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Abstract
The purpose of the current research is to examine the impact of
employability skills on the Islamic bank's performance in Pakistan. The
study empirically based on the primary data collection via survey-based
research instrument from 249 Islamic bankers of five Islamic banks and
six conventional banks having more than I00 Islamic branches in
Pakistan. The empirical results revealed that interpersonal skills, social
skills, technical skills and subject knowledge have a positive and
significant relationship with organizational performance in the Islamic
banking sector of Pakistan. The skilled human resources availability is
the need for a significantly growing Islamic banking and finance industry.
The education for employability focuses not only on development of
employability skills but also on subject-specific knowledge acquisition
required for the existing dynamic business settings. Policy-makers, the
university administration, employers, and graduates should actively find
ways to enhance employability skills by identifying and encouraging the
best practices for successful employability initiatives.
Keywords: Employability skills, Organizational performance, Islamic banks,
Pakistan.
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Introduction

One of the prominent factors for organizational success is their proper
utilization of high-performance work systems.! Human resources employed by
the organizations are considered the fundamental corporate assets to facilitate
business goals.” Human resources who possess the requisite skills, knowledge
and expertise can enhance an organization's economic value.’ Islamic banking
and finance (IBF) industry have a complex operating environment due to the
Shariah-compliant operational processes and the financial regulations that may
create human resource challenges in terms of having the right people in the
right job.*

In IBF, particularly Islamic banking, human capital is one of the significant
factors to stall the growth as there is a lack of vigorous training and educational
programs, standard operational requirements to entry in the sector, lack of
encouragement and support, and unrealistic expectations.” The employability
of the Islamic finance graduates remains an essential agenda within Islamic
countries to make the economy an International Islamic financial education
hub.® The Islamic finance graduates are the main concerns of the government
institutions and society in the Islamic countries and across the globe. According
to Belt, Drake and Chapman, the term employability is an individual ability to
sustain and secure employment within the workplace.” Employability includes
organizational skills, personal personality traits and capacity, academic skills,
knowledge and formally learned capacities.’

Numerous researches established the empirical linkages between the most
sought-after skills by employers and the skills that are most useful for graduates
in different disciplines.® * ' Few studies previously conducted in the Islamic
banking sector." However, not a single research readily available to explore the
influence of employability skills on organizational performance, except Khan,
Alheety and Bardai.”® The mismatch between the IBF industry and academic
institutions and students is a predicament for Islamic finance jobs. Graduates
do not meet the requirements for IBF-related positions for various reasons,
including a lack of employability skills.” Nevertheless, jobs vacancies in the
Islamic finance sector still have a higher demand due to the skilled and qualified
staff's shortage."
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It is evident that there is a growing demand for employers for highly skilled
graduates who can play a role in producing an effective change in their field."”
Alpay and Jones suggested that the graduates must be self-equipped with
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generic skills to perform skillfully and professionally.'® The graduates must be
skilled enough to act as good employers with improved abilities for business,
better communication skills, and more professional skills.'” Therefore, this
research investigates the impact of various employability skills on the
performance of Islamic banks to fill the research gap based on employer’s
perspectives. Thus, the study comprehensively analyses and critically re-defines
Islamic finance knowledge and associated employability skills into the Islamic
banking domain.

Rationale of the Study

Earlier scholarly work has ascertained that human resources can create value to
achieve the organization goals.”® This evidence further strengthens that
employability skills and formal education are related and much needed to
increase the organization production capacity.” This research will help provide
a framework for examining the link between employability skills to Islamic
banks performance. This study will facilitate the Islamic banking organizations
to explain strategically the characteristics of subject (or job) knowledge that
their organization desires. In addition, this research endeavors to prove that
superior human capital makes a difference regarding competitive advantage to
firms. Organizations with outstanding human capital have a sustainable
competitive advantage over other firms. The performance of Islamic banking
organizations based on their employees, unlike the organizations that rely on
technology; therefore, this study will be beneficial in providing guidelines to
the industry on how they can improve their performance based on their
employees.

Problem Statement

In the IBF industry, human resources shortage lies in the fact that a significant
chunk of industry professionals and practitioners are experienced and trained
in the conventional finance industry. At the same time, a small proportion of
individuals know about Islamic finance.*® The industry assumes that Islamic

graduates and bankers must have conventional banking processes sufficient
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knowledge besides Islamic banking related knowledge and acquired skills.
Keeping into consideration, Islamic financial professionals need to have the
necessary employability skills as there are market requirements for the jobs in
the IBF industry. Moreover, the IBF industry needs new theories and
applications for better organizational performance.”’ There is the emergence of
a unique view of integrated human resource management. This view has had
not tested in the setting of IBF. This study added human capital theory by
adding employability variables and examined the integrated framework of the
human capital theory under the new geographical environment of Pakistan.
This study makes this unique attempt to fill the research gap between
employability factors and their effects on organizational performance.
Research Objectives
The study achieves the following research objectives:
I. To investigate the impact of communication skills on the performance
of Islamic banks.
2. To investigate the impact of interpersonal skills on the performance of
Islamic banks.
3. To investigate the impact of social skills on the performance of Islamic
banks.
4. To investigate the impact of technical skills on the performance of
Islamic banks.
5. To investigate the impact of subject knowledge on the performance of
Islamic banks.
Literature Review
The term 'employability’ has been given cumulative consideration over the
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previous few years. However, the intensified significance placed upon the

