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Abstract 

Online degree holders in Nigeria have poor acceptability during recruitment and 

promotion decisions because of reliability and legality perceptions of online degrees. 

There is little knowledge about how human resource (HR) managers identify 

employability skills in online degree holders. Guided by Bills’s screening conceptual 

framework, the purpose of this case study was to explore how Nigerian recruiters identify 

employability skills in online degree holders. The participants for this study consisted of 

2 participants from each of 10 sectors covering the government and nongovernmental 

organizations; participants had at least 5 years’ experience in working with online degree 

holders. Data were collected through semistructured interviews with 20 participants. 

Yin’s 5-step data analysis process was used with triangulation and member checking to 

analyze the findings. The findings of this research indicate that, contrary to earlier 

suggestions of low rating and poor acceptability of online degrees, HR experts in Nigeria 

have a high regard for the employability skills in online degree holders. The study 

produced 4 major findings: the possession of relevant skills by online degree holders, 

degree type does not form the determinant factor in recruitment, discovery strategies, and 

going beyond mere perception. The findings of this study may bring about positive social 

change toward policy changes in Nigeria regarding the adoption of online education. The 

results of the study can lead to positive recommendations for online degree holders, 

seekers of online degrees, online higher institutions, employers, and public policy 

makers. 
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Chapter 1: Introduction to the Study 

In recent years, online education has become widespread. The growth of online 

education shows that some stakeholders are overcoming their negative perceptions and 

recognizing online degrees (Allen, & Seaman, 2015; Allen, Seaman, Poulin, & Straut, 

2016). As a result, more students are enrolling in an online degree program at an 

increasing rate compared to brick and mortar universities (Allen, & Seaman, 2013). 

However, despite the rise of online education, in Nigeria the employability of online 

degree holders is still low because of perceptions regarding the reliability and legality of 

online education (Agbebaku, & Adavbiele, 2016). Employers’ decisions to hire online 

degree holders is subject to their interpretation of online degree credibility (James, Larry, 

& Terry, 2015; Roberto, & Johnson, 2017). The challenges HR professionals face while 

identifying employability skills among online degree holders has become a global 

concern (Blackmore, Bulaitis, Jackman, & Tan, 2016).  

HR professionals in Nigeria need to identify employability skills of online degree 

holders from online universities and Nigerian universities. Recruitment criteria should 

not be based on the reliability of online degree-granting institutions but the overall 

employees’ skill sets (Ayo, Odukoya, & Azeta, 2014). HR professionals’ acceptance of 

online education could motivate working-class groups to seek an online education to 

enhance their competitiveness in the job. However, a gap in the literature exists regarding 

strategies HR professionals could deploy to understand the employability of online 

degree holders (Dowling, & Wilson, 2017). This study’s findings could change 

employers’ negative outlook toward online education, which could lead to more 
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acceptance of online degrees. The success of online universities could connect remote 

communities and vulnerable sectors in Nigeria with knowledge, which can foster 

economic growth of the country.  

In Chapter 1, I identify the gap in the literature regarding HR professionals’ 

strategies to discover employability skills of online degree holders. In Chapter 2, I review 

the literature that describes the framework that aligns the various approaches for 

identifying employability skills in online degree holders. I also address the prospects and 

challenges relating to the identification of employability skills in online degree holders. 

In Chapter 3, I describe the research methodology. 

Background to the Problem 

Employment and promotion decisions by HR managers require the evaluation of 

many factors. For example, HR managers may look at a job applicant’s degree type, 

which some HR managers hold preconceived ideas about (Grossman, & Johnson, 2017). 

This can result in bias in a selection process, and therefore it is important to base 

employability on a thorough investigation of the employee’s overall background (Cai, 

2013). For instance, some research indicates that HR management professionals prefer 

applicants with face-to-face degrees over online degree holders (Erden, & Tekarslan, 

2014). This preference stems from the perception that traditional degree holders have 

better competencies, better interactions, and more quality outcomes than online degree 

holders (Erden, & Tekarslan, 2014). However, students are enrolling into online degree 

programs at an increasing rate (Allen, & Seaman, 2013).  
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Despite negative perceptions of online degrees, some studies have indicated that 

HR managers have positive evaluations and acceptance of online degrees in hiring 

decisions (Deaconu, Osoian, Zaharie, & Achim, 2014; Fogle, & Elliot, 2013; James et al., 

2015). Some of the online degrees that are found to be acceptable to HR managers in 

hiring decisions include online MBA degrees (Bailey, & Flegle, 2012; Roberto & 

Johnson, 2017). HR managers also accept faculty with online doctoral degrees (DePriest, 

& Absher, 2013). Another area where HR managers accept online degrees in hiring 

decisions includes online accounting degrees (Grossman, & Johnson, 2016, 2017; James 

et al., 2015). 

Prior literature has focused on the challenges of open and distance education and 

human development in Nigeria (Ayo et al., 2014), and the reliability and legality of 

online education in Nigeria (Agbebaku, & Adavbiele, 2016). There are studies on the 

challenges as well as prospects of transiting from the face-to-face education to open and 

distance learning in Nigerian higher-education institutions (Oluniyi, 2012). However, 

there is little research on how HR managers identify employability skills in online degree 

holders. A study of how HR managers identify the presence or absence of employability 

skills in online degree holders in Nigeria could add to the literature regarding the benefits 

of online higher education. Thus, this study may help HR management professionals 

develop a better evaluation process for online degrees. The study may also help to 

discover the online degree holders’ potentials and contributions to economic growth in 

Nigeria. The present study may also encourage higher institutions in Nigeria to see online 

higher education as a viable option, which can improve enrollment for students. 
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Problem Statement 

Research indicates that some HR management professionals prefer applicants 

with face-to-face degrees over online degrees (Erden, & Tekarslan, 2014; Joseph, 2017; 

James et al., 2015). But other studies have suggested a positive evaluation and acceptance 

of online degrees in hiring decisions (Deaconu et al., 2014; Fogle, & Elliot, 2013; James 

et al., 2016). When students want to embark on an online program, they need to 

understand of how HR managers accept or reject online degrees. The acceptance or 

rejection level may vary according to national policy, degree, or industry type (Bailey, & 

Flegle, 2012; Grossman, & Johnson, 2016) and insight into the variability of acceptance 

or rejection will be beneficial to all stakeholders (Gaskell, & Mills, 2014; Kaupins, 

Wanek, & Coco, 2014).  

The general problem addressed in this study is that some HR managers do not 

identify employability skills in online degree holders during hiring decisions (Erden, & 

Tekarslan, 2014; Fogle & Elliot, 2013). In Nigeria, for instance, the reliability of online 

degree skills has a low rating by public and private sector employers who are looking for 

dependability, adaptability, workplace attitude, and working skills (Agbebaku, & 

Adavbiele, 2016). The specific problem is that online degrees are deemed unacceptable 

for employment in Nigeria in multiple sectors, government agencies being a prime 

example (Agbebaku, & Adavbiele, 2016; Fogle, & Elliot, 2013; Yakasai, 2017).  

Purpose of the Study 

The purpose of this qualitative, exploratory case study was to explore how HR 

management professionals in Nigeria identify the presence or absence of employability 
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skills in online degree holders in their employment decisions. Participants were directors 

and heads of HR departments from various industries in Nigeria including banking, 

government, education, aviation, telecommunications, transport, health, finance, and 

consulting. The participants are HR managers who have accepted online degree holders 

in their workforce such as banks, oil and gas, and Nigerian government employers. I 

interviewed 20 participants made up of HR management professionals drawn from the 

Chartered Institute of Personnel Management of Nigeria (CIPMN). The CIPMN has HR 

professionals in its membership across different industries experienced in employment 

decisions and policies. I chose the participants with partial, full, or no online degree 

experience. Sharing their experiences regarding motivating or inhibiting factors toward 

accepting online degrees into the workforce may benefit students by providing 

information on which industries and sectors accept or reject online degrees and the level 

of acceptability. International and local universities may also benefit from the study 

regarding what measures to take in policy decisions as it relates to employability skills in 

online degree holders in Nigeria.  

Research Question 

One major research question applied to the study: How do HR managers identify 

the presence or absence of employability skills in holders of online degrees during job 

placement and promotion decisions? 

Conceptual Framework 

A conceptual framework is a lens a researcher uses in the development of 

knowledge that enhances the understanding of the underlying paradigm of a research 
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study (Lander, 2013). For this study, I used the framework of schooling and job 

assignment relationship (see Bills, 2003). Bills (2003) explained that there is empirical 

evidence regarding the relationship between educational attainments and socioeconomic 

attainment. There are seven conceptual components in the framework: human capital, 

cultural capital, screening, signaling, control, institutional and credentials concepts in 

employment decisions. In every aspect of the framework, there is a need to evaluate how 

applicants and employers use labor market information in job seeking and recruitment 

decisions.  

The concepts of screening and signaling play a greater role in HR management 

recruitment decisions. Screening is the mechanism through which employers gather and 

react to imperfect information of job seekers (Bills, 2003). HR managers evaluate both 

face-to-face and online degree holders by personal characteristics such as job experience, 

academic credentials, sex, and race. Because applicants can choose which academic 

credentials they have for securing a job (Bills, 2003), it is important to decide whether a 

face-to-face or online degree is valuable. It is important to evaluate how HR managers 

have a preference in one form of a degree when investments occur in both forms of 

degrees.  

Face-to-face schools are not the only models where individuals and job seekers 

can have qualities that attract employers (Kaupins, Wanek, & Coco, 2014). Online higher 

institutions change people who are without or who have limited physical interaction 

(Gaskell, & Mills, 2014). Regardless of format, schools should add value to potential 

workers in skills that yield to supervision and control. In this study, I sought to find out 
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how HR management professionals identify such employability skills in applicants with 

online degrees. Bills’s framework explains that employers use educational degrees to 

secure employees with the needed qualities. The concepts of schooling and recruitment 

provide a checklist to measure HR managers’ perception of face-to-face and online 

degrees. Thus, this framework was useful to help focus the study on ways and factors that 

constitute challenges to investment in online degrees by Nigerians.  

In this study, I investigated the factors responsible for the acceptance of online 

degrees by some of the Nigerian private and public sector employers. Some of the areas 

of focus included challenges of attitudinal dispositions on online models, screening, 

signaling, skills development, and how HR managers in other sectors in Nigerian address 

these issues. The conceptual framework was central to the present study, as it forms the 

lens for understanding employers’ perceptions of online degrees. It also enhanced the 

understanding of processes of signaling for employment opportunities by online degree 

holders. 

Nature of the Study 

Research methods can be quantitative, qualitative, or mixed methods (Wisdom, 

Cavaleri, Onwuegbuzie, & Green, 2012). When exploring a human issue in a real-world 

situation, researchers adopt a qualitative research approach to investigate how and why 

the issue occurs (Robert, 2014; Yin, 2014). In this research, I adopted a qualitative case 

study approach to investigate HR management professionals’ experiences in identifying 

employability skills in online degree holders. A quantitative study is appropriate when 

the research involves statistical, numerical, or computational selection and analysis of 
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data (Fehrmann, Gregoire, & Klein, 2012). A mixed method study is applicable when 

research requires overlapping methodologies between the qualitative and quantitative 

(Ineson, 2014). A qualitative approach to the study was appropriate because I studied 

factors not suited to quantitative methods (Herron, & Quinn, 2016; Ritchie, Lewis, 

Nicholls, & Ormston, 2013). Qualitative researchers also use this approach for adjustable 

methods when no standardized methods are needed in generating relevant data to a 

problem (Ritchie et al., 2013). Examples of qualitative research approaches include 

grounded theory, the narrative, case study, phenomenology, and ethnography (Yin, 

2014). I did not use any statistical method in data collection but made use of 

semistructured interviews for data collection. 

Definitions 

Employability skills: Employability skills are the range of varying skills that 

employers look for in candidates that will serve as a foundation for technical knowledge 

and skills for a job (Collet, Hine, & Plessis, 2015).  

Soft skills: Soft skills are the skills, abilities, and traits that pertain to personality, 

attitude, and behavior rather than formal or technical knowledge (Rao, 2014). These 

skills are the polite and pleasing presentation of hard skills.  

Hard skills: Hard skills are technical skills, core skills, and domain skills that go 

with the complementary roles of soft skills (Rao, 2014).  

Human resources (HR) professionals: HR professionals are practitioners who 

identify, manage, develop and retain skills and talents for job placement, promotion and 

organizational performance (Potgieter, & Ferreira, 2018; Uitzinger, Chrysler-Fox, & 
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Thomas, 2018). In the context of this study, I considered HR professionals within various 

industries in Nigeria.   

Online degrees: Online degrees are academic degrees that are earned entirely 

through Internet-connected computer and not through face-to-face education (Chebl, & 

Rayess, 2017). 

Face-to-face degrees: Face-to-face degrees are academic degrees that students 

earn or obtain from traditional education within face-to-face academic environment 

(Roberto, & Johnson, 2017). 

Degree type: Degree type refers to the categorization of academic degrees by 

mode of delivery before the type of degree a candidate earns (Chebl, & El Rayess, 2017). 

Hiring decisions: Hiring decisions are the judgments and conclusions of HR 

professionals during the recruitment of job applicants and job placements (Tylečková, 

Prokopová, & Skarnitzl, 2017). The judgments and conclusions may be positive or 

negative leading to the acceptance or rejection of a job applicant.   

Skills development: Skills development refers to skill formation, skill embedment, 

and skill enhancement strategies that bring about employability qualities (Graf, & Gardin, 

2018). 

Recruitment: Recruitment refers to processes that enable employers to find and 

hire the most qualified applicant for job placements (Ritchie, Ashworth, & Bades, 2018). 

Assumptions 

Assumptions are true and plausible parameters that form the focus of a study 

(Nkwake, 2013). Assumptions are true only on a temporary basis and are for a 
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specificpurpose and theory building (Ronald, 2014). In this study, I researched on the 

assumption that Nigerian HR professionals provided candid and honest answers to 

interview questions. I assumed that participants in the study are HR professionals who 

have experience in recruiting or promoting holders of online degrees during job 

placement or promotion decisions. I also assumed that participants had a genuine interest 

to participate in this study and did not have ulterior motives during participation.  

Scope and Delimitations 

Scope of Study 

The scope of the present study provided the boundaries of the research. In this 

study, the boundaries included recruiting HR professionals in Nigeria from different 

industries who recruited or promoted face-to-face and online degree holders. The HR 

professionals were from the rank of senior managers to HR directors in their 

organizations. I recruited 20 heads of HR departments who are responsible for 

employment and promotion decisions in the banking, government, education, aviation, 

telecommunications, transport, health, finance, and consulting sectors in Nigeria. I 

conducted semistructured interviews with participants to explore how employers identify 

employability skills in online degree holders during employment decisions. I also 

reviewed documents for the particular HR professionals starting from manager category 

to directors. To achieve transferability in this study, I provide a detailed explanation of 

the findings of the study, which can help future users or readers to decide to apply the 

results in other study contexts and locations. The explanations to enhance transferability 

cover research methods, research design, and presentation of data. 
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Delimitations 

Delimitations enable the researcher to set the boundaries and scope of the study 

and establishes interviewees’ selection and study location (Simon, & Goes, 2018). In this 

study, the research question, purpose of the study, and the participants’ selection criteria 

guided the delimitations. The research question sought to investigate how HR 

professionals identify employability skills in holders of online degrees. I set the boundary 

to be HR professionals who are members of CIPMN with experience in employing and 

promoting holders of face-to-face and online degrees. The participants were HR 

professionals from the rank of senior managers and HR directors. I conducted the 

semistructured interviews offsite in Port Harcourt, Abuja, and Lagos physically outside 

their organizations. 

Limitations 

Limitations are procedural weaknesses in a study (Mitchell, & Jolly, 2013) that 

show up out of the control of the researcher (Simon, & Goes, 2018). In this study, one of 

the limitations includes my choice of a qualitative case study. Another limitation was that 

I did not get a truly random sample of HR professionals. Getting the participants’ honest 

responses and within a given time was another limitation of this study. However, I strove 

to carry out the study in a way that minimized personal bias. Regarding dependability, I 

used member checking and transcripts. I cannot guarantee that the findings have 

generalizability.  
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Significance of the Study 

HR management professionals’ evaluations when recruiting holders of online 

degrees has become a management issue (Allen, & Seaman, 2015; Allen et al., 2016). 

There are indications that some HR management professionals hold a negative attitude 

about online degrees, and this has become a concern to job applicants and other 

stakeholders (Preston, 2014). This study may bring positive social change to stakeholders 

in online degree programs including online degree administrators, governments, students, 

and HR managers.  

Significance to Practice 

Because the study is a case study, it may be useful to online education and 

employment practices. The study may be useful to Nigerian online degree holders, who 

can benefit by understanding employers’ acceptability of the skills they hope to bring into 

the labor market. Management professionals aspiring to acquire online degrees can also 

appreciate that investment decisions into an online degree are not a waste (Kane, Shaw, 

Pang, Salley, & Snider, 2016). The study may benefit some working-class individuals 

who wish to apply for online education to enhance their competitiveness in the labor 

market.  

Information on employability skills issues of online degrees could also help 

Nigerian universities that are struggling to transition to new formats. The results of this 

research may contribute to the evaluation of online education as one option to improve 

the cost management of higher education in Nigeria. An additional significance of the 

study may be more enrollments recorded by Nigerian universities. The findings of this 
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research may help the Nigerian universities’ management and other interested 

stakeholders to develop a positive attitude toward online education. The study may also 

be helpful to the leadership of the Nigerian government to consider further regulations to 

correct the negative attitude and non-acceptance of online degrees for employment.  

Significance to Theory 

Investigating how current HR professionals in Nigeria are evaluating online 

degree skills could bring insights into the real causes of negative or positive perception. 

Some have argued that these evaluations are a result of negative press and lack of 

measuring metrics of quality of degree outcomes (Allen, & Seaman, 2015; Allen, 

Seaman, Poulin, & Straut, 2016). The study could add to the theory of acceptability of 

online degrees by showing special degrees that online education brings to the labor 

market.  

There is a lack of research on how HR professionals who have employed online 

degree holders identify the employability skills. This study can strengthen those who 

favor the superiority or equality of online degrees. The purpose of this qualitative 

exploratory case study was to explore how HR management professionals in Nigeria 

identify employability skills in online degree holders. Future researchers may reflect 

where HR professionals were not able to identify employability skills of online degree 

holders. Thus, this study may be useful to future researchers who have an interest in 

advancing the body of knowledge on employability skills of online degree holders. 
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Significance to Social Change 

This study could lead to a positive social change for individuals who lack 

confidence in the prospects of online higher education in Nigeria. Additionally, the 

results may encourage the adoption of online education models. There could also be a 

positive social change in job applicants who are holders of online degrees, as the results 

can provide understanding of how HR professional evaluate the degree they bring into 

the workforce. Online degree holders or employees may have a better understanding of 

how to present the skills they possess. The results of this study could also help Nigerian 

universities use online education as a cost saving approach to higher education 

management. Promoting positive social change may also come in the form of an increase 

in students’ admission into universities as well as reducing the high level of 

unemployment in the country. 

Summary  

In Chapter 1, I provided an alignment between the problem statement and purpose 

of the study, the research question, and the conceptual framework. I conducted this study 

on directors and heads of HR departments from various industries in Nigeria: banking, 

government, education, aviation, telecommunications, transport, health, finance, and 

consulting outfits. The participants included HR managers who have accepted online 

degree holders in their workforce.  

In Chapter 2, I provide a review of the literature regarding the relevant gap in the 

literature. Chapter 2 contains a literature review, synthesis of prior studies on 

employability skills, and analysis to grant evaluation of the study. The literature review 
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also includes a discussion on employability skills challenges across the globe and HR 

professionals’ practices regarding the identification of employability skills. I also review 

the conceptual frameworks for this study and the literature on the perception of online 

degrees in employment decisions. I also review employability skills such as 

communication skills, job performance, and soft skills and hard skills.  
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Chapter 2: Literature Review 

Introduction 

In this study I addressed the identification of employability skills in online degree 

holders. One important issue absent in most research is strategies for identifying 

employability skills in online degree holders during recruitment decisions (James et al., 

2015). The employability skills gap or shortage in graduates has become a global 

challenge that has created problems for job seekers and mostly online degree holders 

(Ali, 2017; Asonitou, 2015). Several researchers have suggested different ways of 

developing and improving employability chances of graduates in the labor market 

(Clokie, 2016; Coetzee, 2014; Cole, & Tibby, 2013). The purpose of this exploratory case 

study was to investigate how HR managers identified the availability of employability 

skills in holders of online degrees during recruitment and promotion decisions.  

The focus of the literature review was to identify literature on the employability 

skills challenge among online degree holders. The first section of the literature review is 

focused on the conceptual framework (Bills, 2003; Cole, & Tibby, 2013). In the second 

section of the literature review, I review employability skills challenges around some 

continents of the world. The third section of the literature review covers an in-depth 

evaluation of various debates around employability skills, which involve the definition of 

employability skills, the nature and models of employability, and cultural and economic 

influences on employability skills. The section also includes employability and the labor 

market, oppositions to employability skills policies, practices, and bridging employability 

gaps. The fourth and final section illustrates the employability skills challenge of online 
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degrees and the various trends in current literature. Many studies are focused on 

perceptions and acceptability of online degrees (DePriest, & Absher, 2013; Erden, & 

Tekarslan, 2014; Gaskell, & Mills, 2014; Grossman, & Johnson, 2016), but there is a gap 

in the literature regarding how employers who accept online degrees in hiring decisions 

identify the potentials and employability skills of such applicants. 

Literature Search Strategy 

In searching for relevant literature regarding the employability skills problem 

between employers and job applicants, I used Google Scholar, Emerald Insight, ProQuest 

Central, and ABI/INFORM, Sage Premier, Science Direct, and EBSCOhost. I looked for 

words such as employability, employability skills, perceptions of employability, and 

developing employability. Other search words included human resources perception of 

employability, labor market and employability, evaluation of employability, responses to 

employability, and areas of employability, online degrees, and acceptability of online 

degrees. The search equally focused on such words as employability gaps, employability 

critiques, identifying employability skills, and embedding employability. To gather 

literature that is current on the subject matter of the study, I limited my search of peer-

reviewed journals to be within 5 years of publication. I used other relevant literature from 

other topics on employment decisions to gather knowledge of the study. I searched for 

key words that relate to employer decision-making on the identification of employability 

skills.  
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Conceptual Framework  

I used concepts of employability as well as signaling and screening as the 

conceptual framework for this study. Cole and Tibby (2013) found that employability is 

the responsibility of the higher education managers, students, employers, and the 

government. Bills (2003) also noted that for graduates to be employed, there should be a 

consideration of signaling and screening. Thus, employability development requires 

ensuring that graduates have needed employability skills for job placement decisions. 

There are four components of the employability conceptual framework. The components 

are a sound understanding of employability skills, which requires stakeholders to define 

and create employability that integrates the views of other stakeholders. The second 

component is developing employability skills models (Cole, & Tibby, 2013). There is 

also the sharing and enhancing existing skills practices, the third component, and the 

fourth component is measuring and reviewing employability skills practices (Cole, & 

Tibby, 2013). 

Sound Understanding of Employability Skills 

The definition and understanding of employability skills have been shifting 

throughout history (Williams, Dodd, Steele, & Randall, 2015). Some authors define 

employability skills as core competencies for obtaining employment (Adeyinka-Ojo, 

2018; Chhinzer, & Russo, 2018; Cole, & Tibby, 2013). Other researchers argue that 

employability skills go beyond employment and include competencies that enable 

employees to make progress within the organization (Bridgstock, Goldsmith, Rodgers, & 

Hearn, 2015; Byrom, & Aiken, 2014). There are also views that employability skills 
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include employees’ and job applicants’ capabilities that enable organizations to achieve 

their strategic goals (Bridgstock, & Cunningham, 2016; Collet, Hine, & Plessis, 2015). 

The different views and definitions affect the policies and approaches of stakeholders in 

addressing the employability skills challenge. The view on employability skills depends 

on the individual view and context.  

Employability skills have also been broken down into a list of transferable skills 

that employers are expecting from potential employees: personal qualities, basic 

academic skills, and high order thinking as well as team-work, critical thinking, 

communication skills, and technical skills (Fayeq, 2017). Other skills include planning, 

self-motivation, organizing, integrity, and interpersonal skills (Fayeq, 2017). Further, 

technical skills can be differentiated from soft skills, which are identifiable through field 

work and managerial abilities respectively (Febriana, Premono, & Iriani, 2018). 

Employability skills can also be broken down into employability assets, which includes 

attitudes, skills, and knowledge; deployment skills that include job skills and career 

management skills; presentation skills that cover securing of the job such as writing CVs 

and techniques of approaching interviews; and personal circumstances such as external 

factors, and family responsibilities (Foerster-Pastor, Ulrike, & Golowko, 2017). 

Developing Employability Skills 

The development of employability skills has various approaches just as the 

definitions and categorizations also differ (Graham, 2017). Another debate on 

employability skills is whose responsibility it is to embed or develop employability skills 

(Devambatla, & Nalla, 2015; Drange, Bernstrom, & Mamelund, 2018). In the United 
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Kingdom, for instance, the assumption is that higher education providers are responsible 

for embedding and developing skills (Tyrer, Ives, & Corke, 2013). A more robust 

approach regarding the responsibility of developing, embedding, and possessing 

employability skills is the view that the solution comes from all stakeholders (Drange et 

al., 2018). In this approach, a combination of students’ efforts, the higher education 

providers embedding of skills, and the employers’ support will guarantee acceptable 

employability skills (Drange et al., 2018).  

Some stakeholders have approached employability skills development through 

work-integrated learning frameworks (Jackson, 2015). The work-integrated learning 

employability skills development model involves students’ placement in industries while 

in school. However, there can be barriers to skills acquisition such as inexperience and 

lack of support from experienced company employees. The personal traits that enhance 

transfer of employability skills from the classroom to the place of work include 

“openness,” “extraversion,” and “conscientiousness” as well as work related experiences 

(Jackson, 2016).  

In European countries, some stakeholders view the development of employability 

skills as the sole responsibility of higher education to provide practical training, research, 

and involvement of employers (Pavlin, 2014). Cole and Tibby (2013) also posited that 

employability skills embedded into main higher education curricula continues to be the 

priority of universities, government, employers, and colleges. The different skills that 

higher education can embed into higher education learning include development learning, 
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emotional intelligence, generic skills, experience, and degree subject knowledge (Cole, & 

Tibby, 2013).  

A model for the development and evaluation of employability skills in higher 

education include the USEM and employability development profile approaches (Cole, & 

Tibby, 2013; Dacre, Qualter, & Peter, 2014). The USEM model represents understanding 

of the subject, skillful practices, efficacy belief, and meta-cognition. Although the USEM 

has been found to be relevant, it does not allow proper understanding by students and 

parents. In contrast, the employability development profile model developed by 

CareerEDGE has a better application than USEM (Cole, & Tibby, 2013; Dacre et al., 

2014). It can help students, academics, and those new in a course to understand what 

employability skill is about. However, the employability development profile measures 

employability skills from the students’ point of view (Cutts, Hooley, & Yates, 2015). The 

perception of students regarding employability may not count where the decision of job 

placement rests with the perception and acceptance of the recruiter (Greenbank, 2014).   

Sharing and Enhancing Employability Skills Practices 

Sharing and enhancing employability skills among stakeholders is one way of 

making progress after choosing a model (Cole, & Tibby, 2013). There are different views 

and word usage that stakeholders employ when sharing and enhancing employability 

skills (Coetzee, 2014; Osmani et al., 2015). Some practitioners use such words as 

competencies, capabilities, attributes, and attitudes in describing graduates’ abilities 

(Daniels, & Brooker, 2014). Regardless of word usage, stakeholders can address the 

challenge of sharing and enhancing skills by identifying a skills gap, identifying how to 



22 

 

share and access best practices, and finding supportive partners (Cole, & Tibby, 2013). 

Some of the partners may come from higher institutions, business organizations, and 

student bodies (Pinto, & Taveira, 2013; Pitan, 2016). For example, in Liverpool’s John 

Moore University, the supportive role of all stakeholders provided a robust, credible, and 

unique way of achieving sharing and enhancement (Tyrer et al., 2013). The institution 

first sought to understand the current views and perspectives of stakeholders and 

students. Another step was to create a national employer advisory group and to engage 

various local employers. Additionally, the university established key performance 

indicators and developed resources and feedback mechanisms (Tyrer et al., 2013). 

Measuring and Evaluating Employability Skills  

After setting up employability sharing and enhancement practices, the strategies 

must be evaluated and measured (Pavin, 2014). Grotkowska, Wincenciak, and 

Gajderowicz (2015) argue that evaluating the strategies has become necessary as higher 

education is gradually moving from “ivory-tower” concept to market-oriented 

enterprises. One way to cope with the market-oriented approach is to pursue employers’ 

and students’ satisfaction through employability models (Eurico et al., 2015; Smith, & 

Worsfold, 2014). Some of the approaches to carry out regular evaluation of employability 

skills is through framework and pedagogy evaluations (Govender, & Taylor, 2015; Teal, 

2013; Thorley, 2014). A major challenge, however, is that there is no way of knowing 

inhibiting or supporting factors in all subjects or programs (Rutt et al., 2013).  

One model for measuring and evaluating employability skills practices is called 

SOAR (strengths, opportunities, aspirations, and results; Kumar, 2015). Employers, 
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higher institutions, and students could adopt this measuring and evaluation model to 

examine the development, progress, and results of employability goals. For example, a 

higher education provider can evaluate the strengths, opportunities, aspirations, and 

results of their students and incorporate the same into the pedagogy (Kumar, 2015). 

Employers can also assess the strengths of potential employees, the opportunities 

available within the organization, the aspirations, and results within any organizational 

job process. The challenge remains that most higher education providers see 

employability embedment into institutions’ strategy as an added load (Jackson, 2014a; 

Kumar, 2015; Lau, Hsu, Acosta, & Hsu, 2014). Another disadvantage is that some 

students are in school to get their certificates and do not care what the opportunities in the 

future may be (Kumar, 2015).   

