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Youth unemployment has become a worldwide challenge since the beginning of the
economic crisis in 2008.
While today students work hard to earn good grades in their studies, many still
struggle to gain employment. As reported by the OECD (2016), employers are
looking not only for academic success but also for key employability skills.
In this context, there is a persistent gap between the fast-paced demands for new
skills in the labour market, and the slow pace of different educational systems in
meeting these demands.
For this reason, embedding employability into the core of higher education is now a
key priority for governments, universities and colleges, and employers. This will bring
significant private and public benefits, demonstrating higher education’s broader role
in contributing to economic growth as well as its vital role in social and cultural
development (HEFCE 2011:5).
This handbook aims to provide a comprehensive and applicable framework for
employability skills, and to present learning and assessment activities to develop
said skills. Through the use of an innovative ePortfolio system as an integral strategy
that supports teaching, learning and assessment, a major visibility of skills
development will be guaranteed.
Specifically, this handbook calls for:
-

strengthening the interpretation of employability and focusing on how it
can be translated into practice;
helping teachers engage students in the development of their
entrepreneurial skills, and monitor progress;
developing and implementing effective employability strategies, and
combining innovative pedagogies with an effective use of digital tools
and content to foster ePortfolio as an innovative method of learning
and employability.
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Introduction
The concept of skill
In a constantly changing environment, it is necessary to develop a range of basic
skills in all students whose quality - and quantity - are sufficient to ensure their
inclusion in social and professional life. One of the main responses to these
challenges is to gradually move from a knowledge-oriented curriculum to a
skill-based one.
Figure 1
Competency-based approach

Skills and competences, and other classifications
Often, the terms skill and competence are used interchangeably, when they are not
necessarily synonymous (Cinque, 2016). The European Qualifications Framework
(EQF) provides a grid of eight reference levels based on learning outcomes which
are defined in terms of knowledge, skills and competence, where:
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On the other hand, the Tuning project (2001), which developed a model for
designing, planning and implementing the Bologna Process in higher education (HE)
institutions and subject areas, defines competence as “a dynamic combination of
knowledge, understanding, skills, and abilities”, and classifies it into three different
types:
Figure 2
Knowledge, Skills and Competence
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Figure 3
Competence Definition (Tuning project, 2001)

1. Employability
1.1. Defining employability
Employability should be considered by every actor involved in the development and
implementation of curricula at different levels of the educational system, particularly
in post-secondary education. The following table (table 1) presents the difference
between what is and what is not employability.
Table 1
What is Employability, and What is it Not? (Adapted by Cole and Tibby, 2013)

Employability -What it is

Employability - What it is not

It is a lifelong process.

It is not about replacing academic rigour
and standards.

It applies to all students whatever their
situation, course or mode of study.

It is not necessarily about adding additional
modules into the curriculum.
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It is complex and involves a number of
areas that interlink.

It is not just about preparing students for
employment.

It is about supporting students to develop a It is not the sole responsibility of the
range of knowledge, skills, behaviours, Careers Department.
attributes and attitudes which will enable
them to be successful not just in
employment, but in life.
It is a university-wide responsibility.

It is not something that can be quantified by
any single measure.

It is about making the components of It should not just be concerned with
employability explicit to students to support preparing graduates to be successful in the
their lifelong learning.
labour market but also about preparing
them to contribute to society as a citizen.

There are many definitions of and approaches to employability. Some of them refer
to an ability to gain employment, some others to the acquisition of skills for life, and
others to a set of skills, abilities and attributes that make an individual more
employable. The following table presents ten different definitions of the term
employability b
 y different authors and experts in the field.
Table 2
Ten Definitions of Employability

Definition

Author

1

Employability is about three abilities: gaining initial employment,
maintaining employment, and obtaining new employment if
required.

2

Employability is the ability [of graduates] to gain initial European
meaningful employment, or to become self-employed, to Commission,
maintain employment, and to be able to move around within the 2014:63
labour market.

3

Employability is the relative chances of finding and maintaining Brown et al.,
different kinds of employment.
2002:9

4

Becoming and staying employed requires turning themselves Waltz, 2011:4
[students] into ‘products’ that conform to ever-changing market

Hillage and
Pollard, 1998
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desires, which is certainly not a concept that should be left
unchallenged.

5

The acquisition of skills for life.

6

Employability should also be considered in terms of knowledge Hillage &
and attitudes. In simple terms, employability is about being Pollard, 1998:2
capable of getting and keeping fulfilling work. More
comprehensively, employability is the capability to move
self-sufficiently within the labour market to realise potential
through sustainable employment.

7

Employability as a set of graduate attributes; the qualities, skills Bowden et al.,
and understandings a university community agrees its students 2000
would desirably develop during their time at the institution and,
consequently, shape the contribution they are able to make to
their profession and as citizens.

8

A set of achievements - skills, understandings, and personal
attributes - that make individuals more likely to gain employment
and be successful in their chosen occupations, which benefits
themselves, the workforce, the community and the economy.

Dearing, 1997

Knight and
Yorke, 2003:5

9

Employability involves more than possession of the generic Bridgstock,
skills listed by graduate employers. In a rapidly changing and 2009:1
competitive economy, graduates must also be able to
proactively navigate the world of work and self-manage the
career-building process.

10

A combination of personal qualities and beliefs, knowledge, Yorke, 2006:8
skillful practices and the ability to reflect critically and
productively on experience, and the need to be frequently
renewed during a person’s working life.

We have adopted a definition of employability from the Skill-up project that presents
it as:

And, how do higher education providers, employers and students define the benefits
of teaching employability? We present their point of view below:
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Figure 4
Benefits of Teaching Employability (adapted from QAA, 2018)

1.2 Graduates’ employability skills as valued by employers
Employers are one of the key agents for students’ success as regards employability.
Table 3 below presents the top three preferred employability skills from an
employers’ perspective.
Table 3
Preferred Employability Skills (adapted from Blackmore, Bulaitis and Jackman, 2016)

Date of
study

Country or
region

Number of
employers
interviewed

Preferred skills
(top three)
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2013

South
Africa

80

1. Willingness to learn (84%)
2. Problem-solving (83%)
3. Teamwork (81%)

2008

Cambodia

220

1. Communication
2. Analytical skills
3. Problem-solving

2008

UK

223

1. Communication skills (86%)
2. Teamwork (85%)
3. Integrity (83%)

2014

USA

161

1. Ability to make decisions and solve
problems
2. Verbal communication
3. The ability to obtain and process
information

2010

Europe

7036

1. Teamwork
2. Sector-specific skills
3. Communication
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It is of note that the most valued skills by employers include those known as soft
skills (Cinque, 2016):
Figure 5
Most Valued Skills by Employers
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1.3. Diversity of frameworks
The literature presents a myriad of frameworks when it comes to employability skills.
These share a core set of skills, albeit sometimes differing in the way in which they
have been formulated, organised, or prioritised. Other skills, however, belong to
specific taxonomies, and are not shared across the board.
Figure 6
Frameworks on Employability Skills
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A recent study on employability skills (Ornellas, Falkner, and Edman Stålbrandt,
2019) describes a conceptual framework based on authentic learning approaches
as a catalyst for developing employability skills of new HE graduates. One such
approach is the SKILL UP taxonomy adopted in this handbook, which consists of 15
skills organised according to three perspectives: a) cognitive, b) methodological, and
c) social.
Figure 7
SKILL UP Taxonomy

1.4. The relationship between employability, enterprise, and
entrepreneurship
An effective approach to employability, enterprise, and entrepreneurship education
has a significant impact on learning to learn and, therefore, on the capacity of the
individual to proactively engage and creatively solve new challenges. It prepares
students for a rewarding professional life and acts as a significant vehicle to deliver
against the institutional aims for graduate employment, employability, and future
success.
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Employability support covers a vast array of interventions and activities, both in the
curriculum and beyond, and includes activities such as placements, CV workshops,
career fairs, and support with job applications. These interventions may also support
enterprise and entrepreneurship. However, an effective approach needs to go much
deeper and calls for a broader and more coordinated range of activities that prepares
the individual to deal with complex situations and create new opportunities for
themselves.
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2. Entrepreneurial skills and the future of work
2.1. Entrepreneurship
In the previous chapter we have defined employability skills as the ability to gain
employment or to be successful in a chosen occupation. However, employability
cannot be explained without its connection to self-employment and entrepreneurship.
Table 4 presents three key definitions that provide clarity to the possible distinctions
between them.
Table 4
Entrepreneurship: Three Definitions

Definition

Author

1

Entrepreneurship is a transversal competence which can
be applied across all aspects of life: from nurturing personal
development, to actively participating in society, to
(re)-entering the job market as an employee or
self-employed, or to starting up ventures of any kind.

