutions in 

Antigua is on the academic element. P268-2 shared that "there is a lack of courses that 

focus on practical training, which is essential for preparing students for the workforce." 
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Table 3 

Curriculum Relevance Factors Identified by Participants 

Participant Curriculum relevance factor 
 Industry alignment Practical skills development Curriculum updates 

 Participant interview excerpt 
P268-1 "Curriculum is moderately aligned 

but outdated in some technical 
areas." 

"Students lack sufficient real-
world application of skills." 

"Rarely updated to reflect 
new industry trends." 

P268-2 "Curriculum matches industry 
needs, but more focus on new 
technology is needed." 

"There is a lack of courses 
that focus on practical 
training, which is essential for 
preparing students for the 
workforce." 

"Updates are irregular, 
sometimes not aligning 
with current industry 
practices." 

P268-3 "Alignment is good but lacks 
integration with key industries like 
technology." 

"Students have some practical 
skills but not enough to be 
job-ready." 

"The curriculum hasn’t 
been updated in a few 
years, leading to outdated 
material." 

P268-4 "Reasonable alignment but lacks 
specific attention to current trends in 
my field." 

"Practical skills development 
is almost nonexistent." 

"The curriculum in many 
institutions is outdated and 
does not align with the 
current industry 
requirements." 

P268-5 "There’s some alignment, but many 
industry standards are missing from 
the curriculum." 

"Graduates aren’t receiving 
enough hands-on experience 
to prepare them for real-world 
tasks." 

"Curriculum updates seem 
infrequent, and industry 
input is not taken 
seriously." 

P286-6 "Curriculum reflects some industry 
standards, but it's behind in 
technological areas." 

"Practical skills development 
is severely lacking, especially 
in internships." 

"I don’t see regular updates 
happening, and they don’t 
address key industry 
changes." 

P268-7 "It’s somewhat aligned with 
industry needs but fails to address 
emerging sectors like IT." 

"There’s a lack of emphasis 
on critical thinking and 
problem-solving through real-
world practice." 

"The curriculum update 
process is slow and reactive 
rather than proactive." 

P268-8 "Mostly aligned with industry 
requirements but doesn’t keep up 
with rapid technological 
advancements." 

"Students are not gaining the 
practical skills needed for the 
specific demands of modern 
industries." 

"Curriculum updates are 
too slow to respond to new 
industry needs." 

P268-9 "Alignment is superficial, more 
focus on partnerships with industries 
is needed." 

"Practical training is 
neglected, with very few 
opportunities for students to 
gain real work experience." 

"Updates are few and far 
between, missing critical 
changes in industry 
standards." 

P268-10 "There’s a gap between what the 
industry needs and what’s being 
taught in schools." 

"Practical skills training is 
insufficient, and students enter 
the workforce unprepared." 

"The curriculum is not 
updated regularly, leaving 
students behind on current 
trends." 

 
Note. IT = information technology.  
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Theme 5: Institutional Support 

A common theme that was found in all 10 interviews was that there is a lack of 

career counselling services in institutions in Antigua both at the secondary level and 

above. Many interviewees expressed a desire to see this aspect of education more 

intentionally addressed by education institutions. This quote from the interview 

conducted with P268-5 echo’s the sentiment of the other interviews, "career counselling 

services are almost nonexistent. Students need more guidance on career planning and job 

search strategies." When institutions do not actively seek input from industry 

professionals in designing and updating their curriculum, the educational content may 

become outdated and misaligned with current industry needs. As a result, students may 

graduate with knowledge and skills that are no longer relevant or in demand, making it 

harder for them to secure employment and succeed in their careers. 

Poor engagement with industry professionals refers to the insufficient interaction 

and collaboration between educational institutions and professionals working in various 

industries. This lack of engagement can manifest in several ways, impacting the overall 

quality of education and the vocational readiness of students. At present educational 

institutions have not established strong partnerships with businesses, organizations, and 

industry leaders. This results in fewer opportunities for students to interact with 

professionals and gain insights into industry standards and expectations. Without these 

partnerships, students miss out on valuable networking opportunities, internships, and job 

placements that could enhance their practical experience and employability. 
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In addition, interviewees found that there was a lack of sufficient internship and 

job placement programs. P268-9 said that "internship and job placement opportunities are 

limited, which hampers students' ability to gain practical experience." Most participants 

were of the view that education institutions in Antigua do not engage effectively with 

industry professionals and as such either do not see the need to, or struggle to establish 

robust internship and job placement programs. These programs are essential for giving 

students hands-on experience and a smoother transition into the job market. Hence 

students find it challenging to gain practical experience while studying, which is often a 

critical factor in securing employment after graduation. The general feeling of 

participants was that there was a serious short fall in institutional support. Table 4 

provides direct quotes from each interview that speaks to the perceived lack of existence, 

or the ineffectiveness of various institutional support services and industry partnerships 

as perceived by HRMs in Antigua. 

  



94 

 

Table 4 

Participants’ Perceptions of Institutional Support Services and Industry Engagement 

Code Category Interview excerpt 
Institutional 
support 

Career 
counseling 

"Career counseling services are almost nonexistent. 
Students need more guidance on career planning." 
(P268-1) 

"Students lack proper career guidance to help them 
understand the job market and plan accordingly." 
(P268-2) 

"Career counseling should be mandatory to help 
students figure out their future career paths more 
effectively." (P268-3) 

"Institutions in Antigua and the wider Caribbean 
actually, don’t prioritize career counseling, which I 
think is crucial for helping students make informed 
decisions." (P268-4) 

"Students, based on what I have seen don’t know where 
to turn for career advice, and this messes up their job 
readiness." (P268-5) 

"Without career counseling, students often choose 
fields that don’t align with job market needs." (P268-
6) 

"Career counseling services are either absent or poorly 
structured." (P268-7) 

"We need a structured system to help students identify 
career paths that match their skills and interests." 
(P268-8) 

"Students don't have access to career counseling, and as 
a result, they make poor decisions regarding their 
careers." (P268-9) 

"Career counseling services are insufficient, leaving 
students with little guidance on job preparation." 
(P268-10) 

Internship 
programs 

"There are not enough internship opportunities for 
students to gain practical experience." (P268-1) 

"Internships are very limited, and students struggle to 
find practical work placements." (P268-2) 

"Most students graduate without having any internship 
experience, which puts them at a disadvantage." 
(P268-3) 

"Few students can secure internships, and those who do 
often get irrelevant experience." (P268-4) 

"Internship opportunities are few and far between, 
making it hard for students to develop practical 
skills.” (P268-5) 
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Code Category Interview excerpt 
"Internships should be a requirement, but there aren't 

enough offered." (P268-6) 
"Internship programs are very limited and not well 

promoted by institutions." (P268-7) 
"Lack of internships is a major problem, and students 

are not gaining real-world experience." (P268-8) 
"Internships are rare, and many students graduate 

without any work experience." (P268-9) 
"Internship programs are scarce, which negatively 

impacts students' practical knowledge." (P268-10) 
Industry 
partnership 

"Educational institutions in Antigua rarely work with 
industry professionals to create valuable 
opportunities." (P268-1) 