Employability Skills: Cultural, Political, and Economic Influences  

Within high education management, the issue of employability skills is global 

(Kalfa, & Taksa, 2015; Pavlin, & Svetlik, 2016). For instance, Govender and Taylor 

(2015) found that the employability skills debate is increasing worldwide. This means 

that policy and decision-makers are addressing the topic from different cultures as well as 

economic and political climates (Rutt et al., 2013; Tran, 2015; Wilton, 2014). There are 

cultural variations across the globe that play a role in employability skills debate (Artess, 

Mellors-Bourne, & Hooley, 2017). For example, in some cultures, dress code can be an 

influential factor in employability skills (Cutts, Hooley, & Yates, 2015), whereas in other 

regions, it could be the influence of industry speakers (Reibe, Sibson, Roepen, & 

Meakins, 2013). In places like Bahrain, simple English communication skills can be a 
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major requirement that employers need in job placement (Thomas, Piquette, & 

McMaster, 2015). These cultural differences on what constitutes employability skills lead 

to issues in defining and developing these skills (Wilton, 2014). 

Political influences also play their roles in shaping the employability skills debate. 

According to Rich (2015), pressure is put higher education providers to provide certain 

skills. Policy makers, employers, and parents view the employability opportunities of 

their graduates to have a link only to what the higher institutions include (Hill, 

Walkington, & France, 2016). Some stakeholders blame higher education providers of 

focusing only on profit-making strides at the expense of producing graduates who can 

secure jobs (Rich, 2015). Some stakeholders expect that graduates must be employed 

once they graduate with the requisite skills. However, skills acquisition does not imply 

the availability of job vacancies, making the pressure on higher education providers 

unnecessary (Cappelli, 2015).  

From the economic front, some researchers have linked employability challenges 

to the 2008 to 2009 financial crisis (Hill et al., 2016; Kalfa, & Taksa, 2015; Pavlin, & 

Svetlik, 2014). The financial crisis has led to an increase in interests regarding 

employability as well as the argument that higher education providers are not producing 

the needed skills (Arora, 2015). Even in countries where the impact of the financial crisis 

was not serious, there has been reframing of employability skills (Cerdeira et al., 2016; 

Jackson, 2014b). In the United Kingdom, for instance, the focus on employability has 

increased, which may be due to an increase in the marketization of higher education 

(Blackmore et al., 2016; Pemberton et al., 2013; Wilton, 2014).  
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Oppositions to Employability Theories 

There have been different debates on the policy focus on employability skills 

(Arora, 2015; Kettis et al., 2013; Reid, 2016; Rich, 2015; Tran, 2015). The opposition 

ranges from poor definition of employability to the topic being meaningless. 

Additionally, there is the assertion that a strong policy on employability negatively 

affects the autonomy and integrity of higher education providers. There are those who 

fault the topic that it is not the role of higher education to track the employability skills of 

students (Arora, 2015; Kettis et al.; 2013; Reid, 2016; Rich, 2015; Tran, 2015). On the 

other hand, some argue that it is only higher education that can embed employability 

skills without considering the role of other stakeholders. A further line is drawn by other 

opposition that employability skills argument is uncalled for (Reid, 2016).  

Another argument against a strong policy focus on graduate employability is that 

it focuses only on employers’ need and employment at the expense of students’ and 

higher education needs. Nonetheless, it is important that all sides of the debate agree that 

higher education has some benefits for students, higher education providers, employers, 

and society. One of these benefits includes employability of graduates (Govender, & 

Taylor, 2015). The employability debate calls for more careful incorporation into the 

academic and other stakeholders’ priorities (Speight et al., 2013).  
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Literature Review 

Employability Skills Challenge in the United States of America  

In the United States, there is an explosion of concerns regarding the supply of 

employability skills among the labor force (Cappeli, 2015). The shortage of 

employability skills as the author found has led to many reports and complains from 

government, independent, and employer organizations. The shortage of employability 

skills was found to exist in both online and face to face degree holders (Adams, 2016; 

Griffiths, Inman, Rojas, & Williams, 2018). Some of the skills found to be in short supply 

in the United States, as well as other regions, include critical thinking skills and problem-

solving skills (Mellors-Bourne, Robinson, & Metcalfe, 2016). The shortage of these 

employability skills is at such a time when technological advancements and uncertainties 

call for students to be ready for employment landscapes that are uncertain (Wolff, & 

Booth, 2017).  

Some research findings argue that universities struggle to align learning outcomes 

with employability skills (Anastasiu et al., 2017; Clarke, 2017). Cappelli (2015) posited 

that the complaint about a shortage of employability skills in the United States is 

unwarranted. According to the author, there seems to exist what the author found to be 

over educated workforce in the United States about employability skills. Some of the 

reasons being that the argument for the shortage of skills does not hold when there are 

very few vacancies among American employer organizations (Cappelli, 2015). There 
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seems to be a gap in the literature on reconciling research findings of a shortage of 

employability skills and job vacancies in the United States. 

Employability Skills Challenge in Europe 

In Europe, the challenge of improving employability skills of graduates from 

mere disciplinary based teaching to problem-solving competencies has gained more 

ascent (Pavlin, & Svetlik, 2014; Tyrer, Ives, & Corke, 2013). European young peoples’ 

aspiration and future prosperity have been found to suffer serious damage as a result of 

skills shortage and mismatch between employers’ need and products of the education 

system (Calonge, & Shah, 2016). The growing demand to address this challenge in 

Europe has led to a collaboration among higher education institutions in the region 

(Baker, Loughren, & Crone, 2014). The authors noted that these higher education 

institutions contacted employers from countries such as the United Kingdom, Germany, 

France, Spain, Greece, and the Czech Republic to evaluate the employability skills of 

their graduates. The results showed that employers rated the employability skills of 

graduates lower than expectations. For example, in Greece, employers’ evaluation of 

employability skills was found to be lower than other European countries (Tsitskari, 

Tsalouchou, Michalopoulou, & Goudas, 2017).   

In other to address these employability skills concern, the university of Liverpool, 

for instance, has commenced the implementation and embedding of employability 

programs into mainstream studies (Tyrer, Ives, & Corke, 2013). The employability skills 

program in the Liverpool University involves what the authors termed a super-

convergence between careers delivery and academic libraries departments. One major 
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challenge regarding the mode and approach of Liverpool University may be the 

evaluation which employers will give her graduates at the end of the day. Employability, 

according to Wilton (2014) depends on the eye of the beholder. So, the debate may not 

end with an institution putting structures in place and deems the structures to be final 

measures to address the problem. It is one thing to adopt a particular solution to improve 

employability skills expectation, and it is quite another issue for employers to accept the 

product of what is put in place to enhance employability skills.  

Employability Skills Challenge in Asia 

In Asia, Singh, Thambusamyb, Ramly, Abdullah, and Mahmud (2013) indicated a 

damaging report regarding employability skills crisis in the continent. The authors found 

that about 70% of graduates from both private and public universities are unemployed as 

a result of these institutions’ failure to adopt a sufficiently rigorous educational system 

that can produce a capable workforce that satisfies industry needs. Some of the areas of 

lack of employability skills include communication skills, lack of creativity, 

unwillingness to accept low salaries, and being selective among others (Singh et al., 

2013).  

There is a difficulty in the meaning, findings, and recommendations for solving 

employability skills problem such as the one by Singh et al. (2013) above. Some of the 

indicators of lack of employability such as unwillingness to accept low salaries make the 

definition of employability skills to hold contended meanings (Sin, & Neave, 2016).  

Irrespective of lack of consensus in the definition of employability skills, Paterson (2017) 

agreed to the existence of employability skills challenge in the Asian continent. He posits 
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that as a response, embedding employability skills into higher learning education is what 

will address industry demands. Some of the skills identified for incorporation into Asian 

higher learning system include creative thinking skills, listening skills, interpersonal 

skills, and professional competence (Finch, Peacock, Levallet, & Foster, 2016).  

Some of the approaches to address these employability skills challenge in Asia 

were found to include the development of soft skills both in individual modules and 

academic programs (Finch, Hamilton, Riley, & Zehner, 2013). A study in Tanzania 

produced a different approach on how to solve the shortage of employability skills 

challenge (Ishengoma, & Vaaland, 2016). The authors recommended a university-

industry linkage (UIL) activities that involve student internships and joint projects where 

industries are involved in the modernizing of university curricula. Other research works 

find that there is no one-size-fits-all approach as the solution to employability skills 

challenge (Jackson, 2013; Wickam, 2018). The authors found that solving the problem of 

lack or shortage of employability skills among job applicants involves all stakeholders. 

Specifically, Jackson (2013) found that the solution to the problem will require a 

collaborative strategy. The strategy is that every hand must be on deck involving 

university curricula that embed employability skills, students’ personal efforts to learn 

and practice, and industry training to ensure good transfer of employability skills.  

Employability Skills Challenge in Africa 

As found from other continents, in African countries such as Nigeria, Ghana, and 

Kenya, there is a shortage or lack of employability skills among graduates (Ismail, & 

Mohammed, 2015; Ramcilovic-Suominen, Rodriguez, Puentes, Kirongo, & PitkäNen, 
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2016). The higher educational models with lack of employability skills include both 

online and face to face degree programs as found by Sadik (2016) and Chebl and El-

Rayess (2017). Some of the specific skills not meeting employers demand are problem 

solving skills, critical thinking skills among others (Sadik, 2016). An important finding is 

that African universities like those in other continents have applied several strategies to 

address employability skills problem (Jackson, 2013; Pitan, & Atiku, 2017).  

The authors found some remedial solutions that are useful in addressing the 

challenge such as career guidance activities, and university-industry collaborative 

activities. In Nigeria for instance, graduates undergo a compulsory 1-year national youth 

service corps program, where graduates are deployed to organizations to work for 

experience (Arubayi, & Akobo, 2017). The authors found that the national youth service 

corps acts as a useful tool to prepare and develop skills transition and capabilities for 

employments and job placements. Some criticisms and drawbacks of the national youth 

service corps program have been that the restricted 4-sector deployment processes limit 

the thriving of graduate capabilities (Arubayi, & Akobo, 2017). 

Employability Skills Challenge in Australia 

In Australia, employability skills challenge has been an issue since 1992 leading 

to the establishment of a government committee charged with addressing the quality 

assurance of higher education in the continent (Kalfa, & Taksa, 2015). The authors found 

that there has been a growing concern in business faculties regarding the development of 

graduates’ employability skills. Clarke (2017), explained that a graduate development 

program was put in place to address the employability skills problem in Australia. The 
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author asserts that the program has created partial support to graduate skills development 

and transition to work life. One major limitation of the one year program is that it has 

created employability focused contracts instead of job security.  

Other factors constitute barriers and defy solutions in Australia regarding the 

handling of employability skills development and applications (Cavanagh, Burston, 

Southcombe, & Bartram, 2015). Some of the barriers according to the authors include 

misalignments in understanding and perceptions regarding the relationship that exists 

between university curricula and skills development. Other factors are a mismatch 

between the importance of higher order thinking capabilities and work-ready skills 

(Cavanagh et al., 2015). The resultant effect of these mismatches between universities, 

students’ and employers’ perceptions is the lack of proper coordination and embedding of 

employability skills (Kalfa, & Taksa, 2015). 

From the review of the literature in the above continents, it is obvious that 

employability skills gap, misconceptions, debates, and uncertainties have no simple 

solution (Blackmore et al., 2016). In the United States, Europe, Africa, Asia, and 

Australia, the story seems to be the same. In the following sections, I did a deeper review 

of the literature regarding acceptable definitions, policies, perceptions, practices, and 

responses to the employability skills problem. The main focus of this study was the 

identification of employability skills in holders of online degrees. Most of the previous 

research work looked at employability skills gap or its identification on a general scale 

(Artess et al., 2017). Recent debates regarding the employability of online degree holders 
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call for an investigation into employability skills development and possession by online 

degree holders. 

Perspectives of Employability Skills 

Employability Attributes and Skills 

There are different perspectives regarding employability skills attributes that 

facilitate students’ transition from learning to work and job placement (Artess et al., 

2017). According to the authors, we can refer to these attributes as capabilities, attitudes, 

and capacities. Different researchers view these employability attributes from different 

perspectives (Artess et al., 2017). For instance, Osmani et al. (2015) studied graduate 

attributes from accounting, computer science, business, and management, with a focus on 

synthesizing the attributes. Coetzee (2014) took the synthesis further by providing ways 

of validating and scaling graduate attributes and skills. Kalfa and Taksa (2015), on the 

other hand, took a critical approach to employability skills perspectives. The authors 

recommended that instead of focusing on human capital or skills, stakeholders should 

view employability from the approach of cultural norms and cultural capital. Another 

perspective is that both dress and appearance are important factors that can aid graduates’ 

transitions into work life (Hooley, & Yates, 2015). To support the focus on dress and 

appearance, Daniels and Brooker (2014) argued that employability skills should not focus 

on the teaching of a set of skills but how to build students’ identities.  

One major advantage of the broader view of employability skills from attributes’ 

point of view is that it enhances the inclusion of a wide range of graduate qualities 

(Artess et al., 2017). Some of the broad categorizations of the attributes include team-
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work, presentation skills, numeracy, language skills, communication skills, and creativity 

(Artess et al., 2017). Other attributes include an aspiration, critical thinking skills, digital 

literacy, autonomy, efficiency, emotional intelligence, ethics, and inter-personal skills, 

among others. There is the challenge of having an agreement on the relevance, level of 

importance and how a job applicant possess any of these attributes (Cavanagh et al., 

2015). Notwithstanding the disagreement on the relevance and other measures of these 

attributes, there are several frameworks in explaining employability skills. Kumar (2015), 

Jackson (2014c), and Kalfa and Taksa (2015) developed such frameworks for explaining 

employability skills. 

Employability Nontechnical Skills 

Though higher education providers endeavor to embed employability skills into 

graduates, employers during daily operations claim that graduates lack these non-

technical skills (Roepen, 2017). To evaluate these non-technical skills, Braun and 

Brachen (2015) surveyed 10,000 graduates’ applications and interviews. The authors 

found about 49 generic work related requirements and activities. The non-technical skills 

include information processing, planning and organizing, foreign language 

communications, numeracy, and personal performance (Braun et al., 2015). Pollard and 

Wilson (2014) supported the same view and noted that many employers were not after 

the skills that higher education providers embed. On the other hand, Morrison (2014) and 

Roepen (2015) found that graduates did not possess the required confidence to transfer 

their non-technical skills into the workplace.  
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On the inability of graduates possessing the necessary confidence to transfer their 

non-technical skills, Tyrer et al. (2013) found a misalignment between what employers’ 

demand and what higher education providers produce. The misalignment suggests that 

there is an urgent need to have a common understanding between both parties. To close 

the misalignment gap, Jackson (2015) recommended the embedding of work related 

components into the courses such as work placement opportunities. Jackson (2016) went 

further to explore skills transfer as being a major part of graduates need to join the 

workplace. Evaluating a total of 674 business graduates, Jackson (2016) found that 

factors such as learning program, workplace characteristics, and the learner attitude are 

important to skills transfer. The model of Jackson reveals the importance of approaches 

to acquiring and transferring skills to involve all stakeholders. In support of the above 

assertion, Jones (2013) explored accountancy profession employers and found that skills 

transfer is a continuous process even after securing a job. 

Employability Specialist Knowledge Skills 

Skipper and Kent (2015) drawing from the field of Psychology, business studies, 

and creative disciplines, evaluated employability skills could come from a specialist 

knowledge perspective. The authors used final year students to design, implement, and 

evaluate the boosting of specialist skills among graduates. The authors’ design which also 

sought to enlighten graduates on job hunting helped both students and employers 

discover useful specialist skills needed in the workplace. The creative disciplines were 

found to be more heterogeneous and as well as being precarious and insecure (Skipper et 

al., 2015). In the same vein, Bridgstock et al. (2015) found that there are values which 
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graduates can add to the workplace with particular attention to workplace creativity 

challenges. 

In business studies, a work related higher education program made graduates 

more equipped in the workplace and more competitive during job placement decisions 

(Clements, & Cord, 2013). It is obvious from the findings that specialist knowledge skills 

are obtainable through certain professions by using employability skills lens. According 

to Artess et al. (2017), the British psychology society took a step in this direction and 

developed serious attention towards psychological literacy development. The authors 

noted that such program design has brought about the needed graduates’ specialist skills 

in the job market and practice. Other academics may find the model useful and 

incorporate the same into their teaching areas.   

Employability Values, Qualities, and Behaviors 

Looking at employability skills cannot be only through the lens of a list of skills 

(Artess et al., 2017) but rather through approaches such as values, qualities, and 

behaviors (Greenbank, 2015). The authors argue that group centered discussions can 

bring a change in behavior. A study on graduates’ extra-curricular activities found that 

transformative pedagogies can aid students’ reflection on their values, qualities, and 

behavior (Greenbank, 2015). The author posits that higher education providers can utilize 

such transformative pedagogies to enable graduates to evaluate previous behavior and 

decisions critically. According to the author, such reflections have the capacity of 

motivating graduates to assess alternative approaches to employability values, behaviors, 

and quality.  
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One of the perspectives of employability values, behaviors, and qualities found 

that there is a relationship between successful job-seeking behaviors, self-control, and 

self-efficacy (Hazenberg, Seddon, & Denny, 2015). The authors argue that certain 

behavioral interventions can alter the employability skills outcome. For instance, there 

could be an improvement in self-efficacy through a combination of job placement that 

goes together with modules undertaken (Hazenberg et al., 2015). Regarding 

employability value and quality, Turner (2014) argues that higher education providers 

can support graduates develop self-belief. One of the ways of supporting the graduates to 

develop self-belief according to the author is by encouraging the students to believe in 

themselves.  

The graduates can be supported to believe that they can improve their ability, 

achieve their goals and that their environment can support goals achievement (Turner, 

2014). The goal of Turner’s argument is that higher education providers should seek 

ways of creating early opportunities to develop self-belief skills for transition into the job 

market. The challenge here is that there are different terminology applications in 

describing employability activities (Tate et al., 2015; Tymon, 2013). For instance, as has 

been stated earlier, some use terms such as hard skills, soft skills, values, attributes, 

capabilities, competencies, professional skills among others.   

Employability and Personal Literacy Skills 

There is an argument that one of the ways graduates can enhance their 

employability is through the articulation of their weaknesses and strengths (Jackson, 

2016). According to the author, a sure way of doing such articulation is through personal 
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literacy or graduates’ ability to read oneself. There is an argument in support of personal 

literacy and self-awareness as important in developing employability skills (Jackson, 

2014a). Using data from Australian business graduates, Jackson (2014a) explained that 

graduates could do self-assessment of their competencies in certain employability skills. 

Clark and Zukas (2013) went further to buttress the same point by using IT graduates to 

show how students developed employability skills through social contacts. The authors 

posited that employability does not only come from educational programs but also from a 

proper understanding of the workplace where they hope to work.  

Another facet of personal literacy skills comes from an awareness of the various 

cultural and social settings where organizations exist (Lilley, Barker, & Harris, 2015). 

The cultural and social setting awareness can enhance graduate personal literacy and the 

development of a global mindset that educational learning may not offer (Lilley et al., 

2015). The research of these authors shows that beyond educational learning, graduates 

can become aware of the cultural and social settings that employers expect from potential 

employees. Cultural and social learning is not only through the work of higher education 

providers, but students can learn and educate themselves on such issues. Drayson et al. 

(2014) took the debate further by explaining that cultural and social awareness and equity 

are sustainable developments students ought to bring into employment. The authors 

found that there would be an increase in cultural and social awareness requirements as 

globalization plays a major role regarding graduate employability. 
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Employability Skills Adaptability   

One of the simplest ways of conceptualizing employability is through career 

adaptability (Wright, & Frigerio, 2015). The authors argue that the current emphasis on 

work placement and salaries does not help in the articulation of what resides in the 

graduate. In their opinion, there could be a measure of career adaptability that further 

determines graduate employability levels. On ascertaining career adaptability, employers 

can determine the necessary interventions to harvest graduate potentials. Zacher et al. 

(2015) went further to explain that higher education providers and employers can help 

graduates overcome the issue of getting stuck while trying to fulfill their dreams. One 

way higher education providers can do this is through the development and 

encouragement of students’ curiosity and positive attitude towards change. 

Savickas (2013) developed a career construction theory for building 

employability adaptability. The construction found that self-insight and self-awareness 

are crucial components of employability (Artess et al., 2017). Using a sample of business 

study students that were engaged in part time work, Gbadamosi (2015) found that 

capacity for change belief has an association with self-efficacy. There seems to be a close 

link between resilience, adaptability, self-efficacy and emotional intelligence (Artess et 

al., 2017). The overall assertion of these findings is that both higher education providers 

and employers have a role to play in graduate employability. An important point here is 

that students have to be shown their role as well on how to adapt to changing scenarios 

and job opportunities. It is not clear, however, from this literature how employers are to 
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help potential employees to understand their emotional intelligence when seeking for a 

job. 

Recruiters’ Demand for Employability Skills 

Recruiter surveys indicate that graduates need to go beyond getting academic 

certificates to meet the demands of employers in the workplace (Suarta, Suwintana, 

Sudhana, & Hariyanti, 2017). Workers nowadays are required in addition to specific and 

basic skills and knowledge to bring on board additional skills set. Employability skills are 

found to be the missing link between workplace and academic training (Suarta et al., 

2017). Recruiters’ demand for employability skills varies from nation to nation (Ortiz, 

Region-Sebest, & MacDemott, 2016; Suarta et al., 2017). In Indonesia for example, 

recruiters demand skills such as: (b) communication skills; (b) teamwork skills; (c) 

integrity; (d) intellectual capacity; (e) self-confidence; and (f) personality / individual 

character.  

Other employability skills recruiters demand in Indonesia are (g) planning skills; 

(h) writing skills; (i) computing skills; and (j) analytical and problem-solving skills 

(Suarta et al., 2017). In other regions such as the U.S and UK, there are differences and 

similarities in recruiters’ demand for employability skills (Crawford, & Dalton, 2016). 

Irrespective of the differences and similarities, some skills are found to be the most 

important (Blackmore et al., 2016). The most important employability skills are listed as 

problem-solving skills, common communication skills, teamwork skills and personal 

qualities (Suarta et al., 2017). The recruiters’ demand for particular employability skills 

has brought pressure on higher education providers to seek ways of embedding these 
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skills into students (Graham, 2017). The purpose of this qualitative study was to explore 

how recruiters identify these employability skills in online degree holders.   

Soft Skills 

The use of the term soft-skills has increased tremendously since the 1990s (Bartel, 

2018) in job postings, in career advising and business training. According to the author, 

we can equate soft skills to people skills or interpersonal skills. While discipline-specific 

skills are usually content specific, soft skills are found to be non-academic skills (Finch, 

Hamilton, Riley, & Zehner, 2013). The authors argued that these soft skills are very 

important across various working environments. Though there is no consensus on the list 

of soft skills, there are common listings of soft skills (Artess et al., 2017).  

Some examples of soft skills include communication skills, decision making 

skills, teamwork skills, writing skills, speaking skills, and problem solving skills. Bartel 

(2018) noted other classifications of soft skills. The soft skills are integrity, 

communication, courtesy, responsibility, social skills, positive attitude, professionalism, 

flexibility, teamwork, and work ethic. Irrespective of the categorization or classification, 

educators find it difficult to teach and assess these intangible attributes (Bartel, 2018). It 

was interesting to review the literature on some of these intangible attributes and soft 

skills.  

Communication skills. Effective communication skills are one of the vital skills 

demanded by employers during job placement and job performance (Ortiz et al., 2016). 

As the authors found in a 2014 survey of 72 companies in the U.S, employers identified 

communication skills the most important communication skills for company success. The 
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communication skills include (a) ability to speak well using the telephone, (b) team 

communication, (c) proper grammar use, (d) meeting participation, and (e) ability to 

engage in conversation. Ting, Marzuki, Chuah, Misieng and Jerome (2017) on the other 

hand argued that there is a difference between communication skills and language 

proficiency. While agreeing to the importance of communication skills, Bharathi (2016) 

noted the reasons for the high unemployment rate among graduates with such skills. 

Common among the causes of this high unemployment is inadequate language 

proficiency, unawareness about life skills and lack of presentation skills knowledge. 

Clokie and Fourie (2016) went further to suggest that in closing the unemployment gap, 

course contents should align with specific industry communications skills requirement.   

Decision-making skills. Decision making skills have been found to carry good 

influence on graduate employability (Pitan, & Atiku, 2017). The authors used six items to 

measure decision making skills. The items are (a) self-awareness and (b) self-reflection 

and assessment of the acquired experience. Other items are (c) continual review and 

evaluation of opportunities and (d) development of job performance decisions. 

Blackmore et al. (2016) went further to argue that decision making skills is the same as 

problem solving skills. As the authors posited, problem solving skills is among the top 3 

skills preferred by employers in South Africa, Cambodia, and in the U.S. In agreement 

with the notion that decision making skills are the same as problem solving skills, 

Crawford and Dalton (2016) gave details of their components. Employees with problem 

solving skills are those who can; (a) Identify and analyze problems and (b) candidates 

that can take effective and appropriate action. Other characteristics of decision making 



42 

 

skills are people that (c) can transfer knowledge across situations, (d) realize the effect of 

their decisions and finally (e) creative and have innovative solutions. 

Teamwork skills. Employers and professionals have cited teamwork skills as 

critical skills for engaging job seekers especially in technically related fields (Thompson, 

2017). The characteristics of teamwork skills is that (a) employees are productive as a 

team member and (b) they are punctual in job performance and meet deadlines 

(Crawford, & Dalton, 2016). Other characteristics of teamwork skills according to the 

authors are (c) positive and encouraging attitude, and (d) maintaining accountability to 

the team. Finally, teamwork skills include (e) working with multiple approaches, (f) 

sharing ideas to multiple audiences, and (g) awareness and sensitive to diversity. 

Teamwork skills were found to be the first top preferred skills in Europe, third preferred 

in South Africa (81%) and second top preferred skill in the UK (85%). While Blackmore 

et al. (2016) note that teamwork skills can be hard to articulate and assess, Philip et al. 

(2015) gave a different view. Philip et al. (2015) suggested the contextualization of 

teamwork skills in an approach that can directly relate to student learning and as well as 

have a link to future employment.  

Professionalism skills. Professionalism skills are those attributes that come with 

business, customer and public relationships in a professional manner (Crawford, & 

Dalton, 2016). Some of the characteristics of professionalism skills are; (a) effective 

relationships with customers, businesses and the public, and (b) acceptance of critiquing 

and direction in the work place. Crawford and Dalton (2016) went further to identify 

other characteristics of professionalism skills. These characteristics include; (c) 
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trustworthiness with sensitive information, and (d) understanding roles, realistic career 

expectations. Finally, professionalism skills entail (e) maintaining appropriate decor and 

demeanor, (f) selecting mentor and acceptance of advice, and (g) dealing effectively with 

ambiguity. To develop professionalism skills in graduates, Philip et al. (2015) provided a 

framework they called “ACT.” The ACT represented the components of accountability, 

communication, and teamwork. The authors found this tagline to have a positive impact 

on students’ development of professionalism skills.  

Hard Skills 

Hard skills have been defined as tangible technical and academic skills and are 

specific, countable, and definable (Sitompul, Kustono, Suhartadi, & Setyaningsih, 2017). 

Mahmudah (2016) agreed that hard skills are academic skills and went further to 

recommend that they are pedagogic competence and professional competence. The 

author also stated that we could improve on hard skills by meeting the pedagogic 

competence and professional competence. The pedagogic and professional competencies 

according to the author are the ability to manage to learn students while professional 

competence refers to the ability to master the learning material. 

Mahmudah (2016) further clarified the meaning of hard skills as those skills we 

can see with eyes, are measurable and assessable. DeLong and Elbeck (2018) 

differentiated the impacts of soft skills and hard skills on applicants’ job opportunities. 

The authors argued that soft skills had a significant hierarchical effect above hard skills 

on a candidate’s likelihood of being called back after the first interview. On the other 

hand, when a student’s goal is to become an entrepreneur, Riyanti, Sandroto, and 
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Warmiyati (2016) argued that the focus should be on hard skills’ competencies. Another 

notable difference between hard skills and soft skills is in the area of white/black 

employees’ wage gap (Fan, Wei, & Zhang, 2017).  

A study about the U.S employees showed that hard skills and soft skills had a 

different impact on the wage gap (Fan, Wei, & Zhang, 2017). The authors found the gap 

in wages to be bigger in soft skills than for hard-skills. Again, on the level of importance 

stakeholders attach to these skills, there are divergent views (Patacsil, & Tablatin, 2017). 

According to the authors, while IT students perceive hard skills to be very important, the 

industry perceive hard skills to be somewhat important. While there are notable 

differences between hard and soft skills, Balcar (2016) suggested that soft skills have the 

same productivity as hard skills. The author went further to suggest that hard skills can 

only be productive when combination with soft skills.  

Skills Gap 

The skills gap is a significant gap between an organization’s current capabilities 

and the skills it needs to achieve its goals (Singh, & Sharma, 2014). The skills gap are 

found to exist in many industries such as marketing (Ghotbifar, Marjani, & Ramazani, 

2017) and renewable energy (Baruah, Ward, Jackson, & Adeyosola, 2018). Other sectors 

that suffer this skills gap include the aerospace industry and technology industry 

(Balaraman, & Kamalakannan, 2016). Ford (2018) further suggested that concerning the 

skills gap; there existed numeracy skill levels of first-generation and multi-generation 

college graduates in the United States. The author argued that though first-generation 
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graduates enjoyed the same access to the same labor market outcomes with their multi-

generation college graduate peers, they, however, lag in measures of numeracy. 

