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ABSTRACT

Preparing skilled and knowledgeable workforce that fits the labor market requires
continued collaboration between education and work. Studying educators‘ and
employers‘ perspectives on technical and non-technical skills may result in improving the
quality of the graduates to compete on the level of the local as well as the global labor
market. According to Gray and Herr (1998), if workforce education is to be effective,
work preparation cannot be restrained to technical content alone, but must also equip
students with employability skills as well.
The purpose of this study is to investigate educators and employers‘ perceptions on
employability skills of graduates from career and technical education institutions as
perceived by both educators and employers. The study also examined if there are any
differences in perceptions on employability skills among employers on assigned variables
on the one hand, and if there are any differences in perceptions among educators on the
same assigned variables on the other hand.
Data for this study were collected via validated and reliability tested questionnaire. The
survey included three employability skills domains: fundamental skills, personal
management skills, and teamwork skills. Responses were 106 of 170 educators and 101
of 180 employers as 59 percent rate of return of 350 distributed questionnaires. Collected
data were analyzed by using the SPSS 18.0 statistical software. Analysis of Variances
(ANOVA) statistical technique was used to answer the three null hypotheses of this
study. However, descriptive statistics were used to provide more information about
employers and educators‘ needs of employability skills and about Jordan‘s labor market.
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The findings of this study show that there are no significant differences between
employers‘ and educators‘ perceptions on graduates of career and technical education in
terms of fundamental skills and personal management skills. However, the results show
significant differences between the two groups on teamwork skills. Overall results of null
hypothesis one (H1) show that there is a significant difference between the two groups of
study. This hypothesis was rejected.
In terms of the differences within the two groups on the assigned variables (H 2 and H 3),
the study found no significant differences within educators on the assigned variables, and
no significant differences within employers on the assigned variables as well. Those two
null hypotheses were supported. Further, short answer responses suggested different
types of employability skills that are needed by both educators and employers. This study
confirmed that Jordan‘s labor market is in critical need of two major skills it lacks:
computer application skills and English language skills. Moreover, open-ended questions
related to Jordan‘s labor market revealed important information that could benefit
education and the labor market.
The study concluded with a discussion that includes comparing the results to the
literature and comparing the assumptions to the findings of this study and
recommendations and implications for educators and the curriculum, for employers, and
for future research along with the limitations of this study.
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Chapter 1
INTRODUCTION
Background of the Study
In a global knowledge-based economy, the educational system participates in
economic development by preparing a high-skilled workforce for the labor market.
Similarly, the labor market has a stake in determining how this preparation should look.
Therefore, establishing a direct collaboration between education and labor market is
essential to better educational outcomes and better workforce preparation. The lack of
such collaboration widens the gap and leads to a shortage of skilled workers, affecting a
nation‘s economic growth.
According to American Society for Training and Development (ASTD), the high
demand for different levels of technical and non-technical skills by employers is a sign of
an organization‘s growth. A competencies gap may stem from a mismatch between the
skills supplied by education and those demanded by the work. ASTD reported, however,
employers will always face some type of gap in skills; otherwise they would not be
growing (ASTD, 2006).
The requirement for a high level of skills is different today and becoming critical
factors (Weinert, Baukens, Bollérot, Pineschi-Gapénne, and Walwei, 2001, p. xii) mostly
due to globalization and technology that changed the face of the world in the last decades.
ASTD addresses that many organizations are finding themselves ill-equipped to compete
in the global market. The reason is that too many workers lack the right skills to help
their employers grow and succeed (ASTD, 2006, p. 4). Likewise, Arthur (2006) indicated
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that the availability of skilled workers is low and that billions of dollars in profits are lost
each year due to declining competitiveness and workers who cannot read instructions.
Moreover, acceleration in changes in today‘s global economies means that
individuals have to be prepared for a high level of competition not just at the local level
but also at the regional and global levels. Moreover, the ―Taylorism‖ which claims that
any worker in a plant could be trained in less than a day (Gray & Herr, 1998) is not the
case anymore. Employers are looking for workers who can be part of the ―skillsemployability‖ paradigm (Gray & Herr, 1998, p. 9) or have ―employability skills‖
(Taylor, 2005, p. 205) or ―generic attributes‖ (Hager and Holland, 2007). Based on that,
employability could be planted early on and continue as a life- long learning process.
Due to continuous changes in the workplace, basic and traditional skills have less
value and hardly help individuals to find suitable jobs or employers to improve their
business. On the one hand, employer expectations should be filled via a supply of
graduates who are equipped with applicable and up-to-date competencies. On the other
hand, educators can no longer rely on the mere convening of classes and granting of
diplomas as sufficient proof that their graduates meet the workplace needs (Paulson,
2001, p. 42). In that respect, Ivey (2002) indicated that the danger for the present and the
future is not a lack of jobs, but a lack of up-to-date skills. A highly skilled workforce is
needed to achieve advanced responsibilities and job qualifications (p. 5).
There is increasing evidence of demand from business and employer
organizations for graduates to possess generic skills (Hager and Holland, 2007, p. 4). For
that, schooling should emphasize teaching generic skills beside technical skills.
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According to Gray and Herr (1998), if workforce education is to be effective, it must
teach students that work preparation cannot be restrained to technical content alone, but
must also equip students with personal skills, understanding organizational missions,
cooperating with workers, costumers, supervisors, and understanding and adjusting to the
organizational culture.
Moreover, Carnevale, Gainer, and Metzer (1990) argued that ―employers look for
workforces that are skilled with problem solving, interpersonal skills and personal
management as well as the ability to conceptualize, organize, and verbalize thoughts.
Employers look for workers that are able to resolve conflicts and to work in teams. All of
these skills are critical but often lacking. In addition, basic workplace skills are of interest
because of the rapid changes in technology, participative management, just-in-time
production, and other workplace innovations have created a demand for more flexibility,
adaptability, and higher level of skills from all workers, including those at the
nonsupervisory level‖ (p. xiii). However, attitudes toward work are the most desirable
characteristics employers seek in prospective employees, followed by the ability to
communicate (Paulson, 2001, p.42). while in his research concerning the most important
competencies from employers‘ perspectives, Parry (1998) found that time management,
listening, and problem-solving are the most important skills that employer looking for.
Moreover, Jackling and Sullivan (2007) reported that the most important competencies
required by the employer, respectively, are: listening, oral communication, questioning
technique, resolving financial problems, logical thinking, written communication,
presentation skills, quantitative skills, time management, and awareness of social ethical
problems. Students and graduates lacking these competencies will not be able to compete
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and effectively participate in the labor market. Therefore, according to Paulson (2001),
studying competencies, including employability skills, that can be provided by
postsecondary education to prepare graduates to successfully enter today‘s performancedriven labor market should be one of the highest priorities of career and technical
education and postsecondary educational policy makers (Paulson, 2001).
In today‘s labor market and because of the high number of applicants, the issue of
graduates‘ quality should be raised by employers, educators and the job seekers as top
priority. Specifically, employability skills, that is because many people make career
changes that take them away from their qualification towards the exercise of
employability skills for example (Pedagogy for employability group, 2004, p.3).
In Jordan, like other countries, the education system in career and technical
education and in postsecondary education is in charge of preparing the workforce for the
labor market. However, due to its economic status, Jordan‘s labor market cannot absorb
all of the graduates from CTE or from postsecondary education. This has led CTE
planners to observe the labor market needs in neighboring countries, especially in Gulf
rich-oil countries, and to prepare the workforce according to local and regional demands.
Therefore, Jordan‘s workforce situation should be aligned with the high criteria that are
attached to competencies‘ standards in order to compete with other manpower
competitors from other countries. In that perspective and according to European Training
Foundation (ETF), the Jordanian economy must improve its competitiveness in order to
be able to maintain its market share, at both national and international levels. One key for
success is the quality of the workforce which will require new skills and capacities (ETF,
p.18).
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The Problem
There is apparently an insufficient link between education and the labor market
which is reflected in the wide gap between educational outcomes and work demands.
According to Al-Sageer, in Jordan, postsecondary education is isolated from the labor
market. The requirements of development projects and goals do not match with the new
knowledge-based economy, linked basically between education and productivity (AlSageer, 2005).
Equally, a report of European Training Foundation (1999) indicated that one of the
major problems in the Jordanian CTE system is the absence of structured information and
communication between the CTE sector and industry. It is believed that one of the
reasons for unemployment in Jordan is the lack of cooperation between education and
work which results in graduates‘ lack of skills needed for the labor market. The European
Training Foundation (1999) explained this issue as the following:


Although employer representatives are appointed to the board of most CTE
institutions, they complain that career and technical programs provided by these
institutes are not relevant to their needs and that school graduates need several
months to a year to integrate into the workplace. Moreover, they argue that
besides low skills, graduates show weakness in work attitudes, behavior, and
social skills.



While the CTE staff members are proud to have established a network of over
3,000 companies for its apprenticeship scheme, they openly complain that
companies consider apprentices to be cheap labor rather than trainees.
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Staff at CTE institutions, including the Ministry of Education (MOE) and
National Center for Education Research and Development (NCERD), while
accepting the need to make CTE more relevant to labor market needs, argue that
employers are unable to inform them about their particular needs.



Finally, while members of industry are present at most policy discussions, they
appear to be absent as far as the technical implementation of policies in schools
and training sectors are concerned (European Training Foundation, 1999, pp. 37–
38).
Jordan as a developing country suffers from high rates of unemployment—that

is, the higher the number of postsecondary education graduates, the higher the rate of
unemployment among those graduates. This might be occurring for many reasons, such
as the graduates‘ specializations or the lack of necessary competencies for the labor
market, in addition to economic status and demographic changes.
There is a lack of studies about the extent of cooperation between education and
labor market in Jordan. It is believed that in many cases, there is little or no cooperation
between postsecondary education and labor market representatives (Al-Sageer, 2005;
Zabalawi et al., 2006). Consequently, planning for new programs of study in the
education setting has been dependent on personal opinions of academic individuals who
make decisions without assessing labor market needs. Therefore, the problem to be
addressed in this study is driven by the following:
1. Lack of empirical data on the employability skills needed in the labor market that
should be emphasized in education.
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2. Obvious disconnection between education and the labor market because
researchers have not ventured into studies of the linkage between education and
work.
This study should provide empirical data and information for both academics and
business and industry on skills needed for work and that could be used to better prepare
postsecondary graduates, particularly in CTE programs. Also, it is assumed that this
study will play a part in improving cooperation between education and work in terms of
program planning and curricular design that might lead to enhancements of graduates‘
competencies.

Purpose of the Study
The primary purpose of this study was to investigate the perceptions of educators
and employers about career and technical education (CTE) graduates‘ employability in
the labor market in the north of Jordan. The study will also examine if there are any
difference in perceptions on employability skills among employers on assigned variables
on one hand, and if there are any differences in perceptions among educators on the same
assigned variables on the other hand. Moreover, this study seeks to explore both
educators‘ and employers‘ perspectives on additional important employability skills that
graduates should acquire upon graduation. Such a study could help institutional learning
and teaching strategies and how the institution is addressing the issue of employability
through its curriculum and how connecting these strategies to business and industry
requirements.
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Significance of the Study
This study investigates educators‘ and employers‘ perceptions of employability
skills for postsecondary graduates in CTE as provided via education and needed in the
workplace. Due to the lower level of skills, many employers are having increasing
difficulty in finding qualified applicants for their positions (Ivey, 2002). In Jordan, the
issue of the quality of postsecondary graduates and the extent to which those graduates
are qualified and skilled to compete in the labor market persists. Further, there has been
very limited research on the relationship between employability skills provided in the
academic setting and these needed by business and industry.
This study is important because it addresses one of the most important issues
encountered by the academic and labor market––the increasing rate of unemployment.
The dramatic increase in higher education graduates and the high number of unemployed
may affect Jordan‘s economy and society negatively. Also, there is an increasing need to
investigate the quality of curricula and programs, apprenticeship and co-op programs that
are offered by postsecondary education institutions and the relatedness of these curricula
and programs to the needs of business and industry for a highly skilled workforce.
The postsecondary education system is graduating thousands of students with
baccalaureate and associate degrees in various fields every single year. The kinds of skills
and competencies are becoming more relevant than the degree level of these graduates,
however. According to Gray and Herr (1998), obtaining the occupational skills that lead
to high skills/high wages is more important than courses, certificates, and diplomas per
se, and it is the way to future economic security. In the same respect, Paulson (2001)
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argued that employers view diplomas and degrees with doubt and want different
measures to use when recruiting employees.
Correspondingly, Johnson (2002) pointed out that ―traditional education has
emphasized the acquisition, manipulate content, memorize facts, figures, names, dates,
places and events and study subject in isolation‖ (p. 2). This kind of education is unable
to produce high skilled graduates to compete in the new global market. In her book,
Contextual Teaching and Learning, Johnson suggested that any kind of education that
occurs in an educational setting should be able to be applied. She suggests that
―contextual teaching and learning engages students in significant activities that help them
connect academic studies to their context in real-life situation‖ (Johnson, 2002, p. 2).
Therefore, this study aims to provide empirical data on employability skills for the labor
market that will strengthen the link between education and business and industry in
Jordan.

Objectives of the Study
This study examines the workplace generic competencies or employability skills
that can be applicable to most jobs and occupations as perceived by education and work
representatives. To address that, one must examine the employers‘ needs on selective
variables and the curricula being offered by postsecondary education in Jordan. This
study focuses the following objectives:
1. To examine the different perceptions, if any, of employability skills between
educators in Career and Technical Education and employers in industries.
2. To examine educators‘ perceptions of employability skills as these perceptions are
based on their level of education, type of institution, and academic rank.

10

3. To examine business and industry representatives‘ perceptions of employability
skills as these perceptions are based on their current occupation, level of
education, size of company, and if they hired CTE graduates in the last three
years.
4. To explore what other employability skills new employee/applicant from CTE
institutions should posses as perceived by employers.
5. To explore what other employability skills graduate from CTE institutions should
possess as perceived by educators.
6. To determine what other important employability skill that graduates from CTE
programs should possess as perceived by the employers and the educators?
7. To obtain addition information about Jordan labor market from employers and
educators.

Hypotheses
Based on the objectives, this study examines the following three null hypotheses:
H1. There is no significant difference in the mean scores between educators‘ and
employers‘ perceptions of the CTE graduates‘ employability skills as provided in the
academic setting and needed in business and industry.
H2. There is no significant difference in the mean scores for employers‘ perceptions of
CTE graduates‘ employability skills based on their current occupation, level of education,
size of company, and whether they hired CTE in the last three years.
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H3. There is no significant difference in the mean scores for educators‘ perceptions of
CTE graduates‘ employability skills based on their level of education, academic rank, and
the type of educational institution.

Limitations
This study is conducted with the following assumed limitations:
The study‘s instrument was designed by the researcher for the purpose of this study in
the north of Jordan context and might be not applicable in other locations. Also, the
sample for this study will be academic representatives from selected departments in
the north of Jordan academic institutions that are related to career and technical
education. Therefore, it will not be generalized to Jordan‘s education system.
Moreover, the sample from the business and industry will be limited to selected
companies in Jordan related to manufacturing and may not be representative of other
companies. Moreover, despite of the fact that the instrument survey was answered by
people of different genders and different ages, however, these two factors were not
included as independent variables. Finally, since this study investigates the
perceptions of academic and business and industry personnel, the results are limited
to their honesty and seriousness in answering questions.

Assumptions
The following assumptions are taken into consideration in conducting this study:


It is assumed that the questionnaire is reliable and valid to obtain necessary data
to examine the study‘s null hypotheses and to answer the research questions.
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Participants have read the questionnaire‘s items and answered them in accurate
and honest ways.



The statistical technique that has been used in this study is the best technique to
use in such a study.

Conceptual Framework
The conceptual framework explains the relationships and connectedness of
variables in a study (Creswell, 1994). Based on that, this study is guided by Curtis and
McKenizie‘s (2001) model of the relationship between factors that affect graduates‘
employability skills and connect the major variables in the study.
According to Curtis and McKenizie (2001), employers and educators recognize
employability skills as essential. Therefore, they developed a combination strategy to
encourage education and training providers to include an overt focus on employability
skills and to ensure that employers seek evidence of these skills in hiring new employees.
Figure 1.1 shows the implementations of the push-pull strategy that might strengthen the
relationship between education and training providers and employers.
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provider assessment
of skills

Education
and Training
Porviders

Graduates

Employer demand
for evidence of skills

Employability Skills
Employers

Employer pressure for providers
to assess employability skills

Figure 1.1. Representation strategy of employability skills
Source: Curtis and McKenizie (2001).
This model assumes that if employers demand evidence of employability skills
among job applicants, those applicants may exert some pressure on education and
training providers to teach, assess, and certify these skills. Education and training
providers may be more prepared to focus on employability skills if it can be shown that
these skills are assessed and reported effectively.
Also, this study is guided by Claiborne (1992), who studied the factor structure
inherent in generalizable workforce skills needed for the future. Claiborne (1992)
assumed that qualified applicants are burdened by four factors:
1. There is a gap between the acquired competencies by graduates and the real
need for competencies in the workplace.
2. The workplace is rapidly changing; therefore, competencies required by the
workplace are changing as well.
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3. Graduates should be equipped with flexible, adaptable, and transferable
competencies.
4. Graduates should be prepared for the needs of the future not for the present
(Claiborne, 1992).
Moreover, another model used to explain the relationship between the study‘s variables
was drawn from the National Strategic Plan of Education (National Strategic Plan of
Education [NSPE], 2006) in Jordan. According to the NSPE (2006) report, Jordan
depends heavily on developing human capital for its success in the Middle Eastern
region. Education is perceived as a major factor in improving the quality of the
workforce. Also, Jordan‘s educational system proposes to present the country as a center
of communication and information technology in the Middle East. Therefore, the NSPE
(2006) is looking forward to: (a) strengthening the link between education and work so
that education should response to the labor market needs and economy‘s development,
(b) graduating highly-skilled and knowledgeable workers, (c) creating a national
commitment in life-long learning and (d) emphasizing knowledge creation and its
applications (NSPE, 2006).
According to Brennan, Kogan, and Teichler (1996), the relationship between
education and the world of work is a major issue of debate in postsecondary education.
Brennan et al. pointed out four important aspects of the relationship between academic
and business and industry: ―First, the process of transition from education to employment
has become more complex and protracted. Second, a gap is felt to be on rise between
supply and demand of certain skilled graduates. Third, many graduates end up in jobs
considered most suitable and only offer limited opportunities for utilizing their skills on
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the job. Fourth, employment is less stable compared to the situation which was norm in
most industrial societies and at least in some sectors in developing countries over the last
decades (p. 3)‖.
In Jordan, most graduates and their parents prefer a public job because they
believe the public sector is stable and secure and grants more prestige. Therefore, they are
drawn toward education in four-year universities and to obtain a degree in any major
despite the lack of job opportunities for that major. As a consequence, most of the
unemployed are graduates from the social sciences and/or humanities programs
(Zabalawi, 2006). This leads graduates from these programs to start looking for jobs that
are unrelated to their major right after graduation. Therefore, and according to Gray and
Herr (1998), one of the fastest growing groups in higher education are the reversetransfer students, those who have earned a four-year degree and have re-enrolled in
workforce education in community colleges.

Definition of Terms
Employability skills: There many different interpretations for the concept of
employability, however, the following terms were used for the purpose of this study:
―a set of achievements -skills, understandings and personal attributes - that make
graduates more likely to gain employment and be successful in their chosen occupations,
which benefits themselves, the workforce, the community and the economy (Yorke and
Knight, 2003).
Also these are generic non-technical skills that are necessary to help employees to be
more engaged, loyal, and able to move forward in the workplace. Also, employability

16

skills are generic in that they apply to work generally rather than being specific to work
in particular occupations or industries (Employability Skills for the Future Project, 2002,
p. 4).
Competencies: According to Rothwell and Dubois (2004), ―competencies‖ is defined as
characteristics that individuals have and use in appropriate, consistent ways in order to
achieve desired performance. Similarly, Arthur (2006) defined competencies as a skill,
trait, or characteristic that contributes to a person‘s ability to effectively perform the
duties and responsibilities of a job (p. 128).
Career and Technical Education: All vocational education programs that take place in
vocational centers (6-24 months after tenth grade), vocational schools (11th and 12th
grade), community colleges in two and three years, and four-year universities. All of
these entities graduate individuals who attempt to join the labor market.
Educators: Coaches, teachers, instructors, and faculty members who are teaching in
career and technical education institutes in North of Jordan.
Employers: Executive directors, directors, Supervisors, technicians, human resource
personnel, managers of employees‘ affairs, or similar occupations who represent
industrial field in North of Jordan. Those who are responsible for reviewing applications,
interviewing, recruiting, and hiring workers and employees for their companies.

Chapter Summary
The problem that is addressed in chapter one emphasizes the apparently
insufficient link between education and the labor market which is reflected in the wide
gap between educational outcomes and work demands. Lack of collaboration between
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education and business and industry is a necessary issue to investigate because it
participates in the high percentage of unemployment of Jordan‘s workforce. Investigating
this issue helps in providing structured information, empirical data, and increases
communications between education in CTE and business and industry.
This study examines the workplace employability skills as perceived by educators
and employers in Jordan. Employability skills such as communication, solving problems,
using different types of technology and computer application at work, time management, and
managing information are critical in today‘s workplace. Identifying educators and

employers‘ perspectives on employability skills will present tremendous challenges for
both educators on emphasizing those skills and employers for increasing the demand on a
higher level of such skills. Most importantly, studying those skills from providers and
demanders‘ perspectives necessitates integrating those skills in postsecondary education
programs and curriculum. Without conducting a real collaboration between education and
business and industry, the gap will continue to exist and the results will be more
graduates lacking necessary skills to compete in the labor market.
Chapter one is introductory to this study. It includes the background of the study,
the problem of the study, the purpose of the study, the significance of the study,
objectives of the study, null hypotheses, limitations, assumptions, the conceptual
framework, definition of terms, and concludes with the chapter summary.
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Chapter 2
REVIEW OF RELATED LITERATURE
The primary purpose of this study was to investigate the perceptions of educators
and employers about career and technical education (CTE) graduates‘ employability in
the labor market in the north of Jordan. Prior research has indicated that those skills are
essential to the workplace. To lay out and explain the nature of the current problem, after
providing a brief history of education in Jordan, this chapter is divided into reviews of the
literature in topics related to Jordan‘s education system: CTE, unemployment in Jordan,
skills gap, human capital, employability skills, and filling the gap between education and
work. The chapter concludes with a summary.