"From where I sit there is a clear disconnect between 
the job market demands and educational content due 
to poor collaboration." (P268-2) 

"Institutions and businesses rarely partner, leaving 
students without access to real-world work place 
experience." (P268-3) 

"There's no formal system for building partnerships 
with businesses, limiting opportunities for hands-on 
learning." (P268-4) 

"The lack of partnerships means students miss out on 
work place insights and practical experience.” (P268-
5) 

"Schools need to collaborate more with businesses to 
create internships and job placements." (P268-6) 

"Industry professionals should play a bigger role in 
shaping internship and job placement programs." 
(P268-7) 

"Educational institutions are not engaging enough with 
industry to create meaningful work placement 
programs." (P268-8) 

"There’s almost no interaction between institutions and 
work places to help students transition smoothly into 
jobs." (P268-9) 

"Educational institutions should collaborate more with 
the private sector and government as well to offer 
students hands-on training." (P268-10) 
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Theme 6: Educational Quality 

Educational quality refers to the overall standard of education provided by 

institutions, taking into account multiple aspects of education such as curriculum 

relevance (which we have already discussed), teaching effectiveness, institutional 

resources, student support services, and the outcomes achieved by students. It represents 

a comprehensive measure of how well an educational institution meets the needs of its 

students and prepares them for their future careers. Figure 6 provides a visual 

representation of how factors contribute to the overall perceived quality of education in 

Antigua’s institution as discussed by the research participants. 

Figure 6 

Factors Contributing to Educational Quality in Antigua 
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P268 stated, "There is a need for better-trained faculty who can provide both 

theoretical and practical knowledge." This sentiment was a common thread in most of the 

interviews. Teaching effectiveness refers to the ability of educators to deliver content in 

an engaging, clear, and impactful manner, fostering a conducive learning environment. 

Interviewees of the view that effective teaching helps students grasp complex concepts, 

develop critical thinking skills, and apply their knowledge practically, which is essential 

for their academic and professional success. 

Another area of concern was the resources available to education institutions in 

Antigua. Participants spoke to this area from several angles including, the availability and 

quality of facilities, technology, libraries, laboratories, and other resources that support 

the educational process. The expressed thoughts in the interviews was that adequate 

resources enable students to conduct research, perform experiments, and engage in 

hands-on learning, which are crucial for a comprehensive education but appeared to be 

limited or nonexistent in Antigua. 

Interviewees were of the opinion that support services which encompass areas 

like academic advising, career counseling, mental health services, and extracurricular 

activities that contribute to student development were not sufficient. While P268-3, P268-

8 and P268-9 share the view that some of these services exist to some degree it was not 

consistent throughout the educational system. P268-5 stated "the quality of education 

varies significantly across institutions. Some graduates are well-prepared, while others 

are not." Generally, participants shared the view that robust support services would help 
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students navigate their educational journey, address personal and academic challenges, 

and prepare for their careers effectively. 

Another area of educational quality that was addressed in the interviews was the 

lack of emphasis that educational institutions placed on nonacademic employability 

skills. Soft skills, or nonacademic employability skills, include a range of abilities such as 

communication, teamwork, problem-solving, adaptability, creativity, time-management, 

and emotional intelligence. According to the participants these skills are essential for 

effective interaction, collaboration, and overall job performance in any professional 

setting. 

All HRMs interviewed for this study suggested that educational institutions have 

traditionally prioritized academic knowledge and technical skills over soft skills.  

Curricula, therefore, are often designed to deliver subject-specific content and technical 

expertise required for specific fields. P268-2 stated that "many graduates have strong 

technical skills but lack the communication and teamwork abilities needed in the 

workplace." This traditional focus has over the years results in graduates who may be 

proficient in their technical areas but lack the interpersonal skills needed to thrive in a 

collaborative work environment. 

Participants also alluded to the fact that there is a common perception that soft 

skills are secondary to technical knowledge and can be developed on the job. As a result, 

they are often not given the same level of importance in educational programs. They also 

admitted that work places and HRM have also contributed to this thinking since in the 

past they often prioritize technical qualifications and academic achievements during the 
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hiring process, reinforcing the emphasis on hard skills over soft skills. This reinforces the 

educational focus on technical skills, as students and institutions align their efforts with 

what is perceived to be valued by employers.   

This thinking also translates to educational programs that do not integrate soft 

skills training into their core curriculum, leaving graduates underprepared for the 

interpersonal demands of the workplace. P268-4 stated that "there's a belief that soft 

skills can be learned on the job, so they don't get the attention they deserve in educational 

programs." P268-8 said that "based on widely publicized practices employers are 

perceived to be looking for technical qualifications first, which drives students and 

institutions to prioritize hard skills over soft skills." 

RQ3 was, What are the perceptions of HRMs regarding the value individuals 

place on been adequately prepared for the world of work in Antigua? This RQ 

investigates the motivations and expectations that individuals have regarding vocational 

preparation. Participating HRMs noted a clear divide between those driven by intrinsic 

motivation, such as passion and interest in their field, and those motivated by extrinsic 

factors, such as job security and financial rewards. Additionally, societal pressures, 

including the high value placed on formal education and prestigious careers, often drive 

students' career decisions, sometimes at the expense of practical skills development. 

Table 5 is a representation of the types of motivation, and how the identified motivational 

factors impact and influence motivation towards vocational readiness. 
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Table 5 

Types of Motivation and Their Impact 

Type of 
motivation 

Impact 
Individual 
motivation 

Societal expectations Personal 
development 

Intrinsic 
factors 

Passion, interest Emphasis on formal 
education 

Continuous 
learning, self-
awareness 

Extrinsic 
factors 

Job security, 
financial 
reward 

Societal recognition, 
financial stability, 
prestige of careers 

Mentorship and 
guidance 

 

Theme 7: Individual Motivation 

 P268-3 shared that “In my time as a human resource manager I have observed that 

many students place a high value on academic achievements, but they don't prioritize 

practical readiness, and this puts them at a disadvantage." Based on the data collected all 

HRM’s interviewed identify and agree with psychologist that individual motivation 

speaks to the internal drives and personal incentives that influence a person’s 

commitment to being well-prepared for the workforce. In the context of vocational 

readiness, individual motivation plays a crucial role in determining how much effort 

students or employees are willing to invest in developing the skills and knowledge 

necessary for career success. While most post-secondary school graduates are motivated 

to acquire and master the academic skills, an equal level of motivation to acquire the 

nonacademic work skills is either grossly lacking or totally nonexistent.   

Interviewees stated that they have observed that some individuals are driven by a 

genuine interest in their chosen field and a desire to excel. These individuals according to 

research participants are likely to seek out additional learning opportunities and persist in 
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their efforts to prepare for the workforce. Another aspect of individual motivation was the 

extrinsic vein. Many post-secondary school graduates appeared to be motivated by the 

practical outcomes of their education, such as securing a well-paying job or achieving a 

certain status in their career. P268-10  stated that "motivation for some students is driven 

more by the desire for job security than by a commitment to skill development." 