From the renewable sector, Baruah, Ward, Jackson and Adeyosola (2018) found 

that some factors are responsible for this skills gap. The authors suggested that are 

differences in skills seeking. For instance, the professional and technical skills 

distribution indicated that technical-oriented jobs sought for a higher rate of subject-

specific knowledge or skills than management-oriented roles. The authors recommended 

the need for high institutions to revisit their business and program designs. Tulgan (2015) 

agreed with such recommendation that higher institutions should teach the missing basics 

to today’s young talents. On the other hand, Ghotbifar, Marjani and Ramazani, (2017) 

suggested that certain environmental factors inhibit the learning and closing of these 

skills gap. The inhibiting factors according to the authors are social and cultural 

conditions, technology, religion, and the economy. 

Acquiring Employability Skills  

Employability Skills and Work Placements 

Most researchers agree that giving students networking and working experience 

are very important regarding the development of employability skills (Shadbolt, 2016; 

Wakeham, 2016). The authors argue that long term and short term work experience and 

training have become employers’ important requirement for graduate employment. In 

Germany for instance, Weiss and Klein (2014) found that voluntary work experience 

gave students needed the advantage to secure jobs easily than graduates without work 

experience. The authors went further to explain that work experience and job placement 
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advantages took place more in relevant fields of study. An important limitation here is 

that the findings of these authors focused on business studies and not in other disciplines 

where job experience might not be a priority (Artess et al., 2017). In the work of Binder 

et al. (2015) who used a robust data sample of 15,000 undergraduate disciplines, the 

results were in support of work experience. According to the authors, there is a strong 

effect of work experience on employers’ work placement decisions. 

Further research regarding the role of work experience and future work place was 

carried out by Allen et al. (2013). The authors surveyed creative sector students together 

with higher education providers and employers. The purpose of their research was to 

evaluate how employers valued work experience of future workers or ideal employable 

graduates. The researchers found that some factors such as gender, social class, and race 

played important roles. The authors found that work experience had a dominating 

influence on work placement decisions. There is another argument by the authors that the 

gender, race and social class inequalities all reside in the major domain of work 

experience.  

The problem then becomes how to identify ways of countering these inequalities 

that feature in work experience. Another perspective to work experience as a determinant 

of work placement is from the research of Jackson (2014). The author used data collected 

from psychology students that combined their program with work placement. Their 

investigation covered pre-placement and post-placement attitudes of students and 

concluded that there is a need for emphasis on students’ training. The training according 
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to the authors will emphasize showing students how they can demonstrate that they have 

employability skills that employers need. 

Employability Skills and Graduate Experiences 

Employability skills through graduate experiences are not always incorporated 

into every academic program across higher institutions (Artess et al., 2017). One of the 

opportunities to acquire employability skills through graduate experiences is internship 

programs Helyer and Lee (2014). The authors carried out a study on business study 

students in England placed on internship schemes. The authors reported positive results 

from employers, higher education providers, and students regarding transition into 

employment life. Specifically, the authors argued that students involved in the internship 

program have transferable skills. The workplace was found to be an ideal setting for 

developing and articulating employability skills. A debate against the success level of 

internships is that at times some groups of black minority background are found not to be 

as successful in securing internship opportunities (Pollard, & Wilson, 2015). Pollard et al. 

(2015) went further to recommend the need for more research into employers’ 

recruitment and selection processes during internship decisions. According to the authors, 

such research will help to show whether employers’ selection criteria, application 

process, and assessment criteria inadvertently discriminate against certain applicants. 

Employability Skills through Extra-Curricular Activities 

The incorporation of some extra-curricular activities such as industry guest 

speakers has been found to impact positively on graduate employability skills (Reibe et 

al., 2013). The authors in their extensive research found that when qualified, trained, and 
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properly briefed guest speakers are involved in addressing students, the results could be 

great. Some of the results are that students will have exposure to real work experience 

and there will be the reinforcement of employability value. Roulin and Bangerter (2013b) 

found a different research outcome regarding the importance of extra-curricular activities 

as a way of embedding employability skills. The researchers used data from 66 business 

students who were engaged in internship programs as an extra-curricular activity for 

transitioning into the labor market. The authors argued that most students’ participation 

in internship programs were for personal reasons and not career related reasons.  

Lau et al. (2014) used a large sample size from Taiwan students to evaluate the 

impact of various extra-curricular activities on students’ employability skills 

development. Some of the extra-curricular activities included sports, students’ union 

membership, art clubs, and music. The authors found that those who engaged in these 

extra-curricular activities had different positive impacts regarding employability skills. 

For instance, the authors posited that some students had positive influences on their 

communication skills, self-promotion skills, leadership skills, and creativity skills. Paine 

et al. (2013) carried a demographic evaluation of extra-curricular activities and found a 

weak or zero impact on the labor market and wage progression. The authors evaluated the 

work entry level and focused on volunteering instead of mandatory internships. While 

Lau et al. (2014) and Paine et al. (2013) differ on the likely effect of volunteering on 

employability skills of graduates, a common agreement is that internships have positive 

impacts (Reibe et al., 2013).   



49 

 

Employability Skills through Entrepreneurship 

Much research findings indicate that enterprise education is one of the reliable 

approaches to prepare students for employment into organizations (Artess et al., 2017). 

There is strong evidence therefore that a relationship exists between entrepreneurship, 

enterprise education and employability skills (Hjelde, 2015). The usefulness of 

entrepreneurial opportunities as ways of developing employability skills is observable in 

self-employments. Smith and Paton (2014) are of the opinion that entrepreneurialism is 

rich in transferable skills that can apply to any business. It is by such notions that most 

governments now promote heavily enterprise education (Pollard, & Wilson, 2014). These 

assertions summarize that entrepreneurialism is the strength or driving force behind the 

success of most self-employed businesses. One limitation of the findings is that 

employability can be limited to self-employment purposes. The papers here did not relate 

entrepreneurial capacities regarding employability skills within large organizations.  

In support of the results of these researches, Moon, Curtis, and Dupernex (2014) 

recommended that higher education providers need to embed employability skills through 

entrepreneurial education. Kucel et al. (2016) took the debate further by investigating the 

assertion that graduates who have entrepreneurial skills have better chances in job 

placement decisions across nations. The authors found that better utilization of 

entrepreneurial skills has a close link with innovative labor markets. One issue here is 

that policy makers may be demanding too much from higher education providers (Henry, 

2013) in the implementation of entrepreneurial education. Henry argues that there is the 

possibility of a shift in focus from competency for every graduate to competitiveness 
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within the economy. Irrespective of policy impact, there is a consensus that higher 

education providers need to establish closer relationships with employers in building 

employability skills among graduates (Henry, 2013; Kucel et al., 2016). Another aspect is 

a careful identification of ways of impacting long term employability skills in graduates 

(Henry, 2013). 

Employability Skills and Internationalization  

Internationalization and international mobility have been found to positively 

impact on graduates’ employability skills (Artess et al., 2017). According to the authors, 

students’ mobility refers to the provision of programs to the home country and overseas 

students to enable them to learn across nations. It is described as inward mobility when 

the program is designed to educate international students and outward mobility when the 

programs at home educate home country students (Artess et al., 2017). For instance, 

through student mobility programs, graduates can gain second language skills which have 

employers’ high regard (Jones, 2013). The author argued that the development of skills 

such as personal effectiveness, self-efficacy, and self-sufficiency could be through 

learning abroad. One important aspect is that transferable and generic skills that 

employers seek for can be developed through international learning opportunities (Jones, 

2013). 

O’Mahony (2014) brought a new perspective regarding the evaluation of graduate 

employability skills in the aspect of transnational education. The author explained that 

transnational education is an education system where learners are in countries different 

from the country location of the institution providing the education. The transnational 
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education is a practical model of online learning found to develop transferable 

employability skills (O’Mahony, 2014; Mellors-Bourne et al., 2015). The focus of 

O’Mahony (2014) research was on the enhancement of employability skills within higher 

institutions in the UK. Though the author found evidence of employability skills 

development in transnational education, there was the rare embedding of transferable 

skills within the curriculum. The areas for embedding transferable employability skills 

came through employer interaction, careers advice, and helping with CV writing 

(Mellors-Bourne, Hooley, & Marriott, 2015). One strong support of embedding of 

transferable employability skills in transnational education according to the author came 

from the fact that most of the students were already employed. One limitation of the 

research seems to come from the fact that the research did not explain the development of 

transferable skills identified in potential employees. 

Employability Skills Strategy by Higher Institutions 

Employability Skills and Institutional Lens 

There are different institutional views and approaches in embedding 

employability skills in graduates (Artess et al., 2017; Roulin & Bangerter, 2013a). Some 

of the strategies according to the authors include program mix, structural approaches, 

networking, curriculum development, and extra-curricular provisions. One clear point is 

that higher education providers differ in their approaches regarding the embedding of 

employability skills (Lee, & Chung, 2015). The authors argue that certain features 

regarding the structural organization of higher education providers influence 
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employability. In Vietnam for instance, the structural organization of higher institutions 

that involved under-resourcing had a negative impact on employability (Tran, 2015).  

There are other major influencing factors regarding the differences in the 

approach of higher education providers towards embedding employability. The Higher 

Education Academy (2015) found these factors to include culture, resourcing, and 

pedagogies. An example according to the authors is that in some instances, elite higher 

institutions use different pedagogies to prepare students for elite jobs. It is not clear here 

what the authors meant by elite institutions or how one can recognize elite pedagogies. 

For instance, there is no clarity regarding what constitutes elite jobs and how to 

differentiate such jobs from other job placements.   

Employability Skills Pedagogies 

An important component of employability skills strategies by high education 

providers is the pedagogy adoption in running academic programs. These teaching and 

learning approaches can support or inhibit the students’ ability to acquire needed 

employability skills (Artess et al., 2017). For instance, a constructivist pedagogy was 

found to support students’ development of employability skills (Rutt et al., 2013). 

According to the authors, some of the features of the constructivists’ pedagogies include 

stressing active learning, social interaction, and participation. Kumar (2015) developed a 

model of teaching and impacting employability skills. She described the model as 

strengths, opportunities, aspirations, and results (SOAR). The model encourages the 

embedding of employability skills into specific courses, vocational programs, and 

occupation. 
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Teal (2013) took the evaluation of approaches to employability skills deeper and 

made specific findings on financial planning degrees. The author found that transition 

into the workplace was smoother through the integration of the university and the 

profession. Thorley (2014) argue that in the approach to employability in the music 

technology degrees, students encounter challenges in getting into the competitive and 

fragmented industry. Thorley however, found that musical technology students 

understood the needed experience, skills and knowledge that employers require. 

Regarding employability orientation in various disciplines, Grotkowska, Wincenciak, and 

Gajderowicz (2015) argue that there are strong disciplinary differences. Such a position 

agrees with what has noted earlier that employability skills embedment has different lens 

higher education programs can use. 

Employability Skills and Curriculum Development 

Employability skills development can be through the strategy of changing the 

present curriculum. The change in the curriculum could be in the form of introducing 

employability modules that support students (Pegg, & Caddell, 2016). There are some 

useful frameworks regarding process developments that institutions can adopt (Cole, & 

Tibby, 2013; Kumar, 2015). Pegg and Caddell (2016) used a five-year data from a 

Scotland higher institutions’ internship program to analyze the policy and experiences 

from internships. The areas of focus included a spatial arena, conceptual space and 

physical spaces where decisions, policies, and education occur. The authors found that 

there is a shift in higher education policy and funding regarding internships which impact 

on students’ employability. The findings of Hill, Walkington, and France (2016) is in 
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support of the above results. The authors argue that one way that higher institutions 

embed employability is through alignment of graduate attributes and curriculum learning 

outcomes.  

On the other hand, Byrom and Alken (2014) recommended a complementary and 

alternative approach to the issue of embedding employability skills. According to the 

authors, one alternative is by focusing on the introduction of various work-related 

curriculum features. Other authors assert that applying various approaches is the key to 

embedding employability skills into the academic curriculum (Kettis et al., 2013; Smith, 

& Worsfold, 2014; Wilton, 2014). It is clear from these findings that there is no one 

particular way to embed employability skills into the graduate. There is a need to 

understand what employers expect and tailor any approach to enable graduates to realize 

employers’ expectations. One limitation of the various approaches remains the fact that 

employability skills lack a uniform consensus. 

Employability Skills and Stakeholders Engagement 

Higher education providers can involve external stakeholders developing 

graduates’ employability through networking (Blackmore et al., 2016). Artess et al. 

(2017) went a step further and described the involvement of external stakeholders as 

employability skills networking strategy. For instance, Drange, Bernstrom, and 

Mamelund (2018) investigated how the involvement of various stakeholders gave support 

to graduate skills development. Using data from Norway, the authors argue that through 

the involvement of stakeholders, there was better competence development. Another 
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benefit according to the authors is job-skills match regarding the sustenance of 

employment.     

Cole and Tibby (2013) went deeper in analyzing the involvement of stakeholders 

in the development of employability skills by higher education providers. The authors 

recommended that it is important to identify the relevant stakeholders in a particular 

employability development program. Such stakeholders may have different expectations 

and contributions from what other stakeholders in other programs can contribute (Cole, & 

Tibby, 2013). Another argument according to the authors is that higher education 

providers can find out areas of collaboration with stakeholders. Shadbolt (2016) and 

Wakeham (2016) agreed to a collaboration with stakeholders and found that graduate 

work experience is an area to achieve such collaboration. Such work experience could be 

through voluntary work experience (Weiss, & Klein, 2014). Another area of such 

collaborations include internships according to Heyler, and Lee (2014) which the authors 

argue can produce employability skills development. 

Identifying Employability Skills in Online Degrees 

The employability skills debate has become more intense with the increasing 

explosion of online education model (Dowling, & Wilson, 2017; Fitó, Martínez, & Moya, 

2014). The arguments and debates regarding employability skills of online degree holders 

have become a global issue (Blackmore et al., 2016). In Europe, the United States, 

Africa, Australia, Asia, etc. much research has been carried out in this regard (Adams, 

2016; Chebl, & El Rayess, 2017; Sadik, 2016). Some of the research investigations 

narrow the issue down to program types, pedagogy, and quality of online degrees (Sadik, 
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2016). The purpose of this research was to close a gap in the literature regarding how 

those who hired face to face and online degree holders identified their employability 

skills. This section of the literature review focused on the employability skills of online 

degree holders. 

Recruiters’ Perception of Online Degree Employability Skills 

Most research regarding employability skills of online degree holders focuses on 

perceptions of employers’ and students (Chebl, & El Rayess, 2017; Erden, & Tekarslan, 

2014; Grossman, & Johnson, 2016). There is a consensus that the perceptions of 

employers play a strong role in how the labor market view the employability 

competencies of graduates (Cai, 2014). There is, however, chances that employers’ views 

may be wrong at times particularly when dealing with graduates from cultures and 

backgrounds that employers are unfamiliar with (Cai, 2014). Some authors argue that 

online degrees are acceptable in hiring decisions while others indicate low or poor 

acceptability (James, Larry, & Terry, 2015; Roberto, & Johnson, 2017). Research carried 

out by Fitó, Martínez, and Moya (2014) found mixed results. The authors through 

employers investigated the competency profile of online business management and 

administration graduates. Their results indicated that online degree holders have positive 

employability skills and higher competencies in the areas of time management and 

information management (Fitó, Martínez, & Moya, 2014).  

The authors also found that online degree holders had higher competencies in 

information search and using industrial and commercial training. On the other hand, 

online graduates had equal and sometimes lower employability skills in leadership and 
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teamwork (Fitó, Martínez, & Moya, 2014). Fogle and Elliot (2013) posit that it is 

possible to overcome employers’ perception of poor leadership and teamwork 

employability skills. The authors noted that online graduates could demonstrate 

leadership and teamwork skills through the competences they gained from collaborative 

projects and volunteer work. One important fact the authors noted is that students had a 

negative perception of how the labor market would accept their degrees. The authors 

argued that the result was contrary to such students’ negative views as employers had 

positive acceptability of their degrees. The weakness of the research may be the fact that 

most participants were mere potential employers and not with organizations that have 

online degree holders in their employment.  

Adams (2016) found a different result regarding the employability of online 

degree holders after interviewing 2,187 high school principals in the United States as 

hiring managers. The author argued that online degree holders had low employability 

rating following their personal experience, institution type, and interaction benefits. The 

researcher did not focus on the employability skills that online degree holders possess, 

but on a comparison of online and traditional degree types. A different result came from 

the Arab world where employers assert that online degree holders have an advantage over 

other degree types (Chebl, & El Rayess, 2017). According to the authors, academic 

library employers indicated that online degree holders could demonstrate better 

communication skills.  

Another area of positive evaluation of online degree holders was in the aspect of 

better networking with information professionals (Chebl, & El Rayess, 2017). It is 
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evident, therefore, that at least few researchers found employability skills among online 

degree holders. The gap in literature remains the fact that most researchers carried out 

their investigation from employers’ perception and not from their practical experiences 

with online degree holders. In this study, I sought to close that gap in the literature and 

investigated how those who employed online degree holders identified the relevant 

employability skills either at the entry level or during job performance. On the other 

hand, I also investigated how employers identified the absence of employability skills in 

holders of online degrees. Perceptions of employers are not enough measures of 

employability skills (Wilton, 2014). One way to secure a reliable result came from HR 

experts sharing their experiences with online degree holders in their employ.   

Employability Skills and Recruitment Decisions 

One difficulty regarding graduate employability skills is that some recruitment 

decisions depend on other factors besides skills from academic institutions (Sin, & 

Neave, 2016; Wilton, 2014). Some employers look for certain attributes that students 

may not acquire from academic training such as individual maturity, personal ambition, 

and motivation (Wilton, 2014). There are other employment and promotion factors such 

as person-organization-fit or person-job fit that determine the acceptance of a job seeker 

(Wilton, 2014). As the author found, such skills may be organization specific or function 

specific. The insight the author brought into the debate is that recruitment processes are 

complex and goes beyond what higher institutions can embed. The next section of the 

literature review focused on the gaps in the literature, literature related to other 

methodologies and summary and conclusions. 
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Gaps in the Literature 

The findings of this study differed with previous studies in some of the results 

while extending and agreeing with other studies in other results. The study produced four 

major findings. Finding 1 is the possession of relevant skills by online degree holders, 

finding 2, degree type, does not form the determinant factor in recruitment. Finding 3, the 

discovery strategies, and finding 4, going beyond mere perception. Theme 1 has three 

aspects which confirmed and extended research findings in the literature. The first aspect 

is (a) the discovery, and (b) relevant skills, and (c) going beyond mere perception. The 

three aspects are closely linked and provide a useful aid to evaluate online degree holders 

during recruitment and promotion decisions. 

Discovery. The discovery of relevant skills in online degree holders by 

participants in this study agrees and extends the findings of a previous research study in 

the European region by Fitó, Martínez and Moya (2014).  Fitó, Martínez and Moya 

(2014) who studied online BMA graduates in Europe revealed that recruiters discovered 

that online degree holders reached better competency levels. Again, while prior studies 

focused on the comparison of acceptability of online degrees versus face to face degrees 

(Adams, 2016; Chebl, & El Rayess, 2017), this study went further to reveal the 

employability skills discovery strategies of recruiters who already employed holders of 

online degrees in their organizations. For example, Adams (2016) interviewed 2,187 high 

school principals in the United States to compare acceptability of online degrees as 

against face to face degrees. The author only showed the factors that led to poor online 

degree acceptability such as personal experience, institution type, and interaction 
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benefits. This study went beyond such comparison of degree type acceptability and 

showed lived experiences of recruiters’ discovery of employability skills in online degree 

holders.  

Relevant skills. The experience of 80% of the study participants in finding 

relevant skills in online degree holders during and after recruitment decisions agree with 

the study of Fitó, Martínez and Moya (2014). Fitó, Martínez and Moya (2014) found in 

online degree holders such relevant skills as time management and information 

management skills; their result came from a narrowed focus of online business 

management and administration (BMA) graduates. The relevant skills found by 80% of 

the participants in this study covered a broad range of skills set found in 10 different 

sectors and industries. Such broad coverage extended and expanded research findings on 

employability skills set found in online degree holders. 

Mere perception. The results of this study differed from some research works on 

employability skills of online degree holders Erden and Tekarslan (2014). The findings of 

this study came from recruiters’ practical experiences with employed online degree 

holders. Studies of 24 HR specialists from Istanbul (Erden, & Tekarslan, 2014) focused 

on perceptions of HR experts and comparison of online and face to face degree holders. 

Studies of HR experts in Kentucky (Grossman, & Johnson, 2017) and Arab (Chebl, & El 

Rayess, 2017) noted the theme of HR perception.  

The perceptions of employers play a strong role in how the labor market view the 

employability competencies of graduates (Cai, 2014). There is, however, chances that 

employers’ views may be wrong at times particularly when dealing with graduates from 
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cultures and backgrounds that employers are unfamiliar with (Cai, 2014). The result of 

this study has proved that mere perception is not enough basis for judging the quality of 

online degrees. The discovery of employability skills in all the holders of online degrees 

in these organizations by Nigerian recruiters in this study has proved mere negative 

perceptions wrong.  

Hard skills shortage. The result of a shortage of hard skills from this study 

agreed and extended the results of the previous study by Balaraman and Kamalakannan 

(2016) on hard skills shortage in the Indian aerospace. Balaraman and Kamalakannan 

(2016) found hard skills shortage in (a) Basic and fundamental technical theories, (b) 

technical and practical skills, and (c) Inspection and Maintenance of equipment, (p. 126).  

Participants from the medical and aviation sector echoed the lack of these hard skills in 

online degree holders. The participants’ affirmed that they would not hire for instance 

online degree holder to pilot an aircraft without practical experience.  

Again, participants from the heath sector echoed a similar position that medical 

practice recruitment decision may not consider a job applicant with an online degree in 

medicine without practical experience. However, a prior research in Nigeria on online 

nursing degree holders from National Open University of Nigeria (NOUN) by Ofoha and 

Iwuchukwu (2018) found a divergent result. The authors traced NOUN nursing graduates 

to their places of work to ascertain their level of professional competency and to explore 

employers’ expectation of graduate competencies. The results indicate that online nursing 

graduates possess high level of professional competence and also met and at times 

exceeded employers’ expectations. The study of hard skills shortage in Indonesia by 
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Sitompul, Kustono, Suhartadi and Setyaningsih (2017) explained that recruiters see hard 

skills as tangible and technical skills and are specific, countable, and definable that 

requires practical demonstration. 

Does not form the determinant factor. The theme that degree type does not 

form the determinant factor agrees with the study on library science employers from Arab 

by Chebl & El Rayess (2017). According to the authors, degree type does not determine 

the possession or superiority of employability skills. The authors found that academic 

library employers indicated that online degree holders could demonstrate better 

communication skills more than face to face degree holders. The theme equally extended 

the study on HR experts from Kentucky by Grossman and Johnson (2017) that degree 

type does not form the determinant factor in recruitment decisions. The participants’ 

response that degree type does not form the basis of their recruitment and promotion 

decision supports is a new insight in Nigeria in particular. The findings of this study 

somehow disconfirm the earlier finding of Agbebaku and Adavbiele (2016). Agbebaku 

and Adavbiele (2016) found a low rating of online degree type from the lens of reliability 

and legality of online education. The result of this study from investigating the practical 

encounters of recruiters who have already employed online degree holders disproved the 

findings of Agbebaku and Adavbiele (2016).   

Generates bias in recruitment. The theme of bias generation in recruitment 

agreed with the work of Grossman and Johnson (2017). The authors found that some HR 

managers hold preconceived ideas about an applicant’s degree type. The participants in 

this study equally echoed similar views that when they find that a degree was from an 
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online education platform, it creates some bias because of their preconceived notions 

from negative publicity. However, as the study has shown, those online degree holders 

already working with research participants have proved such bias and perceptions wrong. 

In recommending ways recruiters can handle this bias on online degree type, Cai (2013) 

recommended that employers ought to base employability skills search on a thorough 

investigation of the employee’s overall background. 

Soft skills. The study findings of soft skills in online degree holders confirmed 

other research results in the literature. In Arab, Chebl and El Rayess (2017) found better 

communications skills and better networking with information professionals in online 

degree holders. In Europe, the study of Fitó, Martínez and Moya (2014) found 

employability skills in holders of online degrees such as leadership and teamwork skills. 

It is important to note that while Fitó, Martínez and Moya (2014) focused only on BMA 

graduates in Europe, Chebl and El Rayess (2017) focused on academic library employers. 

The results of this study extended the possession of soft skills by online degree holders in 

different sectors. The study covered ten different sectors in Nigeria and provided more 

robust skills set found in online degree holders.  

Hard skills. The theme of discovering hard skills in online degree holders 

extended other research studies by Fan, Wei and Zhang (2017), Mahmudah (2016) and 

Sitompul, Kustono, Suhartadi and Setyaningsih (2017). In their study about hard skills in 

the United States, Fan, Wei and Zhang (2017) categorized hard skills into (a) Science, 

and (b) Mathematics. Other categorizations are (c) Technological design skills, and (d) 

Analyzing data or information in the work activities category (p. 1037). The hard skills 
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found by participants in this study echoed the same categorization by Fan, Wei and 

Zhang (2017). Mahmudah (2016) described hard skills as tangible technical and 

academic skills which are specific, countable, and definable. They equally agreed that 

hard skills are academic skills and went further to recommend that they are pedagogic 

competence and professional competence.  

In this study, the participants explained the hard skills they saw in online degree 

holders who are working in their organizations. This study results showed that online 

degree holders possessed data analysis skills and engineering skills in line with Fan, Wei 

and Zhang (2017) categorization. Other hard skills found by study participants include 

systems and process development skills, solving technical problem skills and computer 

literacy skills. There is a difference between hard skills shortage as explained by 

participants in the aviation industry and hard skills found by employers in other sectors 

(Patacsil, & Tablatin, 2017). Patacsil and Tablatin (2017) confirmed the divergent views 

and different categorizations employers and stakeholders give to different hard skills.  

Face-to-face interviews. This theme extended the results of the study of job 

postings in the U.S labor market by Deterding and Pedulla (2016). Deterding and Pedulla 

(2016) found that “employers use credentials to screen and filter candidates in the 

process of probabilistic assessments of workers’ future performance, given that they are 

unable to observe future productivity (p. 157) directly.” In this study, participants 

explained how they got their insight into the employability skills of online degree holders 

through face to face interviews and screenings. This theme agreed with the conceptual 

framework of schooling and recruitment used in this study (Bills, 2003). The results of 
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this study also extend the study of Gaskell and Mills (2014). Gaskell and Mills (2014) 

explained that face to face screening and interviews are some of the ways to understand 

how online higher institutions change people who are without physical interaction or 

have limited physical interaction. 

Technology based recruitment strategies. This theme confirms earlier research 

results of Mohapatra and Sahu (2017) on the emerging trend in recruitments. Mohapatra 

and Sahu (2017) researched on optimizing the recruitment funnel in an ITES Company at 

Gurgaon in the Indian branch of a US based SaaS Company spread across 9 locations 

worldwide. They found that analytics is very useful for recruiters to have a deeper 

knowledge of the employability skills of job candidates (p. 713). Data analytics equally 

help recruiters understand whether job applicants can be a right fit into their 

organizations (Mohapatra, & Sahu, 2017). They found the theme of technology based 

recruitment strategy such as data analytics as one of the trending and useful tools in 

identifying employability skills. The authors found that there could be some challenges in 

the operational efficiency of using analytics in recruitment. HR experts nonetheless need 

to go ahead and use the method as some of the benefits is that it can remove the 

disadvantages of the traditional interviewing method. 

Short-term job placement. The result of this research extended the study of 

Pegg and Caddell (2016) in Scotland which confirmed the usefulness of short term job 

placement to identify employability skills in job seekers from higher institutions. The 

authors found that short term job placements or internships make it easy for employers to 

have firsthand experience regarding the capabilities of employees. The strategy can 
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equally be useful in bringing out the best from a fresher that require a little push to 

release employability potentials. Other authors (Artess et al., 2017) found the theme of 

the usefulness of short term job placement in their study. The authors found that the 

involvement of external stakeholders as employability skills networking strategy to be 

one of the ways to discover employability skills. In Norway, Drange, Bernstrom and 

Mamelund (2018) discovered that the engagement of job applicants gave support to 

graduate skills discovery.  

Through curriculum vitae. Theme 1 has three aspects which confirmed and 

extended research findings in the literature. The first aspect is (a) resume content, and (b) 

practical experience, and (c) skills demonstration. The three aspects are closely linked 

and provide useful information as to why a job applicant may not be accepted or staff not 

being promoted.  

Resume content. The discovery of job applicants missing a job or promotion 

opportunity because of poor resume content parallels and extends the results of the 

research of Kawar, Dunbar, and Scruth (2017), Smith, Flannery, and Winstaed (2014), 

and Jonte, Doutre, and Sarnin (2016). Just as the participants from the health and aviation 

sectors noted the role of resume, Smith et al. explained some resume contents that attract 

employers and promotion opportunities in pharmacy and medical fields. These resume 

contents depending on the track of each will include education and training, licensure and 

certifications, and honors and awards. Other resume contents are professional 

employments, presentations, research, professional affiliations and activities, 

publications, teaching experience, and rotations (p. 2115-2117). As some of the 
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participants explained, while degree type is not the determinant factor, resume content 

should attract a recruiter.  

Practical experience. The participants provided information about the lack of 

practical experience by job applicants from both online and face to face degree type 

graduates. Jonte et al. (2016) concluded that the inability of job seekers and employees to 

convince recruiters of their practical job experience could lead to missing opportunities. 

Smith et al. (2014) found that professionals need to continuously update their practical 

job experience to satisfy recruiters demand job placement and promotion decisions. As 

participants in this study stated, practical experiences are required by recruiters in 

technical skills, and without practical experiences, such applicants and employees may 

not have the job opportunity.  

Skills demonstration. The results from the study agreed with the research of 

Jackson (2016). The author found that job applicants should be able to demonstrate the 

ability to transfer skills from the university into the work place. The participants in this 

study found that for fresh graduates, while they have much theoretical knowledge, they 

often failed to demonstrate the skills they claimed to have during interviews. 

