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Abstract 

Employability awards have been implemented within universities as a strategy to 
support student development of employability and ultimately attainment of 
employment. The extant research into employability awards lacks a theoretical 
approach to designing and evaluating the impact of employability awards on relevant 
outcomes including employability and employment. This paper, informed by career 
construction theory, proposes a learner-focused, process model for developing 
employability. It also paves the way for future research to evaluate the impact of 
employability award programs.  
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Introduction 

Employability of university graduates has been of interest to scholars and administrators for 
several decades. Although a contested term, employability is generally defined as pertaining 
to the ability of an individual to obtain and maintain employment (e.g., Forrier et al., 2015; 
Fugate et al., 2004; Yorke & Knight, 2004). Employability is strategically important for 
universities to position themselves as committed to producing employable graduates 
(Bennett et al., 2017; Bridgstock & Jackson, 2019). Calls from industry and governments to 
improve the employability skills of graduates has resulted in universities viewing 
employability as predominantly concerned with competencies or human capital development 
(Brown et al., 2022). Accordingly, universities have chosen to enhance graduate employability 
via the teaching and assessment of graduate attributes (Barrie, 2006; Hammer et al., 2021; 
Oliver & Jorre de St Jorre, 2018), career development learning (Bridgstock et al., 2019; Brown, 
Healy, McCredie, et al., 2019; Lin-Stephens et al., 2019), work integrated learning (Jackson, 
2015; McIlveen et al., 2011), and employability award programs (Russell & Kay, 2019; Watson, 
2011). 
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Employability awards involve completion of extra-curricular activities—activities that have been a part 
of university life for generations of students—and employability-focused learning activities within the 
curriculum. Research into employability awards, co-curricular, and extra-curricular activities, note the 
contribution of these activities in the development of employability skills (e.g., Al-Saedi et al., 2019; 
Chilvers & Waghorne, 2018; Clark et al., 2015). Yet, there appears to be mixed aims and expectations 
of the outcomes of employability awards, and extra-curricular activities more broadly. Students 
engage in employability awards for a variety of reasons including enjoyment and social interaction 
(Greenbank, 2015), developing human and social capital (Brown et al., 2021), labour market 
competitiveness, personal and career exploration, and boosting self-efficacy. However, the 
contribution of extra-curricular activities and employability awards to the attainment of employment 
has been somewhat underwhelming (Jackson & Bridgstock, 2021; Jackson & Tomlinson, 2021). 

There are several empirical and theoretical reasons for a lack of evidence showing a relation between 
participation in employability award programs and employment, which will be explored in this paper. 
This paper will propose a new model for designing employability award programs that is informed by 
theory. To start, this article provides an overview of employability awards, with an exemplar program 
to illustrate the common structure. Then a critique of employability awards is offered to highlight 
opportunities for improving employability awards through research and evidence-based practice. 
Next, career construction theory will be presented as a suitable theoretical framework to inform the 
design of employability awards. A review of the research literature on antecedents of employability 
and employment will be used to clarify the role that employability awards can contribute to the 
development of employability and employment outcomes. Finally, the process model for developing 
graduate employability will be presented. 

Employability Awards 

Employability awards involve students engaging in employability-focused learning activities inside the 
curriculum and through participation in extra-curricular activities (Watson, 2011). Watson argues that 
employability awards are a method of engaging students in the process of developing their 
employability, with the product of employability awards being a transcript or certificate of completion. 
Bennett et al., (2017) noted that employability awards are generally structured in one of three 
different ways: as a portfolio where students access multiple opportunities to develop employability, 
some of which is within the curriculum and some is non-credit bearing; as an award, which is an 
institution-wide program that formally recognises employability development through a certificate or 
entry in the academic transcript; and non-embedded, which is a centrally delivered program wholly 
outside the curriculum. 

To illustrate how employability awards are structured, six exemplars are described in Table 1. The 
table lists the university (coded by the author); a summary of how the university website describes 
the purpose of the employability award; the process through which students engage in the program; 
and the product of the program, namely how students receive formal recognition of their 
engagement. The awards were identified by conducting an internet search for employability awards. 
Three universities from Australia and three from the United Kingdom were selected based on 
providing sufficient information on the university website about the requirements to achieve the 
award. These six employability awards are described to illustrate the purpose, the process to 
participate, and the product of each award. 