The general point of view of the interviewees was that this type of motivation can 

lead to a focus on achieving the minimum requirements necessary to enter the job market.  

With that stated it is important to note that the data suggests that both types of motivation 

serve their own unique purpose. Both play a role in how individuals approach their 

education and career preparation.  While intrinsic motivation leads to a deeper 

engagement with learning, extrinsic motivation often focuses on achieving specific, 

tangible outcomes. The concept map in Figure 7 represents the expressed views of the 

research participants on their observed perceptions of the types of motivation they see 

displayed by post-secondary school graduates, the outcomes of motivation as well as the 

related influences the see at work in persons who are either seeking employment or 

currently employed.  
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Figure 7 

Observed Perceptions of the Types of Motivation 

 

 

The research participants also spoke to individual motivation from the aspects of 

utility value, attainment value and perceived cost. Utility value is a component of 

motivation where individuals see the practical benefits of engaging in a particular task or 

behavior. As it relates to vocational readiness, P268-2, P268-4, P268-5, P268-7, P268-8, 

P268-9 expressed that postsecondary students or employees in some instances did not 

appear to recognize the importance of vocational preparation as a means to achieve career 

goals, such as job stability and career advancement.  

Graduates may be motivated to complete their education because they see it as a 

necessary step toward achieving long-term career success. However, if the perceived 
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utility of the education does not align with their career aspirations, motivation may 

diminish. In the interview with P268-5 it was stated that "Some employed 

college/university graduates don't see the relevance of their education to the jobs 

available in the market. They often question why they had to study certain subjects that 

seem unrelated to their career goals." This insight and way of thinking highlights a lack 

of perceived utility, where the connection between education and job market needs is 

unclear to graduates. P268-9 stated that "many students feel that what they learned in 

school doesn't apply to their job roles. They struggle to see the practical application of 

their studies." 

Attainment value refers to the importance individuals place on doing well in a 

task or achieving personal goals. This aspect of motivation is closely tied to an 

individual's self-concept and aspirations. One idea that was expressed by seven of the 

research participants was that individuals who highly value academic and professional 

success or come from families with successful professionals, are more likely to be 

motivated to engage in activities that will help them achieve these goals. It was also 

stated that it appeared that individuals place high value on being recognized for their 

achievements and meeting personal or societal expectations. P268-1 said that “employees 

love to be recognized for their hard work something as simple as placing their picture on 

the notice board and giving them the title of employee of the month does wonders.” This 

can lead them to invest significant effort in preparing for and functioning in the 

workplace, often going above and beyond the basic requirements. 
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Perceived costs refer to the potential negative aspects of engaging in an activity, 

such as the time, effort, or stress involved. High perceived costs can reduce an 

individual's motivation to prepare adequately for the workforce, especially if they do not 

see a clear benefit to their efforts. P268-7 shared that  

many young people in Antigua do not feel that what they are paid is enough based 

on the cost of their education, the stress associated with earning a degree, and the 

amount of effort they had to put in to get their degrees.” 

In addition, all of the participants were of the view that balancing work, study, 

and personal life can be challenging for many individuals, leading to decreased 

motivation to engage in additional training or education. Concerns about job market 

competition or the relevance of their skills and perceived biases with regards to hiring 

practices also seem to play a role in demotivating individuals from fully committing to 

vocational preparation. P268-1, P268-2, P268-4, P268-5, P268-8, P268-10 were of the 

view that individual motivation in the context of vocational readiness for the workforce 

in Antigua is multifaceted and influenced by various factors. Based on the EVT, 

individual motivation can be driven by intrinsic interest, the perceived utility of 

education, the importance placed on personal achievement, and the perceived costs 

associated with preparation. 

Theme 8: Societal Expectations 

One of the themes emerging from the 10 interviews conducted was societal 

expectations. This theme looks at the norms, values, and pressures that the Antiguan 

society places on individuals regarding their education, career choices, and overall 
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preparedness for the workforce. These societal expectations both expressed and inferred 

are felt to significantly influence the motivation of post-secondary school graduates, the 

value placed on education, and the perceived importance of vocational readiness. 

Interviewees suggested that in Antigua, as in many other Caribbean and western 

societies, there is a strong emphasis on obtaining formal education as a marker of 

success. This societal expectation can often lead individuals to prioritize obtaining 

degrees and certifications over acquiring practical skills that are directly applicable in the 

workforce.  Society often places a high value on academic achievements, such as high 

grades, degrees from prestigious institutions, and accolades. This pressure can lead 

individuals to focus on excelling academically, sometimes at the expense of developing 

soft skills or gaining practical experience. 

Eight out of the 10 participants were of the view that graduates may pursue higher 

education primarily to meet societal expectations, even if the connection between their 

education and career goals is not clear. Figure 8 represents the relative influence of 

various societal expectations discussed by participants on the career choices and 

educational priorities of post-secondary school graduates in Antigua. This they share in 

many instances result in individuals who are well-educated but lack the practical 

readiness required for their chosen professions. P268-7 stated, “In my view there is a 

significant value placed on certifications rather than competencies, which affects how 

students approach their education, as well as the attitudes they bring to the world of 

work." Individuals may be motivated by the desire to meet societal expectations for 

academic success, which can sometimes overshadow the importance of being practically 
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prepared for the workforce. P268-4 said that “in our society there is such a strong 

emphasis in our education system on obtaining formal education over practical skills, that 

I find it is now creating a misalignment with job market demands." Many participants 

agreed that there is a mismatch between academic qualifications and job market needs. 

Figure 8 

Influence of Societal Expectations on Career Choices 

 

 

P268-9 shared that “another issue that I find in these parts of the world is that 

certain career paths are seen as more prestigious and desirable than others, so everybody 

wants to be a doctor of a lawyer.” Most of the participants felt that this way of thinking 

had a negative influence on individuals' educational and career choices, sometimes 

steering them toward careers that are valued by society rather than those aligned with 

their personal interests or strengths. Hence the drive to achieve professional status can 
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lead individuals to pursue education and career paths that may not align with their 

intrinsic motivations or the realities of the job market. This can result in dissatisfaction 

and a lack of fulfillment in their careers. 

Another point of view that was shared by P-268-2, P268-5, P268-6, P268-7, 

P268-8, P268-9 and P268-10 looked at how the issue of job security and stability affected 

motivation. They were of the view that society often values job security and stability, 

which tend to influence individuals to pursue careers that are perceived as "safe" or 

financially stable. This expectation can impact how individuals value their education and 

vocational readiness. As a result of the emphasis that our society places on job security, 

the pursuit of job security sometimes leads individuals to prioritize educational programs 

and career paths that are perceived to offer stability, even if they do not align with the 

individual's interests or the evolving demands of the job market. 