Communication and leadership skill are some the areas of skills gap (Chebl, & El Rayess, 

2017). Fogle and Elliot (2013) noted that online graduates could demonstrate leadership 

and teamwork skills through the competences they gained from collaborative projects and 

volunteer work. 

Failure to answer interview questions. The theme paralleled the results of the 

study of Van De Mieroop (2018). The study participants’ experiences that in some cases, 
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applicants could not give satisfactory answers according to Van De Mieroop (2018). The 

author found that job applicants or staff for promotion may miss a recruiter’s question 

when they feel that they identity as a good candidate is threatened. Van De Mieroop 

(2018) went further to note that at times, it may be as a result of their answers to the 

recruiter’s questions were not treated as satisfactory or negative elements in their CVs. 

Koivunen, Ylöstalo and Otonkorpi-Lehtoranta (2015) puts it this way: “It’s typical that 

the job seeker, when you ask s/he about things, answers from her/his point of view and 

how s/he saw events.” Participants in the study found that some of those who were 

unsuccessful answered from their perspectives and not what the recruiter wants. 

There are gaps in the literature concerning recruiters’ experience in identifying 

employability skills of online degree holders both in settings, methods, and scope. 

Previous research focused on the perceptions of employers regarding online degrees 

(Chebl, & El Rayess, 2017; Erden, & Tekarslan, 2014; Grossman, & Johnson, 2016). The 

gap in the literature becomes wider as other studies made use of the quantitative approach 

to compare acceptability of face to face degrees with online degrees (Erden, & Tekarslan, 

2014). There is no known study with setting and focus on how recruiters identified 

employability skills in online degree holders during recruitment and promotion decisions. 

Other studies majored on recruiters’ positive evaluations and acceptability of online 

degrees in hiring decisions (Deaconu, et al., 2014; Fogle, & Elliot, 2013; James, Larry, & 

Terry, 2015). Despite ample research on perceptions, acceptability or rejection of online 

degrees, this study filled the gap in the literature as it revealed the relevant employability 

skills found in online degree holders (Figure 2). 
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The purpose of this qualitative exploratory case study was to explore how HR 

management professionals in Nigeria identify employability skills in online degree 

holders in their employment decisions. The gap in the literature led to the use of Cole and 

Tibby (2013) employability conceptual framework with four components. The 

components are a sound understanding of employability skills, which requires 

stakeholders to define and create employability skills that integrate the views of other 

stakeholders. The second component of the framework is developing employability skills 

models, (Cole, & Tibby, 2013). There is also the sharing and enhancing existing skills 

practices, and the fourth framework is measuring and reviewing employability skills 

practices (Cole, & Tibby, 2013).  

The data I collected, hopefully closed the gap from 20 HR professionals in 

Nigerian private and public organizations. The HR professionals were recruiters with at 

least five years’ experience in recruiting or promoting online degree holders. The data I 

collected produced results that could lead to understanding how HR professionals 

identified employability skills in online degree holders. Blackmore et al. (2016) 

explained that higher education providers could involve external stakeholders to develop 

graduates’ employability skills through networking. Artess et al. (2017) went further to 

describe networking strategy as one of the involvements of external stakeholders to 

develop employability skills. For instance, Drange, Bernstrom and Mamelund (2018) 

investigated how the involvement of various stakeholders gave support to graduate skills 

development. Employability skills development activities are outside the scope of this 
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study. Other researchers may wish to carry out a study on employability skills 

development.  

Previous research works indicated the lack of agreement regarding the possession 

of employability skills among online degree holders (Deaconu, et al., 2014; Erden, & 

Tekarslan, 2014). It is clear that many researchers have investigated the quality of online 

degrees, but there is no research yet on how HR professionals in Nigeria identify 

employability skills in online degree holders. Also, separately or collectively, previous 

studies did not provide an answer to the research question: How do HR managers identify 

the presence or absence of employability skills in holders of online degrees during job 

placement and promotion decisions? 

Literature Related to other Methodologies 

DePriest and Absher (2013) evaluated academic administrators’ acceptability of 

faculty with online degrees in the United States. The authors surveyed 208 participants 

involved in hiring decisions using quantitative and stratified sampling approach. The 

purpose of this qualitative exploratory case study was to explore how HR management 

professionals in Nigeria identify employability skills in online degree holders in their 

employment decisions. The study was not intended to compare acceptability of online 

degrees versus traditional degrees in hiring decision. This study was an exploratory case 

study hence the choice of a qualitative research method (Yin, 2014). Fogle and Elliot 

(2013) compared hiring managers’ favorable attitudes towards online degree graduates 

with that of traditional degree holders using a Likert scale to administer questionnaires to 
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62 hiring managers. Since this study was not intended to compare variables as Fogle and 

Elliot (2013) did, I employed a qualitative exploratory case study design.  

Summary and Conclusions 

The purpose of this qualitative exploratory case study was to explore how HR 

management professionals in Nigeria identified employability skills in online degree 

holders in their employment decisions. I began this chapter with an overview of the 

employability skills challenges across different continents of the world. I reviewed the 

employability skills embedment strategies and employability skills challenges both in 

traditional and online degrees. I went to provide the context of this study on how HR 

management professionals in Nigeria identify employability skills in online degree 

holders during employment decisions. Cole and Tibby (2013) evaluated the 

employability skills framework from the stakeholders’ perspective. There are four 

components of the employability skills conceptual framework. The importance of these 

four components of the employability skills conceptual framework may enhance 

contextual assessment regarding the clearer understanding of online degree holders’ 

employability skills. The application of Cole and Tibby (2013) conceptual framework 

will form the guide to this study in chapter 3. 

The assumption in this study was that knowing how recruiters identified 

employability skills in online degree holders could encourage further developments in 

online higher education. Such knowledge can embolden more online students and 

working class groups to be better prepared to showcase their employability skills. 

Understanding how to identify employability skills in online degree holders can enable 
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recruiters to move beyond mere perception and become more engaged in recruiting 

decisions. The theme I used in the literature review supported these assumptions. As 

observed by James, Larry and Terry (2015), Fogle and Elliot (2013), Deaconu, Osoian, 

Zaharie and Achim (2014), there exists a research gap regarding how recruiters identify 

employability skills in online degree holders. I did a review in the background of the 

study regarding how recruiters identify employability skills in degree holders and 

promotion decisions. I provided the research methodology for this study in Chapter 3. 
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Chapter 3: Research Method 

Introduction 

I used a qualitative, case study approach to collect rich data and fulfill the purpose 

of the study. The purpose of this study was to explore how HR management professionals 

in Nigeria identify employability skills in online degree holders in their employment 

decisions. I used semistructured interviewing, which enabled me to have wide coverage 

of experiences of those who employed online degree holders (Geddes, Parker, & Scott, 

2018). The results of this study provided an understanding of the various strategies 

recruiters in Nigeria use to identify the presence or absence of employability skills in 

online degree holders during employment and promotion decisions. 

Chapter 3 includes discussions regarding research methodology, study design and 

how it aligns with the problem statement, the purpose statement, and the research 

question. The next sections of the chapter are focused on the research approach, research 

design, and the analysis of the role of the researcher. Further discussions in this chapter 

address the logical basis for selecting research participants, instrumentation, recruitment 

procedures, participation and data collection. I conclude the chapter with explanations 

regarding issues of trustworthiness and ethics in conducting the research.  

Research Design and Rationale 

The research design for this study was an exploratory case study. An exploratory 

case study design enables researchers to investigate management issues (Masud, 2018). I 

used an exploratory case study design approach because of the research question: How do 

HR managers identify the presence or absence of employability skills in holders of online 
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degrees during job placement decisions? The research question reflected the problem I 

explored. The research question also provided the framework that helped organize the 

study. The research question enhanced the direction, relevance, and coherence during this 

study.  

Research Design 

There are several types of qualitative research designs: (a) case study, (b) 

phenomenology, (c) heuristic, (d), grounded theory, (e) narrative, (f) ethnography, and 

(g) content analysis (Marshall, & Rossman, 2014). A phenomenological design is used to 

describe research participants’ life experiences (Wagstaff, & Williams, 2014), so I did 

not choose it because I did not investigate participants’ lived experiences. I also did not 

choose an ethnographic design because it is more appropriate when the research is 

focused on culture or a group that shares common behaviors and beliefs within a specific 

period to gather results on cultural activities (Van Maanen, 2015). I also did not choose a 

narrative research design because it is more appropriate when a study involves 

participants’ storytelling in a readable form (Gioia, Corley, & Hamilton, 2013; Morse, 

2015). Another research design that was not appropriate for this study is grounded theory, 

which is used for the development of theory through the discovery of patterns (Engward, 

2013) and is more appropriate when the researcher intends to produce a theory regarding 

the experience of participants or an event (Boadu, & Sorour, 2015). Further, content 

analysis is more suitable for analyzing newspapers, examination of communication and 

website exploration (Elo et al., 2014). Finally, a heuristic research design is applicable 

when the researcher is studying the lived experience of participants (Howard, & Hirani, 
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2013). However, I chose a case study design for exploring employability skills of online 

degrees as the most suitable approach (Yin, 2014).  

Applying a qualitative case study design enabled me to explore how HR 

management professionals in Nigeria identify the presence or absence of employability 

skills in online degree holders in their employment decisions. I included 20 HR directors 

and heads of HR departments from various sectors in Nigeria. The sectors included 

banking, government, education, aviation, telecommunications, transport, health, finance, 

oil and gas, and consulting outfits. These participants have accepted online degree 

holders into their workforce. The research covered sectors that accept online degree 

holders into their workforces such as banks, oil and gas, and Nigerian government 

employers. The study covered employment entry point for job applicants with online 

degrees and promotion of existing workforce with online degrees. My focus was to 

explore the research problem and not the generalization of research findings. 

Research Rationale 

There are five components of a case study that help cover the depth of scholarship 

in exploratory research: developing a question, building propositions, identifying units of 

analysis, linking of data with propositions, and interpreting the findings. Further, 

exploratory research questions should include terms such as how, what, or why 

(Peltokorpi, 2014). The purpose of this qualitative exploratory case study was to explore 

how HR management professionals in Nigeria identify the presence or absence of 

employability skills in online degree holders in their employment decisions.  
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Using an exploratory case study allowed me to have an in-depth description of the 

themes in the literature review and the approach of inquiring regarding data collection. In 

this study, there was a need for an in-depth understanding of HR managers’ decisions 

during recruitment and promotion, especially how HR management professionals in 

Nigeria identify the presence or absence of employability skills in online degree holders 

in their employment decisions. I used the exploratory case study to guide the 

development of the conceptual framework. The conceptual framework guided the 

development of interview questions that brought data to answer the research question.  

I recorded semistructured interviews with the aid of an audio recorder and 

transcribed the interviews. I recorded and collated codes into useful themes from the 

interviews. There was a follow-up explanation that served as useful criteria for the 

interpretation of findings that led to stronger results (see Schwandt, 2015). I recruited 20 

heads of HR departments who take employment and promotion decisions. I used 

purposeful sampling in the private and public sectors within Nigeria to explore how they 

identify employability skills in employment decisions. I asked open-ended questions 

during semistructured interviews. On completion of the semistructured interviews, I 

transcribed the audio-recorded interviews for further clarifications and examinations.  

Role of the Researcher 

The researcher is the primary instrument for data collection and exploration in a 

qualitative study (Yin, 2013). In this study, I was the primary instrument of data 

collection, which I collected with semistructured, face-to-face interviews. One of the 

factors that may affect this study’s trustworthiness was when I as the researcher doubled 



77 

 

as the instrument of data collection (Cunliffe, & Karunanayake, 2013). Other elements 

that contribute to biases when collecting data include beliefs, personal values, exposure to 

participants and demographic paradigms (Cunliffe, & Karunanayake, 2013). In this study, 

I did not have any personal, organizational, or academic relationship with the HR 

managers in the chosen population of participants. Further, to enhance the dependability 

of the semistructured interviews, I used an interview protocol, which helped mitigate 

unplanned problems. The interview protocol also guaranteed consistency within the 

interview stages. I used an audio recorder to record the interviews and further transcribed 

the recorded interviews verbatim for coding.  

The role of the researcher can also be a teacher, evaluator, advocate, and 

biographer as well as the one who interprets the collected data through documents, 

interviews, and observation (Ridder, 2017). Other roles of the researcher include 

mentoring and modeling (Browning, Thompson, & Dawson, 2014). My role during the 

study as the sole instrument comprised of data collection, analysis, and data 

interpretation. As a researcher, I was responsible for interpreting collected data and as 

well as providing quality assurance of the study (Collins, & Cooper, 2014). To maintain 

professionalism when interviewing participants and avoid bias, I maintained a balance 

between my involvements in the case study and acting as an expert regarding revealed 

knowledge from the case study (Ridder, 2017).  

Methodology 

The research methodology was a qualitative research method, which was 

appropriate for the study because I used a case study design (Yin, 2014). Qualitative 
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research deals with human encounters as it concerns the expectations and quality of 

outcomes of the study and what such outcomes could represent to the users of research 

(Ineson, 2014). When exploring a human issue in a real-world situation, researchers 

adopt a qualitative research approach to investigate how and why the issue occurs (Yin, 

2014). Further, qualitative research questions provide answers for the what, how and why 

types of research questions (Yin, 2014). In this study, I sought to investigate the how of 

identifying employability skills in holders of online degrees. 

A quantitative research method was not appropriate for this study because it deals 

with statistical data analysis (Yin, 2014). I did not need statistical analysis in measuring 

or interpreting the collected data. A quantitative research method may have also required 

the collection of data through surveys administered on research participants (Ineson, 

2014). In this study, the qualitative research method gave meaning to the collected data 

for the findings.  

As a qualitative researcher in this study, I was the primary data collection 

instrument and I used a personal lens for data collection and data exploration 

(Peredaryenko, & Krauss, 2013). I collected data with semistructured, face-to-face 

interviews with 20 HR directors and managers in various industries and government 

employers in Nigeria. I recruited through purposeful sampling participants from the 

CIPMN,  whose members are responsible for recruitment, employment, and promotion 

decisions in their various industries and sectors.  
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Research Participant Selection Logic 

Purposeful sampling is the nonrandom process of selecting members in a case 

based on participants’ experience, knowledge, and work status (Sharafizad, & Coetzer, 

2016). Purposeful sampling enhances the engagement of participants with varied views of 

the research and proficiency of the study’s subject matter (Sharafizad, & Coetzer, 2016). 

Thus, I used purposeful sampling to select 20 HR managers and directors who employed 

holders of online degrees and have experienced these employees’ job performance skills. 

I selected directors and managers who presently have online degree holders as part of the 

workforce in their various establishments. I selected 2 participants from 10 sectors 

covering government and nongovernmental organizations, which allowed for 

information-rich cases that illuminated the question under review and produced in-depth 

understanding and insights into the case. The results are also free from the production of 

empirical generalizations (Patton, 2014).  

There were specific inclusion and exclusion criteria to select participants in this 

study. The sample population inclusion criteria was (a) HR managers with no fewer than 

5 years of experience in hiring decisions of online degree holders and (b) hiring 

professionals who have 5 years of experience regarding job performance skills of online 

degree holders. The participants were those with experience and were able and willing to 

provide in-depth information regarding the phenomenon of this study (Patton, 2014). The 

choice of 5 years’ experience in hiring decisions provided time for employers to have 

established strategies for identifying employability skills in online degree holders. 

Exclusion criterion included employers who have not employed or worked with online 
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degree holders. These selection criteria distinguished employers who have the strategies 

for identifying employability skills in online degree holders from other employers who 

lack these experiences (Cai, 2014). 

I approached members of the CIPMN with the inclusion and exclusion criteria as 

a guiding set for recruiting study participants. I scheduled semistructured interviews as 

per each individuals’ chosen date and time. I used a safe, respectful, kind, and friendly 

approach to interview the participants (Adams, & Miles, 2013). Five participants’ 

interviews took place in Lagos, Nigeria at different office locations during their lunch 

break and other scheduled times according to participants’ preferred time. Nine 

participants from Rivers State, Nigeria were interviewed at various locations and 

according to their preferred times. The remaining six participants were interviewed in 

Abuja, Nigeria during the weekend at the Barcelona Hotel and other agreed locations. In 

each interview session, I collected the data through audio recordings in a face-to-face 

exchange and telephone interviews for follow up. I also took notes when some points 

demanded more clarification.     

Certain factors apply to justifying the sample size (Malterud, Siersma, & 

Guassora, 2016; Saunders, & Townsend, 2016; Yin, 2014). Some of the factors include 

(a) data saturation, (b) homogeneity or heterogeneity of data sources, and (c) the 

phenomenal diversity of the research issue. This study’s research question and purpose 

on the identification of employability skills in online degree holders involved these 

factors. The choice of 2 participants from 10 business sectors justified data saturation and 

guaranteed the generation of no new information. The sample size equally satisfied the 
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identification strategies of diverse employability skills from different sectors. Another 

justification of the chosen sample size is that it led to the generalizability of research 

findings, which a single sector case study may not have guaranteed. I sought to achieve 

data saturation and obtain rich data through semistructured interviews, which meant no 

new information emerged from collected data, there was no indication of new coding, 

and data generated no new themes (Fusch, & Ness, 2015).   

Instrumentation 

The researcher in qualitative research is the primary data collection instrument 

(Yin, 2013). I used one data collection tool for the study: semistructured interviews with 

open-ended questions. The approach allowed participants to use their prior experiences, 

knowledge, and encounters from online degree employees to provide answers. Open-

ended questions in data collection ensure that participants are not limited to “yes” or “no” 

answers (Yin, 2014). Another advantage of the semistructured interview method is that I 

had the chance of asking follow-up questions, which add in-depth meaning to initial 

responses. One disadvantage of my approach that open-ended questions in face-to-face 

interviews may not as effective compared to telephone interviews that allow more 

freedom of expression (Harvey, 2015; Irvine, Drew, & Sainsbury, 2013). However, I 

audio-recorded the interviews and gave participants the opportunity to review transcribed 

interview for necessary clarifications before analysis of data. 

I used an interview protocol (see Appendix B) as guide in this study to enhance 

the trustworthiness of the research (Hilton, 2017). The interview protocol enabled 

participants to understand the questions they expect to answer. The interview protocol 
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also acted as an agenda regarding the interviews and guaranteed the direction of 

questions and as well as uniformity regarding the interview process (Fakis, Hilliam, 

Stoneley, & Townend, 2014). I reviewed all interview data and documents to ensure the 

removal of personal information, which ensured the nondisclosure of participants’ 

identification. I secured the participants’ consent regarding the recording of interviews to 

enhance credibility. Securing participants’ consent enhanced transcription for coding and 

data analysis.  

Expert validation. Expert validation can be described as a method of obtaining 

experts’ feedback (Anseel et al., 2015). I used Walden University’s faculty experts’ 

directory to reach out to 10 case study research experts. I sent my initial interview 

questions for their review regarding the quality and alignment of interview questions. I 

also requested their expert opinion regarding the ability of my interview questions to 

generate valid data that could address the research question. The feedback and comments 

from expert validation enabled me to revise the interview questions as found in Appendix 

B. The one overarching researching question was how HR professionals in Nigeria 

identify the employability skills of holders of online degrees.   

By sharing their experiences, the participants in this study responded to questions 

from their different perspectives, which elaborated on the answers to the research 

question. The questions posed in the semistructured interview questions reflected the 

interview questions as well as the themes coming from the literature review. I sought for 

my dissertation committee members’ review and validation of these semistructured 

interview questions and including validation from 3 experts.  
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According to Schwandt (2015), one thing to avoid in a semi structured interview 

is over-familiarity which could lead to reflexibility. Reflexibility according to Willig 

(2013) is a threat caused by the conversational nature of semi structured face to face 

interviews. To manage this reflexibility during the interviews, I used an effective time 

management strategy to enhance data dependability. I recruited twenty HR professionals 

from the ten sectors to participate in this study. I compare the data generated from each 

interview session with other individual interview data generated to actualize triangulation 

and data reliability. Gorissen, van Bruggen and Jochems (2013) explained 

methodological triangulation as the application of different data collection sources to 

reduce subjectivity and enhance validity. In this study, I used member checking to ensure 

data saturation. Cronic (2014) and Fusch and Ness (2015) defined member checking as 

the process that enables participants to interpret and review the individual answers they 

provide. The member checking process involves returning results or data for participants’ 

validation and checking for accuracy (Birt, Scott, Cavers, Campbell, & Walter, 2016).  

Procedures for Recruiting Participants and Data Collection   

I used the following procedures in preparing for data collection and subsequent 

data analysis during the study: 

1. I obtained the approval of the Walden University Institutional Review Board 

(IRB). 

2. I obtained the consent of individual CIPMN member who participated in this 

study.  
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3. I scheduled and conducted interviews with research participants in this study 

to gather useful data and also audio-recorded the interviews. 

4. In the next step, I transcribed the audio-recorded interviews. 

5. I allowed participants to review the summarized transcripts to enable me to 

perform member checking. This fifth step enhanced the accuracy of the 

interpretations and meanings of participants’ responses during interviews. 

6. I imported all textual transcripts into Microsoft Word and proceed to data 

analysis with NVivo 12. 

Procedures for Participants’ Recruitment 

Interest Expression. I sent via email an expression request to identify 

participants from CIPMN in Rivers state, Lagos state, and Abuja, Nigeria. The purpose of 

this email was to recruit suitable participants in this study.  

Consent form. I sent a consent form to a purposeful sample in this study. I made 

the form available to individual HR directors and managers that meet the inclusion 

criteria. I informed the participants of the voluntary nature of participation in the study, 

and there will not be any offering of financial incentives to the participants.  

Data collection plan. I used semi structured interviews as my data collection 

techniques. The interviews procedures involved interview project conceptualization, 

access establishment, and contacting interviewees. Other steps included data collection, 

data transcribing, presentation of data, sharing of learnt lessons. Finally, I shared the 

outcome and lessons learnt from the study according to Seidman (2013). The unit of 

analysis were directors and heads of HR departments in various industries in Nigeria. The 
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industries were from banking, government, education, aviation, telecommunications, 

transport, health, finance, oil and gas, and consulting outfits. The participants included 

HR managers that have accepted online degree holders in their workforce. The research 

covered sectors that accept online degree holders into their workforces such as banks, oil 

and gas, and Nigerian government employers. 

I used member checking, peer review, data triangulation, and participants’ 

debriefing to establish trustworthiness. Triangulation enhanced data analysis from 

different sources. Triangulating data from sources such as individual participants’ 

responses with other participants in the semi-structured interviews enhanced data 

analysis. I coordinated the date, location, and time of interviewing the participants. I used 

between 25 to 45 minutes to carry out the semi-structured face to face interviews. To 

capture the meaning of participants’ responses to interview questions, I used member 

checking to accomplish such a goal. I carried out one-on-one interviews of 20 persons 

within four weeks to cover the 20 participants in the study. To accomplish 

professionalism when collecting data, I used some techniques. These techniques include 

designing, thematic procedures, interviewing, data transcribing, analysis, verifying and 

reporting of outcomes. To achieve confirmability, I maintained qualitative objectivity via 

entries in the reflexive journal. Seidman (2013) found the above techniques to be useful 

in achieving quality in data collection.  

Data Analysis Plan  

I performed data analysis of the data I collected from semi-structured interviews. 

According to Yin (2014) provided a series of steps a qualitative research method could 
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take. The steps include (a) data compilation, (b) data disassembly (c) data reassembly, (d) 

data interpretation, while the fifth step (e) is a data conclusion and meaning. I transcribed 

all recorded interviews from semi-structured components and conducted member 

checking. The next process was the uploading of textual transcripts into NVivo 12 

software. The software worked on the data I transferred from Microsoft Word to enable 

me to organize into categories of themes and groups. As Miles and Huberman (2014) 

noted, before one commences the data collection process, it is important to determine the 

route of the entire process. According to the authors, the procedure to be predetermined 

will include means of data collection, an organization of data, and data storage. An 

important step for me was to develop a useful data framework that enhanced the use of 

collected data. In a case study analysis, Fakis et al. (2014) found that there a definite 

routine procedure a researcher can use to identify and relate meanings and themes 

regarding the research question.  

One major research question in this study addressed how HR managers in Nigeria 

identify the presence or absence of employability skills in holders of online degrees 

during job placement decisions. I designed interview questions to enable participants to 

provide data that addresses the research question. The data sources in this research came 

from semi-structured interviews. I sought to see that the interview questions addressed 

my desire to gather detailed information regarding employability skills found in this 

study’s underpinning conceptual framework. I used Microsoft Excel to record data that 

were collected using semi-structured interviews.  
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With Microsoft Excel, I organized interview transcripts into columns regarding 

possible employability skills in holders of online degrees. The rows were for capturing 

participants’ responses regarding identified employability skills. The interviewees were 

numbered serially from interviewee 1 to interviewee 20. As noted earlier, NVivo 12 was 

the software for thematic analysis. According to Richardson, Eearnhardt, and Marion 

(2015), NVivo 12 software is useful for coding, categorization, and as well as handling 

unstructured data. The interview questions provided an understanding of how HR 

managers in Nigeria identify the presence or absence of employability skills in online 

degree holders.  

According to Aydin (2013), data analysis starts with pieces of data review and 

progresses to qualitative categories. I used NVivo 12 software and utilized Microsoft 

Excel spreadsheet having rows and columns. I assigned tabs for each interview question. 

After transcribing the interview questions, allocating themes and codes, I performed hand 

coding. For the reliability of results, I used manual and as well as NVivo 12 data coding. 

Based on the categories of information identified in the literature review, I assessed the 

reliability of data analysis tools through cross referencing. To organize the information, I 

obtained in the study; I created matrices with the aid of Microsoft Excel. According to 

Miles and Huberman (2014), Brakewood and Poldrack (2013) and Kim (2014), coding 

enhances the linking of data to transcribed interviews.  

Another aspect of data analysis plan is the establishment of either discrepancies, 

convergence or divergence in data analysis. As Stuckey (2015) noted, qualitative data is 

better managed when researchers categorize their data into codes to enhance in-depth 
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understanding of the case study. I managed the interviewees’ responses into codes par 

participant. A researcher can equally determine the groupings and as well as codes 

connected to participants’ responses through the use of predetermined codes or groupings 

(Stuckey, 2015). I identified the major and minor themes using the NVivo 12 software. I 

analyzed the data I collected from the semi-structured interviews. I matched the outcomes 

from such analysis with the background literature review underpinning the conceptual 

framework.  

Carter, Bryant-Lukosius, DiCenso, Blythe, and Neville (2014) found that when 

researchers triangulate from different sources, we can achieve accuracy in reporting. I 

took the seat of a researcher in this study to develop a precoding structure and related the 

same to the conceptual framework. I equally related the precoding structure to the semi-

structured interviews and derived themes for data analysis. I used an iterative procedure 

to enhance efficacy regarding the collected data and themes matching. I used data 

generated from the semi-structured interviews to produce codes and themes match. To 

determine discrepancies and pattern match, I examined successive semi-structured 

interview responses and answers. I interviewed 20 participants and monitored data 

saturation. I categorized the codes and themes to align with the underpinning conceptual 

framework. Finally, I enhanced correctness and precision through review of the 

dimensions. 

Issues of Trustworthiness 

In determining the rigor of qualitative research, there are some frameworks of 

credibility, reliability, dependability, transferability, and conformability (Morse, 2015). 
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Credibility is the research process where the researcher uses prolonged engagement and 

as well as a persistent review of the document, peer debriefing, member checking and 

triangulation in data collection (Morse, 2015). We can use an audit trail and reflexivity to 

ensure dependability and conformability of a study (Houghton, Casey, Shaw, & Murphy, 

2013). The reader or user of a study decides the transferability of such study (Morse, 

2015). Funder et al. (2013) took a different approach regarding how to improve the 

dependability in research and educational practice. The authors recommended that for 

research practice, researchers are to (a) describe and address the choice of N (sample 

size) and consequent issues of statistical power, (b) report effect sizes and 95% 

confidence intervals (CIs), (c) avoid “questionable research practices” that can inflate the 

probability of Type I error.  

Other recommendations by the authors are that researchers should (d) make 

available research materials necessary to replicate reported results, (e) adhere to SPSP’s 

data sharing policy, (f) encourage publication of high-quality replication studies, and (g) 

maintain flexibility and openness to alternative standards and methods. On the aspect of 

educational practice, the authors recommended that researchers should (a) encourage a 

culture of “getting it right,” (b) teach and encourage transparency of data reporting, (c) 

improve methodological instruction, and (d) model sound science and support junior 

researchers who seek to “get it right”. I used some of the recommendations that are an 

applicable qualitative research approach to ensure the trustworthiness of the study. 
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Credibility 

Credibility is the internal validity that uses prolonged engagement, persistent 

observation, triangulation, peer debriefing and member checks (Morse, 2015). I strove to 

maintain credibility while carrying out this study by doing a one-on-one interview with 

the 20 participants. I maximized my time during the interview processes to garner 

sufficient and in-depth understanding of this case study. I sought to get all relevant 

themes and ensure that no new themes emerged before concluding each interview. As 

Houghton et al. (2013) noted, we achieve credibility when we research in such a manner 

that attracts acceptability that the research was carried out with trustworthy processes.  

I ensured the recording and transcribing of each interview for the 20 participants 

word for word. I made available to participants the transcribed manuscripts for useful 

comments and corrections. The essence of the word for word transcribing of interviews 

was to ensure that research findings and conclusions did not come from participant’s 

interpretation. I pursued closing of any gaps or clarify imprecise statements by reviewing 

transcripts and return to each participant with my interpretation of what he or she said. I 

utilized the triangulation strategy to secure credibility. I used multiple participants for the 

semi-structured interview to enhance insight and in-depth understanding of the study. 

The multiple sources helped in ensuring data saturation. Another strategy I used 

to enhance credibility is a triangulation of sources (use of multiple data). To reduce the 

effect of bias during semi-structured interviews, I took my notes with rapt attention. Peer 

debriefing added strength to the research process as found by Houghton et al. (2013). I 

engage a Walden University case study expert to review my draft interview questions to 
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confirm the alignment of interview questions with the study design. I requested from the 

participants to go through transcribed documents to validate the accuracy of records of 

participants’ responses and meanings. I equally used member checking to verify data 

credibility.  