Jordan in Brief
Education has been one of the highest priorities for Jordan‘s government since the
Principality of East of Jordan was established in 1921. Today, the education system in
Jordan has become increasingly developed and is one of the most notable systems among
other countries in the Middle East. The first educational instructions were released in
1939 and were intended to organize the educational system. In 1939, Act No. 20
extended the period of obligatory education from five-year to six-year schooling.
Following that, two important education acts were issued: the Act of Education in 1964
and Act No. 27 in 1987. The real transformation in Jordan‘s education system occurred
via the forum on education and development in 1987. The forum's recommendations
were very important for education development and improved to some of the educational
limitations in Jordan (Mfadi, 2001).
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The General System of Education
According to Stasz et. al. (1991) and Stasz et. al (1993), the educational system
should supply the workplace with a flexible, highly skilled workforce. In this term, the
school system focuses on two questions: what kind of skills and knowledge should be
taught in the school, and how should schools go about teaching them? The common
answer to the first question is that schools should teach ―generic skills‖. Answers to the
second question have implications for curriculum, pedagogy, school organization, and
school relationships with other institutions such as college and business (p.xiii).
The fundamental purpose of this research based on the theoretical framework
suggested by Curtis and McKenizie‘s (2001) , is to examine generic skills that are needed
in Jordan‘s workplace from educators‘ and employers‘ perspectives, rather than examine
to what extent those skills are embedded in the curriculum and school organization. It is
believed that the school in collaboration with the labor market is the responsible of
teaching generic skills either in school or on-job-training. Before examining the various
factors that play major roles in providing employability skills issue, it is vital to
summarize the Jordanian educational system.
The general objectives of education evolve from the philosophy of education and
are exemplified in a citizen believing in God, affiliated to his country and nation,
endowed with human virtues and perfections, developed in the physical, mental, spiritual,
emotional and social aspects of his personality (Ministry of Education [MOE]’ 1997, pp.
5–7).
Students in Jordan compose about one-third of the country‘s population (MOE,
Annual Report, 2007). Today, about 12% of the government‘s budget and about 4% of
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the GDP is expended on K-12 education (NSPE, 2006, p. 8).
According to Ministry of Education statistics, the total number of employees in
education is 58,887 teachers and 16,354 administrators. The total number of students in
school year 2006 was 1,056,470 in public schools, 327,223 students in the private sector,
124,189 students in the United Nations (UN) schools, and 17,224 students in other
schools sponsored by companies and not-for-profit organizations (Ministry of Education,
Annual Report, 2006). In terms of school numbers, and based on the same statistics, there
are 3,126 public schools, 2,076 private school and 174 other schools sponsored by the
UN.
The Ministry of Education is responsible for providing pre-school, basic education,
and secondary education in the public schools. Other government institutions, such as the
Ministry of Islamic Affairs, the Ministry of Social Development, the Ministry of Labor,
and the Ministry of Defense, provide the same kind of education. Other agencies and
private sectors, such as The United Nation Relief and Welfare Agency (UNRWA),
provide basic education services and some vocational training programs in Palestinian
refugee camps. The private sector provides the same kind of education as the public
sector. These educational corporations do not receive any government funds, but they are
obligated to implement curricula and provide text books like other educational
organizations. Finally, the Vocational Training Corporation (VTC) was established in
1976 as a semi-autonomous organization under the supervision of a board of directors
and chaired by the Minister of Labor. The main rules of the VTC are to: (a) provide
vocational training opportunities for technical workforces‘ preparation, (b) upgrade the
workforce to vocational training levels (non-academic), (c) provide assistance to small
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and medium enterprises, and (d) regulate occupational work by classifying workplaces
and workers (Vocational Training Corporation [VTC], Annual Report, 2005 p. 3).
However, the mission of VTC is to provide technical skills rather than academic or
theoretical learning that might include the generic skill.
Basic Education. The educational system in Jordan consists of four stages (Figure
2.1): pre-school, basic school, high school, and higher education. Pre-school is offered to
children before the age of six, basic education is compulsory for all children from 6-16
years of age from first grade to tenth grade, followed by secondary education for students
aged 17 and 18.
Pre-school education in kindergarten is provided exclusively by privately run
institutions under the supervision of the Ministry of Education. However, recently, MOE
has begun to provide this kind of education to children in some areas of the kingdom.
Basic schooling is divided into six years of primary education and four years of junior or
lower secondary education. There is a standard curriculum for all students in the country
and they are evaluated according to their academic achievements in the 8th, 9th, and 10th
grades (VTC, 1996, p. 23).
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Figure 2.1. Structure of the educational system in Jordan
Source: The European Training Foundation Report (2006).
Note: Numbers refer to proportion of graduates 2002/2003

Secondary and Vocational Education. Secondary education begins in Jordan‘s
educational system after the tenth grade and continues for two years. At the end of this
stage, students can choose one of two streams: the comprehensive secondary stream,
which covers general and vocational education, and the applied secondary education
stream. By the end of twelve years of schooling, all students in public and private schools
have to take a final examination called (Tawjihi). A student‘s score on this examination
determines his/her future career. For example, if the student‘s score is higher than 95%,
this student is qualified to enter the highest ranked colleges, such as the college of
medicine, depending on the average of scores for that year as well as the admission
policy for each university. The examination final score is the only measure to determine
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the student‘s specialization in the university regardless of the actual desire, ability, and
aptitude of the student. This policy forces a high percentage of students to enroll in some
academic fields without a clear picture of the field's requirements, and most importantly,
of employment opportunities upon graduation.
Vocational secondary education in Jordan is offered through two tracks. First,
vocational secondary education is offered to students in grades 11–12. Vocational
secondary education aims to prepare students for direct entrance into the labor market as
skilled workers or for entrance into technical higher education in community colleges and
universities. The second track is applied secondary education, which is provided by
training centers and formal apprenticeship. Training centers aim to provide vocational
preparation in different specializations related to industrial education and women‘s crafts.
Also, formal apprenticeship programs last for three years, with two years specified for
organizational training between center and relevant employers, and one year specified for
supervised professional experience (Masri, 1999).
Postsecondary Education. According to Walter and Farmer (1999), postsecondary
education institutions, especially in vocational education, have been vital forces in
responding to stakeholders‘ needs in their service areas. Postsecondary institutions aim to
develop partnerships with business and industry, link education with work through
apprenticeship programs and upgrade the technical skills of incumbent workers, thereby
allowing them to be highly-skilled in the global workplace. However, to achieve those
goals, postsecondary education institutions should equip their graduates with knowledge
and skills that are transferable from an educational setting to the workplace (p. 179).
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Similarly, Zabalawi et. al. (2006) indicated that postsecondary education could be
summarized by the sector‘s need to participate continuously in a development process to
reach the concept of a knowledge-based economy by strengthening partnerships with
business and industry. The message of postsecondary education, as Zabalawi suggested,
may be expressed by the following perceptions:
1. To graduate a high-skilled workforce that will be able to participate in the
developing process in all sectors.
2. To develop and renew the postsecondary education sector to enable it to graduate
well-qualified individuals.
3. To encourage and support scientific research (p. 18).

In Jordan, postsecondary education is offered in two- and three-year programs in
community colleges, leading to a community college diploma, or in four-year universitylevel programs leading to a baccalaureate degree. About half of the 55 community
colleges are private. They have all been placed under the Al-Balqa Applied University
(Europe Training Foundation, 1999, 2006). The Ministry of Higher Education's (MHE)
data indicate that nearly 330,822 students were enrolled in four-year bachelor degree in
2009 ,moreover, there are 17,543 students pursuing graduate studies, out of this number
2,983 students are pursuing doctoral degree in the Jordanian public and private
universities.
Based on these numbers, the country will have tens of thousands graduates in the
coming few years in different academic fields such as Agriculture, Veterinary Medicine,
Applied Engineering, Architecture, Para-medicine Science, Pharmacy, Dentistry,
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Medicine, Mathematics and Computer Science, Natural Science, Mass Communication,
Commercial and Business Administration, Social Behavior Science, Law, Fine and
Applied Arts, Service Trades, Humanities and Religion and finally Education Science
and Teacher Preparation. In the same year, 30,061 males and females students were
enrolled in the community colleges (Ministry of Higher Education, Quarterly Report,
2009).
Therefore, Jordan will have a large number of four-year degree graduates,
whereas not one study asserts that the country needs that number of four-year graduates,
while the demand may be for high-skilled technicians. This is an unbalanced equation
that disadvantages four-year graduates over career and technical institutions graduates.
As Olson (1997) suggested, for every professional, we need five or more technicians (p.
125). Similarly, Gray and Herr (1998) cited Carnevale et al. (1990), who suggested that
the percentage of professionals to technicians to blue-collar technical workers is
approximately 18% to 25% to 57%, respectively.
Comparing those percentages to the current situation in Jordan, it would be easy
to predict a gap in workforce demand and supply. In other words, the workforce pyramid
will stay inverted if the situation continues at the same pace. Figure 2.3 shows the
number of Jordanian students who were enrolled in four-year degree programs and those
who were enrolled in community colleges and technical schools in 2005.
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29,536 High School
Technical Education
(Crafted and Skilled Workers)
30, 061 Two-year
Community College
(Technicians)
219,277 Fouryear University
(Professional)

Figure 2.2. Enrollment in technical schools, community colleges, and four-year
universities.
Calculated from Higher Education Annual Report, 2009 and Ministry of Education Annual Report,
2007/2008.

If postsecondary education is unable to supply the economy with the country‘s
―Knowledge workers‖ as Drucker (1994) pointed out, the unemployment percentage will
greatly increase. The question to be asked is, how could the postsecondary education
system graduate knowledge-workers and high-skilled workers if this system has that
number of students in four-year universities, with about 75% enrolled in humanities
and/or social studies (Zabalawi et. al. 2006, p. 34), while science and engineering in
China now represents 60%; in South Korea, 33%; in Taiwan, 41%, and in the United
States, about 31% (Friedman, 2007, p. 344).
Zabalawi et. al. (2006) noted that the qualifications and skills outcomes of the
education system in Jordan do not accommodate the needs of the labor market.
According to Zabalawi et. al., the labor market and the employer are willing to pay an -
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equivalent price for high-skilled individuals. The labor market is not represented in
postsecondary education; it is completely isolated and there is no direct relationship with
higher education. As jobs providers, employers do not have any effect on the skills and
knowledge offered in postsecondary education (p. 50). Zabalawi, however, confirmed
that the country needs to quit the mentality and the ideology of the myth that success for
an individual means having a four-year degree. Instead, the focus should be on the
successful citizen who acquires the technical and generic skills and knowledge that
enable him/her to compete in the labor market. Also, Shakhatreh et. al. (2000) pointed
out that there is a lack of accommodation of higher education outcomes––the higher
education system continues to graduate students in many specializations without a real
demand from the labor market in these fields. It is clear that a country tries to develop its
economy by investing in human capital needs first, to increase the number of high-skilled
workers by increasing enrollment in career technical education. Today, the market is in
real need of technicians who are specialized in specific fields and highly skilled with
employability skills that enable them to compete and move horizontally and vertically in
their current and future career.
A look at the number of students enrolled in four-year universities in Jordan in
comparison with the number of students enrolled in two-year community colleges (Figure
2.4) provides an idea about educational system outcomes in the coming years. The
average number of students enrolled in four-year university programs between 1980 and
1996 was 80.7% of the total number of students enrolled in higher education institutions,
while the average number of students enrolled in community colleges was 14.4% (AlGasem, 2000). This is a real gap between the two-type of the institutions if we know that
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the number of the two-year community colleges is 55 while the number of the institutions
that award four-year degree is 29 university.
There are many reasons for the gap of the enrollment between four-year and twoyear institutions. However, one of the most notable reasons for scarce enrollment and
negative attitudes towards applied education is the misconception that people hold of this
kind of education as pointed out by Gray and Herr (1998). This misconception toward
applied education in community colleges in Jordan exists widely in the United Sates as
well. Gray and Herr discussed that misconception toward applied education and reported
important facts and numbers regarding this type of education. Based on statistics drawn
from Bureau of Labor Forecast, Gray and Herr argue that most jobs in the near future will
not require a four-year university. Only one in three college graduates will find a collegelevel employment at the time of graduation. Furthermore, the future labor market will not
pay for education per se above average wage but it will do for an occupation of skills in
demand (p.84-88).
According to Gray and Herr (1998), an individual without a set of unique
competencies that are linked to a specific job will not be qualified to receive high pay and
to be on demand in the labor market. Gray and Herr cited Bishop (1995), who argued that
it is unwise for someone to spend his entire life learning something everyone else already
knows. Bishop suggested selecting an occupation in which there is market demand and
that can be pursued in a manner that enables expertise in a subject matter that is not
accessible without specialization (Bishop, 1995, p. 3).
In Jordan, and because of economic status, students and parents struggle to pay
high tuition and fees for their education at four-year universities. Parents wish to send
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their children to higher education institutions regardless of low incomes, achievement in
school, and other issues related to individuals‘ abilities. This situation could be a waste of
time and money for the students, the parents, and the economy if the students spend at
least four years to obtain a diploma in a specific field when job opportunities in that field
are stagnant.
Olson (1997) noted that most students enrolled in four-year degree programs take
more than four years to earn a B.A. For 26%, it takes more than six years, and many
young people never graduate at all. ―In many cases, students would be better served
financially by earning a two-year associate in an occupational field than by dropping out
of a four-year institution with no degree and no career direction‖ (Olson, 1997, p. 117).

Employability Skills and Investment in Human Capital
The economist Theodore W. Schultz was the first to use the concept of human
capital in his article on investment in human capital in 1961 and explained the concept
later in his book, Investment in human capital: The role of education and research
(1971). Schultz believed that the increase in national output has been large compared
with the increase in land, man-hours, and physically reproducible capital. However,
investment in human capital is the major explanation for this difference (p. 24).
Human capital has been defined by Thurow (1970) as an individual‘s productive
skills, talent, and knowledge. The concept of human capital has been introduced to help
overcome major problems encountered in economic analysis, such as the aggregation
problem, the investment problem, the growth problem, and the income distribution
problem (p. 8). According to Thurow (1970), the natural resources that comprise a part of
a nation‘s wealth include three components: labor, physical capital, and land. Researchers
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(Schultz, 1971; Thurow, 1970; Welch, 1970) agree that investment in human capital has
benefits over physical capital and increases national income.
When Barro (1991) studied economic growth in a cross-section of countries
between 1960 and 1985, he found that the growth rate of real per capita GDP was
positively related to initial human capital in 98 countries. Becker, Glaeser, and Murphy
(1990) also found empirically supported implications that the rate of growth in the
modern world among those who invest in human capital is an advantage over those in
traditional agriculture-based-economies. Moreover, Becker, Murphy, and Tamura (1990)
agreed that countries‘ accumulation of human capital leads to economic growth. Ehrlich
(2007) stated that human capital is the engine of growth and its accumulation is enabled
by parental and public investments in children‘s education, and underlying exogenous
institutional and policy variables are ultimately responsible for both human capital
formation and long-term growth.
Countries that invest in human capital as a national resource might have the
ability to move forward faster with less hardship in increasing the rates of the economic
growth. Ehrlich indicated that the United States has overtaken the major European
countries, and then developed considerable advantage over these countries in terms of
gross domestic product and per-capita GDP as well. This significant gap is the natural
result of schooling attainments of its labor force, especially at the higher education level
(Ehrlich, 2007, p. 1).
Learning employability skills in the educational system considered as a major part
of investment in human capital. Since the human capital has been defined as an
individual‘s productive kills, talent, and knowledge (Thurow, 1970), and the focus of the
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employability skills on the capacity to apply knowledge and skills in an integrated way
(Employability Skills for the Future Project, 2002), therefore preparation workforce in
educational system should focus on integrating those kinds of skills in the school
curriculum. The time of preparing students for entry level work does not exist anymore,
schools and teachers should have the ultimate responsibility for carrying out any
curricular reform-must design activities and use teaching practices that impart generic
skills and attitudes (Stasz et. al. 1993, p. 6).
Jordan is an example of a developing country that lacks natural resources and
depends on human capital to increase the nation‘s income and improve the level of life.
As mentioned previously, the country‘s economy is a modest one and suffers from a
shortage of natural resources, including water and oil, and a lack of capital and
technology. Nevertheless, the country depends on the education system to prepare a welleducated and high-skilled workforce to supply the needs of the labor market. The issue
here is the quality of the graduates and their ability to achieve the National Strategic Plan
of Education (NSPE) which is aimed basically at preparing a high-skilled workforce.
Moreover, Ogawa (1993) affirmed if the ratios of human capital are initially high; a
country will make high rates of investment in physical capital and rapid growth in percapita income. High capital shares may simply reflect high levels of investment in human
capital coupled with high substitutability between capital and labor. Alternatively, Pineda
and Rodriguez (2006) indicated differences in rates of investment in human capital across
countries are substantial. However these differences have potentially vast implications for
economic benefit. Also, the increases in the efficiency of investment in human capital
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could simultaneously induce high capital shares and high investment in human capital (p.
169).
A report from the United Nation Development Program (United Nation
Development Program [UNDP], 2004) on Jordan human development indicated that
education is a key element in strong human capital. Despite poverty and high rates of
unemployment, some parents are willing to invest scarce resources in the education of
their children. While education is one of the highest priorities for Jordanians, some
people have many obstacles to access (p. 54). Based on local studies, the report indicated
that parents complained that the curricula and methods used were not linked to local
employment opportunities and therefore were failing to motivate students. Therefore, and
because of these obstacles to schooling, certain regions have unskilled workers who are
functionally illiterate and lack skills and competencies to help them in employment.
Some of the most important recommendations include building transferable skills,
personal development, and citizen skills, as well as increasing sector-specific knowledge.

Employability Skills
Employability is a concept that varies in the meaning based on the field of the study or
the work. Gazier (2001) categorized employability in three different types based on the
field of work such as social workers, labor market policy-makers, statistician and doctors.
Gazier, however, divided employability historically into seven versions.
―The first version which he called (E1) dates back to the 1900s and
persisted in the United Kingdom and in the United States up to the early
1950s. The modern versions of the employability concept were born of a
second wave of applications and developments during the 1950s and
1960s (E2). This era of employability called socio- medical employability
mainly developed by doctors and rehabilitation practitioners and aimed at
the handicapped. The term less employable refers to the person who does
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not have the ability to achieve or lack of specific skills. The third version
(E3) called manpower policy employability which measures the distance
between the individual‘s characteristics and the production and
acceptability requirements on the labor market. The fourth version (E4),
called flow employability concentrates on the speed at which a certain
group of the unemployed finds work. Version fifth (E5) which called
labor market performance employability was proposed in the late 1970s.
This era marked by statistical information on employment path that
includes the probability of obtaining one or several jobs, the probable
duration of these jobs expressed in hours of work, and the probable salary.
The last two versions are (E6) initiative employability and (E7) interactive
employability and both were developed in the 1990s. Initiative
employability underscores the individual responsibility and person‘s
capacity to trigger a process of accumulation of human capital and social
capital, or initiative employability and interactive employability‖.
In simple terms, employability skills are about utilizing skills, knowledge, attitudes,
management skills and personal circumstances in the workplace (Pool & Swell, 2007). It
measures the distance between the individual‘s characteristics and the production and
acceptability requirements on the labor market (Gazier, 2001, p.7). Therefore, personal
characteristics such as the ability to communicate, manage information, thinks and solve
problems, be adaptable and responsible ‗to count few‘ are vital factors in increasing the
labor market production and raise individuals‘ abilities to compete in the labor market.
Pool and Swell (2007) developed an employability model that includes
experience, degree of skills and knowledge, generic skills, and emotional intelligence (p.
281). The model is a useful and practical way to explain the concept of employability
skills and provide the direction of interaction between the model‘s components in
education and work.
Berkitt (1996) divided individual attributes into two categories: cognitive and
behavioral skills. Based on that, Berkitt build up taxonomy skills that are divided into
cognitive and behavioral skills and each of them is divided into three sub-categories.

34

Cognitive skills include technical skills, analytical/constructive skills, and appreciative
skills, while behavioral skills are associated with personal skills, interpersonal skills, and
organizational skills (Figure 2.3).

Skills Taxonomy
Cognitive Skills

Behavior Skills

Technical
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Constructive
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Financial
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Problem
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Strategic
Thinking
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Communicati
on Skills

Organizational
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Building
Network

Figure 2.3. Individual attributes: Skills taxonomy
Source: W. Berkitt (1996)

Due to the workforce and workplace trends in technology, globalization, and
speed in market change, Rothwell and Kolb (1999) affirm that the most important
competencies needed for the successful performance are credibility which refer to
sufficient knowledge and expertise to help solve daunting business problem and people
skills which explained as interpersonal skills and the ability to work with others (p.47).
Parry (1998) argued that employers struggle to find workers with employable skills, such
as initiative, self-esteem, decisiveness, negotiation, counseling, interviewing, analytical,
intuitive, action- oriented, time management, listening, and problem-solving. Similarly,
The Pedagogy for Employability Group (2004) provided a list derived from research
carried out over the last 25 years of generic skills expected in graduates by employers,
this list includes: creativity, flexibility, works independently, team work, ability to
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manage others, ability to work under pressure, effective oral communication, time
management, making decision, and ability to use new technology (p. 5).
According to Employability Skills for the Future, employability skills as a
concept provides a connection between education and work (Employability Skills for the
Future Project, 2002). The process narrows the gaps between successful performance and
the individual‘s performance, compared to the competency model (Rothwell &
Lindholm, 1999). Similarly, it is a trait or characteristic that contributes to a person‘s
ability to effectively perform the duties and responsibilities of a job (Arthur, 2006, p.
128).
A study conducted by Shippmann et al. (2000) on competencies that involved
interviews with subject matter experts to gain their perceptions reported that
competencies are:
-

―The knowledge, skills and attributes that differentiate high performers from
average performers.‖

-

Competencies are not fundamentally different from traditionally defined KSAOs
(i.e., knowledge, skills, abilities, and other characteristics).‖

-

―It is a construct that helps define level of skill and knowledge.‖

-

―Observable, behavioral capabilities that are important for performing key
responsibilities of a role or a job.‖
Mirabile, (1997) cited Fleishman et al. (1995) who assure that competencies are a

mixture of knowledge, skills, abilities, motivations, beliefs, value and interests. In
addition, they involve characteristics associated with high performance on a job.
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Similarly, they represent a combination of motives, traits, self-concepts, attitudes or
values, content knowledge or cognitive behavior skills; any individual characteristic that
can be reliably measured or counted and that can be shown to differentiate superior from
average performers (Spencer, McCelland, & Spencer, 1994).
Parry (1998) indicated that competency is a cluster of related knowledge,
attitudes, and skills that affects a major part of one‘s job and correlates with performance
on the job; that can be measured against well-accepted standards; and that can be
improved via training and development.‖ Also, Green (1999) addressed competencies as
a written description of measurable work habits and personal skills used to achieve work
objectives. The main finding of a study conducted by Council for Industry and Higher
Education (2002) was there is a mismatch in perceptions about skills development
between academics and employers. Additionally, the study found low awareness and
understanding of the work being done in higher education to help develop graduates‘
employability skills.
According to Curtis and McKenzie (2001), the concept of key employability skills
provides a bridge between education and work (p. vii). Many developed countries such as
the United States of America, Australia, Canada, and the United Kingdom have
developed their own modules for competencies needed for the labor market. This study is
driven by those modules in addition to the project/framework of NSPE in Jordan.
Although each project/framework has been named differently, they have a wide base of
agreement with regard to the skills and competencies needed for the national and
international labor markets. In the US, the project is known as the ―Secretary‘s
Commission on Achieving Necessary Skills‖ (SCANS); in the United Kingdom it is
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called ―the National Council for Vocational Qualification‖ (NCVQ); while in Canada it is
called Employability Skills; and in Australia called Mayer Key Competencies (Curtis &
McKenzie, 2001). However, this study uses competencies reported in the two modules––
SCANS (US) and NSPE (Jordan).

National Strategic Plan of Education (NSPE), Jordan
The National Strategic Plan of Education contains a discussion of the most
important economy-based skills for the labor market and divides them into two
categories: academic skills and self-management skills. First, academic skills include but
are not limited to: (a) communication skills, such as reading, writing, verbal
communication, understanding, preparing, and interpreting different types of data, and (b)
thinking skills, such as critical thinking, problem solving, making decisions,
understanding mathematical problems, solutions, and its applications, using computer
technology and information system technology effectively, and the ability to employ
specialized knowledge for contemporary economy. The second category is selfmanagement skills, which includes: (a) positive attitudes and behaviors (self-estimation,
integrity, initiative), (b) responsibility (time management, accountability, decision
making), (c) accommodation (suggestion new idea, to be creative, adapting positive
attitudes toward change), and (d) team-work ( work in a team in problem-solving,
understanding employers‘ needs and participating in making decisions).

Secretary’s Commission on Achieving Necessary Skills (SCANS), U.S.
In general, competencies are grounded in behavioral psychology (Rothwell and
Lindholm, 1999). Therefore, those competencies should be embedded in the educational
programs and curriculum from the early ages and continue as life-long-learning.
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The Secretary Commission on Achieving Necessary Skills was asked to examine
how changes in high-performance workplaces would affect educational requirements.
The commission‘s report stressed that basic skills in reading, math, writing, listening, and
speaking were essential. The SCANS added that tomorrow‘s workers must able to think
creatively make decisions, solve problems, and continue to learn on the job. They also
need to display such personal qualities as responsibility, integrity, and honesty (Olson,
1997, p. 96). The first version of SCANS was developed in 1991, however, most of these
competencies and skills still the wide and general base of skills needed for the labor
market either in the U.S. or in any other country.
SCANS skills and competencies are divided into two sets: fundamental skills, and
workplace competencies.
Fundamental skills are composed of three major parts: basic skills, thinking skills,
and personal qualities.
1. Basic skills: (a) reading (b) writing (c) arithmetic/mathematic (d) listening (e)
speaking and communicate orally.
2. Thinking skills: (a) creative thinking (b) decision making (c) problem solving (d)
seeing things in the mind‘s eye (e) knowing how to learn (f) reasoning when
solving a problem.
3. Personal qualities: (a) responsibility (b) self esteem (c) sociability (d) integrity/
honesty.
Workplace competencies are composed of five major competencies: resource,
interpersonal, information, systems, and technology.
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1. Resources: identifies, organizes, plans, and allocates resources: (a) time-select for
relevant activities, ranks them, allocates time, and prepare and follows schedules;
(b) money-uses or prepares budgets, makes forecasts, keeps records, and makes
adjustments to meet objectives; (c) material and facilities-acquires, stores,
allocates, and uses materials or space efficiently; (d) human resources-assesses
skills and distributes work accordingly, evaluates performance and provides
feedback.
2. Interpersonal: works with others (a) participants as members of a team,
contributes to group effort; (b) teaches others new skills; (c) serves
clients/customers and satisfies customer expectations; (d) exercises leadership,
communicate ideas to justify positions; (e) negotiates-works toward agreement
involving exchanges of resources, resolves divergent interests; and (f) works with
diversity, works well with men and women from diverse backgrounds.
3. Information: acquires and uses information (a) acquires and evaluates
information; (b) organizes and maintains information; (c) interprets and
communicates information; and (d) uses computer to process information.
4. System: understands complex inter-relationships (a) understand systems-knows
how social, organizational, and technological systems work and operates
effectively with them; (b) Monitors and corrects performance-distinguishes
trends, predicts impacts on systems operations, diagnoses deviations in systems‘
performance and corrects malfunctions; and (c) improves or designs systemssuggests modifications to existing systems and develops new or alternative
systems to improve performance.

40

5. Technology: selects technology-choose procedures, tools or equipment including
computers and related technologies; (b) applies technology to task-understand
overall intent and proper procedures for setup and operation of equipment; and (c)
maintains and troubleshoots equipment-prevents, identifies, or solves problems
with equipment, including computer and other technologies (SCANS, U.S.
Department of Labor, 1991).
Even though a time gap exists between SCAN (1991) and NSPE (2006),
they are associated by the employability skills needed in the workplace in both
countries. However, SCANS (1991) is more specific in explaining those
competencies and provides clear details that could be utilized in education and
work. In order to study employability skills for Jordan‘s labor market, it will be
beneficial to integrate these two frames into one developed frame that articulates
the employers‘ needs in today‘s labor market.