Societal expectations play a significant role in shaping how individuals approach 

their education and career preparation in Antigua. These expectations can drive 

individuals to prioritize academic success, professional status, and job security, 

sometimes at the expense of practical readiness and alignment with job market needs. 

Understanding the impact of societal expectations is crucial for educational institutions 

and employers in developing strategies that better align educational outcomes with the 

realities of the workforce. 

Theme 9: Personal Development 

Based on the findings of this study, the theme of personal development was 

addressed from four angles by research participants. They are continuous learning and 
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skill enhancement, self-awareness and goal setting, adaptability and resilience, and 

mentorship and guidance. In this study, personal development refers to the process of 

improving oneself through activities that develop talents, enhance the quality of life, and 

contribute to the realization of dreams and aspirations. 

All research participants were of the view that continuous learning is a 

fundamental aspect of personal development which has a direct impact on job 

performance. It involves the ongoing pursuit of knowledge and skills to stay relevant and 

competitive in the job market. This can include formal education, professional 

certifications, on-the-job training, or self-directed learning. P268-5 stated that 

"continuous learning is crucial. Graduates need to be proactive about enhancing their 

skills beyond formal education." The shared perspective of the interviewees was that 

individuals who prioritize continuous learning are better prepared to adapt to changes in 

the industry, embrace new technologies, and meet evolving job requirements. This 

mindset is highly valued by employers as it demonstrates a commitment to personal 

growth and professional excellence. P268-1, P268-2, P268-5, P268-8 shared that not only 

educational institutions, but employers as well should foster a culture of continuous 

learning, providing opportunities for ongoing education and skill enhancement. 

The second aspect of personal development that was discussed is self-awareness 

and goal setting. Understanding one's strengths, weaknesses, and areas for improvement 

is an important aspect of self-awareness which is necessary for employees to have. Goal 

setting is another crucial component of this process, as managers were of the opinion that 

it helps workers to focus their efforts on specific areas of growth that align with their 
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career aspirations. By setting clear, achievable goals, individuals can systematically work 

towards improving their skills and competencies. This proactive approach to personal 

development enhances their employability and readiness for new challenges in the 

workplace. P268-2, P268-3, P268-4, P268-8, P-268-9 and P268-10 highlighted how self-

motivated individuals in the workplace tend to take charge of their personal development 

by setting goals and pursuing opportunities for growth, both within and outside of their 

formal education. 

Adaptability and resilience were the third aspect of personal development that 

participants share their perspective on. The views shared by the HRM’s that were 

interviewed suggest that adaptability is the ability to adjust to new conditions, while 

resilience refers to the capacity to recover from setbacks. According to P268-1, P268-3, 

P268-4, P-268-9 and P268-10 both are critical components of personal development, 

especially in a rapidly changing job market where flexibility and perseverance are 

essential. They further share the view that individuals who are adaptable and resilient are 

more likely to thrive in dynamic work environments. These individuals can navigate 

changes, overcome challenges, and continue to grow professionally, making them 

valuable assets to any organization. 

The final aspect of personal development that was explored with the participants 

was mentorship and guidance. P268-1, P268-3, P268-4, P268-5, P-268-8 and P268-10 

indicated that mentorship plays a significant role in personal development. A mentor 

provides guidance, support, and advice, helping individuals navigate their career paths 

and develop their skills more effectively. Mentorship relationships according to these 
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participants can be formal, within an organizational context, or informal, through 

personal connections. P268-3 stated that "Mentorship and guidance play a significant role 

in personal development, yet they are often undervalued." Access to mentorship can 

accelerate personal development by offering insights, feedback, networking 

opportunities, and opportunities for growth. It also helps individuals build confidence and 

make informed decisions about their career trajectories. 

The word cloud in Figure 9 illustrates is a visual representation of the different 

aspects of personal development identified by the participant. The theme of personal 

development in the context of vocational readiness for the workforce in Antigua is 

centered on the continuous pursuit of self-improvement, learning, and skill development.  

Based on the interviews, it is clear that personal development is seen as a key factor in 

ensuring that individuals are adequately prepared for the workforce. 

Figure 9 

Word Cloud of Different Aspects of Personal Development 
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Summary 

This analysis of the 10 interviews with HRMs in Antigua provides valuable 

insights into the vocational readiness of post-secondary school graduates, the 

effectiveness of tertiary institutions in preparing students for the workforce, and the value 

individuals place on being adequately prepared for the world of work. Regarding the 

vocational readiness of graduates, participants consistently highlighted a significant skills 

gap. Graduates often lack the necessary technical skills, practical experience, and soft 

skills or nonacademic employability skills required by employers. This gap creates 

challenges for both the graduates, who struggle to meet job expectations, and the 

employers, who must invest in additional training to bring new hires up to the desired 

standard. Additionally, while graduates tend to have a strong theoretical foundation, they 

frequently display deficiencies in how they apply this knowledge in real-world scenarios, 

indicating a lack of work readiness. Many of the HRMs who participated in this study 

noted that graduates often do not fully understand workplace expectations, including the 

importance of professionalism, punctuality, adaptability, and the ability to function 

effectively within a team. 

The perceptions of HRMs regarding the offerings of tertiary institutions in 

Antigua suggest that there is room for improvement in aligning educational programs 

with the needs of the job market. Many of the research participants expressed concerns 

that the curriculum is not sufficiently updated to reflect industry demands, resulting in 

graduates who are technically knowledgeable to an extent but not practically prepared. 
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The lack of emphasis on real-world applications and insufficient opportunities for hands-

on learning were frequently cited as areas where tertiary institutions could enhance their 

programs. Additionally, there was a perception that more robust career counseling and 

industry partnerships could better prepare students for the transition from education to 

employment. 

In terms of the value individuals place on being adequately prepared for the 

workforce, HRMs observed that societal expectations and individual motivations play a 

crucial role. While many graduates pursue higher education to meet societal standards of 

success, this motivation does not always translate into a genuine commitment to 

developing the skills and attitudes necessary for career success. Participants noted that 

some individuals prioritize obtaining a degree over acquiring practical experience and 

professional behavior, leading to a disconnect between academic achievements and 

workplace readiness. This misalignment suggests that while formal education is highly 

valued, there is a need for greater emphasis on practical preparedness and continuous 

personal development. 

In conclusion, the findings from the interviews with HR managers in Antigua 

reveal significant concerns regarding the vocational readiness of post-secondary school 

graduates. The identified skills gaps, lack of work readiness, and shortcomings in 

professional attitude suggest that current educational programs may not be fully aligned 

with the needs of the job market. These insights underscore the importance of addressing 

these gaps to better prepare graduates for successful careers.  
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Chapter 5 will discuss these findings in greater detail, providing a comprehensive 

analysis of their implications for educational institutions, employers, and policymakers. 