To further pursue credibility, I corrected any discrepancies that arose from the 

data I collected through semi-structured interviews. I used member checking to reinforce 

my checks as the researcher. I wrote out the questions, sent copies to participants for 

member checking. I returned my interpretations to participants to ascertain that I have 

captured meanings of what was said. I continued this process to ascertain that there are no 

new emerging themes. According to Yin (2014), maintaining credibility or internal 

validity involves using multiple evidence sources rather than using a single source. The 

author further recommended the establishment of a case study database and maintaining a 

chain of evidence. Yin (2014) however cautioned against the use of information sources 

from social media.  

Transferability 

Transferability is the degree to which we can transfer the results of qualitative 

research to other contexts or settings with other respondents (Korstjens, & Moser, 2018). 

I provided a detailed explanation of the findings of the study to achieve transferability in 

this study; The detailed explanations could help future users or readers to decide to apply 

the results in other study contexts and locations. The explanations to enhance 

transferability covered research methods, research design, and presentation of data. 

Marshall and Rossman (2016) explained that future readers could make their own 
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decisions regarding the transferability of a study. CIPMN is the umbrella body of HR 

professionals in Nigeria involved in recruitment decisions for online and traditional 

degree holders. Participants from CIPMN cover all sectors of private and public 

organizations and as well as all industries. The outcome of this study may be transferable 

to any sector or industry that holds employment opportunity for online and traditional 

degree holders. 

Dependability 

Dependability according to Morse (2015) and Korstjens and Moser (2018) refers 

to the stability of research findings over time. The authors explained that dependability 

means that researchers describe transparently the steps they took from the beginning of 

research work, research development and reporting of research findings. Dependability 

also makes researchers use audit trail that enables a reader to understand the steps that led 

to research conclusions (Houghton et al., 2013). I provided an audit trail that will provide 

the steps and stages from the beginning to the conclusion of this study. I transparently 

described all the procedures I took so that readers can understand the steps that led to my 

research conclusions.  

Confirmability 

Morse (2015) and Korstjens and Moser (2018) described confirmability as the 

ability of other researchers to confirm the findings of the given research. Confirmability 

means that other researchers can confirm that the data and interpretations of the findings 

are not just the imaginations of the researcher. I used entries in a reflexive journal to 

ensure confirmability in this study. I created an audit trail using a reflective journal to 
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ensure confirmability. Other reflexive journal entries to enhance confirmability included 

data thematization and justification for research methodology decisions. I documented all 

reflections concerning culture, biases, personal experiences and explanations that could 

influence and inform the research process (Morse, 2015). The credibility of any research 

does not depend only on the research procedures but also depends on the researcher’s 

self-awareness all through the research process (Houghton et al., 2013). To enhance data 

validity and reliability, I utilized a member checking procedure. After conducting the 

interviews and transcribed the audio recordings, I proceeded to interpret and share my 

interpretations. The sharing of my interpretations was with research participants to obtain 

their feedback and validate the data. 

Ethical Procedures 

The interview process according to Seidman (2013) involves (a) 

conceptualization of the interview plan, (b) creation of access and communicating with 

population sample, and (c) interviewing the population sample. Other interview processes 

are (d) transcribing the data and (e) presentation of findings for all stakeholders who may 

find the research relevant. In this study, protecting participants’ rights will be my priority. 

I sent a consent form to participants informing them of their rights to reject or accept to 

participate in the study. It was the participants’ right to withdraw at any time from the 

study. This right to withdraw at any time was made clear in the informed consent form 

and expression of interest email. I will keep collected data in this study for 5 years period 

in a safe place. After the 5 years period, I will shred interview notes, transcripts, and all 
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flash drives that I used in the data collection process. I secured the Walden University 

IRB approval for the study. 

Informed Consent 

Informed consent in research is the process of genuinely informing potential 

participants of their roles, rights, and risks before enrolment into a study (Regmi, Aryal, 

Kurmi, Pant, Teijlingen, & Wasti, 2017). Securing informed consent from every 

participant according to the authors is a mandatory ethical research practice. I provided 

all potential participants in my study with clear information regarding their roles, risks, 

and rights to obtain their informed consent. I was clear to participants the purpose of the 

study, the use of the collected data, self-funding of my research and requirements from 

participants. Also, I informed participants of the time requirements during the interview, 

member checking, and further clarifications that I needed more insights. Another 

information I gave the participants was that participation is voluntary and no payments of 

incentives. I secured the consent of each CIPMN member before contacting them to 

participate in the study.  

Confidentiality  

In this study, I had a face to face contact with research participants and I strove to 

achieve confidentiality of data collection. Confidentiality involves keeping data secure 

from unauthorized parties (Hiriscau, Stingelin-Giles, Stadler, Schmeck, & Reiter-Theil, 

2014; Turcotte-Tremblay, & Sween-Cadieux, 2018). To achieve confidentiality during 

interview sessions, I linked all comments or questions to specific names of participants. I 

allowed participants to provide their interview responses, comments, and revisions to 
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transcripts confidentially through emails. I protected the data and secured all records on 

an encrypted computer hard drive that I pass-worded to prevent unauthorized access.  

Protecting Participants from Harm 

As a cautionary notice, I disclosed to all participants every activity that could lead 

to potential harmful outcomes. It is possible in a research interview that participants may 

disclose information they might regret giving out later in different interview setting 

(Fiske, & Hauser, 2014). I explained to participants all details regarding the scope of the 

study to avoid disclosing unrelated information or responses. The participants had the 

liberty to walk away from participation at any time. I ensured that the interview protocol 

does not contain irrelevant details. To get an in-depth understanding of the case study, I 

asked follow-up questions that resulted from interview questions.  

Protecting the Researcher from Risk 

I used respectful acknowledgement, empathy and changing the topic when 

necessary to respond to queries from participants. I used debriefing and feedback 

opportunities to manage the risks associated with this research interviews. While there is 

much concern regarding risks that participants face in any research, researchers equally 

face different types of risks (Stahlke, 2018). Researchers’ risks refer to that harm that 

could come to the researcher while in the field or after the research project (Brougham, & 

Uttley, 2017). Some of the risks include the emotional impacts of research on sensitive 

topics, disagreeable participants’ statements and distressing stories (Stahlke, 2018). I 

strove to consider and address these risks throughout the research process as they arise. I 

did not foresee the occurrence of any emotional harm but was conscious that some risks 
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may appear along the way. I identified and addressed the risks as much as I could 

(Stahlke, 2018). 

Summary 

In chapter 3, I described the case study research design. I explained the qualitative 

method that would serve as the underpinning guide for the research project. The purpose 

of this exploratory case study was to investigate how HR managers identified the 

availability of employability skills in holders of online degrees during recruitment and 

promotion decisions. The research design I employed in this study served as interview 

questions’ guide to enable me to extract relevant information to answer the major 

research question.  

The study population was made up of 20 HR professionals who represented the 

case. I selected 2 participants from 10 sectors covering government and non-

governmental organizations. I used semi structured data collection method in the study. 

The semi-structured interviews enabled me to explore the research question. In chapter 4, 

I will analyze the data I will collect and present the data for the study. 
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Chapter 4: Results 

Introduction 

The purpose of this qualitative, exploratory case study was to explore how HR 

management professionals in Nigeria identify the presence or absence of employability 

skills in online degree holders in their employment decisions. I conducted a qualitative 

analysis of collected data from 20 semistructured interviews to address the research 

question as well as the purpose of the study. The organization of collected data during the 

interview was through the NVivo 12 software. One major research question in the study 

was: How do HR managers identify the presence or absence of employability skills in 

holders of online degrees during job placement and promotion decisions? To address the 

research question, I prepared a semistructured interview protocol (see Appendix B). The 

interview protocol helped enhance consistency in responses with follow-up questions 

where I needed necessary clarification. I audio-recorded all interviews and took notes.  

In Chapter 4, I present the findings through data analysis from 20 interviews with 

HR professionals in Nigeria who have a minimum of 5 years of recruiting experience. 

The 20 participants are from 10 different industries with two participants from each 

sector. Chapter 4 includes the following components: (a) research setting, (b) 

demographics, (c) data collection, (d) data analysis, (e) evidence of trustworthiness, (f) 

interview results from 20 HR professionals from 10 different industries in Nigeria and (g) 

the chapter summary.  
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Research Setting 

There was consistency in the setting during the process of data collection. I 

recruited two participants each from banking, government, education, aviation, 

telecommunications, transport, health, finance, oil and gas, and consulting outfits. 

Participants were HR professionals who employed or promoted both face-to-face and 

online degree holders to avoid participant bias that could influence the results of the 

study. I worked with the participants’ chosen time and preferred interview dates. Out of 

20 participants, nine agreed to be interviewed during their lunch break at their office 

canteens, whereas 11 participants opted for a weekend meeting at parks. However, there 

were changes of dates and times during the process.  

Before the commencement of any interview session, I gave explanations 

regarding the focus and objective of the study to each participant. There was an 

opportunity for each participant to confirm the adequacy of their inclusion based on 

inclusion criteria and the capability to answer interview questions without bias. Relying 

on the signed consent form before the commencement of the interview, I made 

preliminary briefings to participants. The briefings covered the confidentiality of all 

collected data, the transcripts, audio recorded files, and that they will be kept secured for 

a minimum of 5 years. To provide consistency during the data collection process, I 

followed the interview protocol. 

Demographics 

It took over 2 weeks to recruit the 20 participants for this study. I e-mailed the 

consent letters to each participant to indicate his/her consent via e-mail. After the consent 
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letters/messages were returned, I followed up with requesting for the scheduling of a 

convenient date and time. All 20 HR professionals expressed their interest to participate 

in the semistructured interview. All the 20 participants signed the consent form before 

participating in the study. Table 1 presents the characteristics of the participants. 

Table 1 

 

Participant Demographics 

Pseudonym Sector Years of 

experience 

CIPM 

rank 

HR 

position 

Ndidi Banking 15 MCIPM Manager 

Ugochi Banking 11 MCIPM Manager 

Obioma Education 21 ACIPM Director  

Ukwunna Education 9 ACIPM Manager 

Iyaknse Aviation 10 MCIPM Manager 

Enyereibe Aviation 15 MCIPM Manager 

Sochi Telecom 13 MCIPM Manager 

Ikedi Telecom 16 MCIPM Director 

Akuyoma Transport 12 ACIPM Director  

Ebere Transport 9 ACIPM Manager 

Ngozi Health 19 MCIPM Director 

Kelechi Health 8 MCIPM Manager 

Eno Finance 14 ACIPM Director 

Uche Finance 16 MCIPM Director 

Amarachi Oil and gas 22 ACIPM Director 

Atuonye Oil and gas 25 ACIPM Director 

Chikwere Government 10 ACIPM Manager 

Chijioke Government  18 ACIPM Director 

Chinonye Consulting 17 ACIPM Director 

Amara  Consulting 22 FCIPM Director 

 

Data Collection 

I recruited participants from members of the CIPMN immediately after receiving 

Walden University IRB approval (#02-19-18-0592215). Using the available data on the 

CIPMN website, I contacted HR managers and directors using their email addresses. I 
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followed up on those who expressed willingness to participate and met the inclusion 

criteria with the consent form to secure their informed consent. I made further contacts to 

explain the nature and purpose of the study to secure trust and confidence from potential 

participants. All participants expressed their clear understanding of the study and 

willingness to participate at their chosen dates and time. The 20 participants returned the 

request I sent with the expression “I CONSENT.”  

Some of the participants made a change in their schedules and had to reschedule 

the semistructured interview dates and times. After the agreed dates and times, I 

proceeded to conduct the remaining interviews for the participants. There was an 

agreement between each participant and me regarding a convenient location and time for 

interviews. Five participants’ interview took place in Lagos, Nigeria at different office 

locations during their lunch break and other scheduled times according to participants’ 

preferred time. Nine participants from Rivers State, Nigeria were interviewed at various 

locations and according to their preferred times. The remaining six participants were 

interviewed in Abuja, Nigeria during the weekend at the Barcelona Hotel and other 

agreed locations. In each interview session, I collected the data through audio recordings 

in a face-to-face exchange and telephone interviews for follow-up and I took notes for 

clarification.  

In some of the interviews, participants seemed to be concerned about the level of 

academic rigor that may be involved or receiving difficult questions. I told them that they 

were free to give answers to the best of their experiences and ability. In all the 

semistructured interviews, the interview protocol formed the guide for all questions as 
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well as follow-up questions. I noticed that some participants referred to their experiences 

in the peculiarity of their industry skills demand and not necessarily on the skills 

possessed by job applicants.  

Data Analysis 

I used semistructured interviews to triangulate and compare collected data. In my 

data analysis process, I used Yin’s (2014) five steps to conduct the data analysis 

procedures: (a) data compilation, (b) data disassembly (c) data reassembly, (d) data 

interpretation, and (e) is a data conclusion and meaning. A research approach in a 

qualitative study can include a research plan that guides the study through a step-by-step 

process (Maxwell, 2014). In addition to Yin’s five steps, I considered (a) familiarization 

with data, (b) generating initial codes, (c) searching for themes, (d) reviewing themes, (e) 

defining and naming of themes, and (f) producing the report or establishment of theme 

collaboration (Nowell, Norris, Deborah, White, & Moules, 2017).  

In the data collection, the first step involved familiarization and compilation of 

the transcripts from the 20 HR participants in this study. In the second step, I 

disassembled and assigned initial coding to each sentence of the responses from the 20 

participants to the semistructured interview questions. Third, I reassembled and explored 

collected data for possible themes that could replace each of the codes. In the fourth step, 

I reexamined the correctness of each theme and created clusters of common themes 

through labeling and identification of themes. Step 5 was the identification of themes to 

collaborate themes with the highest percentages of occurrence and to rank them 
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accordingly. I used Microsoft Excel and NVivo 12 to organize data in tabular and chart 

formats.  

In data presentation, I used ranking in percentage of occurrence to demonstrate 

which themes occurred most in participants’ responses. I also identified subthemes from 

participants’ responses that aligned with the main interview questions with the aid of the 

interview protocol. Using the clustering and ranking of themes, I report on themes that 

have a 10% occurrence and above. Coded themes with less than 10% occurrence are 

equally presented in tables and charts but have no further analysis or further explanation. 

The study research question acted as the lens that enabled me to form the codes and 

categories in the study. In the data transcription process, I relied on several and repeated 

listening of audio records of participants’ responses to achieve accuracy. Participants 

were also requested to validate the accuracy of their interview responses for member 

checking and review of transcription copies to identify discrepancies.  

Evidence of Trustworthiness 

Credibility 

I used member checking to ensure credibility (see Cronic, 2014; Fusch, & Ness, 

2015). I used semistructured interviews as data sources to perform triangulation and data 

validation. To achieve credibility, I photocopied all transcripts for each participant’s 

comments and review of the interpretation of answers. Member checking assisted in 

enhancing the authenticity of participants’ answers to interview questions. I also 

presented to the 20 participants the document reviews and interpretation of interview 

responses to ensure data credibility. After analyzing data collected through 
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semistructured interviews, I found that findings disconfirmed and confirmed previous 

literature as presented in Chapter 2. 

Transferability   

The results of this study can be transferable to individuals, institutions, private 

organizations, and government organizations that need to understand the strategies for 

identifying employability skills in online degree holders. However, transferability is 

usually left for the reader to decide (Marshall, & Rossman, 216). For future research to 

find this study’s information useful, I used an adequate and rich data description to 

present complete interview findings as it concerns the research question.  

Dependability 

Throughout this research process, I outlined all research activities using an audit 

trail. This step and process enabled me to justify the research design and research 

method. To secure assurances that the interview questions would generate useful 

responses from participants, I engaged three experts for expert validation. The three 

expert validation involved three research experts from Walden University confirming that 

the interview questions are valid to generate useful answers to the research question. 

Another factor that made the study dependable is the use of audio recordings and field 

notes. The transcripts were also validated by the participants through member checking 

after transcribing interview responses to enhance dependability and guarantee accuracy 

and consistence regarding data.  
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Confirmability 

Confirmability refers to the correctness and objectivity of research data 

(Houghton et al., 2015). To ensure conformability, I did an affirmation of the 

dependability, credibility, and transferability of the study. I avoided bias during the data 

analysis by corroborating the findings with the interpretations and conclusions. 

Additionally, I used member checking to receive feedback from the 20 participants that 

validated the process of data collection.  

Study Results 

During the interview sessions, Nigeria HR experts took their turns to express their 

assessments of the performances of online degree in their various organizations. Two 

issues led me to carry out this research. First, the general problem, which is that some HR 

managers do not identify employability skills in online degree holders during hiring 

decisions (see Erden, & Tekarslan, 2014; Fogle, & Elliot, 2013). Second, the specific 

problem, which is that online degrees are deemed unacceptable for employment in 

Nigeria in multiple sectors, the government agencies being a prime example (see 

Agbebaku, & Adavbiele, 2016; Yakasai, 2017).  

Through methodological triangulation, themes emerged from codes of the 

document reviews and semistructured interview questions; the themes that kept 

reoccurring became the themes that aligned with the study research question. According 

to the frequency of occurrence, the themes that had up to 30% and above were analyzed 

further in the study. Such themes were found to have convergence with the reviewed 

literature and provided answers to the research question. In this section I also present 
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themes that occurred below 30% as discrepant responses. The evidence regarding theme 

formation came from the transcription of participants’ interview responses, which were 

transcribed word for word except for exclamation words such as “eeems” and “eeehs” to 

keep the responses as pure as possible. Following the order of the semistructured 

interview questions protocol, I made a presentation of themes according to the highest 

order of occurrence. To triangulate the data, I included themes that emerged from 

document reviews.  

Research Question 

How do HR managers identify the presence or absence of employability skills in 

holders of online degrees during job placement and promotion decisions? 

Themes 

Possession of Relevant Skills  

I created case nodes for each participant and went further to do auto coding to 

assemble all the various interview questions into one page. I categorized the responses of 

individual HR experiences into excellent, very good, good and poor. Ukwunna, Ndidi, 

Chinonye, Uche, and Amara found online degree holders to have excellent job skills (see 

Figure 1). These participants are from the education, banking, consulting, and finance 

sectors, respectively.  
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Figure 1. Possession of relevant skills. 

For, Enyereibe, Kelechi, Ngozi, who are from aviation and health sectors, online 

degree holders come with poor job skills. Their experiences centered on technical job 

skills. From the education, telecom, oil, and gas, and transport sectors, Obioma, Ikedi, 

Amarachi, Ebere found the skills to be good (Figure 1). The final rating of very good 

skills possession came from Akuyoma, Ugochi, Eno, and Atuonye, who are from 

transport, banking, finance, and oil and gas respectively. Chijioke and Chikwere from the 

government sector did not give clear answers regarding their experiences with online 

degree holders in their establishments.  

Theme 1: Discovery of Relevant Skills 

From the analysis and interpretation of collected data from the semistructured 

research interviews, the first theme emerged (see Table 2).  
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Table 2 

 

HR Experience with Online Degree Holders 

Codes Themes Number of 

Occurrences 

Percentage of 

occurrences 

Demonstrated 

employability skills  

Discovery of 

relevant skills 

16 80% 

Showed poor 

possession of hard 

skills  

Hard skills shortage  3 15% 

Did not find 

relevant skills 

possession in some 

Lacking in some 

employability skills  

1 5% 

 

In summary, I found that 80% of HR professionals interviewed gave a response that they 

identified employability skills in holders of online degrees during recruitment and 

promotion decisions. Sixteen participants who have recruited or promoted both face-to-

face and online degree holders described their experiences with online degree holders 

affirming the possession of relevant skills (see Table 2). Ugochi commented that  

I used to hold a negative perception regarding online degrees but have got a 

different result during recruiting exercises; I was surprised to find that online 

degree holders possessed some real skills such as good communication and time 

management skills. 

Enyereibe responded that “Acquiring academic degrees, from my recruiting experience, 

is just one way job applicants show some possession of employability skills. Both face-

to-face and online degree holders in our organization showed possession of employability 

skills before we employed or promoted them.”   

Kelechi, Eno, and Chijioke, agreed that their employees with online degrees were 

already working and had demonstrated employability skills in service before acquiring 
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online degrees. Eno opined that: “Some of my staff that went through an online academic 

program were found to pass through the very rigorous academic path and we cherish their 

employability skills they bring into the job. As Chijioke stated: For me, I will say they 

possess good employability skills.” From the experiences of Akuyoma, Amarachi, and 

Atuonye, they found employability skills in online degree holders both as fresh graduates 

and those already in the workforce. Amara stated that “In recruiting for industries such as 

banking, telecommunication, and marketing, online degree holders as fresh graduates and 

those with working experience, showed good quality employability skill.” Amarachi went 

further to state that: Some of the fresh online graduates had some industrial training and 

marketing experiences.  

Sochi, Ikedi, Ngozi, and Uche relied on the nature of the business operations of 

their organizations to respond to their experiences in recruiting and promoting employees 

with face to face or online degrees. Sochi stated: “In our organization, that is into 

information technology, our recruitment and promotion experiences showed that online 

degree holders possessed relevant IT skill.” Ikedi opined that their marketing business 

demands good communication skills, excellent interaction with clients and customers 

which they found both online and face to face degree holders. Eno and Uche who work in 

the financial sector, time management skills are one of the major skills considered when 

making hiring decisions. According to Ngozi and Uche, time management skills were 

found majorly in online degree holders and in particular those who combined their 

educational pursuits with working experience.   
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The possession of employability skills by online degree holders emerged as the 

major theme from the responses regarding the experiences of HR professionals who 

participated in the semi-structured interview questions. Possession of employability skills 

either by face to face or online degree holders is what recruiters demand in the labor 

market (Suarta et al., 2017). The decision of recruiters determines the possession of such 

skills according to Wilton (2014), ‘employability is in the eye of the beholder, and this 

leads to employer decision-making in the recruitment of work placement.’ The theme of 

possession of employability skills by online degree holders extends the body of 

knowledge regarding recruiters’ strategies in identifying relevant skills during 

recruitment and promotion decisions.  

Hard skills shortage. The occurrence of the first subtheme came from data 

analysis and interpretation of collected data from semi-structured interview questions. 

Three participants (15%) of the 20 HR experts that participated in the study expressed 

their experience of hard skills shortage among holders of online degrees. Kelechi stated: 

“For hard skills possession, I will say no, when you look at an applicant’s practical 

experiences in areas like surgery, delivery of babies, technical knowledge in practical 

treatments of patients, I do not see online degrees to cover these areas. We do not 

consider online degrees in searching for such hard skills”. Amara opined that: “For 

possession of some hard skills by online degree holders, it will be difficult if the 

employee had no prior practical experience.” The lack of these hard skills in online 

degree holders has echoed study participants from the medical and aviation sector 

(Iyaknse, Enyereibe, Kelechi, and Ngozi). The participants affirmed that they would not 
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hire for instance online degree holder to pilot an aircraft without practical experience. 

Again, participants from the health sector echoed a similar position that medical practice 

recruitment decision may not consider a job applicant with an online degree in medicine 

without practical experience. 

According to Chikwere: “Hard skills is one area where we look beyond degree 

type. I find both face to face and online degrees not measuring up during recruitment 

decisions especially for entry level applicants”. From the experience of Ebere: “When it 

comes to hard skills, we look beyond the degree and test the practical experience and 

knowledge. If an applicant claims to be able to operate a machine, you wouldn’t assume 

such to be correct except you test the practicality of such claims in the resume. In some 

cases, you find that the technical knowledge or hard skill is lacking”.  

While the teaching of hard skills takes place in both online and face to face 

settings (Tran, 2015), recruiters do not identify such skills through resume only. 

Possession of hard skills significantly affects the working quality of the employee and 

recruiters’ hiring decisions (Sitompul et al., 2017). Again, possession of hard skills 

should be complemented with soft skills to enhance acceptability during recruiting and 

promotion decisions (Rao, 2014). The theme of a shortage of hard skills in online degree 

holders extends the body of knowledge regarding recruiters’ identification of 

employability skills in online degree holders.        

Theme 2: Does not form the Determinant Factor 

The second emergent theme came from data analysis and interpretation of 

collected data from the responses to the question 2: How would you describe the role of 
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degree type in identifying employability skills during recruitment and promotion 

decisions? Theme 2 occurred twenty times (100%) from the total responses of 20 

participants. Table 3 displays the major theme and the subtheme from participants’ 

responses. Participants 1-20 are in agreement that degree type does not form the 

determinant factor during recruiting and promotion decisions. All 20 participants agreed 

that it is a rare thing for recruiters to have degree type as a prerequisite or condition when 

advertising for any job or carrying out promotion exercises. Ndidi opined that: “Degree 

type is not our basis for identifying employability skills. You can see that in most job 

adverts, we do not say you must have an online degree or face to face degree. We look 

for areas of competencies and applicability of program of study to the position for hiring 

decision”.  Kelechi stated that: “From my experience, online higher institutions usually 

do not indicate on the certificate that a degree is online or face to face except for known 

institutions. I do not firstly go into investigating the degree type during recruitment or 

promotion decisions.” 

Amarachi stated that: “In promotion decisions, we rely on employee performance and 

productivity and not degree type.” Chinonye responded as follows: “Employability skills 

in graduates is a problem these days whether in online degree holders or face to face 

degree holders. It is not the degree type that plays the major role but the Institutional 

reputation that counts as well as their ability to showcase their skills”. The theme is in 

agreement with previous studies on the role of degree type in recruitment and promotion 

decisions. Chebl & El Rayess (2017) in their study found that degree type does not 

determine the possession or superiority of employability skills. According to their 
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findings, academic library employers indicated that online degree holders could 

demonstrate better communication skills more than face to face degree holders.  

Table 3 

 

Role of Degree Type 

Codes Themes Number of 

Occurrences 

Percentage of 

occurrences 

Not a major 

consideration in 

recruitment and 

promotion 

decisions  

Does not form the 

determinant factor 

20 100% 

Affects perception 

of applicant’s 

employability 

Generates bias in 

recruitment 

4 20% 

Could lead to poor 

acceptability 

Low acceptance 1 5% 

Generates bias in recruitment. Atuonye and Chijioke in their responses 

expressed that online degree type if identified, may affect the perception of recruiters and 

could generate bias in recruitment decisions. According to Atuonye: “Majority of my 

experience in recruiting has been with holders of face to face degree holders. I have 

recruited a few people with online degrees. On a frank note, online degree holders faced 

some bias in my decisions. I did not feel as sure the holders of such certificate possessed 

quality skills for the job. I found my perception to be wrong when I interacted with such 

employees during recruitment or promotion decisions.” Chijioke also confirmed the bias 

degree type could cause as follows: “When we used probation job placement after initial 

screening, online degree applications within a short time proved to have requisite skills as 

against our initial fears.” The responses from Atuonye and Chijioke aligns with prior 

studies that perceptions of employers are not enough measures of employability skills 
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(Wilton, 2014). One way to secure a reliable result has come from sharing their 

experiences with online degree holders in their employ. 

Theme 3: Soft Skills 

The third major theme emerged from the data analysis and interpretation of 

collected data from semi-structured interview question: What kind of employability skills 

have you identified in online degree holders as a recruiter before job placement or 

promotion decisions? There were 18 (90%) occurrences of the major theme from the 20 

participants interviewed. Figure 2 shows the major theme and as well as the subthemes 

that occurred from the participants’ responses. Ndidi stated: “Over these years of 

recruiting and promotion experiences, I have identified in online degree holders such 

skills as time management skills; for example, their ability to manage work and pursue 

academic goals, critical thinking skills, teamwork skills, and good communication skills.” 

This theme confirms past research reviewed (Grossman, & Johnson, 2017) whose 

findings indicate that recruiters “perceive a greater potential for soft skill attainment in 

the online environment.”  

Ugochi opined that: “In our organization, we found some employability skills in 

online degree holders just as in face to face degree holders before our final selection 

decisions. Some of these skills include; personal skills and attitude, teamwork skills, 

problem-solving skills, and critical thinking skills.” Iyaknse and Enyereibe went a step 

further to indicate that some of the identified skills were found both at the entry level 

recruitment decisions and during promotion exercises. Ugochi from the banking industry, 

for instance, noted that: “Some of them were more proficient in technological and 
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Information processing skills, coordinating skills, interpersonal skills, and teamwork 

skills.”  

Obioma stated that: “One key issue we look out for during recruiting is the 

synergy of experiential learning that links learning with activity. A graduate who has 

experience of practical learning is better than those who did rote learning.” According to 

Ukwunna: “Some of these online degree holders come with this experiential learning that 

makes employability skills identification easy for the recruiter.” The reviewed research of 

Helyer and Lee (2014) confirms this theme when they found that “learning and doing 

cannot be separated and therefore to use knowledge to its fullest potential it must be 

implemented, performed and enhanced as part of a synergy.” 

Akuyoma stated: “We have discovered several skills among which are lifelong 

learning skills, technological literacy skills, occupational skills in health, and the 

environment.” Ukwunna noted: “I have found in online degree holders during recruitment 

processes some of the following employability skills; taking initiative skills, team 

building skills, organizing skills, leadership skills, and persistence skills.” Obioma stated: 

“Some of the skills I have found in them include; problem solving, personnel 

management, and interpersonal skills. For Ukwunna, the identified skills are: “ability to 

conceptualize, organize, verbal thoughts, conflict solver, and able to work in a team.” The 

experiences of these participants agreed with past literature that different sectors or 

industries demand and identify different employability skills (Ortiz et al., 2016; Suarta et 

al., 2017). The emergent theme in this section added to the body of knowledge that 
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recruiters’ demand for employability skills varies from sector to sector and even from 

nation to nation (Suarta et al., 2017). 

 
Figure 2. HR identified soft and hard skills.  