As illustrated in Table 1, the purpose of the employability awards is described on university websites 
as recognising students’ development of skills, professional development, gaining of practical 
experiences, and engagement in career development learning. These attributes are often highlighted 
as being highly valued by employers (e.g., AU-02, AU-03, UK-02), although past research has 
highlighted that there are discrepancies between activities rated as important by employers, 
academics, and students (Kinash et al., 2016). The process of the awards is through engagement in 
activities, such as work experience or internships, volunteering, career development learning, 
mentoring, student clubs and societies, sports, paid employment, and written reflections. Some 
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employability awards are focused on extracurricular activities, such as AU-01; whereas others 
emphasise career development learning, such as UK-03. The product of the employability awards is 
usually the presentation to students of a certificate and in some cases in official university documents, 
such as academic transcripts, and in the UK exemplars, the Higher Education Achievement Report. 

Table 1: Exemplar Employability Awards at Universities in Australia (AU) and the United Kingdom 
(UK) 

University Purpose  Process Product 

AU-01 Recognition of professional 
development, co-curricular 
learning, and community 
contributions undertaken 
while studying 

• Co-curricular activities (volunteering, 
leadership roles, professional 
development activities, online learning 
courses) 

• Self-reflection activity to identify skills 
and qualities developed through co-
curricular activities 

• Final reflection and interview 

Certificate 

AU-02 Develop essential 
employability skills that 
employers seek in graduates. 

• Mandatory online orientation 
• Written plan on how to achieve award 
• 150 hours of extra-curricular activities  
• Two career development workshops 
• Resume and LinkedIn profile including 

activities completed in the 
employability award 

• Written reflection on development of 
employability skills 

Certificate 

Award listed 
on academic 
transcript. 

AU-03 Gain practical, real-world 
experiences, skills and 
knowledge highly valued by 
employers 

• Online career development module and 
career plan 

• Career events and pre-placement 
module 

• Work experience 
• Volunteering 
• Supplementary experiential activities 

(e.g., mentoring, virtual internships) 
• Reflection 

Not stated 

UK-01 Supports career and personal 
development through 
recognition of extra-
curricular activities 
completed 

• Core activities (skills audit, event 
attendance, CV and interview 
preparation, reflection) 

• Optional activities (e.g., career 
assessment, mentoring, internships, 
paid employment) 

Digital badges 

UK-02 Complements studies 
through a focus on 
development of the skills 
needed to stand out in the 
employer selection process 
for internships, placements, 
and graduate-level jobs 

• 40 hours of work or volunteering 
• 40 hours of “active interests” 
• Professional profile 
• Employability skills 
• Reflection 

Higher 
Education 
Achievement 
Report 

UK-03 Credit for active engagement 
in career planning activities 

• Induction 
• Career guidance 
• CV and cover letter 
• Employability webinars 
• Career events 
• Job applications and personal 

statements 

Higher 
Education 
Achievement 
Report 

Certificate 
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In essence, employability awards are a collection of activities—that students are most likely already 
engaged in—rather than purposefully designed programs. Some employability award programs 
require students to complete a minimum number of eligible activities, whereas others encourage 
students to reflect on their development of skills (Russell & Kay, 2019). It seems that the aim of many 
employability awards is to increase the range and volume of activities that students do in the hope 
that this will give them the edge over less proactive students. At first glance, this seems a reasonable 
strategy, as research has found that students narrowly focus on the development of human and social 
capital, namely through work experience and networking activities (Brown et al., 2021; Brown, Healy, 
Lexis, et al., 2019; Jorre de St Jorre et al., 2019). However, there are problems with this approach. 
First, the extra-curricular activities commonly included in employability awards, such as internships 
and mentoring, have been found to be beneficial for employability development, but not for attaining 
employment (Jackson & Bridgstock, 2021). Second, in many employability awards there appears to be 
a lack of consideration of how to identify which aspects of an individual’s employability could be 
further developed. 