The chapter will also address the limitations of the study as well as offer 

recommendations for improving the alignment between education and workforce 

demands, ensuring that graduates are better equipped to meet the challenges of the 

modern workplace. Furthermore, Chapter 5 will explore potential strategies for enhancing 

vocational training and fostering a stronger connection between academia and industry, 

ultimately leading to improved employability outcomes for graduates in Antigua. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

Introduction 

The purpose of this study was to explore the perceptions of HRMs in Antigua 

regarding the vocational readiness of post-secondary school graduates. Utilizing a 

qualitative approach, this study aimed to fill a gap in the existing body of knowledge by 

providing an in-depth exploration of how HRMs perceive the preparedness of graduates 

entering the workforce. By using a thematic analysis approach, the research offered the 

flexibility needed to delve deeply into the phenomenon of vocational readiness, capturing 

the nuanced views of HRMs that might not have been fully explored through other 

qualitative methods like case studies or grounded theory. The study was conducted 

through semi-structured interviews with 10 HRMs in Antigua, allowing these key 

stakeholders to share their insights on the strengths and weaknesses of the current 

educational system in preparing students for the world of work. The data gathered from 

these interviews were analyzed using a thematic approach, which facilitated the 

identification of emerging themes and trends related to the vocational readiness of post-

secondary school graduates. 

The findings of this study highlight significant concerns among HRMs regarding 

the skills gap, work readiness, and professional attitudes of graduates. Despite the strong 

theoretical foundation provided by educational institutions, there are notable deficiencies 

in practical experience and soft skills, which are crucial for success in the workplace. 

Additionally, HRMs emphasized the need for educational programs to better align with 

industry demands, suggesting that improvements in curriculum relevance, institutional 
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support, and educational quality could enhance the vocational readiness of graduates. 

These findings provide valuable empirical evidence that can inform potential changes to 

the current education system in Antigua. The insights from HRMs may help support 

existing best practices while also guiding the development of new support services and 

programs aimed at improving the vocational readiness of post-secondary school 

graduates. Ultimately, this research contributes to the broader goal of enhancing 

Antigua’s human resources product by ensuring that graduates are better equipped to 

meet the demands of the evolving job market. 

Interpretation of the Findings 

I explored the perceptions of HRMs regarding the vocational readiness of post-

secondary school graduates in Antigua. Using John Holland’s theory of career choice 

(Holland, 1959) and the EVT (Wigfield & Eccles, 2000) as theoretical frameworks, the 

study aimed to understand how well graduates are perceived by HRMs to be prepared to 

meet the demands of the job market and the extent to which educational institutions in 

Antigua equip students with the necessary skills and attitudes for success in the 

workplace. The findings are interpreted in relation to the three RQs underpinning this 

study, with a focus on how they confirm, disconfirm, or extend existing knowledge 

within the discipline. 

Research Question 1 

RQ1 was, what are the perceptions of HRMs in Antigua regarding the vocational 

readiness of post-secondary school graduates? The study found that HRMs in Antigua 

perceive a significant skills gap among post-secondary school graduates, particularly in 
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technical skills, soft skills or nonacademic work readiness skills, and practical 

experience. This finding aligns with the global concerns documented in the literature, 

where employers have expressed dissatisfaction with the employability of graduates due 

to a mismatch between educational outcomes and the skills required in the workplace 

(Confederation of British Industry & Pearson Education, 2019; McCabe, 2015). The 

consistency of these findings across different contexts suggests that the issue of skills 

gaps is a pervasive challenge, not limited to Antigua but experienced globally.  

However, this study extends the existing knowledge by providing specific insights 

into the vocational readiness of graduates in Antigua, a context that has been 

underrepresented in the existing literature. While studies from the United States, United 

Kingdom, and Africa have highlighted similar concerns (Dunn, 2013; Fallows & Stevens, 

2016), this research fills a gap by documenting the experiences and perspectives of 

HRMs in a Caribbean and specifically the Antiguan context. The findings suggest that 

despite the global nature of these challenges, there are unique aspects to the Antiguan 

context, such as the specific needs of local industries and the limited opportunities for 

practical experience, that exacerbate the skills gap. 

The findings also confirm the importance of soft skills, such as communication 

and teamwork, in vocational readiness. As highlighted in the literature, these skills are 

critical for success in the modern workplace (O'Donnell et al., 2017; Tanius, 2016).  

HRMs in Antigua echoed this sentiment, emphasizing that graduates often lack the 

interpersonal and communication skills needed to thrive in professional environments. 
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This is consistent with findings from other regions, suggesting that the development of 

soft skills is a universal challenge in higher education. 

Research Question 2 

RQ2 was, what are the perceptions of HRMs in Antigua regarding the offerings of 

tertiary institutions to address the vocational readiness of their students? The study 

revealed concerns among HRMs that the curriculum offered by secondary and tertiary 

institutions in Antigua is not adequately aligned with industry needs. This finding 

confirms existing literature, which has long pointed out the disconnect between 

educational programs and the practical demands of the job market (Nyberg, 2018; 

Pariente et al 2016). The need for curriculum reform to include more practical, hands-on 

experiences is a recurring theme in the literature, and the perspectives of HRMs in 

Antigua reinforce this global concern. 

This study contributes new knowledge by focusing on the specific educational 

and industrial context of Antigua. While previous studies have discussed the need for 

better alignment between education and industry in developed nations (Fowler et al., 

2019), this research provides empirical evidence from a Caribbean nation, highlighting 

the unique challenges faced by educational institutions in small, developing economies. 

The findings suggest that while some efforts are being made to incorporate practical 

training, these are inconsistent and insufficient to meet the needs of the local job market. 

Research Question 3 

RQ3 was, what are the perceptions of HRMs regarding the value individuals place 

on being adequately prepared for the world of work in Antigua? The study found that 
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societal expectations and individual motivations significantly influence vocational 

readiness. Participants noted that while many students pursue higher education due to 

societal pressure, this motivation does not always translate into a genuine commitment to 

developing the skills needed for career success. This finding supports the EVT, which 

posits that individuals' motivation is driven by their expectations of success and the value 

they place on achieving specific goals (Wigfield & Eccles, 2000). 

The findings align with research indicating that societal pressure to obtain degrees 

often overshadows the importance of acquiring practical, job-related skills (Hunkins et 

al., 2018). This study extends the understanding of this dynamic by showing how it 

manifests in Antigua, where the value placed on formal education sometimes leads to a 

disconnect between academic achievements and workplace readiness. This challenges the 

traditional view that higher education alone is sufficient for vocational preparedness and 

highlights the need for a more holistic approach that includes practical skill development 

and real-world experience. 

Contributions to Theoretical Development 

Based on the data I collected and the analysis of that data, the findings of this 

study have significant implications for the theoretical frameworks used. John Holland’s 

theory of career choice suggests that individuals are more likely to succeed in careers that 

align with their personality types. The observed mismatch between graduates' skills and 

industry demands may indicate that the educational system in Antigua is not effectively 

helping students identify and pursue career paths that match their personalities and 
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strengths. This misalignment could lead to lower job satisfaction and reduced career 

success, as Holland’s theory predicts (Holland, 1997). 