 

Hard skills. This subtheme came from data analysis and interpretation of 

collected data from semi-structured interview questions. The subtheme appeared just two 

times (10%) out of the 20 participants that took part in the case study. Ukwunna stated: 

“In recruiting graduate engineers into our workforce, we have discovered from online 

degree holders such skill as data analysis skills, engineering skills, systems, and process 

development skills, solving technical problem skills and computer literacy skills.” Amara 

stated: “We find some technical skills among online degree holders which you see 

through practical tests and simulations with some jobs. Some of them who had prior 

technical training do display technical abilities or skills which show when you give them 

assignments as part of the recruitment process.” The theme here agreed with past 

literature regarding the identification of hard skills as tangible technical and academic 
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skills and are specific, countable, and definable (Sitompul et al., 2017). This theme has 

added to the body of knowledge that hard skills are academic skills and pedagogic 

competence and professional competence (Mahmudah, 2016). 

Theme 4: Face-to-face interviews 

The result of the fourth major theme resulted from the analysis and interpretation 

of collected data from the semi-structured interview question: What strategies did you use 

to discover employability skills in holders of online degrees before job placement and 

promotion decisions? The central theme of face-to-face interviews occurred 12 times 

(60%) out of 20 HR experts who participated in the study. Figure 3 contains the emergent 

major theme and subthemes that resulted from data analysis of the responses from 20 

participants. Ugochi stated: “In our recruiting processes, we adopt the traditional 

interview strategies such as face to face panel, phone interview, and aptitude tests. During 

such sessions, you look at the applicant’s resume and ask questions relating to 

qualifications and work experience.” Obioma expressed that: “From my experience, some 

of the applicants demonstrated employability skills by addressing the questions and 

concerns raised during interview sessions.” The theme extends the body of knowledge 

that traditional interview method is one of the ways of identifying employability skills 

(Mohapatra, & Sahu, 2017). 

Iyaknse answered: “Sometimes, during interviews, you use the job applicant’s 

carriage, communication skills and display of prior experience in a particular job to 

ascertain the possession of the skill you are looking for before making recruitment 

decisions.” Akuyoma stated that: “In our recruitments, we mostly use assessment tests, 
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unstructured and structured interview questions to identify the very potential employee to 

be engaged into our service. For online degree holders just like their face to face 

counterparts, we administer short tests that can give us insights and identify soft skills in 

potential employees.” Akuyoma went further to explain that such tests help them 

eliminate hiring biases by relying only on traditional interviews. This theme extends the 

body of knowledge that ‘there is a growing shift from traditional intuition based hiring to 

data drove hiring process in modern day organizations’ (Mohapatra, & Sahu, 2017).    

Technology-based recruitment strategies. This subtheme came from data 

analysis and interpretation of collected data from semi-structured interview questions. 

The subtheme appeared five times (25%) out of the 20 participants that took part in the 

case study. Ikedi stated that: “We have recently introduced technology based tests, 

surveys, and assessment with such tools like “Pymetrics” in our recruiting decisions. We 

find this tool a very useful strategy in identifying employability skills in job applicants”. 

Ngozi explained that: “We do not rely solely on the resume alone for recruitment 

processes in our company. Our organization has introduced some recruiting software that 

utilizes analytics in recruitment processes.” Ngozi went further to explain that: “We have 

realized that using the software in the recruitment process does not focus on gender, 

degree type or other considerations in traditional recruitment procedures.” This theme is 

consistent with previous studies that found that technology based recruitment strategies 

are gaining grounds and removing the limitations of traditional interviews (Mohapatra, & 

Sahu, 2017). According to the authors, hiring decisions are massively shifting from 

traditional intuition based to data driven hiring processes in modern day organizations.  
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Figure 3. Skills identification strategies. 

 

Short-term job placement. This subtheme came from data analysis and 

interpretation of collected data from semi-structured interview questions. The subtheme 

appeared three times (15%) out of the 20 participants that took part in the case study. 

Ukwunna stated that: “While we use normal interview approach and its inherent 

limitations, we go further to adopt in some cases probationary job placement after initial 

screening. Applications within a short time can prove to have requisite skills or 

otherwise. This strategy helps us cover the gaps with traditional interview method.” 

Eyereibe opined that: “At times we use indirect assessment of candidates to understand 

their outside interactions. We can use our company staff, or situations and simulations to 

assess a candidate’s interpersonal skills, communication skills, etc.” According to Sochi: 

“Most of our recruitment decisions utilize the strategy of short practical tests or 

examination of job applicants. In our engineering department, we cannot rely on mere 
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answers to interview questions or resume screening. The applicant’s practical 

demonstration gives us an insight into the possession of relevant skills.”  

Theme 5: Through Curriculum Vitae 

The result of the fifth major theme resulted from the analysis and interpretation of 

collected data from the semi-structured interview question: How did you discover the 

lack of employability skills in online degree holders who were unsuccessful during job 

placement and promotion decisions? The central theme occurred 15 times (75%) out of 

20 HR experts who participated in the study. Figure 4 contains the emergent major theme 

and subthemes that resulted from data analysis of the responses from 20 participants. 

Ndidi responded that “When you check their curriculum vitae for practical experience, 

you discover that they lack the requisite skills. For fresh graduates, when you ask them to 

have you done this before? They start struggling with answers. Both face to face and the 

online education is not satisfying 100% every aspect of embedding employability skills 

especially the technical courses.” 

 
Figure 4. Discovery of skills gap. 
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Enyereibie, Sochi, Amarachi, and Chinonye agreed with a lack of practical 

experience particularly entry level job applicants. They opined that most job applicants 

whether face to face or online degree holders lack practical experiences during job 

interviews. For example, Amarachi responded: “There is a difference between recruiting 

a fresher who may not have enough employability skills and those who are expected to 

come in at management level or higher level of employment with huge experiences or 

talents for the job.” According to Sochi, “When you are interviewing, he or she will 

surely come with the theoretical knowledge of marketing, but the practical aspect may 

not be there. Marketing also has practical, when you ask for practical experiences, he or 

she may not have, but again this happens for both online and face to face degree holders.”  

Failure to answer interview questions. The subtheme of failure to answer 

interview questions came from data analysis and interpretation of collected data from 

semi-structured interview questions. The subtheme appeared four times (20%) out of the 

20 participants that took part in the case study. Uche and Chikwere opined that 

communication challenges could lead to a job applicant missing a job placement 

opportunity. According to Chikwere, a candidate for a marketing job that cannot speak 

fluently in English during a job interview will miss a hiring opportunity. For Uche, “it is 

not a question of the degree you have, you need to convince the interview panel that you 

understood their demand. We have recruited medical doctors who ended up becoming 

HR managers. We have a case where a medical doctor ended up becoming an HR 

director.”  
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Summary 

In chapter 4, the following issues were addressed; (a) demographics, (b) research 

setting, (c) data collection, (d) data analysis, (e) evidence of trustworthiness, and as well 

as main themes and categories description. The collected data came from the responses of 

20 HR professionals in Nigeria who been involved in recruitment for up to 5 years and 

above. Through a face-to-face and phone interview, responses were presented to 

understand how HR managers identified the presence or absence of employability skills 

in holders of online degrees during job placement and promotion decisions. In chapter 5, 

the following issues were addressed; (a) interpretation, (b) analysis of findings, (c) 

recommendation, and (d) the implication for social change.  
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Chapter 5: Discussion, Conclusions, and Recommendations 

Introduction 

The challenges HR professionals face while identifying employability skills 

among online degree holders has become a global concern (Blackmore et al., 2016). 

Employers’ decisions to hire online degree holders is subject to their interpretation of 

online degree credibility (James, Larry, & Terry, 2015; Roberto, & Johnson, 2017), 

which could result in bias in a selection process (Cai, 2013). In Nigeria, the reliability of 

online degree skills has a low rating, resulting in low employability among online degree 

holders (Agbebaku, & Adavbiele, 2016). However, there is a gap in the literature 

regarding how HR professionals identify the employability skills of online degree 

holders.  

The purpose of this qualitative, exploratory case study was to explore how HR 

management professionals in Nigeria identified the possession of employability skills by 

online degree holders during their employment and promotion decisions. I conducted 

face-to-face and telephone semistructured interviews with 20 recruiters from Nigeria. The 

results may help the Nigerian Federal Government consider online education as one of 

the ways to address unemployment in the country and managing the high cost of 

establishing brick and mortar universities.  

During data analysis, I used the NVivo 12 software in the organization of data to 

form the codes and themes. The major research question in the study was “How do HR 

managers identify the presence or absence of employability skills in holders of online 
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degrees during job placement and promotion decisions?” The identified themes from the 

semistructured interviews to answer this question are in Table 4. 

Table 4 

 

Themes and Subthemes from Interviews 

Emergent themes Emergent subthemes 

Demonstrated employability skills  Discovery of relevant skills 

Showed poor possession of technical 

skills 

Hard skills shortage  

Degree type not a major consideration in 

recruitment decisions  

Does not form determinant factor 

Affects perception of applicant’s 

employability 

Generates bias during recruitment 

Communication skills, problem solving 

skills, critical thinking skills, marketing 

skills, interpersonal skills, attitude skills, 

and teamwork skills.  

Soft skills 

Data analysis skills, engineering skills, 

systems and process development skills, 

solving technical engineering problem 

skills, evaluation of operational 

performance skills.  

Hard skills 

Resume, previous work experiences, and 

answers to interview questions.  

Face-to-face interviews 

Computer based tests, aptitude tests, 

telephone interviews, and references.  

Technology-based strategies 

Probationary job recruitment  Short-term job placement 

Resume, lack of practical work experience Lack of practical experiences 

Poor answers to interview questions Failure to address interview questions 

 

Interpretation of Findings 

In this section, I present the themes generated from the semistructured interviews 

and document reviews. The study’s findings matched some themes with the literature 

reviewed in Chapter 2. There was a support of the findings of previous literature and the 

conceptual framework.  
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Question 1 

As an HR management professional who has recruited face-to-face and online 

degree holders, what is your experience concerning possession of employability skills by 

online degree holders during recruitment and promotion decisions? 

Theme 1: Discovery of relevant skills. Theme 1 has three aspects that confirmed 

and extended research findings in the literature: (a) the discovery, (b) relevant skills, and 

(c) going beyond mere perception. These aspects are closely linked and help to evaluate 

online degree holders during recruitment and promotion decisions. 

Discovery. The discovery of online degree holders’ relevant skills by participants 

in this study supports and extends the findings of previous research such as Fitó et al.’s 

(2014) study, which suggested how recruiters discovered that online degree holders 

reached better competency levels. Further, although prior studies have been focused on 

the acceptability of online degrees versus face-to-face degrees (Adams, 2016; Chebl, & 

El Rayess, 2017), this study went further to reveal how recruiters who already employed 

online degree holders discovered employability skills. For example, previous research has 

suggested the factors that led to poor online degree acceptability such as personal 

experience, institution type, and interaction benefits (Adams, 2016), but the current 

study’s results showed the lived experiences of recruiters’ discovery of employability 

skills in online degree holders.  

Relevant skills. Eighty percent of the participants found relevant skills in online 

degree holders during and after recruitment decisions that are supported by previous 

research. For instance, Fitó et al. (2014) found relevant skills such as time management 
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and information management skills in online degree holders. The relevant skills found by 

80% of the participants in this study covered a range of skills found in 10 different 

sectors and industries. The broad coverage of skills expanded on previous research 

findings on employability skills found in online degree holders. 

Mere perception. The results of this study also differed from research on 

employability skills of online degree holders. For example, a study of 24 HR specialists 

from Istanbul focused on perceptions of HR experts and comparison of online and face-

to-face degree holders (Erden, & Tekarslan, 2014). Studies of HR experts in Kentucky 

(Grossman, & Johnson, 2017) and the Arab region (Chebl, & El Rayess, 2017) have also 

noted HR perception. The perceptions of employers play a strong role in how the labor 

market view the employability competencies of graduates (Cai, 2014). However, 

employers’ views may be wrong when dealing with graduates from cultures and 

backgrounds that employers are unfamiliar with (Cai, 2014). The results of this study 

show that mere perception is not enough for judging the quality of online degrees. The 

discovery of employability skills in all online degree holders by Nigerian recruiters in 

this study has shown that negative perceptions can be wrong.    

Hard skills shortage. This study’s results on a shortage of skills supported and 

extended the results of previous research such as a study by Balaraman and 

Kamalakannan (2016) that indicated a hard skills shortage in Indian aerospace regarding 

(a) basic and fundamental technical theories, (b) technical and practical skills, and (c) 

inspection and maintenance of equipment. Participants from the medical and aviation 

sector in the current study echoed the lack of these hard skills in online degree holders. 
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The participants’ affirmed that they would not hire an online degree holder to pilot an 

aircraft without practical experience. Participants from the health sector also stated that 

they may not consider a job applicant with an online degree in medicine without practical 

experience.  

In contrast to these results, prior research in Nigeria on online nursing degree 

holders from National Open University of Nigeria indicated that online nursing graduates 

possessed a high level of professional competence and met or exceeded employers’ 

expectations (Ofoha, & Iwuchukwu, 2018). Additionally, Sitompul et al. (2017) 

explained that recruiters see hard skills as tangible and technical skills and are specific, 

countable, and definable that requires practical demonstration. This may affect how 

recruiters assess whether online degree holders have necessary hard skills. 

Question 2 

How would you describe the role of degree type in identifying employability 

skills during recruitment and promotion decisions? 

Theme 2: Does not form the determinant factor. The second theme also 

supported previous research findings. For example, Chebl and El Rayess (2017) 

suggested that degree type does not determine the possession or superiority of 

employability skills, as academic library employers indicated that online degree holders 

could demonstrate better communication skills more than face-to-face degree holders. 

This theme also extends previous research such as Grossman and Johnson’s (2017) 

findings that degree type does not form the determinant factor in recruitment decisions. 

The participants’ response that degree type does not form the basis of their recruitment 
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and promotion decision is a new insight in Nigeria. The findings of this study also 

disconfirm Agbebaku and Adavbiele’s (2016) findings that indicated a low rating of 

online degree type regarding reliability and legality of online education. The result of this 

study on the experiences of recruiters who have already employed online degree holders 

did not support these previous findings.   

Generates bias in recruitment. The theme of bias generation in recruitment 

agreed with Grossman and Johnson (2017), who found that some HR managers hold 

preconceived ideas about an applicant’s degree type. The participants in this study also 

stated that when they find that a degree was from an online education platform, it creates 

some bias because of their preconceived notions from negative publicity. However, the 

online degree holders already working with the participants in this study showed that this 

bias and perception is wrong. In recommending ways recruiters can handle this bias on 

online degree type, Cai (2013) recommended that employers should base employability 

skills search on a thorough investigation of the employee’s overall background. 

Question 3 

What kind of employability skills have you identified in online degree holders as 

a recruiter before job placement or promotion decisions? 

Theme 3: Soft skills. This study’s findings of soft skills in online degree holders 

confirmed other research results in the literature. Chebl and El Rayess (2017) found 

better communications skills and better networking with information professionals in 

online degree holders. Fitó et al. (2014) also found employability skills in holders of 

online degrees such as leadership and teamwork skills. However, Fitó et al. were focused 
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only on BMA graduates in Europe and Chebl and El Rayess were focused on academic 

library employers. The results of this study also extended the information on soft skills 

that online degree holders have in different sectors. The study covered 10 different 

sectors in Nigeria and provided more skills found in online degree holders.  

Hard skills. The theme of discovering hard skills in online degree holders 

extended other research. In their study about hard skills in the United States, Fan et al. 

(2017) categorized hard skills into science, mathematics, technological design skills, and 

analyzing data, which are similar categories that the participants in this study used. 

However, the results of this study also showed other hard skills such as systems and 

process development skills, solving technical problem skills, and computer literacy skills. 

This may explain the difference between hard skills shortage as explained by participants 

in the aviation industry and hard skills found by employers in other sectors because of 

different categorizations employers and stakeholders give to different hard skills 

(Patacsil, & Tablatin, 2017).   

Question 4 

What strategies did you use to discover employability skills in holders of online 

degrees before job placement and promotion decisions? 

Theme 4: Face-to-face interviews. This theme extended the results of previous 

studies such as Deterding and Pedulla’s (2016) findings that indicated employers screen 

for credential to determine future performance. In this study, participants explained how 

they got their insight into the employability skills of online degree holders through face-

to-face interviews and screenings. This theme also supports the conceptual framework of 
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schooling and recruitment used in this study (Bills, 2003). The results of this study also 

extend the study of Gaskell and Mills (2014), which explained that face-to-face screening 

and interviews are some of the ways to understand how online higher institutions change 

people who are without physical interaction or have limited physical interaction. 

Technology-based recruitment strategies. This theme also confirms earlier 

research. Mohapatra and Sahu (2017) found that analytics is useful for recruiters to have 

a deeper knowledge of the employability skills of job candidates and understand whether 

job applicants can be a right fit into their organizations. Technology-based recruitment 

strategies such as data analytics are being used more for identifying employability skills. 

Though there could be some challenges in the operational efficiency of using analytics in 

recruitment, these strategies can remove the disadvantages of traditional interviewing.  

Short-term job placement. Previous research has also indicated the use of short-

term job placement, which supports this theme. Pegg and Caddell (2016) found that 

short-term job placements or internships make it easy for employers to have first-hand 

experience regarding the capabilities of employees. Artess et al. (2017) also found the 

usefulness of short-term job placement, suggesting that the involvement of external 

stakeholders as employability skills networking strategy is one of the ways to discover 

employability skills. Finally, Drange et al. (2018) suggested that the engagement of job 

applicants supported graduate skills discovery.  

Question 5 

How did you discover the lack of employability skills in online degree holders 

who were unsuccessful during job placement and promotion decisions? 
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Theme 5: Through curriculum vitae. Theme 5 has three aspects that confirmed 

and extended findings in the literature: (a) resume content, (b) practical experience, and 

(c) skills demonstration. The three aspects suggest why a job applicant may not be 

accepted or why staff are not promoted.  

Resume content. The discovery of job applicants missing a job or promotion 

opportunity because of poor resume content parallels and extends the results of Kawar et 

al. (2017), Smith et al. (2014), and Jonte et al. (2016). Just as the participants from the 

health and aviation sectors noted the role of a resume, Smith et al. explained that some 

resume contents attract employers and lead to promotion opportunities such as education 

and training, licensure and certifications, and honors and awards. Other resume contents 

are professional employments, presentations, research, professional affiliations and 

activities, publications, teaching experience, and rotations (Smith et al., 2014, p. 2115-

2117). As some of the participants explained, although degree type is not the determinant 

factor, resume content should attract a recruiter.  

Practical experience. The participants also provided information about the lack of 

practical experience by job applicants with online and face-to-face degrees. Jonte et al. 

(2016) concluded that the inability to convince recruiters of practical job experience 

could lead to missing opportunities. Smith et al. (2014) also found that professionals need 

to continuously update their practical job experience to satisfy recruiters’ decisions. As 

participants in this study stated, practical experiences are required by recruiters in 

technical skills, and without practical experiences, such applicants and employees may 

not have a job opportunity.  
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Skills demonstration. The results from this study also supported previous 

research on skills demonstration. For example, Jackson (2016) found that job applicants 

should be able to demonstrate the ability to transfer skills from the university into the 

work place. The participants in this study found that fresh graduates often failed to 

demonstrate the skills they claimed to have during interviews. Communication and 

leadership skill are some the areas of skills gap (Chebl, & El Rayess, 2017). Fogle and 

Elliot (2013) noted that online graduates could demonstrate leadership and teamwork 

skills through the competencies they gained from collaborative projects and volunteer 

work. 

Failure to answer interview questions. This theme paralleled the results of the 

study of Van De Mieroop (2018), which showed that applicants in some cases could not 

give satisfactory answers. This may be because those interviewing for jobs will typically 

answer from their point of view (Koivunen et al., 2015). Participants in the study found 

that some of those who were unsuccessful answered from their perspectives and did not 

provide what the recruiter wanted.  

Limitations of the Study 

Research limitations are intents and procedural weaknesses in a given study 

(Mitchell, & Jolly, 2013). Limitations are also aspects that are out of the control of the 

researcher (Simon, & Goes, 2018). In this study, some of the limitations include my 

choice of qualitative case study with reliance on semistructured interviews. Another 

limitation of the study was that I did not get a truly random sample of HR professionals 

with a range in employability skills identification in online degree holders. Getting the 
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participants’ honest and sincere responses and within a given time was another thing that 

limits the study. Some of the participants also changed their appointments with me 

several times.  

The choice of 10 industry sample size became another limitation as skills 

requirement varies across different industries and sectors. Regardless of any limitation, I 

strove to carry out the study in a way that could minimize personal bias. Regarding 

dependability, the research utilized member checking and transcripts. I do not guarantee 

that the findings will have generalizable applicability to all industries and sectors. To 

reduce the chances of compromise, I provided clear and detailed information to 

participants through the informed consent form. The informed consent form and the 

results of the study will be kept confidential without revealing participants’ identities. 

Recommendations 

The inspiration for this study came from the low perception and acceptability of 

online degrees in Nigeria (Agbebaku, & Adavbiele, 2016; Yakasai, 2017), a country 

whose face to face universities cannot admit above 30% of yearly university admission 

seekers (Igbape, & Oduntan, 2017). I decided to gain insight into the problem of how HR 

in Nigeria identify the possession or otherwise of employability skills by online degree 

holders. The recommendations, therefore, will precisely be of interest to online graduates, 

online higher institutions, and seekers of online education, employers, and policy makers, 

especially in Nigeria. For future research, the recommendations are wider and cover such 

areas as methodology, social science, and public policy.  
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Online Degree holders 

The results of this study indicate that HR experts identified various employability 

skills in online degree holders via traditional interviews, technological recruitment 

processes, and short term practical job placements. Online degree holders with first 

degree in particular should note that HR experts are more concerned on their overall 

skills set (Ayo, Odukoya, & Azeta, 2014). They are to ensure that their curriculum vitae 

and experiences at job interview is an opportunity to provide every skill both from 

education background and other experiences. They are to be confident of their degrees as 

HR experts’ practical experiences with online degree holders are at variance with mere 

perceptions in many research papers.  

They are to prepare rich curriculum vitae that showcase their skills and put 

forward every competence gotten from online education and other sources. Those with an 

online degree in public health, for example, should develop strong confidence as Nigerian 

HR practical experiences found such degree holders to come with high level professional 

competencies (Ofoha, & Iwuchukwu, 2018). Online degree holders who are already 

working as this study found should become agents of encouragement to others regarding 

HR experts’ high rating.  

Online Higher Institutions  

On the other hand, online institutions could learn from the findings of this 

research particularly the fears expressed by HR experts in the aviation and medical 

sectors. The results of this study indicate that HR experts do not believe that practical 

skills in piloting and medical practice will come through only online education. Online 



134 

 

institutions could collaborate with other institutions that have a face to face training in 

medicine, engineering, aerospace and other technical programs. They could seek for the 

establishment of solid collaboration with such departments in face to face universities. 

The findings of this research does not mean that every skill in the aviation and medical 

sectors will require a face to face learning environment. Again, online higher institutions 

could package programs that incorporate HR experts and line managers and in such a 

way that enhances a change of their negative perception. Another recommendation is that 

online higher institutions should work to improve their reputations and get necessary 

program accreditations as most HR experts rely on such for decision making.   

The Government 

At the government level, public policy makers could make use of the findings of 

this study to see online education as one viable and valuable option to increase access to 

higher education and embed employability skills in the teaming crowd of those without 

admission in Nigeria. The current rate of admission into higher institutions in Nigeria 

which is below 30% (Igbape, & Oduntan, 2017), calls for an understanding of the 

possibilities of closing the skills gap in the country through online higher education. The 

Nigeria Universities Commission said that only 1% of the Nigerian population is in the 

university admission bracket. Identifying employability skills in online degree holders 

should encourage positive public policy decisions to encourage the establishment of 

online universities in Nigeria. The funds and costs of establishing more face to face 

universities in Nigeria to accommodate the yearly shortfall of 70% of students without 

admission makes the task a difficult or even near impossible task. Nigerian universities 
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could establish online departments and learn from well-established universities like 

Liverpool University who use their online departments to close the skills gap.  

Seekers of Online Education  

Another recommendation from the results of this study is that those seeking to 

invest into online education should not base their decisions on negative perceptions but 

practical and empirical results from HR experts’ experiences with online degree holders. 

The participants in this study already have online degree holders in their employment and 

such engagements should be a source of encouragement to go ahead with their 

investment decisions. According to the results of this study and similar studies especially 

for those who are already working, online education has become one major option to 

upgrade and fill up the skills gap in the work place (Allen et al., 2016). As some of the 

participants indicated, they had negative perceptions regarding online degrees until they 

were proved wrong by the performances of such degree holders.  

Future Researchers 

Regarding future research, I will recommend that researchers expand the size of 

the population and look at such participants as line managers, who have direct encounters 

with the performances of online degree holders in the workplace. The HR experts in this 

study may not have had daily practical job performance encounters with online degree 

holders after the initial recruitment and promotion decisions. Again, researchers in 

Nigeria and other countries should move beyond researching on mere perceptions of 

stakeholders about online degrees and investigate practical experiences with online 

degree holders. 
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Employers  

The findings of this study indicate that employers are to go beyond negative 

perceptions and identify the rich skills found in holders of online degrees. As most 

participants in this study opined, such degree holders come in as products of current 

research, have continuous learning skills, and are in some cases better than face to face 

degree holders. Again, to remove opinions that come from ignorance of the rigor in 

online education, HR experts could enroll and further their skills gap through online 

learning. As the findings of this study showed, HR experts should rely on the overall 

employability factors in a job applicant and staff promotions and not to base such 

decisions on only degree type.      

Implications for Positive Social Change 

The findings of this study have already sown a seed of positive social change in 

different areas as the field interviews sparked an interest in HR experts regarding the 

potentials of online degrees in solving some of the Nigerian education problems. A 

participant in this study and member of the HR body in Nigeria (CIPM) has asked me to 

present the results of this study before the larger house to enhance better understanding of 

the potentials of online degrees. Again, I hope to make presentations in conferences in 

some professional bodies such as associations of online degree holders in Nigeria.  

The results and knowledge gained from this study will be shared with public 

officials and scholars such as the Nigerian Universities Commission to enhance the 

exploration of online education departments in competent Nigerian universities. The over 

one million candidates without admission into universities in Nigeria every year could 
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receive help when the results of this study are made public. As it stands, there seem not to 

be a solution in view in Nigeria in addressing the inability of face to face universities to 

accommodate the teaming population of admission seekers into higher institutions. 

Understanding the employability skills that online degree holders possess could 

encourage policy decisions in establishing more online education within the Nigerian 

space. 

The findings of this research could spark and move ongoing debates on online 

degrees from the angle of mere perceptions of stakeholders to that of practical 

experiences with online degree holders. Prior research and debates focused on 

perceptions of employers, perceptions of governments and policy makers, perceptions of 

students, and perceptions of online education administrators. One better way of spreading 

the potentials of online degree holders could be through exposing the employability skills 

found in those currently engaged or promoted in their work places. While those who hold 

negative perceptions about online degrees are arguing and debating, those with positive 

and practical experiences with online degree holders must not keep quiet. 

Finally, sharing the knowledge gained from this research could encourage seekers 

of online degrees and those hoping to upgrade their employability skills in order to 

enhance better performance in their organizations. Most people are discouraged by 

negative perceptions regarding the usefulness of their online degrees and how employers 

value such degrees, particularly in Nigeria. The knowledge of how online degree holders 

are excelling and valued by their employers, peers, and their organizations could motivate 

and encourage more desire and enrollments into online education. Again, the knowledge 
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of how employers identify employability skills in online degree holders could equip 

others on better preparations and readiness for recruitment and promotion opportunities. 

Conclusion 

The government, practitioners, employers, seekers of online higher education, and 

online higher institutions can make the society a better place by moving beyond mere 

perceptions of online degrees to knowing the employability skills holders of such degrees 

bring on board. This research investigated how HR experts identified the presence or 

absence of employability skills in online degree holders in Nigeria. The results of the 

study indicate that recruiters do not base their recruitment and promotion decisions on 

degree type. Recruiters in this study identified various soft and hard skills in holders of 

online degrees but needed more work from online institutions regarding the skills of 

those in medical and aviation programs.  

Additionally, HR experts used such strategies as traditional recruiting and 

promotion methods to identify employability skills in online degree holders. Some of the 

traditional strategies include face to face interview and screening, technology based 

recruiting systems, and short-term job placements. Some HR experts used curriculum 

vitae, personal carriage, and inability to address interview and promotion questions as the 

strategies for identifying the absence of employability skills. The results demand that 

holders of online degrees should do proper packaging and presentation of their skills 

during the recruitment and promotions decisions. 

The key findings of this study, according to participants’ responses, include that 

online degrees are acceptable to HR experts in Nigeria from different sectors. Another 
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key finding is that the awareness of the skills and resources brought in by online degree 

holders into the workplace needs to increase. As the participants’ responses showed, 

another key finding is that online degree holders come in with useful skills that can help 

in addressing the skills gap in the workplace. Consideration of the findings of this 

research together with prior literature indicates that stakeholders should learn from the 

experience of Amara one of the participants who is a member of the council of CIPM and 

recruiting consultant in Nigeria. According to Amara:  

Online degree holders come in as products of current research, Online degree 

holders come in with much information at their disposal and wider exposure, 

Online degree holders are perpetually linked and connected to their institutions 

even after graduation, They are continuous learners and use constant 

improvements; They can have access to their institutions’ library for further 

research and advancement. 