Project
EntreComp
(Bacigalupo,
M., Kampylis,
P., Punie, Y.,
and Van den
Brande, G.
(2016:6))

2

Entrepreneurship is when you act upon opportunities and FFE-YE, 2012
ideas and transform them into value for others. The value
that is created can be financial, cultural, or social.

3

Entrepreneurship is defined as the application of enterprise
behaviours, attributes and competencies into the creation of
cultural, social or economic value. This can, but does not
exclusively, lead to venture creation.

QAA
Enterprise and
Entrepreneursh
ip review, 2018

a. What does it mean to be an entrepreneur?
1. It refers to value creation in the private, public and third sectors, and in any
hybrid combination of the three.
2. It enables citizens to nurture their personal development, to actively contribute
to social development, to enter the job market as employees (or
HANDBOOK | Page 16

self-employed), and to start or scale-up ventures which may have a cultural,
social, or commercial motive.
3. It applies to both individuals and groups (teams or organisations).

b. Entrepreneurship taxonomies
As with employability, the literature presents a variety of entrepreneurship
frameworks. They all identify a set of skills or competences organised into areas or
clusters. Although most skills are common among frameworks, some frameworks
add specific or unique skills to their set. The EntreComp conceptual model
(Bacigalupo, Kampylis, Punie, and Van den Brande, 2016) and the QAA Enterprise
and Entrepreneurship Review (QAA, 2018) are the most renowned:
Figure 8
EntreComp and QAA Enterprise
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Having seen definitions and different taxonomies or frameworks of both employability
and entrepreneurship skills, which are the common skills they share? The following
table (table 5) highlights the differences (searching for a job and focusing on getting
a job, or generating employment and focusing on creating a job), and presents
common or related skills.
Table 5
Common Skills Between Employability and Entrepreneurship Frameworks

Employability skills
Searching for a job
focusing on getting a job

Common

Entrepreneurship skills
Generating new
employment
focusing on creating a job

Communication skills and
foreign language

Communication (1)

Communication and
strategy skills

Numeracy

Numeracy, financial
literacy and financial
decision-making (2)

Financial and economic
literacy

Technology and
information use

Digital skills (3)

Digital and data skills

Learning how to learn

Learning to learn (4)

Learning through
experience

Development planning
and resources
self-management

Planning and
management (5)

Planning and
management and
mobilizing resources

Team working

Building and mobilizing
teams (6)

Working with others and
mobilizing others

Critical thinking skills

Critical and analytical
thinking (7)

Critical analysis

Creative thinking

Creativity and innovation
(8)

Creativity and innovation

Decision making

Decision making and
responsibility-taking (9)

Decision making, taking
initiative and responsibility
and leadership
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While employability and entrepreneurship frameworks share common soft skills,
entrepreneurship emphasises personal attributes ranging from self- and context
awareness, creativity and vision, risk-taking, and self- operational and emotional
management.

2.2. How can we support entrepreneurship skills?
a. The role of educators
Every teacher should benefit from becoming an ‘entrepreneurial educator’ (Hannon,
2018). Entrepreneurial educator attributes are related to encouraging students,
experimenting with new pedagogies, exploring new opportunities, and enabling
students to relate their learning to their personal and professional aspirations, among
other attributes presented below:
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Figure 9
Tips to Become an Entrepreneurial Educator

Besides the attributes above, other specific tasks of an entrepreneurial educator
involve:
-

-

providing pathways towards a designated outcome, for example starting a
business or using enterprise skills within an industry sector, organisation, or
social enterprise by creating value for others - being intrapreneurial,
designing constructively aligned curricula (Biggs, 2003) that matches learning
to outcomes, and contributes to the strategy and context of the institution.
This should be based on research and take into account students’,
colleagues’ and other stakeholders’ feedback,

HANDBOOK | Page 20

-

-

-

-

signposting and building student experience beyond the specific teaching
activity or assessment, e.g. for those interested in starting a business, this
might include entering competitions or joining an incubator or accelerator,
contributing to the achievement of institutional strategy, e.g. designing and
delivering internal metrics, and also through the consideration of how the
culture, habitat, resources, and the environment of the institution can be more
aligned with entrepreneurial activity,
influencing the institution and the broader educating community, sharing their
experience, and encouraging others to develop an entrepreneurial approach
and practice,
providing insight into legal and tax constraints such as Intellectual Property
realisation and management, taxation, alternative business models, and their
alignment.

b. The supportive institution
Higher Education institutions are called to play an essential role in the development
of new skills, capabilities, and knowledge employers will demand and markets will
prize in the future. It is the duty of any university today to improve their students’
engagement, identify their entrepreneurial needs, and strengthen the relationships
with enterprises and alumni. We list hereafter a set of actions that universities may
undertake to better support entrepreneurial skills.
Figure 10
Actions to Support Entrepreneurial Skills
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c. Barriers to entrepreneurship skills
There is a need to engage higher education at large, teaching staff, career
counsellors, undergraduates, graduates, and employers to create real, practical,
scalable ways to enhance new graduates' employability skills by improving the
connection between higher education curricula with the demands of the labour
market. The Survey for Entrepreneurship in Higher Education in Europe (2008)
concluded that the three main barriers to entrepreneurship education are:
-

-

-

that entrepreneurship education often depends on a single person or a few
people; 40 percent of the institutions which took part in the survey saw this as
one of three main barriers;
that the academic staff does not have enough time to engage in
entrepreneurship education. 34 percent of the institutions pointed to this as
one of three barriers; and
that the current level of educator competence is inadequate to undertake
entrepreneurship education. 30 percent of the institutions saw this as one of
their three main barriers.

Closely related to these issues is the fact that few institutions recognise excellence in
entrepreneurship education.

3. Developing and assessing employability skills
This section contains some examples of good practice in developing and assessing
employability skills that are already taking place within departments. The majority of
these activities are fully transferable to any context.