The EVT also provides valuable insights into the findings. The study's results 

suggest that while students value the attainment of higher education, they do not always 

see its practical application in the workplace. This disconnect between educational 

outcomes and vocational readiness underscores the need to align students' educational 

experiences with their career expectations and values. By increasing the relevance and 

application of educational content, institutions can enhance students' motivation and 

ultimately their readiness for the workforce (Eccles & Wigfield, 1995). 

Contributions to Research 

This study confirms much of the existing literature on vocational readiness and 

the challenges faced by graduates entering the workforce. However, it also makes 

significant contributions by extending the discussion to a Caribbean context, which has 

been underrepresented in the existing research. The insights gained from HRMs in 

Antigua provide an in-depth understanding of the specific challenges and opportunities in 

this region, offering valuable perspectives that can inform both local and global 

discussions on vocational education and training. 

The study also challenges the assumption that a strong emphasis on formal 

education is sufficient for vocational readiness. The findings suggest that without a 

corresponding focus on practical skills and real-world applications, higher education 

alone may not be enough to prepare students for the demands of the job market. This has 
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important implications for educational policy and practice, both in Antigua and in other 

similar contexts. 

Summary 

In conclusion, this study provides a comprehensive examination of the vocational 

readiness of post-secondary school graduates in Antigua, offering new insights into the 

specific challenges faced by educational institutions and employers in this region. The 

findings underscore the need for a more integrated approach to vocational education that 

includes practical training, soft skills development, and stronger alignment between 

educational programs and industry needs. These insights have the potential to inform 

future research, policy, and practice, ultimately contributing to the development of a 

more competent and competitive workforce in Antigua. 

Limitations of the Study 

In any research study, acknowledging the limitations is crucial for understanding 

the scope of the findings and their applicability. This study, which explored the 

perceptions of HRMs regarding the vocational readiness of post-secondary school 

graduates in Antigua, was not without its limitations. These limitations affect the 

trustworthiness of the study's findings and should be considered when interpreting the 

results. One of the primary limitations of this study stems from the potential for 

researcher bias. As the primary instrument of data collection and analysis in qualitative 

research, there is the possibility that the researcher’s personal biases and preconceived 

notions have influenced how data were collected, interpreted, and presented. Although 

the researcher made efforts to remain objective, including the use of semi-structured 
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interview questions and adherence to a systematic coding process during data analysis, it 

is possible that the researcher’s personal biases influenced the interpretation of the 

findings. This limitation could affect the trustworthiness of the results, as the 

interpretations the researcher presented may, to some degree, have been subconsciously 

shaped by her own beliefs and experiences. 

Another significant limitation is the absence of prior detailed research on this 

topic in Antigua. This study is pioneering in its exploration of HRMs’ perceptions of 

vocational readiness in this specific context. While this uniqueness adds value to the 

research by addressing a gap in the literature, it also limits the ability to compare findings 

with other studies. The lack of comparative data from similar studies in Antigua or the 

broader Caribbean region restricts the ability to contextualize the results within a larger 

body of knowledge.  This limitation impacts the generalizability of the findings, as there 

is presently no established baseline or point of reference against which to evaluate the 

results. 

The scope of this study was deliberately narrow, focusing solely on the 

perceptions of HRMs in Antigua. While this focus provided deep insights into the 

specific views of HRMs, it also limited the study’s breadth. The study did not examine 

the perspectives of other stakeholders, such as educators, students, or policymakers, who 

could provide additional context or alternative viewpoints on vocational readiness. 

Furthermore, the study did not explore issues causally related to the academic 

competence of post-secondary school graduates. By excluding these perspectives and 



122 

 

factors, the study’s findings are constrained to the subjective opinions of HRMs, which 

may not fully capture the complexities of vocational readiness in Antigua. 

The trustworthiness of this qualitative study was carefully considered through 

measures such as triangulation, and the use of a reflective journal. However, the study’s 

transferability—or the extent to which its findings can be applied to other contexts—

remains a limitation. The unique cultural, economic, and educational environment of 

Antigua may mean that the findings are not easily transferable to other regions, 

particularly those with different labor market dynamics or educational systems. The 

study’s focus on a single geographic location and the specific perceptions of HRMs 

within that context limit the broader applicability of the findings. 

The study did not account for external factors that might influence HRMs’ 

perceptions of vocational readiness, such as economic conditions, changes in labor 

market demand, or recent developments in education policy. These factors could have a 

significant impact on HRMs’ views and might lead to variability in perceptions over time 

or across different economic contexts. The exclusion of these factors from the study's 

scope means that the findings may be somewhat time-bound or specific to the current 

economic and educational climate in Antigua. 

While this study provides valuable insights into the perceptions of HRMs 

regarding the vocational readiness of post-secondary school graduates in Antigua, it is 

important to consider these limitations when interpreting the findings. The potential for 

researcher bias, the lack of comparative studies, the narrow focus of the research, the 

small sample size, and the influence of external factors all impact the trustworthiness and 
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generalizability of the results. Future research could address these limitations by 

incorporating a broader range of perspectives, increasing the sample size, and considering 

additional contextual factors that influence vocational readiness. Despite these 

limitations, the study contributes in a significant way to the understanding of vocational 

readiness in Antigua and provides a foundation for further exploration in this area. 

Recommendations 

Based on the findings of this study and the limitations identified, several 

recommendations can be made for future research. These recommendations are grounded 

in both the strengths and limitations of this study and are informed by the literature 

reviewed in Chapter 2. The recommendations aim to enhance the understanding of 

vocational readiness and improve educational practices in Antigua and similar territories. 

One of the primary limitations of this study was its narrow focus on the 

perceptions of HRMs. Future research should expand the scope to include other key 

stakeholders, such as educators, students, and policymakers. By incorporating these 

perspectives, future studies can provide a more comprehensive understanding of 

vocational readiness. For instance, research that includes students’ perspectives could 

explore the alignment between their career aspirations and the skills they acquire during 

their education, thus providing insights into potential gaps or mismatches that may not be 

evident solely from the perspective of HRMs. 

Given that this study is one of the first to explore vocational readiness in Antigua, 

future research should seek to compare these findings with data from other Caribbean 

nations or similar developing economies. Comparative studies could help identify 
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regional trends and unique challenges faced by small island developing states in 

preparing students for the workforce. This approach could also facilitate the identification 

of best practices that can be adapted to the Antiguan context. Additionally, by comparing 

findings across different geographic regions, researchers can better understand how 

cultural, economic, and educational factors influence vocational readiness. 

As noted in the literature, there is a growing demand for educational institutions 

to align their curricula with the needs of the job market (Zając et al 2018). Future 

research should investigate the impact of specific educational reforms on vocational 

readiness in Antigua. Studies could examine how changes in curriculum design, the 

introduction of work-integrated learning opportunities, or enhanced career counseling 

services affect graduates’ preparedness for the workforce. Longitudinal studies tracking 

the outcomes of graduates before and after such reforms would provide valuable data on 

the effectiveness of these interventions. 

