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Abstract

Career counseling and employment in Technical & Vocational Education and Training
(TVET) sector is considered an important component for coping with the economic
challenges, the world is facing today. This study focused on the graduates of TVET in
Pakistan by collecting data from principals, employed TVET graduates and their respective
employers. Our findings support our argument that career counseling is important for
employment in TVET sector. We recommend empirical validation career counseling for
TVET graduates in particular and all graduates in general. The career counseling needs to be
explored conceptually with reference to under developed economies.

Keywords: career counseling & vocational guidance, employment skills, labour market,
TVET sector, skilled manpower

1. Introduction

Career counseling refers to explore the interests of students and guide them to choose their
professional career keeping in view their strengths, weaknesses, resources and opportunities.
Students always require professional career counselors to guide them to develop
self-awareness in personal interests, skills, knowledge, potentials, weaknesses and assess
occupational opportunities such as employment trends, competencies in the field, requirement
of employment and job description (Kok & Low, 2017). They also need to prepare a career
plan related to their career search, goal setting, the ways to realize goals, and cultivate
job-searching skills. This includes identifying potential employers, preparing résumes,
preparing for interviews (Getachew et al., 2016). Every culture has its own ways of schooling
its young into the world of work. Within each culture there are differences in career- and
more broadly life related opportunities and constraints, depending on age, gender, ethnicity,
socioeconomic status, urban rural residence, and migrant or immigrant status (Arulmani,
2011). Hence, the role of career counseling and vocational guidance services is precious in
empowering students to select the best fit with their ability, interest, personality and in the
long run a satisfied life (Santilli et al., 2017). This study describes the importance of career
counseling for students for acquiring the employment skills.

Marilyn (2008) refers that employability is all about being capable of getting and keeping
work done as per requirement. To him, employability is the capacity to deploy
self-sufficiently within the labor market to realize potential through sustainable employment.
Employability consists of four important elements: a person’s employability assets; which
consists of knowledge, skills and attitudes, deployment; which includes career management
skills, and job search skills), presentation; which is concerned with job getting skills, for
example CV writing, work experience and interview techniques and finally, a person’s ability
to make the most of his employability assets, a lot depends on his personal circumstances (for
example family responsibilities) and external factors (for example the current level of
opportunity within the labor market), employability of competencies such as ability, aptitude
and qualities developed in context that can be applied to an occupation or career. These can
be identified as employability skills.
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Survey by Association of Graduate Recruiters (AGR) has underlined the multiple
shortcomings related to employability skills including:  “Softer’ skills such as team-working,
leadership and project management, awareness of their chosen industry sector; commercial
awareness and business/organization understanding (AGR, 2007). These deficiencies might
be made up by institutionalizing formal set up of career counseling and vocational guidance
system at the training institutes. AGR has further stated that more than 70% of their members
use competency-based selection methods and due to lacking in the softer skills, graduates
find it difficult to secure their jobs.

The competencies in softer skills needs to be engendered among students not only through
teaching and learning process in training institutions but also through career counseling and
vocational guidance. It helps the graduates to be competitive and valuable in the labor market
(Anindo et al., 2016). The job market now expects that the trainees should have know-how
about the skills before taking proper admission in the institute (Tsitskari et al., 2017). This
would help the trainees to learn the skills in detail and develop his interest in the early age.
Workforce should be provided with the necessary requisite skills. The trainees / students who
are formally guided to recognize their personal interest can exploit their potential in better
way. Therefore, developed countries have appointed psychologist at primary level in their
institute so that the potential can be recognized at the lower level (Mobley et al., 2017).

Career counseling and vocational guidance is interlinked with the employability of pass outs.
To gain the competitive advantage, the employers are joining hands with universities and
training institutes in the developed countries. These developed countries are arranging
seminars, workshops and industrial tours of the students to gain awareness about the working
place (Seung, 2014). This concept is vaguely implemented in most educational institutions of
both governmental and non-governmental set up in under developing countries.

This study on the basis of literature and the Community of Practices (COPS) experiences
proposes that the training institute may provide career counseling and vocational guidance
services to their graduates so that they may demonstrate sustainability in their employability.