concept rather than proposing a single universal definition of the term.”* ** %
According to Li and Sun, there are different classifications for employability
skills like basic academic skills and high-order thinking skills.”” Kornelakis and
Petrakaki argued that employability skills serve as a basis for life-long learning
and are crucial for graduates' workplace success and employment need.”
Employability is "a mixture of achievements, skills, understandings and some

personal attributes that enable graduates to gain employment".” It used to
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define the candidate's ability to be employed™ and reflect the quality and skills
posed for vacant positions offered by organizations.”

Organizations need knowledgeable and skilled human resources (or graduates)
to cater, familiarize and adapt to dynamic, vibrant technological and economic
changes.”” Even though organizations always look for the best-skilled
workforce, however with growing competition for jobs, higher unemployment
levels, and enduring economic recession, potential graduates need to show their
academic and employability skills to reflect themselves among various
positions.” ** ** Tymon highlighted that one measure of higher education
institutes performance is graduate employability.® The university education
system is the chief provider of employability skills development among the
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participants.’® Besides that, many authors suggested that university graduates

must possess the employability skills to tackle the unemployment crisis.” ** ¥
Earlier empirical literature proposed that the skills that employers seek from
the graduating participants include generic or soft skills* #! 4243 #4540 4748 hege
generic or soft skills can be communication,”* * * social skills, ** * and
interpersonal skills,* ** as well as analytical thinking skills,** problem-solving

skills,” self-management skills,* numeracy skills,*” writing skills,”" data analysis

skills,* and technical skills.*' ** Social skills help build shared cognition and
expected to affect the organizational innovation process given the level of
communication and interpersonal interactions needed for conceiving,
developing and approving the financial product or service by the Shariah
committee in the Islamic financial institution's context.”

Jackson conducted a study to overcome the graduate skill gap using a new
systematic approach. They consider generic graduates and business graduates
as samples from different countries like the USA, UK and Australia. The study
also unpacks the concept of graduate employability and focuses on the
importance identified by employers internationally over the past ten years. The
findings show what business needs today from graduate, and the results show
that graduates know how they studied and if that study is beneficial for their

workplace.*

Thereby, the application of knowledge and skills enhanced for

graduates.™
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According to previous studies, banks employees cannot perform well and not
complete their task due to less experience and lack of training.® ** The main
problem is to identify the effect of training and development on overall
employee performance. Jensen et al. argued that the vital procedures of the
market mechanism bear a strong relationship with that of the extent of a
capable workforce.”” A positive impact of quality workforce in inter-
organizational differences for productivity discussed by the recent studies® and
a positive effect on the capacities of the companies through which they tend to
avail the opportunities for enhanced operations and increased returns.*

For any organization to meet up the expectations of its stakeholders,
organizations should give human capacity utmost priority.” Against this
backdrop, human resources managers always source outstanding, qualified
candidates who can deliver their organizations' results.** Recruitment and
selection is an onerous task that requires the utmost attention of HR managers
since it determines the quality of staff at an organization's disposal par time.*
Therefore, they need to ensure that job analysis done so that the organization's
goals consistently met at each employee's desk. Since employability skills are
competencies tied to staff performance, the former has a proportionate impact
on the organization's business performance. While prospective candidates need
testing on these employability skills, the organization needs to invest in their
continuous improvement to enhance business performance.

Khan et al. examined the influence of human capital skills (knowledge,
experience and exposure, employability skills, conceptual clearance) on the
Islamic bank's performance in Pakistan. The study found that all these human
capital skills have a statistically positive relationship with the corporate
performance of Islamic banks of Pakistan. They concluded a need for robust
learning, research and development model implementation by corporate
organizations to invest in their human resources.”” A learning and development
budget must exist in organizations to ensure that the entire workforce trained
consistently. The changes in job roles and functions are inevitable within
organizations; however, an adequate budget will ensure that such changes only
improve business performance. Human resource experts recognize that skill

59

development is only a subset of learning and development.” Hence
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organizations pay adequate attention to continuous learning. Employability
skills developed on the job; thus, there is a need to train staff consistently since
that is the best way to ensure that they remain relevant to the organization and
ultimately improve business performance.”