The findings of this study highlighted the importance of nonacademic 

employability skills and practical experience, yet these areas remain underdeveloped in 

the current educational offerings in Antigua. Future research should explore the most 

effective methods for integrating soft skills training and practical experience into post-

secondary education. Experimental or quasi-experimental studies could be designed to 

evaluate the impact of specific interventions, such as internships, mentorship programs, 

or soft skills workshops, on students’ vocational readiness and subsequent job 

performance. 
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The study’s findings, informed by the EVT (Wigfield & Eccles, 2000), suggest 

that societal expectations play a significant role in shaping students' educational and 

vocational choices. Future research could delve deeper into understanding how these 

societal pressures influence career choices and vocational readiness. Qualitative studies 

focusing on students and their families could provide insights into the motivations behind 

pursuing higher education and how these motivations align with the demands of the job 

market. Such research could also explore the potential disconnect between the societal 

value placed on formal education and the practical skills needed for career success. 

While this study focused on the immediate perceptions of HRMs regarding 

graduates' readiness for the workforce, there is a need for research that examines the 

long-term outcomes of vocational readiness. Future studies could track graduates over 

several years to assess how their initial readiness impacts their career progression, job 

satisfaction, and retention rates. Such longitudinal research would provide a more 

detailed understanding of the long-term effectiveness of educational programs and the 

specific skills that contribute most to sustained career success. 

Finally, given the lack of existing research on vocational readiness in Antigua and 

the Caribbean, there is a clear need for more studies that focus specifically on this region. 

Future research should aim to build a body of knowledge that can inform educational 

policies and practices tailored to the unique needs of Caribbean nations. This research 

could also contribute to the global discourse on vocational readiness by providing 

insights from a context that has been largely overlooked in the literature. 
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These recommendations for further research are intended to build on the strengths 

of this study while addressing its limitations. By expanding the scope of inquiry, 

exploring new methodologies, and focusing on under-researched areas, future studies can 

contribute to a more comprehensive understanding of vocational readiness and its 

determinants. Such research will be critical in informing educational reforms and 

improving the alignment between post-secondary education and the demands of the job 

market, ultimately enhancing the vocational readiness of graduates in Antigua and 

beyond. 

Implications 

The findings of this study on the perceptions of HRMs regarding the vocational 

readiness of post-secondary school graduates in Antigua have several important 

implications for positive social change. These implications span multiple levels, 

including individual, organizational, and societal/policy levels. Additionally, the study's 

outcomes have methodological, theoretical, and empirical implications, as well as 

recommendations for practice that could lead to significant improvements in the 

educational system and workforce development in Antigua. 

At the individual level, the findings of this study suggest that improving the 

vocational readiness of graduates can have a direct impact on their employability and 

career success. By addressing the identified skills gaps, particularly in technical skills, 

nonacademic work readiness skills, and practical experience, educational institutions can 

better prepare students to meet the demands of the job market. This, in turn, can lead to 

greater job satisfaction, higher employment rates, and more successful career trajectories 
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for individuals. Graduates who are well-prepared for the workforce are more likely to 

secure stable employment, which can improve their quality of life and the socioeconomic 

status of their families and by extension their communities. 

For organizations, the implications of this study underscore the importance of 

hiring graduates who are not only academically qualified but also possess the practical 

skills and professional attitudes necessary for success in the workplace. By collaborating 

with educational institutions to enhance curriculum design and provide practical learning 

opportunities, organizations can ensure a steady supply of well-prepared employees who 

can contribute effectively from the outset. This could reduce the time and resources that 

organizations spend on training and development, improve employee retention rates, and 

ultimately lead to higher productivity and organizational success. 

At the societal and policy level, the study's findings highlight the need for 

educational reforms that align with the evolving demands of the job market. 

Policymakers in Antigua in the Ministry of Education and the Ministry of Labour could 

use these insights to implement policies that encourage stronger partnerships between 

educational institutions and industries, and promote work-integrated learning. The 

Ministry of Education should ensure that curricula are regularly updated to reflect current 

industry standards. Such reforms could enhance the overall quality of the workforce, 

reduce unemployment rates, and contribute to the economic development of Antigua. 

Additionally, by emphasizing the importance of vocational readiness, these policies could 

help shift societal expectations towards a more balanced view of education, where both 

academic achievement and practical skills are valued. 
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The methodological approach used in this study, specifically, the use of 

qualitative interviews with HRMs proved effective in capturing their expressed 

perceptions of vocational readiness in Antigua. This approach allowed for a deep 

exploration of the specific challenges and opportunities within the local context. Future 

research could build on this methodology by incorporating mixed methods or 

longitudinal designs to track the long-term impact of vocational readiness on career 

outcomes. Additionally, the study's focus on a specific geographic and cultural context 

demonstrates the importance of localized research, which can provide more relevant and 

actionable insights compared to broader, more generalized studies. 

The study's findings have important implications for the theoretical frameworks 

used, namely John Holland’s theory of career choice and the EVT. The results support 

the idea that vocational readiness is influenced by both the alignment between a 

graduate’s personality and career choice, as well as the value they place on their 

educational and career goals. However, the study also suggests that these theories could 

be expanded to better account for the role of societal expectations and the specific 

challenges faced by graduates in developing economies like Antigua. Future theoretical 

work could explore how these factors interact to shape vocational readiness and career 

success, particularly in contexts where formal education is highly valued but practical 

skill development is often overlooked. 

Empirically, this study contributes to the limited body of knowledge on vocational 

readiness in the Caribbean region, specifically in Antigua. The findings provide a 

baseline for future research and offer empirical evidence that can be used to inform 
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educational policies and practices. By highlighting the specific skills and competencies 

that are currently lacking among graduates, the study provides a clear direction for further 

empirical investigation into the effectiveness of different educational interventions. This 

research could be expanded to include a larger sample size or to explore vocational 

readiness across different industries and regions within the Caribbean. 

Based on the study’s findings, several recommendations for practice can be made: 

• Educational institutions in Antigua should review and update their curricula to 

ensure that they are aligned with industry needs. This could involve 

incorporating more practical training opportunities, such as internships, 

project-based learning, and industry collaborations, to help students develop 

the skills and experience needed to succeed in the workforce. 

• There should be a greater emphasis on the development of nonacademic work 

readiness skills within educational programs. Institutions could introduce 

dedicated courses or workshops on communication, teamwork, problem-

solving, and professional behavior to ensure that graduates are well-rounded 

and prepared for the interpersonal demands of the workplace. 

• Educational institutions should strengthen their partnerships with local 

industries to create more opportunities for students to gain real-world 

experience. This could include work placements, mentorship programs, and 

guest lectures from industry professionals. Such partnerships would help 

bridge the gap between education and employment and ensure that students 

are better prepared for the challenges of the job market. 
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• Schools and tertiary institutions should enhance their career counseling 

services to help students better understand the career paths that align with 

their skills and interests. Providing guidance on how to navigate the transition 

from education to employment, including job search strategies and interview 

preparation, could significantly improve graduates’ chances of securing 

suitable employment. 