Technical Education and Vocational Training (TVET) plays a vital role in human resource
development of the country by creating skilled manpower, enhancing industrial productivity
and improving the quality of life. It equips the young people to earn sustainable livelihood in
today’s knowledge economy by provision of practical skills, knowhow and understanding of
employment in a particular occupation, trade or group of occupations (Atchoerena et al.,
2013). In modern era human resource development gives competitive edge in the global
economy. So the developing countries are advised to develop their human capital to boost
their economies and follow the successful practices of the developed countries. Educated
workforce is an effective tool for the economic development of the country (Aluko and Aluko,
2012). The concept of career counseling and vocational guidance carries importance for the
trainees of TVET sector especially in poor countries. The majority of intake in TVET sector
of under developing countries belongs to lower strata of the society. Their families and
belongings are not well educated to guide their siblings to assess their personal interest and
scan the demand of the market. There are various skills that have to be learned. The expertise
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in these skills is found lacking among the trainees even after graduating in their respective
skill sets. The majority of TVET graduates lack in communication skills because the
programs lack proper emphasis on them. In the world of globalization, employers are
focusing on the communication skills that help the trainees to understand the new trends
through discussion with other and as team workers as well (Murgor, 2014). It has been
observed that the counseling and guidance helps the students to develop career competencies
and ultimately they are more motivated because it helps them to develop career identity
(Meijers et al., 2013). Keeping in view the role and importance of vocational training for the
economic development of the country, research is being done how to cope with the career
adapt-abilities of the students with the employability skills to produce quality workforce. For
this purpose, career counseling and guidance services have been introduced to guide the
students to adopt the technology that suits to their interest (Brown et al., 2012; de Guzman
and Choi, 2013). Enterprise based trainings including entrepreneurial, communication,
financial and leadership skills led the TVET graduates to start their own small business which
is another bright aspect of TVET system that can be a valuable source for the economic
growth of a country (Asunsung et al., 2013). Career Counseling in this perspective is
important and needs more focus.

In Pakistan, there are several categories of training institutes imparting skills in various
capacities. There are technical and vocational centers, commerce institutes, apprenticeship
centers, production units (service centers) and colleges/universities for general education.
Unfortunately, the concept of career counseling and vocational guidance has not been
formally institutionalized (Bilal and Malik, 2014). The severity of the problem and
inadequacy of relevant information among TVET sector students have encouraged the
undertaking of this study. The aim of this study is to assess career guidance among trainees of
Punjab Technical Educational and Vocational Training Authority. For understanding the
existing level of career counseling and vocational guidance, conduct of a pilot study is useful
as a determining factor before proceeding further into research.

A pilot study is a small-scale form as well as the specific pre-testing of a particular research
of a planned study that is carried out with a small group of participants similar to those who
would be selected later in the larger scale study (Doody and Doody, 2015). This study helps
the researchers to practice and assess the effectiveness of their planned data collection and
analysis techniques. Furthermore, on the basis of results, the researchers can sense the
possible anticipated problems, resulting the changes are made before the large-scale study is
undertaken (Hundley and van Teijlingen, 2002; Kim, 2011; Leon et al., 2011). Two pilot
studies are conducted prior to the large-scale study. So the objectives of these two pilot
studies are conducted to assess the level of system of career counseling and vocational
guidance at colleges / institutes in TVET sector in Pakistan.

1.1 First Pilot Study

The first pilot survey is conducted in a technical institution of Punjab TEVTA. Out of 120
final year (3" year) students of DAE Electrical and Mechanical Technologies whose ages are
between 16-18 years, two samples comprising of 20 students each are selected. A career
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assessment inventory tool is downloaded from internet and customized by the researcher with
the help of TVET experts. There are various statements divided into different groups i.e.
Group A, Group B etc. and every group defines one category of different types of
personalities like technical person, accountant, teacher, social worker, actor etc. Furthermore,
every statement is assigned a particular number like 1, 2, 3 etc. and the students are asked to
mark the statements in every group that suits to their interest and personalities. Finally
numbers of statements marked by the students are counted and then the students are informed
about their personalities on the basis of results. It is surprising to see that the personalities of
majority of them did not match with their current studies. The mismatch between their
personalities and career choices indicates scarcity of career counseling and vocational
guidance system in Pakistani education system at different level.