Lack of Employability Skills and Unemployment in Jordan
Jordan, like other developing countries, suffers from high rates of unemployment.
There are many reasons for this problem––the lack of collaboration between education
and work might be one of the most important reasons for unemployment. The rate of
unemployment is likely to increase if the education system continues to be disconnected
from business and industry in fulfilling their needs for qualified and high-skilled
graduates.
According to Shteawi et al. (2002), about 15% of Jordan‘s workforce is
unemployed and more than 25% is under the poverty line. Similarly, a report from the
Department of Statistics shows that the unemployment rate in the first quarter of 2007
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reached 14.4%. According to this report, 47% of the unemployed held a four-year
university or even a higher degree (Department of Statistics, Quarterly Report, 2007). In
1998, the rate of unemployment was 53.2% for individuals with less than high school and
21% for individuals in vocational training centers. The unemployment depends on
gender. Unemployment among male higher education graduates was 17.7% while among
female higher education graduates it was 72.1%. Also, a high percentage of community
college graduates––14%––are unemployed (Shakhatreh et. al., 2000).
Researchers have addressed many of the reasons for unemployment in Jordan;
however, most of the studies agree on one common reason––the gap between skills
supplied and the demands for work. Shteawi et al (2002) confirmed that unemployment
in Jordan has one or more reasons: (a) a decrease in the rate of economic growth, (b) an
increase in the role of the private sector, (c) monetary policies, (d) an increase in
population growth, (e) lack of match between the education system‘s outcomes and labor
market needs, (f) foreign workers, (g) a decrease in Jordanian immigration to neighboring
countries, and (h) the political situation.
Equally, Shakhatreh et al. (2000) indicated other reasons for unemployment in
Jordan and considered it a serious problem that stems from internal or external factors. In
terms of internal factors, one of the most important issues is the lack of accommodation
between educational outcomes and labor market demands. Another reason is that the
education system has failed to create high skilled graduates who are able to start their
own business rather than wait for a government job (p. 19). Other external factors are
important and increase the rate of unemployment tremendously. Those factors may
include the decline in demand for the Jordanian workforce in Gulf countries and the huge
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numbers of Jordanian workers who returned to the country after the political and militant
events in the Middle East in the 1990s (Shakhatreh, 2000).
In general, there are other reasons for high unemployment and mismatch between
postsecondary education and the labor market. These include: unplanned admission
policies, inadequate preparation prior to the entry into the labor market, outdated
curricula and teaching methods, the state of the economy, and high standards of
competencies required by employers (Sallim, 2001). These studies affirmed that the
linkage between education and work is still below the expectations of education planners
and the labor market‘s representatives. Despite the value of these studies, there is a
crucial need to conduct more empirical-based research to determine the exact needs of
the labor market and how the education system should respond to these needs.
Table 2.2 shows the number of applicants to Civil Services Bureau by both fouryear universities and two-year community colleges from 1995 to 2005. On the one hand,
the number of applicants who hold a four-year degree has increased tremendously from
38,276 to 99,531 applicants, while on the other hand, the number of community colleges
graduates has decreased from 68,385 to 50,741 in the same period of time (Civil Services
Bureau Annual Report, 2005). These numbers express briefly the current status of fouryear graduates in comparison to two-year community colleges graduates who are waiting
for an opening in government departments.
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Table 2.1.
Number of applicants for government jobs in Jordan, 1995–2005
Four-year University

Community College

Year

Male

Female

Total

Male

Female

Total

% Fouryear

1995

22,609

15,667

38,276

21,718

46,667

68,385

36

1996

25.392

18,532

43,924

23,016

50,735

73,751

37

1997

24,193

20,116

44,309

21,392

52,606

73,998

37

1999

14,914

81,841

33,755

7,706

27,333

35,039

49

2000

23,366

26,694

49,856

11,468

39,017

50,485

50

2001

28,555

30,903

59,458

13,417

44,991

58,408

50

2002

33,992

38,679

72,671

14,195

48,473

62,668

54

2003

41,803

49,576

91,379

15,683

52,236

67,919

57

2004

31,376

49,648

81,015

9,256

37,202

46,458

64

2005
37,544
61,987
99,531
10,031
40,710
50,741
66
Note 1. Data from 1998 are not available since recruitment for that year was directly to civil services
entities.
Note 2. Total number of applicants holding general secondary school (Tawjihi) diplomas was 11,714.
Source: Civil Services Bureau Annual Report 2005.

Employability Skills’ Gap
According to the American Society for Training and Development (ASTD, 2006),
the skills gap is the difference between the organization‘s needs and the current
capabilities of its workforce. It is the point at which an organization can no longer grow
or compete in its industry (p. 5). In other words, the skills gap is a shortage of workers
with high skills that has become an extensive problem affecting wages and promotion
opportunities for workers; in fact, it is one of the most serious problems and a real crisis
affecting almost every industry (Ivey, 2002). Moreover, Katz (2006) indicated that
manufacturing is undergoing massive constructive operations without enough preparation
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for high tech products, high automated production processes, and environmentally
friendlier technologies. The skills gap is a probable threat to most economies in the
world. A shortage of skilled people might hinder an economy‘s growth, prevent
companies from increasing production, and thereby reduce a company‘s size. Along
those lines, a recent report in The New York Times (July, 2, 2008) indicated that it is hard
in most nations other than China and India to achieve more than 5% growth each year.
However, other countries such as Brazil have set up plans to increase Gross Domestic
Products (GDP) 5% annually from the present to 2010. However, many companies and
economists are apprehensive about the dearth of highly skilled labor, particularly
engineers and tradesmen. This shortage in highly skilled workers will jeopardize and
constrain economic growth.
Smith and Comyn (2004) studied 12 enterprises, investigating the development of
employability skills in novice workers. They found that employers realized some positive
attributes in young workers. However, employers in this study also identified negative
attributes related to young workers. The attributes included a lack of skills (e.g., shyness
and poor communication skills), a lack of understanding of the big picture for the
business, a lack of basic skills like the need to keep the working environment clean,
unwillingness to ask questions if unsure, difficulty adjusting to the work environment,
difficulty considering work not a social occasion, unwillingness to take a job seriously,
and a reluctance to act as if they were uncertain. Employers reported that youth seemed to
have a lack of understanding of the impressions they created (Smith & Comyn, 2004, p.
98).
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In a congruent study conducted by the National Association of Manufactures
(NAM, 2005), more than 80% of companies surveyed were impacted by a skills gap. The
increasingly competitive global environment has created an extraordinary gap between
the supply of skills available and the performance requirements of the workforce needed
for modern global manufacturing (p. ii). The skills gap report showed that 74% of the
respondents believed that the most important factor for the company‘s future is a highperformance workforce; about 53% of the respondents expected a shortage in strong
basic employability skills; and about 55% indicated the most specific deficiencies in the
public education system were in basic employability skills. Furthermore, the report found
that basic employability skills (attendance, timeliness, work ethic, etc.) were in short
supply and that employers would need more of these types of skills over the next three
years.
In Jordan, the Ministry of Labor (MOL) warned that one of the strongest
challenges encountered by workplaces today was the lack of a high-skilled and trained
workforce to occupy already available work opportunities (Ministry of Labor, Annual
Report, 2005). Foreign workers in Jordan might be a strong indicator that the Jordanian
workforce lacks necessary skills in specific occupations needed to fill the labor market.
According to Department of Statistics (DOS) annual report, 23% of the jobs in the private
sector are occupied by non-Jordanian (DOS, 2006). The number of Jordanians who are
unemployed is less than the number of foreign workers in the country. For example, in
Jordan there are seven Qualified Industrial Zones (QIZs) that employ 54,672 workers,
36,162 of whom are Jordanians. This example gives a small picture of the number of
non-Jordanian workers in this sector while the country has more than 200,000
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unemployed (MOL, 2005).
Even though the Ministry of Education, the Ministry of Labor, and the Ministry of
Higher Education have provided some numbers for unemployment and have briefly
discussed the skills gap, no one study has examined the exact lack of employability skills
in Jordan‘s labor market. It is essential to assess the real situation by investigating policy
makers‘ perceptions of the employability skills that have been missed between education
and work in Jordan‘s labor market. Again, it is quite obvious that business and industry
suffer from a lack of skills in the available workforce, and that this issue is as important
in developing countries as in developed countries. Employers view employability skills
such as critical thinking, problem-solving, information, team-working, and
communication as essential for the workplace. Therefore, the need to address this
problem is a vital issue as well.

Filling the Gap between Education and Work
Employability is a complex notion and the subject of many debates (Weinert, et al.
2001, p. xi). Developing individual‘s knowledge, skills, and attitudes is not one person or
group responsibility; nevertheless, it is a combination of responsibility between the
individuals, the school, and the workplace. Weinert et al. assure that employability is a
matter of identifying the problems and priorities linked to the actions of persons and
institutions involved in the access to work and employment (p.5).
Higher education is often regarded as isolated from the labor market (Jarvis,
2001). Therefore, there is a need to study the kind of skills postsecondary education
offers and what the real needs are in the labor market. Since this study investigates
education and labor market representatives‘ perceptions of employability skills, a good
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example of that relationship could be successful cooperation between higher education
and the labor market, which sometimes takes places in what has become known as a
corporate university. According to Jarvis, the proposition of a corporate university (CU)
is a strategy/umbrella for institutions created to develop and educate employees and the
company‘s constituents in order to meet the corporations‘ need for a workforce with the
types of skills that related directly to the work. They involve systems of teaching and
learning and are not universities in the traditional sense (Jarvis, 2001). Meister defined it
as a centralized in-house training and education facility to address the shortened shelf life
of knowledge and to align training and education with business strategies (Meister,
1998). These two definitions lead us to differentiate between the conventional university
and corporate university as suggested by Blass (2003, 111). Blass conducted a
comparative analysis of the public and corporate university (Table 2.3.). This form of
education exists in the industrial countries and may fit the demands of the labor market in
developing countries, too.

48

Table 2.2.
A Comparison between Conventional and Corporate Universities
Conventional University

Corporate University

Title

University

In-house learning and development

Aims

To provide liberal arts education.

Expand the knowledge of their companies.

Outcomes

Qualification (degrees, research, etc.).

Achieving ethics values.

Level of education

Undergraduate, postgraduate and doctoral.

Training, Postgraduate.

Diversity

Anybody who fulfils the requirements

Every employee in the organization

Ownership

Public funded

Owned by companies

Link with other universities Through research projects
Source: Blass (2003, p. 168).

Links regarding delivery of accredited courses

Table 2.3 contains a comparison of two types of universities: conventional
universities and corporate universities. The comparison may be interpreted as follows:
first, a high level of matching between the learning setting and the workplace; second,
companies and organizations will be very satisfied with the graduates level of knowledge
and skills obtained from educational setting as soon as those skills and knowledge are a
result of cooperation between educational program planners and workplace
representatives; third, learning and training transfer will be to the highest level, because
trainees are sure that courses and materials learned in the university will be applicable in
the real life; fourth, graduates are sure that the occupation is open for them as soon as
they graduate from the university, and last but not least, courses, materials, and skills
needed for the labor market are adjustable and can be manipulated to fit the company‘s or
the organization‘s needs.
Another trend has been taken in the last three decades is some kind of formula for
connecting education to work and connecting applied education to higher education
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levels and many solutions have been suggested for moving the barrier between the fouryear and two-year education. Recently, a promising trend in territory education is taking
place through what has been called ―community college baccalaureate‖. Those colleges
offer bachelor degrees in many specializations that require wide theoretical knowledge
and solid practical experiences such as teacher preparation (Cook, 2000; Skolnik, 2001;
Evelyn, 2003). According to Floyd, Skolnik, and Walker (2005), one of the reasons for
supporting this ides of community college baccalaureate is to address identified and
unmet workforce needs.
Floyd, et. al. (2005), suggested number of factors that are shaping higher education and
have significant implications for the role of community college baccalaureate. One of
those factors is the market has become international and the other is the variety of
institutes that provide online degrees in wide variety areas (p. 16).

Chapter Summary
Chapter two reviews the related literature. The related literature includes the major
variables that are associated with this study. Therefore, this review stems from the
study‘s conceptual framework which assumes, according to Creswell (1994), to explain
the relationship and connectedness of variables in a study. Thus, this chapter contains a
description of the major variables in this study which are: the educational system in
Jordan (see Figure 2.1), investment in human capital, employability skills, National
Strategic Plan of Education (NSPE), Jordan, Secretary‘s Commission on Achieving
Necessary Skills (SCANS), lack of employability skills and unemployment in Jordan,
employability skills‘ gap, and finally the role of corporate university in filling the gap.
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The demand for graduates who are equipped with skills that include but are not
limited to communication skills in reading, writing, and listening, thinking skills, and
interpersonal skills such as positive attitudes, responsibility, team work, etc. will continue
to be on the rise. Those skills will be developed in the individuals to fit the workplace if
there is more collaboration between education and work. The educational system is the
major provider of technical and employable skills for its graduates. Similarly, business
and industry‘s representatives should have a stake in determining the type and the level of
those skills that should be acquired by new applicants. Otherwise, a mismatch between
educational outcomes and labor market demands will continue.
A synthesis of the literature indicates that an effective collaboration between
education and work is crucial for preparation of a workforce that is ready to enter the
labor market. Moreover, the literature indicates that any individuals‘ lack of uniqueness
of skills that are linked with a specific job will not be able to compete in the new highpay labor market.
In addition, the literature review shows that there is a disconnection between
education and work in Jordan. Although education has been one of the highest priorities
for policymakers and planners, the lack of collaboration between education and work
obstacles the educational system from achieving its goals in preparing high-skilled
workforce, and results in the dissatisfaction of the employer.
The number of students who have graduated from different types of educational
institutes demonstrates a blurry picture about the size and the shape of Jordan‘s
workforce. According to government numbers, more than two-third of graduates hold a
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degree in humanities and/or social sciences who desire governmental jobs. Therefore, the
country has a high rate of unskilled and unemployed, while employers in the business and
industry struggle in finding well- educated and highly-skilled individuals for occupying
already existing jobs.
Conducting such research is essential to strengthen the partnership between
education and work. Such kind of relationship would include relations on various levels
on entry levels to high positions in both the field of education and business and industry.
This relation can clear the picture on the quality of CTE graduates and can fill, somehow,
the gap between the supply of education and the demand of the labor market.
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Chapter 3
METHODOLOGY
The primary purpose of this study was to investigate the perceptions of educators
and employers about career and technical education (CTE) graduates‘ employability in
the labor market in the north of Jordan. The study also examines if there is any difference
in perceptions on employability skills among employers on assigned variables on one
hand, and if there is any difference in perceptions among educators on the same assigned
variables on the other hand.
This study employs the survey research method to ascertain from educators and
employers their perceptions of the extent to which graduates from CTE institutions
acquired employability skills needed for the Jordan labor market. Two instruments were
used to collect data for this study. Both instruments were parallel in format and content.
However, the demographic parts were different.

The Problem
This study contributes to the body of knowledge pertaining to postsecondary
education graduates‘ employability skills through investigating the current two major
problems:
1. Lack of empirical data for studying the employability skills needed in the labor
market which education should emphasize.
2. Obvious disconnection between education and the labor market because
researchers have not ventured into studying the linkage between education and
work.
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This study expanded upon the previous research of Williams (1998), Mosley
(1999), European Training Foundation (1999), and Ivey, (2002). Williams (1998)
investigated faculty and final-year students‘ perceptions on employability skills and
found that students and faculty in the study‘s sample perceived employability skills to be
important while the faculty and students were different on whether those skills were
integrated in the school curriculum. Mosley (1999) investigated computer competencies
needed by industrial technology graduates as perceived by university and companies in
North Carolina. Mosley found a significant difference existed between the program
emphasis placed on computer competencies as perceived by college professors and the
knowledge level of recent IT hires as reported by companies. Also, this study partially
investigates some of the results in the European Training Foundation (1999) which was
conducted on vocational and technical education in Jordan and reported primary
information in terms of the collaboration between education and business and industry in
Jordan. Moreover, Ivey (2002) investigated the perceptions of human resource personnel
on workplace competencies possessed by applicants and the factors employed when
evaluating these skills in job applicants. The finding showed that human resources
personnel commented that they were having difficulty finding qualified applicants.
Finally, this study expanded the research of Al-Sageer (2005) who investigated higher
education and the labor market in Jordan and assured that the labor market is completely
disconnected from postsecondary education.
The importance of this study stems from the essentiality of building a strong
relationship between education and work that assures curriculum and programs‘
applications in the real life. According to Johnson (2002) ―traditional education by itself
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is unable to produce high skilled graduates to compete in the new global market‖.
Johnson (2002) suggests that any kind of education should have its application in the real
life. Contextual teaching and learning engages students in significant activities that help
them to connect and apply learning in the real-life situation (Johnson, 2002 P. 2).
Therefore, the current study aims to provide empirical data that assists in emphasizing
employability skills needed in the labor market and strengthening the partnership
between education and business and industry.
It is vital for both education and work to increase the collaboration in order to
develop a workforce that is highly equipped with technical and employability skills
needed for the labor market. The curriculum which is designed by academics should take
into consideration the need of business and industry. In Jordan there is inadequate
cooperation between education and work. According to (Al-Sageer, 2005, and Zabalawi
et. al., 2006), education is isolated from the labor market. This isolation creates a major
problem for both settings. In that respect, Ivey (2002) asserts that one of the major
problems challenging employers is the skills gap between education achievement and
workplace requirements (p.6). Moreover, Hozler (2007) pointed out that the low
employment and high rate of job vacancy that persist is the result of a mismatch between
workers‘ skills and firms‘ demands.
There is a lack of studies about postsecondary education graduates‘ employability
skills. No one study has been found that investigates the perceptions of educators and
employers on employability skills needed for the labor market and there are no studies
that affirmed that an effective relation has been established between education and work
in Jordan. It is believed that there is a lack of cooperation between academics and
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business and industry representatives. Therefore, and because of the lack of information
about the labor market, planning for new programs of study does not take into
consideration the labor market‘s needs.
Identifying graduates‘ employability skills as perceived by educators and
employers is a crucial issue that needs to be addressed. Therefore, this study should
provide empirical data and information for both academic and business and industry
representatives on the assumed gap between education and work. These data might assist
educators to emphasize employability skills that align with the employers‘ needs in the
labor market.
Target Population and Sample
Survey research procedures were used to collect data for this study. Two target
populations for this study were surveyed: The researcher has identified 170 educators
who work in three-colleges of Al-Balqa Applied University, four-CTE schools, and
three-Vocational Training Centers in North Jordan (Greater Irbid Area). And 180
employers in companies and industries that interview, recruit, and hire CTE graduates
and work in Al-Hassan Industrial Zone, Irbid Electric Power Company, Department of
Physical Plant at Yarmouk University, Irbid Industrial City, Small Businesses (less than
5-employee), and Irbid Municipality. The researcher distributed the survey instrument to
the entire target population which graduate and employ most of CTE graduates in North
of Jordan. Table 3.1 shows the target population for both educators and employers and
the rate of return. The number of responses from educators was 106 as 62 percent, while
the number of responses from the employers was 101 as 56 percent, The total number of
responses was 207, as 59 percent which consider acceptable for such study.
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Table 3.1.
Population, Sample Size, and Rate of Return.
N

N

%

Frequency

Valid
Percent

Cumulative
Percent

Educators

170

106

62

51.2

51.2

51.2

Employers

180

101

56

48.2

48.8

100

350

207

59

100

100

Job

Total

Instrumentation
The survey instrument used for this study was developed by the researcher based
on previous projects such as SCANS, USA, Employability Skills 2000+ which developed
by The Conference Board of Canada, and NSPE, Jordan. Moreover, those items also
aligned with other researchers‘ studies on competencies and employability skills for
instance (Pool and Swell,2007; Parry, 1998; Berkitt,1996) who conducted research
regarding graduates‘ competencies and employability skills needed for the labor market.
However, those skills have been tested and adjusted to fit the Jordan‘s environment
through rigorous process and after surveying Jordanian subject matter experts (SMEs)
about the suitability and applicability of these skills for Jordan‘s labor market.
The survey instrument was used to collect information from employers and
educators divided into three sections: (1) instructions that include rational of the study,
study‘s sponsor, and directions for answering the survey, (2) thirty-item employability
skills categorized into fundamental skills, personal management skills, and teamwork
skills, and (3) demographic information. Construction of the educators‘ questionnaire was
based on 35 items. Three items were demographic questions about participants‘
completing the survey type of the institution where they are currently employed, level of
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education, and academic rank. Thirty items are concerned about CTE graduates‘
employability skills. However, construction of the employers‘ survey is similar in the
employability skills section (30-item) and different in the demographic part which
includes seven-question ask about employers‘ occupations, level of education, and size of
the company. Educators‘ and employers‘ versions included one short answer question
asks them to list three of the most important employability skills they would like students
to have developed before graduation, and another open-ended question ask them to
provide comments about Jordan‘s labor market. Respondents rated the 30-item on the
extent to which they agree with each statement using a five-point Likert scale range from
1(Strongly disagree) to 5 (Strongly agree). Completing the instrument tooke between 15
to 20 minutes.

Instrument Translation Process
Since the original version of the instrument was developed in the English language but it
applied in Jordan context for native Arabic speaker, producing ―to maximum level‖ an
identical in conceptual, meaning, and construction Arabic version was a fundamental for
accomplishing this study. For that, a precise translation process was used that include
forward and backward translation taking into the consideration the internal consistency,
face validity, content validity, construct validity, and pilot testing.

Forward Translation
According to Brislin (1970), three approaches for evaluating an instrument
translation involving bilingual translator, pre-testing the instrument, and establishing
SMEs reviewers. Rooted in Brislin‘s recommendation, those three steps were taken into
account in the process of forward translation. First, two translators who are fluent in
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speaking, reading, and writing both Arabic and English were asked separately to translate
the instrument. Both translators are Jordanian who are studying for doctoral degrees of
Teachers of English to Speakers of Other Languages (TESOL) in the United States and
have had previous experience in translating similar instruments. Both translators did a
parallel translation and used common language that could be understandable for most of
the people in Jordan. During the translation process, both translators communicated with
the researcher to clarify meaning of some of the items. Second, after completing the two
primary translations, translators revised the three-sections of the instrument and
compared the two-translated-versions. Items with agreement were confirmed and items
that did not reach the full agreement were discussed until one final decision was reached
by the two translators. Third, the structure and the language of instrument was checked
by an Arabic language instructor who adjusted and corrected some of the items. Another
Jordanian professor in the field of Human Resources reviewed the survey and made some
corrections in terms of the conceptual meaning of some of the items. Fourth, the final
Arabic version was sent to a Jordanian-American professor who teaches in one of the
American universities to check if the Arabic version is equivalent in the meaning and
suitable for Jordan environment. He affirmed that the two versions are equivalent and
send an e-mail in that meaning to the committee chair.

Backward Translation
The backward translation was done by a Jordanian professor who is bilingual and
a faculty member in a major university in Jordan. He graduated from the United States
and works as consultant for many companies in Jordan. This person never had the
opportunity to see the original version of the questionnaire. After he finished translating
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the instrument backward from Arabic to English, the author of the instrument with
assistance from a Jordanian-American doctoral student at the Pennsylvania State
University revise the items of the two versions and made sure that the original version
and the backward version are the same after they completed very minor changes on the
both. Figure 3.1 summarizes the process of forward and backward translations.
The process of translation focused on the conceptual equivalence of the
instrument. All items have reviewed one by one and the decision proceeded on the
equivalence of the English- Arabic version and English-English version based on the
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conceptual equivalence despite of the non-wording equivalence some times. Based on
these results of these translations an appropriate translated Arabic version has been
confirmed and in the consequence adapted for collecting data from the target population.
Hypotheses
In chapter 2, the researcher explained through the conceptual framework the
relationship between the study variables. This relationship appears in the direct or
indirect relation between educators and employers in terms of graduates‘ skills. Figure
3.2 shows this relation and its related to the study hypotheses.
Based on that, this study aims to examine the following null hypotheses:
H1. There is no significant difference in the mean scores between educators‘ and
employers‘ perceptions on the CTE graduates‘ employability skills as provided in the
academic setting and needed in business and industry.
H2. There is no significant difference in the mean scores for employers‘ perceptions of
CTE graduates‘ employability skills based on their current occupation, level of education,
size of company, type of business and industry, and whether they hired CTE in the last
three years.
H3. There is no significant difference in the mean scores for educators‘ perceptions of
CTE graduates‘ employability skills based on their level of education, academic rank, and
the type of educational institution.
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Research Variables

Dependent Variables
The dependent variable is the change or difference in behavior that occurs as a result of
the independent variable (Gay, 1996, p. 619). It is used as the standard against which
groups are compared (Lewis, 2001, p. 185). The independent variable for this study is the
perceptions of employers and educators on graduates‘ employability skills. The
independent variable includes 30-item that categorized into three categories:
Fundamental skills, personal management skills, and team work skills. Those are generic
and common skills may be applicable in any kind of jobs. Underneath of these three
categories the of the dependent variable set of seven-subcategories: (1) Communicate, (2)
Think, (3) Learn, (4) Positive attitudes and behaviors, (5) Responsibility, (6)
Adaptability, and (7) Work with others (Employability Skills 2000+). This is interval
ratio data that used in most of the tests used in educational research, such as achievement
tests, aptitude tests, and intelligence tests (Gay, 1996, p. 421).
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It is important to be noticed that those employability skills form the dependent
variables of this study and were used to answer the study‘s research questions. However,
those are not the only employability skills that exist in the literature, but are the most
important to be acquired by the CTE graduate and ready to enter the workplace.