Employability and Career Development Theories 

Central to employability is the idea that employability represents the ability of individuals to obtain 
and maintain employment. Yet, the higher education literature has been found to draw on very little 
of the vocational psychology literature (Healy et al., 2022) that has extensive research contributing to 
theories that drive understanding of the psychosocial factors and behaviours that are related to 
employment outcomes, career success, and satisfaction. This process model of graduate employability 
draws on dispositional employability (Fugate, 2006; Fugate et al., 2004; Fugate & Kinicki, 2008) as a 
conceptualisation of a psychosocial model of employability and career construction theory (Savickas, 
2005, 2013) to inform the design of employability programs. 

Dispositional Employability 

Dispositional employability (Fugate, 2006; Fugate et al., 2004; Fugate & Kinicki, 2008) is 
conceptualised as a psychosocial process that supports individuals’ engagement in proactive 
behaviours directed toward obtaining and maintaining employment. Dispositional employability is an 
interaction between personal attributes, including human and social capital, and an individual’s 
engagement in proactive career behaviour, leading to the achievement and maintenance of 
employment. This is an important distinction to other models of employability that focus primarily on 
the possession of forms of capital, including human, social, psychological, cultural, and identity 
(Tomlinson, 2017). 

Dispositional employability recognises that employment cannot be achieved in the absence of 
behaviour (Fugate & Kinicki, 2008). The career adaptive behaviours students engage in for 
employability awards are ostensibly developmental activities focussed on various forms of capital and 
more specifically employability skills. To achieve an employment outcome, individuals must engage in 
a complex sequence of career adaptive behaviours, including engagement in job search, preparing 
and submitting job applications, and interacting with an employer through job interviews, to 
demonstrate possession of the requisite knowledge, skills, and other attributes required to perform 
well in the role. This distinction is important, as development of employability should be the primary 
focus of employability award programs, rather than achievement of employment outcomes. Programs 
to directly support attainment of employment are more precisely focussed on job search skills and 
behaviours (Fernandez-Valera et al., 2020; Guan et al., 2014; Liu et al., 2014). 

Next, career construction theory (Savickas, 2005, 2013) is presented as a way to conceptualise how 
employability can support the attainment of employment via the interactions of psychosocial 
processes and career adaptive behaviours. 
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Career Construction Theory’s Model of Career Adaptation 

Career construction theory (CCT) (Savickas, 2005, 2013) provides an avenue for research to explain 
how employability contributes to achievement of important outcomes. CCT argues that careers are 
socially and individually constructed representations of reality. Taking a constructivist approach, 
Savickas views the development of individuals’ careers as being the result of adaptation to the 
environment. There are three components to individuals' self-construction. First, the self as actor 
represents the behaviours individuals engage in from childhood through to adulthood, that develop 
their interests, skills, abilities, and habits. Second, the self as agent represents aspirations to engage 
in the world and the adaptation to vocational tasks, transitions, and traumas. Third, the self as author 
represents the stories that people tell of their career that narrates an identity. 

Pertinent to employability, CCT asserts that individuals adapt to vocational development tasks (i.e., 
preparation for entering the workforce), occupational transitions (i.e., from one job to another), and 
work traumas (i.e., unplanned and unwanted career events) (Savickas, 2013). This adaptation process 
is understood in terms of four factors conceptualised as a chain of effects: Adaptivity → Adaptability 
→ Adapting → Adaptation (Savickas, 2013; Savickas & Porfeli, 2012). This chain of effects is evident in 
studies of direct and indirect relations among adaptivity, adaptability, and adapting (Hirschi et al., 
2015; Perera & McIlveen, 2017; Rudolph, Lavigne, Katz, et al., 2017; Rudolph, Lavigne, & Zacher, 2017). 