To dig out the severity of this issue, a simple questionnaire is developed by the researcher
with the assistance of TVET expert to analyze the efforts made by the TVET institution for
creating awareness among the students related to their future working place. The
questionnaire comprises the questions pertaining to the efforts made by the TVET institution
administration for preparing their trainees in line with the requirement of the job market.

The analysis of the results suggests that there is no formal guidance system at institution level
to keep them abreast of the requirement of job market. Most of them have poor
communication skills. They had received no soft skills training (CV writing & Interview
skills etc.). There is no proper system of career counseling for the students that could help
them in selecting the right trade / technology according to their aptitudes, at the time of
admissions. Industrial visits are not arranged for students’ to their relevant industries to
prepare them beforehand for their working environment. During their three years of study,
only one industry visit is arranged. There is no on job training system for the students. No
industrial training or visits of instructional staff to the industry are arranged and furthermore,
no job fairs / workshops / seminars are arranged at the institutional level to create awareness
among the students. There is no strategy or commitment on the part of the institutions with
regards to maintenance of a strong liaison with the industry.

1.2 Second Pilot Study

In the second pilot study, the researcher is part of an interview team at the office of Overseas
Employment Corporation, based in Lahore city of Pakistan. The interviews are conducted by
Mr. Qasim Avais Gillani, General Manager, Al-Wazeer, Travel & Tourism (Group of
Companies), Saltnat of Oman for the recruitment of various skilled workforces. 100
graduates of different trades / technologies appeared against the demand of 47 posts. The
objective of the study is to observe and check whether the TVET institutes of Pakistan have
equipped their graduates with required skills in all aspects as demanded by international
market.

During the interviews, the researcher has observed that they have failed to present themselves
as professionals and are lacking in interpersonal, communication and soft skills. The
interviewees are found to be non-impressive and have no understanding of their future work
environment by the recruiting employers. They seem to have outdated / obsolete knowledge
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and are not up to date with reference to the market demands. They gave an impression of
being unenthusiastic, non-committed and without any drive for learning the skills. From
technical skills point of view they had lack of understandings of drawings, which are
supposed to be essential components of their course work. Furthermore, they are also lacking
in analytical skills in practical problems.

The aforementioned issues indicate that there is lack of institutionalized mechanism of career
counseling and vocational guidance system in the TVET sector of Pakistan. The students are
not given the exposure of job market and are not equipped as per national and international
market demand. The findings of two pilot studies encouraged the researcher to move ahead
and dig out the real situations of career counseling and vocational guidance system in TVET
sector of Pakistan.

2. Methodology

The objective of this research is to explore and assess the present career counseling and
vocational guidance system in TVET sector in Pakistan. To evaluate this concept in depth, the
relevant stakeholders of TVET sector including the TVET graduates who are working in local
industry, the Principals of concerned technical institutes and the respective employers who
had provided opportunities to the graduates in their industries are part of the population. The
employed graduates are selected / targeted in order to evaluate the exposure of TVET learners
related to industrial environment during their learning/course period.

This research focuses on the feedback of employers and principals, which is compulsory to
perceive the level of efforts made by them to turn the TVET graduates into a quality skilled
workforce. To achieve this end, the study is carried out through questionnaire based surveys,
with three groups of respondents, viz., Principals of TVET institutions, TVET graduates and
the industrial employers.

2.1 Population
Table 1. Summary of TEVTA Graduates in Punjab

% age
Technolo No. of

S# (DAE)QV Institutions | 2012 | 2013 | 2014 | 2015 | 2016 | Total c_JI_fOttgtle
T |Chemical Z 625 | 561 | 804 | 1018 | 863 | 3,871 6
2 [Civil 6 084 | 1222 | 2441 | 4059 | 6642 | 15,348 | 21
3 |Electrical 7 3126 | 3805 | 5200 | 5687 | 5927 | 23,745 | 33
4 | Electronics 7 2528 | 3226 | 3618 | 3254 | 2503 | 15,129 | 21
5 [Mechanical 6 1077 | 2187 | 2886 | 3484 | 3701 | 13,335 | 19
Total 30 71,428 | 100

Source: Punjab Board of Technical Education, Pakistan

The population of the study is 200,000 skilled graduates annually produced by TVET Sector
consisting of total 396 institutions. These institutions include 30 technical and 366 vocational
training institutions in the province. Thirty Govt. College of Technologies working under
the administrative control of Punjab TEVTA are providing technical skills in more than 30
different technologies. The graduates of chemical, civil, electrical, electronics and mechanical
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technologies are targeted keeping in view their highest enrollment during the last five years.
There are 30 DAE institutions in all, which have produced almost 6% of DAE (Chemical),
21% of DAE (Civil), 33% of DAE (Electrical), 21% of DAE (Electronics) and 19% of DAE
(Mechanical) (Table 1).