  



140 

 

References 

Adams, D. P., & Miles, T. P. (2013). The application of Belmont report principles to 

policy development. Journal of Gerontological Nursing, 39(1), 16-21. 

doi:10.3928/00989134-20131028-07  

Adams, J. (2016). Teaching certificates earned online and hiring practices of high school 

principals. Journal of Educational Issues, 2(1), 73-90. doi:10.5296/jei.v2i1. 8203 

Adeyinka-Ojo, S. (2018). A strategic framework for analyzing employability skills 

deficits in rural hospitality and tourism destinations. Tourism Management 

Perspectives, 27(1), 47-54. doi:10.1016/j.tmp.2018.04.005 

Agbebaku, C. A., & Adavbiele, A. J. (2016). The reliability and legality of online 

education. Journal of Education and Practice, 7(5), 32-41. Retrieved from 

https://eric.ed.gov/?id=EJ1092386 

Ali, F. A. (2017). Gauging the association of employability skills and being employable 

among students. International Journal of Social Sciences & Educational Studies, 

4(2), 39-52. doi:10.23918/ijsses.v4i2sip39 

Allen, I. E., & Seaman, J. (2013). Changing course: Ten years of tracking online 

education in the United States. Retrieved from https://eric.ed.gov/?id=ED541571  

Allen, I. E., & Seaman, J. (2015). Grade level: Tracking online learning in the United 

States. Wellesley, MA: Babson Survey Research Group and Quahog Research 

Group.  

Allen, I. E., Seaman, J., Poulin, R., & Straut, T. T. (2016). Online report card: Tracking 

online education in the United States. Retrieved from 



141 

 

https://eric.ed.gov/?id=ED572777  

Allen, K., Quinn, Hollingworth, S., & Rose, A. (2013). Becoming employable students 

and ‘ideal’ creative workers: Exclusion and inequality in higher education work 

placements. British Journal of Sociology of Education, 34(3), 431-452. 

doi:10.1080/01425692.2012.714249  

Anastasiu, L., Anastasiu, A., Dumitran, M., Crizboi, C., Holmaghi, A., & Roman, M.N 

(2017). How to align the university curricula with the market demands by 

developing employability skills in the civil engineering sector. Education 

Sciences, 7(3), 1-23. doi:10.3390/educsci7030074  

Anseel, F., Beatty, A., Shen, W., Lievens, F., & Sackett, P. (2015). How are we doing 

after 30 years? A meta-analytic review of the antecedents and outcomes of 

feedback-seeking behavior. Journal of Management, 41(1), 318-348. 

doi:10.1177/0149206313484521 

Artess, J. (2014). Changing conceptions of students’ career development needs. In M. 

Lazic (Ed.), Serbia within the European paradigm of career guidance – 

recommendations and perspectives (pp. 18-24). Retrieved from 

http://hdl.handle.net/10545/565734 

Artess, J., Mellors-Bourne, R., & Hooley, T. (2017). Employability: A review of the 

literature 2012–2016. New York, NY: Higher Education Academy.  

Arora, B. (2015). A Gramscian analysis of the employability agenda. British Journal of 

Sociology of Education, 36(4), 635-648. doi:10.1080/01425692.2013.838415 

Arubayi, D. O., & Akobo, L. A. (2017). The capability approach and national 



142 

 

development in Nigeria: Towards a youth transition model. Human Resource 

Development International, 1(1), 1-30. doi:10.1080/13678868.2018.1468588  

Asonitou, S. (2015). Employability skills in higher education and the case of Greece. 

Procedia - Social and Behavioral Sciences, 175(1), 283-290. 

doi:10.1016/j.sbspro.2015.01.1202 

Aydin, H. (2013). Four stakeholders’ perception on educational effectiveness of Nigerian 

Turkish international college: A qualitative case study. Sage Open, 1-14. 

doi:10.1177/2158244013489693 

Ayo, C. K., Odukoya, J. A., & Azeta, A. (2014). A review of open & distance education 

and human development in Nigeria. International Journal of Emerging 

Technologies in Learning, 9(6), 63-67. doi:10.3991/ijet.v9i6.4121  

Bailey, S. J., & Flegle, V. L. (2012). Hiring managers’ perceptions of the value of an 

online MBA. Online Journal of Distance Learning Administration, 15(2), 1-4. 

Retrieved from https://eric.ed.gov/?id=EJ973027    

Baker, C., Loughren, E., & Crone, D. (2014). Employability of graduates in sport needs 

analysis (work package 2) final report. Retrieved from 

http://eprints.glos.ac.uk/2377/ 

Balaraman, P., & Kamalakannan, P. (2016). Skill gap analysis and training needs in the 

Indian aerospace industry. Journal of Airline and Airport Management, 6(2), 115-

132. doi:10.3926/jairm.56 

Balcar, J. (2016). Is it better to invest in hard or soft skills? Economic and labour 

relations review, 27(4), 453-470. doi:10.1177/1035304616674613 



143 

 

Bartel, J. (2018). Teaching soft skills for employability. TESL CANADA Journal, 35(1), 

78-92. doi:10.18806/tesl.v35i1.1285 

Baruah, B., Ward, T., Jackson, N., & Adeyosola, G. (2018). Addressing the skills gap for 

facilitating renewable energy entrepreneurship: An analysis of the wind energy 

sector. 2018 Majan International Conference (MIC), 1-7. 

doi:10.1109/MINTC.2018.8363156 

Bharathi, A. V. (2016). Communication skills– the core of employability skills: Issues & 

concerns. Higher Learning Research Communications, 6(4), 1-12. 

doi:10.18870/hlrc.v6i4.359 

Bills, B. D. (2003). Credentials, signals, and screens: Explaining the relationship between 

schooling and job assignment. Review of Educational Research, 73(4), 441-469. 

doi:10.3102/00346543.2003.004441 

Binder, J. F., Baguley, T., Cook, C., & Miller, F. (2015). The academic value of 

internships: Benefits across disciplines and student backgrounds. Contemporary 

Educational Psychology, 41(1), 73-82. doi:10.1016/j.cedpsych.2014.12.001 

Birt, L., Scott, S., Cavers, D., Campbell, C. & Walter, F. (2016). Member checking: A 

tool to enhance trustworthiness or merely a nod to validation? Qualitative Health 

Research, 26(13), 1802-1811. doi:10.1177/1049732316654870 

Blackmore, P., Bulaitis, Z. H., Jackman, A. H., & Tan, E. (2016). Employability in higher 

education: A review of practice and strategies around the world. London, 

England: Pearson.  

Boadu, M., & Sorour, M. K. (2015). Utilizing grounded theory in doctoral business 



144 

 

research: Guidance on the research design, procedures, and challenges. 

International Journal of Doctoral Studies, 10(1), 143-166. doi:IJDSv10p143-

166Boadu0680 

Brakewood, B., & Poldrack, R. (2013). The ethics of secondary data analysis considering 

the application of Belmont principles to the sharing of neuroimaging data. 

Neuroimage, 82(1), 671-676. doi:10.1016/j.neuroimage.2013.02.040 

Braun, E. M. P., & Brachen, J. C. (2015). Requirements for higher education graduates 

meet in the labor market. Peabody Journal of Education, 90(4). 574-595. 

doi:10.1080/0161956X.2015.1068086 

Bridgstock, R., Goldsmith, B., Rodgers, J., & Hearn, G. (2015). Creative graduate 

pathways within and beyond the creative industries. Journal of Education and 

Work, 28(4) 333-345. doi:10.1080/13639080.2014.997682 

Bridgstock, R., & Cunningham, S. (2016). Creative labor and graduate outcomes: 

Implications for higher education and cultural policy. International Journal of 

Cultural Policy, 22(1), 10-26. doi:10.1080/10286632.2015.1101086 

Brougham, P. L., & Uttley, M. C. (2017). The risk for researchers studying social 

deviance or criminal behaviour. Social Sciences, 6(4), 1-17. 

doi:10.3390/socsci6040130 

Browning, L., Thompson, K., & Dawson, D. (2014). Developing future research leaders. 

International Journal for Researcher Development, 5(1), 123-134. 

doi:10.1108/IJRD-08-2014-0019  

Byrom, T., & Aiken, V. (2014). Doing it differently. Higher Education, Skills and Work-



145 

 

based Learning, 4(3), 271-283. doi:10.1108/HESWBL-05-2014-0017 

Cai, Y. (2013). Graduate employability: A conceptual framework for understanding 

employers’ perceptions. Higher Education, 65(4), 457-469. doi:10.1007/s10734-

012-9556-x 

Calonge, D. S., & Shah, M. A. (2016). MOOCs, graduate skills gaps, and employability: 

A systematic qualitative review of the literature. International review of research 

in open and distributed learning, 17(5), 67-90. doi:10.19173/irrodl.v17i5.2675 

Cappelli, P. H. (2015). Skill gaps, skill shortages, and skill mismatches: Evidence and 

arguments for the United States. ILR REVIEW, 68(2), 251-290. 

doi:10.1177/0019793914564961 

Carter, N., Bryant-Lukosius, D., DiCenso, A., Blythe, J., & Neville, A. J. (2014). The use 

of triangulation in qualitative research. Quality Measurement and Improvement, 

41(5), 545-547. doi:10.1188/14.ONF.545-547 

Cavanagh, J., Burston, M., Southcombe, A. & Bartram, T. (2015). Contributing to a 

graduate-centered understanding of work readiness: An exploratory study of 

Australian undergraduate students’ perceptions of their employability. 

International Journal of Management Education, 13(3), 278–

288.doi:10.1016/j.ijme.2015.07.002 

Cerdeira, L. et al. (2016). Brain drain and the disenchantment of being a higher education 

student in Portugal. Journal of Higher Education Policy and Management, 38(1), 

68–77. doi:10.1080/1360080X.2015.1126892 

Chebl, C., & El Rayess, M. (2017). The Perceptions of online degrees in library science 



146 

 

across the Arab world. Information and Learning Science, 118(5/6), 317-330. 

doi:10.1108/ILS-06-2017-0049 

Chhinzer, N., & Russo, M. A. (2018). An exploration of employer perceptions of 

graduate student employability. Education + Training, 60(1), 104-120. 

doi:10.1108/ET-06-2016-0111 

Chin, W.S. & Shen, Q.L. (2015). Factors affecting individual career management among 

undergraduates in higher education institutions. International Journal of 

Academic Research in Business and Social Sciences, 5(10), 56–68. 

doi:10.6007/IJARBSS/v5-i10/1842 

Clark, M. & Zukas, M. (2013). A Bourdieusian approach to understanding employability: 

Becoming a “fish in water.” Journal of Vocational Education and Training, 65(2), 

208–219. doi:10.1080/13636820.2013.782887 

Clarke, M. (2017). Building employability through graduate development programs: A 

case study in an Australian public sector organization. Personnel Review, 46(4), 

792-808. doi:10.1108/PR-12-2015-0321 

Clements, M.D., & Cord, B.A. (2013). Assessment guiding learning: Developing 

graduate qualities in an experiential learning program. Assessment and Evaluation 

in Higher Education, 38(1), 114–124. doi:10.1080/02602938.2011.609314 

Clokie, T. E. (2016). Graduate employability and communication competence. Business 

and Professional Communication Quarterly, 79(4), 442-463.  

doi:10.1177/2329490616657635 

Clokie, T. L., & Fourie, E. (2016). Graduate employability and communication 



147 

 

competence: Are undergraduates taught relevant skills? Business and Professional 

Communication, 79(4). 442-463. doi:10.1177/2329490616657635  

Coetzee, M. (2014). Measuring student graduateness: Reliability and construct validity of 

the graduate skills and attributes scale. Higher Education Research and 

Development, 33(5). 887–902. doi:10.1080/07294360.2014.890572 

Cole, D., & Tibby, M. (2013). Defining and developing your approach to employability: 

A framework for higher education institutions. York: Higher Education Academy 

Collet, C., Hine, D., & Plessis, K. (2015). Employability skills: Perspectives from a 

knowledge-intensive industry. Education + Training, 57(5), 532-559. 

doi:10.1108/ET-07-2014-0076 

Collins, C. S., & Cooper, J. E. (2014). Emotional intelligence and the qualitative 

researcher. International Journal of Qualitative Methods, 13, 88-103.Retrieved 

from http://ejournals.library,ualberta.co/index.php/IJQM/index  

Coule, T. (2013). Theories of knowledge and focus groups in organization and 

management research. Qualitative Research in Organizations and Management, 

8(2), 148-162.doi:10.1108/QROM-09-2011-1006 

Crawford, P., & Dalton, R. (2016). Providing built environment students with the 

necessary skills for employment: Finding the required soft skills. Current Urban 

Studies, 4(1), 97-123. doi:10.4236/cus.2016.41008 

Cronic, C. (2014). Using case study research as a rigorous form of inquiry. Nurse 

Researcher, 21(5), 19-27.doi:10.7748/nr.21.5.19.e1240 

Cunliffe, A. L., & Karunanayake, G. (2013). Working within hyphen-spaces in 



148 

 

ethnographic research: Implications for research identities and practice. 

Organizational Research Methods, 16(3), 364-392. 

doi:10.1177/1094428113489353 

Cutts, B., Hooley, T., & Yates, J. (2015). Graduate dress code: How undergraduates are 

planning to use hair, clothes, and make-up to smooth their transition to the 

workplace. Industry and Higher Education, 29(4), 271–282. 

doi:10.5367/ihe.2015.0261 

Cyr, J. (2016). The pitfalls and promise of focus groups as a data-collection method. 

Sociological Methods & Research, 45(2): 231–259. 

doi:10.1177%2F0049124115570065 

Cyr, J. (2017). The unique utility of focus groups for mixed-methods research. Political 

Science & Politics, 50(4), 1038-1042.doi:10.1017/S104909651700124X  

Dacre, P. L., Qualter P., & Peter, S. J. (2014). Exploring the factor structure of the career 

EDGE employability development profile. Education + Training, 56(4), 303-313. 

doi:10.1108/ET-01-2013-0009 

Daniels, J., & Brooker, J. (2014). Student identity development in higher education: 

Implications for graduate attributes and work-readiness. Educational Research, 

56(1), 65–76. doi:10.1080/00131881.2013.874157 

Deaconu, A., Osoian, C., Zaharie, M., & Achim, S. A. (2014). Competencies in the 

higher education system: An empirical analysis of employers’ perceptions. 

Amfiteatru Economic, 16(37), 857-873. Retrieved from 

https://www.econstor.eu/handle/10419/168862     



149 

 

DeLong, D., & Elbeck, M. (2018). An exploratory study of the influence of soft and hard 

skills on entry level marketing position interviews. Marketing Education Review, 

28(3), 159-169. doi:10.1080/10528008.2017.1349475 

DePriest, T. A., & Absher, B. b. (2013). Are academic administrators becoming more 

accepting of faculty with online doctoral degrees? American Journal of Distance 

Education, 27(2), 77-88. doi:10.1080/08923647.2013.768124 

Deterding, M. N., & Pedulla, S. D. (2016). Educational authority in the ‘‘Open Door’’ 

marketplace: Labor market consequences of for-profit, nonprofit, and fictional 

educational credentials. Sociology of Education, 89(3). 155–170. 

doi:10.1177/0038040716652455 

Devambatla, L., & Nalla, D. (2015). An approach to improve employability skills: 

eBridge. Journal of Engineering Education Transformations, 28(2 & 3), 

doi:10.16920/jeet/2015/v28i2 & 3/56670  

Dowling, R., & Wilson, M. (2017). Digital doctorates? An exploratory study of Ph.D. 

candidates’ use of online tools. Innovations in Education and Teaching 

International, 54(1), 76-86. doi:10.1080/14703297.2015.1058720 

Drange, I., Bernstrom, V. H., & Mamelund, S. (2018). Are you moving up or falling 

short? An inquiry of skills-based variation in self-perceived employability among 

Norwegian employees. Work Employment and Society, 32(2), 387-406. 

doi:10.1177/0950017017749720 

Drayson, R., Bone, E., Agombar, J., & Kemp, S. (2014). Student attitudes towards and 

skills for sustainable development. York: Higher Education Academy. 



150 

 

Eden, S. (2014). Out of the comfort zone: Enhancing work-based learning about 

employability through student reflection on work placements. Journal of 

Geography in Higher Education, 38(2), 266–276. 

doi:10.1080/03098265.2014.911826 

Elman, C., Gerring, J., & Mahoney, J. (2016). Case Study Research. Sociological 

Methods & Research, 45(3), 375-391. doi:10.1177/0049124116644273 

Elo, S., Kaariainen, M., Kanste, O., Polkki, T., Utriainen, K., & Kyngas, H. (2014). 

Qualitative content analysis. Sage Open, 4(1), 1-10. 

doi:10.1177/2158244014522633 

Engward, H. (2013). Understanding grounded theory. Nursing Standard, 28(7). Retrieved 

from http://www.nursimg-standards co.uk 

Erden, S. N., & Tekarslan, E. (2014). How do managers regard job applicants with online 

degrees? Evidence from Turkey. International Journal of Information and 

Education Technology, 4(1), 35-38. doi:10.7763/IJIET.2014.V4.364 

Eurico, S.T., Silva, J.A.M., & Valle, P.O. (2015). A model of graduates’ satisfaction and 

loyalty in tourism higher education: The role of employability. Journal of 

Hospitality, Leisure, Sport and Tourism Education, 16(1), 32–42. 

doi:10.1016/j.jhlste.2014.07.002  

Fakis, A., Hilliam, R., Stoneley, H., & Townend, M. (2014). Qualitative analysis of 

qualitative information from interviews: A systematic literature review. Journal of 

Mixed Methods Research, 8(2), 139-161.doi:10.1177/1558689813495111 

Fan, C. S., Wei, X., & Zhang, J. (2017). Soft skills, hard skills, and the black/white wage 



151 

 

gap. Economic Inquiry, 55(2), 10-32. doi:10.1111/ecin.12406 

Fayeq, A. A. (2017). Gauging the association of employability skills and being 

employable among students. International Journal of Social Sciences & 

Educational Studies, 4(2), 39-52. doi:10.23918/ijsses.v4i2sip39 

Febriana, R., Premono, A., & Iriani, T. (2018). Industrial assessment of technical and 

employability skills students based on KKNI (in Jakarta Region). Jurnal 

Pendidikan Vokasi, 7(3), 340-348. doi:10.21831/jpv.v7i3.16599 

Fehrmann, L., Gregoire, T. G., & Kleinn, C. (2012). Triangulation based inclusion 

probabilities: A design-unbiased sampling approach. Environmental and 

Ecological Statistics, 19(1), 107-123. doi:10.1007/s/10651-011-0177-9 

Finch, D. J., Hamilton, L. K., Riley, B. & Zehner, M. (2013). An exploratory study of 

factors affecting undergraduate employability. Education + Tranining, 55(7), 

681-704. doi:10.1108/ET-07-2012-0077  

Finch, D. J., Peacock. M., Levallet, N., & Foster, W. (2016). A dynamic capabilities view 

of employability: Exploring the drivers of competitive advantage for university 

graduates. Education + Training, 58(1), 61-81. doi:10.1108/ET-02-2015-0013 

Fiske, S., & Hauser, R. (2014). Protecting human research participants in the age of big 

data. Proceedings of the National Academy of Sciences of the United States of 

America, 111(38), 13675-13676.doi:10.1073/pnas.1414626111 

Fitó, A., Martínez, M.J. & Moya, S. (2014). The competency profile of online BMA 

graduates viewed from a job market perspective. RUSC. Universities and 

Knowledge Society Journal, 11(2), 12-25. doi:10.7238/rusc.v11i2.2053  



152 

 

Foerster-Pastor, F., Ulrike, S., & Golowko, N. (2017). Employability skills for the 

Romanian outsourcing industry. Proceedings of the International Conference on 

Business Excellence, 11(1), 1068-1080. doi:10.1515/picbe-2017-0110 

Fogle, D. C., & Elliot, D. (2013). The market value of online degrees as a credible 

credential. Global Education Journal, 2013(3), 67-95. Retrieved from 

http://www.nyu.edu/classes/keefer/waoe/foglec.   

Ford, K. (2018). Persisting gaps: Labour market outcomes and numeracy skill levels of 

first-generation and multi-generation College graduates in the United States. 

Research in Social Stratification and Mobility, 56(2018), 21-27. 

doi:10.1016/j.rssm.2018.06.003 

Funder, D. C., Levine, J. M., Mackie, D. M., Morf, C. C., Vazire, S., & West, S. G. 

(2013). Improving the dependability of research in personality and social 

psychology recommendations for research and educational practice. Personality 

and Social Psychology Review, 18(1), 3-12.doi:10.1177/1088868313507536 

Fusch, P. I., & Ness, L. R. (2015). Are we there yet? Data saturation in qualitative 

research. The Qualitative Report, 20, 1408-1416. Available at 

http://www.nova.edu/sss/QR/QR20/9/fusch 

Gaskell, A., & Mills, R. (2014). The quality and reputation of open, distance and e-

learning: what are the challenges? Open Learning, 29(3), 190–205. 

doi:10.1080/02680513.2014.993603 

Gbadamosi, G., Evans, C., Richardson, M., & Ridolfo, M. (2015). Employability and 

students’ part-time work in the UK: Do self-efficacy and career aspiration matter? 



153 

 

British Educational Research Journal, 41(6), 1086–1107. doi:10.1002/berj.3174 

Geddes, A., Parker, C., & Scott, S. (2018). When the snowball fails to roll and the use of 

‘horizontal’ networking in qualitative social research. International Journal of 

Social Research Methodology, 21(3), 347-358. 

doi:10.1080/13645579.2017.1406219 

Ghotbifar, F., Marjani, R. M., & Ramazani, A. (2017). Identifying and assessing the 

factors affecting skill gap in digital marketing in communication industry 

companies. Independent Journal of Management & Production, 8(1), 1-14. 

doi:10.14807/ijmp.v8i1.507 

Gioia, D. A., Corley, K. G., & Hamilton A. L. (2013). Seeking qualitative rigor in 

Inductive research notes on the Gioia methodology. Organizational Research 

Methods, 16(1), 15-31.doi:10.1177/1094428112452151 

Gorissen, P., van Bruggen, J., & Jochems, W. (2013). Methodological triangulation of the 

students’ use of recorded lectures. International Journal of Learning Technology, 

8(1), 20-40. doi:10.1504/IJLT.2013.052825 

Govender, C.M., & Taylor, S. (2015). A work integrated learning partnership model for 

higher education graduates to gain employment. South African Review of 

Sociology, 46(2), 43–59. doi:10.1080/21528586.2015.1009857  

Graf, L., & Gardin, M. (2018). Transnational skills development in post-industrial 

knowledge economies: The case of Luxembourg and the greater region. Journal 

of Education and Work, 31(1), 1–15. doi:10.1080/13639080.2017.14089 

Graham, D. (2017). Embedding employability behaviours. Journal of Work-Applied 



154 

 

Management, 9(1), 35-50. doi:10.1108/JWAM-01-2017-0001 

Greenbank, P. (2014). Career decision-making: ‘I don’t think twice, but it’ll be all right’. 

Research in Post-Compulsory Education, 19(2), 177–193. 

doi:10.1080/13596748.2014.897507 

Greenbank, P. (2015). Still focusing on the ‘essential 2:1’: Exploring student attitudes to 

extra-curricular activities. Education and Training, 57(2), 184–203. 

doi:10.1108/ET-06-2013-0087 

Griffiths, A. D., Inman, M., Rojas, H., & Williams, K. (2018).Transitioning student 

identity and sense of place: Future possibilities for assessment and development 

of student employability skills. Studies in Higher Education, 43(5), 891-913. 

doi:10.1080/03075079.2018.1439719  

Grossman, A. M., & Johnson, L. R. (2016). Employer perceptions of online accounting 

degrees. Issues in Accounting Education, 31(1). 91–109.doi:10.2308/iace-51229  

Grossman, A. M., & Johnson, L.R. (2017). How employers perceive online accounting 

education: Evidence from Kentucky. Journal of Accounting Education, 40(1), 19-

31. doi:10.1016/j.jaccedu.2017.06.002 

Grotkowska, G., Wincenciak, L., & Gajderowicz, T. (2015). Ivory-tower or market-

oriented enterprise: The role of higher education institutions in shaping graduate 

employability in the domain of science. Higher Education Research and 

Development, 34(5). 869–882. doi:10.1080/07294360.2015.1011090 

Harvey, L. (2015). Beyond member-checking: A dialogic approach to the research 

interview. International Journal of Research & Method in Education, 38(1), 23-



155 

 

38.  doi:10.1080/1743727X.2014.914487  

Hazenberg, R., Seddon, F. & Denny, S. (2015). Program recruitment and evaluation: The 

effect of an employability enhancement Program on the general. Journal of 

Education and Work, 28(3), 273–300. doi:10.1080/13639080.2014.900165 

Higher Education Academy. (2015). Grade point average: Report of the GPA pilot 

project 2013-2014. New York, NY: Author. 

Helyer, R., & Lee, D. (2014). The role of work experience in the future employability of 

higher education graduates. Higher Education Quarterly, 68(3). 348–372. 

doi:10.1111/hequ.12055  

Henry, C. (2013). Entrepreneurship education in higher education: Are policy makers 

expecting too much? Education and Training, 55(8/9), 836–848. doi:10.1108/ET-

06-2013-0079 

Herron, M. C., & Quinn, K. M. (2016). A careful look at modern case selection methods. 

Sociological Methods & Research, 45(3), 458-

492.doi:10.1177/0049124114547053 

Hill, J., Walkington, H., & France, D. (2016). Graduate attributes: Implications for higher 

education practice and policy. Journal of Geography in Higher Education, 40(2), 

155–163. doi:10.1080/03098265.2016.1154932. 

Hilton, C. E. (2017). The importance of pretesting questionnaires: a field research 

example of cognitive pretesting the Exercise referral Quality of Life Scale (ER-

QLS). International Journal of Social Research Methodology, 20(1), 21-34. 

doi:10.1080/13645579.2015.1091640 



156 

 

Hiriscau, I., Stingelin-Giles, N. Stadler, C., Schmeck, K., & Reiter-Theil, S. (2014). A 

right to confidentiality or a duty to disclose? Ethical guidance for conducting 

prevention research with children and adolescents. European Child & Adolescent 

Psychiatry, 23(6), 409-416.doi:10.1007/s00787-014-0526-y 

Hjelde, A. (2015). Paradox and potential: Fine art employability and enterprise 

perspectives. Art, Design and Communication in Higher Education, 14(2), 175–

188. doi:10.1386/adch.14.2.175_1 

Hooley, T., & Yates, J. (2015). ‘If you look the part you’ll get the job’: Should career 

professionals help clients to enhance their career image? British Journal of 

Guidance & Counselling, 43(4), 438-451. doi:10.1080/03069885.2014.975676   

Houghton, C., Casey, D., Shaw, D., & Murphy, K. (2015). Rigor in qualitative case study 

research. Nurse Researcher, 20(4), 12-17.doi:10.7748/nr2013.03.20.4.12.e326 

Howard, A., & Hirani, K. (2013). Transformational change and stages of development in 

the workplace: A heuristic inquiry. Journal of Integral Theory and Practice, 

8(12), 71-86.  

Igbape, M. E., & Oduntan, B. E. (2017). Architectural Framework for Development of 

Generic Application for Candidates Admission Eligibility Clearance for Tertiary 

Institutions in Nigeria. Proceedings of the World Congress on Engineering and 

Computer Science, 1(1), WCECS 2017, October 25-27, 2017, San Francisco, 

USA  

Ineson, R. (2014). Exploring paid employment options with a person with severe learning 

disabilities and high support needs an exploratory case study. British Journal of 



157 

 

Occupational Therapy, 78(1), 58-6.doi:10.1177/0308022614561234  

Irvine, A., Drew, P., & Sainsbury, R. (2013). Am I not answering your questions 

properly?’ Clarification, adequacy and responsiveness in semi-structured 

telephone and face to face interviews. Qualitative Research, 13(1), 87-106. 

doi:10.1177/1468794112439086 

Ishengoma, E., Vaaland, T. I. (2016). Can university-industry linkages stimulate student 

employability? Education + Training, 58(1), 18-44.doi:10.1108/ET-11-2014-

0137 

Ismail, S., & Mohammed, S. D. (2015). Employability skills in TVET curriculum in 

Nigeria federal universities of technology. Procedia - Social and Behavioral 

Sciences 204(2015), 73 – 80. doi:10.1016/j.sbspro.2015.08.111 

Jackson, D. (2013). Business graduate employability – where are we going wrong? 

Higher Education Research & Development, 32(5), 776-790. 

doi:10.1080/07294360.2012.709832  

Jackson, D. (2014a). Self-assessment of employability skill outcomes among 

undergraduates and alignment with academic ratings. Assessment and Evaluation 

in Higher Education, 39(1), 53–72. doi:10.1080/02602938.2013.792107 

Jackson, D. (2014b). Factors influencing job attainment in recent Bachelor graduates: 

Evidence from Australia. Higher Education, 68(1), 135–153. doi:10.1007/s10734-

013-9696-7 

Jackson, D. (2014c). Testing a model of undergraduate competence in employability 

skills and its implications for stakeholders. Journal of Education and Work, 27(2) 



158 

 

220–242. doi:10.1080/13639080.2012.718750 

Jackson, D. (2015). Employability skill development in work-integrated learning: 

Barriers and best practice. Studies in Higher Education, 40(2), 350–367. 

doi:10.1080/03075079.2013.842221 

Jackson, D. (2016). Modelling graduate skill transfer from university to the workplace. 

Journal of Education and Work, 29(2), 199–231. 

doi:10.1080/13639080.2014.907486  

Jackson, D. & Wilton, N. (2016). Developing career management competencies among 

undergraduates and the role of work-integrated learning. Teaching in Higher 

Education, 21(3). 266–286. doi:10.1080/13562517.2015.1136281 

James, M. K., Larry, P. S., & Terry, S. (2015). Online accounting degrees: Hiring 

perceptions of accounting professionals, in Timothy J. Rupert, Beth Kern (ed.) 