 

 
Figure 1: Career Adaptation Model 
Note. This is a visual representation of the career adaptation model (Savickas, 2005, 2013) 
 

Adaptivity is conceptualised as the dispositional traits that represent an individual’s readiness and 
willingness to respond to vocational developmental tasks, occupational transitions, and work traumas 
(Savickas, 2013). Adaptivity has been found to include dispositional traits such as proactive personality 
(Hirschi et al., 2015), core self-evaluations (Hirschi et al., 2015), psychological capital (Buyukgoze-
Kavas, 2016; Pajic et al., 2018), and distinct latent profile combinations of Big Five personality (Perera 
& McIlveen, 2017). A meta-analytical study (Rudolph, Lavigne, & Zacher, 2017) found that 
dispositional traits explained 50-60% of the variance in career adaptability. 

Savickas (2005) conceptualises career adaptability as psychosocial resources an individual uses to 
respond to vocational developmental tasks, occupational transitions, and work traumas. Savickas 
theorised that career adaptability contains four dimensions of psychosocial resources: concern, 
representing an orientation towards the future, such as having career goals or aspirations; control, 
representing personal agency to make decisions and take actions in relation to one’s career; curiosity, 
representing an interest in exploring career opportunities; and confidence in their ability to respond 
to the career development needs. Career adaptability has been found to positively relate to proactive 
career behaviour (Spurk et al., 2020), self-perceived internal and external marketability (Spurk et al., 
2016), career planning, career exploration, and self-efficacy (Rudolph, Lavigne, Katz, et al., 2017). 
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Career adaptability and proactive career behaviour has been found to grow in parallel over time; 
however, individuals self-regulate their engagement in proactive behaviour in relation to their 
adaptive resources (Spurk et al., 2020). Somewhat surprisingly, individuals with high levels of career 
adaptability have been found to decrease their engagement in proactive career behaviours, whereas, 
individuals who have low levels of career adaptability have been found to increase their proactive 
career behaviours (Spurk et al., 2020). Spurk and colleagues reason that this observation can be 
explained in one of two ways. First, individuals with high career adaptability might be self-regulating 
behaviour, so that they only engage in career adaptive behaviours when they need to do so. Second, 
individuals with high career adaptability might decrease engagement in career adaptive behaviours 
due to over-confidence in achieving their goals. This finding may explain a challenge that many 
universities face in engaging large proportion of students in employability awards—students who are 
confident of obtaining employment might conserve their resources by not engaging in additional 
activities outside their academic studies, or they might delay engaging in proactive career behaviour 
until they are ready to start applying for work. 

Adapting responses are the enactment of proactive career behaviours directed toward resolving 
career changes (Savickas, 2013), such as career planning, career exploration, occupational self-efficacy 
and career decision-making self-efficacy. These adapting responses have been found to be positively 
related to career adaptability (Johnston, 2018; Rudolph, Lavigne, Katz, et al., 2017). Brown et al. (2021) 
found that students’ decisions about selecting activities to complete as part of an employability award 
were influenced by career adaptability dimensions of concern, control, curiosity, and confidence. For 
example, students whose responses indicated a dominance of career adaptability dimension of 
curiosity, chose activities such as volunteering to explore themselves or the world of work. Whereas 
students whose responses indicated a dominance of career adaptability dimension of control chose 
activities such as internships to build skills and make connections with potential employers. 

Adaptation results are the outcomes of adapting responses (Savickas, 2013) and include objective 
measures of employment, and income; and subjective measures of career, life, job, and school 
satisfaction; affective organisational commitment; lower job stress; work engagement; and career 
identity (Rudolph, Lavigne, Katz, et al., 2017). Recognition that a broad range of potential outcomes 
could be used to evaluate the effectiveness of employability award programs in higher education. 
Subjective outcomes can be measured at completion of engagement in employability awards, whereas 
objective outcomes might not occur for months or years after engagement in the activities. 

A Process Model for Developing Graduate Employability 

This process model, informed by career construction theory (Savickas, 2013), provides a framework 
for the design of institution-wide employability programs that enable students to identify their 
employability development needs. This model presented in Figure 2, shows the conceptual diagram 
of the proposed developmental process, commencing with an employability assessment, engagement 
in career planning, participation in developmental activities, and reflection on employability 
outcomes. Aligned with a lifelong learning approach, the process can continue in a cyclical manner 
through re-assessment of employability and selecting new or additional developmental activities to 
engage in. 
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Figure 2: Process Model for Developing Graduate Employability 

Stage 1: Induction and Employability Assessment 

To commence the process for facilitating students to design a personalised employability 
development program, students complete an induction workshop or online module. The purpose of 
the induction is to explain to students how the program operates, what they are expected to do to 
achieve the employability award, and the expected benefits for participation. It is also recommended 
that the induction includes information to define employability and how this differs from employment. 

