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[bookmark: _Toc96507041]Abstract

Research highlights the importance of soft skills in work, while employer surveys document a graduate soft skills gap to be addressed.  The Irish Business and Employers Confederation (IBEC) has called for employability skills to be embedded in the fabric of the education system across all disciplines (2018).  However, research into the development of graduate soft skills remains relatively sparse.  Framed by the CareerEDGE model of graduate employability, we developed and piloted workshops in socio-emotional skills for work in collaboration with employers in discipline-specific workshops for near graduates at Technological University Dublin. In particular, we aimed to assess the impact of close collaboration with employers in the development and delivery of the five-week module for students in five different disciplines, partially replicating and extending previous research (Jameson, 2019). This applied research was conducted over 12 months: it included an online employer survey (n=128), employer interviews (n=21), and a tailored module in socio-emotional skills for work for near graduates, (n=24), which culminated in a mock competency-based interview with a relevant employer.  Using a pre/post-test design, statistically significant increased scores were found for participants, on average, on the CareerEDGE Employability Development Profile (+12.3%) (Dacre Pool, Qualter & Sewell, 2014) and the Trait Emotional Intelligence questionnaire (+6.4%) (Petrides, 2014). Furthermore, 70% of the students were deemed eligible to be hired, an increase from 58% found in previous research (Jameson, 2019).  Small participant numbers notwithstanding, this suggests that employer collaboration in delivering graduate employability interventions can make them more effective and merits further research.

This report outlines the findings of this project, as well as compiling all the background documents used in the research along with a facilitation guide for the SES4Work module.

This module was developed and piloted under the Transformative Student-Centred Learning Record (Transform Edu) Work Stream 3.2: Social & Emotional Skills and Work Readiness. Transform-Edu is sponsored by the Higher Education Authority of Ireland under the Innovation and Transformation Programme 2018. 
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[bookmark: _Toc96507042]Background

Research continues to highlight the importance of people skills for occupational success as well as the graduate skill gaps identified by employers (Succi & Canovi, 2020).  Deloitte Access Economics forecasts that ‘soft skill-intensive occupations will account for two-thirds of all jobs by 2030, compared to half of all jobs in 2000’ (2017, p. 6), while the Future of Jobs report found self-management and working with people to be among the top five increasingly important skills (World Economic Forum, 2020).  
[bookmark: _Hlk95749631]In Ireland, surveys of employers confirm the existence of this skills gap and the need to address it.  The Irish Business and Employers Confederation (IBEC) has called for employability skills to be embedded in the fabric of the education system across all disciplines to build resilience in rapidly changing labour markets and to support graduates navigating through career phases (IBEC, 2021b).  Despite this, research into how such skills can be developed in Ireland is relatively sparse.
[bookmark: _Hlk95749704]A range of approaches to developing such skills has been proposed, from programmes embedded in the core curriculum (Harvey, Kilmartin, Kavanagh & O'Connor, 2015), and complementary co-curricular interventions (Dacre-Pool, 2017), to a wide range of extra-curricular activities, such as volunteering or sports, and work integrated learning or paid work (Jackson & Bridgstock, 2020).  At Technological University Dublin (TU Dublin), the Transformative Student-Centred Learning Record Project (Transform-EDU) seeks to develop and pilot an innovative approach to learning, integrating elements of structured programmes with co- and extra-curricular events to support students to develop 21st century graduate profiles.  As part of Transform-Edu, we piloted workshops in socio-emotional skills for graduate employability in collaboration with employers in a discipline-specific work readiness module.
[bookmark: _Hlk95750003]We explored the impact of close collaboration with employers in the development and delivery of the module for students in five different disciplines at TU Dublin, partially replicating and extending previous doctoral research with engineering students in 2015-2016 (Jameson, 2019).  In particular, we aimed to ascertain the impact of employer involvement in workshop delivery on student outcomes in terms of success at interview and improved scores on measures of emotional intelligence (EI) and graduate employability.  Ultimately, we hope to develop a template for employability workshops, which lecturers could incorporate in discipline-specific professional development modules to scale up to university-wide delivery. 
[bookmark: _Toc96507043]Research aims and questions
The main aim of this research was to develop and pilot a module to enhance graduate employability by harnessing employer involvement in developing workshops in Socio-Emotional Skills for Work (SES4Work). The key research questions were:
1. How likely are Irish employers to hire TU Dublin final year undergraduate students based on the level of social and emotional skills they demonstrate at mock interviews?
2. [bookmark: _Hlk94712360]Does the provision of employability workshops to final year TU Dublin university students lead, on average, to increased scores on the following validated instruments: 
a. Trait Emotional Intelligence Questionnaire (Petrides, 2014), and 
b. CareerEdge Employability Development Profile (Dacre-Pool et al., 2014)?
3. How does employer engagement in the delivery of work readiness workshops impact students and employers?

To answer these questions, this research took a pragmatic mixed methods approach. It combined positivist quantitative tools, using online surveys and validated psychological measures, alongside qualitative tools, such as semi-structured interviews and focus groups to gain deeper insights, using reflexive thematic analysis within a social constructivist paradigm (Braun & Clarke, 2006, 2021).   ‘In mixed methods, value accrues from both qualitative findings and quantitative results, and the integration of the two in a thoughtful way leads to greater mining of the data and enhanced insights’ (Levitt, Bamberg, Creswell, & Frost et al., 2018, p. 38). 
[bookmark: _Toc96507044]The CareerEDGE model
As a framework for this study in graduate employability, we adopted the CareerEDGE model, first proposed by Dacre-Pool and Sewell (2007), which explicitly introduced emotional intelligence (EI)  as a discrete category, separate from generic skills, such as problem solving and critical thinking.  In this model, employability is defined as ‘Having a set of skills, knowledge, understanding and personal attributes that make a person more likely to choose and secure occupations in which they can be satisfied and successful’ (Dacre-Pool & Sewell, 2007, p. 280).

This sustainable employability model proposes a multi-layered path to enhanced self-perceived employability (Dacre-Pool, 2013), which has been linked to career satisfaction (Dacre Pool & Qualter, 2013).  It is a comprehensive model of employability, recognising generic skills, attributes, and experience, alongside students’ area of study and emotional intelligence, and aims to develop self-confidence, self-esteem and self-efficacy, thus enhancing self-perceptions of employability (Tymon, Harrison & Batistic, 2020).
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Figure 1: The CareerEDGE Model and the Importance of Emotional Intelligence, Dacre-Pool, 2017. 

Based on this model (see figure 1), Dacre-Pool designed a teaching intervention focused on emotional intelligence, which increased EI in a group of undergraduates from various disciplines, and improved their employability as a result of increased self-efficacy (Dacre Pool & Qualter, 2012, 2013).  Subsequently, the CareerEDGE Employability Development Profile (EDP) was validated as a developmental tool for students and as a measurement tool for use in the design, implementation, and evaluation of employability interventions (Dacre-Pool, Qaulter & Sewell, 2014).
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Description automatically generated]The EDP is a diagnostic self-report questionnaire in which students rate themselves on different aspects of employability (See figure 2).  In total, students are asked to respond to 28 items on a seven-point scale, ranging from strongly disagree (1)  to strongly agree (7).  This self-report tool is meant to stimulate reflection: a score of four or lower on an item suggests an area which needs work.   Figure 2 Structure and Scoring of the Employability Development Profile questionnaire. © Peter Sewell & Lorraine Dacre Pool, 2010.

                                                   
The first five items map self-awareness in relation to career, the next two items examine work-relevant experience and ability to articulate its value, followed by two items measuring satisfaction with academic performance.  Sixteen items are drawn from research into the skills employers expect, including communication skills, and finally there are three items on emotional intelligence (Mayer & Salovey, 1997).   Students are then asked to reflect on their scores by giving examples of their strengths (areas where they scored 6-7) and by considering what to do about areas where they scored four or less.  This tool is a useful starting point in developing student employability.














[bookmark: _Toc96507046]Methodology
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[bookmark: _Hlk95750120]This applied educational research pilot was conducted over 12 months, 2021-2022, in four phases, as illustrated in figure 3. The focus of this research was increasing graduate employability across a range of disciplines. There was a specific emphasis on collaboration with employers, who supported workshop design in phase 1, and joined in workshop co-delivery and conducted mock competency-based interviews for ‘real jobs’ in phase 3.Figure 3 Socio-Emotional Skills for Work: Research Design

[bookmark: _Toc96507045][bookmark: _Toc96507047]Emotional Intelligence
Since the emergence of Emotional Intelligence (EI) as a construct with various underlying models (Bar-On, 2006; Boyatzis & Goleman, 2007; Petrides, Pita, & Kokkinaki, 2007), research has consistently shown that occupational success is linked to EI, (O’Boyle, Humphrey, Pollack, Hawver, et al., 2011) as is academic attainment (MacCann et al., 2019) and job satisfaction (Schutte & Loi, 2014).  Consequently, some universities offer EI coaching programmes to students to increase academic performance (Carthy, McCann, McGilloway & McGuinness, 2013).

For this study in socio-emotional skills in the workplace, the Trait Emotional Intelligence Questionnaire (TEIQue),  a self-report instrument (Petrides, 2014), was employed in a pre/post research design to assess final year students’ levels of EI.  Trait emotional intelligence (or trait emotional self-efficacy) concerns our perceptions of our emotional abilities, that is, how good we believe we are at understanding, regulating, and expressing emotions in order to adapt to our environment and maintain well-being (Petrides, Mikolajczak, Mavroveli, Sanchez-Ruiz, et al., 2016).  

Experiential Learning 
The SES4Work module was designed to maximise tailored experiential learning, since previous research demonstrated that tailored EI coaching was more effective than generic coaching in terms of improving graduate employability (Jameson, 2019).  The experiential learning cycle is a four-step learning process: Experience – Reflect – Think – Act, in which the initial experience provides the impetus to deeper learning (Kolb, 2014).  To enable this, interactive workshops were developed, with hands-on experiences, which would lead, it was hoped, to reflection, personal insights, and deep level learning (Laevers, 2015).  

Authentic Assessment
Authentic assessment has emerged as a particular characteristic of employability in many disciplines (Rees, 2019), as industry increasingly seeks work-ready graduates.  While authenticity exists on a continuum, this module incorporated several key principles (Harvey & Dodd, 2021).  Realism was built in through close collaboration with employers in designing the workshops, delivering workshop talks, and conducting mock online interviews, which were as close as possible to current Human Resource (HR) practice in each specific discipline.  Furthermore, the module engaged learners in metacognitive learning, as they assessed each other’s performance in roleplaying real-life interview tasks, such as ‘Tell me about yourself.’  The final assessment was itself a key learning experience, as students were invited to mock competency-based interviews with employers in their field of study, and provided direct feedback on strengths and areas to improve (Ashford-Rowe Herrington, & Brown, 2014).   Whether or not a student was ‘hired’ also supplied a direct measure of the module’s 
effectiveness for the research project.

