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Abstract

Emerging technological environments and social media networking have led many design companies in Malaysia to select qualified employees with the
required skillset. Towards this, graphic design graduates must have an individual portfolio but placing them for a job with relevant skills requirements is
not easy. Thus, this paper aims to ascertain the competencies and skillset required by employers. The researcher analyzed 30 internet job advertising to
determine three key competencies and skill sets connected with the study’s objectives. The findings are highly beneficial for the Graphic Design graduates
towards meeting the employers’ expectations.
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1.0 Introduction

The rapid changes in creative industries were giving significant challenges for most graphic design graduates. Recruitment of newly
graduated graphic designers may be a thorough yet exciting process, as Careerplanner.com (1997-2021) estimated that recruitment for
graphic designers will grow at a 5% pace between 2016 and 2026, almost as fast as the average for all occupations. Within these scenarios,
the emerging technological environment and social media networking for the last few decades have led many design companies to become
competitive in selecting qualified design employees who could perform the required skill set and expertise. With the dynamic impact and
intense evolution of the internet, companies have used social media platforms to recruit online. Regardless of specifying the job skillset for
the posts of graphic designers, tracking the right candidates’ competencies through their digital portfolios suitable to the skill requirements
is still relatively low (Abd-Wahab et al. (2016); Careerplanner.com, 2021; Cheung, 2016). Nevertheless, there is also the case in which
information and requirement are sometimes unclear to what employers want and value in an applicant’s portfolio. In reverse, the graduates
are also uncertain in their career path to comply with what employers expect as posted in their advertisements. In addressing the situations,
the objective of this study is to identify the competencies and skillset required by employers through an analysis of online job
advertisements. Additionally, this study intends to investigate how the student’s skill competencies are linked to what future employers
believe in the value of e-portfolio reflects career credentials. The study’s outcomes would be fundamental guidelines for graphic graduate
students to prepare digital portfolios that match the designer position requirements.
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2.0 Literature Review

In Malaysia, most job agencies nowadays are preferred to use online platforms for posting job recruitment. Previously, the most popular
online platform was a website including Jobstreet.com, Jobs Malaysia, Job Majestic, Best Jobs PartTimePost.com, Freelancing.my, and
Remotelah. Therefore, with the rapid changes in creative industries, many job agencies have moved to other platforms such as social
media, which reported that almost 92% of employers use social media to screen and discover high-quality candidates (Heller & Fernandes,
2004; Morrison, 2015). Using social media platforms such as Facebook, Instagram, Twitter, and Linkedin is also popular in hiring
professionals (Heller & Fernandes, 2004). Essentially, these online platforms provide access to a broader audience that enables various
organizations to reach potential candidates based on a specific job description. As Facebook becomes one of the world’s largest and most
popular social network platforms (Muller, 2021) that are easily accessible by job seekers through intelligent mobile devices, most employers
find it convenient to advertise job vacancies in their organizations. Figure 1 exhibits two samples of recent job advertisements for graphic
designers through Facebook sites.
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Fig. 1: Sample of local recruitment advertisement for graphic designer positions in Facebook sites.

According to previous research, most businesses use skills and academic performance as essential factors for selecting prospective
employees. Employers utilize academic grades and aptitude to determine how students have completed their degrees and how educated
they are in their fields of study, according to Pool and Sewell (2007). Potential employers primarily offer job opportunities to students with
vital academic records, which occurs even before they graduate. Academic success does not reflect a student’s willingness to adapt and
integrate into the workplace. As a result, the students’ soft skills will be examined and verified during the evaluation and selection process.
Thus, mastery of the needed competencies leads to effective job performance. In professional design practice, effective job performance
is the achievement of specified job results through specific competencies while meeting current trends and job expectations (Chiang, Idris
& Chuen, 2019).

On the other hand, an e-Portfolio is the tool to showcase students’ talent and work that can be demonstrated during their academic
years while providing access to employers and other stakeholders for viewing (Mohamad, Embi & Nordin, 2016). Chang (2019) stated that
creating an e-Portfolio showcase demonstrates the job applicant's learning experiences and research projects in a broader context that
directly exhibits prior artwork or other work in progress. Accordingly, Lieven (2014) claimed that the e-Portfolio showcase sets a two-way
communication system that allows mutual understanding of competencies both from the perspective of job seekers and employers. This
claim believed through e-portfolio, students can enhance their ability and critically reflect on their vital skills, especially when employers
can constantly view their work achievements concerning their developmental goals. Furthermore, Hinton (2017) discovered that almost
65% of employers accept that ePortfolio provides better applicants skills and abilities in assisting through the hiring and screening process,
which
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constantly describes the potential candidate experience. Other reasons include ease of access to information, providing a better overall
picture of an applicant, giving a better understanding of an applicant’s skills and abilities, and assisting with the hiring and screening
process to provide more information about the applicant’s educational experience.