For the employability assessment, students are invited to complete a battery of measures. Table 2 
includes a list of exemplar assessments across the four components of the career adaptation model. 
These include measures of dispositional employability (Fugate & Kinicki, 2008), graduate capitals 
(Tomlinson et al., 2021), generic skills or institutional graduate attributes, and personality (Open-
Source Psychometrics Project, 2019). Those responsible for designing an employability award, will 
need to select measures that are appropriate to use with the participants, are relevant, and will not 
take too long to complete. Once students have completed the assessment, they can then commence 
the career planning phase. 

Stage 2: Career Planning 

Career planning is the process of exploring and making career decisions. It is an ongoing process that 
acknowledges the non-linearity of career development (Pryor & Bright, 2011). As part of an 
employability award, career planning can be used to support students to identify opportunities to 
develop graduate capitals, gain experiences, and explore occupations and industries. 

Having completed the employability assessment in stage 1, students then attend a career planning 
workshop. In this workshop, a career development practitioner or educator commences with 
providing students information about the battery of tests they completed and instructions on 
interpretation of their scores. Whiston et al. (2017) found that group test interpretation to be 
moderately effective in supporting career decisions. The group interpretation of test results should 
take a strengths-based approach (Littman-Ovadia et al., 2014) to acknowledge the knowledge, skills, 
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and other attributes the students already have developed. The focus then will be on students 
reflecting on areas of development they wish to focus. 

Next, the educator facilitates a process for students to identify strategies to further develop their 
employability. A list of activities and programs that the university recognises through the 
employability award is recommended to be supplied to students at this point. Either individually or in 
small groups, students identify which of those activities could support their employability 
development needs. From here, students write down their employability development strategy, or 
where appropriate, sign up to programs and activities available in the employability award. Written 
activities are a critical ingredient in successful career choice interventions, particularly when students 
are required to write goals identifying actions to take  (Brown et al., 2003). For curriculum-based 
classes, an employability plan or reflective essay could be used as an assessment task, motivating 
students to engage more deeply in the activity, and benefitting from feedback from the educator 
(Brown, Healy, Lexis, et al., 2019). 

Stage 3: Participation in Developmental Activities 

In supporting students to select activities to complete in their personalised employability award 
program, it is important to provide students with information as to the expected benefits from 
engagement in career adaptive behaviours. It should be emphasised that these activities, in most 
instances, do not directly lead to gaining employment, but they support development of 
employability, accumulation of knowledge about potential career options, building social networks, 
and increasing confidence to search for and obtain employment. Table 2 lists suggested 
developmental activities linked to the four components of the career adaptation model and are 
expanded on in this section. 

Adaptivity includes psychosocial resources and individual traits such as human, social, and 
psychological capital (Hirschi et al., 2015; Rudolph, Lavigne, Katz, et al., 2017). In considering activities 
for students to engage in that will further develop these resources, there is evidence in the literature 
that extra-curricular activities and employability-focused curricula support the development of 
human, social, and psychological capital. For example, internships have been found to enhance career 
resources and employability through changes in career identity, self-efficacy, competencies, and skills 
(Inceoglu et al., 2019). Volunteering has been found to develop self-confidence, leadership and 
interpersonal skills (Clark et al., 2015), and on-campus employer events can help students to develop 
social networks (Bridgstock, 2019; Bridgstock et al., 2019). Psychological capital interventions have 
been studied over the past 15 years and have been found to increase psychological capital, although 
the effect sizes are modest (Salanova & Ortega-Maldonado, 2019). 
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Table 2: Measures of Career Adaptation Factors and Related Developmental Activities 

 

Career adaptability has been found to be enhanced through engagement in career exploration 
activities (Johnston, 2018). Career exploration activities are an important set of career adaptive 
behaviours that involve information-gathering about the environment and the self. Activities that are 
commonly delivered by university careers services or included in the curriculum that aid in career 
exploration include: attending guest talks by industry professionals, career fairs, careers and 
employability learning, career counselling, and engaging in internships and volunteering (Bridgstock, 
2019; Brown, Healy, Lexis, et al., 2019; Dean et al., 2022). These activities can increase occupational 
knowledge, optimism, curiosity, and personal agency (Jiang, 2017; Rottinghaus & Eshelman, 2015). 