3.1. The role of higher education institutions
12 leadership actions for higher education institutions:
1. Build up a whole-institution employability culture in which students are
practising employability from the moment they walk through the door, and in
which employability is understood to be everyone’s job – employability a part
of core business (UKCES, 2010).
2. Identify and articulate the institution’s vision and values.
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3. Communicate vision and values consistently over the long term, building them
into foundational documents (mission statement, strategy, guidance notes,
etc.) of the institution, and into target and incentive structures.
4. Be willing to move the institution, and the professionals within it, out of their
comfort zone.
5. If necessary, reallocate time and money into employability skills.
6. Develop capacity in employer involvement, either by developing existing staff
or by recruiting specialists.
7. Build strong and genuine relationships with employers, students, and staff,
and be resolute in seeking, hearing and acting on feedback.
8. Invest accordingly to the complexity of employability skills with staff, CPD, and
infrastructure.
9. Provide the necessary resources and professional development, if necessary
at the expense of doing something else.
10. Assess the development of skills in more qualitative and subjective ways than
may be usual.
11. Develop and use alumni networks.
12. Share the best practices and impact data within and beyond the institution.

a. Enhancing students’ graduate employability
In order to enhance students’ graduate employability, institutions could follow the
following 8 recommendations (Kinash et al., 2015):
1. Support increased opportunities for student work experience, placements, and
internships.
2. Explicitly articulate the relevant graduate employability skills in the learning
outcomes for every subject.
3. Design authentic assessment activities, aligned with industry practices,
standards, and approaches.
4. Know your disciplines’ career options and outcomes, and be explicit about
career pathways.
5. Make the learning experience about knowledge, skills, and attributes.
6. Invite employers to engage, e.g.
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Figure 12
Recommendation 6 (Kinash et al., 2015)

7. Invite graduates to engage.
Below are some questions that can be posed to graduates:
Figure 13
Recommendation 7 (Kinash et al., 2015)

8. Explicitly teach students how to be employable. Start early, ideally in the first
michaelmas term of their studies.
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Figure 14
Recommendation 8 (Kinash et al., 2015)

b. Engaging employers to enhance teaching and learning
Apart from the role of higher education institutions, it is true that engaging employers
is a key factor to support students’ acquisition and development of employability
skills. In this regard, there are many types or strategies of engagement that HE
institutions could use. Below, eight specific tips for institutions are presented, as per
Knight and Yorke (2004):
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Figure 15
Tips for Institutions (Knight and Yorke, 2004)

c. Methods of embedding employability skills into the curriculum
To develop and assess employability skills, these must be embedded into the
curriculum. Good practice would entail:
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Figure 16
Good Practices for Embedding Employability Skills into the Curriculum

As seen in the table above, specific strategies embedding employability skills into the
curriculum involve employer engagement. It is crucial to build strong and close
working relationships between higher education institutions and employers. Table 6
presents various actions in this regard.
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Table 6
Stages of Effective HEI-employer Collaboration (adapted from UKCES, 2014:16)

Stage 1
Identifying employer
needs and scoping
solutions

Stage 2
Design and setup

Stage 3
Delivering outputs

Scope and identify
demand

Align strategic focus

Ensure products are fit for
purpose or universities
and relevant for
employers

Account for complexity
that spams different
industries and regions

Choose appropriate
models of engagement,
and models and methods
of delivery

Articulate the benefit of
the collaboration of
participants

Provide clarity around
offer and any expected
outcome

Establish a clear shared
agenda
Consider
collaboration
funded

will

Develop the virtuous
circle of learning,
application, feedback and
how refinement
be

Acknowledge the strength
and limitations of
collaborating partners

3.2. Learning activities
a. Through your course
This section presents a series of strategies that teachers can use in order to support
students in developing their employability skills. Firstly, two examples will illustrate
ways in which to develop employability skills at large. Further examples below will
focus on the development of the SKILL UP taxonomy skills introduced before.
Example 1: skill self-awareness and personal development planning
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Ask your students to go through a list of skills, selecting any that they feel they
already have, and those they feel they would like to improve on. Students are to
ignore the skills that they feel are not relevant to them.
Skills I have

Skills to improve on

Next to each of the skills students declare to have, they should write down at least
one example of a situation in which they believe they demonstrated said skill. Many
employers now base their interviews very largely around skills analysis, and they will
ask for examples of this type. For the list of skills students would like to improve on,
they ought to write down at least one way in which they might be able to start
improving on each of the skills on the list.
Example 2: use of eportfolio for skill assessment
ePortfolios are a powerful strategy to learn, and to assess students’ skills.
Implementing an ePortfolio can be a good starting point for different and concurrent
purposes:
Figure 17
Purposes for Implementing an EPortfolio

An e-portfolio can be used to collect evidence of a certain skill development, engage
in a dialogue with the teacher, and receive formative and summative assessment.
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Example 3: common methods and assignments for skill development and
assessment
The learning activities below are commonly used by teachers working on, assessing,
and validating students’ skills.
Cognitive skills
Analytical thinking

Gathering, analysing and articulating information from different sources to solve
problems, and for decision making.
Figure 18
Learning Activities, Outcomes and Evidence (Analytical thinking)
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Creative thinking

Thinking outside the box in order to bring solutions to problems.
Figure 19
Learning Activities, Outcomes and Evidence (Creative thinking)

Foreign language

Intercultural understanding and performance in a language different from one’s
mother tongue.
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Figure 20
Learning Activities, Outcomes and Evidence (Foreign language)

Methodological skills
Learning to learn

Effectively manage one’s learning process and needs.
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Figure 21
Learning Activities, Outcomes and Evidence (Learning to learn)

Problem solving

Engaging to find solutions to problems, and to solve conceptual dilemmas.
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Figure 22
Learning Activities, Outcomes and Evidence (Problem solving)

Decision-making

Thinking of several choices, and anticipating consequences.

HANDBOOK | Page 34

Figure 23
Learning Activities, Outcomes and Evidence (Decision-making)

Digital skills

Being digitally competent in 5 areas (Carretero, Vuorikari & Punie, 2017):
‘information and data literacy; communication and collaboration; digital content
creation, and safety’.
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Figure 24
Learning Activities, Outcomes and Evidence (Digital Skills)
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Results-oriented performance

‘Ability to make organisational efforts according to the goals pursued’ (Haselberger
et al., 2012).
Figure 25
Learning Activities, Outcomes and Evidence (Results-oriented performance)
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Self-management

Setting goals and priorities through the selection and distribution of tasks and
resources. Time management, organisation, responsibility, and self-reliance.
Figure 26
Learning Activities, Outcomes and Evidence (Self-management)
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Social skills
Communication and Interpersonal skills

Articulating, transmitting, and effectively defending arguments, ideas, feelings or
information. Listening, understanding, and being receptive to others.
Figure 27
Learning Activities, Outcomes and Evidence (Communication and interpersonal skills)
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Teamwork

Working collaboratively with others both face-to-face Cross-cultural and diversity
competence
Working with people of different ethnicities, religions, cultural backgrounds, genders,
etc.
Figure 28
Learning Activities, Outcomes and Evidence (Cross-cultural and diversity)

Conflict management

Taking control of a conflict between two or more parties in an assertive way.
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Figure 29
Learning Activities, Outcomes and Evidence (Conflict management)

Stress management

‘Showing endurance in complicated or stressful situations and workloads while
maintaining the same quality level in the tasks accomplished’ (Haselberger et al.,
2012).
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Figure 30
Learning Activities, Outcomes and Evidence (Stress management)

Subject Specific Skills

The set of knowledge and abilities required to successfully perform a specific
occupation. Specific competences refer to the professional profiles related to a
specific job or family of jobs. These job profiles are the foundation on which all
competence-based activities are built, because they identify the specific skills and
proficiency levels that define success in a specific job. The following criteria make a
skill concrete and tangible in the workplace:
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Figure 31
Criteria Make a Skill Concrete and Tangible in the Workplace (The Council for Industry and
Higher Education, 2006)
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b. Through extra-curricular activities
During their studies, students can develop their employability skills by engaging in:
Figure 32
Employability Skills Development through Extra-curricular Activities

c. Through summer jobs and part-time work
While it is possible to get summer work experience with relevant employers (e.g.
accountants, computer companies), financial pressures mean that most students
have to take any job they can find. Later on, when they make applications for
permanent jobs and employers enquire about their work experience, they find it hard
to believe that these jobs can be of relevance to their future career. Teachers may
clarify and emphasise that usually,
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Some of the skills that students might gain from retail or hospitality work, and which
are relevant to most jobs are:
Figure 33
Employability Skills Development through Summer Jobs and Part-time Work