The implications of this study for positive social change are far-reaching, with the 

potential to impact individuals, organizations, and society as a whole. By addressing the 

identified gaps in vocational readiness and implementing the recommendations provided, 

educational institutions, policymakers, and employers can work together to improve the 

employability of graduates, contribute to economic development, and foster a more 

competent and competitive workforce in Antigua. Through these efforts, the study’s 

findings can lead to meaningful and lasting social change, ultimately benefiting Antigua 

and the wider Caribbean region. 

Conclusion 

The findings of this study offer critical insights into the vocational readiness of 

post-secondary school graduates in Antigua, as perceived by HRMs. At the heart of the 

study is the recognition that, while graduates in Antigua may possess strong academic 

credentials, there is a significant gap between the skills they acquire through formal 

education and the practical demands of the modern workplace. This skills gap, 

particularly in technical expertise, soft skills, and practical experience, presents a 
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formidable challenge not only for the graduates themselves but also for the employers 

who must invest additional resources to bridge these deficiencies. 

The study's conclusions underscore the urgent need for educational reform in 

Antigua, where a greater emphasis on aligning curricula with industry needs, integrating 

practical training, and fostering soft skills development is essential. By doing so, 

educational institutions can better equip graduates to meet the demands of the present job 

market, thereby enhancing their employability and career success. This alignment is not 

just an academic exercise; it is a vital component of ensuring that Antigua's workforce 

remains competitive in an increasingly globalized economy. 

Moreover, the study highlights the complex interplay between societal 

expectations and individual motivations in shaping vocational readiness. While the 

pursuit of higher education is often driven by societal norms, there is a critical need to 

ensure that this pursuit is coupled with a genuine commitment to developing the skills 

necessary for career success. Educational institutions, policymakers, and employers must 

work together to create an environment where practical skills and professional attitudes 

are valued as highly as academic achievements. 

The implications of these findings extend beyond the immediate context of 

Antigua. They resonate with broader global concerns about the disconnect between 

education and employment, offering valuable lessons for other regions facing similar 

challenges. By addressing these issues head-on, there is an opportunity to not only 

improve the vocational readiness of graduates but also to contribute to the economic 

development and social well-being of the entire community. 
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The key essence of this study is clear: the future success of graduates in Antigua 

hinges on a more integrated approach to education, one that bridges the gap between 

academic learning and real-world application (Henrich, 2016). Through targeted reforms 

and collaborative efforts among educational institutions, industries, and policymakers, it 

is possible to create a more competent, adaptable, and competitive workforce. This, in 

turn, will empower graduates to navigate the complexities of the modern job market with 

confidence and competence, ensuring their long-term success and contributing to the 

prosperity of Antigua as a whole. This study serves as a call to action for all stakeholders 

in the education and employment sectors to re-evaluate and strengthen the pathways from 

education to employment, ensuring that every post-secondary school graduate in Antigua 

is not just academically prepared but also vocationally ready to succeed in the dynamic 

world of work. 
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Appendix A: Debriefing Form 

I would like to sincerely thank you for your participation in my research project. 

Your time, insights, and willingness to contribute are invaluable to the success of my 

research. I greatly appreciate your involvement. 

The purpose of this research project is to explore and better understand the 

perceptions of HRMs in Antigua on the vocational readiness of post-secondary school 

graduates, aiming to identify key themes, perspectives, and implications related to work 

readiness. By examining these experiences, the research seeks to contribute to a broader 

understanding of vocational readiness in Antigua, with potential implications for 

educational intuitions functioning in Antigua.  Your input, along with that of the other 

participants, will be crucial in drawing conclusions that may inform future studies, policy 

recommendations, or practical interventions. 

I would like to assure you that all the information you provided during the course 

of this study will be treated with the utmost confidentiality. Your responses will be 

anonymized, and the naming mechanism that I discussed will be used to protect your 

privacy. The data will be securely stored and will only be accessible to me. In any 

publications or presentations resulting from this study, your identity will remain 

anonymous. 

If you have any concerns about the way your data has been handled, please feel 

free to reach out to me.  The results of this research will be compiled into a final report, 

which will contribute to the researcher’s doctoral dissertation. This report may also be 
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submitted for publication in academic journals or presented at conferences. A copy of the 

final report will be sent to you. 

If you have any further questions, concerns, or would like to request additional 

information, please do not hesitate to contact me: Renée J Smith [email address and 

telephone number redacted]. You can also reach out to the Walden University 

Institutional Review Board (IRB) for any ethical concerns regarding this study at [email 

address redacted]  

For those interested in delving deeper into the research topic, we recommend the 

following readings: 

1. Handbook of Fundamentals of Modern Vocational Education: Shaping the World 

of Work by Felix Rauner 

2. What are Vocational Training Conversations About? Analysis of Vocational 

Training Conversations in Dutch Vocational Education From a Career Learning 

Perspective. Journal of Vocational Education & Training by Winters, A., Meijers, 

F., Kuijpers, M., & Baert, H. 

I hope these resources provide you with a deeper understanding of the subject 

matter and contribute to your ongoing interest in work readiness. 

Thank you once again for your valuable participation! 
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Appendix B: Participant Evaluation Form 

Title:  

Perceptions of HR Managers in Antigua Regarding Vocational Readiness of Post-

Secondary School Graduates 

 

Thank you for participating in this research project. Your feedback is valuable and will 

help ensure that the research process is conducted in a respectful and effective manner. 

Please take a few minutes to complete the evaluation form below. Your responses will 

remain confidential. 

 

Date of Interview: ____________________________________________________   

 

1.  Was the purpose of the research explained clearly to you before the interview? 

Yes 

No 

2.  Were you provided with enough information to make an informed decision to 

participate in the interview? 

Yes 

No 

Comments: _________________________ 
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3. Did you feel comfortable during the interview process? 

Very comfortable 

Somewhat comfortable 

Neutral 

Somewhat uncomfortable 

Very uncomfortable 

Comments: _________________________ 

4. Were the interview questions clear and easy to understand? 

Yes 

No 

Somewhat 

Comments: _________________________ 

5. Were you given adequate time to express your views during the interview? 

Yes 

No 

Comments: _________________________ 

6. How would you rate the professionalism of the researcher during the interview? 

Excellent 

Good 

Fair 

Poor 

Comments: _________________________ 
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7. Do you feel that your responses and views were respected during the interview 

process? 

Yes 

No 

Comments: _________________________ 

8. Was the duration of the interview appropriate? 

Too long 

Appropriate 

Too short 

Comments: _________________________ 

9. Do you have any suggestions for improving the interview process? 

Comments: 

__________________________________________________________________

__________________________________________________________________ 

10. Would you be interested in participating in similar research studies in the future? 

Yes 

No 

Maybe 

Additional Comments or Feedback: 

________________________________________________________________________

________________________________________________________________________ 

Thank you again for your participation and valuable input! 
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