Moreover, the use of an e-Portfolio would benefit the students from many perspectives. As stated by Watty and McKay (2016), providing
the evidence of skills in e-Portfolio helps increase the opportunity for future employers to source the best candidate in a broader context.
Completely, graduates’ e-Portfolio should contain specific items as a piece of evidence and background that relevant to the job application,
such as applicants critiquing something, evidence of learning, progress, thinking, and judgment; and information presented more visually.
Thus, an e-Portfolio provides students with creative options to transfer their experiences in interactive and meaningful visuals that indicate
their design skills level.

3.0 Methodology

The researcher conducted a systematic document review in gathering online job advertisements collected from Facebook. The objective
of the study is to identify graphic graduate digital portfolio as an employability skills requirement that was listed based on three primary
means of competencies : (1) competencies and transferable skill (what to deliver), (i) knowledge and skills (fo know), and (iii) personal
characteristic (to have).

As a profiling method, the three competencies of graphic design graduates in their e-portfolio and data from job advertisements were
collected and compiled according to categories (job responsibility, job requirement and scope). These categories of competencies connect
to what employers (as analyzed from Facebook job requirements) demanded. These data are thematically analyzed to ascertain an initial
set of patterns on what employers require from graphic design applicants according to a job specification based on the current review of
practices advertised online for graphic designers’ job placement. The analysis further expanded through content analysis of the data set,
which provides a structure by examining the applicant’s skills, knowledge and abilities on how they critically reflect their design skills in the
digital portfolio presentation for employment. However, some employers may anticipate a different set of requirements from the candidate’s
background of knowledge and skills as advertised. Still, the most frequently cited competence area selected was relevant to the experience
of graphic design abilities.

There are three stages of data collection and analysis procedure applied to achieve the objectives. The first stage involved a
compilation of online job advertisements from Facebook. The second stage is about comparative analysis of the data revealed from the
online job advertisement collection towards three primary means of competencies: skills, knowledge, and abilities. Finally, the findings are
categorized accordingly with the three major competency standards.

4.0 Findings

A total of 30 online job advertising randomly gathered from Facebook sites over six months. These job adverts are placed online by
numerous firms seeking to hire a graphic designer. The frequency of those 30 online job advertisements has been screened thoroughly
according to the three primary means of competencies. As established in an extensive literature, three necessary competencies as the
basis for the analysis were selected, which are (1) competencies and transferable skills (what to deliver), (i) knowledge and skills (fo
know), and (iii) personal characteristic (fo have). These three significant competencies represent three different domains, namely, (i) job
responsibilities, (ii) job requirements, and (iii) job scope. The essential competencies represent in Table 1 below.

Table 1. The major competencies

Competence and Knowledge and Skills Personal Characteristic
transferable skill (to know) (to have)
(what to deliver)
Job Responsibilities Job Requirements Job scope
Design digital works Creative Working experience
Creative concepts and Technical design skills Able to work under pressure
visuals
Photo manipulation Software design skills Team oriented
Video editing Motivation
Knowledge of design Versatile and adaptable
elements
Social media expert Passionate towards design

Independent and hardworking

The first competency refers to the job responsibilities, which indicates the convertible skill that is more on what designer should
understand the job duties. Secondly, the prerequisites for creative, technical and software design talents. It represents digital design,
unique concepts and aesthetics, and picture modification skills. The third competency concerns the scope of employment, which combines
designer job experience and attitudes.

According to an analysis of the content of online job adverts, employers have recognized a variety of abilities as vital for graphic
graduates. The data analysis results are in Table 2.
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Table 2. Tabulated data of digital portfolio employability skill requirement by companies in online advertisement
Percent %

Competencies Domain N=14
Competence and transferable skill ~ Design digital works 93.3
(what to deliver) Creative concepts and visuals 66.6
Photo manipulation 30
Knowledge and Skills Creative 90
(to know) Technical design skills 93.3
Software design skills 100
Video editing 16.6
Knowledge of design elements 13.3
Social media expert 20
Personal Characteristic Working experience 233
(to have) Able to work under pressure 36.6
Team oriented 73.3
Motivation 33.3
Versatile and adaptable 10
Passionate towards design 63.3
Independent and hardworking 86.6

Data demonstrates that most companies recognize the value of possessing transferrable skills, knowledge, and a solid personal attitude.
Almost all domains for each competency are equipped and scored higher. Below is the results of each competency with each domain’s
score (Table 3, Table 4 and Table 5).