Ethical considerations
This research was approved by the Ethics Committee of TU Dublin in accordance with its policies and procedures. To facilitate informed consent to participate or withdraw at any stage, all participants were given complete and accurate information, with an opportunity to ask questions in person or by email, before signing an e-consent form.  Anonymity and confidentiality were guaranteed regarding any information disclosed, and all data have been anonymised for use in publications.
Collaboration with employers
Employers were consulted via an online survey (n = 128) and follow-up interviews (n = 21) regarding the specific socio-emotional skills required in five employment sectors, namely: 1. Engineering,  2. Professional services, 3. Human health, social work, and education; 4. IT and digital media; and 5. Manufacturing and pharmaceuticals.  After the initial survey, employers willing to participate further were interviewed online in order to inform the customisation of the discipline-specific work readiness modules (See Appendix 1 for survey and interview questions).

Online survey of employers
Engagement with employers began with an online survey of employers in Ireland, aiming to determine the socio-emotional skills (SES) most prized in different sectors, and employers’ ratings of graduate SES, replicating a previous survey conducted in 2015 (Jameson, 2019).  In addition, employers were asked about the impact of COVID-19 restrictions on employees’ socio-emotional well-being,  their effect on new graduates’ recruitment, on-boarding, and training, as well as the possible impact on work practices long-term.  Finally, employers were asked to participate further in the delivery of SES workshops in the upcoming semester.

Microsoft Forms© was used to create the 24-question online survey, which most respondents completed in under 10 minutes (See Appendix 1). It included a mix of Likert-scale questions with some open-ended free-text questions. Reponses came from 1) businesses connected to the Careers Centre at TU Dublin (n=50, 39%) and 2) social media links on Twitter and LinkedIn, including a week-long advertising campaign (n=78, 61%). There were 128 valid responses in total: Engineering (n=30, 23.4%), Human health, social work, and education (n=17, 13.3%), IT and digital media (n=20, 15.6%), Manufacturing and pharmaceuticals (n=17, 13.4%), and Professional services (n=44, 34.4%).  

The key questions centred on the soft skills gap.  Employers were given a list of ten social and emotional competencies drawn from the Emotional Competence Framework proposed by Goleman (1998), with abbreviated definitions of each competency and asked to rate the importance of each skill in their workplace and the extent to which they believe graduates currently display each skill.  These were: (1) emotional self-awareness (recognising own emotions and impact), (2) emotional self-control (holding disruptive emotions in check), (3) initiative (ready to act on opportunities), (4) motivation (being goal oriented), (5) adaptability (flexible, open to change), (6) positive outlook (resilient, persistent despite setbacks), (7) empathy (understanding other's feelings & perspectives), (8) communication (listening openly, sending clear messages), (9) conflict management (negotiating and resolving disagreements) and (10) teamwork (working with others towards shared goals).  



Survey findings
Employers were first asked to rate each socio-emotional skill in terms of its importance to their workplace, on a 5-point scale from ‘very important’ to ‘not important at all’.  Figure 4 presents a breakdown of means in terms of the importance of SES across the five sectors.  Similar to previous research, results indicated that 93.3% of employers (n=119) deemed all ten competencies as being either ‘very important’ or ‘important’.

Notably, the pattern of socio-emotional skills rated important differed by sector. For example, on average, communication (m = 3.9), teamwork (m = 3.7) and motivation (m = 3.7) were rated most important for professional services, while for those working in human health, social care and education, the most highly rated skills were communication (m = 3.7), adaptability (m = 3.6), empathy (m = 3.6) and emotional self-control (m = 3.6).  These differences informed the development of the workshops.
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Figure 4 The Importance of Socio-Emotional Skills: Mean Ratings by Sector
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Description automatically generated with medium confidence]Having rated the importance of SES, employers were then asked to rate the typical level of competence demonstrated by new graduates starting work, on a 5-point scale from ‘excellent’ to ‘poor’ (See figure 5).  Mirroring findings by Jameson (2019), highest ratings were found for ‘teamwork,’ ‘motivation’, and ‘adaptability’, while communication skills were rated lower.                                                                          Figure 5 Graduate Socio-Emotional Skills: Mean Ratings by Sector


Interestingly, ratings for graduate SES were noticeably lower than the importance ratings across all five sectors, and the pattern differed also.  For example, the social competency rated most important at work was communication, with an average rating of 3.81, but employer rating of graduate skills in this area was just 2.56 on average, coming in fourth place overall.  This suggested that communication was a key area that needed attention in the planned workshops.

Survey commentary also suggested that many companies intend to keep some of the workplace innovations in response to Covid-19 restrictions.  For example, interviews, and in particular first interviews, would be most likely conducted online.  Even though 35 respondents (27%) expected no change to previous practice, the remainder anticipated changes and further challenges in implementing new approaches.  Finally, survey respondents were predominantly willing to engage further in this research (84, 65%): to be consulted (43, 36%), to give a talk (19, 15%), or to conduct mock competency-based interviews (22, 17%).
  


Online interviews with employers
Ultimately, 21 employers completed a 20–40-minute consultation interview online, and one gave written feedback.  Employers were asked to illustrate the predominant SES in their workplaces and provide typical scenarios, which they believed new graduates found challenging. In addition, employers described in-house recruitment and interview procedures,  the induction process for new graduates, and the impact of online recruitment, training and working during COVID-19 restrictions.  Finally, employers gave suggestions for effective work readiness workshops.  

Employers were also asked to participate in co-delivery by giving a talk on SES in their workplace or conducting a mock competency based ‘first interview’ with final year students.  Ultimately, 17 employers agreed to further involvement and 14 employers actually participated in delivering workshops and conducting interviews
 
All data gathered during these interviews were analysed using NVivo12Plus® to support reflexive thematic analysis, ‘during which analytic strategies remained open to unexpected processes and patterns while focussing on project-specific topics’  (Weisner, 2014, p. 167).  Patterns were identified through close, iterative listening, reading, and observation of response patterns, guided by project-specific questions.

Employer insights into graduate socio-emotional skills 

Employers were genuinely interested in developing graduates’ socio-emotional skills for work, particularly as this might make the induction process smoother and generate more effective work patterns. ‘I do appreciate helping at that stage because it makes my life easier. When they do turn up… I'm not going to waste my time as much.’ (Employer11).

Engineering employers (n = 5) found graduate engineers reasonably proficient in teamwork, being self-driven in managing their own project work, while contributing to the team.  Communication skills, however, were generally considered less well-developed or inadequate, particularly in communicating and building rapport with external clients.

For IT employers (n=5), ‘Communication across the board is extremely important and teamwork because the technology teams work in Agile, so they have to interact and engage’ (Employer20).  Agile project management involves working in small interdisciplinary teams of varied levels of experience who must interact frequently, with concerted team efforts to meet short-term, fortnightly targets, and daily brief stand-up meetings for collaboration. New IT graduates could find this style of communication and interaction challenging.

	“As a general rule, our company will seek to hire for motivation, adaptability, initiative and EI traits which will allow graduates thrive in a team environment.” (Employer22)


 Pharmaceutical and manufacturing employers (n=5) understood teamwork quite differently: ‘the ability for graduates to fit seamlessly into our tiered meeting/team structure, where collaboration is paramount, cannot be overstated.’ (Employer22). The long shifts and close contact interactions make teamwork the key skill in this high performance environment, vital to maintaining safety and quality standards.

Communication and teamwork were also rated as the most important SE skills by employers in professional services (n = 4), coupled with empathy for clients’ perspectives, seen in their ability ‘to explain complex matters in layperson’s terms, and actually being able to talk to the person in their language and their preferred method of conversation’ (Employer10). 
 
However, in the caring professions (n=3), communication takes on a very different meaning. ‘And so very soon your world of communication is very deep, actually…Like if you're talking to somebody who's acutely psychotic... you have to be present’ (Employer5).  Graduates must bring their whole selves to the job if they are to work with vulnerable adults or very young children, and in such people-centred disciplines, adaptability is a necessity in fluid, unpredictable environments. (See Appendix 2 Employer Perspectives for more details.)
[bookmark: _Toc96507048]Design of pilot module
These findings supported the creation of workshops, which aimed to increase student self-awareness and understanding of the role of socio-emotional skills in their discipline.  Four 90-minute workshops were designed, culminating in a 30-minute mock competency-based interview with direct feedback for the student in the fifth session.  Based on employer input, the topics covered were: 1) effective teamwork, 2) empathy and oral communication, 3) focused preparation of Curriculum Vitae (CVs) and cover letters, and 4) preparation for interview. (See Appendix 2 for the SES4Work Facilitation Guide).

Each workshop was as interactive as possible including activities to stimulate personal reflection.  For example, in effective teamwork, small groups of students engaged in either building a balloon tower (in person) or escaping from a virtual escape room (online).   In preparing for interview, students had to role-play an interview panel member, with a typical scoring sheet, or that of an interviewee, who had applied for a specific role.  This involved exercising cognitive empathy, which was also applied when reading and analysing job advertisements, seeking to understand employers’ rationale in role descriptions, in order to respond by focussing their CV and writing an attractive cover letter.  

Depending on the findings from the employer consultation, different SES were emphasised with each student group, using  scenarios provided by employers adapted for  in roleplays and case studies.  While reflecting on their experience of teamwork or communication – in college, in part-time work, in sports and volunteering – students also learned to communicate their SES in the form of STAR (Situation, Task, Action, Result) stories, with peer feedback helping to sharpen and clarify them.  Finally, students used brief focussed times of brainwriting (brainstorming in writing) on their purpose, personality, values, and vision in preparation for the dreaded interview question: ‘Tell me about yourself?’. This was also incorporated into their CVs and cover letters

Two of the workshops incorporated direct employer input, which took the form of ‘fireside chats’ as suggested by one employer.  These focussed mainly on what employers look for in terms of SES and represented real career learning development as students became aware of opportunities and the transition that lay ahead of them.  The informal format meant students could ask any question they wanted of an employer in their field.  One employer brought in sample competency-based interview questions, and another introduced their graduate programme, including the range of roles on offer; a standard scoring sheet for a video interview was also procured. (See figure 6)
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Description automatically generated]For the final mock competency-based interview, students were given advertisements for current or recent roles in the companies of employer-interviewers. They could choose their preferred role, and then send in an appropriate CV and cover letter prior to the interview. 

The interviews were conducted online, as the predominant mode for a first interview identified in the survey.  A researcher involved in this study acted as another member of the ‘interview panel’, which focused on competency-based questions typically asked in a HR interview.  It was assumed that the student had the required technical skills or qualifications to be called for interview.

At the end of a 15-minute interview, students left the ‘room’ for five minutes while the interviewers agreed the ratings and feedback to be given.  The student then returned for the last 10 minutes to receive this feedback, which was subsequently emailed to the student.  In addition, the employer informed the research team whether or not they would ‘get hired’ on the basis of the interview, all other things being equal.  Students were not told of this outcome but did receive direct feedback on their performance: particular strengths and areas to improve.Figure 6 Video Interview Feedback Form

[bookmark: _Toc96507049]Student recruitment and workshop delivery
The pilot workshops for final year students were extra-curricular and formally unaccredited, although recognition was available in a supplementary transcript which each student could receive.  Two iterations of the work readiness module were offered at the start of the academic semester with a further three iterations offered towards the end of the semester.

Student recruitment started with direct engagement on the first two campuses where the module was offered two weeks prior to the start of the workshops.  It quickly became evident that recruitment would be challenging because of unavoidable timetable clashes due to COVID-19 restrictions.   As a result, we had to shelve an original plan to have a control group class who would be offered a module in Professional Communication and instead we aimed to recruit up to 12 students for each work readiness module.  There were 20 registrations for the first round of recruitment, with eight completing the programme.