Jiang (2017) notes that career exploration involves different tasks across the lifespan. For young adults 
in universities, career exploration is about developing a career identity, firming occupation choices, 
and making the transition from university to work. Established adults in universities might use career 
exploration for making occupational and job changes. Praskova et al. (2015) found that young adults 
who engaged more in career exploration and career planning activities had clearer career identities, 
which led to reduced career uncertainty, anxiety, and career distress. However, Praskova and 
colleagues found that ongoing career exploration has the potential to increase uncertainty, stress, and 
anxiety for those without clear a career identity. These findings emphasise the importance for 
university students to make informed choices about the type of career exploration activities that 
would be beneficial. 

Measures  Developmental Activities 
Adaptivity 
Dispositional Measure of Employability (Fugate & 
Kinicki, 2008) 
Graduate Capitals Scale (Tomlinson et al., 2021) 
Generic skills or institutional graduate attributes 
Personality (Open-Source Psychometrics Project, 
2019) 

Activities to develop graduate capitals 
Internships or work integrated learning 
Volunteering 
Service learning 
Employment 
Entrepreneurship programs, hackathons 
Psychological capital interventions 

Adaptability  
Career AdaptAbilities Scale (Savickas & Porfeli, 
2012) 
Career Futures Inventory-Revised (Rottinghaus et 
al., 2012) 

Activities to engage in career exploration  
Industry talks 
Career fairs 
Field trips 
Informational interviewing 
Labour market research 
Career counselling 
Mentoring programs 
Virtual internships 

Adapting 
Job Search Self-Efficacy (Saks et al., 2015) 
Student Career Construction Inventory (Savickas et 
al., 2018) 
Career Exploration and Decision Learning 
Experiences (Lent et al., 2017) 
Proactive Career Behaviour (Strauss et al., 2012) 

Activities that facilitate proactive career behaviour 
Career development learning  
Applying for internships, volunteering opportunities, 
employment 
Networking 
Making decisions about study (e.g., Selecting majors 
and electives, applying for postgraduate courses) 

Adaptation 
Employment or graduate destinations (Social 
Research Centre, 2020) 
Course satisfaction (Griffin et al., 2003) 
Life satisfaction (Santilli et al., 2017) 
Career satisfaction (Rothwell & Arnold, 2007) 
Perceived employability (Rothwell et al., 2008) 
Career identity (Rottinghaus et al., 2005; Wendling 
& Sagas, 2022) 

Activities to reflect on outcomes 
Written activities documenting skill development 
Job interview preparation 
Updating CV/resume 
Reflective essays 
ePortfolios 
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Activities to support engagement in adapting responses, or proactive career behaviour, include 
careers and employability learning, applying for internships, volunteering, and employment 
opportunities, and help- and information-seeking behaviours. Careers and employability learning 
(e.g., resume writing, job search strategies, interviews), support increasing students’ job search self-
efficacy, and engagement in job search behaviour (Watts, 2006). Applying for internships, 
volunteering opportunities, part-time employment are strategies to engage students in those 
activities, and in addition, aid confidence through known sources of self-efficacy (e.g., mastery 
experiences, feedback) (Lent et al., 2017). Other activities, such as making decisions about study (e.g., 
selecting majors and electives, applying for postgraduate courses), mentoring programs, and career 
counselling (group or individual), can support students’ career decidedness and career identity 
achievement. 

Finally, adaptation, or outcomes of engaging in the employability award can be explored through 
activities to document skill development, prepare job application documentation, and reflect on 
learning through ePorfolios and other reflective practices. This forms the final stage of the process 
model and is discussed in the next section. 