Independent Variables
The aforementioned primary purpose of this study is to examine educators‘ and
employers‘ perceptions on the CTE graduates‘ employability skills, it is assumed that this
perception is different based on assigned criteria. Criterion variables owe their magnitude
to other variables which are called independent (Lewis, 2001, p.185). The dependent
variable for this study will be employers and faculty members. The independent variables
for employers are: (1) level of education, (2) size of company, (3) employers role or
occupation. While the independent variables for the educators are: (1) level of education,
(2) type of institution (3) and the academic rank. Table 4 shows the independent and
dependent variables of this study.
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Table 3.2
Research Questions, Variables, Scale of Measurement and Analysis Technique of the
Study.

Educators

Nominal

Analysis
Technique
Descriptive
statistics:
Frequency and
%

Employers

Nominal

ANOVA

Dependent
Perception on employability
skills

Interval/Ratio

Hypotheses
1. There are no significant
differences in the
mean scores between instructors
and
employers on graduates'
employability

Variable

Scale of
Measurement

Independent

skills for Jordan labor market.

Independent
2. There are no significant
differences
in the mean scores on employability
skills
among employers based on level of
education,
size of company, and type of
industry and
whether they hired CTE in the last 3
yrs.

Number of employees

Nominal

level of education

Nominal

Descriptive
statistics:
Frequency and
%

Current occupation

Nominal

ANOVA

Hired CTE in the last 3 yrs.

Nominal

Dependent
Perspectives on
employability skills

Interval/Ratio

Independent
3. There is no significant difference
in the
mean scores for educators'
perceptions of CTE
graduates' employability skills
based on their
their level of education, academic
rank, and

Institution type

Nominal

Academic rank

Nominal

Descriptive
statistics:
Frequency and
%

Level of education

Nominal

ANOVA

Dependent
Perception on employability
skills

Interval/Ratio

type of educational institution.
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Validity
According to Gay (1996), validity is the degree to which an instrument measures
what it is supposed to measure. In the same meaning Fielding and Gilbert (2006) confirm
that validity concerns the extent to which an indicator accurately measures the concept of
the study (p. 11). Gay divided validity into content validity, construct validity, concurrent
validity and predictive validity. Before distributing the questionnaire as a pilot study, a
panel of subject matter experts (SMEs) was asked to evaluate and critique the instrument
for face, content, and construct validity. The panel consisted of four-professors in the
Department of Learning and Performance Systems, two visiting professors, and two
doctoral students.

Reliability
According to Cronbach (1951), any research based on measurement must be
concerned with accuracy or dependability or reliability of measurement (p.297). A
reliable instrument supposes to consistently measure whatever is measured over the times
(Fielding and Gilbert, 2006). Therefore, if the measurement is reliable, we will be able to
count on this measurement and judge the results based on that, otherwise we cannot
assess and build on these results.
Henson (2000) pointed out that the most common form of reliability used is the
internal consistency estimates. He argues that the internal consistency coefficients are not
a direct measure of reliability rather it is theoretical estimates. The internal reliability of
the instrument was estimated by Cronbach‘s alpha coefficient for each item.
Theoretically, the true score (T) for each item in the instrument equals the observed score
(O) subtracted the error (E), in another way T = O – E. A reliable test is the one that
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makes the error equal to zero, in this case the observed score will be equal to the true
score. Cronbach refers to (α) as a special case of Kuder Richardson coefficient of
equivalence, α is therefore an estimate of the correlation between two random samples of
items from a universe of items like those in the test (Cronbach, 1951, p. 297). Table 3.2.
shows alpha coefficients for each group of employability skills as scale one represents the
reliability of 5-item fundamental skills which equal to 0.74, scale two represents 19-item
of interpersonal skills which equals to .93, and scale three represents reliability of the 6item teamwork skills. Coefficient alpha‘s for all items were 0.94 which is considered a
high coefficient for this study.

Table 3.3.
Reliability Analysis of the Instrument.
Scale

Number of cases

Number of items

Alpha Coefficient

Fundamental Skills

207

5

0.74

Interpersonal Skills

207

19

0.93

Teamwork Skills

207

6

0.84

207

30

0.94

All

Data Analysis
Data were collected by the instrument that was developed for the purpose of this
study. After collecting the data, a Statistical Program for the Social Science (SPSS)
version 17.0 software was used to analyze the data. Analysis of Factorial Analysis of
Variance technique was employed in this study. A Factorial Analysis of Variance used
for research study is based upon a factorial design and investigates two or more
independent variables and the interactions between them (Gay, 1996, p.480). Also, the
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researcher used descriptive statistics and parametric tests such as t-test to examine two
independents means. An ANOVA statistics were conducted to test the null hypotheses
and to determine whether groups differ. In addition, descriptive data that were obtained
from 12 institutions and 75 corporations were used to provide answers to the research
questions and the null hypotheses.

Chapter Summary
The intention of this study is to investigate educators ‗and employers‘ perceptions
of employability skills needed for Jordan‘s labor market. In this chapter, the researcher
discusses the problem of this study, the instrumentation and procedures. It is believed that
there is a disconnection between education and business and industry in Jordan. Despite
that, there is a lack of studies that discuss either technical or employability skills that are
needed for the workplace. This study also attempts to highlight some important factors
related to the quality of CTE graduates, specifically employability skills.
There are two target populations for this study: (a) educators in universities,
community colleges, career and technical schools, and vocational and training centers
who teach subjects related to industry and manufacturing, and (b) employers in the
industrial fields whose positions allow them to interview, recruit and hire CTE graduates
from (AL-Hassan 69 companies, Irbid Power Company, Yarmouk University, and other
small businesses) that hire CTE graduates as professionals and technicians. The
researcher has developed the instrument for the purpose of this study and assured the
validity and the reliability through the known scientific methods. Initially, descriptive
statistics and parametric tests such as t-test, Factorial Analysis of Variance, and ANOVA
were used to analyze the data.
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Chapter 4
RESULTS

The primary purpose of this study was to investigate the perceptions of educators
and employers about career and technical education (CTE) graduates‘ employability in
the labor market in the north of Jordan. The population and sample for this study included
educators at career and technical education institutions in the north of Jordan who prepare
the workforce for industry, on the one hand, and employers who interview, recruit, and
hire employees from career and technical education institutions, on the other—that is,
they are representatives of companies in different areas in the north of Jordan––what is
known as the Irbid Greater Area.

Demographics and Rate of Return
The questionnaires were distributed to all career and technical education
institutions and to the all companies that hire CTE graduates. The target population of
educators was educators (N=170) who work in career and technical educational
institutions in the north of Jordan (Greater Irbid Area). The number of returned
questionnaires from educators was 106 questionnaires, for a total of 59% of possible
participants (see chapter 3, Table 3.1).
Table 4.1 shows the sample of educators according to educational institution,
major, educational level, and academic rank.
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Table 4.1
Educator’s Response Rate
Institution Type

Educator Demographic
Vocational Training Centers
Vocational and Technical Schools
Community Colleges
Four-year University

Frequency
45
35
6
20

%
42.5
33
5.7
18.9

Major

Mechanical Engineering
Electrical Engineering
Chemical Engineering
Computer
Other

19
20
1
8
58

17.9
18.9
0.9
7.5
54.7

Educational Level

High School
Community College
Four-year University
Graduate

17
28
32
29

16
26.4
30.2
27.4

Academic Rank

Coach
Teacher
Faculty Member
Other Ranks
Total

44
26
18
18
106

41.5
24.5
17
17
100

The second target population was employers (N=180) in business and industry in
the north of Jordan (Greater Irbid Area). The number of returned questionnaires was 101
questionnaires (56%—an acceptable rate for this study). Table 4.2 information on
employers according to current occupation, level of education, and size of the company
they work for.
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Table 4.2
Employer’s Response Rate
Employer Demographic
Executive Director
Director
Unit Chief/Supervisor
Technician
Others

Frequency
8
20
36
23
14

%
7.9
19.8
35.6
22.8
13.9

Level of Education

Less than High School
High School
Two-year Community College
Four-Year University
Graduate Study

6
35
23
32
5

5.9
34.7
22.8
31.7
5.0

Size of the Company

Less than 5
6 to 25
26 to 50
51 to 100
101 to 250
251 to 500
Over 500
Total

11
6
8
27
14
18
17
101

10.9
5.9
7.9
26.7
13.9
17.8
16.8
100

Current Occupation

Objectives and Null Hypotheses
In order to achieve the primary purpose of this study, the following objectives and
null hypotheses were proposed:
1. To examine the different perceptions, if any, of graduates‘ employability skills
between educators in career and technical education and employers in industries.
2. To examine educators‘ perceptions of graduates‘ employability skills as these
perceptions are different based on level of education, academic rank, and type of
institutions?

70

3. To examine industry representatives‘ perceptions of graduates‘ employability
skills as these perceptions are based on their level of education , current
occupation, and size of the company.
4. To determine what other employability skills new employees/applicants from
CTE institutions should possess as perceived by employers.
5. To determine what other employability skills graduates from CTE institutions
should possess as perceived by educators.
6. To determine what other important employability skills that graduates from CTE
programs should possess as perceived by both employers and educators.
7. To obtain addition information about Jordan‘s labor market from employers and
educators.
Based on those objectives, the following three null hypotheses were proposed:
H1. There is no significant difference in the mean scores between educators‘ and
employers‘ perceptions on the CTE graduates‘ employability skills as provided in the
academic setting and needed in the industry.
H2. There is no significant difference in the mean scores for employers‘ perceptions of
CTE graduates‘ employability skills based on their current occupation, level of education,
size of company, and whether they hired CTE in the last three years.
H3. There is no significant difference in the mean scores for educators‘ perceptions of
CTE graduates‘ employability skills based on their level of education, academic rank, and
type of educational institution.
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Moreover, this study also aimed to learn about educators‘ and employers‘
personal opinions about important employability skills that graduates from career and
technical educational institutions should possess upon graduation and at the time of hiring
as a new employee. Besides that, the study purposed to gain additional information about
the labor market in Jordan. To achieve that purpose, employers and educators were asked
to answer one short-answer question to ascertain which other skills they need to see in
graduates from CTE institutions. To examine the employment situation, the target
population was asked to answer one open-ended question about the labor market in
Jordan.

Descriptive Statistics and Data Analysis
Based on the study hypotheses and research objectives, the primary data were
analyzed using the Analysis of Variance (ANOVA) technique; statistical software SPSS
17.0 was used in analyzing the data, whereas Minitab 15.0 statistical software was used
to determine assumptions of the test. Rejection of the null hypothesis was set at the .05
level of significance.
The dependent variables in this study were the mean scores on CTE graduates‘
employability skills as perceived by educators and employers as these related to three
domains of employability skills: fundamental skills, personal management skills, and
teamwork skills.

Objective #1 and Null Hypothesis #1
The first objective and null hypothesis focused on identifying any significant
differences between the two respondent groups. Respondents were asked to answer
demographic questions to assess the extent to which they believe that CTE graduates
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possess employability skills. Table 4.3 shows the number of respondents, mean scores,
and standard deviations for each group. The table also shows that the mean scores for
both educators and employers ranged from 3.29 to 3.63 for both groups out of 5 on a
Likert scale, and the standard deviations ranged from 0.62 to .079.

Table 4.3
Descriptive Statistics for Major Dependent Variables by Respondents Group.
Employability Skills
Fundamental

Job
n
M
SD
Educators
106
3.29
0.75
Employers
101
3.47
0.74
Total
207
3.38
0.75
Educators
106
3.36
0.75
Personal Management
Employers
101
3.51
0.67
Total
207
3.43
0.72
Educators
106
3.35
0.79
Teamwork
Employers
101
3.63
0.67
Total
207
3.48
0.75
Educators
106
3.34
0.69
All items
Employers
101
3.53
0.62
Total
207
3.43
0.66
Response Scale: 1= Strongly Disagree; 2= Disagree; 3= Neutral; 4 = Agree; 5= Strongly Agree.

Reading through Table 4.3 gives a general idea about the difference between the two
groups in terms of mean scores and standard deviation on the three domains and on all
items. The mean scores ranged between 3.29 and 3.68 on the three domains while the
means scores on all items ranged from 3.34 to 3.53. Although there actual difference in
the means, it does not provide information whether these differences are statistically
significant in the large population.
Table 4.4 shows that there is no significant difference between the two groups in
terms of fundamental skills (p=0.073) and personal management skills (p=0.131).
Nevertheless, there was a significant difference between the two groups on teamwork
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skills (p=0.006). Moreover, there is a significant difference between the two groups on all
items (p=0.045).

Table 4.4
Comparison between Employers and Educators on Fundamental, Personal Management,
and Teamwork Skills
Employability Skill
Fundamental

Between Groups
Within Groups
Total

Sum of
Squares
1.80
113.50
115.30

Personal
Management

Between Groups
1.17
Within Groups
104.69
Total
105.86
Teamwork
Between Groups
4.19
Within Groups
110.63
Total
114.81
All items
Between Groups
1.74
Within Groups
87.62
Total
89.36
Omega squared value: Teamwork = .03 (Small effect)
All Items = .02 (Small effect)

df
1
205
206
1
205
206
202.587
1
205
206

Mean
Squares
1.798
0.554

F
3.248

Sig.
0.073

1.173
0.511

2.297

0.131

4.185
0.54

7.814

0.006

1.739
0.427

4.068

0.045

Objective #2 and Null Hypothesis #2
Employers were asked to answer questions about their current occupation, level of
education, and size of company and whether they have hired CTE graduates in the last
three years. The reason for that question was to examine differences in employers‘
perceptions based on these independent variables.
In terms of employers‘ perceptions based on their current occupation, executive
directors and directors are the most qualified personnel to evaluate graduates‘
employability skills during the recruiting, interviewing, and hiring process, while
supervisors and technicians can draw a more accurate picture through observing and
working directly with the employees at the worksite. In this study, technicians and
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supervisors formed the majority of employer respondents (59)––58% of the total number
of respondents; however, executive directors and directors respondents were 27% (28) of
total responses. Table 4.15 shows the number of respondents, mean scores, and standard
deviation for each group.

Table 4.5
Descriptive Statistics for Rating of Employability Skills by Employers Current
Occupation
Employability Skill
Fundamental

Current Occupation
n
M
SD
Executive director
8
3.65
0.80
Director
20
3.44
0.72
Unit chief/Supervisor
36
3.54
0.72
Technician
23
3.48
0.73
Others
14
3.24
0.87
Total
101
3.47
0.74
Personal Management Executive director
8
3.55
0.84
Director
20
3.47
0.63
Unit chief/Supervisor
36
3.55
0.68
Technician
23
3.63
0.72
Others
14
3.55
0.59
Total
101
3.44
0.67
Teamwork
Executive director
8
3.33
0.79
Director
20
3.51
0.59
Unit chief/Supervisor
36
3.73
0.67
Technician
23
3.78
0.77
Others
14
3.60
0.63
Total
101
3.59
0.67
All items
Executive director
8
3.50
0.79
Director
20
3.63
0.55
Unit chief/Supervisor
36
3.60
0.61
Technician
23
3.63
0.66
Others
14
3.56
0.57
Total
101
3.48
0.62
Response Scale: 1= Strongly Disagree; 2= Disagree; 3= Neutral; 4 = Agree; 5= Strongly Agree.

In general, it seems that all respondents (executive directors, directors,
supervisors, technicians, and others) rated the employability skills of CTE graduates
above 3 out of 5 on the Likert scale. The standard deviations for all respondents were less
than 1.
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Table 4.6 examines whether there were any significant differences between those
groups on CTE graduates‘ employability skills at p ≤ 0.05. The result shows that there
were no significant differences when examined by employers .

Table 4.6
Overall Comparison of Employability Skills by Employer Occupation.
Sum of
Squares

df

Mean
Squares

F

Sig.

Between
Groups

1.171

4

0.239

0.521

0.72

Within Groups

53.927

96

0.562

Total
Between
Groups

55.098

100

0.875

4

0.219

0.475

0.75

Within Groups

44.245

96

0.461

Total
Between
Groups

45.121

100

0.794

4

0.198

0.428

0.79

Within Groups

44.518

96

0.464

Total
Between
Groups

45.311

100

0.754

4

0.188

0.488

0.75

Within Groups

37.108

96

0.387

Total

37.862

100

Employability Skill
Fundamental

Personal
Management

Teamwork

All items

In terms of testing whether employers‘ educational experience affects their
perceptions of CTE graduates‘ employability skills, participants were asked to answer a
question about their level of education. Table 4.7 shows the number of respondents at
each level, mean scores, and standard deviations.
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Table 4.7
Descriptive Statistics of Rating Graduates’ Employability Skills by Employers Level of
Education
Employability Skills
Fundamental

Personal
Management

Teamwork

All items

Level of Education
Less than high
school
High school graduate
Community College
Bachelor degree
Graduate
Total
Less than high
school
High school graduate
Community College
Bachelor degree
Graduate
Total
Less than high
school
High school graduate
Community College
Bachelor degree
Graduate
Total
Less than high
school
High school graduate
Community College
Bachelor degree
Graduate
Total

n

M

SD

6
35
23
32
5
101

4.13
3.49
3.29
3.48
3.40
3.47

0.65
0.79
0.70
0.69
0.89
0.74

6
35
23
32
5
101

4.16
3.50
3.44
3.44
3.49
3.51

0.23
0.66
0.57
0.74
0.89
0.67

6
35
23
32
5
101

4.03
3.76
3.43
3.54
3.73
3.63

0.44
0.61
0.78
0.67
0.64
0.67

6
35
23
32
5
101

4.13
3.55
3.41
3.47
3.53
3.53

0.27
0.60
0.52
0.68
0.79
0.62

The ANOVA results indicate no significant differences in graduates‘ employability skills
among employers based on employer level of education, as shown in Table 4.8.
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Table 4.8
Employers’ Perceptions and Graduates’ Employability Skills by Employer Education
Level
Sum of
Mean
Squares
df
Squares
F
Sig.
Fundamental
Skills
Between Groups
3.45
4
0.862
1.60 0.18
Within Groups
51.65
96
0.538
Total
55.10
100
Personal
Management
Between Groups
2.77
4
0.692
0.19
Within Groups
42.35
96
0.441
Total
45.12
100
Teamwork
Skills
Between Groups
2.77
4
0.962
1.56 0.19
Within Groups
42.54
96
0.443
Total
45.31
100
All items
Between Groups
2.6
4
0.65
1.76 0.14
Within Groups
35.3
96
0.37
Total
37.9
100
Moreover, this study attempted to ascertain whether the employers‘ perceptions
would differ based on company size. Table 4.9 shows the size of the companies that were
surveyed. Those companies ranged from small business companies that employed less
than 5 employees, to companies with more than 500 employees. The highest number of
responses came from medium size business companies that employed between 51–100
employees (27 respondents). That number aligned with the fact that small and medium
businesses represent about 98.7% of the entire industrial field in Jordan. Table 4.7 shows
that 66% of the respondents were from small and medium-sized companies. Also, Table
4.9 shows the number of respondents from each category, mean scores, and standard
deviation.
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Table 4.9
Employers’ Perceptions of Graduates’ Employability Skills by Size of Company
Employability Skill
Fundamental

Personal
Management

Teamwork

All items

Size of Company
Less than 5
employees
6-25 employees
26 to 50
51-100
101-250
251-500
Over 500
Total
Less than 5
employees
6-25 employees
26 to 50
51-100
101-250
251-500
Over 500
Total
Less than 5
employees
6-25
26 to 50
51-100
101-250
251-500
Over 500
Total
Less than 5
employees
6-25
26 to 50
51-100
101-250
251-500
Over 500
Total

n

M

SD

11
6
8
27
14
18
17
101

3.53
3.77
3.48
3.55
3.69
3.36
3.16
3.47

0.76
0.34
0.75
0.72
0.71
0.77
0.85
0.74

11
6
8
27
14
18
17
101

3.55
3.74
3.59
3.35
4.00
3.53
3.2
3.51

0.83
0.43
0.58
0.70
0.54
0.69
0.52
0.67

11
6
8
27
14
18
17
101

3.71
3.75
3.10
3.55
4.15
3.69
3.42
3.63

0.68
0.52
0.83
0.77
0.53
0.51
0.50
0.67

11
6
8
27
14
18
17
101

3.58
3.74
3.47
3.42
3.98
3.53
3.24
3.53

0.76
0.42
0.59
0.64
0.49
0.60
0.51
0.62

Analysis of variance (ANOVA) results showed significant differences based on company
size. Table 4.10 reveals a significant difference within the groups on personal
management, teamwork skills, and all skills combined. However, there no significant
differences in terms of fundamental skills when examined by company size
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Table 4.10
Differences in Skills Based on Company Size
Sum of
Squares

df

Mean
Squares

F

Sig.

Between
Groups

3.20

6

0.53

0.966

0.45

Within Groups

51.90

94

0.55

Total
Between
Groups

55.10

100

6.06

6

1.00

2.429

0.03

Within Groups

39.06

94

0.41

Total
Between
Groups

45.12

100

7.20

6

1.19

2.958

0.01

Within Groups

38.12

94

0.40

Total
Between
Groups

45.31

100

4.90

6

0.81

2.329

0.04

Within Groups

32.96

94

0.35

Employability Skills
Fundamental

Personal
Management

Teamwork

All items

Total
37.86
100
Omega Squared Value: Personal Management = .08 (medium effect)
Teamwork = .10 (medium effect)
All items = .07 (medium effect)

In order to determine specifically where the differences existed, a Sheffe post hoc test
was conducted (see Table 4.11). There was no significant difference on fundamental
skills at p ≤ 0.05 based on company size. However, there was a significant difference in
ratings for fundamental skills at p ≤ 0.05 between companies that have 51-100 and those
that have 101-250 employees (p=.047). Also, there was a significant difference in ratings
for fundamental skills at p ≤ 0.05 between companies that employed 101-250 and those
that employed over 500 employees (p = .015). In terms of teamwork skills, a post hoc test
showed a significant difference between companies that have 26-50 employees and those
who employ 101-250 employees (p = 0.006). Moreover, there was a significant
difference between those companies who employ 101-250 and those that have over 500
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employees (p=0.031). Finally, regarding all items, there was a significant difference
between companies that hire 101-250 and those who hire over 500 employees (p=0.014).

Table 4.11
Mean Differences between Companies on All Skills Items
Dependent Variable
All items

Size of
Company
101- 250

Over 500

Mean Difference

Sig.

Less than 5

0.4

0.64

6 to 25

0.23

0.98

26-50

0.51

0.46

51-100

0.55

0.07

251-500

0.45

0.35

Over 500

.74(*)

0.01

Less than 5

-0.34

0.74

6 to 25

-0.51

0.54

26-50

-0.24

0.96

51-100

-0.19

0.94

101- 250

-.74(*)

0.01

251-500

-0.29

0.76

Note. *Mean differences are significant at the .050 level

The study also attempted to find if the perceptions of CTE graduates‘
employability skills are different whether or not employers have hired CTE graduates in
the last three years. Table 4.2 shows that about 71 respondents––70%––indicated that
they have hired CTE graduates in the last three years and about 30 respondents 30% said
that they haven‘t hired CTE graduates in the same period of time. However, there is no
significant difference in the ratings for all skill items between the two groups. That may
indicate the familiarity of both groups with graduates from CTE institutions. Table 4.2
shows employers‘ responses.
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Table 4.12
Mean Scores and Standard Deviations for Employers Skill Ratings Who Have or Have
Not Hired CTE Graduates in the Last Three Years.
Employability Skill
Fundamental

Personal Management

Teamwork

All items

Hired CTE in Last 3
yrs.

n

M

SD

Yes

71

3.52

0.71

No

30

3.37

0.82

Total

101

3.47

0.74

Yes

71

3.52

0.66

No

30

3.49

0.70

Total

101

3.51

0.67

Yes

71

3.59

0.70

No

30

3.72

0.62

Total

101

3.63

0.67

Yes

71

3.53

0.62

No

30

3.51

0.62

Total
101
3.53
0.62
Response Scale: 1= Strongly Disagree; 2= Disagree; 3= Neutral; 4 = Agree; 5= Strongly Agree.

Table 4.13
ANOVA Results for Skills Ratings by Employment Status of CTE Graduates
Employability Skill
Fundamental

Personal
Management

Teamwork

All items

Between
Groups
Within Groups
Total
Between
Groups
Within Groups
Total
Between
Groups
Within Groups
Total
Between
Groups
Within Groups
Total

Sum of
Squares

df

0.43
54.67
55.10

1
99
100

0.19
45.10
45.12

Mean
Squares

F

Sig.

0.42
0.55

0.772

0.38

1
99
100

0.01
0.45

0.041

0.84

0.32
44.99
45.31

1
99
100

0.31
0.45

0.699

0.41

0.01
37.86
37.86

1
99
100

0.007
0.38

0.018

0.89
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Objective #3 and null Hypothesis #3
One of the study‘s purposes was to examine whether there were significant
differences among educators based on their level of education, academic rank, and type
of CTE institutions for which they work. Table 4.14 shows educators‘ level of education,
number of respondents from each level, mean scores, and standard deviations. Thirty-two
of the respondents held a bachelor‘s degree, and 17 held a high school diploma. Those
who graduated from high school usually worked as trainers or coaches rather than
teachers or instructors. Moreover, 28 respondents held community college degrees and 29
respondents had master‘s degrees or higher.