In the second round of recruitment, we liaised with lecturers three weeks before workshops commenced to schedule the most suitable time and gain their assistance in promoting the module. As a result, recruitment was somewhat more successful: 31 registrations and 16 module completions.  This led to the creation of a group in Early Childhood Education; however, with the reintroduction of online classes due to COVID-19, rescheduling meant the Pharmaceutical group (n=8) had to be cancelled. 

Students registered for the workshops online, using Microsoft Forms© to complete pre-testing on the TEIque and the CareerEDGE Employability Development Profile (EDP).   The module was delivered over five weeks in groups ranging from 3-12 students in a mix of formats: in-person (two groups), hybrid (two groups) and online (one group).  Small, intimate groups meant that students could interact freely, allowing coachable moments to arise, which facilitators could address. However, time pressure of final year assignments led to patchy attendance at times, and the omission of assignments for participants outside of the scheduled workshops.  In order to complete the programme, students had to attend four out of five sessions, including the final interview with an employer: 24 students completed the module.
[bookmark: _Toc96507050]Project evaluation
In order to gain a certificate of achievement, students were asked to complete a brief evaluation of the module consisting of 12 questions, a mixture of Likert scales and open ended questions. In addition, they completed post-testing on the TEIque and EDP.  Employers who took part in fireside chats or conducted interviews were also invited to attend a focus group or complete a feedback form: four employers responded. 

[bookmark: _Toc96507051]Findings
Students from five sectors participated in the SES4Work workshops.  Due to logistical issues, the range of disciplines from which students were drawn differed somewhat from those used in the employer consultation.  Human health, social work and education was divided into two groups: social care, and early childhood education, while the pharmaceuticals and manufacturing group had to be cancelled entirely. 
[bookmark: _Toc96507052]Student ‘hires’
To address our first research question (‘How likely are Irish employers to hire TU Dublin final year undergraduate students based on the level of social and emotional skills they demonstrate at mock interviews?’) employers conducted interviews, at the end of which they informed the research team whether or not the student was hired.  There were 24 students who underwent a 30-minute mock competency based interview with feedback online in the final session of the module.
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Description automatically generated with medium confidence]Interview outcomes show that 70% (n=17) of students were successful at interview, while 30% (n=7) were not.  Four employers even took the further step of inviting students to connect further at the end of their degree. 
[bookmark: _Hlk94184366]All the engineering (n=5) and social care candidates (n=3) were deemed eligible to be hired, while  57%  (n=4) of IT and 66% (n=4) of Early childhood education students were also deemed employable.  Only one of the three business students were hired; the other two candidates were Erasmus students and non-native speakers of English, whose linguistic skills proved insufficient to be deemed eligible for employment.  Figure 7 Outcomes from Mock Competency-Based Interviews by Discipline


While the numbers are admittedly small, this 70% (n=17) success rate is a significant increase on the results from a previous study (Jameson, 2019), which offered mock competency-based interviews to final year engineering students: 58% were hired of the experimental group, which received tailored EI group coaching, while only 40% were hired of the control group who received a generic EI coaching module.  It is possible that this increase is due to the greater level of employer collaboration in our tailored workshops.
[bookmark: _Toc96507053][bookmark: _GoBack]Increased scores on TEIque and CareerEDGE 
[bookmark: _Hlk94787593]The second research question aimed to generate quantitative measures of the module’s impact: ‘Would provision of employability workshops to final year TU Dublin university students lead, on average, to increased scores on the TEIque and the CareerEDGE Employability Development Profile (EDP)?’  

Using a pre/post-test design, all participants completed the tests in the two week period before the workshops started, and then completed them again within a week of finishing the module.  It should be noted that participants took the post-tests whilst in the midst of completing end of semester assignments and examinations.  Unfortunately, two candidates completed post-testing a month later and therefore had to be excluded, leaving a sample of 22 pre/post-tests. This small number means that our analysis can offer no more than indicative results, which cannot be generalised to the wider student population.

Results revealed statistically significant improved scores for total EI, self-esteem, motivation, social awareness, emotion management, optimism and the wellbeing and sociability factors.  However,  there were no statistically significant differences between pre and post-test scores for emotion expression, emotion regulation, happiness, empathy, impulse control, emotion perception index, stress management, emotion management, relationships, adaptability, assertiveness or the self-control and emotionality factors. 

Table 1 presents the average scores, standard deviations, and standard errors of the mean for pre and post scores for total EI, the four factors and fifteen facets of the TEIQue.  Dependent t tests were conducted for each of these, and statistically significant results are presented in Table 2.  Effect sizes (Cohen’s D) were also calculated. 















Table 1 Pre/Post-Test Average, Standard Deviation, and Standard Errors for Total EI, all Factors and Facets In TEIque

	DOMAIN
	MEASUREMENT
	PRE-TEST
	POST-TEST
	
	DOMAIN
	MEASUREMENT
	PRE-TEST
	POST-TEST

	Total EI
	Average Score
	4.89
	5.19
	
	Stress management
	Average Score
	4.2
	4.48

	
	Standard Deviation
	.58
	.55
	
	
	Standard Deviation
	.9
	1.11

	
	Standard Error
	.12
	.12
	
	
	Standard Error
	.19
	.24

	Self esteem
	Average Score
	4.89
	5.4
	
	Emotion management
	Average Score
	4.5
	4.94

	
	Standard Deviation
	1.2
	.9
	
	
	Standard Deviation
	.98
	.92

	
	Standard Error
	.26
	.19
	
	
	Standard Error
	.21
	.2

	Emotion expression
	Average Score
	5.05
	5.35
	
	Optimism
	Average Score
	5.27
	5.66

	
	Standard Deviation
	1.42
	1.15
	
	
	Standard Deviation
	.89
	.89

	
	Standard Error
	.3
	.24
	
	
	Standard Error
	.19
	.19

	Motivation
	Average Score
	4.4
	4.91
	
	Relationships
	Average Score
	5.76
	5.77

	
	Standard Deviation
	.78
	.67
	
	
	Standard Deviation
	.65
	.64

	
	Standard Error
	.17
	.14
	
	
	Standard Error
	.14
	.14

	Emotion regulation
	Average Score
	4.6
	4.89
	
	Adaptability
	Average Score
	4.36
	4.61

	
	Standard Deviation
	.93
	.78
	
	
	Standard Deviation
	.99
	.67

	
	Standard Error
	.2
	.16
	
	
	Standard Error
	.21
	.14

	Happiness
	Average Score
	5.7
	5.93
	
	Assertiveness
	Average Score
	4.44
	4.67

	
	Standard Deviation
	1
	.97
	
	
	Standard Deviation
	1.29
	1.13

	
	Standard Error
	.21
	.21
	
	
	Standard Error
	.27
	.24

	Empathy
	Average Score
	5.3
	5.51
	
	Wellbeing
	Average Score
	5.28
	5.67

	
	Standard Deviation
	.98
	.9
	
	
	Standard Deviation
	.8
	.72

	
	Standard Error
	.21
	.19
	
	
	Standard Error
	.17
	.15

	Social awareness
	Average Score
	4.9
	5.43
	
	Self-control
	Average Score
	4.53
	4.72

	
	Standard Deviation
	1
	.83
	
	
	Standard Deviation
	.66
	.82

	
	Standard Error
	.21
	.18
	
	
	Standard Error
	.14
	.18

	Impulse control
	Average Score
	4.78
	4.8
	
	Emotionality
	Average Score
	5.29
	5.52

	
	Standard Deviation
	1.01
	1.05
	
	
	Standard Deviation
	.84
	.72

	
	Standard Error
	.22
	.22
	
	
	Standard Error
	.18
	.15

	Emotion per index
	Average Score
	5.03
	5.44
	
	Sociability
	Average Score
	4.63
	5.01

	
	Standard Deviation
	1.17
	.99
	
	
	Standard Deviation
	.87
	.78

	
	Standard Error
	.25
	.21
	
	
	Standard Error
	.18
	.17














Table 2 Statistically Significant Results for Total EI, Two Factors and Five Facets of the TEIque
	Scale
	95% C.I.D.
	T
	Sig. 
(2 tailed)
	Effect Size 
(Cohen’s D)

	
	Lower
	Upper
	
	
	

	Total EI
	-.52027
	-.08246
	-2.863
	.009
	.61 (moderate)

	Self-esteem
	-.96787
	-.12213
	-2.68
	.014
	.57 (moderate)

	Motivation
	-.86038
	-.09417
	-2.591
	.017
	.55 (moderate)

	Social awareness
	-.82006
	-.22994
	-3.7
	.001
	.79 (moderate)

	Emotion management
	-.63117
	-17701
	-3.701
	.001
	.79 (moderate)

	Optimism
	-.69096
	-.09358
	-2.731
	.013
	.58 (moderate).

	Wellbeing factor
	-.67629
	-.10098
	-2.81
	.01
	.6 (moderate)

	Sociability factor
	-.60965
	-.15944
	-3.553
	.002
	.76 (moderate)



Additionally, average scores increased significantly on the CareerEDGE EDP: pre-test scores (average 148.45; standard deviation 17.04; standard error 3.63), post-test scores (average 164.45; std dev 19.52, std err 4.16).  A dependant t test further revealed that the increase in scores was statistically significant, t = -4.183, p = <.001 (two tailed), 95% CI -23.95 - -8.04.  Effect size (Cohen’s d) was .89, large.  

Interestingly, in the self-evaluation and reflection section, where scores of 4 or lower have been given, students are asked to identify and reflect on areas for improvement.  In the pre-test, all students identified areas for improvement, however in the post-test, 7 (31.8%) reported no longer having any scores below 4, which certainly indicates an increase in perceived self-efficacy.
[bookmark: _Toc96507054]Student feedback
Positive student evaluations of the module echoed the quantitative results, 92% strongly agreed that the workshops were beneficial.  In particular, 67% strongly agreed that the STAR method was useful in describing skills, and 63% strongly agreed that the workshops helped them prepare for interviews more effectively.   Furthermore, 50% agreed and 37.5% strongly agreed that they were more confident talking about themselves and preparing CVs and cover letters, with all agreeing (63%) or strongly agreeing (37%) that participation had helped to improve their communication. 
[image: Text

Description automatically generated]To assess how beneficial the components of the module were, students were asked to rate them on a 5-point scale, where 1= not at all beneficial and 5= very beneficial.  The interview with feedback was most highly rated at 4.75, followed by employer talks at 4.63, with activities and weekly handouts both rated 4.46. These positive ratings were backed up by the textual commentary. The most impactful experience was undoubtedly the interview process, mentioned by 16 participants, as evidenced in the word cloud of words most frequently mentioned in evaluation. (See figure 8).   (See figure 8). Many spoke of newfound insights and confidence:  ‘I have learned that I have more skills than I thought I did. The workshops taught me that all of my experience is relevant…’ Student17.Figure 8 Words Mentioned 3 Times or More (Stemmed Words, 4+ Letters)


With regard to improving the workshops, the main issue raised was timing in the semester for final year students, as one mentioned: ‘Have it earlier in the semester as possible so it doesn't clash as much with the timetable.  Found it really difficult to attend at times when pressure on for assignments.’ (Student 22).  However, those who attended the first round of workshops also complained: ‘There's no good time for a final year engineering student but if I had to pick maybe hold a session or two during the October reading week?  It would have sped things up a small bit.’ (Student 6).