This study targeted the graduates, principals and industries related to the 30 Government
Colleges of Technologies (GCTs) and five associated engineering technologies. The study
population consisted of the three groups; Group I: Principals of all the GCTs, Punjab (List of
institutions; Group I1: All Punjab TEVTA students who had graduated during the five years
period of 2012-2016, in five technologies falling under the category of Diploma in Associate
Engineers (DAESs), who are also employed in the industries are the population; Group Il1:
Industrial employers in Punjab, i.e. HR Managers of all the industries where the GCTs’
graduates are employed.

To ensure representation of all the technologies in respondent groups, a Multi-Framed
Stratified Random Sampling technique is adopted for sample selection. In the stratified
probability sampling technique, the target population is separated into “mutually exclusive,
homogeneous segments (strata), and then a simple random sample is selected from each
segment (stratum)”. The samples selected from the assorted strata are subsequently combined
into a single sample. Following the technique, the relevant population is divided into five
subgroups or strata based on five technologies including Chemical, Civil, Electrical,
Electronics and Mechanical.

Thereafter three sampling frames for five technologies are formulated. Frame-1 comprises
of lists of all the institutions offering different DAEs, Frame-2 lists of employed graduates in
each technology and Frame-3 lists of all the industries where these graduates are employed.

2.1.1 Sample Size Determination for the Three Groups/Frames

Table 2. Sample of Employees/TVET Graduates/ in Five Technologies

Trade (DAE) of Population of
S# | Employee Graduate Emplﬁ/ees Sample SD/sy StratumnSampIes
Graduates in the trade Ny, h
1 Chemical 047 2.4 3
2 Civil 251 1.3 9
3 Electrical 516 1.2 18
4 Electronics 048 2.1 4
5 Mechanical 588 1.4 20
Total 1450 54

We use the following Neyman optimum allocation procedure for the stratified random
sampling procedure which is as follows:

My =n*[( Ny * op) /[ Z(N;*oy)]
th th
Where Mh denotes the N stratum sample size, N denotes population size of the h
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th
stratum and ©h s the standard deviation of the N stratum. Using formula, we get

sample size =2 Mh . The values of N and sh  (the estimation of h) from a pilot

study are given in Table 2. The sample values for the graduate employees, principals and
industrial employers are given in Tables 2, 3, & 4.

The universe (Population) for group Il is defined as all the students who graduated from
GCTs in Punjab in a five years period ranging from 2012-2016, in five technologies falling
under the category of Diploma in Associate Engineers (DAEs) and who subsequently got
employed in the industries. The said population is divided into subgroups or strata according
to technologies. The sample size, calculated for group Il is 54 according to the formula given
above. A sample size particularly in cases of stratified sampling design yields better results as
it can reduce costs and incorporate precision, particularly when the population is
geographically dispersed and the strata are sufficiently homogenous (Cohen et al., 2011).

The frame for the survey is developed by obtaining list of TEVTA graduates who are
employed in the industries. The sampling frame is divided into strata according to the
stratification variables, creating a separate sampling frame for each stratum. Keeping in view
the sample size, the sampling units are selected from each group using proportionate stratified
sampling technique to avoid under coverage. Targeted numbers of elements are then
randomly selected from each stratum. The selection proportions and the frequency of
elements are given in Table 2.