Advances in Accounting Education: Teaching and Curriculum Innovations 

(Advances in Accounting Education, Volume 17) Emerald Group Publishing 

Limited.doi:10.1108/S1085-462220150000017014 

Jones, E. (2013). Internationalization and employability: The role of intercultural 

experiences in the development of transferable skills. Public Money and 

Management, 33(2), 95–104. doi:10.1080/09540962.2013.763416 

Jones, R. (2014). Bridging the gap: Engaging in scholarship with accountancy employers 

to enhance understanding of skills development and employability. Accounting 

Education, 23(6), 527–541. doi:10.1080/09639284.2014.965959 

Jonte, M. J., Doutre, E., & Sarnin, P. (2016). From guidance for writing to elaboration of 



159 

 

the curriculum vitae: What are the results for professional insertion of the 

graduates? Pratiques Psychologiques, 22(3), 285-299. 

doi:10.1016/j.prps.2016.04.001 

Joseph, A. R. (2017). Gauging the value of MOOCs: An examination of American 

employers’ perceptions toward higher education change. Higher Education, Skills 

and Work-Based Learning, 7(2), 141-154.doi:10.1108/HESWBL-09-2016-0065 

Kalfa, S., & Taksa, L. (2015). Cultural capital in business higher education: 

Reconsidering the graduate attributes movement and the focus on employability. 

Studies in Higher Education, 40(4), 580–595. 

doi:10.1080/03075079.2013.842210 

Kane, R. T., Shaw, M., Pang, S., Salley, W., & Snider, J. B. (2016). Faculty professional 

development and student satisfaction in online higher education. Online Journal 

of Distance Learning Administration, 19(2), 1-12. Retrieved from 

https://eric.ed.gov/?id=EJ1106654 

Kaupins, G. E., Wanek, J. E., & Coco, M. P. (2014). The relationship of HR 

professionals’ online experiences with perceptions of organizational hiring and 

promotion of online graduates. Journal of Education for Business, 89(5), 222-229. 

doi:10.1080/08832323.2013.852076 

Kawar, L. N., Dunbar, G., & Scruth, E. A. (2017). Creating a credible and ethical 

curriculum vitae. The Journal for Advanced Nursing Practice, 31(6), 298-303. 

doi:10.1097/NUR.0000000000000327  

Kettis, A., Ring, L., Gustavsson, M., & Wallman, A. (2013). Placements: An underused 



160 

 

vehicle for quality enhancement in higher education? Quality in Higher 

Education, 19(1), 28–40. doi:10.1080/13538322.2013.772697 

Kim, K. (2014). Examining US news media discourses about North Korea: A corpus 

based criteria discourse analysis. Discourse of Society, 25, 221-244.doi: 

10.1177/0957926513516043 

Koivunen, T., Ylöstalo, H., & Otonkorpi-Lehtoranta, K. (2015). Informal practices of 

ine-quality in recruitment in Finland. Nordic Journal of Working Life Studies, 

5(3), 3–21. doi:10.19154/njwls.v5i3.4804. 

Korstjens, I., & Moser, A. (2018). Series: Practical guidance to qualitative research. Part 

4: Trustworthiness and publishing. European Journal of General Practice, 24(1), 

120-124. doi:10.1080/13814788.2017.137509 

Kucel, A., Robert, P., Buil, M., & Massferrer, N. (2016). Entrepreneurial skills and 

education-job matching of higher education graduates. European Journal of 

Education, 51(1), 73–89. doi:10.1111/ejed.12161 

Kumar, A. (2015). Enabling all learners to SOAR for employability. York: Higher 

Education Academy.  

Landerer, N. (2013). Rethinking the logics; A conceptual framework for the 

mediatization of politics. Communication Theory, 23(1), 239-

258.doi: 10.1111/comt.12013  

Lau, H.H., Hsu, H.Y., Acosta, S., & Hsu, T.L. (2014). Impact of participation in extra-

curricular activities during college on graduate employability: An empirical study 

of graduates of Taiwanese business schools. Educational Studies, 40(1), 26–47. 



161 

 

doi:10.1080/03055698.2013.830244 

Lee, K.W. & Chung, M. (2015). Enhancing the link between higher education and 

employment. International Journal of Educational Development, 40(1), 19–27. 

doi:10.1016/j.ijedudev.2014.11.014 

Lilley, K., Barker, M., & Harris, N. (2015). Exploring the process of global citizen 

learning and the student mind-set. Journal of Studies in International Education, 

19(3), 225–245. doi:10.1177/1028315314547822 

Lim, Y., Lee, T. H., Yap, C. S., & Ling, C. C. (2016). Employability skills, personal 

qualities, and early employment problems of entry-level auditors: Perspectives 

from employers, lecturers, auditors, and students. Journal of Education for 

Business, 91(4), 185-192. doi:10.1080/08832323.2016.1153998. 

Lloyd, M., Watmough, S. D., OʼBrien, S. V., Furlong, N., & Hardy, K. (2016). Exploring 

the attitudes and opinions of pharmacists toward delivering prescribing error 

feedback: A qualitative case study using focus group interviews. Research in 

Social and Administrative Pharmacy, 12(3), 461-474. 

doi:10.1016/j.sapharm.2015.08.012 

Mahmudah, L. (2016). Improving the hard skills and soft skills of MADRASAH teachers 

for dealing ASEAN economic community (AEC). Addin, 10(2), 79-102. 

doi:10.21043/addin.v10i2.1308 

Malterud, K., Siersma, V. D., & Guassora, A. D. (2016). Sample size in qualitative 

interview studies: Guided by information power. Qualitative Health Research, 

26(13), 1753-1760.doi:10.1177/1049732315617444 



162 

 

Marshall, C., & Rossman, G. B. (2014). Designing qualitative research. Thousand Oaks, 

CA: Sage Publications. 

Masud, M. (2018). An examination of case studies in management research: A 

paradigmatic bridge. International Journal of Social Science Studies, 6(3), 9-19. 

doi:10.11114/ijsss.v6i3.2971 

Maxwell, J. (2014). Applied social research methods series: Qualitative research design: 

An interactive approach. Thousand Oaks, CA: Sage Publications. 

Mellors-Bourne, R., Hooley, T. & Marriott, J. (2014). Understanding how people choose 

to pursue taught postgraduate study. Bristol: Higher Education Funding Council 

for England.  

Miles, M. B., & Huberman, A. M. (2014). Qualitative data analysis. Thousand Oaks, 

CA: Sage publications Ltd. 

Mitchell, M., & Jolley, J. (2013). Research design explained. Cengage Learning. 

Belmont, CA: Wadsworth Publishing.  

Mohapatra, M., & Sahu, P. (2017). Optimizing the recruitment funnel in an ITES 

company: An analytics approach. Information Technology and Quantitative 

Management, 122(2017), 706-714. doi:10.1016/j.procs.2017.11.427  

Moon, R., Curtis, V., & Dupernex, S. (2013). How enterprise education can promote 

deep learning to improve student employability. Industry and Higher Education, 

27(6), 433–448. doi:10.5367/ihe.2013.0177 

Morrison, A.R. (2014). You have to be well spoken: Students’ views on employability 

within the graduate labour market. Journal of Education and Work, 27(2). 179–



163 

 

198. doi:10.1080/13639080.2012.742178 

Morse, J. (2015). Using qualitative methods to access the pain experience. British 

Journal of Pain, 9(1), 26-31.doi:10.1177/2049463714550507 

Nkwake, A. M. (2013). Why are assumptions important? In working with assumptions in 

International Development Program Evaluation (pp. 93 111). Springer, New 

York. 

Mellors-Bourne, R., Hooley, T., & Marriott, J. (2014). Understanding how people choose 

to pursue taught postgraduate study. Bristol: Higher Education Funding Council 

for England.  

Nowell1, S. L., Norris, M. J., Deborah E. White, E. D., & Moules, J. N. (2017). Thematic 

analysis: Striving to meet the trustworthiness criteria. International Journal of 

Qualitative Methods, 16(1), 1–13.doi:10.1177/160940691773384 

Ofoha, D., & Iwuchukwu, O. (2018). Employers’ perception and expectations of 

professional competency of distance learning graduates: A tracer study of nursing 

graduates of the national open university of Nigeria (NOUN), Open Praxis, 10(3), 

265–278. doi:10.5944/openpraxis.10.3.796  

Oluniyi, O. (2012). The challenges and prospects of the transition to open and distance 

learning in higher-education institutions in Nigeria. Malaysian Journal of 

Distance Education, 14(2), 83-104. Retrieved from http://mjde.usm.my   

O’Mahony, J. (2014). Enhancing student learning and teacher development in 

transnational education. York: Higher Education Academy.  

Onwuegbuzie, A. J., & Byers, V. T. (2014). An exemplar for combining the collection, 



164 

 

analysis, and interpretation of verbal and nonverbal data in qualitative research. 

International Journal of Education, 6, 183-246.doi:10.5296/ije.v6i14399 

Onwuegbuzie, A. J & Leech, J. (2012). Qualitative analysis technique for the review of 

the literature. The Qualitative Report, 17(56), 1-28. Retrieved from 

http://eric.ed.gov/EJ981457  

Ortiz, A. L., Region-Sebest, M., & MacDemott, C. (2016). Employer perceptions of oral 

communication competencies most valued in new hires as a factor in company 

success. Business and Professional Communication Quarterly, 79(3), 317–330. 

doi:10.1177/2329490615624108 

Osmani, M., et al. (2015). Identifying the trends and impact of graduate attributes on 

employability: A literature review. Tertiary Education and Management, 21(4), 

367–379. doi:10.1080/13583883.2015.1114139  

Paine, A.E., Mckay, S., & Moro, D. (2013). Does volunteering improve employability? 

Evidence from the British Household Panel Survey. Birmingham: Third Sector 

Research Centre Working Paper 100.  

Patacsil, F., & Tablatin, C. L. S. (2017). Exploring the importance of soft and hard skills 

as perceived by IT internship students and industry: A gap analysis. Journal of 

Technology and Science Education, 7(3), 347-368. doi:10.3926/jotse.271 

Paterson, R. (2017). Because sometimes your failures can also teach you certain skills: 

Lecturer and student perceptions of employability skills at a transnational 

university. Qualitative Research in Education, 6(3), 241-275. 

doi:10.17583/qre.2017.2583 



165 

 

Patton, M. Q. (2014). Qualitative research & evaluation methods (5th Ed.). Thousand 

Oaks, CA: Sage Publications  

Pavlin, S. (2014). The role of higher education in supporting graduates’ early labour 

market careers. International Journal of Manpower, 35(4), 576–590. 

doi:10.1108/IJM-05-2013-0105 

Pavlin, S., & Svetlik, I. (2014). Employability of higher education graduates in Europe. 

International Journal of Manpower, 35(4), 418-424. doi:10.1108/IJM-05-2013-

0104 

Pegg, A., & Caddell, M. (2016). Workplaces and policy spaces: insights from third sector 

internships Scotland. Higher Education, Skills and Work-Based Learning, 6(2), 

162–177. doi:10.1108/HESWBL-07-2015-0039 

Peltokorpi, V. (2014). Transactive memory system coordination mechanisms in 

organizations: An exploratory case study. Group and Organization Management, 

39, 444-471.doi.10.1177/1059601114538813 

Pemberton, J., Jewell, S., Faggian, A. & King, Z. (2013). Higher education as a portfolio 

investment: Students’ choices about studying, term time employment, leisure, and 

loans. Oxford Economic Papers, 65(1), 268–292. doi:10.1093/oep/gps026  

Peredaryenko, M. S., & Krauss, S. E. (2013). Calibrating the human instrument: 

Understanding the interviewing experience of novice qualitative researchers. The 

Qualitative Report, 18(1), 1-17. Retrieved from 

http://nsuworks.nova.edu/tqr/vol18/iss43/1  

Philip, H., Allen, A., Russell, K., Neil, A., McGowan, A., Matthew, C., & Malcolm, H. 



166 

 

(2015). Building professionalism and employability skills: Embedding employer 

engagement within first-year computing modules. Computer Science Education, 

25(3), 292-310. doi:10.1080/08993408.2015.1085626  

Pinto, J. C., & Taveira, M. (2013). Developing career self-management skills: A study in 

higher education. International Journal of Management Science and Information 

Technology, 8(1), 28–53. http://hdl.handle.net/10419/97868 

Pitan, S. O. (2016). Employability development opportunities (EDOs) as measures of 

students’ enhanced employability. Higher Education, Skills and Work-Based 

Learning, 6(3), 288-304. doi:10.1108/HESWBL-05-2016-0024 

Pitan, S. O., & Atiku, O. S. (2017). Structural determinants of students’ employability: 

Influence of career guidance activities. South African Journal of Education, 37(4), 

1-13. doi:10.15700/saje.v37n4a1424 

Pollard, V. and Wilson, E. (2014). The ‘entrepreneurial mindset’ in creative and 

performing arts higher education in Australia. A Journal of Entrepreneurship in 

the Arts, 3(1), 3–22. doi:10.1234/artivate.v3i1.67 

Potgieter, L. I., Ferreira, N. (2018). Female human resource professionals’ job 

embeddedness in relation to commitment foci: An exploratory study. Acta 

Commercii, 18(1), 1-8. doi:10.4102/ac.v18i1.493 

Preston, J. C. (2014). Online doctoral programs: Can they produce the business scientists 

and leaders needed for the 21st century? International Journal of Leadership and 

Change, 2(1), 37-47. Retrieved from 

http://digitalcommons.wku.edu/ijlc/vol2/iss1/5  



167 

 

Ramcilovic-Suominen, S., Rodriguez, P. Y., Kirongo, B., & PitkäNen, S. (2016). Higher 

forestry education in Kenya: Bridging the gap between educational training and 

job market competencies.  International Forestry Review, 18(1), 56-67. 

doi:10.1505/146554816818206096  

Rao, M.S. (2014). Enhancing employability in engineering and management students 

through soft skills. Industrial and Commercial Training, 46(1), 42-48. 

doi:10.1108/ICT-04-2013-0023 

Regmi, P. R., Aryal, N., Kurmi, O., Pant, P. R., Teijlingen, E., & Wasti, S. P. (2017). 

Informed consent in health research: Challenges and barriers in low-and middle-

income countries with specific reference to Nepal. Developing World Bioethics, 

17(2), 84-89.doi:10.1111/dewb.12123 

Reibe, L., Sibson, R., Roepen, D., & Meakins, K. (2013). Impact of industry guest 

speakers on business students’ perceptions of employability skills development. 

Industry and Higher Education, 27(1), 55–66. doi:10.5367/ihe.2013.0140 

Reid, J. (2016). Redefining ‘Employability’ as something to be achieved. Higher 

Education, Skills and Work-Based Learning, 6(1), 55–68. doi:10.1108/HESWBL-

02-2015-0005 

Rich, J. (2015). Employability: Degrees of value. London: HEPI.  

Richardson, T. M., Earnhardt, M. P., & Marion, J. W. (2015). Is project management still 

an accidental profession? A qualitative study of career trajectory. Sage Open, 1-

10. doi:10.1177/2158244015572098  

Ridder, H. (2017). The theory contribution of case study research designs. Business 



168 

 

Research, 10(2), 281-305. doi:10.1007/s40685-017-0045-z 

Ritchie, G., Ashworth, L., & Bades, A. (2018). Recruiting the next generation: Applying 

a values-based approach to recruitment. British Journal of Community Nursing, 

23(5): 232-237. doi:10.12968/bjcn.2018.23.5.232 

Ritchie, J., Lewis, J., Nicholls, C. M., & Ormston, R. (2013). Qualitative research 

practice: A guide for social science students and researchers. Thousand Oaks, 

CA: Sage 

Riyanti, B. P. D., Sandroto, C. W. & Warmiyati, M. T. (2016). Soft skill competencies, 

hard skill competencies, and intention to become entrepreneur of vocational 

graduates. International Research Journal of Business Studies, 9(2), 119–132. 

doi:10.21632/irjbs.9.2.119-132 

Roberto, K., & Johnson, A. F. (2017). The demographic difference in perception of 

online vs. face to face degrees in employment decisions. Academic of 

Management Annual Meetings Proceedings, 2017(1), 1-27. 

doi:10.5465/AMBPP.2017.14521 

Robert, K. Y. (2014). Case Study Research Design and Methods (5th Ed.). Thousand 

Oaks, CA: Sage. 

Robinson, O. C. (2014). Sampling in interview-based qualitative research: A theoretical 

and practical guide. Qualitative Research in Psychology, 11(1), 25-41. 

doi:10.1080/14780887.2013.801543 

Roepen, D. (2017). Australian business graduates’ perceptions of non-technical skills 

within the workplace. Education + Training, 59(5), 457-470. doi:10.1108/ET-01-



169 

 

2017-0016 

Ronald, D. F. (2014). Assumptions and deeming. Journal of Financial Crime, 21(2), 204-

214. doi:10.1108/JFC-07-2013-0049 

Rouling, N., & Bangerter, A. (2013a). Social networking websites in personnel selection: 

A signaling perspective on recruiters’ and applicants’ perceptions. Journal of 

Personnel Psychology, 2013(12), 143-151. doi:10.1027/1866-5888/a000094. 

Roulin, N., & Bangerter, A. (2013b). Students’ use of extra-curricular activities for 

positional advantage in competitive job markets. Journal of Education and Work, 

26(1), 21–47. doi:10.1080/13639080.2011.623122   

Rutt, L., Gray, C., Turner, R., Swain, J., Hulme, S., & Pomeroy, R. (2013). A social 

constructivist approach to introducing skills for employment to Foundation 

Degree students. Research in Post-Compulsory Education, 18(3), 280–296. 

doi:10.1080/13596748.2013.819268 

Sadik, A. (2016). Factors affecting the acceptability of online degrees: Evidence from 

two Arab countries. International Journal Emerging Technologies in Learning, 

11(12), 54-63. doi:10.3991/ijet.v11i12.6022 

Saunders, M. N. K., & Townsend, K. (2016). Reporting and justifying the number of 

interview participants in organization and workplace research. British Journal of 

Management, 27(1), 836–852. doi:10.1111/1467-8551.12182 

Savickas, M.L. (2013). Career construction theory and practice. In: Lent, R.W. and 

Brown, S.D. (eds.) Career development and counselling: Putting theory and 

research to work. New Jersey: John Wiley and Sons. 



170 

 

Schwandt, T. A. (2015). The Sage dictionary of qualitative inquiry (4th Ed.). Thousand 

Oaks, C.A: Sage 

Seidman, I. (2013). Interviewing as qualitative research: A guide for researchers in 

education and the social sciences. New York, NY: Teachers College Press. 

Shadbolt, N. (2016). Shadbolt review of computer sciences degree accreditation and 

graduate employability. Department for Business, Innovation and Skills.  

Sharafizad, J., & Coetzer, A. (2016). Women business owners’ start-up motivations and 

network content. Journal of Small Business and Enterprise Development, 23(1), 

1- 24.doi:10.1108/JSBED-07-2015-0085 

Simon, M.K., & Goes, J. (2018). Dissertation and Scholarly Research: Recipes for 

Success, 2018 ed. Dissertation Success, LLC, Seattle, WA. 

Sin, C., & Neave, G. (2016). Employability Deconstructed: Perceptions of Bologna 

Stakeholders. Studies in Higher Education, 41(8), 1447-1462. 

doi:10.1080/03075079.2014.977859 

Singh, M., & Sharma, M.K. (2014). Bridging the skills gap: Strategies and solutions. The 

IUP Journal of Soft Skills, 8(1), 27-33. Retrieved from 

https://ssrn.com/abstract=2507063  

Singh, P., Thambusamyb, R., Ramly, A., Abdullah, I. H., & Mahmud, Z. (2013). 

Perception differential between employers and instructors on the importance of 

employability skills. Procedia - Social and Behavioral Sciences, 90(1), 616 – 625. 

doi:10.1016/j.sbspro.2013.07.133 

Sitompul, S. S., Kustono, D., Suhartadi, S., & Setyaningsih, M. R. (2017). The 



171 

 

relationship of the learning of tourism marketing, hard skills, soft skills and 

working quality of the graduates of tourism academy in Medan. International 

Journal of Social Sciences & Educational Studies, 3(4), 124-133. 

doi:10.23918/ijsses.v3i4p124 

Skipper, Y. & Kent, A. (2015) Making a difference with psychology: Reporting on a 

module to develop psychological literacy in final year undergraduates. 

Psychology Teaching Review, 21(2), 35–47. 

https://files.eric.ed.gov/fulltext/EJ1146561 

Smith, C. & Worsfold, K. (2014). WIL curriculum design and student learning: A 

structural model of their effects on student satisfaction. Studies in Higher 

Education, 39(6) 1070–1084. doi:10.1080/03075079.2013.777407 

Smith, K. M., Flannery, A. H., & Winstaed, P. S. (2014). Transforming the curriculum 

vitae as a new practitioner. American Journal of Health-System Pharmarcy, 

71(24), 2115-2117. doi:10.2146/ajhp130725 

Stahlke, S. (2018). Expanding on notions of ethical risks to qualitative researchers 

International Journal of Qualitative Methods, 17(1), 1-9.doi: 

10.1177/160940691878730 

Stuckey, H. L. (2015). The second step in data analysis: Coding qualitative research data. 

Methodological Issues in Social Health and Diabetes Research, 3(1), 7-10. 

doi:10.4103/2321-0656.140875 

Suarta, M., Suwintana, K., Sudhana, F. P., Hariyanti, K. D. (2017). Employability skills 

required by the 21st century workplace: A literature review of labour market 



172 

 

demand. Advances in Social Science, Education and Humanities Research, 

102(1), 337-342. doi:10.2991/ictvt-17.2017.58 

Tate, K. A., Caperton, W., Dakota Kaiser, D., Nathan, T. P., White, H., & Hall, E. 

(2015). An exploration of first-generation college students’ career development 

beliefs and experiences. Journal of Career Development, 42(4), 294–310. 

doi:10.1177/0894845314565025  

Teal, J. (2013). Improving financial planning graduate employability through enterprise 

education. Australasian Accounting, Business and Finance Journal, 7(3), 91–106. 

doi:10.14453/aabfj.v7i3.6  

Thomas, A., Piquette, C., & McMaster, D. (2015). English communication skills for 

employability: The perspectives of employers in Bahrain. Learning & Teaching in 

Higher Education: Gulf Perspectives, 13(1), 1-17. doi:10.18538/lthe.v13.n1.227 

Thompson, A. (2017). Fostering development of teamwork skills in an introductory 

engineering course. 2017 IEEE Frontiers in Education Conference (FIE) 

Frontiers in Education Conference (FIE), 1-4. doi:10.1109/FIE.2017.8190551 

Thorley, M. (2014). Graduate meets employer – a model for embedding industry 

professional involvement in the development and assessment of student 

portfolios. Journal of Music, Technology and Education, 7(3), 325–329. 

doi:10.1386/jmte.7.3.325_1 

Ting, S., Marzuki, E., Chuah, K., Misieng, J., & Jerome, C. (2017). Employers’ views on 

importance of English proficiency and communication skill for employability in 

Malaysia. Indonesian Journal of Applied Linguistics, 7(2), 315-



173 

 

327.doi.10.17509/ijal.v7i2.8132  

Tran, T.T. (2015). Is graduate employability the ‘whole of-higher-education-issue’? 

Journal of Education and Work, 28(3), 207–227. 

doi:10.1080/13639080.2014.900167 

Tsitskari, E., Tsalouchou, E., Michalopoulou, M., & Goudas, M. (2017). Employers’ 

expectations of the employability skills needed in the sport and recreation 

environment. Journal of Hospitality Leisure Sport & Tourism Education, 20(1), 

1-9. doi:10.1016/j.jhlste.2016.11.002 

Tulgan, B. (2015). Bridging the soft skills gap: How to teach the missing basics to 

today’s young talent. Hoboken, New Jersey: Jossey-Bass  

Turcotte-Tremblay, E., & Sween-Cadieux, A. (2018). A reflection on the challenge of 

protecting confidentiality of participants while disseminating research results 

locally. BMC Medical Ethics, 19(1), 5-11.doi:10.1186/s12910-018-0279-0 

Turner, N.K. (2014). Development of self-belief for employability in higher education: 

Ability, efficacy and control in context. Teaching in Higher Education, 19(6), 

592–602. doi:10.1080/13562517.2014.901951 

Tylečková, L., Prokopová, Z., & Skarnitzl, R. (2017). The effect of voice quality on 

hiring decisions. Acta Universitatis Carolinae: Philologica, 2017(3), 109-120. 

doi:10.14712/24646830.2017.37 

Tymon, A. (2013). The student perspective on employability. Studies in Higher 

Education, 38(6), 841–856. doi:10.1080/03075079.2011.604408 

Tyrer, G., Ives, J., & Corke, C. (2013). Employability skills, the student path, and the role 



174 

 

of the academic library and partners. New Review of Academic Librarianship, 

19(2), 178-189. doi:10.1080/13614533.2013.787538 

Uitzinger, D., Chrysler-Fox, P., & Thomas, A. (2018). Perceptions of human resource 

professionals of challenges to and strategies for retaining managers. Acta 

Commercii, 18(1), 1-10. doi:10.4102/ac.v18i1.504 

Van De Mieroop, D. (2018). Implying identities through narratives of vicarious 

experience in job interviews. Journal of Pragmatics, 2018(1), 1-15. 

doi:10.1016/j.pragma.2018.01.006 

Van Maanen, J. V. (2015). The present of things past: Ethnography and career studies. 

Human Relations, 68(1), 35-53.doi:10.1177/0018726714552287 

Wagstaff, C., & Williams, B. (2014). Specific design features of an interpretative 

Phenomenological analysis study. Nurse Research, 21(3), 8-12. 

doi:10.7748/nr2014.01.21.3.8.e1226 

Wakeham, W. (2016). Wakeham Review of STEM degree provision and graduate 

employability. Department for Business, Innovation and Skills.  

Weiss, F., & Klein, M. (2014). The effects of work experience during higher education 

on labour market entry: Learning by doing or an entry ticket? Work, Employment 

and Society, 28(5), 788–807. doi:10.1177/0950017013506772 

Wickam, M. J. (2018). Using service-learning to enhance employability skills in graduate 

business capstones: A dissertation overview. Journal of Higher Education 

Outreach & Engagement, 22(1), 163-173. 

https://files.eric.ed.gov/fulltext/EJ1175779 



175 

 

Williams, S., Dodd, L.J., Steele, C., & Randall, R. (2015). A systematic review of current 

understandings of employability. Journal of Education and Work, 29(8), 877-901. 

doi:10.1080/13639080.2015.1102210 

Willig, C. (2013). Introducing qualitative research in psychology. Berkshire, England: 

McGraw-Hill Education. 

Wilton, N. (2014). Employability is in the eye of the beholder: Employer decision-

making in the recruitment of work placement students. Higher Education, Skills 

and Work-based Learning, 4(3), 242-255. doi:10.1108/HESWBL-07-2014-0027 

Wisdom, J. P., Cavaleri, M. A., Onwuegbuzie, A. J., & Green, H. (2012). Methodological 

reporting in qualitative, quantitative, and mixed methods in health services 

research articles. Health Services Research, 47(1), 721-745. doi:10.1111/j.1475-

6773.2011.01344.x 

Wolff, R., & Booth, M. (2017). Bridging the gap: Creating a new approach for assuring 

21st century employability skills. Change: The Magazine of Higher Learning, 

49(6), 51-54. doi:10.1080/00091383.2017.1399040.  

Wright, T. & Frigerio, G. (2015). Career adapt-abilities pilot project. York: Higher 

Education Academy.  

Yakasai, U. I. (2017). A study publication of the office of the executive secretary. 

National universities commission, Monday Bulletin, 12(20), 1-19. Retrieved from 

nuc.edu.ng  

Yin, R. K. (2014). Case study research: Design and methods: Thousand Oaks, CA: Sage. 

Zacher, H., Ambiel, R.A.M., & Noronha, A.P.P. (2015). Career adaptability and career 



176 

 

entrenchment. Journal of Vocational Behavior, 88(1), 164–173. 

doi:10.1016/j.jvb.2015.03.006 

  



177 

 

Appendix A: Initial Interview Protocol before Experts Revision 

Responses from three Walden university qualitative research subject matter 

experts who will volunteer to revise the questions will help in shaping the 

research/interview questions: 

Research Question 

One major research question will apply to the study: How do human resource 

managers identify the presence or absence of employability skills in holders of online 

degrees during job placement and promotion decisions? 

Interview Questions before Revisions 

1) What is your experience concerning employability skills from online degree 

holders during recruitment and promotion decisions? 

2) What is your evaluation regarding online degree holders’ possession of 

employability skills? 

3) What kind of skills did you find in online degree holders before job placement 

or promotion decisions?  

4) How did you discover the employability skills in online degree holders? OR  

5) What strategies did you use to discover employability skills in holders of 

online degrees before job placement and promotion decisions? 

6) How did you did you discover the lack of employability skills in online degree 

holders before job placement and promotion decisions?  

7) How can you explain your experience with the job performance of online 

degree holders in your establishment?  
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8) Which of the following specific employability skills did online degree holders 

demonstrate in your workplace? 

(a) Personal skills and attitude, 

(b) Teamwork skills 

(c) Communication and computational skills, 

(d) Problem-solving/Decision making skills 

(e) Technological literacy, 

(f) Self-employability skills, 

(g) Broad or specific occupational skills, and 

(h) Lifelong learning skills, 

(i) Critical thinking skills, 

(j) Other skills, please specify. 

8) What do you consider as a major factor that enabled an online degree holder 

scale through your recruitment and promotion decisions? 

9) What factors made unsuccessful online degree job applicants unable to pass 

your recruitment and promotion decisions?  

10) What other factors besides degree type did enhance or limit the chances of 

online degree holder’s job placement or promotion chances in your establishment? 

It is hoped that three qualitative research subject matter experts will give their 

feedback on the above initial interview protocol. Such comments, feedbacks and 

responses will be incorporated to update the final interview questions to generate useful 

data that will address the research question. 
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Appendix B: Final Interview Protocol after Experts Revision 

1. As an HR management professional who have recruited face to face and 

online degree holders, what is your experience concerning possession of 

employability skills by online degree holders during recruitment and 

promotion decisions? 

2. How would you describe the role of degree type in identifying employability 

skills during recruitment and promotion decisions? 

3. What kind of employability skills have you identified in online degree holders 

as a recruiter before job placement or promotion decisions? 

4. What strategies did you use to discover employability skills in holders of 

online degrees before job placement and promotion decisions? 

5. How did you discover the lack of employability skills in online degree holders 

who were unsuccessful during job placement and promotion decisions? 
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