	[bookmark: _Hlk95995201]“These workshops should go into all Universities to build student profiles for better careers.” (Student 18).


Other suggested changes included omitting assignments outside of class or making the workshops longer to allow time to complete assignments. Those who had attended online workshops only, felt that in-person workshops would have been better, and others wanted more interaction: I found the workshops engaging and interactive. Possibly more interactive could be more enjoyable. (Student11). However, final comments were all highly appreciative. 
[bookmark: _Toc96507055]Employer feedback
The aspect of collaboration, which employers enjoyed the most, was engaging directly with students.  ‘Meeting the guys and the actual college itself and interacting with them for me was the best bit, because they're almost pre Chrysalis, they're just about to come out....’ (Employer12).  Similar to the students, the mock interview online was appreciated the most, as can be seen in the word cloud in figure 9.  [image: Text

Description automatically generated] In particular, employers felt that the feedback process was their most useful contribution: ‘It's more trying to get them prepared for those emotional intelligence questions… how do they react around scenarios. It would be good if we could spend a bit more time on those for them…’ (Employer 11).

 If anything, employers wanted more engagement: fireside chats were less enjoyable than the interview mainly because employers were not sure that students were truly engaging, behind their masks or video screen.  One of their main suggestions was to send some pre-reading ahead of the class visit, so that the quieter students could also have some questions prepared to ask.Figure 9 Words Mentioned 3 Times or More (Stemmed Words, 6+ Letters)


The greatest benefit from the employers’ perspective was getting to present their company to near graduates, in the hope that this would give access to the ‘cream of the crop’ (Employer 24).  At a time when the labour market is increasingly competitive, with skill shortages in engineering and IT (IBEC, 2021a), this could explain why four students from IT and engineering were actually invited to connect with companies post-interview.  For employers, engaging with students could also serve as a reality check, to assess the standard of graduates emerging, as well as becoming more aware of new trends in recruitment, such as the competency-based approach.

The programme was certainly seen as increasing graduate employability: it was very obvious to interviewers which students had really applied the learning from the workshops. ‘I'm always impressed if they've done their homework’ (Employer 24).  Having a programme like this at TU Dublin would lead employers to have slightly higher expectations of graduates, it was felt, with employers wanting to see evidence of the programme’s impact on how graduates engaged in the recruitment process.
[bookmark: _Toc96507056]Conclusions
This pilot is the first piece of academic research in Ireland to successfully develop and evaluate a graduate employability module using an enterprise-collaborative, discipline-specific approach underpinned by the CareerEDGE model. This research offers evidence that employer collaboration in designing and delivering a graduate employability module can make it a more effective intervention, as seen in:
1. Increased number of student hires compared to previous research (Jameson, 2019) and 
2. Improved post- scores on both the CareerEDGE Employability Development Profile, and the Trait Emotional Intelligence questionnaire.
Qualitative findings confirm the effectiveness of the module in terms of both increased self-perceptions of employability for students, and increased access to work-ready graduates for employers.
[bookmark: _Toc96507057]Discussion 
The module is well aligned with recommendations made by IBEC on improving graduate employability skills (2018), urging employers to engage in the classroom and  educational institutions to develop discipline-specific employability profiles.  In that context, the most interesting finding is the increased percentage of students ‘hired’ compared to previous research by Jameson (2019), as well as the number of unexpected connections made between employers and students, suggesting incipient networking opportunities.  However, this must be seen in the context of low completion rates; many students who registered did not even attend the first class, and less than half completed the module (n=24/51, 47%).  Nonetheless, it suggests the additional value that increased employer engagement can bring to employability skills development for near graduates (QAA, 2014; Tomlinson & Anderson, 2020). 

Furthermore, this short module has improved participants’ self-perception of employability significantly.  Overall, there was significant improvement in scores on the CareerEDGE EDP: the average pre-score of 148.45, rose to 164.45 average post-score, an increase of 12.29%.  In addition to these improved scores, student commentary showed increased confidence in their transferable socio-emotional skills, such as communication,  as well as awareness of increased self-efficacy in relation to career development.  The literature theorises that developing self-confidence, self-esteem and self-efficacy enhances self-perceptions of employability, as indicated in the CareerEdge model (Dacre-Pool, 2013; Dacre Pool & Qualter, 2013).  This is vital when today’s graduates will encounter futures with potentially many different career experiences, including full-time and part-time paid employment; unpaid, self-employment and unemployment; sabbatical and care-giving periods (De Vos, Jacobs & Verbruggen,  2021).  

In addition to improved employability scores, there was statistically significant improvement in TEIque scores overall. The average total EI pre-score was 4.88 and the average total EI post-score was 5.19, which was an average increase of 6.4%.  There were many domains in which no improvement could be seen, as expected.  However, it is particularly telling that improvement was seen in EI scores for self-esteem, motivation, optimism, social awareness, sociability, emotion management, and well-being, since the focus of the workshops was on socio-emotional skills for work and developing self-perception of employability through increased self-esteem, self-efficacy, and self-confidence.  According to Petrides et al., (2016), the average improvement in effective EI training, as reflected in TEIQue or EQ-i scores, seems to be about 12% in self-reports; in the present study the average improvement was 6.4%.   Since meta-analyses show that EI training improves individuals’ performance, (MacCann, Jiang, Brown, Double,  et al., 2019; Mattingly & Kraiger, 2019), we need to ask how this aspect of the module could be enhanced.

Employer feedback has also indicated significant benefits to classroom collaboration in final year programmes:  the development of more work-ready graduates and access to potential employees. The most recent employer survey by IBEC shows that the top HR priority is attracting talent, with 59% of respondents rating this as a top 5 priority (IBEC, 2021a).  This helps explain the interest in the opportunity to collaborate in an employability module for near graduates in their field.

For a university embracing the challenge of embedding employability, this module offers the potential to support targeted employability interventions, as lecturers could avail of the template for delivery in their discipline.  While embedding employability using a variety of pedagogies across the curriculum remains key (Advance HE, 2019; Kornelakis & Petrakaki, 2020); nonetheless, tailored modules such as SES4Work can provide a vital support, facilitating student reflection and articulation of their employability skills in enterprise-friendly language. 


Study limitations
Since this research was conducted with a self-selecting sample of employers and a small, self-selecting sample of final year students, it may reflect primarily the views of those who were more confident about coming forward to participate. The results from pre/post-testing on self-report measures can only be seen as indicative, and caution should be exercised in applying the findings to Irish employers and graduates in general.
[bookmark: _Toc96507058]Recommendations
Further research is required to verify and extend the findings of this pilot study. We recommend that:
1. Once finalised in line with student and employer suggestions, the module should be formally accredited to enhance its credibility to students and employers.
2. The module should be embedded in the professional development programmes of a number of final year courses to conduct a full randomised control trial with sufficient numbers.
3. The potential for co-delivery by lecturers in each discipline could be explored alongside training in the delivery of the module.
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[bookmark: _Toc96507060]Appendix 1 Employer Consultation tools
[bookmark: _Toc96507061]Online Survey on Graduate Employability 2021
Study information and consent
1. This survey seeks the views of employers regarding the importance of social and emotional competencies for graduates entering the workforce now and in the future. Thank you for taking the time to complete this survey. The findings will support the design of customised, discipline-specific work readiness modules for final year students. These will benefit both employers and students by developing the most desirable employability skills.
As per GDPR, all data collected will be anonymised and confidentiality always respected. Your participation is voluntary, and you are free to withdraw from this research at any stage. For queries, please contact …

I consent to participation in this survey.     Yes     [image: ]

About your organisation

2   In which business sector does your organisation operate? 

[image: ]   Construction (including engineering/architecture) [image: ]   Finance and insurance (including banking)
[image: ]   Professional, scientific & technical (including consultancy and legal services)) [image: ]   Manufacturing (including pharmaceuticals/devices)
[image: ]   Human Health & Social Work (including residential care) [image: ]   Information and technology (including digital media)
[image: ]None of the above. Please add your organisation's classification in question 3.


3 If you answered 'None of the above' in question 2, how do you classify your  organisation?


 Does your organisation belong in the... 

[image: ]   Public sector

[image: ]   Private sector

[image: ]Charity/not for profit sector

5 How large is your organisation? 

[image: ]   Fewer than 50 employees

[image: ]   Between 50 employees and 249 employees

[image: ]   Between 250 and 499 employees

[image: ]   Over 500 employees

Social and emotional competencies in your organisation

6 As an employer, how important are these SOCIAL competencies in your work      environment? 
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Very important	Important

Neither important nor unimportant


Somewhat important


Not at all important


COMMUNICATION
[image: ][image: ][image: ][image: ][image: ](listening openly, 
sending clear messages)
TEAMWORK
(working with others	                      [image: ]                [image: ]                      [image: ]                      [image: ]               [image: ]                                                                                                                towards shared goals)
ADAPTABILITY (flexible, 
able to change)			          [image: ]                [image: ]                      [image: ]                      [image: ]               [image: ]             
CONFLICT MANAGEMENT
(negotiating &	                                  
[bookmark: _Hlk95905255] resolving disagreements) 	         [image: ]                 [image: ]                      [image: ]                      [image: ]               [image: ]             
INITIATIVE (ready to act ion 
opportunities)                                    [image: ]                 [image: ]                      [image: ]                      [image: ]               [image: ]                                	
7 As an employer, how important are these EMOTIONAL competencies in your work  environment? 




EMOTIONAL SELF-
CONTROL (holding disruptive emotions in check)

EMOTIONAL SELF-AWARENESS (recognising own emotions & impact)

[bookmark: _Hlk95837887][image: ][image: ][image: ][image: ][image: ]MOTIVATION
(being goal oriented)

EMPATHY[image: ][image: ][image: ][image: ][image: ]
(understanding other's	                                                                                               feelings & perspectives)

POSITIVE OUTLOOK[image: ][image: ][image: ][image: ][image: ]
(resilient, persistent	                                                                                                      despite setbacks)



Very important	      Important
[image: ][image: ]



[image: ][image: ]
Neither important nor unimportant
[image: ]



[image: ]

Somewhat important
[image: ]



[image: ][image: ]


Not at all important
[image: ]

New graduates’ social and emotional competencies
8 How would you rate the SOCIAL competencies of graduates currently entering     your workplace? *
Excellent	Very Good	Adequate	Poor	Very poor

COMMUNICATION
[image: ][image: ][image: ][image: ][image: ](listening openly,  
sending clear messages)
TEAMWORK
(working with others	            	           [image: ]                       [image: ]                     [image: ]                       [image: ]               [image: ]       towards shared goals)
[image: ][image: ][image: ][image: ][image: ]ADAPTABILITY (flexible,			
 able to change)				                                           
[image: ]CONFLICT MANAGEMENT
(negotiating &	                                     [image: ]                      [image: ]                        [image: ]               [image: ]                                 resolving
disagreements)
[image: ][image: ][image: ][image: ][image: ]INITIATIVE (ready to act ion 
opportunities)

9. How would you rate the EMOTIONAL competencies of graduates entering your workplace?
[bookmark: _Hlk95839450]Excellent	Very good	Adequate	Poor	Very Poor

MOTIVATION
(being goal oriented)			[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
EMOTIONAL SELF-
CONTROL (holding disruptive 
emotions in check)			[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
[bookmark: _Hlk95834330]EMOTIONAL SELF- AWARENESS
(recognising own emotions
 and impact)				[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
EMPATHY
(understanding other's	          		
feelings & perspectives)			[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]

POSITIVE OUTLOOK
(resilient, persistent			[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
despite setbacks)

Covid-19, work, and socio-emotional skills
10 During the lockdowns, how did work change in your organisation? 