3.3 Evidence of learning
Evidence-based learning describes a class of approaches, processes, and strategies
that have been empirically demonstrated to produce learning outcomes. This
definition includes another possible definition, that of evidence that learning has
occurred, which assumes that learning can be measured. For the purposes of
EPICA, learning involves those situations whereby students feel they have acquired
and/or demonstrated the employability skills they are aiming to showcase. In this
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context, students are learners; teachers are those professionals who facilitate
students’ learning; and learning outcomes are the products of learning.
It is important that measures taken validly measure the specific criteria described in
the rubrics in question, and provide faculty with usable and useful information. Even
valid and reliable direct measures may only capture a student’s performance or
learning at one particular moment and may be better at capturing learning for some
students than others. It is helpful to provide students with multiple opportunities and
different methods of demonstrating their learning on the same outcomes over the
course of their study.
Often, educationalists ascribe one of two labels to their evidence: direct or indirect.

a. Direct (observable) evidence
Direct evidence of student learning comes from objective sources; it is tangible,
observable, and self-explanatory. In other words, direct evidence of learning
indicates what students can demonstrate, as well as the degree to which students
have moved toward mastery of faculty-identified expectations. Direct evidence
answers the question, “what did the students learn?”
Examples of direct evidence include:
● samples of student work such as essays, exams, in-class writings, lab reports,
quizzes, portfolios, (online) projects/assignments, etc.,
● pre-post assessments (measuring student change over the course or
programme)
● scores on locally-designed multiple choice and/or essay tests such as final
examinations in key courses, qualifying examinations, and comprehensive
examinations, accompanied by test "blueprints" describing what the tests
assess,
● systematic observations of students (in person, videotape, audiotape, online
discussions),
● students’ reflections on their own values, attitudes, and beliefs,
● employer ratings of employee skills,
● summaries/analyses of electronic discussion threads.
● capstone projects (scored with a rubric)
● student portfolios (scored with a rubric)
● performance evaluations
● employer ratings of employee skills
● think-alouds
● classroom response systems (clickers)
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● knowledge maps
● feedback from computer-simulated tasks (e.g. information on patterns of
actions, decisions, branches

b. Indirect (inferred) evidence
Indirect evidence of student learning is sourced from more subjective sources, and it
answers the question, “what do students report they’ve learned?”. It provides useful
insight and contextual information to support inferences about student learning, but
is in itself insufficient to support conclusions about or recommendations for
programme effectiveness or student learning. Indirect evidence should always be
complemented by direct evidence.
Examples of indirect evidence include:
● self-reports of students’ perceptions of their own learning,
● responses to survey or interview questions asking students what helped them
learn (e.g. knowledge surveys),
● responses to survey or interview questions asking students to rate their
satisfaction with a learning experience (e.g. exit interviews),
● questions on end-of-course student evaluation forms that ask about the
course rather than the instructor,
● student/alumni satisfaction with their learning, collected through surveys, exit
interviews, or focus groups,
● teacher reflections on student learning and teaching methodologies,
● assignment grades, if not accompanied by a rubric or scoring criteria,
● course grades, if not accompanied by a rubric or scoring criteria,
● admission rates into graduate programmes and graduation rates from those
programmes
● quality/reputation of graduate and four-year programmes into which alumni
are accepted
● placement rates of graduates into appropriate career positions and starting
salaries
● alumni perceptions of their career responsibilities and satisfaction
● student participation rates in faculty research, publications and conference
presentations
● honours, awards, and scholarships earned by students and alumni
● class time spent in active learning,
● number of student hours spent on service learning, homework, or at
intellectual or cultural activities related to the course.
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Figure 34
Types of Evidence

c. Curricular, co-curricular and extracurricular evidence
Curricular activities are those activities that are a part of the curriculum. Co-curricular
refers to activities, programmes, and learning experiences that complement, in some
way, what students are learning at school—i.e. experiences that are connected to or
mirror the academic curriculum. Co-curricular activities are typically, but not always,
defined by their separation from academic courses. For example, they are ungraded,
they do not allow students to earn academic credit, they may take place outside of
school or after regular school hours, and they may be operated by outside
organisations. A few examples of common educational opportunities that may be
considered co-curricular include student newspapers, musical performances, art
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shows, mock trials, debate competitions, and mathematics, robotics, and
engineering teams and contests.
Extracurricular activities are defined as those activities that are not tied to the
curriculum. They can be almost anything that is not required for school credit or paid
employment, including activities you may do with your family, or within your
community. They become important when applying for jobs as they contribute to
your development of skills and help show employers your talents, interests, and
passions, and a different set of skills you may not necessarily have displayed and
been able to showcase fully at school or in the workplace. Some extracurricular
activities which may be relevant when showcasing your skills are clubs, competitive
teams, sports, service to the community, social activism, volunteering, and
leadership endeavours, among others.

d. Professional and work-related evidence
Whatever the occupation, the most efficient way to develop expertise is learning
through practice in the workplace. A growing body of evidence shows how
opportunities arise for learning within the workplace as part of everyday daily
practices. These opportunities stretch across the ‘formal-informal’ continuum. These
include: periods of structured supervised training; organised and accidental
problem-solving and knowledge sharing encounters with colleagues; and the
co-development and adaptation with clients and customers of products and services.
Workplace learning can be enhanced through pedagogical strategies such as
coaching, mentoring, and the use of constructive feedback.
Equally, work-related evidence is also that which you develop in your everyday work
engagements and responsibilities, i.e. in your day-to-day endeavours in the
workplace. These may have been overlooked at times, but are often acknowledged
and rewarded. Evidence of this sort may include promotions, being chosen
employee of the month, being awarded a project award, receiving a commendation,
or a reference on social media, among others.

e. Suitability of evidence
For evidence to be suitable, it must fulfil the following criteria: it must be sufficient,
authentic, credible, objective, relevant, current, and verifiable (OU, 2019).
-

sufficient evidence means evidence submitted must cover all aspects of the
assessment criteria for each unit students are required to achieve, i.e. for
each skill they are seeking to demonstrate. Some qualifications require
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-

-

-

specific evidence and students should check the criteria to see what is
needed. Sufficient does not mean a mass of evidence. It simply means
collecting enough evidence to demonstrate competence,
authentic evidence only relates to one’s own performance,
credible evidence is reliable, and believable. It comes from a reliable source.
There is no obvious reason to doubt its authenticity,
objective evidence can be observed by anyone, and so excludes purely
subjective personal experience.
relevant evidence relates clearly to the qualification students are seeking to
achieve. Assessors are only interested in evidence directly related to the
requirements set out in the assessment (e.g. rubrics). That is, evidence which
clearly links a learner’s performance with specific areas of their chosen
qualification,
current evidence is evidence relating to skills, attitudes, and knowledge
students can currently demonstrate. Assessors will be evaluating students’
current level of competence so these must ensure that their evidence clearly
relates to activities and areas of work they could still perform if required to do
so,
verifiable evidence can also be found by anyone else using the same
conditions, i.e. anyone in the same circumstances must be able to get the
same result using exactly the same method.

