





Thus some key questions for future policy interventions include:

who are the priority groups

where the most serious gaps are for such groups be they related to e.g. which assets, dimensions of deployment or presentational skills
how these gaps might best be remedied and

which of the arms of public policy are best placed to add such value and how through interventions.

Finally, whatever the interventions, they need to be evaluated so that lessons can be fed back into further improvements and to the decision to continue with, change or stop
such interventions. Potential measures include those relating to input measures, e.g. possession of vocational qualifications, or the receipt of careers management training;
perception measures, e.g. the views of employers and the workforce of their employability; and outcome measures, e.g. the speed at which people are able to get jobs or
‘measurements of failure’, e.g. the numbers or proportion of people with difficulty finding or keeping work, or the number of job changes, however defined. Obviously there
is room for some combination of all three. Whatever route is chosen, it is important to take account of the overall state of the labour market and how it is changing, to take
account of any dead-weight effect and assess true additionality.

Duality of Employability

An alternative account of employability takes a more relative approach. Brown and Hesketh define employability as ‘the relative chances of getting and maintaining
different kinds of employment’ (2004).

While most people view employability in absolute terms, focussing on the need for individuals to obtain credentials, knowledge and social status, the concept of
employability can also be seen as subjective and dependent on contextual factors. ‘Employability not only depends on whether one is able to fulfil the requirements of
specific jobs, but also on how one stands relative to others within a hierarchy of job seekers’ (Brown and Hesketh, 2004). Taking the supply and demand of labour into
account challenges the idea that credentials, knowledge and social status alone will guarantee a good position in the labour market.

With the move to a more knowledge based economy, it is widely thought that there is an increasing demand for high-calibre managerial talent. However, a focus on
obtaining skills in order to gain good employment has led to an over-supply of graduates and a larger number of contenders chasing the same top jobs. Brown and Hesketh
argue that there is a clear mismatch between individuals’ expectations of employability and the realities posed by the labour market.

Under these conditions, students will use a number of tactics in the labour market to maintain competitive advantage. Brown and Hesketh identify two ideal types of
individuals entering the labour market. Those who will do anything to get a top job are classed as ‘players’. Players are not afraid to take on a different identity if they feel
that is what the employer is looking for. The second type, 'purists', are those who believe that job market outcomes should reflect meritocratic achievement. For purists it is
important to maintain an authentic sense of self as this will ensure a good fit between individual capabilities and occupational demands. Purists may be as competitive as
Players but feel that Players are cheating in order to get ahead.

This view of employability incorporates the dual aspects of supply and demand of labour to show that advancing one’s position in the labour market by gaining credentials is
partially dependent on structural factors outside the individual’s control. The recent financial crisis demonstrates that global economic factors can and do have a significant
impact on the likelihood of an individual securing a job regardless of their skills, credentials and social status.
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