[image: ]   We moved to working remotely primarily.

[image: ]   We continued working in person primarily, following public health guidelines.

   There was no change.

11 As an employer, to what extent do you agree that the following issues caused your organisation difficulty during the pandemic? 

[bookmark: _Hlk95840178]					Strongly agree	Agree	Neither agree 	Disagree    Strongly disagree
nor disagree				
[image: ][image: ][image: ][image: ][image: ]Staff falling ill or self- isolating
[image: ][image: ][image: ][image: ][image: ]Recruiting new or  replacement staff
Supporting staff
[bookmark: _Hlk95993430][bookmark: _Hlk95993454]psychological well-being         [image: ]                         [image: ]                      [image: ]                      [image: ]                   [image: ] 
Staff deaths due   to  Covid-19          [image: ][image: ][image: ][image: ][image: ]
[image: ][image: ][image: ][image: ][image: ]Keeping staff in employment
[image: ][image: ][image: ][image: ][image: ]Financial losses and    constraints  
Implementing Covid-19
[bookmark: _Hlk95993726]health & safety                        [image: ]                      [image: ]                      [image: ]                      [image: ]                   [image: ]        guidelines


12 To what extent do you agree that the following socio-emotional challenges impacted on your employees? 
					Strongly agree	Agree	Neither agree 	Disagree    Strongly disagree
                                                                                                          nor disagree	
Increased stress                         [image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ] Higher levels of anxiety             [image: ]                      [image: ]                      [image: ]                      [image: ]                    [image: ]
[image: ][image: ][image: ][image: ][image: ]Fear of catching or spreading Covid-19

[image: ][image: ][image: ][image: ][image: ]Higher levels of depression

[image: ][image: ][image: ][image: ][image: ]Compassion fatigue                [image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ] Burnout
13 How familiar are you with the first National Remote Work Strategy (2021)? 
[bookmark: _Hlk95991484]I've never heard of it	☆   ☆    ☆    ☆    ☆  I'm completely familiar with it.

14 Prior to the COVID-19 pandemic, approximately what percentage of your    employees
worked remotely? 

[image: ]   0% No one in our organisation ever worked remotely.

[image: ]   >10%

[image: ]   11-25%

[image: ]   26-50%

[image: ]   51-75%

[image: ]76-100%



15 Approximately what percentage of your employees are working remotely currently? 

[image: ]   0% No one in our organisation currently works remotely.

[image: ]   >10%

[image: ]   11-25%

[image: ]   26-50%

[image: ]   51-75%

[image: ]76-100%

16  To what extent do you agree that the following socio-emotional challenges face   new graduate employees working remotely? 

Strongly agree	Agree	Neither agree 	Disagree    Strongly disagree
nor disagree
Isolation, loneliness		[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ] 
and stress
Difficulty switching off		[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ] 
Working irregular 			 
or longer hours			[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
Lack of interaction		[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
 with colleagues			[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
Difficulty collaborating
affecting innovation		[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
Distractions at home 
affecting motivation		[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]
Difficulty integrating with 
the team affecting
shared ownership		[image: ]                      [image: ]                      [image: ]                      [image: ]                      [image: ]

17 Which, if any, of the following does your organisation currently do to support the social and emotional wellbeing of new graduates joining the company remotely? Tick all that apply. 

[image: ]   We help new employees become familiar with all our methods of online communication

[image: ]We encourage employees to turn on cameras during video meetings to ensure new people know who's who

[image: ]   We send personalised gifts or notes along with any necessary new hardware for the role [image: ]   We set clear objectives with frequent communications and reviews
[image: ]   We focus on fun social connection via online workspaces [image: ]   We share helpful resources to support employee well being
[image: ]   We appoint an online mentor for each new employee

[image: ]   None of the above. Please describe your organisation's approach in question 18

[image: ]Not applicable. We do not hire new graduates currently.

	
18  If you answered 'None of the above' in question 17, please describe how your organisation supports the emotional and social well-being of new graduate employees joining the organisation here.


19 Which, if any, of the following does your organisation plan to do in relation to remote working in the future? 

[image: ]   Bring everyone back to work full time in person onsite

[image: ]   Permit remote working, but only when necessary

[image: ]   Facilitate blended working - part-time at home, part-time in the office

[image: ]   Encourage full-time remote working where possible

[image: ]   Close our offices and move to remote working only

[image: ]   There are no changes planned to our existing policy on remote working

20 What changes, if any, does your organisation intend to make to the recruitment and training of new graduates in the future? Please describe your organisation's approach briefly. 

Personal background and research requests
Thank you for taking the time to complete this survey. Just a few last quick questions!
21 What is your current role and title? 

22 How long have you been working in your industry? 

23  Would you be willing to participate further in this research? 

[image: ]   I am willing to be consulted further about a work readiness module in my field

[image: ]   Yes, I am willing to give a talk on an aspect of work readiness in my field

[image: ]   Yes, I am willing to conduct mock competency-based interviews with final year students

[image: ]   No, I'd rather not participate further.

24 To participate further, please add your contact details below - email or phone. This survey does not record your email address. Any details given will not be linked back to survey responses and will be stored and used separately.





[bookmark: _Toc96507062]Employer Interview Topic Guide

Area 1 – Competencies – ratings, relevance, and opportunities

1) Can I ask you to rate these competencies in terms of importance from most important to least important? On a scale of 5 to 1, where Very Important=5, and Not at all Important =1, how important are they in your workplace?
a) Emotional self-awareness
b) Emotional self-control
c) Initiative
d) Motivation
e) Adaptability
f) Positive outlook
g) Empathy
h) Communication
i) Conflict management
j) Teamwork

2) Can you now rate them in terms of the current level displayed by graduates entering your workplace on a scale, where Excellent =5 and very poor = 1?

3) How are these important/relevant in your work setting?

4) What opportunities are there for employees to use these competencies in the work setting? Give examples.

5) Can you give me typical scenarios that could arise in your workplace setting that would challenge entry level employees in terms of their social and emotional skills?

6) Are there competencies that are not listed that you feel are important for your organisation?

Area 2 – Recruitment

7) What social and emotional competencies are assessed at interview stage?

8) Are there any other ways social and emotional competencies are assessed?

9) How do you measure whether a graduate has the required competencies? 

10) How has this been affected by remote recruitment?

11) If you were reading through a curriculum vitae and saw that a graduate had completed EI coaching would that influence you in terms of hiring them? In what way?

[bookmark: _Hlk76737870]Area 3 – workplace training in EI

12) Does your organisation provide training programmes on social and emotional competency development?

13) How have these been affected by lockdowns and remote working?

14) How do you believe emotional intelligence coaching would be of value to you as an employer?

15) A core element of this research is employer involvement through the survey and these interviews. A critical element of the coaching again is employer involvement through co-facilitation of a session and a competency-based interview with potential graduates. Would you be open to this?]

16) Do you have any comments on the approach that should be taken in terms of EI coaching?


[bookmark: _Toc96507063]Employer Focus Group questions/feedback form
To gather the views of employers engaged in the pilot Work Readiness Workshops
1. Which phases of the programme were you involved with? 

[image: ]   I completed the online survey of Socio Emotional Skills for Work

[image: ]I gave an online interview on our company practice in relation to socio-emotional skills and our recruitment process.

[image: ]   I gave a talk in person or online for a group of students.

[image: ]   I conducted mock competency-based interviews and gave feedback to individual students.

2. If you provided any extra assistance or resources, please describe them.


3. What did you enjoy most about engaging with the pilot process? 


4. What did you enjoy least about the process? 

5.  How does the availability of Transform-Edu impact the employability of TU Dublin graduates in comparison to graduates from other universities, in your opinion?

6. What are the benefits to employers in being involved in course design and delivery for undergraduates, in your opinion? 

7. How could enterprise-university collaboration be improved, in your opinion? 



[bookmark: _Toc96507064]Appendix 2: Facilitation Guide for SES4work 

Introduction
The main aims of the workshops were to increase student self-awareness and understanding of the role of socio-emotional skills (SES) in their discipline, as informed by employer insights.  
Each workshop is as interactive as possible including activities to stimulate group and personal reflection. For each discipline, different competencies should be emphasised, depending on the findings from the employer consultation (For details, see Employer perspectives on graduate socio-emotional skills in Useful Resources).
At least two of the workshops should include employer input, in the form of ‘fireside chats’ focussed mainly on what employers in the sector look for in terms of graduate employability skills.  If possible, get the employer to send some pre-reading or links so students can prepare questions. You should recruit 2-6 employers for input, depending on the number of groups.
[bookmark: _Hlk95207314]Duration: 4 x 90-120 minute workshops, plus a final mock 30 minute competency-based interview, over 5 weeks or 5 days, depending on student availability.                                                                                                 Group size: 12-15 students – ideal for reflecting on and developing social and emotional skills.                                                                                                                       Employers: at least 2 –required for input in the form of fireside chats and final interview/feedback session.

 Suggested timeline for running the Work Readiness Module




	
	Topic
	Activities

	1
	Teamwork – roles, flexibility, dynamics, interpersonal communications

	Team building exercise: the Balloon Tower (in person) or Virtual Escape Room (online)
Group reflection and feedback:  what did I learn about my strengths/weaknesses in Teamwork? 
Skill 1: ‘Tell me about a time when…’ 
Introduce STAR stories and exercise. Students pair up and share a STAR story with a peer.  
Assignment: record a 2-minute STAR story on your phone.


	2
	Communication 1 –
active listening, empathy.
Talking about yourself

	Employer input on key communication skills needed today.
Communication exercises:  Card Pieces or Dragon’s Den in triads. Divide group into at least 3 teams minimum.
Group reflection and feedback:  what did I learn about my strengths/weaknesses in Communication?
Skill 2: ‘Tell me about yourself’ 
Free writing exercise on personal purpose, values, visions, and plans.  Pair up and share with a peer and listen to their feedback.  Assignment: record a 2 minute ‘Why me?’ 

	3
	Communication 2 – writing skills
CV/ cover letter
 

	Employer input on CVs and cover letters
Cognitive empathy in analysing a job advertisement and role specification – tuning into audience needs to focus your CV and write a cover letter.
Skill 3: Focussing your CV
CV templates for discipline: including evidence of socio-emotional skills. Share and critique CVs. Pair and share own CV and give/receive peer feedback.
Assignment: Update CV and focus it for a specific job.


	4
	Performing at interview
Focus on employer and company needs.

	Employer input on what they look for in interviews. Body language and voice, demonstrating SE skills in STAR stories, etc.
Skill 4: Preparing for interviews
Generate potential interview questions from job advert/company research.  
Role play of interview using online video feedback form. 
Assignment: Respond to email invitation to mock interview with CV and cover letter for a specific job in the employers’ company.