3.4 Rubrics for the assessment of employability skills
In pursuit of assessing students’ employability skills, rubrics are a highly effective
method to measure students’ attainment against a consistent set of criteria.
Typically, rubrics include the educational purpose of an assignment, and the
rationale behind it; the specific criteria or learning objectives that students must show
proficiency into successfully complete meet expected standard, and the specific
quality standards the teacher will use when evaluating, scoring, or grading an
assignment. Rubrics should be designed to be simple, explicit, and easily
understood.
Among the various types of rubric there are, analytic rubrics are commonplace in
higher education as they provide useful feedback on areas of strength and
weakness, and criterion can be weighted to reflect the relative importance of each
dimension. Criteria for a student product is listed in the leftmost column of a grid with
levels of performance listed across the top row often using numbers and/or
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descriptive tags. The cells within the centre of the rubric may be left blank or may
contain descriptions of what the specified criteria look like for each level of
performance. When scoring with an analytic rubric each of the criteria is scored
individually.
Using a rubric provides several advantages to both instructors and students. Grading
according to an explicit and descriptive set of criteria that is designed to reflect the
weighted importance of the objectives of the assignment helps ensure that the
instructor’s grading standards do not change over time. Grading consistency is
difficult to maintain over time because of fatigue, shifting standards based on prior
experience, or intrusion of other criteria. Furthermore, rubrics can reduce the time
spent grading by reducing uncertainty and by allowing instructors to refer to the
rubric description associated with a score rather than having to write long comments.
Finally, grading rubrics are invaluable in large courses that have multiple graders as
they can help ensure consistency across graders and reduce the systematic bias
that can be introduced among them.
Used more formatively, rubrics can help instructors get a clearer picture of the
strengths and weaknesses of their class. By recording the component scores and
tallying up the number of students scoring below an acceptable level on each
component, instructors can identify the skills or concepts that need more
instructional time and student effort.
Rubrics are also valuable to students as they can help instructors communicate to
students the specific requirements and acceptable performance standards of an
assignment. When rubrics are given to students with the assignment description,
they can help students monitor and assess their progress as they work towards
clearly indicated goals. When assignments are scored and returned with the rubric,
students can more easily recognise the strengths and weaknesses of their work and
direct their efforts accordingly.

HANDBOOK | Page 51

4. The use of portfolio
The learning portfolio is often lauded as a powerful pedagogical tool and,
consequently, is rapidly becoming a central feature of contemporary education.

The use of electronic portfolios or ePortfolios has increased at a rapid rate and has
also been capturing the attention of many in academia. Powell and Jankovich (1998)
stated that portfolios should be targeted to meet employers’ needs, and designed
with employers’ views in mind.

How does the portfolio differ from other assessment approaches?

4.1. Definitions and conceptualisation
A portfolio is an organised compilation of evidence that demonstrates knowledge,
skills, values and/or achievements, and that includes reflections or exegesis which
articulate the relevance, credibility, and meaning of the artefacts presented. In the
table below we present five different definitions of portfolios in education.
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Table 7
Five Definitions of Portfolio

Definition

Author

1

The ePortfolio; which is also known as Digital Portfolio, is a Lorenzo &
“digitised collection of artefacts, including demonstrations, Ittelson, 2005:1
resources, and accomplishments that represent an
individual, group, community, organisation, or institution
which can be comprised of text-based, graphic, or
multimedia elements archived on a website or on other
electronic media such as a CD-ROM or DVD”.

2

A collection of authentic and diverse evidence from a larger Ritzpaugh &
archive representing what a person or organisation has Singh,
learned over time, on which the person or organisation has 2006:152
reflected, and designed for presentation to one or more
audiences for a particular rhetorical purpose.

3

ePortfolios allow students to create and store documents for Bollinger &
long term projects, motivating students to gain technology, Shepherd,
reflection, and content-specific skills which go further in 2010
saying that the electronic portfolio be used as an
assessment tool in the classroom, and a tool for employers.

4

A digital portfolio is an extensive resume that links to an Young,
electronic repository of a student's papers, problem sets, 2002:31
pictures from study abroad stints, and anything else that
demonstrates the student's accomplishments and activities.

5

An ePortfolio is a purposeful aggregation of digital items – Sutherland and
ideas, evidence, reflections, feedback etc., which ‘presents’ Powell, 2007:7
a selected audience with evidence of a person’s learning
and/or ability.
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Other use of terms

We may find in the literature different terms or expressions that refer to an organised
collection intended to demonstrate knowledge, skills, values and/or achievements:
Figure 35
Different Terms t hat Refer to an EPortfolio

4.2. Key questions about ePortfolios
a. Who are they for?
The use of ePortfolios involves and benefits different stakeholders in employability:
Figure 36
EPortfolio Stakeholders
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b. Why use them?
Electronic portfolios have constituted a prominent educational innovation, which aims
at the systematic self-controlled development of skills with a dual intention:
a) encouraging critically self-reflective lifelong learning, and
b) gathering evidence of broad skills and competences that may enhance future
employment prospects.

c. What is submitted?
Examples of the types of artefacts that may be presented in a learner’s portfolio
include samples of their writing, photographs or videos documenting their
accomplishments, and teachers’ or mentors’ evaluations of their performance in a
given area.

d. How are they assessed?
Atlay (2005) suggests addressing the following issues when considering assessing
ePortfolios:
What are we assessing – is it the product or the process?
Are we giving it a grade – should we use pass/fail, other?
What weighting do we give it?
How does it fit in with our existing approach to assessment?
With ePortfolio assessment, teachers should:
-

embed the assessment in the curriculum and align it with the learning
outcomes and assessment criteria;
integrate the use of the ePortfolio within their assessment plan, not just use it
as an add-on;
demonstrate standards and explicitly outline criteria to students;
clarify rubrics and expectations in marking guidelines available to students
and assessors.

In order to integrate ePortfolios and assessment for learning principles, it is
necessary that students know the exact steps in compiling and ePortfolio for
assessment, i.e. determining its purpose, collecting work, selecting key pieces as
evidence, reflecting on their learning process, connecting and sharing with others,
etc. Equally, teachers are to integrate activities that embody these assessments for
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learning principles in their daily practice, i.e. modelling assessment, questioning
students to help them understand what evidence to collect, providing formative
feedback and self-assessment opportunities, and encouraging peer assessment.

e. Teachers’ role
When course designers and teachers evidenced a deep appreciation of the
processes that a learning portfolio is intended to support, learners perceived a more
authentic learning experience.

f. Institution role: establishing an ePortfolio culture
Universities and higher education institutions usually view portfolios as fulfilling
multiple purposes simultaneously.
It is clear from the literature that the successful and sustainable implementation of
learning portfolios in a higher education institution requires considerable planning
and preparation, and a substantial commitment from staff and students.

4.3. Types of ePortfolios
Depending on their purpose and content, there are three main types of ePortfolios
(table 8). The first type showcases evidence of work and achievements. The second
type is used as an assessment strategy that helps teachers grade student work.
Finally, the third type are learning portfolios that include a variety of agents and
goals.
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Table 8
Types of EPortfolios

Type 1

The primary purpose of a portfolio may simply be to showcase
examples of work and/or achievements. These ‘showcase’ portfolios
most closely resemble the original portfolio prototype, and may be
used to support employment applications.

Type 2

In academic settings, a portfolio may be prepared specifically for
summative assessment or evaluation, with students receiving a grade
based on the work submitted in their portfolio. Both showcase and
assessment portfolios will usually only include finished, polished
artefacts.

Type 3

A third type of portfolio is the learning portfolio. Unlike showcase and
assessment portfolios, learning portfolios may include drafts and
unpolished work, with the focus broadened to include the process of
compiling the portfolio, as well as the finished product.