4.1 Competencies 1: Competence and transferable skill (what to deliver)

Table 3. The score for each domain of transferable skills

0,
Competencies Domain Percent %

N=14
Competence and transferable skill ~ Design digital works 93.3
(what to deliver) Creative concepts and visuals 66.6

Photo manipulation 30

Although the requirement for candidates to demonstrate skills in photo manipulation is only at 30%, it is interesting to know that employers
are considering this skill. By referring to Table 3, on the transferable skill required from the graphic design graduates, the analysis exposed
93.3% of the employers as are necessary for talents who can design digital works. This result is highly substantial as the design industry
is advancing with cutting-edge digital technologies. Meanwhile, the ability to deliver creative concepts and visual are expected at only
66.6% by employers. It advocates that employers already expect that design students should readily be conceptually and visually creative
to be involved in the field as expected in the design field.

4.2 Competencies 2: Knowledge and Skills (to know)

Table 4. The score for each domain of knowledge and skills

0,
Competencies Domain Percent %

N=14

Knowledge and Skills Creative 90
(to know) Technical design skills 93.3
Software design skills 100
Video editing 16.6
Knowledge of design elements 13.3

Social media expert 20

Table 4 shows the result from the analysis, which established that most employers expect the candidate for the graphic designer post to
demonstrate their competencies in delivering creative works through a digital platform, which scored 100% of the analysis established
from software design skill. Candidates for the graphic designer post should also express their competencies in delivering creative works
and should have applied knowledge in their skillset, particularly technical design skills, with a score of 93.3% analysis data on online job
advertisements. The results indicated that 90% requirement for candidates to be creative. Although skills in social media, video editing,
and design elements are relatively low, these skills are relevant in digital design.

4.3 Competencies 3: Personal Characteristic (fo have)

Table 5. The score for each domain of Personal Characteristic

0,
Competencies Domain Percent %

N=14
Personal Characteristic Working experience 233
(to have) Able to work under pressure 36.6
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Team oriented 733
Motivation 33.3
Versatile and adaptable 10

Passionate towards design 63.3
Independent and hardworking 86.6

Essentially, soft-skill abilities are also crucial in recruiting new talents, and it is interesting to identify that the list for the requirement is
substantially varied. Table 5 explains that most employers (86.6%) look for independent and hardworking applicants but can still be team
players (73.3%). It is also crucial that a team player needs to be passionate about design work (63.3%) and able to handle pressure (36.6%)
while maintaining motivation (33.3%). Only 23.2% of employers seek applicants with working experience. It may be because the design is
also an academic activity in which new graduates should have essential experiences. Meanwhile, 10% of the advertisements require that
applicants should be versatile and adaptable.

Based on data results from the analysis, it suggested that individual skillset by each candidate for graphic design post is the main
requirement asked by the employers. Based on the results shown, most employers focused on technical design skills and digital design.
Indeed, the analysis also revealed that some critical skills such as software design and technologies are in high demand, requiring graphic
graduates to acquire a wide range of specific skills relevant to the industry. Importantly, this study lays the foundation for a more profound
knowledge of graphic graduates’ critical competencies as they prepare for industrial needs. The skills listed in the competencies list could
serve as the fundamentals for identifying core competencies required from graphic graduates. With the pressure of the current of IR4.0,
each graphic graduate should be skillful in designing and critical in theory, particularly in problem-solving. Thus, each institution that intends
to have a graphic design program should provide the students with the appropriate design tools to assist students in developing the
necessary skills in preparing them for the working world.

5.0 Discussion

Job vacancy advertisements for graphic design would usually indicate specific criteria and the requisite competencies from applicants,
supplemented with work experience and personal characteristics with educational and professional credentials. Meanwhile, an e-Portfolio
is a tool to showcase students’ talent and work during their study time. There are a few suggestions for future study that can be examined
for the e-portfolio by graphic graduates to determine the relevant content to meet the demands of the industry. This is to guarantee that
the  e-portfolio has values that conform with online advertising standards. As a result, it is suggested that a guideline be developed to
ensure that graphic design graduates will be adequately prepared for work in the design industry.

6.0 Conclusion & Recommendations

While numerous classification schemes were adopted to classify graduate capabilities, common knowledge included academic
qualifications and personal identity. As design practices progress with the new digital platform, graphic designers need to get accustomed
to the technologies and develop new skills and competencies to stay relevant in the job market. This study has identified the list of abilities
employers highly value and asked from graphic design graduates’. As this study is a foundation to the preliminary research undergoing
within the graphic design graduates, further research on models and theory could discuss and expand for a more comprehensive approach
on a digital portfolio that includes valuable employability requirements.
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