	5
	Mock competency-based 
interviews.

	5-6 interviews per Employer: 30 minutes, including 10 minutes direct feedback to student. 


[bookmark: _Toc96507065]Overview of Workshops 
Slides are available for each workshop, as well as extra resources. 

[bookmark: _Toc96074601][bookmark: _Toc96507066]Workshop 1: Effective Teamwork
This workshop aims to help participants understand how valuable teamwork is in their field and enable them to reflect on their own experiences and style of teamwork and understanding different roles in a team.
Resources required:  Balloons and sticky tape (in person) or Virtual escape room (online) https://escape-the-crate.com/cookies
	 Learning outcomes
By the end of this session, each participant should be able to:

	LO1
	Describe the nature of teamwork in their field.

	LO2
	Identify roles and dynamics within a team in interpersonal terms.

	LO3
	 Reflect on own role/s within a team and how to improve own interactions in teams.

	LO4
	 Describe own teamwork skills using STAR stories



	Timing
	Facilitator notes

	10
	Introduce programme and session

	30
	 Exercise 1: Working in a team.
   Build a balloon tower/ or get out of the virtual escape room
· Explain the mission: winning means either building the highest, stable balloon tower or getting out of the escape room first.
· Divide group into teams of 5-6
· Give 15-20 minutes to complete the task.
· Adjudicate the winning team.

	15
	Exercise 2: Reflection: Team debriefing. 
· Reflect on key questions as an individual.
· Share with your team.
· Appoint a spokesperson.
· Share key insights with the whole group.


	20
	Exercise 3: Articulating social and emotional team skills.
· Introduce STAR – Situation, Task, Action, and Result.
· Ask participants to prepare STAR stories from a variety of their own experiences of teamwork in answer to the prompts on slide. 
· Share one STAR story briefly in pairs. (2 minutes) 

	15
	Exercise 4: Prepare more STAR stories
· Look at other SES employers have said are needed in your field.
· Participants prepare some more STAR stories to evidence their skills.
· Pair and share if there is time

	Total: 90 minutes
	




Facilitator Notes
To share in Teams for group afterwards: https://www.ted.com/talks/margaret_heffernan_forget_the_pecking_order_at_work?language=en
Worksheet 1: Debrief tool for use with the teams. (https://ventureteambuilding.co.uk/de-brief-questions-master-list/#.YF3FMK_7TIU)
Teamwork Questions
1. Do you feel you worked well as a team?
2. How did you help your team during the activity?
3. Did the whole team agree? Did everyone have an input?
4. What did a fellow team member do that was really helpful?
5. Did anyone in your team surprise you?
6. How important was the support of your team? 
7. When do we need support from others in life or the workplace?
8. How did you support others in the team?
9. Did anyone feel left out? Why?
10. What helped you or stopped you from achieving the outcomes?
11. Did you trust your team during the activity? Why was this important?
12. How did you overcome negativity in the team? Did this affect, how you approached the activity?
13. Looking back, what do feel is the most important element of teamwork?
14. How would you rate your teamwork between 1 and 10? 10 being the best value.
Coaching Point: Teamwork is important when working with others towards a shared goal. It allows us to collaborate and share ideas in order to improve. When faced with a difficult challenge, it is helpful having other people there to support and offer advice. This links back to aspects of life and can relate to both every day and workplace problems.
Reflection Questions
1. If you had to do it again, what changes would you make to the way you approach the task?
2. Think about your own personal experience in the activity, what would you do differently next time?
3. Looking back on the activity, what two things stand out to you the most and why?
4. What did you learn through this experience and how can you use it in the future?
5. Before moving on to the next challenge, I would like you to identify one area where you feel you could have contributed more.
Coaching Point: In order to move forwards, we sometimes need to look back and think about our experience and how we can use what we learned to progress. By asking ourselves questions and reflecting on performance, we can work out where we can improve and grow as both individuals and teams.

[image: ]



Tell a STAR story
Take one of your specific experiences and write out a story in full to illustrate a skill for an interview. Remember to highlight your actions and the result! (Talk about I not we!)

	Situation:









	Task:









	Action:










	Result:













Now record yourself telling this story in 1-2 minutes on Teams or on your phone. (You may need to practice a few times).


Organizing your experience
Apply the STAR Method by using this chart to recall specific experiences that will support your responses about social skills in an interview. You must provide evidence for any skill you claim to have. This worksheet should be adapted to suit the socio-emotional skills needed in your discipline. 

	SES
	Situation
	Task
	Action
	Result

	Initiative
	
	
	
	

	Teamwork
	
	
	
	

	Conflict
Management
	
	
	
	

	Adaptability
	
	
	
	

	Communication
	
	
	
	


[bookmark: _Toc96507067]Workshop 2: Communication – Listening/Speaking
This workshop aims to help participants become aware of communication and develop speaking/listening skills. Resources required: Pack of cards and sticky tape/ tell me about yourself worksheet.
	Learning outcomes
By the end of this session, each participant should be able to:

	LO1
	List the types of socio-emotional skills most required in their discipline with examples

	LO2
	 Understand and engage in active listening

	LO3
	Use empathy to consider other perspectives and negotiate

	LO4
	Get ready to talk about themselves and what they can contribute to a role.



	Timings 
	Facilitator notes

	20
	Introduce session: Employer input on socio-emotional skills at work.

	EITHER   30 
	Exercise 1a: Dragon’s Den (if there is an employer present)
This exercise helps participants develop empathy, consider other perspectives, build their communication and negotiation skills.
1. Divide group into small teams of 4-5 people.
2. Work together to design a product for Christmas (15 minutes) 
3. Present the product for five minutes to the Dragons (i.e., Employer/Lecturer). 
To evaluate, each team should consider:
· Which development strategies worked? Which did not?
· What could they have done better? What would you do differently next time?
· What SE skills, such as active listening or empathy, did they need to use?   

	OR      30
	Exercise 1b: Card Pieces (if there is no employer)
Prepare two packs of playing cards by cutting then into four triangular pieces each. Mix all the pieces and put the same number of pieces (=5 cards) into an envelope for the required number of teams.
1. Divide people up into teams of 4-5. (Minimum three teams)
2. Give each team an envelope of playing card pieces.
3. Each team has to sort its pieces, determine which ones it needs to make complete cards, and develop a bargaining strategy (5 minutes).
4. People can barter on their own or collectively with their team. (10 minutes)
5. When the time is up, count each team’s completed cards. The team with the most cards ‘wins’ (or do they?)
Reflect and evaluate as in the above exercise.                                                     www.mindtools.com

	                    40 







Total: 90 minutes
	Exercise 2: ‘Tell me about yourself’
Participants complete 4 short free writing exercises – 5-7 minutes each (See handout)
· Articulate their life purpose 
· Describe their own personality and strengths.
· Identify their core values
· Describe a vision of their best future
Finally, work in pairs and answer the question: ‘Tell me about yourself’ in 2-3 minutes with questions and feedback.






	‘Tell me about yourself’ Worksheet


	Your purpose: What do you love to do?  What is that one thing you’re brilliant at?  Why does the world need that?









	Your personality: Think about yourself on your best day. How would someone you admire, like and trust, describe you in 3 words?  What does this look like in practice?







	Your values: What has been your favourite work/school/classroom environment?   Why?  
What makes you angry? What do you look for in a friend?









	Your vision: If you won the lottery, what would you like to achieve?  Where do you see yourself in 5-10 years? If you only had six months to live, what would you do? 











Highlight any common responses as your most important goals. 





[bookmark: _Toc96507068]Workshop 3: Communication – Reading/ Writing
This workshop aims to help participants understand how to communicate who they are to prospective employers in written form – CVs, cover letters, and emails.
Resources required:  Job adverts and specifications, CV templates for industry
	Learning outcomes
By the end of this session, each participant should be able to:

	LO1
	Identify SE competencies required for a role from an ad/job specification.

	LO2
	Create a CV for their industry, highlighting social & emotional skills.

	LO3
	Write a covering letter demonstrating these competencies. 

	LO4
	Write a covering email.



	Timings
	Facilitator notes

	10
	  Employer/Facilitator input on job specs, CVs and covering letters, highlighting common errors. 

	30 
	Exercise 1: Pitching yourself
Review ‘Tell me about yourself’ from last session. 
Present the pitching yourself framework: Lead with your destination, explain your backstory, connect the dots to a specific job. 
1. Give each student a job advert.
2. Have students prepare their pitch, using all the previous work on purpose, personality, values, and vision.
3. Pair and share 
https://www.linkedin.com/learning/jodi-glickman-on-pitching-yourself/framework-overview?u=87471130

	30



  
	Exercise 2: CV writing
 Share and explain standard CV templates for industry.
10. Have students take one job advert and make a list of SE skills required. Pair and share. Match list to own SE competencies/STAR stories. 
11. Ask participants to assess own CV with checklist. Anything missing?  Pair and share. Participants suggest possible revisions.
12. Considering the SE skills required what other tweaks could be made to their CV? Pair and share. 
Assignment: Use updated CV to create a LinkdIn profile.

	10
	Exercise 5: Covering letters 
Introduce standard letter formats for business: introduction, body, closing.
Write a covering letter for one of the job specs used previously.

	10
	Exercise 6: Cover emails/notes
Remind them of the basic rule: Tell them what you’re going to tell them, tell them, tell them what you’ve told them.  Remind them about scrolling/screen size.
· Participants write a summary email.
· Pair and share. 

	Total: 90 minutes
	





CV TIPS
1. Choose the right CV font.
Your CV font should be crisp and easy to read. Shy away from overly artistic or illegible fonts. The ideal CV font size is between 11 and 12 as far as the body of your CV is concerned.  Headings and section titles should be slightly bigger in order to differentiate between sections. A font size of 14–16 should do the trick.
 
A common question is whether 10-point font is too small. Generally speaking, it is a little too small and makes your CV harder to read. That said, it is quite handy if you include any supporting information in your CV (e.g., workplace location) that doesn’t need to be at the forefront. 
 
There are a variety of professional fonts to choose from for the layout of your CV. Here’s a list of the best CV fonts you can use: Arial, Helvetica, Tahoma, Calibri, Verdana, Garamond, Cambria, Times New Roman, Georgia, or Bookman Old Style.
 
2. Tailor your CV margins.
There is almost nothing worse than reading a CV rammed to the edges with text.  The proper CV margin spacing is 1 inch on all four sides. This gives you enough room to include all necessary information but leaves enough space so that the page doesn’t look like the crowded morning bus.
 
3. Space it out.
Use 1.15 line spacing and double space after subheadings in your CV.  Also use bullet points to your advantage. They help break down the text into manageable pieces and make your CV much more skimmable. An added benefit is that they force you to remain concise and to the point. Bullet points are most handy in your experience section. Include up to 6 for your most recent positions, fewer as you move back in time.
 
4. Keep your CV sections in order.
The layout of your CV sections is like the skeleton of your CV; have that in the wrong order and getting anywhere will become a bit of a problem.
 
Good CV layout for the experienced: 

4. CV Header with your personal details 
5. Personal Statement or CV Summary
6. Work Experience
7. Education
8. Skills
9. Additional Sections e.g., Hobbies & Interests, Achievements, Conferences, Publications (optional)
 
But what if you’re only just starting out on the job front and don’t have much experience to speak of?  
Focus on your education and skills to outshine your lack of work experience. 
 