Strohmeier (2010) argues that several ePortfolios identified in the literature can be
categorised by their objective:
Figure 37
EPortfolio Categorisations by Objective
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How may ePortfolios enhance employability?

4.4. The use of ePortfolios as a marketing tool
ePortfolios are frequently seen as a particular suitable tool for employers to recruit
employees. Commonly, this is justified based on the improvement of information that
should empower employers to find applicants who possess the specific skills that
they need.
Figure 38
EPortfolios as a Marketing Tool

Hartell-Young and Morris (2007) described electronic portfolios as a ‘powerful tool’ to
promote professional growth and reflection. Moreover, they may also prepare
students for possible questions and answers during interviews (Batson, 2002).
Curyer et al. (2007) see the ePortfolio as a tool to transit into self-employment. Their
emphasis is on the validation of skills using artefacts as evidence.
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Why is an ePortfolio an essential job marketing tool?
In recent years, electronic portfolios have been increasingly promoted as essential
tools for employment and career advancement as technology has become more and
more digital. They are also deemed to be more efficient, flexible, and convenient
than paper-based portfolios (Werschay, 2012).
Students can develop their own ePortfolio to find a job, stand out among the
competition, feel confident during job interviews, gain a competitive edge, and track
their career development. ePortfolios can also help them develop an effective profile
on platforms such as LinkedIn. Here are some specific benefits to ePortfolios:

HANDBOOK | Page 59

Figure 39
Specific Benefits of EPortfolios

4.5. Benefits of using ePortfolios in work-based learning
Apart from becoming an essential tool for students’ job marketing, ePortfolios help
both learners and institutions to engage in work-based learning. In doing so, they
encourage all agents involved to support employability skills, and establish effective
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relationships between education institutions and enterprises, and the labour market
in general. Below are some benefits of ePortfolios:
Figure 40
Benefits for Learners and Institutions

4.6. Employers’ perspective and solutions
What do employers need, and what can they do?
A growing number of professional associations and enterprises are utilising the
ePortfolio process to provide evidence of the attainment of professional standards,
as in the medical sciences, nursing and teaching. An ePortfolio allows a candidate to
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collect and reflect on their learning activities and work experience to substantiate
their application for professional accreditation.

In this sense, there is a need to solve the tension between employers’ access to
students’ information, and their need to locate with ease what they are looking for in
the profile of their (potential) future employee(s), especially taking into account the
commonly large volumes of applications which have to be reviewed. For this reason,
navigability of information will positively influence perceived ease of use of
ePortfolios in recruiting (Strohmeier, 2010).
What are employers thinking?
Many companies and human resource managers that admit to not using ePortfolios
in their practice state as the main reason not to engage with them not being familiar
with them as a recruitment tool/strategy. Those who do use them, do it mostly for an
initial screening stage, and only a small percentage acknowledge using them after
the first interview.
And so, while the majority of employers interviewed were not familiar with
ePortfolios, once explained to them, all employers saw their potential in the
recruitment process. This potential was seen to lie in offering a better ‘feel for the
person’, ‘bringing the graduate to life’, and providing greater insight into graduate
attitudes and experience, and overall insight into graduate capabilities and
employability (Watty and Kay, 2016).
Employers viewed ePortfolios as a way to extend and enhance traditional
recruitment processes to some extent. They also indicated that ePortfolios have the
potential to reveal the following about applicants that traditional interview processes
cannot:
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In Watty and Kay’s study (2016), employers were further asked what type of content
and inclusions they would like to see in a graduate ePortfolio. They indicated that
they would like to see graduate ePortfolios contain items such as evidence and
background relevant to the job application; applicants critiquing something; evidence
of learning, progress, thinking, and judgement; and information being presented
more visually. Specifically, the type of information employers believed would be
valuable in an ePortfolio included the following:
Figure 41
Valuable Information for Employers

How to build an attractive ePortfolio for an employer?
In order to create additional value to one’s CV and attract the recruiter’s attention to
a certain candidate, a career portfolio is considered to include key elements which
are described below:
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Figure 42
Tips from Employers

Other key elements considered by employers to use ePortfolios as a marketing tool
are:
1. Succinctness;
2. Integrating digital animation or some other new technique;
3. Attaching an informative and brief cover letter stating what is enclosed in the
portfolio;
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4. Recommendations from former employers, and feedback from customers
could be regarded as key elements of a successful portfolio;
5. Personalising it and making it user-friendly.
What online platforms are available for uploading ePortfolios?
Figure 43
Online Platform for Uploading EPortfolios

4.7. Tips for using ePortfolios
An overview of Chatterton and Rebbeck (2015) identifies the following as key stages
in a learning journey supported by ePortfolios:
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Figure 44
Key Stages in a Learning Journey Supported by EPortfolios

Here are some specific recommendations and steps to ePortfolio-based learning:
-

to define ePortfolio for students to reflect on their unique talents and interests;
to embed it into the curriculum as early as possible;
to consider adding badges to the competence-portfolio design;
to think about requirements;
to think about context;
to engage staff;
to time its implementation;
to personalise it;
to train students and teachers;
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-

to listen to learners’ and staff’s voices;
to establish the purpose and objectives of its implementation;
to define the issues it aims to address;
to assess risks as well as benefits;
to invest in staff training and support;
to ensure leadership from curriculum managers and practitioners;
to use a range of methodologies to explore the viewpoints of both learners
and practitioners; and,
to ensure that technology is the facilitator, not the focus.

4.8. Enhancing student’s skills visibility
As we briefly introduced before, ePortfolios are flexible and may support different
purposes. We distinguished a learning and assessment ePortfolio from a showcase
ePortfolio. We also mentioned transition ePortfolios that connect academic life to the
workplace.
Higher Education Institutions are recognised for their role and their credibility
regarding accreditation. Accreditation is related to students’ successful
accomplishments and involves rigorous and sustained assessment by academic
representatives. Traditional certificates or diplomas are issued by universities to
testify said achievements.
There are new approaches to certification and accreditation of graduate skills to
better respond to employers and market demands, in particular as regards
employability skills. Efforts in the communication and visibility of these skills point to
the provision of comprehensive reports and micro-credentials (i.e. badges) that
account for isolated skills. And here is where ePortfolios, again, represent an optimal
strategy.
We present hereafter some examples that illustrate the way in which HEI are
implementing enhanced ways of supporting students in their task of introducing
themselves to the labour market, or to prospective customers.
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Figure 45
EPortfolio to Enhance Student’s Skills Visibility

a. The use of learner comprehensive records
Comprehensive Learner Record (CLR)
The Comprehensive Learner Record (CLR) specification (Green and Parnell, 2017)
is a standardised format for this new academic transcript designed to meet the
needs of both institutions and learners. Learners are the primary beneficiaries of the
Comprehensive Learner Record. Their transcript can now capture rich information
about their learning achievements beyond course completions. With a CLR, learners
can share an official verifiable digital transcript with admissions offices, graduate
schools, prospective employers, or others.
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Figure 46
Comprehensive Learner Record (2017)

Elon Experiences Transcript (EET)
The first page of the new transcript provides a summary of experiences and a
timeline, and the second page features graphics for each of the five co-curricular
experiences that Elon tracks. Specifically, the Elon Experiences Transcript (EET)
documents a student’s participation in the five programme areas that make up the
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Elon Experiences: global engagement (or study abroad), service, leadership,
internship, and undergraduate research.
Figure 47
Elon Experiences Transcript (EET) (Green and Parnell, 2017, p. 57)

European Skills Passport
The European Skills Passport is an electronic portfolio which gives a comprehensive
picture of students’ skills and qualifications. It helps them document and validate
their skills and qualifications to find a job or training.
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Figure 48
European Skills Passport (2019)