Table 4.14
Educators’ Level of Education, Number of Responses, Mean Scores, and Standard
Deviation for Employability Skills
Employability Skill
Fundamental

Level Of Education
n
M
SD
High School
17
3.12
0.82
Community College
28
3.2
0.82
Four-Year University
32
3.48
0.71
Graduate
29
3.26
0.65
Total
106
3.29
0.75
Personal Management High School
17
3.36
0.85
Community College
28
3.28
0.75
Four-Year University
32
3.45
0.75
Graduate
29
3.34
0.74
Total
106
3.36
0.75
Teamwork
High School
17
3.54
0.78
Community College
28
3.09
0.82
Four-Year University
32
3.55
0.70
Graduate
29
3.25
0.81
Total
106
3.35
0.79
All items
High School
17
3.36
0.79
Community College
28
3.23
0.64
Four-Year University
32
3.47
0.70
Graduate
29
3.31
0.67
Total
106
3.34
0.69
Response Scale: 1= Strongly Disagree; 2= Disagree; 3= Neutral; 4 = Agree; 5= Strongly Agree.
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The results of the ANOVA test (Table 4.15) showed no significant differences regarding
CTE graduates‘ employability skills based on level of education for the educators.

Table 4.15
Ratings of Graduates Employability Skills based on Educators’ Level of Education
Employability Skill
Fundamental

Personal Management

Teamwork

All items

Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

Sum of
Squares
1.84
56.55
58.40
0.44
59.12
59.57
4.09
61.22
65.31
0.95
48.80
49.75

df
3
102
105
3
102
105
3
102
105
3
102
105

Mean
Squares
0.61
0.55

F
1.11

Sig.
0.35

0.14
0.58

0.25

0.86

1.36
0.6

2.27

0.09

0.31
0.47

0.66

0.58

Moreover, the study sought to ascertain whether there were any differences
among educators ratings based on academic rank. Table 4.16 shows academic rank,
number of educators in each group, mean scores and standard deviations. The highest
number of responses came from coaches (44). It is a reasonable number if we know that
most of respondents (45) were from vocational training centers (see Table 4.1).
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Table 4.16
Educators’ Academic Rank, Number of Respondents, Mean Scores, and Standard
Deviations for Employability Skills
Employability Skills
Fundamental

Personal Management

Teamwork

All items

n

M

SD

Coach

44

3.28

0.83

Teacher

26

3.27

0.66

Academic member

18

3.12

0.74

Other Rank

18

3.49

0.68

Total

106

3.29

0.75

Coach

44

3.47

0.70

Teacher

26

3.24

0.76

Academic member

18

3.21

0.89

Other Rank

18

3.39

0.74

Total

106

3.36

0.75

Coach

44

3.42

0.79

Teacher

26

3.35

0.69

Academic member

18

3.06

0.90

Other Rank

18

3.44

0.81

Total

106

3.35

0.79

Coach

44

3.43

0.64

Teacher

26

3.27

0.67

Academic member

18

3.16

0.81

Other Rank

18

3.42

0.71

Academic Rank

106
3.34
0.69
Total
Response Scale: 1= Strongly Disagree; 2= Disagree; 3= Neutral; 4 = Agree; 5= Strongly Agree.

Table 4.17 summarizes ANOVA results and reveal there were no significant differences
among educators ratings of graduates employability skills based on academic ranks.
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Table 4.17
Ratings of Graduates Employability Skills based on Educators’ Academic Rank
Employability Skill
Fundamental

Personal
Management

Between
Groups
Within Groups
Total
Between
Groups
Within Groups

Teamwork

Total
Between
Groups
Within Groups

All items

Total
Between
Groups
Within Groups
Total

Sum of
Squares

df

Mean
Squares

F

Sig.

1.23

3

0.41

0.73

0.54

57.17
58.40

102
105

0.56

0.78

0.51

1.03

0.38

0.81

0.49

1.33

3

0.44

58.23
59.57

102
105

0.57

1.93

3

0.64

63.38
65.31

102
105

0.62

1.159
48.6

3
102

0.38
0.47

49.75

105

Finally, the study examined whether there were any significant differences in
educators‘ perceptions toward CTE graduates employability skills according to the type
of CTE institution they worked for. Educators from CTE institutions were asked to
answer questions indicating the type of institution for which they worked. Table 4.9
shows that out of the106 respondents who answered this question, 45 of respondents
(42%) were from vocational centers, 35 respondents (33 %) represented vocational high
schools, and 26 respondents (25%) were from postsecondary education. In addition to the
number of respondents, the table also shows the means and standard deviations for each
group.
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Table 4.18
Mean Scores and Standard Deviations for Graduates Employability skills based on
Educational Institution where educators work
Employability Skill
Fundamental

Personal Management

Teamwork

All items

Type of Institute
Vocational training
center
Vocational high school
Community college
Four-year university
Total
Vocational training
center
Vocational high school
Community college
Four-year university
Total
Vocational training
center
Vocational high school
Community college
Four-year university
Total
Vocational training
center
Vocational high school
Community college
Four-year university
Total

n

Mean

SD

45
35
6
20
106

3.25
3.31
3.13
3.37
3.29

0.86
0.67
0.80
0.60
0.75

45
35
6
20
106

3.41
3.35
2.78
3.42
3.36

0.69
0.79
0.72
0.80
0.75

45
35
6
20
106

3.38
3.43
2.61
3.34
3.35

0.78
0.76
0.77
0.82
0.79

45
35
6
20
106

3.38
3.36
2.81
3.39
3.34

0.64
0.73
0.66
0.70
0.69

Table 4.19 Rating the ANOVA results which indicate there were no significant
differences among educators ratings of graduates employability skills for fundamental,
personal management, teamwork skills, and on all items.
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Table 4.19
ANOVA Results for Graduates Employability Skills Based on Type of CTE Institution
where Educators were Employed
Employability Skill
Fundamental

Personal
Management

Teamwork

All items

Between
Groups
Within Groups
Total
Between
Groups
Within Groups
Total
Between
Groups
Within Groups
Total
Between
Groups
Within Groups
Total

Sum of
Squares

df

0.37
58.03
58.40

3
102
105

2.20
57.36
59.57

Mean
Squares

F

Sig.

0.12
0.56

0.21

0.88

3
102
105

0.73
0.56

1.30

0.28

3.55
61.76
65.31

3
102
105

1.18
0.60

1.95

0.13

1.85
47.90
49.75

3
102
105

0.61
0.47

1.31

0.27

Objective #4, Objective #5, and Objective # 6
The purpose of this part of the study was to obtain more data and information
about the current situation in Jordan‘s labor market. The educators and employers
respondents were asked to:
a. List three of the necessary skills they would like employees to possess
when they hire them.
b. List three of the necessary skills they would like CTE graduates to acquire
upon graduation.
Regarding the first question, in which employers and educators were asked to provide
their answers about other important skills that graduates of CTE institutions should
possess, the researcher has categorized those skills in three categories: first-- employers
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perspectives; second-- educators perspectives; and third both educators and employers
shared perspectives in terms of these skills.

Objective #4-Employers’ Perspectives
Employers and educators shared some of the employability skills required from CTE
graduates; however, they are different in some other skills according to their need in the
workplace. Employers reported that they need graduates who acquire the following
skills: ―to be intelligent, to have the ability to read, write, and verbally communicate in
the Arabic language, to be respected from others, to acquire an understanding of the
organizational structure, to accept others opinions and criticism, to be able to work in a
challenging environment, to be humble, self-confident, knowledgeable about other
competitors, and knowledgeable about the current situation in the organization and
around the world.‖ Moreover, employers need ―disciplined graduates, with a good
appearance, who have the ability to be self-controlled‖. In addition to all that, employers
reported that graduates should have ―the ability to learn from their own and other‘s
mistakes,‖ Also, employers need graduates who ― are equipped with financial skills to be
able to manage budgeting,‖ and those who acquire analyzing skills. Furthermore,
employers‘ respondents mentioned technical skills and using tools and equipment.

Objective #5 – Educators’ Perspectives
Educators‘ perceptions toward employability skills that graduates from CTE institutions
should obtain upon graduation were aligned with the nature of their work. Educators
reported that graduates should have the following skills: ―Social intelligence skills, the
ability to work with new technology, the ability to work independently, follow up with
new trends, math skills, the ability to deal on different levels of employees in the
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workplace‖. Also educators need to see graduates who have learned and can apply
costumer services skills, have the ability to set a plan to establish a small business,
management skills, keep records, estimate the cost of products, and understand the
economical situation, and have the ability to set a daily-based plan to accomplish tasks to
get the job done.

Objective # 6- Employers and Educators’ Perspectives
Despite the variance between the two groups on their perceptions toward CTE graduates‘
employability skills, they share a wide perspective and agreement on what those
graduates should possess upon graduation and at the time of employment. Generally
speaking, the numbers of items that both groups agreed on are more than those they
disagree over. Figure 4.1 shows a comparison between the two groups in terms of what
they agree on and the number of respondents for each skill. It is clear that the most
important skills that are needed by both employers and educators are linked to using
computer applications, English language skills, as well as teamwork skills. Although it
may not seem logical at first, the safety issue comes at the end of the list for both groups.
Moreover, technical skills, commitment to work, and enthusiasms at work were not one
of the high priorities for both groups as shown in Figure 4.1.
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Figure 4.1. Employers‘ and educators‘ shared perspectives toward CTE graduates skills.
Table 4.20 summarizes educators‘ and employers‘ perception toward skills that should be
possessed by CTE graduates.

Table 4.20
Additional Employability Skills as Reported by Employers, Educators, and Employers
and Educators
Employers

Educators & Employers

Educators

―To be respected from others‖

Using computer‘s application

―Social intelligence Skills‖

―Open channel of communication
with supervisors and
administrators‖

English Language

―Work with new technology‖

―Understanding the
organizational structure‖

Teamwork Skills

―Work independently‖

―Enforce the organization‘s
instructions, & the labor law‖

Communication skills

―Follow up with new trends‖

―Accept other's opinion and
criticism‖

Work ethics

―Reading, writing and math
skills‖

―work in difficult environment‖

Patient and endurance at work

―Familiar with other close
majors‖

―Self-development‖

Initiative

―Ability to communicate on
various levels‖

To be humble

Life-long learning

―Customer services skills‖

―Self-confidence‖

Time-discipline

―Ability to set a plan for
establishing his own business‖

―To be knowledgeable about
other competitors‖

Respect others

―Technical drawing skills‖

―To be knowledgeable about
current situation around the
world‖

Work under pressure

―Writing and reading technical
reports/catalogues‖
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―Good appearance‖

Desire to work

―Estimate the cost of the
product‖

―First aids skills‖

Follow orders and instructions

―Management skills and keep
records‖

―Self-control‖

Training in addition to course
work

―Understanding the economic
situation of the labor market‖

―Learn from own and other's
mistakes‖

Accountability and
responsibility

―Set long and short terms plans‖

―Financial skills ( managing
budget)‖

Understanding workplace
language

―Self-respect‖

Self-confidence

―Financial skills and economic
benefits‖

-

Honesty and integrity
-

Problem solving

―Logical thinking to solve
problems‖

-

The ability to take a decision

―Flexible to exchange
experience with others‖

-

Leadership and management
skills

-

-

Enthusiastic at work

-

-

Adapted to the workplace
environment

-

-

Up-to-date technical skills

-

-

The ability to perform
multiple tasks in different
department

-

Commitment and loyalty to
work

-

-

Cooperate with others

-

-

Safety comes first

-

Note. On the right and on the left column, the researcher reported the exact employers and educators‘
translated words.

93

Objective # 7- Perspectives on Jordan’s Labor Market
The seventh objective of this study tackled the general perceptions of employers
and educators of CTE graduates and the general perception of Jordan‘s labor market.
Both employers and educators were asked to provide comments about their perceptions
of Jordan‘s labor market.
Responses to this ―brainstorming‖ question varied from educator to employer. In
general, comments extended from ethical issues in the workplace and in educational
settings to government policies, training, quality of graduates, workers unions, and, most
importantly, the government‘s ability to provide and update machinery and equipment
that could enable work on new trends in the field. Also, responses from both groups
focused on the importance of strengthening the relationship between education and work.

Educators’ Comments on Jordan’s Labor Market
Fifty-eight educators did not respond to the part of the survey that requested
comments on Jordan‘s labor market. However, 48 respondents provided information
related to the labor market in Jordan and CTE graduates. Educators‘ comments were
categorized as follows:
1. Government policies and legislations
2. Financial barriers
3. Curriculum
4.

Quality of students enrolled in CTE
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In terms of government policies and legislation, educators pointed out that they
should be part of decisions about accepting new students. They want to interview each
student before accepting them in the program. Educators also want to set specific
admission standards for each major. Educators see that policy makers are interested in the
number of students enrolled in CTE programs despite the limited capacity of those
programs. Moreover, educators complained about lack of motivation and stimulation
because of the high rate of unemployment and lack of job opportunities in the field of
study. They also need to link CTE graduates to the labor market through an open channel
of communication between education and work, and planning for new programs should
be based on labor market needs. Therefore, graduates should be prepared to fill the
individuals‘ and labor market‘s needs. Furthermore, educators want to see government
policies and plans that could follow up with graduates to find suitable job opportunities.
In addition, CTE programs should be presented as an open-end to general education.
Furthermore, action should be taken to increase workers‘ wages based on job difficulties
and job locations. They also need to upgrade graduates‘ knowledge and skills through
training programs, workshops or any other activities that could develop graduates
competencies. For that, instructors‘ competencies need to be upgraded through on-thejob-training, workshops, conferences, exhibitions that take place inside or outside the
country. Moreover, educators reported issues that are related to financial barriers such as
the lack of machinery and equipment, the lack of classrooms equipped with computers
and projectors, the lack of laboratories, and the lack of workshops/workplaces.
In terms of curricula, according to educators‘ responses, whether theoretical or
practical, curricula should be connected to real needs in the labor market. It is vital to
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focus on the practical training rather than theory. Also, educators need the focus to be on
new trends in the field and to apply the curriculum based on the labor market‘s needs.
And finally, regarding the quality of CTE graduates, educators asserted that
―some of the directors/principals and policy makers focus on the number of students
enrolled in CTE rather than on the quality of those students.‖ Some of those students,
educators reported, cannot read, write or solve simple math problems. Moreover, because
of the quality in those programs, ―graduates from CTE institutions with high GPA barely
pass the government qualification exams.‖ Some of the comments were offered in the
form of recommendations––for example, that ―graduates should learn and get benefits out
of apprenticeship during the study period‖. Moreover, they suggested ―giving students
the freedom of choice to decide what they wanted to be specialized in based on their
desires.‖ Educators also recommended encouraging students of high achievements to
enroll in CTE programs. Other issues were reported by the educators that dealt with the
daily life of work such as ―using cellphones and smoking during work hours‖.

Employers’ Comments on Jordan’s Labor Market
Sixty-seven of the employers who participated in this study did not provide any
information or opinions about Jordan‘s labor market. However, 34 employers added
comments about Jordan‘s labor market. Employers‘ responses focused on the following
aspects:
1. Graduates‘ attitudes and quality
2. Government policies
3. Curriculum
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In terms of graduates‘ attitudes and quality, employers reported that ―graduates from
CTE should be given the time to improve themselves in the workplace and not to judge
them at the time of start working.‖ Employers also believed that ―graduates from CTE
institutions do not have the desire to stay in the field of work and look for changing that
all the time‖ and ―some employees from this sector are careless because the type of work,
wages, etc‖.
In some cases, graduates from CTE work in jobs that are not related to their
specializations for many reasons, such as ―some graduates are prohibited from job
opportunities because they do not have connections with stakeholders‖, or ―they are not
backed from other powerful people‖ or in some other cases ―discrimination against race,
gender, nationality, etc…‖ Also, there is a lack of job opportunities and the culture views
vocational education as being below general education. Furthermore, employers say that
―the time of training during the study is not enough to give graduates self-confidence to
work independently in the workplace.‖
With regard to institutional education and government policy, employers reported
that ―government actions that give the priority in employment to four-year graduates
discourages students from enrolling in CTE programs which conflicts on the quality of
those graduate from those programs.‖ Also, some vocational and technical centers do not
follow new trends in technology. Therefore, by the time of graduation, employers
reported that graduates find themselves equipped with outdated skills and knowledge that
do not fit with the demands of employers and the labor market.‖ Employers, in their
responses, stated that ―the government should set a strategic-plan to develop the field of
vocational education. Moreover, employers believe that graduates should study other
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courses and should be trained on more than one major which will enable them to be
flexible in working in more than one department. Employers reported that ―students in
CTE should be able to take training programs, internship, and apprenticeship during the
period of study.‖ ―Experience gained from the educational institution is not enough and
does not match with the real world of work.‖ Moreover, employers suggested integrating
computer applications in the curriculum as a substantial course, and they recommended
more practical training rather than theoretical courses. Also, they pointed out that CTE
graduates need more courses in ethical issues, social manners, and other subjects related
to the world of work. Employers believe that one of the problems facing CTE graduates
is the lack of leadership in educational institutions.

Chapter Summary
This chapter provided an analysis of the data collected from educators and
employers on their perceptions of employability skills possessed by graduates of Career
and Technical Education (CTE) institutions. The study attempted to answer three null
hypotheses and seven objectives concerned with whether there are significant differences
between and within the two groups‘ perceptions. Also, the study attempted to obtain
additional information about other employability skills that either employers or educators
see as important for CTE graduates to have, and to obtain general information about
Jordan‘s labor market.
The Analysis of Variance (ANOVA) statistical technique was used to analyze the
collected data. However, this study also collected qualitative data, which were analyzed
by categorizing, comparing, and contrasting them based on the results as follows: first,
data show that the reliability of the measurement was high for each employability skill‘s
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domains and on all items as well. Second, the rate of return was high and very acceptable
for such a study. Third, the data suggest that there is no significant difference between
educators‘ and employers‘ on CTE graduates‘ fundamental skills and personal
management skills; however, the data show that there are significant differences between
the two groups on teamwork skills, and on all items that answered null hypothesis #1.
Fourth, the data suggested no significant differences in employers‘ perceptions based on
respondents‘ current occupation, level of education, and whether they have hired CTE
graduates in the last three years. But, the data show that there is a significant difference in
employers‘ perceptions based on size of the companies––specifically those with 101-250
employees and over 500 employees. That answered null hypothesis #2. Fourth, according
to the results, there is no significant difference among educators‘ perceptions of CTE
graduates‘ employability skills based on level of education, academic rank, and type of
institutions. That answered null hypothesis #3. In terms of short-answer and open-ended
questions, data were collected and categorized in figures and tables to provide a general
picture of respondents on other employability skills that CTE graduates should have upon
graduation and by the time of employment, and on perceptions of Jordan‘s labor market.
In brief, three null hypotheses were tested. One was rejected and the other two were
supported. A further summary of the research, implications, limitations, and final
conclusions are discussed in the next chapter.
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Chapter 5
SUMMARY OF FINDINGS, CONCLUSIONS, DISCUSSION, AND
RECOMMENDATIONS

The primary purpose of this study was to investigate the perceptions of educators
and employers about career and technical education (CTE) graduates‘ employability in
the labor market in the north of Jordan. The population and sample for this study included
educators at career and technical education institutions in the north of Jordan who prepare
the workforce for industry, on the one hand, and employers who interview, recruit, and
hire employees from career and technical education institutions, on the other—that is,
they are representatives of companies in different areas in the north of Jordan––what is
known as the Irbid Greater Area.
Chapter 4 provided the results of the analysis of educators‘ and employers‘
perceptions of the employability skills possessed by graduates of CTE institutions. This
chapter presents the findings, conclusions based on the analyzed data, results discussion,
and recommendations for future research.
The data were collected via the face-to-face method by utilizing a survey
instrument. There were two target populations for this study: educators who work in the
CTE institutions in the north of Jordan, and employers who represent the industry in the
north of Jordan as well. A list of CTE institutions was obtained from the Ministry of
Higher Education, the Ministry of Education (Department of Vocational and Technical
Education in Irbid School District), and from the Directory of Vocational Education and
Training Centers. Contact information for the second target population was obtained from
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the Irbid Trade and Industrial Chamber and Al-Hassan Industrial Zone. The list of
businesses and industries included all the information needed for this study, such as the
company‘s name, size, location, type of business, product or service rendered and its
ownership.

Research Procedures in Brief
A research instrument was developed for this study and passed all requirements re
validity and reliability. The instrument was applied to measure three domains of
employability skills: fundamental skills, personal management skills, and teamwork
skills. The original version was developed in English and translated into Arabic following
rigorous procedures. The employers‘ version of the instrument included 30 employability
skill items, four demographic questions, and three questions that asked respondents to
provide information on items such as whether they had hired CTE graduates in the last
three years, to list three other skills needed by CTE graduates, and to comment on
Jordan‘s labor market. The educators‘ version included 30 employability skill items as
well, four demographic questions, and two other questions: the first one asked educators
to list three skills that graduates from CTE institutions need in the labor market, and the
second question was an open-ended question that asked educators to add their comments
on Jordan‘s labor market. However, the demographic sections on the two groups‘ surveys
were different. A face-to-face method was utilized to distribute the survey instrument to
N= 350 individuals––180 employers and 170 educators. The rate of return was 59%––
207 respondents (106 educators and 101 employers). The collected data were analyzed
using various statistical techniques, which included a general description of the data,
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internal consistency tests, and analysis of variances (ANOVA). The short-answer and
open questions were categorized using thematic analysis.