Good CV arrangement for job seekers with little to no experience:  

7. CV Header with your personal details
8. Personal Statement or CV Summary
9. Skills
10. Education
11. Work Experience
12. Additional Sections e.g., Hobbies & Interests, Achievements, Academic Awards, Volunteering (optional)
 
5. Make your CV header noticeable.
Your header may not be the largest section in your CV, but it definitely is one of the most important.  
Make it stand out with the use of a coloured background, an icon, or larger font size.  Remember to include your name, current job title and your current contact details.
 
6. Trim the contents down.
Often times job seekers want to include everything they ever did in life and end up with a CV that’s four pages long. The rule of thumb for CV length in the UK & Ireland is to keep it to two pages, whether you’re a fresh graduate or a seasoned employee with several years of experience.  Naturally, there are exceptions to this rule. If you have little to no professional experience, a one-page CV is fine. For employees with decades of relevant experience or senior/managerial positions that require a much longer list of experience and skills, a three-page CV is also acceptable.



[bookmark: Interviewee_name:][bookmark: Interviewer/s:][bookmark: Date:][bookmark: Personal_information][bookmark: Interview_preparation][bookmark: Pick_1-3_of_the_following_competency-bas][bookmark: Teamwork_&_Communication:_][bookmark: Empathy_&_Customer_Focus:][bookmark: Motivation:_][bookmark: _Toc96074604][bookmark: _Toc96507069]Workshop 4: Interview preparation
This workshop aims to help participants prepare for interviews, emotionally, physically, and mentally. Participants will learn about different types of interviews.  
Resources required:  Advertisements/job descriptions, list of companies giving interviews, and interview role play cards.
	Learning outcomes
By the end of this session, each participant should be able to:

	LO1
	Develop an approach to interview preparation

	LO2
	Understand body language/voice tone in making a first impression.

	LO3
	Prepare questions for the employer based on their research into the company

	LO4
	Role play an interview as an employer and as a candidate.



	Timing 
	Facilitator notes

	20
	Employer input – what we look for in interviews

	10
	Exercise 1: Reflecting on past interviews
· Ask participants to reflect on: Current and past experiences of interviews (e.g., previous job/course applications). 
· Pair and share the best and worst experience
Present overview of different types of interviews: technical/HR; online/in-person; competency-based/CV based

	10
	Exercise 2: Generate interview questions from employers’ perspective
Share recent job advertisements for your discipline 
4. Divide into breakout groups of 3.
5. Brainstorm on possible interview questions 
a. from the employer
b. for the employer
6. Choose the three most likely questions & link to own STAR stories
7. Create an agreed list of interview questions 
Share and discuss as a group.

	 
	 Exercise 3: Body language, voice tone – video and physical.
· Use video clips/photos to illustrate goods/bads.
· Practice eye contact in person/on camera, smiling voice
· Discuss suitable interview clothes.

	30
	Exercise 4: Role play
Divide group into triads. 
1. Print out 3 role play cards (See template below).
2. Students role play a brief interview with 3-4 questions each in groups of 3: interviewer/interviewee/observer. 
3. Observers to give feedback to interviewees at the end of each role play.
Give global feedback at the end.

	10


Total: 90 minutes
	Exercise 5: Reflection
1. Ask participants to sum up their top three takeaways from the module.
2. Pair and share one.
Assignment: prepare CV and cover letter to send in for the mock interview job.





Competency Based Interview Questions
Roleplay 1
	Personal information
1. Tell me about yourself.
(Assess confidence and clarity. Do s/he say enough/too little?)
	Interviewer comments

	Interview preparation
2. What do you know about our organisation? 

3. Why would you be interested in working here?                            (Assess level of interest and evidence of preparation.)
	

	Empathy & Customer Focus:
4. Tell us about a time when you had to calm an angry customer.

5. Tell us about a time when you had to help your customers deal with a problem with your employer’s product or service?

6. Give us an example of time where you weren’t able to solve the customer’s problem. How did you handle the situation?
(Right mix of empathy and assertiveness/deference when dealing with customers)
	



Roleplay 2
	Personal information
1. Tell me about yourself.
(Assess confidence and clarity. Do s/he say enough/too little?)
	Interviewer comments

	Interview preparation
2. What do you know about…? How do we make our money?

3. Why would you be interested in working here?                         (Assess level of interest and evidence of preparation.)
	

	Teamwork & Communication:
4. Describe a situation where you got people to work together. (Assess social competence in project teams, collaboration)

5. Describe a time when you had to explain something complex to a colleague. What problems did you come across & how did you deal with them?

6. How do you cope under pressure?                                     (Positive: demonstrates positive approach towards the problem, considers wider need of the situation.                                   Negative: perceives challenges as problems, attempts unsuccessfully to deal with the situation alone)
	



Roleplay 3
	Personal information
1. Tell me about yourself.
(Assess confidence and clarity. Do s/he say enough/too little?)
	Interviewer comments

	Interview preparation
2. What do you know about our company? 
3. Why would you be interested in working here?                        (Assess level of interest and evidence of preparation.)
	

	Motivation:
4. When did you work the hardest and feel the greatest sense of achievement?

5. Give us an example of a situation where you knew that a project or task would place you under great pressure. How did you plan your approach and remain motivated?                           (Drive, energy, motivation, result oriented, initiative & quality focus)

6. How do you cope in adversity?                                           (Disappointment, disagreement, decision that didn’t go their way – how were their coping mechanisms & how robust were they in the scenario? Did they learn and got on to build on the experience?)
	






[bookmark: _Toc96507070]Workshop 5: Mock competency-based interview
This 30-minute individual session workshop aims to walk participants through the job application process, including a competency-based interview, with immediate feedback helping them to process the experience.
Resources required:  Employers and educators for the2-person interview panel, the list of competency-based interview questions and the video interview feedback form for the interview panel, good Wi-Fi for virtual interviews, and the interview schedule
	Learning outcomes
By the end of this session, each participant should be able to:

	LO1
	Produce a focused CV and cover letter for a specific role.

	LO2
	Give a competency-based interview

	LO3
	Receive feedback on the interview performance.



	Timing 
	Facilitator notes

	Week before
	1. Students should book an interview slot online (in Microsoft Forms or Find Time)
2. They should email their CV & cover letter to you to forward to the employer.
3. Send out Teams invites for each individual interview meeting.



	15
	Pre-meeting with employer online to discuss the schedule – 
· 4-6 interviewees
· 2-3 hours (max)
Define roles and responsibilities in the interview process: employer to lead the interview, educator to take notes

	15
	Conduct interview with each individual as agreed.

	5
	  Student leaves the meeting, while the panel discuss feedback to be given
   Would the student be hired or not? (Not to be divulged to student)


	10
	 Give student feedback and time to respond and reflect on the process.


	LATER
	Email the feedback form to the student.




Competency Based Interview Questions                               SES4Work

	Interviewee name:

	Interviewer/s:

	Date:

	Personal information
1. Tell me about yourself.
(Assess confidence and clarity. Do s/he say enough/too little?)
	Interviewer comments

	Interview preparation
2. What do you know about…? How do we make our money?

3. Why would you be interested in working here?
(Assess level of interest and evidence of preparation.)
	

	Pick 1-3 of the following competency-based questions to ask. Please mark the ones asked.

	Teamwork & Communication:
10. Describe a situation where you got people to work together.
(Assess social competence in project teams, collaboration)
11. Describe a time when you had to explain something complex to a colleague. What problems did you come across & how did you deal with them?
12. How do you cope under pressure?
(Positive: demonstrates positive approach towards the problem, considers wider need of the situation.
Negative: perceives challenges as problems, attempts unsuccessfully
to deal with the situation alone)
	

	Empathy & Customer Focus:
13. Tell us about a time when you had to calm an angry customer.
14. Tell us about a time when you had to help your customers deal with a problem with your employer’s product or service?
15. Give us an example of time where you weren’t able to solve the customer’s problem. How did you handle the situation?
(Right mix of empathy and assertiveness/deference when dealing with customers)
	

	Motivation:
13. When did you work the hardest and feel the greatest sense of achievement?
14. Give us an example of a situation where you knew that a project or task would place you under great pressure. How did you plan your approach and remain motivated?
(Drive, energy, motivation, result oriented, initiative & quality focus)
15. How do you cope in adversity?
(Disappointment, disagreement, decision that didn’t go their way – how were their coping mechanisms & how robust were they in the
scenario? Did they learn and got on to build on the experience?)
	


[bookmark: _Toc96350009]


Video Interview Feedback form 					SES4Wor
Please complete this form and discuss with the participant after the interview. (Please save under a different filename).
	Interviewee name
	

	Interviewer/s
	

	Date
	



	
	poor
	fair
	good
	excellent

	Internet/Audio/Video
	
[image: ]
	
[image: ]
	
[image: ]
	
[image: ]



	
	poor
	fair
	good
	excellent

	Setting (background/quiet/position)
	
[image: ]
	
[image: ]
	
[image: ]
	
[image: ]



	
	poor
	fair
	good
	excellent

	First impressions (attire/manner)
	
[image: ]
	
[image: ]
	
[image: ]
	
[image: ]



	
	poor
	fair
	good
	excellent

	Confidence (Voice/Body language)
	
[image: ]
	
[image: ]
	
[image: ]
	
[image: ]



	
	poor
	fair
	good
	excellent

	Communication skills
	
[image: ]
	
[image: ]
	
[image: ]
	
[image: ]



	
	poor
	fair
	good
	excellent

	Comprehension of questions
	
[image: ]
	
[image: ]
	
[image: ]
	
[image: ]



	
	poor
	fair
	good
	excellent

	Quality of answers
	
[image: ]
	
[image: ]
	
[image: ]
	
[image: ]


Areas to work on: 




Particular strengths:  


[bookmark: _Toc96507071]Useful Resources
[bookmark: _Toc96507072]Work Readiness Workshops Information Sheet Template
Would you like to become more confident?
Do you want to get ready for the world of work? 
Do you want to improve your performance as a student?   

If you answered yes to any of these questions, then read on to find out about free workshops being offered to final year students this semester 🙂.  We are delivering a FREE workshop series in WORK READINESS Socio-Emotional Skills for Work (SES4Work). Employers in your DISCIPLINE will be working with us to deliver these workshops. 

What is Work Readiness?
[bookmark: _Hlk95217098]Research shows that employers find new graduates’ socio-emotional and communication skills need improvement when they first begin work!  We want to give you a head start. SES4Work will help you develop your emotional intelligence by focusing on the social skills you need for work over 5 sessions.  You will complete your CareerEDGE Employability Development Profile before and after the workshops to track your progress, and you will do a mock competency-based interview online with an employer at the end. You will also get individual feedback directly from the employer. 

Work Readiness workshops: 
This semester, these free, interactive 90-minute workshops are taking PLACE for final year students in ROOM (See schedule below.)

	Day & Date 
	SES4Work

	
	

	
	

	
	

	
	

	ONLINE  interview & feedback
	



There are limited places for these workshops and places will be offered on a first-come, first-served basis. You must attend at least 4 out of 5 sessions, including the final interview. 