VALUE
Valid Assessment of Learning in Undergraduate Education, VALUE, is a
campus-based assessment approach developed and led by the Association of
American Colleges and Universities (AACU). VALUE rubrics provide needed tools to
assess students’ work, produced across students’ diverse learning pathways, fields
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of study, and institutions, to determine whether and how well students are meeting
graduation level achievement in learning outcomes that both employers and faculty
consider essential. Teams developed rubrics for sixteen essential learning outcomes
that all students need for success in work, citizenship, and life. The VALUE rubrics
include Inquiry and Analysis, Critical Thinking, Creative Thinking, Written
Communication, Oral Communication, Quantitative Literacy, Information Literacy,
Reading, Teamwork, Problem Solving, Civic Knowledge and Engagement—Local
and Global, Intercultural Knowledge and Competence, Ethical Reasoning and
Action, Global Learning, Foundations and Skills for Lifelong Learning, and Integrative
Learning. They are being used to help institutions demonstrate, share, and assess
student accomplishment of progressively more advanced and integrative learning.
Figure 49
Value Rubric on oral communication (AAC&U, 2009)

b. The use of new credentials or badges
Deakin University Credentials
Deakin’s Professional Practice credentials (Deakin University, 2019) offer a new way
to recognise the skills and knowledge students have developed through learning,
work, and experience. From employability skills, such as communication and
problem-solving, to leadership and technical knowledge like digital marketing and
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design thinking, Deakin University credentials provide independent proof of students’
professional capabilities. Moreover, this credentialing process is entirely online.
Figure 50
Deakin UniversityCredentials (2019)

Career Readiness Digital Badging Programme
This project is designed to have six career readiness badges and one Meta badge in
alignment with the NACE competences to be issued along with LaGuardia’s core
values. Project leaders developed a curriculum focused on career and professional
development topics to facilitate inservice and badge evidence based on badge
criteria. The following are the descriptions of each badge:
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Figure 51
Career Readiness Digital Badging Programme (Green and Parnell, 2017, p. 73)
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Figure 52
Career Readiness Digital Badging Programme (Green and Parnell, 2017: 74)

WatCV
WatCV (UWaterloo curriculum vitae) is designed to help students articulate the full
range of their skills to prospective employers. WatCV provides skills-articulation
templates recognised by employers worldwide. Using these templates, students
create ePortfolios to showcase the wide variety of skills they are developing at
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university, focusing especially on how they would transfer these skills to new
workplace situations.
For instructors, WatCV provides all the materials they need to connect their course
assignments to the development of their students’ professional skills. For
researchers, it provides a rich source of research materials, both from professional
skills literature and from WatCV itself, as evidence-based research.

HANDBOOK | Page 76

References
Association of American Colleges and Universities (AAC&U). (2009). Inquiry and
analysis VALUE rubric.
https://www.aacu.org/value/rubrics/inquiry-analysis
Afanasyeva, O. (2018). Key elements of a successful digital career portfolio for
building a strong personal image in the competitive labour market. Finland:
JAMK University of Applied Sciences.
Atlay, M. (2005). PDP: To assess or not to assess? In PDP-UK Newsletter, 3, 5,
Centre for Recording Achievement.
Bacigalupo, M., Kampylis, P., Punie, Y., & Van den Brande, G. (2016). EntreComp:
The Entrepreneurship Competence Framework. Luxembourg: Publication
Office of the European Union
Barge, M. A. (2020, February 7). Complete List of Extracurricular Activities: 100s of
Examples.https://blog.prepscholar.com/list-of-extracurricular-activities-e
xamples
Batson, T. (2002). Electronic portfolio boom: What’s it all about?
https://campustechnology.com/articles/2002/11/the-electronic-portfolio-b
oom-whats-it-all-about.aspx
Biggs, J.B. (2003). Teaching for quality learning at university. Buckingham: Open
University. Press/Society for Research into Higher Education. (Second
edition)
Blackmore, P., Bulaitis, Z. H., Jackman, A. H., & Tan, E. (2016). Employability in
Higher Education: A review of practice and strategies around the world. UK:
Pearson Efficacy and Research
Bollinger, D. U., & Shepherd, C. E. (2010). Student perceptions of ePortfolio
integration in online courses. Distance Education, 31( 3), 295-314.
Bowden, J., Hart, G., King, B., Trigwell, K., & Watts, O. (2000). Generic Capabilities
of ATN University Graduates.

HANDBOOK | Page 77

Bridgstock, R. (2009). The graduate attributes we’ve overlooked: Enhancing
graduate employability through career management skills. Higher Education
Research and Development, 28
Brown, P., Hesketh, A., & Williams, S. (2002). Employability in a knowledge-driven
economy. In Knight, P. Notes from the 13th June 2002 ‘Skills plus’
conference, Innovation in education for employability held at Manchester
Metropolitan University, 5-25.
Carretero, S., Vuorikari, R., & Punie, Y. (2017). DigComp 2.1: The Digital
Competence Framework for Citizens with eight proficiency levels and
examples of use. Publications Office of the European Union.
doi:10.2760/38842
Chatterton, P., & Rebbeck, G. (2015). Report: Technology for Employability. Study
into the role of technology in developing student employability. UK: Jisc.
Cinque, M. (2016). Lost in translation. Soft skills development in European countries.
Tuning Journal for Higher Education, 3( 2), 389-427.
Cleveland, R. (2018). Using Digital
Employment. USA: Springer

Portfolios:

Reflection, Assessment &

Curyer, S., Leeson, J., Mason, J., & Williams, A. (2007). ‘Developing e-portfolios for
VET: Policy issues and interoperability’, Australian Flexible Learning
Framework.
https://www.academia.edu/9241188/Developing_e-portfolios_for_VET_P
olicy_issues_and_interoperability
Deakin
University.
(2019).
Professional
https://www.deakin.edu.au/credentials

Practice

Credentials.

Dearing, R. (1997). Higher Education in the Learning Society. Report of the National
Committee of Inquiry into Higher Education. London: HMSO.
Department of Education (2006). Employability Skills Framework. Australia:
Department of Education.
Eberly Center. (2019). Advantages of using rubrics.

HANDBOOK | Page 78

European Network of ePortfolio Experts & Practitioners. (n.d.). The ePortfolio
Self-development study. http://www.eportfolio.eu/course
Ferrell, G., & Gray, L. (2016). Enhancing student employability through
technology-supported assessment and feedback. UK: Jisc
FFE-YE. (2012). Impact of Entrepreneurship Education in Denmark - 2011. In L.
Vestergaard, K. Moberg and C. Jørgensen (Eds.). Odense: The Danish
Foundation for Entrepreneurship - Young Enterprise.
Getting Hired. (2016, September 15). Your ePortfolio: Essential Job Marketing Tool.
https://www.gettinghired.com/en/blog/2016/9/your-eportfolio-essential-jo
b-marketing-tool
Green, T. & Parnell, A. (2017). Comprehensive Student Record Project: Final
Report. Retrieved from:
https://www.aacrao.org/docs/default-source/signature-initiative-docs/clr/compr
ehensive-student-record-project-final-report-9_2017---pub-version.pdf
Grice, D., & Gladwin, R. (2003). Developing Employability Skills. UK: LTSN Physical
Sciences Centre Publisher.
Hannon, P. D. (2018). On becoming and being an entrepreneurship educator: a
personal reflection, Entrepreneurship and Regional Development, 30:7-8,
698-72. doi: 10.1080/08985626.2018.1464259
Hartnell-Young, E., & Morris, M. (2007). Digital portfolios: Powerful tools for
promoting professional growth. Thousand Oaks, CA: Corwin Press.
Haselberger, D., Oberhuemer, P., Pérez, E., Cinque, M., & Capasso, F. (2012).
Mediating Soft Skills at Higher Education Institutions. Guidelines for the
design of learning situations supporting soft skills achievement.
HEFCE. (2011). Opportunity, choice and excellence in higher education. Bristol:
HEFCE.
Hillage, J., & Pollard, E. (1998). Employability: developing a framework for policy
analysis. London: Department for Education and Employment.
Hoover, M., & Lumsden, J. (2007). From E-Portfolios to Employment: Employers
Perspective on Enhancing Interview Performance.
HANDBOOK | Page 79