Findings
The purpose of this study was to meet the following objectives:
Objective #1: To examine the different perceptions, if any, of employability skills
between educators in postsecondary education and employers in industries.
In terms of both employers‘ and educators‘ perceptions of fundamental skills,
there was no significant difference between the two groups; however, the difference was
very close to significant as p = 0.073 at p ≤ 0.05. In terms of personal management skills,
the results showed no significant difference between the two groups––p=0.131 at p ≤
0.05. The results, however, showed a clear difference between the two groups‘
perceptions of teamwork skills––p=0.006 at p ≤ 0.05. Moreover, test of the null
hypotheses results showed a significant difference between the two groups on all items––
p = 0.045 at p ≤ 0.05. In fact, educators‘ and employers‘ mean scores were very close
(see Table 4.3). It seems that employers scored slightly higher than educators on the three
domains--fundamental, personal management, and teamwork skills––which was an
unexpected result. Before conducting this study, and according to previous points-ofview, the researcher expected the educators to provide better assessments of the graduates
from their programs than that provided by the employers. However, employers assessed
graduates‘ employability skills higher than did the educators.
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Objective #2: To examine industry representatives‘ perceptions of employability skills as
these perceptions are based on their current occupation, level of education, size of the
company, and whether they have hired CTE graduates in the last three years.
Analysis of Variance (ANOVA) was calculated in order to address the null
hypothesis at the 0.05 level of significance. The results verified that there were no
significant differences among employers based on their current occupation on the three
domains of employability skills. However, executive directors‘ mean scores were the
highest among other occupations––3.65 out of 5 on the Likert scale. This might indicate
that executive directors were either satisfied with the CTE graduates or not familiar with
their performance since they do not deal directly with them.
Also, this objective looked at whether there were any significant differences
among employers‘ perceptions based on their level of education. Level of education for
employers ranged from less than high school diploma to graduate degree. The results
showed that employers with less than a high school diplomas rated CTE graduates‘
employability skills higher than did other employers. However, the results showed that
there were no significant differences among employers based on their level of education.
The p value for the three domains was p = 0.18 for fundamental skills, p = 0.19 personal
management skills and p = 0.19 for teamwork skills and p= .143 for all items. This may
imply that the employers‘ level of education had nothing to do with their evaluation of
CTE graduates‘ employability skills in this study.
Moreover, the study sought to determine whether these perceptions could be
different based on the size of the company. The results showed that there was no
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significant difference among employers based on the company‘s size with regard to
fundamental skills––(p = 0.45) at p ≤ 0.05. Nevertheless, the results also showed that
differences existed on personal management skills (p = 0.03), teamwork skills (p = 0.01),
and all items (p = 0.04). These results indicated that employers‘ perceptions may differ
according to the size of the company. That could be explained in that the larger the
company, the greater the demand for specific skills, especially in terms of personal
management skills and teamwork skills. The results also showed that the most significant
difference was in companies that hired 101-250 employees and those that hired over 500
employees (p = 0.014).
Finally, objective #2 proposed to examine whether employers‘ perceptions of
CTE graduates differed among those who had hired those graduates in the last three
years. The study found that whether employers had hired CTE graduates in the last three
years or not, there was no significant difference between those who answered yes and
those who answered no. It seems that both groups rated employability skills domains
according to their familiarity with those graduates through direct contact, or they had
dealt with them in the past or judged them through personal experience.
Objective #3: To examine educators‘ perceptions of employability skills as these
perceptions are based on their level of education, academic rank, and type of institution.
The results showed no significant differences among educators based on their
level of education. Educators‘ mean scores were very close on the three domains of
employability skills despite their level of education. However, mean scores for educators
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who held a four-year university degree was higher than other groups who hold less or
higher degrees.
Moreover, the study found no significant differences within educators based on
their academic rank. Most of the responses came from coaches who usually worked in
vocational technical centers (44) and (18) responses came from faculty members. As
shown in Table 4.16, academic members mean scores were higher than other academic
rank. It could be indicated that the expectations on graduates‘ employability skills is
higher in faculty members who teach in four-year universities or in two-year community
colleges.
Moreover, study results suggest that there was no significant difference among
employers‘ perceptions of CTE graduates based on the type of institution they work for.
Mean scores for responses from institutions that award four-year degrees were higher
than for other types of institutions on the three domains of employability skills and on all
items as well. This could indicate that the quality of graduates from those institutions is
coupled with the fact that faculty members rated graduates‘ employability skills high.
Objective #4: To explore what other employability skills new employees/applicants
from CTE institutions should possess as perceived by employers.
According to qualitative information collected through short-answer questions,
employers reported that they were looking for the following employability skills in
graduates from CTE institutions. These skills were placed into six categories:
1. Communication skills such as reading, writing, and verbal communications in
Arabic.
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2. Social skills that include being respected form others and accepting others‘
opinions.
3. Interpersonal skills like endurance, to be humble, self-confident, and have selfcontrol.
4. Management skills including financial skills, the ability to manage budgets, and
the ability to utilize skills.
5. Continued learning that is related to being knowledgeable about the current
situations around the world and about other competitors, the ability to understand
different types of information, and the ability to learn from their own and from
others‘ mistakes.
6. Technical skills that include using tools and equipment in the work.
Objective #5: To explore what other employability skills graduates from CTE
institutions should possess as perceived by educators.
Educators have reported different types of skills that graduates from CTE
institutions should have upon graduation and by the time they apply for a new job. Those
skills were also categorized according to the following skills.
1. Social skills that include social intelligence skills, the ability to communicate
with different level of employees in the workplace, and customer service
skills.
2. Continued learning, including the ability to work with new technology, follow
up with new trends, and understand the economical situations.
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3. Problem solving such as math skills and estimated cost of products.
4. Management skills that include keeping records, setting a daily-based plan to
get the job done, and the ability to set up a plan to establish a small business.
Objective #6: What are other employability skills that graduates from CTE
institutions should possess as perceived by the employers and the educators?
As presented in chapters one and three, the purpose of this study was to highlight
employers‘ and educators‘ perceptions of CTE institution graduates‘ employability skills.
Moreover, the study aimed to identify both educators‘ and employers‘ perceptions and
those employability skills associated between the two groups. Here, we display the
consensus in employers‘ and educators‘ perceptions as follows:
1. Using computer applications
2. English language
3. Communication skills
4. Teamwork skills and cooperation with others.
5. Interpersonal skills, enthusiastic, positive attitudes, fortitude, honesty and
integrity, the desire to work, the ability to adapt to the work environment,
initiative, work ethics, self-confidence, leadership skills, personality and
charismatic, accountability and responsibility.
6. Management skills: time management, discipline in time at work.
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The first three are the most important skills that both employers and educators
reported they are in need of (see Figure 4.1). However, interpersonal skills occupied a
wide area of those skills even though employers and educators did not show great interest
in them. Although personal safety and workplace safety are important skills, both groups
also did not indicate their importance through their responses.
Objective #7: To obtain additional information about Jordan‘s labor market from
employers and educators‘ perceptions.
Employers and educators offered comments regarding the labor market and CTE
institutions‘ graduates. In chapter four, the researcher presented both perceptions in
detail. On the one hand, educators‘ comments concentrated on four major aspects:
government policies, financial barriers, curriculum development, and graduates‘ quality.
On the other hand, employers‘ comments focused on three aspects related to: graduates‘
quality, government policies, and curriculum development. Generally speaking, those
issues reported by either employers or educators are always matters of debate between
education and work representatives in Jordan.
Based on those objectives, the study tested the following null hypotheses and
reported the results:
H1. There is no significant difference in the mean scores between educators‘ and
employers‘ perceptions on the CTE graduates‘ employability skills as provided in the
academic setting and needed in business and industry.
According to the results, the researcher found that the teamwork skills domain
was supported––there was a significant difference (p = 0.006) between the two
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perceptions at p ≤ 0.05. However, the results suggest that there are no significant
differences between the two perceptions on the other two domains––fundamental skills (p
= 0.073) and personal management skills (p = 0.131). It seems that the difference was
very close to significant between the two perceptions in terms of fundamental skills.
Overall results showed a significant difference between the two groups on all items;
therefore, this hypothesis was rejected.
H2. There is no significant difference in the mean scores for employers‘ perceptions of
CTE graduates‘ employability skills based on their current occupation, level of education,
size of company, and whether they hired CTE in the last three years.
After analyzing the data, the results showed no significant differences among
employers based on their current occupation and level of education on the three domains.
Nevertheless, after conducting the post hoc test, the results showed a significant
difference among employers‘ perceptions based on the company‘s size––specifically, for
those with 101-250 employees and those with over 500 employees (p=0.014) on personal
management skills (p = 0.03), teamwork skills (p = 0.01), and all items (p = 0.04) at p ≤
0.05 . Despite that, this hypothesis was supported.
H3. There are no significant differences in the mean scores for educators‘ perceptions of
CTE graduates‘ employability skills based on their level of education, academic rank, and
the type of educational institution.
Although there were variances among educators‘ mean scores on the three
domains of employability skills, the results of the analysis of variances (ANOVA)
showed that there were no significant differences among educators‘ perceptions based on
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their level of education, academic rank, and type of institutions. That may refer to the
consensus on the graduates‘ employability skills that are needed for the labor market.
Based on these results, this hypothesis was supported.

Conclusions
This study examined educators‘ and employers‘ perceptions of CTE graduates‘
employability skills. Information on these two perceptions will draw stakeholders‘
attention toward the importance of equipping students in CTE with those skills. The study
found that employers‘ and educators‘ perceptions toward graduates of CTE institutions
differed significantly on the overall domains when p= 0.045 at the p ≤ 0.05 level of
confidence. Moreover, the two groups‘ perceptions of fundamental skills were very close
to significant when p= 0.073. In terms of personal management skills, the results showed
no significant differences between the two groups. The most important finding was the
significant difference between the two groups on teamwork skills when p=0.006 which
may indicate a disagreement between employers‘ and educators‘ perceptions of this
domain. In general, despite the significant differences between the two groups, both
educators‘ and employers‘ mean scores were not low, ranging from 3.29 to 3.36 for
educators and from 3.47 to 3.63 out of 5 for employers on the Likert scale on the three
domains.
The study found no significant differences among educators‘ perceptions on the
assigned independent variables. In addition, there were no significant differences among
employers‘ perceptions on employability skills but on one independent variable––
company size. Furthermore, the results of the short-answer and open-ended questions
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provided additional information that enriched and supported the findings from the
quantitative part of this study. Both educators and employers concurred on many of the
skills that graduates of CTE should possess upon graduation; however, they also provided
additional skills each group believes that those are important for the graduates and for the
labor market as well. Finally, respondents from education and industries enhanced the
findings by providing additional information through answering the open question about
Jordan‘s labor market.

Discussion

Comparing the Results to the Literature
Due to the lack of literature on employability skills and the lack of studies on
individuals‘ perceptions of these skills in Jordan, this study‘s results may be compared to
those from other similar studies and projects that focus on the importance of these skills
for graduates from educational institutions that took place in Jordan and other locations.
Researchers agree on many employability skills and categorize them differently––one
current study found that skills that are needed for the labor market in Jordan did not differ
from those needed in other locations. For example, one of the findings from this study
suggests that employers and educators require CTE graduates to be able to work in teams,
have a work ethic, have communication skills, and understand organizational structure;
these findings were reported by Gray and Herr (1998) as well. Further, Glover, Law, and
Yongman (2002) found that a small percentage of students in their final year acquire
employability skills such as decision-making, forward planning, self-confidence, and
capacity to adapt to change in workplace. In general, it seems that those skills are not
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developed very well during the years of study. Employers and educators in Jordan have
reported that they need graduates with those skills.
Moreover Carnevale, Gainer, and Metzer (1999) argued that employers look for
workers who are skilled in problem solving, interpersonal skills, and personal
management. They reported that those critical skills are often lacking. It seems, according
to this study‘s results, that those skills are needed in the labor market and are in short
supply at the same time. This study also aligned with findings from other studies
(Jackling & Sullivan, 2007; Parry, 1998; Paulson, 2001). Those studies reported that time
management, listening, oral and written communication, and solving financial problems
skills are the most important skills needed in the ―Performance-driven‖ labor market.
Another study of ―graduate employability‖ conducted by Archer and Davidson (2008)
found that over 80% of employers rated communication skills and team work as most
important. This result concurs with the current study, which found communication skills
and teamwork to be in the highest demand as well as skill in the English language.
Moreover, the study‘s results supported the National Strategic Plan of Education
(2006) in Jordan in terms of the relationship between education and work. The plan
suggested that education should respond to labor market needs and economic
development. Also, the study aligned with Bernnan, Kogan, and Teichler‘s (1996) study
which pointed out that the gap is on the rise between the supply of and the demand for
certain skilled graduates who are equipped with employability skills that work in any
kind of job. In the same respect, research conducted by the European Training
Foundation (1999 and 2006) indicated that one of the major problems in the Jordanian
CTE system is the absence of structured information and communication between the
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CTE sector and industry. This study explored similar views from employers who
participated in this study. Generally speaking, employers in business and industry do not
consult about the kind of technical or generic skills they are looking for. As well,
educators do not indicate whether they have any type of relationship or collaboration with
the labor market. This study disagrees, however, with other studies that affirmed that
CTE graduates lack employability skills because the educational systems have failed to
provide the labor market with highly skilled graduates. Despite the significant difference
between the two groups, results from this study showed that graduates‘ employability
skills are not to be described as low; rather, they need to be enhanced and transferred
from traditional and basic levels to higher levels required by the local and global labor
market.

Comparison of Assumptions and Findings
Before conducting this study, and based on the previous research and related
literature that offered a picture of education and the labor market, this study assumed that
there would be significant differences between educators‘ and employers‘ perceptions of
CTE graduates‘ employability skills. That difference was assumed to be in the educators‘
favor. The researcher expected that group to assess graduates‘ skills higher than the
employers would. The study results showed a difference between the two groups, but it
was the employers who rated most employability skills domains higher than educators
did.
Another assumption was about the validity and reliability of the study‘s
instrument. The study assumed that the study‘s instrument was valid and reliable. In
terms of instrument validity, the instrument was developed in English based on a review
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of the related literature. The English version content, construct, and face validity were
validated by a panel of four-professors in the Department of Learning and Performance
Systems, two visiting professors, and two doctoral students. The instrument was
translated through a rigorous process that included forward and backward translations as
presented in chapter three. Moreover, instrument reliability was tested via the Cronbach
Alpha Coefficient. The results showed that the instrument was reliable on the three
domains of employability skills and on all items as well (see Table 3.2). This assumption
was met as well and the instrument was suitable to use in collecting data from the target
population.

Recommendations and Implications
Attention should be given to employability skills by educators and educational
institutions, employers and business and industry, and graduates themselves. In the
current extremely-competitive local and global labor market, graduates need to market
themselves to be employable, which will not happen without equipping them with
generic and technical skills needed in the workplace. In fact, without guiding those
graduates and providing them with accurate information about the kind of skills that are
in demand in the labor market, and how to transfer these skills to the workplace, they will
not be able to do that independently. Therefore, the responsibility falls on employers‘ and
educators‘ shoulders to provide graduates with skills that enable them compete in the
world of work. The results of this study show that both employers and educators need
specific type of skills that are considered important in the workplace. They need
graduates who can use computer and its application, English language, teamwork skills,
individuals with communications skills, have work ethics, patient and endurance at work,
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they have the desire to learn continuously, work under pressure, understand workplace
language etc… (see Table 4.20).
This section provides recommendations and applications for educators and curriculum
designers, and employers, and offers ideas for future research to develop these skills in
graduates of CTE institutions.

For Educators and Curriculum Designers
This study and many other studies confirmed the importance of employability
skills; at the same time, these studies confirmed the shortage in this kind of skills. This
study found that educators assured other employability skills graduate of CTE institution
should acquire. For example, social intelligence skills, work independently, ability to
communicate on various levels, estimate the cost of the product, management skills, and
understanding the economic situation to count few (see Table 4.20). As educators, we
should realize the reality that sooner or later, the degrees will be devalued per se , and the
competition in the labor market will not be diplomas competition rather skills
competition. According to previous research (e.g., Smetherham, 2006), the degree per se
and other credential cannot explain all of the differences in the outcomes. We need
another measure that assesses the extent to which those graduates match the criteria of the
labor.
To ensure the success of the CTE system, benefit the labor market, and ensure
that graduates can compete with other competitors nationally and internationally,
employability skills should be on the list of priorities for stakeholders in the educational
system. In today‘s fast changing labor market, employability skills should be embedded
in almost all subjects students learn at the CTE. The question that should be asked before
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designing and delivering any curriculum is what kind of ―behavior competencies‖ or nontechnical skills are needed in students that should be included in this design?
Based on the quantitative and open-ended results of this study (See Table 4.4, Table
4.20), any pattern for developing CTE programs and curriculum should address clearly
the need of employability skills to be included in those programs. The focus should be,
first, on equipping graduates with computer applications that develop their thinking,
problem-solving skills, and learning. Many other benefits could be acquired by mastering
necessary computer applications. Second, one of the most important skills needed in
Jordan‘s labor market in general, and the north of Jordan specifically, is English language
skills. That is, students should be able to read, write and communicate in English, read
and write technical reports, and use catalogues and instruction manuals for new
machinery. Third, employers and educators reiterated the need to have teamwork skills,
and both believed that graduates of CTE lack such skills. Moreover, graduates need to
have communication skills that enable them to interact with different levels of people in
the workplace. To make sure that graduates will have these kinds of skills in the future,
the following recommendations need to be taken into consideration:
1. Embed skills in the programs‘ design as an integrated part or as via stand-alone
courses.
2. Make sure that formative evaluations of students who will graduate include
developing a set of skills that have been taught in the school.
3. Employability skills will not be developed in isolation from the workplace;
therefore, the gap between the two settings should be filled by providing real-
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work experience for students during their study period through internships and
apprenticeships.
4. A file of achievements (portfolio) should be completed by each student upon
graduation that includes a rubric of employability skills, transcripts, career goals,
curriculum vita and resume, and any other evidence to help graduates market
themselves in the labor market. This file should be given a high level of attention
from both educators and employers as they evaluate those students.

For Employers
Each employer‘s goal is to find the right person to fill the job based on specific
criteria. According to Brown (2003), each employer believes that the use of the behavior
competencies in graduate recruitment has improved the chance of finding the right person
for the job. Moreover, Cox and King (2006) reported that feedback from employers and
the language used to describe set skills is necessary in the labor market. Therefore,
employers play a major role as stakeholders in making decisions about applicants‘ skills.
This study explored the importance of employability skills for employers and educators.
The results show that employers need applicants with open-minded communication with
supervisors and administrators, understand the organization structure, accept others‘
opinion and criticism, work in difficult environment, self-confidence, to be
knowledgeable about other competitors, self-control, and to acquire financial skills
(Table 4.20). For that to be achieved, the following recommendations could be part of the
solution for the lack of such skills:
1. Employers should raise the level of cooperation with education to provide specific
employability skills that are needed in the workplace. They should contribute to
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efforts to equip graduates with skills that are in demand by establishing educationwork and work-education partnerships.
2. Employers need to conduct a needs assessment for the applicants to find out
where the exact shortage of employability skills is among those applicants. It is
not enough to criticize the educational system and blame it on the gap between
supply and demand, on the one hand. On the other hand, employers should
provide on-the-job and off-the-job-training on generic skills and technical skills.
Even though education is responsible for providing these skills, it is known that
after graduation, employees are using fewer of the skills that have been learned in
the school setting. In that respect, Mason, Williams, Cranmer, and Guile (2003)
found out that skills developed in the educational setting have no significant
effects on job performance after one to three years of employment.
3. Employers should grab any opportunity to have interns in their firms. In this case,
they can assess interns‘ skills and recommend and provide feedback and some
suggestions to the educational institution from which they came.
4. Employers should take the initiative in building a strong relationship among
business and industry and educational institutions in their area. Strengthening
such a relationship serves to decrease the gap between the two settings and results
in graduates who are ready to compete in the labor market. That relationship
could take on various shapes such as conducting assessment centers in the
company or educational institution and simulating different kinds of situations
that are similar to those occurring in the real world of work. That center should be
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designed to test specific skills that might be in demand in the labor market and
function as a resource for education as instruction in those skills is included in the
curriculum.

Future Research
Even though this study examined perceptions of employers in industry and
educators in CTE institutions who were best informed about graduates‘ skills, it would be
worthwhile to examine students‘ perceptions of their employability skills as well. In
order to do so, future research should include students as a major variable to be
investigated pre-graduation and at the time of employment.
Also, future research should be aware of two issues: first, this study examined
specific domains of employability skills––fundamental, personal management, and
teamwork skills. Obviously, the 30 items on employability skills included in this study
are not all of the employability skills needed in the labor market. Second, employability
skills are not static––the level of these skills could vary from location to location and the
type of skills will change over time. Future research should include additional
employability skills in order to be up-to-date with new trends on individuals‘ and labor
market needs such as decision-making, forward planning, leadership skills, and problem
solving skills. In addition, the current study aimed to identify different perceptions on the
extent to which graduates had acquired those skills. However, future research may focus
on the importance of those skills for both educators and employers and the extent to
which graduates‘ employability skills play a role in the hiring process and whether
employers take that into consideration when they recruit and interview applicants.
Moreover, future studies should include other variables such as gender and years of
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experience, for example––those variables and others may play a role in defining
individuals‘ perceptions towards graduates‘ employability skills.
The sample population for this study was only from the north of Jordan, which is
considered a well-educated population in comparison with other governorates in the
middle and south of the country. For the purpose of generalizing the results to the entire
population in Jordan, it would be valuable to obtain additional samples from other
governorates in other areas of Jordan as well.
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Employer’s Version
_____________________________________________________________
Educators and Employers’ Perspectives on the Importance of Employability Skills
of Postsecondary Education Graduates for the Labor Market in Jordan
Section I- Instructions
Rationale
You have been selected to participate in a survey of graduates‘ employability skills because of
your knowledge and experience as an employer. Your perspective is very important and will
provide valuable information to better prepare graduates from technical and vocational education
and training institutions.
Completing this survey is voluntary and your response will be kept confidential. Individuals will
not be identified, and only group data will be reported.
Sponsor
This project is sponsored by the Workforce Education and Development Program at the
Pennsylvania State University as part of my doctoral dissertation. Portions of this survey have
been developed by
Dr. Edgar I. Farmer (Doctoral Committee Chair Advisor) and Muhammad
Al-Alawneh based on previous researchers‘ works.
Directions
Please read and answer each question by circling the appropriate number, (rating from number 1=
Strongly Disagree (SD), 2= Disagree (D), 3= Neutral (N), 4= Agree (A), 5= Strongly Agree
(SA)) that reflects your perspective on the extent to which graduates from Career and Technical
Education (CTE) institutions acquired the employability skills for labor market in Jordan.
This survey combines three sections: Section I- Instructions, section II- employability skills
items, and section III- demographic information.
Please complete this questionnaire and return it to:

Muhammad Al-Alawneh, PhD. Candidate
Pennsylvania State University
Workforce Education and Development
411 Keller Building
University Park, PA 16802
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Section II-Employability Skills Domains- Please circle one appropriate response for each item.
1= Strongly Disagree (SD), 2= Disagree (D), 3= Neutral (N), 4= Agree (A), 5= Strongly Agree (SA)

New employees/applicant from CTE institutions is able to:
Fundamental Skills
1
2
3
4
5

Demonstrate listening skills
Demonstrate verbal communication skills
Understanding information presented in a variety of forms (graphs,
charts, diagrams etc.)
Use different computer applications (Spreadsheets, such as entering
data, formulas, copying, linking etc.)
Demonstrate computer skills for simple tasks (word processing, such
as formatting, inserting graphic into document etc. )

Personal Management Skills
6
Demonstrate work ethics that align with the workplace ethics.
7
Deal with others with honesty and integrity
8
Practice ways to resolve conflicts
9
Identify problem
10
Maintain self-control
11
Show evidence of self-esteem and confidence
12
Display positive attitudes toward work
13
Demonstrate punctuality at work
14
Practice time management in completing assigned tasks
15
Show accountability for actions taken
16
Show an ability to work under pressure
17
Adjust to workplace changes
18
Commitment to life-long-learning
19
Ability of balancing work and personal life
20
Use appropriate occupational safety practices
21 Be aware of personal safety
22
Demonstrate ability to work independently

SD

D

N

A

1

2

3

4

S
A
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5
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23
24

Set an applicable action plan
Learn from previous mistakes

Teamwork Skills
25
Understand and use language in which business is conducted
26
Understand the role of conflict in a group
27 Demonstrate appropriate skills in interacting with others
(supervisors, customers, colleagues)
28
Respond to constructive criticism
29
Accept differences and diversity of individuals within the group
30
Contribute to a team by sharing information and knowledge

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Section III- Demographic Information- Please circle only one appropriate letter for each
item

31. What is your current role or occupation?
(a)
(b)
(c)
(d)

Executive director
Director
Unit chief (Supervisor)
Technician

32. What is your highest education experience?
(a)
(b)
(c)
(d)
(e)

Less than high school
High school graduate
Associate degree or community college
Bachelor degree
Graduate study

33. How many employees are in your company?
(a)
(b)
(c)
(d)
(e)
(f)
(g)

Less than 5 employees
6-25
26-50
51-100
101- 250
251-500
Over 500
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34. Have you hired graduates from technical and vocational education and training
programs in the last three years?
Yes

( )

No

( )

35. List three of the most important employability skills you would like employees to
posses when you hire them.
(a)
(b)
(c)
________________________________________________________________________
36. Comments about Jordan‘s labor market are welcome

Thank You,
Muhammad Al-Alawneh
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نسخة أصحاب العمل
___________________________________________________________

الﺠزء األﻭل  -التعليمبث
سبب الذراست
ٌمذ رُ اخز١بسن ٌٍّشبسوخ ف٘ ٟزٖ اٌذساعخ حٛي اٌّٙبساد اٌضشٚس٠خ ٌٍزٛظ١ف ف ٟعٛق اٌؼُي األسدٔ ٟثغجت ِؼشفزه ٚخجشاره
ف٘ ٟزا اٌّغبي .إْ ٚعٙخ ٔظشن ِّٙخ عذاً ٚعٛف رٛفش ِؼٍِٛبد لّ١خ سثّا رغبػذ ف ٟرط٠ٛش ِٙبساد خش٠غِ ٟؤععبد
اٌزؼٍ ُ١اٌفٕٚ ٟاٌّٚ ٟٕٙاٌزذس٠ت ف ٟاألسدْ.
إْ ِشبسوزه ف ٟاإلعبثخ ػٓ ٘زٖ االعزجبٔخ ٘ ٟإخر٠اسٚ ٗ٠ع٠رَ اٌرؼاِي ِغ وبفخ اٌّؼٍِٛبد ثغش٠خ راِٗ د ْٚاإلشبسح إٌٝ
٘٠ٛزهٚ ،ع٠رَ روش اٌّؼٍِٛبد اٌِرؼٌلٗ ثبٌّغّٛػخ فمط.
الﺟﻬﻪ الﻣﺷرﻓﻪ ﻋلﻰ البحث
٘زا اٌجحش ٠زُ ثدػَ دائشح ٔظُ اٌزؼٍُ ٚاألداء  /رط٠ٛش اٌم ٜٛاٌجشش٠خ ف ٟعبِؼخ ٚال٠خ ثٕغٍفبٔ١ب وغضء ِٓ ﺃﻁسٚحخ اٌذوزٛساح
ٌٍجبحش.
ٌمذ رُ رط٠ٛش ٘زٖ االعزجبٔخ ِٓ لجً د.ادغبس فبسِش (ِششف اٌشعبٌخ) ٚاٌجبحش ِحّذ اٌؼالٔٚخ ثٕبء ػٍٔ ٝزبئظ ثحٛس عبثمخ.
اإلرﺷبداث
٠شع ٝلشاءح ٚإعبثخ وً عؤاي ػٓ طش٠ك ٚضغ دائشح حٛي اٌشلُ إٌّبعت ثٕبء ػٍٚ ٝعٙخ ٔظشن حٛي ِد ٜإِرالن خش٠غٟ
ِؤععبد اٌزؼٍ ُ١اٌفٕٚ ٟاٌّٚ ٟٕٙاٌزذس٠ت ٌٌّٙبساد اٌضشٚس٠خ ٌٌرٚﻅ٠ف ف ٟعٛق اٌؼًّ األسدٔ( ٟرقم  = 1ﻻ ﺃﻭاﻔﻕ
ﺑﺷدﻩ ،رقم  = 2ﻻ ﺃﻭاﻔﻕ  ،رقم  = 3ﻣﺣاﻳد  ،رقم  = 4ﺃﻭاﻔﻕ  ،رقم  = 5ﺃﻭاﻔﻕ ﺑﺷدﻩ) .
رحز٘ ٞٛزٖ االعزجبٔخ ػٍ ٝصالصخ ﺃعضاء:اٌغضء األٚي – اٌزؼٍّ١بد ،اٌغضء اٌضبٔ – ٟﺃعئٍخ رزؼٍك ثبٌّٙبساد اٌضشٚس٠خ ٌٍزٛظ١ف،
ﺃعئً دّٛ٠غشاف١خ (ﺃعئٍخ رزؼٍك ثخصبئص اٌّشبسو ٓ١ف٘ ٟزٖ االعزجبٔخ)
اٌغضء اٌضبٌش – ح

الزﺟبء اإلﺟبﺑت ﻋن ﻫذﻩ األسئلت ﻭإﻋبدتﻬب إلﻰ:

Muhammad Al-Alawneh, PhD. Candidate
Pennsylvania State University
Workforce Education and Development
411 Keller Building
University Park, PA 16802, USA
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الﺠزء الثبني – المﻬبراث الﻮظيﻔيت-الزﺟبء ﻭضع دائزة ﺣﻮل رﻣز اإلﺟبﺑﻪ التي تراﻫب ﻣنبسﺑﻪ
رقم  = 1ﻻ ﺃﻭاﻔﻕ ﺑﺷدﻩ ،رقم  = 2ﻻ ﺃﻭاﻔﻕ  ،رقم  = 3ﻣﺣاﻳد  ،رقم  = 4ﺃﻭاﻔﻕ  ،رقم  = 5ﺃﻭاﻔﻕ ﺑﺷدﻩ
خس٠عٚا اٌِؤععبد اٌرؼٌ ٗ٠ِ٠اٌفٔٚ ٗ٠اٌِِ٠ ٗ٠ٔٙرٌو ْٚاٌِٙاسد اٌراٌ:ٗ٠
﴿أ﴾ الﻣﻬاﺭاﺕ اﻷﺳاﺳﻳﻪ
1

ِٙاساخ االعرّاع

5 4 3 2 1

2

ِٙاساخ االذصاي اٌٌفﻅٛ ٟاٌِحادصٗ

5 4 3 2 1

3

ِٙاسج لساﺀج ٚف َٙاٌِؼٌِٚبد اٌِلدِٗ ثﺃشوبٌٙب اٌِرؼددٖ (ﺻٚس ،سعِٚبد ث٠بٔ،ٗ٠
ِخططبد﴾

5 4 3 2 1

4

اعرخذاَ ذطث١ماخ اٌحاعٛب (جذاٚي اٌت١أاخ ،ادخاي ِؼٍِٛاخ)

5 4 3 2 1

5

اعرخذاَ اٌحاعٛب ف ٟذٕف١ز ِّٙاخ تغ١طح ( ﺇسعاي سعائً اٌىرش١ٔٚح ،اسفاق ٍِف ،صٛس)

5 4 3 2 1

﴿ب﴾ ﻣﻬاﺭاﺕ اﻹذاﺭﻩ الﺷﺧصﻳﻪ
6

ِِبسعخ عٌٛو٠بد ذرٕاعة ِغ اٌّؼا١٠ش االخالل١ح ٌّىاْ اٌؼًّ

5 4 3 2 1

7

اٌرؼاًِ ِغ ا٢خش ٓ٠تٕضا٘ح ٚصذق

5 4 3 2 1

8

حً اٌخالفاخ اٌﺷخصِ ٗ٠غ ا٢خس ْ٠ػْ ﻃس٠ق اٌحٚاس

5 4 3 2 1

9

اٌرل َ٠٠اٌدل٠ق ٌٌِﺷوٌٗ ﻹ٠جاد اٌحٌٚي أٌِاعتٗ

5 4 3 2 1

10

اٌمذسج ػٍ ٝضثط إٌفظ

5 4 3 2 1

11

احرشاَ اٌزاخ ٚاٌصمح تإٌفظ

5 4 3 2 1

12

ﺇظٙاس اذجا٘اخ ا٠جات١ح ٔح ٛاٌؼًّ

5 4 3 2 1

13

اٌّحافظح ػٍِٛ ٝاػ١ذ اٌذٚاَ اٌشعّٟ

5 4 3 2 1

14

حغٓ ﺇداسج اٌٛلد ػٕذ ذٕف١ز اٌّٙاَ ٌِٛوٌٗ

5 4 3 2 1

15

ذحًّ اٌُ عؤ١ٌٚح ذجاٖ االفؼاي اٌّرخزج

5 4 3 2 1

16

اٌمذسج ػٍ ٝاٌؼًّ ذحد اٌضغط

5 4 3 2 1

17

اٌرى١ف ِغ ِرغ١شاخ اٌؼًّ

5 4 3 2 1

18

االٌرضاَ تاٌرؼٍُ اٌّغرّش

5 4 3 2 1

19

اٌلدسٖ ػٌ ٝاٌِٚاصٔٗ ت ْ٠اٌح٠اٖ اٌﺷخصٚ ٗ٠اٌؼِي

5 4 3 2 1
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20

ذطث١ك ِؼا١٠ش اٌغالِح اٌّ١ٕٙح ف ٟاٌؼًّ

5 4 3 2 1

21

ِشاػاج اٌغالِح اٌﺷخص ٗ٠ف ٟاٌؼًّ

5 4 3 2 1

22

اٌمذسج ػٍ ٝاٌؼًّ تشىً ِغرمً

5 4 3 2 1

23

ٚضغ خطح ػًّ  ٗ٠ِٚ٠لاتٍح ٌٍرٕف١ز

5 4 3 2 1

24

ا ٌذؼٌَ ِْ اﻷخﻃبﺀ ٚذجٔب ذوساس٘ا

5 4 3 2 1

﴿ﺝ﴾ ﻣﻬاﺭﺕ العﻣﻝ الﺟﻣبﻋﻲ
25

إعرخذاَ اٌِﺻﻁٌحبد اٌفٔ ٗ٠اٌغائذج فِ ٟىاْ اٌؼًّ

5 4 3 2 1

26

ف َٙاٌدٚس اﻹ٠جاتٌ ٟذؼاسﺽ ٚجٙاخ أٌظش داخي فس٠ق اٌؼِي

5 4 3 2 1

27

اٌرفاػً اﻹ٠جاتِ ٟغ اٌِششف ،ٓ١صِالء اٌؼًّ ،اٌصتائْ ﺇٌﺦ

5 4 3 2 1

28

ذمثً إٌمذ اٌثٕاء

5 4 3 2 1

29

ﺇحذساَ اٌذٔٚع ٚاﻹخذالﻑ ت ْ٠اﻷفساد ضِْ فس٠ق اٌؼِي

5 4 3 2 1

30

اٌِعاِ٘ٗ ف ٟػِي اٌفس٠ق تذٚف٠س اٌختساخ ٚاٌِؼٌِٚاخ أٌِاعتٗ

5 4 3 2 1

الجزء الثالث -ﻣعلوﻣاﺕ دﻳموغرافﻴة -اٌشجاء ٚضغ دائشج حٛي اٌشِض اٌز٠ ٞالئُ ﺇجاتره
ﺃ
ة
ط
د
٘

ِ .31ا ٘ٚ ٟظ١فره اٌحاٌ١ح؟
ِذ٠ش ذٕف١زٞ
ِذ٠ش
سئ١ظ ٚحذج (ِششﻑ)
فٕٟ
أخش( ٜاٌشجاء اٌرٛض١ح)
ِ .32ا ٘ ٛأػٍِ ٝؤً٘ ػٍّ ٟحصٍد ػٍ ٗ١؟
ﺃ الً ِٓ اٌصأ٠ٛح اٌؼاِح
ة شأ٠ٛح ػاِح
ط وٍ١ح ِجرّغ
د تىاٌٛسٛ٠ط
٘ دساعاخ ػٍ١ا (ِاجغر١ش /دورٛساج)
 ً٘ .33لّد خالي اٌصالز عٕٛاخ اﻷخ١شج ترٛظ١ف خش٠جِ ِٓ ٓ١ٶععاخ اٌرؼٍ ُ١اٌفٕٚ ٟاٌّٚ ٟٕٙاٌرذس٠ة :
ٔؼُ ( )

ال( )
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 .34وُ ػذد اٌّٛظف ٓ١ف ٟﺷشوره؟
ﺃ الً ِٓ ِٛ 5ظفٓ١
ة ِٛ 25-6ظف
ط ِٛ 50-26ظف
د ِٛ 100-51ظف
٘ ِٛ 250-101ظف
ِٛ 500-251 ٚظف
ص أوصش ِٓ ِٛ 500ظف
 .35اروش شالز ِٙاساخ ٚﻅ٠ف ٗ٠أخش ٜذؼرمذ أْ ػٍ ٝأٌخش٠ﺞ/أٌّذلدَ ٌٌؼًّ اِرالوٙا:
........................................................................................................1
........................................................................................................2
…………………………………………………………………………….3
 36أ٠ح ذؼٍ١ماخ حٛي خش٠جِ ٟؼا٘ذ اٌرؼٍ ُ١اٌفٕٚ ٟاٌّٚ ٟٕٙاٌرذس٠ة أٚعٛق اٌؼًّ اﻷسدِٔ ٟشحة تٙا:

ِغ أٍﺷوشٚاﻹحذشاَ
Muhammad Al-Alawneh
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Educators’ Version
_____________________________________________________________
Educators and Employers’ Perspectives on the Importance of Employability Skills
of Postsecondary Education Graduates for the Labor Market in Jordan
Section I- Instructions
Rationale
You have been selected to participate in a survey of graduates‘ employability skills because of
your knowledge and experience as an employer. Your perspective is very important and will
provide valuable information to better prepare graduates from technical and vocational education
and training institutions.
Completing this survey is voluntary and your response will be kept confidential. Individuals will
not be identified, and only group data will be reported.
Sponsor
This project is sponsored by the Workforce Education and Development Program at the
Pennsylvania State University as part of my doctoral dissertation. Portions of this survey have
been developed by
Dr. Edgar I. Farmer (Doctoral Committee Chair Advisor) and Muhammad
Al-Alawneh based on previous researchers‘ works.
Directions
Please read and answer each question by circling the appropriate number, (rating from number 1=
Strongly Disagree (SD), 2= Disagree (D), 3= Neutral (N), 4= Agree (A), 5= Strongly Agree
(SA)) that reflects your perspective on the extent to which graduates from Career and Technical
Education (CTE) institutions acquired the employability skills for labor market in Jordan.
This survey combines three sections: Section I- Instructions, section II- employability skills
items, and section III- demographic information.

Please complete this questionnaire and return it to:

Muhammad Al-Alawneh, PhD. Candidate
Pennsylvania State University
Workforce Education and Development
411 Keller Building
University Park, PA 16802
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Section II-Employability Skills Domains- Please circle one appropriate response for each item.
1= Strongly Disagree (SD), 2= Disagree (D), 3= Neutral (N), 4= Agree (A), 5= Strongly Agree (SA)

New employees from technical and vocational education and training
institutions will be able to:
Fundamental Skills
1
2
3
4
5

Demonstrate listening skills
Demonstrate verbal communication skills
Understanding information presented in a variety of forms (graphs,
charts, diagrams etc.)
Use different computer applications (Spreadsheets, such as entering
data, formulas, copying, linking etc.)
Demonstrate computer skills for simple tasks (word processing, such
as formatting, inserting graphic into document etc. )

Personal Management Skills
6
Demonstrate work ethics that align with the workplace ethics.
7
Deal with others with honesty and integrity
8
Practice ways to resolve conflicts
9
Identify problem
10
Maintain self-control
11
Show evidence of self-esteem and confidence
12
Display positive attitudes toward work
13
Demonstrate punctuality at work
14
Practice time management in completing assigned tasks
15
Show accountability for actions taken
16
Show an ability to work under pressure
17
Adjust to workplace changes
18
Commitment to life-long-learning
19
Ability of balancing work and personal life
20
Use appropriate occupational safety practices
21 Be aware of personal safety
22
Demonstrate ability to work independently

SD

D

N

A

SA

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5
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23
24

Set an applicable action plan
Learn from previous mistakes

Teamwork Skills
25
Understand and use language in which business is conducted
26
Understand the role of conflict in a group
27 Demonstrate appropriate skills in interacting with others
(supervisors, customers, colleagues)
28
Respond to constructive criticism
29
Accept differences and diversity of individuals within the group
30
Contribute to a team by sharing information and knowledge

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Section III- Demographic Information- Please circle only one appropriate letter for each item
31. What is the type of the institution where you are currently employed?
(a)
(b)
(c)
(d)
(e)

Vocational training Center
High technical school
Two-year community college
Three-year applied engineering
Four-year university

32. What is your highest level of education?
(a)
(b)
(c)
(d)

High school graduate
Community college/ Applied engineering
Four-year university
Graduate (Master or Doctoral)

33. What is your current academic rank?
(a)
(b)
(c)
(d)

Coach
Instructor/Teacher
Faculty member
Other rank (please specify) ………………………
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34. List three of the most important employability skills you would like students to have
developed before graduation
1.
2.
35. Comments about Jordan labor market are welcome

Thank You,
Muhammad Al-Alawneh
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نسخت المذرسين
_____________________________________________________

الﺠزء األﻭل  -التعليمبث
سبب الذراست
ٌمذ رُ اخز١بسن ٌٍّشبسوخ ف٘ ٟزٖ اٌذساعخ حٛي اٌّٙبساد اٌضشٚس٠خ ٌٍزٛظ١ف ف ٟعٛق اٌؼًّ األسدٔ ٟثغجت ِؼشفزه ٚخجشاره
ف٘ ٟزا اٌّغبي .إْ ٚعٙخ ٔظشن ِّٙخ عذاً ٚعٛف رٛفش ِؼٍِٛبد لّ١خ سثّا رغبػذ ف ٟرط٠ٛش ِٙبساد خش٠غِ ٟؤععبد
اٌزؼٍ ُ١اٌفٕٚ ٟاٌّٚ ٟٕٙاٌزذس٠ت ف ٟاألسدْ.
إْ ِشبسوزه ف ٟاإلعبثخ ػٓ ٘زٖ االعزجبٔخ ٘ ٟإخر٠اسٚ ٗ٠ع٠رَ اٌرؼاِي ِغ وبفخ اٌّؼٍِٛبد ثغش٠خ راِٗ د ْٚاإلشبسح إٌٝ
٘٠ٛزهٚ ،ع٠رَ روش اٌّؼٍِٛبد اٌِرؼٌلٗ ثبٌّغّٛػخ فمط.
الﺟﻬﻪ الﻣﺷرﻓﻪ ﻋلﻰ البحث
٘زا اٌجحش ٠زُ ثدػَ دائشح ٔظُ اٌزؼٍُ ٚاألداء  /رط٠ٛش اٌم ٜٛاٌجشش٠خ ف ٟعبِؼخ ٚال٠خ ثٕغٍفبٔ١ب وغضء ِٓ ﺃﻁسٚحخ اٌذوزٛساح
ٌٍجبحش.
ٌمذ رُ رط٠ٛش ٘زٖ االعزجبٔخ ِٓ لجً د.ادغبس فبسِش (ِششف اٌشعبٌخ) ٚاٌجبحش ِحّذ اٌؼالٔٚخ ثٕبء ػٍٔ ٝزبئظ ثحٛس عبثمخ.
اإلرﺷبداث
٠شع ٝلشاءح ٚإعبثخ وً عؤاي ػٓ طش٠ك ٚضغ دائشح حٛي اٌشلُ إٌّبعت ثٕبء ػٍٚ ٝعٙخ ٔظشن حٛي ِد ٜإِرالن خش٠غٟ
ِؤععبد اٌزؼٍ ُ١اٌفٕٚ ٟاٌّٚ ٟٕٙاٌزذس٠ت ٌٌّٙبساد اٌضشٚس٠خ ٌٌرٚﻅ٠ف ف ٟعٛق اٌؼًّ األسدٔ( ٟرقم  = 1ﻻ ﺃﻭاﻔﻕ
ﺑﺷدﻩ ،رقم  = 2ﻻ ﺃﻭاﻔﻕ  ،رقم  = 3ﻣﺣاﻳد  ،رقم  = 4ﺃﻭاﻔﻕ  ،رقم  = 5ﺃﻭاﻔﻕ ﺑﺷدﻩ) .
رحز٘ ٞٛزٖ االعزجبٔخ ػٍ ٝصالصخ ﺃعضاء:اٌغضء األٚي – اٌزؼٍّ١بد ،اٌغضء اٌضبٔ – ٟﺃعئٍخ رزؼٍك ثبٌّٙبساد اٌضشٚس٠خ ٌٍزٛظ١ف،
اٌغضء اٌضبٌش – ﺃعئٍخ دّٛ٠غشاف١خ (ﺃعئٍخ رزؼٍك ثخصبئص اٌّشبسو ٓ١ف٘ ٟزٖ االعزجبٔخ)

الزﺟبء اإلﺟبﺑت ﻋن ﻫذﻩ األسئلت ﻭإﻋبدتﻬب إلﻰ:

Muhammad Al-Alawneh, PhD. Candidate
Pennsylvania State University
Workforce Education and Development
411 Keller Building
University Park, PA 16802, USA
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الﺠزء الثبني – المﻬبراث الﻮظيﻔيت-الزﺟبء ﻭضع دائزة ﺣﻮل رﻣز اإلﺟبﺑﻪ التي تراﻫب ﻣنبسﺑﻪ
رقم  = 1ﻻ ﺃﻭاﻔﻕ ﺑﺷدﻩ ،رقم  = 2ﻻ ﺃﻭاﻔﻕ  ،رقم  = 3ﻣﺣاﻳد  ،رقم  = 4ﺃﻭاﻔﻕ  ،رقم  = 5ﺃﻭاﻔﻕ ﺑﺷدﻩ
ﺧرﻳﺞ الﻣﺅسسﻪ التعلﻳﻣﻳﻪ التي اﻋﻣل ﺑﻬب ﻳﻣتلﻙ الﻣﻬارث التالﻳﻪ:
﴿أ﴾ الﻣﻬاﺭاﺕ اﻷﺳاﺳﻳﻪ
1

ِٙاساخ االعرّاع

5 4 3 2 1

2

ِٙاساخ االذصاي اٌٌفﻅٛ ٟاٌِحادصٗ

5 4 3 2 1

3

ِٙاسج لساﺀج ٚف َٙاٌِؼٌِٚبد اٌِلدِٗ ثﺃشوبٌٙب اٌِرؼددٖ (ﺻٚس ،سعِٚبد ث٠بٔ،ٗ٠
ِخططبد﴾

5 4 3 2 1

4

اعرخذاَ ذطث١ماخ اٌحاعٛب (جذاٚي اٌت١أاخ ،ادخاي ِؼٍِٛاخ)

5 4 3 2 1

5

اعرخذاَ اٌحاعٛب ف ٟذٕف١ز ِّٙاخ تغ١طح ( ﺇسعاي سعائً اٌىرش١ٔٚح ،اسفاق ٍِف ،صٛس)

5 4 3 2 1

﴿ب﴾ ﻣﻬاﺭاﺕ اﻹذاﺭﻩ الﺷﺧصﻳﻪ
6

ِِبسعخ عٌٛو٠بد ذرٕاعة ِغ اٌّؼا١٠ش االخالل١ح ٌّىاْ اٌؼًّ

5 4 3 2 1

7

اٌرؼاًِ ِغ ا٢خش ٓ٠تٕضا٘ح ٚصذق

5 4 3 2 1

8

حً اٌخالفاخ اٌﺷخصِ ٗ٠غ ا٢خس ْ٠ػْ ﻃس٠ق اٌحٚاس

5 4 3 2 1

9

اٌرل َ٠٠اٌدل٠ق ٌٌِﺷوٌٗ ﻹ٠جاد اٌحٌٚي أٌِاعتٗ

5 4 3 2 1

10

اٌمذسج ػٍ ٝضثط إٌفظ

5 4 3 2 1

11

احرشاَ اٌزاخ ٚاٌصمح تإٌفظ

5 4 3 2 1

12

ﺇظٙاس اذجا٘اخ ا٠جات١ح ٔح ٛاٌؼًّ

5 4 3 2 1

13

اٌّحافظح ػٍِٛ ٝاػ١ذ ايدٚاَ اٌشعّٟ

5 4 3 2 1

14

حغٓ ﺇداسج اٌٛلد ػٕذ ذٕف١ز اٌّٙاَ ٌِٛوٌٗ

5 4 3 2 1

15

ذحًّ اٌّغؤ١ٌٚح ذجاٖ االفؼاي اٌّرخزج

5 4 3 2 1

16

اٌمذسج ػٍ ٝاٌؼًّ ذحد اٌضغط

5 4 3 2 1

17

اٌرى١ف ِغ ِرغ١شاخ اٌؼًّ

5 4 3 2 1

 18االٌرضاَ تاٌرؼٍُ اٌّغرّش

5 4 3 2 1

 19اٌلدسٖ ػٌ ٝاٌِٚاصٔٗ ت ْ٠اٌح٠اٖ اٌﺷخصٚ ٗ٠اٌؼِي

5 4 3 2 1
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20

ذطث١ك ِؼا١٠ش اٌغالِح اٌّ١ٕٙح ف ٟاٌؼًّ

5 4 3 2 1

ِ 21شاػاج اٌغالِح اٌﺷخص ٗ٠ف ٟاٌؼًّ

5 4 3 2 1

اٌمذسج ػٍ ٝاٌؼًّ تشىً ِغرمً

5 4 3 2 1

22

ٚ 23ضغ خطح ػًّ  ٗ٠ِٚ٠لاتٍح ٌٍرٕف١ز

5 4 3 2 1

 24ا ٌذؼٌَ ِْ اﻷخﻃبﺀ ٚذجٔب ذوساس٘ا

5 4 3 2 1

﴿ﺝ﴾ ﻣﻬاﺭﺕ العﻣﻝ الﺟﻣبﻋﻲ
 25إعرخذاَ اٌِﺻﻁٌحبد اٌفٔ ٗ٠اٌغائذج فِ ٟىاْ اٌؼًّ
26

ف َٙاٌدٚس اﻹ٠جاتٌ ٟذؼاسﺽ ٚجٙاخ أٌظش داخي فس٠ق اٌؼِي

5 4 3 2 1
5 4 3 2 1

 27اٌرفاػً اﻹ٠جاتِ ٟغ اٌِششف ،ٓ١صِالء اٌؼًّ ،اٌصتائْ ﺇٌﺦ

5 4 3 2 1

 28ذمثً إٌمذ اٌثٕاء

5 4 3 2 1

 29ﺇحذساَ اٌذٔٚع ٚاﻹخذالﻑ ت ْ٠اﻷفساد ضِْ فس٠ق اٌؼِي

5 4 3 2 1

 30اٌِعاِ٘ٗ ف ٟػِي اٌفس٠ق تذٚف٠س اٌختساخ ٚاٌِؼٌِٚاخ أٌِاعتٗ

5 4 3 2 1

الﺠزء الثبلث -ﺃعئٍخ دﻳمﻮغزاﻓيت -اٌشعبء ٚضغ دائشح حٛي اٌشِض اٌز٠ ٞالئُ إعبثزه
ِ.31ب ٔٛع اٌّؤطعخ اٌرؼٌ ِٗ٠اٌز ٟرؼًّ ثٙب حبٌ١بً؟
ﺃِ -شوض رذس٠ت ِٟٕٙ
ةِ -ذسعخ صبٔ٠ٛخ ِ١ٕٙخ
ع -وٍ١خ ِغزّغ (عٕزبْ)
د -وٍ١خ ِغزّغ (صالس عٕٛاد)
٘ -عبِؼخ (ﺃسثغ عٕٛاد)

ِ.32ب ٘ ٛﺃػٍِ ٝؤً٘ ػٍّ ٟحصٍذ ػٍٗ١؟
ﺃ  -صبٔ٠ٛخ ػبِخ
ة  -وٍ١خ ِغزّغ ٕ٘ /ذعخ رطج١م١خ
ع -ثىبٌٛسٛ٠ط
د -دساعبد ػٍ١ب (ِبعغذ٠ش/دوزٛساح)
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ِ.33ب ٘ ٟسرجزه األوبد١ّ٠خ اٌحبٌ١خ؟
ﺃ-

ِذسة

ة ِ -ذسط
ع -ػض١٘ ٛئخ رذس٠ظ
د -سرجخ ﺃخش( ٜاٌشعبء اٌزٛض١ح).....................................................................................

.34اروش صالس ِٙبساد ﺃخس٠ ٜرٚعة ػٍ ٝاٌطبٌت اِزالوٙب ػٕذ اٌزخشط َ ْ اٌّؤعغخ اٌزؼٍ١ّ١خ:
......................................................................................................................1
......................................................................................................................2
......................................................................................................................3
 . 35أ٠ح اضبفبد رٚد روس٘ب حٛي خش٠جِ ٟؤععبد اٌرؼٍ ُ١اٌفٕٚ ٟاٌّٚ ٟٕٙاٌرذس٠ة أ ٚعٛق اٌؼًّ اﻷسدٔ:ٟ

ِغ اٍﺷوشٚاﻹحذشاَ
Muhammad Al-Alawneh
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APPENDIX B

Human Subject Protections Approval
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Date: Friday, January 16, 2009
From: Seisler, Andrea
To: Muhammad Al-Alawneh
CC: eif1@psu.edu Edgar I. Farmer
Subject: Results of Review of Proposal - Expedited (IRB #30006)
“Educators and Employers’ Perspectives on the Importance of Employability Skills of
Postsecondary Education Graduates for the Labor Market in Jordan”
The Office for Research Protections (ORP) has reviewed the above-referenced study and
determined it to be exempt from IRB review. You may begin your research. This study
qualifies under the following category (ies):
Category 2: Research involving the use of educational tests (cognitive, diagnostic, aptitude,
achievement), survey procedures, interview procedures, or observations of public behavior
unless: (i) information obtained is recorded in such a manner that human participants can be
identified, directly or through identifiers linked to the participants; and (ii) any disclosure of the
human participants‘ responses outside the research could reasonably place the participants at risk
of criminal or civil liability or be damaging to the participants‘ financial standing, employability,
or reputation. [45 CFR 46.101(b)(2].
Please Include your IRB number in any correspondence to the ORP. The principal investigator is
responsible for determining and adhering to additional requirements established by any outside
sponsors/funding sources.
The principal investigator is expected to maintain the original signed informed consent forms, if
applicable, along with the research records for at least three (3) years after termination of the
study. This will be the only correspondence you will receive from our office regarding this
exemption determination.
o The exempt consent form(s) will no longer be stamped with the approval/expiration
dates.
o The most recent consent form(s) that you sent in for review is the one that you are
expected to use.
o The Office for Research Protections will contact you in three (3) years to inquire if
this study will be on-going.
o

Any changes or modifications to the study must be submitted to the Office for
Research Protections on the Modification Request Form - Exemption available on our
website:

o

Modifications will not be accepted unless the Modification Request Form is
included with the submission.