Table 3. Sample Selection of Industrial Employers

Total No. of | Industries where TEVTA | Proportionate Stratified
S# Traﬁ&&?ﬁ@ of Industries Graduates are placed Sample (N, |

h Frequency Percent Frequency | Percent

5 |Chemical 287 040 11% 2 10%

4 |Civil 232 089 25% 5 25%

3 |Electrical 225 104 30% 6 30%

2 |Electronics 058 033 10% 2 10%

1 |Mechanical 238 084 24% 5 25%

Total 1040 350 100% 20 100%

The TVET graduates are placed in 350 industries out of 1040 industries from amongst the
five technologies of these institutions (Table 3). Keeping in view the percentage of
representation, approximately the same sampling fraction is used for all the strata for
sampling out industrial employers. The list of all the industries is defined as the frame for the
population for group 11, and with the decided sample size of 20, the sampling units i.e. the
HR managers from all the five strata are selected randomly. The sample size of each stratum
is calculated using the proportionate stratified sampling technique.
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2.2 Sample Selection of Principals

A\\ MacrOthlnk International Journal of Human Resource Studies

Table 4. Sample Selection of the Three Stakeholders

No. of Total
('Brsze) Total Calculated | Industries ng%""}?d Number of ngﬁqlﬁtgd
S# of number of s?mple_suia Wher%I TVET sizepof Gradtliates Sizepof
Employees Institutions |of principals Sr;apllé?/tgg employers |r\1/\{g(rjulsr,]t?y Employees
1 | Chemical 4 1 040 2 047 03
2 Civil 6 1 089 5 251 09
3 | Electrical / 1 104 6 516 18
4 |Electronics / 1 033 2 048 04
5 |Mechanical 6 1 084 5 588 20
Total 30 5 350 20 1450 54

There are 30 government institutions i.e. Government Colleges of Technologies (GCTs)
which offer DAEs in the five technologies. These GCTs are sufficiently homogenous in terms
of infrastructure, size, quality of education offered, policies, rules and regulations. To draw
sample from this target population, we adopted homogeneity based sampling technique. This
technique can be used if little variation can exist in given population (Saunders et al., 2016).
A sample size of 5 is considered to be sufficient for the research objectives. Hence one
institution is selected at random for the interview of the principals (Table 4).

2.3 Developing Questionnaires

In view of the objectives of this research, separate questionnaires are developed, tested and
validated for three stakeholders namely employers, TVET graduates and principals of
institution. Due care needed to be taken as the study is exploratory in nature, particularly in
Pakistani context. Primary help is sought from the literature and the pilot study and a rough
draft is then presented to experts in the field of TVET and in higher education. The experts
are principals of TVET institutions, one senior professor and two industrial experts
comprising of an employer and a supervisor. Questionnaires are improved in the light of the
feedback provided by the experts. The comments of the experts are related to the content,
logical sequence and simplification of language, keeping in view the level of understanding
of the respondents.

2.4 Data Collection

The respondents’ groups are contacted according to pre-Set or pre-arranged appointments, to
avoid inconvenience.

282 http://ijhrs.macrothink.org



\\ MacrOthlnk International Journal of Human leegé);rczelssz'c%%lse;
- ™
A Institute 2018, Vol. 8, No. 1

Table 5. Populations and Sample Size of the Respondents

Total Total No. of [ Sample size of the Respondents
Number Number |Industries
(H,%\dlée) Total of | Graduate yl_v\r}eEr_?_ Groulg M1 Group 111
> of i%gmﬁ%ro(r)\]; Gégdol%at s | Graduate P(rBiF\%liJSalls Gaéugte Industrial
Employees 2012-20 Woirrllqng Em sI Employees Employers
ploye
Industry d
1 [Chemical 4 3871 047 040 1 03 5
2 [Civil 6 15348 251 089 1 09 6
3 |Electrical 7 23745 516 104 1 18 2
4 |Electronics Y 15129 048 033 1 04 5
5 [Mechanical g 13335 | 583 | 084 1 20 2
Total 30 71428 1450 350 5 54 20
3. Data Analysis
Table 6. Hiring Mode of TEVT Graduates
Hiring Modes Industrial Employers Graduates
Through the TEVT 0 0
institution 5% 19%
Advertisement 75% 11%
Reference 20% 70%
Total 100% 100.0

The data is analyzed by using SPSS 16.0 software. The analysis suggests that 70 %
graduates got jobs by using personal references and 11% are hired through advertisement.
Only 19% graduates are referred by the TVET institute. This shows there is formal setup at
institution level partially helpful for their vocational guidance. As per 75% of the industrial
employers, they usually adopt advertisement for hiring purposes and 20 % through personal
contact of HR manager of employers. Only in 5% cases, the skilled force is directly recruited
from the institutions (Table 6). Our analysis suggests that had there been a vocational
guidance system, both the parties would have had a common platform and hiring would have
been quicker and convenient.