https://career.fsu.edu/sites/g/files/imported/storage/original/application/c
947729fa646e7a2dcd35da1800d8780.pdf
Jisc. (2019, July 3). How to enhance student learning, progression and employability
with e-portfolios.  https://www.jisc.ac.uk/guides/e-portfolios
Keele University. (n.d). Assessing Employability Skills Through Problem Based
Learning.
https://www.keele.ac.uk/kiite/projects/teachinginnovationprojectsschem
e/previousyears/tipsprojects2003-2004/assessingemployabilityskillsthro
ughpbl/
Kinash, S., Crane, L., Judd, M-M., Mitchell, K., McLean, M., Knight, C., Dowling, D.,
& Schulz, M. (2015). Supporting graduate employability from generalist
disciplines through employer and private institution collaboration, final report
prepared for the Australian Government, Office for Learning and Teaching.
Knight, P., & Yorke, M. (2004). Learning, Curriculum and Employability in Higher
Education. London: Routledge Falmer.
Knight, P.T., & Yorke, M. (2004). Employability: judging and communicating
achievements. York: LTSN.
Lorenzo, G., & Ittelson, J. (2005, July). An Overview of E-Portfolios. EDUCASE
Learning Initiative. https://www.educause.edu/ir/library/pdf/ELI3001.pdf
MONASH University. (n.d.). Develop your employability skills.
https://www.monash.edu/career-connect/explore/develop-employability
NIRAS Consultants, FORA, ECON Pöyry. (2008). Survey for Entrepreneurship in
Higher Education in Europe. Main report.
European Commission,
Directorate-General for Enterprise and Industry.
OECD. (2016). Enhancing employability.
https://www.oecd.org/employment/emp/Enhancing-Employability-G20-R
eport-2016.pdf
Ornellas, A., Falkner, K., & Edman Stålbrandt, E. (2018) Enhancing graduates’
employability skills through authentic learning approaches. Higher Education,
Skills and Work-Based Learning, 9(1), 107-120.

HANDBOOK | Page 80

Owens, J., & Tibby, M. (2014). Enhancing employability through enterprise
education: Examples of good practice in higher education. York: The Higher
Education Academy.
Perkins Collaborative Resource Network (2018, February 10). The Employability
Skills Framework. Washington, DC: U.S. Department of Education, Office of
Career, Technical, and Adult Education, Division of Academic and Technical
Education.  http://cte.ed.gov/initiatives/employability-skills-framework
Powell, K. S., & Jankovich, J. L. (1998). Student portfolios: A tool to enhance the
traditional job search. Business Communication Quarterly, 61(4), 72-84
QAA. (2018). Enterprise and Entrepreneurship Education: Guidance for UK Higher
Education Providers. UK: The Quality Assurance Agency for Higher
Education.
QUT. (2009). ePortfolio concepts for employers, professional bodies and careers
services. Queensland: QUT Publications.
https://research.qut.edu.au/eportfolio/wp-content/uploads/sites/186/2017
/11/AeP_conceptguide_institutional_managers.pdf
Rhodes, T. (2010). Assessing outcomes and improving achievement: Tips and tools
for using rubrics. W
 ashington, DC: Association of American Colleges and
Universities.
Riebe, L., & Jackson, D. (2013). The Use of Rubrics in Benchmarking and Assessing
Employability Skills. Journal of Management Education, 38(3), 319-344
Ritzhaupt, A. D., & Singh, O. (2006). Student perspectives of ePortfolios in
computing education. ACM Digital Library http://acm.org/dl
Saunders, V., & Zuzel, K. (2010). Evaluating Employability Skills: Employer and
Student Perceptions. Bioscience Education, 15:1, 1-15.
Scully, D., O’Leary, M., & Brown, M. (2018) The Learning Portfolio in Higher
Education. “A Game of Snakes and Ladders”. Dublin: Dublin City University.
Stanbury, D. (2010). Engaging employers to enhance teaching and learning. UK:
University of Reading.

HANDBOOK | Page 81

Science, Technology, Engineering, and Mathematics Network. (n.d.). Top 10
Employability
Skills.
https://www.exeter.ac.uk/ambassadors/HESTEM/resources/General/STE
MNET%20Employability%20skills%20guide.pdf
Strohmeier, S. (2010). Electronic portfolios in recruiting? A conceptual analysis of
usage. Journal of Electronic Commerce Research, 11(4), 268-280.
Sutherland, S., & Powell, A. (2007, July 25). CETIS SIG mailing list discussions.
The Conference Board of Canada. (n.d.). Employability Skills.
The

Open University. (2019). Putting together a portfolio of evidence.
http://www.open.ac.uk/choose/vocational-qualifications/about-us/putting
-together-portfolio-evidence

UK Commission for Employment and Skills. (2010, April). Employability Skills: A
Research and Policy Briefing.
http://www.ukces.org.uk/reports/employability-skills-a-research-and-poli
cy-briefing
UK Commission for Employment and Skills. (2014, July). Climbing the ladder: skills
for sustainable recovery.
https://www.gov.uk/government/news/climbing-the-ladder-skills-for-sust
ainable-recovery-report-published
University of Kent. (2017, July 19). Developing Employability Skills.
https://web.archive.org/web/20170719184613/https://www.kent.ac.uk/car
eers/sk/skillsdevelop.htm
University of Kent. (2015). Employability Skills. What they are and how you can
develop them at the University of Kent. Kent: The University of Kent Careers
and Employability Service

Vanderbilt University Center for Teaching. (2013). Gathering evidence: Making
student learning visible.
https://my.vanderbilt.edu/sotl/files/2013/09/4SoTLEvidence.pdf

HANDBOOK | Page 82

Waltz, M. (2011). Improving students employability. E-book. Retrieved from:
www.jobs.ac.uk.
Ward, C., & Moser, C. (2018). E-Portfolios as a Hiring Tool: Do Employers Really
Care?
https://er.educause.edu/articles/2008/11/eportfolios-as-a-hiring-tool-do-e
mployers-really-care
Watty, K., & McKay, J. (2016) ePortfolios: what employers think. Global Focus.
Werschay, E. (2012). "Electronic Portfolios as Job Search Tools: Perspectives from
Students, Career Counselors, and Human Resource Professionals". Theses,
Dissertations, and Other Capstone Projects. Paper 267.
Yorke, M. (2006). Employability in higher education: what it is – what it is not. The
Higher Education Academy Learning & Employability. York: THEA
Yorke, M., & Knight, P. (2006). Curricula for economic and social gain. Higher
Education, 51( 4), 565-588.
Young, J. R. (2002). E-portfolios could give students a new sense of their
accomplishments. Chronicle of Higher Education, 48(26), A31-A32.
Youth

Central. (2019, June 13). 8 job skills you should have.
http://www.youthcentral.vic.gov.au/jobs-and-careers/plan-your-career/8-j
ob-skills-you-should-have

HANDBOOK | Page 83