Please do not hesitate to contact me if you have any questions or concerns.
Andrea R. Seisler,
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Letter of Recruitment

To whom it may concern,
Thank you for your participation in this study
I am Muhammad Al-Alawneh, a doctoral candidate at the Pennsylvania State
University, majoring in Career and Technical Education, Training and
Development. This survey is a part of doctoral dissertation research for the data
collection procedures in your organization.
The purpose of this dissertation is to investigate educators and employers‘
perspectives toward graduates of career and technical education institutions
employability skills in Jordan.
All information you provide will be kept anonymously and confidentially and the
results and the summary of the result will be used only for academic research
purpose
The questionnaire would take approximately 15-20 minutes to complete. This
questionnaire consists of three parts: Instructions, employability skills domain,
demographic section, and finally two close and open-ended questions that related
to graduates‘ employability skills and Jordan‘s labor market.
If you have any questions before, during or after the participation, please feel free
to contact the researcher mka137@psu.edu or USA (814) 238.0661
Thank you very much for your participation.
Sincerely,
Muhammad Al-Alawneh
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دػٛج ٌٍّشاسوح ف ٟتحس
ػض٠ض ٞاٌّشاسن
ﺃٔب ِحِد اٌؼال ،ٗٔٚﻁبٌة دوزٚساٖ ف ٟعبِؼخ ثٔعٌﭬبٔ٠ب⁄اِس٠وب ال َٚثئعساء ثحس وعصء ِْ اﻁسٚحخ
اٌدورٚساٖ ٚﺃسغة ف ٟدػٚرن ٍٍِشبسوٗ ف٘ ٟرٖ اٌدساعٗ
ٍلد رَ إخر٠بسن ٍٍِشبسوٗ ثٙرٖ اٌدساعٗ ثٔبءً ػٌِٚ ٝافلخ اٌِٶععخ اٌر ٟرؼِي ثٙب∙ ﺃسع ٚاٌؼٌَ
ِشبسورن ف٘ ٟرٖ اٌدساعٗ إخر٠بس∙ٗ٠

ﺃْ

ٍٍِشبسوٗ ف٘ ٟرٖ اٌدساعٗ ٠غة ﺃْ ال٠لي ػِسن ػْ  ١٨عٔٗ∙ ﺃسع ٚلساﺀح ٘رٖ اٌٚسلٗ ثرِؼْ لثي
اٌِٚافلٗ ػٌ ٝاٌِشبسوٗ·
إْ ِشبسورن ف٘ ٟرٖ اٌدساعٗ ٌْ ٠ؤصس ػٌ ٝػاللرن اٌحبٌ ٗ٠ا ٚاٌِعرلثٌِ ٗ٠غ عبِؼخ ثٔعٌﭬبٔ٠ب اِ ٚغ
اٌِؤععٗ اٌر ٟرؼِي ثٙب∙ اسع ٚاٌؼٌَ إْ اٍِشبسوٗ ف٘ ٟرٖ اٌدساعٗ ال رٔﻁ ٞٚػٌٝﺃ٠خ ِخبﻁس ععد٠خ
ﺃٔٚفع∙ٗ٠
إْ ِشاسورن ف٘ ٟرا اٌثحس عٚف رؼبِي ثعس ٗ٠ربِٗ٘ -رٖ اإلعرثبٔٗ ال رحر ٞٚﺃ٠خ ّؼٌّٚبد لد رحدد
٘٠ٚخ اٌشخﺹ اٌر ٞلاَ ثزؼثئزٙب
ٌد٠ن اٌحق ف ٟرٚع ٗ٠ﺃ٠خ اعئٌخ ررؼٌق ثٙرا اٌثحس ،إرﺻي ثبٌثبحس ػٌ ٝاٌسلَ ٨١٤٢٣٨٠٦٦١إرا واْ
ٌذ٠ن إعئٌٗ ا ٚإ٘رِبِبد حٚي ٘رٖ اٌدساعٗ∙

ﺷىشا
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Implied Informed Consent for Social Science Research
The Pennsylvania State University
IRB # 30006

Title of Project

Educators and Employers’ Perspectives
on the Importance of Employability Skills
of Postsecondary Education Graduates for
the Labor Market in Jordan.

Principle Investigator

Muhammad Al-Alawneh
409 Keller Building
University Park, PA 26802
(814) 863-4364; mka137@psu.edu

Advisor

Dr. Edgar Farmer
411 Keller Building
University Park, PA 16802
(814) 863-3858; eif1@psu.edu

1. Purpose of the Study:
The purpose of this study is to investigate educators and employers‘ perceptions on
employability skills of graduates from career and technical education institutions as
perceived by both education and work in Jordan. The study will also examine if there is
any difference in perceptions on employability skills among employers on assigned
variables on one hand, and if there is any difference in perceptions among educators on
the same assigned variables on the other hand.
2. Procedures to be followed: You will be asked to answer series questions about
graduates‘ of Career and Technical Education employability skills from your
perspective, and demographic information includes your education, specialization, type
of the institute, and your academic rank. The principal investigator, faculty advisors will
have access to the data collected.
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3. Benefits: In Jordan, there is a clear gap between education and work regarding what is
the first supply and what demands by the second. This study aims to conduct a
relationship between educators and worker in terms of employability skills that benefits
both setting and strength their relationship.
4. Duration: It will take you about 15-20 minutes to fill out the questionnaire.
5. Statement of Confidentiality: Your participation in this research is confidential. The
survey does not ask for any information that would identify who the responses belong to.
In the event of any publication or presentation resulting from the research, no personally
identifiable information will be shared because your name is no way linked to your
responses.
6. Right to Ask Questions: You can ask questions about this research. Contact
Muhammad Al-Alawneh (814) 863-4364 with questions. You can also call this number if
you have concerns about this research.
7. Voluntary participation: Your decision to be in this research is voluntary. Refusal to
take part on or withdrawing from this study will involve no penalty or loss benefits you
would receive otherwise.
Completion and return of the survey is considered your implied consent to participate in
this study. Please keep this form for your record.
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APPENDIX C
Letters of Permissions
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Permission Letter from the Conference Board of Canada for Using Some Terminologies and
Employability Skills Categories

Dear Mr. Al-Alawneh,
Thank you for your call and your interest in The Conference Board of Canada resources.
The Conference Board of Canada established the National Business and Education
Centre, now simply known as Education and Learning. The Education and Learning
webpage has grown to include strategic research in public education, employability skills,
innovation through learning and workplace learning outcomes. I have enclosed a link to
the Education and Learning webpage and the Employability Skills Tool section.
http://www.conferenceboard.ca/topics/education/learning-tools/employability-skills.aspx.
Please feel free to peruse the webpage and download the many case studies and research
that pertain to your area of focus.
We grant you permission to use this information regarding the ―Employability Skills
Profile: The Critical Skills required of the Canadian Workforce‖. There are two
conditions to this permission:
We request that you use the following credit line:
1.
Employability Skills 2000+ Brochure 2000 E/F (Ottawa: The Conference Board of
2.
Canada, 2000)
3.
Please send us one copy of the material in which The Conference Board of
Canada's
Employability Skills 2000+ brochure appears.
Thank you again for your interest in The Conference Board of Canada.
Best regards,
Faye Carter
Administrative and Meetings Coordinator
Education and Learning

The Conference Board of Canada
255 Smyth Road
Ottawa, ON K1H 8M7
T: 613-526-3090 x 392
F: 613-526-4857
Toll Free: 1-866-711-2262
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A letter to Al-Balqa Applied University to Ask for a Permission to conduct the
Research in their Institutions

Dear Dr. Abo-Qudais,
Asalamo Alaikom,
My name is Muhammad Al-Alawneh, I am a PhD student in the Department of Learning
and Performance Systems, Workforce Education and Development at The Pennsylvania
State University.
The Purpose of this e-mail is to request your assistance in a major research project
regarding Career and Technical Education (CTE) in Jordan. eof this study was to
investigate the perceptions of educators and employers about career and technical
Education (CTE) graduates‘ employability in the labor market in the north of Jordan.
I need to conduct this study in Irbid's area which will include Al-Huson University.
Therefore, I would be highly appreciated your permission for conducting this research in
your institution.
Please be assured that the participants in this research initiative will be held in the
strictest of confidence. All data will be analyzed and reported as group data only, and in
accordance to The Pennsylvania State University Policy for research initiatives.
However, if you have any questions or need additional information about this study, you
may contact me via e-mail or contact my adviser Professor Edgar I. Farmer, Department
Head, Learning and Performance Systems at the Pennsylvania State University.
His e-mail address is: eif1@psu.edu.

Thank you very much for your assistance and support.
Sincerely
Muhammad Al-Alawneh
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Response Letter of Permissions from Al-Balqa Applied University

Dear Mr. AL –Alawneh,
Thank you for your recent inquiry addressed to BAU President regarding your request to
be assisted in conducting your research at our University, we certainly want you to
benefit from your association with the BAU, and accordingly you are welcome to
conduct your research at our University.
If you are conducting your research at our University, please note that:


Your survey must be completed anonymously.



Participation by our staff is entirely voluntarily.



There will be no financial support from the University.

For any further assistance please do not hesitate to contact us.

Sincerely,

Prof. Munib Saket
Vice President for Planning Development and Community Affairs
Al-Balqa Applied University
Amman, Jordan
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A Letter from the Local Researcher Fadi Khaled Mufleh

Dear Muhammad,
I have contacted the person in charge in the Al-Hassan Industrial Zone to seek his
assistance in conducting your study there. He is willing to help and assist me to access to
the Industrial Zone to conduct the study there. However, they required a formal letter
from your university/ your academic adviser, and based on that they will send me a
formal letter for your reference.
Thank you
Researcher, Fadi Khaled
Irbid, Jordan
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A letter from the Academic Adviser to the Director of Al-Hassan Industrial Zone

Al-Hassan Industrial Zone
Irbid, Jordan
Dear Director,
The purpose of this letter is to request your endorsement and assistance in a major
research project regarding educators and employers‘ perceptions on employability skills
of graduates in Jordan. This particular project is directed by one of my doctoral students,
Muhammad Al-Alawneh from Jordan; who is an emerging leader, practitioner, and
advocate for technical education. Researchers and colleagues have expressed an interest
in the results of Mr. Al-Alawneh‘s research.
The primary purpose of this study was to investigate the perceptions of educators and
employers about career and technical education (CTE) graduates‘ employability in the
labor market in the north of Jordan. Your involvement will undoubtedly enhance the
success of this initiative.
Please be assured that information by participants will be held in the strictest of
confidence. All data will be analyzed and reported as group data only, and in accordance
with Penn State University policy for research initiatives.
Soon, you will receive more information from Mr. Fadi Khaled regarding Mr. AlAlawneh‘s informative and timely study. However, if you have any questions or need
additional information about this study, you may contact me at (814) 863-3858 or email
me at eif1@psu.edu
Thank you very much for your assistance and support of this noteworthy initiative.
Sincerely,
Dr. Edgar I. Farmer, Academic Adviser
Department Head and Professor of Education
Learning and Performance Systems
The Pennsylvania State University
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A letter of Permission from the Ministry of Education/Department of Education in
Irbid School District
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APPENDIX D
Letter of Equivalent Translations for the Survey and the other Translated
Documents
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A letter from Professor Nashat Zuraikat

Dear Muhammad,
I just finished reviewing the survey. To the best of my knowledge, I found that the
translation is consistent and accurately reflect the contents of the English version of the
survey.
Can I email this statement to your adviser, or he needs a formal letter? Please let me
know his email address so I can do that tomorrow.

Nashat Zuraikat, Professor and Graduate Coordinator
Department of Nursing and Allied Health Professions
Indiana University of Pennsylvania
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APPENDIX E
Companies’ and Organization Names Located in the Al-Hassan Industrial Zone

170

Production

ِغجٛوبد ٕ٘ذع١خ
فٛالر٠خ ٚحذ٠ذ٠خ
أزبط اٌّغ٘ٛشاد
ٚﺻبغخ اٌز٘ت
فٛأ١ظ أبسٖ ػٍت
ثالعز١ى١خ وٙشثبئ١خ
اٌغزبئش اٌّؼذٔ١خ
ﺻٕبػخ اٌفالرش

Type of the Industry and
Business
اٌصٕبػبد إٌٙذع١خ اٌؼشث١خ
اٌؼصش ٌٍصٕبػبد اٌز٘ج١خ
ِؤعغخ اٌّشبس٠غ اٌّؼذٔ١خ اٌحذ٠ضٗ
اٌششوخ االسدٔ١خ إٌٌٛٙذ٠خ ٌصٕبػخ اٌغزبئش
رَ.َ.
ششوخ اسثذ ٌصٕبػخ اٌفالرش

Company's Name

ARAB ENGINEERING INDUSTRIES
CO. LTD.
CENTURY GOLD INDUSTRIES
CO.LTD
MODERN EST FOR METALLIC
JORDAN HOLLAND CO. FOR MFG
CURTAINS
ERBED FOR FILTERS
MANUFACTORING
RAY LIGHTINNG EST

اعٙضح ٚٚحذاد أبسٖ

ششوخ ساثح اٌغجبػٚ ٟششوبٖ )اٌشؼبع
ٌالٔبسٖ(
اٌششٚق ٌصٓاػخ اٌٛالػبد

او١بط ثالعز١ى١خ

اٌششوخ االسدٔ١خ ٌصٕبػبد اٌج ٌٟٛثشٚثٍٓ١

JORDANIAN POLY PROPYLENE

ِٛاد ِٕضٌ١خ ثالعز١ى١خ

ششوخ احّذ ػٍِ ٟغؼٛد دٚلشأٚ ٟششوبٖ

ِغبحبد اسضٗ١
ػجٛاد ثالعز١ى١خ

ششوخ ٠ضْ ِحّذ ػجذ اٌغٕ ٟاٌشثبػٟ
ٚششوبٖ
ششوخ ػجذ اٌشؤٚف اث ٛحغٍٗ ٚشش٠ىزٗ

ادٚاد ثالعز١ى١خ
ػاللبد ثالعز١ى١خ

ِصٕغ دٕ٠ب عّؼبْ
أذ ثالعز١ه اٌصٕبػ١خ اٌزغبس٠خ اٌّحذٚدٖ

AHMADDOUGRANY
&PARTENERSCO
HYDAR ABED AL-GHANI RABBEI
CO.
ABDUL RA'OOF ABOU HAJLEH
&PARTNER CO.
DINA SAMA'AN
AND BLASTIK SAN VE TIK. LTD

لبرً حششاد ِضً٠
سائحخ اٌؼشق
اٌصبثْٛ
د٘بٔبد ِٚؼبعٓ١

ششوخ ﺻٕبػخ ِغزحضشاد اٌزغًّ١
ٚاٌّٛاد اٌىّ١ب٠ٚخ إٌّضٌ١خ
ششوخ وبًِ ػبصس
ِصٕغ اساث١ال ٌٍذ٘بٔبد ٚاٌّؼبع/ ٓ١ششوخ
ِص
ششوخ عذاسا ٌصٕبػخ اٌذ٘بٔبد
ششوخ اٌغّبء اٌّشّغخ ٌصٕبػخ إٌّظفبد
ا٠غٗ ٌصٓاػخ اٌذ٘بٔبد

HOUSEHOLD & TOILETRIES MFG,
CO.
KAMEL AZER & SONS CO.
MUSTAFA AL-SAWAI CO./ARBILLA

ِج١ذاد صساػ١خ ،اد٠ٚخ
ث١طش٠خ
ِٕزغبد ﺻ١ذالٔ١خ
ٌٍحمٓ ٚاٌّطٙشاد
االعّذح اٌضساػ١خ

اٌششوخ اٌؼشث١خ ٌصٕبػخ اٌّج١ذاد ٚاالد٠ٚخ
اٌج١طش٠خ
اٌششوخ اٌؼشث١خ ٌصٕبػخ اٌّج١ذاد ٚاالد٠ٚخ
اٌج١طش٠خ
ششوخ اٌجزشاء ٌٍصٕبػب اٌضساػ١خ

ﺻٕبػخ اٌٛالػبد

د٘بٔبد
ﺻٕبػخ إٌّظفبد
ﺻٕبػخ اٌذ٘بٔبد

ALSHUROOK FOR LIGHTES

JADARA PAINT FACTORY CO
ALSAMMA AL MUSHMASA CO
ACAR BOYA

THE ARAB PESTICIDES
&VETERINARY DRUGS CO.
THE ARAB PESTICIDES
&VETERINARY DRUGS CO.
PETRA AGRICULTURAL
INDUSTRIES
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ARAB CO. FOR VET. PRODUCT &
AG.
THE FERTILE CRESCENT
FORPRODUCTION OF VET & AGRI.
MEDICI
MEDM AC. FOR
MANUFACTURINGAGR.
CHEMICALS & VETERINARY PR
MOHAMMED SALEH MOHAMMED
ABUHUSSEIN

خ٠طش١خ اٌج٠ٚششوخ اٌؼشة ٌصٕبػخ االد
خ١اٌضساػٚ
ضخ٠خ اٌحذ١ٌٚت اٌذ١الي اٌخصٌٙششوخ ا

خ٠طش١خ ث٠ٚاد
ذاد١ِجٚ خ٠طش١خ ث٠ٚاد
خ٠حشش

خ٠ٚاالدٚ ٖششوخ ِذِبن الٔزبط االعّذ
خ٠طش١خ اٌج١اٌضساػ

ذاد١ِجٚ خ٠طش١خ ث٠ٚاد
خ٠حشش

ٓ١ حغِٛحّذ ﺻبٌح ِحّذ اث

ٟﺻٕبػخ اٌمطٓ اٌطج

ADEL H. ABU HASHEISH
&PARTNERS CO
NUMAN FOR WATER TECHNOLOGY
ESTABLISHMENT

ٖششوبٚ ش١ حشٛششوخ ػبدي حغٓ اث

خ١ٕ١طح

ٖب١ِب اي١عٌِٕٛٛؤعغخ ٔؼّبْ ٌزى

بٖ اٌششة١ِ رجئخ

THE AMERICAN
JORDANIANCOMPANY FOR
APPAREL. LTD
MILLENNUM GARMENTFACTORY.
FALCON
JORDANINANINTERNATIONAL
GARMENT INDUSTRIE
AL-METHALEEH READYWEARS CO.
UNITED
BRIGHTGARMENNTFACTORY.
ALSARSHAF FOR LINNEN COV.L.T.D

خ ٌصٕبػخ االٌجغخ١ى٠خ اٌّش١ٔاٌششوخ االسد

ﺻٕبػخ

ٖٗ ٌصٕبػخ اٌّالثظ اٌغب٘ض١اٌششوخ االٌف
خ ٌصٕبػخ اٌّالثظ١ٌّخ اٌؼب١ٔاٌصفشاالسد

ﺻٕبػخ
ﺻٕبػخ

ٖخ ٌصٕبػخ االٌجغخ اٌغب٘ض١ٌاٌّضب
ششوخ االرحبد اٌغبطغ ٌصٕبػخ االٌجغخ
ٖاٌغب٘ض
بضبد١ششوخ اٌشششف ٌصٕبػخ اٌج
اٌششاشفٚ ب٠اٌّالٚ
ششوخ اٌؼصش ٌالٌجغخ
ششوخ اٌؼصش ٌٍجذالد
ٗ١ششوخ اٌؼصش ٌالٌججغٗ اٌطج
شٖ ٌصٕبػخ االٔغغخ١ششوخ اٌّغ

ﺻٕبػخ
ﺻٕبػخ

ﺻٕبػخ اٌجغخ عب٘ضح
خ١ٌﺻٕبػخ ثذالد سعب
ٗ٠ﺻٕبػخ ِالثظ طت
ﺻٕبػخ

ششوخ ِؼغضح اٌؼصش
خ ٌصٕبػخ االٌجغخ١ٌٚاحخ اٌذٌٛششوخ ا
خ ٌصٔبػخ االٌجغخ١ٔٓ االسد١ِؤعغخ حغ

ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ

ششوخ االػّبي اٌّخٍصخ ٌصٕبػخ االٌجغخ
اٌصجبس ٌصٕبػخ االٌجغخ
خ ٌصٕبػخ االٌجغخ١ٌٚاالػّبي اٌذ

ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ

ٔبيٛ أزشٔبشٟششوخ ِصٕغ اَ ث

ﺻٕبػخ

ذف ٌصٕبػخ االٌجغخٌٙششوخ ا
ٞد اٌغبثشِّٛحٚ ٓحغٚ احّذ

ﺻٕبػخ
ﺻٕبػخ

CENTURY WEAR CO.
CENTURY TAILORING CO. LTD.
CENTURY STANDARD TEXTILE CO.
ALMASERAH FOR
GARMENTINDUSTRIES
CENTURY MIRACLE - com
OASIS TEXTILE COM
HUSSEIN JORDANIAN
FORGARMENTS
GARMENTMANUFACTURING CO.
CACTUS APPAREL LTD.
INTERNATIONAL
BUSINESSGARMENT
EMBEE INTRNATINOL
GARMENTFACTORY
purpose co for garment
ALJABRI TEXTEL FACTORY

ﺻٕبػخ
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MOHAMAD THAHER
MAHMOODMESTREHI
MOHAMAD OBAIDAT AND
IBRAHEEMORABI
GOLDEN SAND FACTORY
MOHAMAD IBRAHEEM ORABE
GALAXY APPREL IND.COM
JORDAN STAR COM.
ASIA STAR FOR TEXTILES
HANI SHBUOL&PARTENAR
SANA GARMENT FACTORY

TINA GOU APPAREL CO
AL_TAYASEERFOR GARMENT
FACTORY
MUSA COMPANY FOR
READYGARMENT
CLASSIC FASHION
APPARELINDUSTRY
AL- ASHEQ CO
AL- MARWAA CO
RUBINA APAREL COMPANY
ALMADAREC CO FOR GARMENT
RAMA COM APPAREL
ABU GAZEE AND PARTINER CO.

ِؤعغخ اٌظب٘ش ٌصٕبػخ االٌجغخ

ﺻٕبػخ

ُٟ ِحّذ ػشاث١٘اثشاٚ ذاد١ِحّذ ػج

ﺻٕبػخ

خ ٌصٕبػخ االٌجغخ١اٌشِبي اٌز٘ج
ش ٌصٕبػخ االٌجغخ١اة اٌخِٛصٕغ اث
دسة اٌزجبٔٗ ٌصٕبػخ االٌجغخ
ششوخ ٔظَ االسدْ ٌصٕبػخ االٌجغخ
ب ٌصٕبػخ االٌجغخ١ششوخ ٔغّخ اع
ٗىز٠ششٚ يٛ شجٟٔششوخ ٘ب
ِٗصٕغ عٕبء ٌالٌجغ

ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ

) ٗى٠ششٚ ٛبٔغ ل٠ ( ششوخ
ش ٌصٕبػخ االٌجغخ١بع١اٌز

ﺻٕبػخ
ﺻٕبػخ

 ٌصٕبػخ االٌجغخٝعِٛ ِصٕغ

ﺻٕبػخ

خ ٌصٕبػخ االٌجغخ٠ذ١ٍبء اٌزم٠ششوخ االص

ﺻٕبػخ

ششوخ اٌؼبشك ٌصٕبػخ االٌجغخ
ٖ ٌصٕبػخ االٌجغخٚاٌّش
ٕب ٌصٕبػخ االٌجغخ١ثٚس
ششوخ اٌّذاسن ٌصٕبػخ االٌجغخ
ششوخ ساِب ٌصٕبػخ االٌجغخ
ٗى٠ششٚ ٞ غبصٛششوخ اث

ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ
ﺻٕبػخ

التعبئت ﻭالتغليف

IBRAHIM ABDUL AZIZ ALBAYED

ض٠ض ِحّذاٌجب٠ُ ػجذ اٌؼض١٘اثشا

ف١ٍرغٚ ٗرؼجئ

Other organizations, companies and small businesses
YARMOUK UNIVERSITY/
DEPARTMENT OF OPERATION AND
MAINTENANCE
IRBID POWER COMPANY/ SEVERAL
DEPARTMENTS
SMALL BUSINESSES

YARMOUK UNIVERSITY

EDUCATION /
SERVICES

IRBID POWER COMPANY

SERVICES

IRBID INDUSTRIAL CITY

SERVICES AND
PRODUCTS
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APPENDIX F
Career and Technical Education Institutions in Irbid Area
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1. Vocational Training Centers
a. Hakama Vocational Center
b. Irbid Vocational Center
2. Industrial High School
a. Irbid industrial School
b. Al-Zarnooji Comprehension School

3. Two-year Community College
a. Al-Razi community College
b. Ibn Khaldon Community College

4. Four-year University
a. Yarmouk University
b. Al-Balqa Applied University
c. Jordan University for Science and Technology
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