Stage 4: Reflection on Employability Outcomes 

The final stage of the process model to develop employability is a reflection on employability 
outcomes, utilising data obtained through qualitative and quantitative sources. Ideally, this process 
should be facilitated by a career development practitioner or educator; however, a well-designed 
workbook or assignment could step students through the reflection process. 

The first part of the reflection is for students to write descriptions of the activities completed and 
identify key knowledge, skills, and other learning outcomes from those activities. This qualitative 
reflection on gains from the experience is important for students to articulate this value in various 
parts of the recruitment process (e.g., including descriptions of extra-curricular activities in resumes, 
responding to behavioural questions in job interviews). Tomasson Goodwin et al. (2019) taught 
university students to articulate employability skills using the STAR technique and found that the 
experimental group were better able to articulate employability skills than the control group. To 
extend this reflection, workshop activities where students share their insights into learning gains from 
the development activities can increase social learning, which is a source of self-efficacy (Lent et al., 
2017). 

Next, a quantitative component can be added. Students would complete the measures outlined in the 
section on Employability Assessment, so as to obtain a comparison of scores from the start to end of 
the employability award program. A facilitated discussion will assist students to identify the subscales 
where scores increased or decreased after completing the development activities, and to understand 
the significance of those changes in terms of magnitude and direction, and consideration of the 
attribution of those changes, such as increased knowledge resulting in more realistic self-perceptions 
of employability. Other employability outcome measures that could be utilised include self-perceived 
employability (Rothwell et al., 2008), employability capital (Tomlinson et al., 2021), and engagement 
in career adaptive behaviours (Savickas et al., 2018). 

Through the reflection on their engagement in development activities, students will be able to make 
decisions about further engagement in lifelong learning processes to continue the development of 
employability and achievement and maintenance of employment. 

Conclusion 

Employability award programs are popular devices within universities, particularly in the United 
Kingdom and Australia, for the dual purpose of engaging students in activities to develop their 
employability and consequently improve institutional graduate employment outcomes. However, 
employability award programs are largely a collection of the types of co- and extra-curricular activities 
that students have been engaging in for decades. The programs are designed in absence of theory, 
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and beyond setting rules on the minimum number of activities or skills to be developed, do not provide 
students with adequate guidance on which activities within an award program will assist them to 
achieve their personal development needs or goals. 

Informed by dispositional employability (Fugate et al., 2004; Fugate & Kinicki, 2008) and career 
construction theory (Savickas, 2005, 2013), this paper outlined a process model for developing student 
employability that addresses the shortcomings of universities’ current approach to facilitating student 
employability development. The design of this process model enables students to personalise their 
employability award program, to more easily identify activities that support their unique needs, 
strengths, and career aspirations. The first stage inducts students into the program and enables 
students to understand their current level of employability through completion of quantitative 
measures of human, social and psychological capitals (Fugate & Kinicki, 2008). This assessment 
enables students to enter the next stage of the process, career planning, where they can personalise 
their employability program through selecting activities that are relevant to their development needs. 
After completion of the employability award program, students engage in a guided process to 
document and reflect on their learning gains. 

Although the focus of this process model is on the design of employability award programs, the model 
could be applied in other contexts, such as secondary schools, vocational education, and workforce 
development. Indeed, employability has been well researched in workplace settings (De Vos et al., 
2017; Forrier et al., 2015; Fugate & Kinicki, 2008; Spurk et al., 2016), with implications on how 
employability supports lifelong career management and transitions to new jobs. 

For educators and career practitioners, the design of the program builds in a structured approach to 
evaluate the effectiveness of each stage of the process model in developing student employability. 
Existing employability award programs could be reconfigured to be aligned with the process model. 
There is a need to conduct more longitudinal research to test the career adaptation model (Rudolph, 
Lavigne, Katz, et al., 2017). Employability award programs provide opportunities to conduct such 
research, as researchers could compare changes in subjective career success and satisfaction 
measures, career identity, perceived employability, between program participants and non-
participants over several semesters. 
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