Table 7. Linking Strategies

S# Linking Strategies Disagree | Partially agree | Agree Sggrnegely

1. |Practical on job training contracts 0% 4% 13% 83%

2. | Apprenticeship contracts 0% 7% 50% 43%
Visiting demonstrators & feedback

8. from relevant industry 4% 4% 46% 46%
Career Counseling/placement 0 o o o

4. System acting as an intermediary 0% 2% 6% 92%
institution- relevant industry

5. | Affiliation 7% 34% 35% 24%

The graduate employees expressed their opinions on linking strategies that could produce
better employment prospects. Opinion on all five ‘linking strategies’ are measured using a
four point likert scale, ranging from 1= ‘Disagree’ to 4= ‘Strongly agree’. The graduates are
asked if the presence of the linking strategies would have made their job hunt easier. The data
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on five linking strategies show that 92% and 83% of the respondents strongly agree that
strengthening of career counseling/placement systems by the institutions and beforehand
practical on-job training contracts would make it easy for them to find employment (Table 7).

Table 8. Mean Scores of Linking Strategies

. ] Instrllt_utlo Visiting CCareerl_ oo Ogﬁar
Respondent PRIENUCE | pelevant | Demonstrators & ounset n.o Linki
S CSh'p ( Industry Feedback from p| ng/ (‘I:'ramlng ng
ONntracts | affiliatio | Relevant Industry t gcemen ONtracts | girate
N ystem gies
All 3.4 2.8 3.4 3.9 3.8 3.5
Chemical 4.0 3.0 2.3 4.0 3.7 3.5
Civil 3.2 2.8 3.4 3.8 3.8 3.5
Electrical 3.1 2.6 3.3 3.9 3.8 3.4
Electronics 3.8 3.2 3.0 4.0 3.9 3.6
Mechanical 34 2.8 3.6 3.9 3.8 3.5
Total Mean
of mean 3.5 2.9 3.1 3.9 3.8 35
Scores

The mean scores of the segregated data also show that career counseling/job placement
system based on an intermediary agency with a mean score of 3.9 is considered the most
important predictor of easier job hunt (Table 8).

Table 9. Correlation between Linking Strategies and Ease of Finding Employment
Correlations

Linking | Eo
Strategies employment
Linking Pearson Correlation 1
Strategies Sig. (2-tailed)
N 54
Ease in finding | Pearson Correlation .300 1
employment Sig. (2-tailed) .028
N 54 54

*. Correlation is significant at the 0.05 level (2-tailed).

The correlation matrix below shows a positive association between the overall linking
strategies and Ease in finding employment, with Pearson’s correlation coefficient = .300
at .028 which is significant at 0.05 level (2-tailed) (Table 9).

Table 10. ANOVA?®

Sum of Mean .
Model Squares Df Square F Sig.
1 Regression .87 1 187 5.136 | .028°
Residual 7.972 52 153
Total 8.759 53

a. Dependent Variable: Ease in finding employment
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b. Predictors: (Constant), Lin king Strategies

In addition to this, the regression model is found significant with Beta coefficient = .300 at p
= .028, which shows that existence of linking strategies can significantly impact and make
the job hunt easier (Table 10).

Table 11. Regressions between Linking Strategies and Ease of Finding Employment
Coefficients

Model Unstandardized Standardize
Coefficients d T Sig.
Coefficients
B Std. Error Beta
1 | (Constant) 147 .730 .202 .841
Linking 2.26
Strategies A73 .209 .300 6 .028

a. Dependent Variable: Ease in finding employment

Table 12. Ranked Linking Strategies

Group | Group | Group | Mean of

S# Linking Strategies | I T means
Career Counseling/placement System acting
1 as an intermediary 3.4 3.9 3.3 3.6
2 On Job Training 3.0 3.8 3.4 3.4
Institutions-Industries’(Feedback and
3 financial) Affiliation 36 | 29 31 3.2
4 Apprenticeship 3.12 3.5 2.6 3.1
Visiting demonstrators & feedback from
S relevant industries 3.2 31 2.3 2.9

Ranking the linking strategies by combining the mean scores of all the three groups of
respondents shows that Career Counseling/placement System by the Institution is the most
prominent of all the strategies with a mean score of 3.6 followed by on-job training with a
mean score of 3.4, and Institutions-Industries’ (Feedback and financial) Affiliation has taken
the third place with a mean score of 3.2 (Table 12).