What should I do next?
Sign up as soon as possible for the workshops – by DATE at the latest.  Just click on the link to register and complete the consent form. You will then get a link to the CareerEDGE questionnaire you need to complete before workshops begin.  Once it is in, you can be registered for the workshops. Places are assigned on a first-come first-served basis.  If you have any questions, please contact EMAIL.

[image: C:\Aiden\HEA\STLR Opportunity Logo.png]Student Transformative Learning Record (STLR): These workshops are STLR tagged, and when you complete the Work Readiness module, you will receive a certificate of achievement from TU Dublin. 
	
[bookmark: _Toc96507074]Fireside chats question guide

Questions for Employers re. Teamwork and Communication
1. Tell us a little about yourself.
2. How important is Teamwork in your work setting? What do teams look like? Can you give an example?
3. What part do communication skills play in your company?  Can you give an example of communication at work?
4. What are you looking for in a new employee?
· When you are shortlisting for interview what are the most important things you look for?
· At interview, what sets a candidate apart?
5. What do new graduates struggle with, in your experience? Can you give an example?
6. Have you any other advice you’d like to share?

Questions for Employers on Recruitment & Interviews 
1. Tell us a little about yourself/your company.
2. How does the graduate recruitment process work in your company?
3. What are you looking for in a new graduate employee?
a. When you are shortlisting for interview, what are the most important things you look for in a CV?
b. At interview, what sets a candidate apart?
4. What do new graduates struggle with at interview, in your experience? Can you give an example?
5. Have you any other advice you’d like to share?




[bookmark: _Toc96507075]Student Evaluation form: SES4Work
The survey will take approximately 5 minutes to complete. In completing this evaluation, your honesty in answering the following questions is appreciated. Your feedback will help improve the workshops for students in the future.
1. Your full name 

2. Where did you attend the workshops? 


3. Including the virtual interview, there were five sessions offered to students. How  many did you attend? 

4. Please indicate the extent to which you agree or disagree with the following statements about the work readiness workshops. For each statement, tick just one option.
Strongly
disagree	Disagree	Neutral	Agree	Strongly agree

[image: ][image: ][image: ][image: ][image: ]The workshops were beneficial.

I did not enjoy
[image: ]attending the	[image: ]                     [image: ]                         [image: ]                                [image: ]                 workshops.

The workshops helped
[image: ]me to become more	[image: ]                     [image: ]                         [image: ]                                [image: ]                    aware of teamwork.

The workshops did not
[image: ]help me to improve my	[image: ]                     [image: ]                         [image: ]                                [image: ]                      communication.

[image: ]I found the STAR
approach helpful to	[image: ]                     [image: ]                         [image: ]                                [image: ]                           describe my skills,

[image: ][image: ][image: ][image: ][image: ]The workshops did not help me prepare my CV or cover letter more effectively.

[image: ][image: ][image: ][image: ][image: ]The workshops helped me become more confident talking about myself.

[image: ][image: ][image: ][image: ][image: ]The workshops did not help me prepare for interviews more effectively.

5. In your opinion, how beneficial were the employer talks? *
[bookmark: _Hlk95991520]☆   ☆    ☆    ☆    ☆  
6. In your opinion, how beneficial were the activities, i.e., role-plays and building balloon towers? 
☆   ☆    ☆    ☆    ☆  
7. In your opinion, how beneficial were the weekly handouts? 
☆   ☆    ☆    ☆    ☆  
8. In your opinion, how beneficial was the virtual interview and feedback? 
☆   ☆    ☆    ☆    ☆  
9. When you reflect on the experience, what has been the most significant learning for you personally? 


10.  Are there any changes you would recommend to improve the workshops? 


11.  Are there any changes you would recommend with respect to the timing of the  workshops? 


12.  Are there any further comments that you would like to make?


[bookmark: _Toc96507076]10 Tip Tips for Virtual Interviews
Job interviews have always been daunting because they include a fast first impression and could put you on the spot to prove yourself. There is an even higher chance for things to go wrong if your prospective employer wants to chat face-to-face online. Not only do you face potential connection issues or tech problems, but it can be harder to read someone virtually. You will have to change some of the things you think about during the interview, i.e., sitting in a space with adequate lighting. You may find the format is different as well. Depending on the type of online interview, you may just record your answers instead of conversing with a live person on the other end. This can be stressful. Just remember that being brave enough to take the plunge is already a positive step!
1. DO A TEST-RUN WITH YOUR COMPUTER
Once you’re comfortable with Zoom/Skype/Teams, test your internet connection as well as your audio and sound to make sure everything works properly. Then, find a friend or family member you can use that platform to connect with. For platforms like Zoom and Skype, they are pretty user-friendly, but it helps to feel familiar with the interface before you get on with your employer and realize you are trying to respond and still muted.
Pro Tip: Check what the format is.  Is it an audio interview or both audio and video? Is it live or are the questions pre-recorded? If they are pre-recorded, how many chances do I get to record my answer? What do I do or who do I call if I start having technical difficulties?
2. PICK THE PERFECT SPOT FOR LIGHTING
Make sure it isn’t too dark but also stay away from overhead lights during the interview. If possible, try to settle down near a window with your face towards the light. Natural (window) light is best because it gives the best (most accurate) colour. You may need to use a box to lift the laptop up so that it frames form just below your shoulders to just above your head for a perfect interview shot. 
Lighting Do’s and Don’ts
Turn off any overhead lights if you are able to sit by a window because they will add a yellow or blue tint (depending on the kind of bulb). Lighting from above or behind will cause strange shadows on your face and a frizz halo out of your hair. Lighting from behind or the side will cause a glare, making it difficult for the interviewer to see you and make it hard for you to see the interviewer!
3. DON’T USE VIRTUAL BACKGROUNDS
Once you’ve identified the place for lighting, examine the background. Remove any clutter. Avoid odd things in the background like a bed or toilet.  Books can make you look smart, tactful home décor can give the appearance of being put together and artsy pieces in the background can make you look cultured. A blank wall is even acceptable because it keeps the focus on you.
4. REMOVE DISTRACTIONS 
Silence anything that could interfere with your conversation, including your phone and email notifications on your computer. Pets and other people should not be able to come into the room!
5. LOG ON EARLY AND TEST SETUP
For a virtual, first-time interview, you may want to make sure you are ready to go 15-20 minutes early. Setting up the computer and logging in is essentially the parking part of your interview process. Make sure everything works and then you can hang out until about 5-10 minutes before the scheduled time. ALWAYS act like your interviewer can hear and see everything you are doing.
6. DRESS PROFESSIONALLY AND SIT UP 
Even though you’re not meeting your interviewer in person, make sure to dress for professionally and sit up straight. Wear clothes that are flattering and fit the job you are interviewing for. When in doubt, dress up rather than dress down (especially for virtual interviews!). 
Good posture makes you feel more confident, puts you in a better mood and communicates openness. Make sure you are sitting up straight with your shoulders back and head up to feel and project confidence.  Slouching makes you look (and feel) tired.  Crossing your arms will look like you aren’t fully engaged and can actually make it hard to take in information.  Don’t forget to smile! Whether you are talking to an actual person or recording your answers, smile the way you would during an in-person interview. 
7.  PREPARE ANSWERS AND QUESTIONS
Have answers prepared to some of the more common interview questions and examples in case they ask for specifics. Practice your main talking points and remember to slow down—it can be easy to talk over people on online calls. You may need to be slightly louder and more emphatic than usual; the screen is going to downplay the impact you would have in person.
Most interviewers ask at the end if you have questions and having two or three questions to ask will show you’ve put thought into this.  Try to have good 5 questions ready in case some get answered during the interview. Prepare by doing some research on the company and industry. Ask questions that show you would be an engaged member on the team, ready to get to work right away.
8. LOOK YOUR INTERVIEWER IN THE "EYE" 
In the online environment, eye contact is important—even though it isn’t true eye contact.  Instead of looking at the person on the screen, look directly into the webcam as much as you can and stay engaged. Looking at the screen makes you look like you are staring down and avoiding eye-contact since screens are usually below cameras.
Pro Tip: If you are uncomfortable, put a picture of someone you know up by the webcam. 
9. LISTEN CAREFULLY 
It’s easy to miss something important during an interview. It’s also sometimes difficult to interrupt without an embarrassing overlap in sound.  Jot down keywords if you want to remember a point or circle back to ask a question. If you do miss something that was said, make sure you ask.
Pro Tip: You may want to consider connecting your laptop to external speakers or even headphones to get clearer sound. If you have a gaming microphone, it could improve the quality of your voice.
10. FOLLOW UP AFTERWARD 
Before the interview is over, ask when they will likely get back to you. If they don’t get back to you by the named day, try waiting another day or two before reaching out.
Always follow up with a brief thank you email a few days after the interview. Reassert how interested you are in the position and how much you appreciated their time.
[bookmark: _Toc96349057][bookmark: _Toc96350012][bookmark: _Toc96507077][bookmark: _Hlk96074319]
Employer perspectives on graduate SES: more details

Here are some more specific details on what employers said about socio-emotional skills in your discipline to help you tailor your SES4Work module.


The importance of socio-emotional skills by sector
Overall, communication, teamwork and adaptability were considered most important, as rated on a 5-point Likert scale where 0 = Not at all important and 4 = Very important.  See specifics for your sector in Table 1.
[bookmark: _Hlk96421962]Table 1 Mean scores for SES rated most important  by sector with the top three scores highlighted: 1=Red, 2=Orange, 3=Yellow
[image: Table

Description automatically generated]


Socio-emotional competencies as rated by employers
Employers’ assessment of graduate socio-emotional competencies on entry to work for all sectors was measured using a 5-point Likert scale, where 0 = very poor and 4 = excellent.  Graduate teamwork was most highly rated, while communication, the most important SES was generally rated as just adequate.  However, employers looked primarily for potential in new graduates: motivation, adaptability, and willingness to learn.   
Table 2 Mean scores for the mast highly rated graduate SES by sector: top three scores highlighted: 1=Red, 2=Orange, 3=Yellow
[image: ]
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  STAR  stories     STAR is   an acronym  for creating your best response to   comp etence - based questions.  Interviewers expect you to   present   your   thoughts   and   experience   in   this   manner.  T he  STAR method is  about composing a clear   story.   Question:   Tell me about a time when   you had to provide difficult   feedback   to   a   team   member?           Task   Describe   the   specific   challenge or task that   relates   to   the   question.           Action   Talk   about   the   actions   that you took to   accomplish   the   task.           Result   Present   the   results   that   followed   because   of   the   chosen   action.       “As a group, we developed a plan   to   di vide  the   work   between   us.     However, after  a  few weeks, it   became  apparent that one of the team   was not  completing their part of the   project .    The  rest of  the  team decided that we   needed   to   reengage   them . ”       “I   took   the   initiative   to   set   up   a   meeting   where we discussed our   interest in the  project as well as our   other academic  responsibilities.     After   talking, it was  clear that if we   changed  their   contributions to tasks  better   suited to   their   skills and interests,  they’d  probably   contribute   at   a   higher   level.”     “It turned out that the team could   redistribute   tasks   without   compromising   so every member got to work on the   pieces   of   the   project   that   we re   of   most   interest   to   them.   In   the   end,   we   completed the project and received   positive   feedback."  
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