Table 13. Odds Ratio Analysis

Not easy to find | Easy to find | Not Timely/ Timel N
Employment | Employment | Delayed y
Other Means 37 7 23 21 44
Through 4
Counselors 6 4 6 .
43 11 27 27 54
Odds ratio 3.5238 1.6429
95 % ClI 0.7854 to 15.8100 0.4065 to 6.6398
Z statistic 1.645 0.697

The top ranking of the counselors/placement systems is further supported by the odds ratio
analysis according to which, presence of a counselor/placement system makes it 1.6 times
earlier and 3.5 times easier for the graduates to find employment (Table 13).
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4. Discussion

The goal of this research is to examine the impact of career counseling on employment of
graduates in TVET sector. This is an important topic in the context of contributing towards
economy of a poor country by developing competitive and market oriented skilled human
resource (Moses et al., 2017). Our findings show that graduates of TVET sector in Pakistan
are not properly counseled at their respective institute and majority of them are employed
without the assistance of their institute. Had they been properly guided during the course of
their study, the gap after their graduation and finding job could have been reduced. Therefore,
the implications of the concept of career counseling in Pakistan context is more valuable
where the majority of intakes in TVET institutes belong to lower strata of the society. The
majority of the families of these trainees are illiterate or with low education. They find it
difficult to guide the next generation because of their lack of knowledge about vocational
profession. The existence of a system of career counseling in turn can help in developing
breadth and depth of the area.

This can ultimately result in more absorption of the graduates. The institutionalization of
formal career counseling in TVET sector may help Pakistan to boost its economy by
producing knowledge based and market oriented skilled workforce. The learning can further
be ensured through empirical validation from developed and under developed economies of
the world.

5. Limitations & Future Research

The research herein has new insight into the application of impact of career counseling on
employment of TVET graduates in the job market. The limitations of this research may lead
to opportunities for future researchers. This research has focused on the implications of career
counseling in Technology in TVET sector in Punjab which can further be extended to
Pakistan or vocational skills. The research cannot be generalized to general education without
further empirical validation. In future research, the concept of career counseling can further
be explored by elaborating its other aspects. Its empirical studies can be carried out in other
provinces of the country or in the private sector institutions of TVET sector. The study can
also be made for secondary school graduates going to the labor market or general education
in colleges and universities. A comparative study of the career counseling with regard to
population trend can be an interesting area, as we have countries with emerging growing
population, static population or declining population. Other demographic, social and
economic variable with career counseling can enrich our understanding of the career
counseling.

6. Conclusion

The results of this research shows that career counseling is found to be important in
understanding and exploring personal beliefs, goals, career choices, interest and job-finding
skills of the students. However, they have reported that their information on career counseling
IS poor. As a result, the students are unable to find venues from where to obtain career-related
information, resulting in lack of future direction and significant decrease in performance. The
career counseling and vocational guidance services offered in the TVET institutes in Pakistan

286 http://ijhrs.macrothink.org



\\ MacrOthlnk International Journal of Human leegé);rczelssz'c%%lse;
- ™
A Institute 2018, Vol. 8, No. 1

are not enough and also not strong enough to provide suitable information about the features
of different vocational fields, labor market information, and skills required by employers.
Career counseling and vocational guidance services through traditional consultancy services
from parents, elders and peers may lead trainees to make irrational choices. However, a
formalized career counseling services should assist the students to provide necessary
information about the course/technology and professions. This would also guide the institutes
to include the skills in training program about world of work, labor market information and
relevant information about abilities and skills.

Career counseling services are relevant in assisting learners to identify job opportunities and
job availabilities in the area of their studies and empower them to utilize their time effectively
in training for vocations to which they have tendencies. By contrast, the study reveals that
career counseling and vocational services are not given adequately by the parent institutions.
Therefore, the availability of the services is not sufficient as per market requirement.
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