Furthermore, an individual basic understanding of something, either a concept,
person or object, is referred to as knowledge. Natt, Al-Habshi and Zainal said
that knowledge could be either specific or general knowledge. Only a
competent and well-balanced knowledgeable worker is groomed and equipped
to serve in the IBF sector when both kinds of knowledge infused into the
human capital training and development programs.”’ Zack and Street
investigate the impact of knowledge on the performance of firms. This research
observed that competitive advantage is just getting through knowledge rather
than what you have or what you produce. The study examined whether business
performance also depends on knowledge or not. They observed the significant
influence of selected characteristics on the strategic value of that knowledge.
After this, they followed the relationship between strategic value and the
performance of the firm.*

Research Gap

The performance of an organization is greatly affected by its human resources.*
Higher education institute educators and students must before understand
what these needs and skills are to meet the employer's needs.* Therefore, there
is a necessity for research work to clarify what organizations need from their
graduating human resources. Even though various researches conducted on
whether new graduates have the essential skills to succeed in their jobs, very few
studies have addressed this issue specifically to the Islamic banking sector in
Pakistan. Few studies explored the single-factor construct employability skills

246t Also, limited studies examine the
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within the banking industry.
employability skills needed for a specific profession or sector.* *> Besides, since
Shariah knowledge in the mindset of an individual is the crucial foundation for
the operations of Islamic financial institutions that differ from the conventional
banking system, thus there is a need for time to examine these variables role in
the relationship between the employability skills and organization

performance. Additionally, Khan et al. (2020) use a single-factor construct in

149



Impact of Employability Skills on the Organizational Performance

their study, while the current research employed a multi-factor construct for
exploring employability skills. This study aims to fill this research gap within
the Pakistan Islamic banking sector.

Research Hypothesis

Hi: Communication skills have a significant effect on the performance of
Islamic banks.

Hoa: Interpersonal skills have a significant effect on the performance of Islamic
banks.

Ha: Social skills have a significant effect on the performance of Islamic banks.
Ha: Technical skills have a significant effect on the performance of Islamic
banks.

Hs: Subject knowledge has a significant effect on the performance of Islamic

banks.

Theoretical Framework

Communication
skills

Interpersonal
skills

Organizational

Technical
skills

Performance

Subject

knowledge 150
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Research Methodology
The study employs a deductive approach to generalize the research findings
that examine the five research questions exploring the influence of
employability skills on the organizational performance of Islamic banks. The
study adopted a quantitative research approach to assess the structural
relationships among the constructs in Pakistan. A self-administered survey
instrument used for gathering the data because it is the most suitable way to
collect the primary data.®® The questionnaire divided into two parts —
Demographic information (part 1)) and Islamic banker's view on employability
skills and organizational performance (part 2). The study has made use of a 7-
point scale to indicate the respondent's degree of disagreement or agreement
(where I- Strongly Disagree; 2- Somewhat Disagree; 3- Disagree 4- Neutral;
S5- Agree, 6- Somewhat Agree, and 7-Strongly Agree) to the particular series of
statements regarding the employability skills factors and organizational
performance.
The study population comprises five full-fledged Islamic banks and 17
standalone Islamic banking branches of traditional banks in Pakistan. For the
current study, a multi-phase sampling approach has adopted. In the first phase,
stratified sampling employed. The four big business/ banking hubs and the
capital cities of the provinces of Pakistan selected as stratums (Table I).
Moreover, these four cities have the highest number of full-fledged Islamic
bank's branches.®” In the next phase, all Islamic banks and six standalone Islamic
banking branches of traditional banks with above 100 branches as of December
31, 2020 taken as a sample. Table 2 provides the classification of sample and
response rate.

Table I: Province Wise Branch Network and City Wise Data Collection

Province Names Frequency % City Names Frequency

Federal Capital 75 5.0 Islamabad 15
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Sindh 522 34.8 Karachi 104
Punjab 787 524 Lahore 157
KPK 116 7.7 Peshawar 23

Total 1500 100.0 Total 300

In multivariate studies, a sample size several times larger (say ten times) than
the number of variables is often required.® Therefore, the current study
response rate considered adequate going with the suggestion that the sample
size should be ten times higher than the number of the variables. Partial Least
Squares (PLS) path modelling used to test the established research hypotheses
in conjunction with Smart PLS. Other statistical tests include descriptive
statistics, reliability analysis, and factor analysis.

Table 2: Study Sample and Response Rate

Full-Fledged Islamic Banks Total %  Sample Response
No. of Rate
Br.
I Al-Baraka Bank (Pakistan) Limited 181 11.3 20 18
2 BankIslami Pakistan Limited 227 14.2 25 21
3 Dubai Islamic Bank Pakistan 210 13.2 24 23
Limited
4 Meezan Bank Limited 302 50.1 39 73
S MCB Islamic Bank Limited 180 11.2 20 16
Total 1600 100. 178 ISI
0
Conventional Banks (100+ Islamic # of Br. %  Sample Response
Branches) Rate
6 Allied Bank Limited 117 10.7 I3 9
7 Bank Al Habib Limited 102 9.3 I1 9
8 Bank Alfalah Limited 171 18.7 19 16
9 Faysal Bank Limited 413 37.8 46 41
10 National Bank of Pakistan 189 17.3 21 16
I1 United Bank Limited 100 9.1 I1 7
Total 1092 100 122 98
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Grand Total 2692 300 249

Operationalization of constructs comprises defining the variables used to
represent constructs and how they measured.”® Appendix I exhibit the
operational definitions of constructs used in the study. Based on the literature,
employability skills identified and information is collected from 249 Islamic
bankers, representing a response rate of 83.0%. Employability skills (taken as
an independent variable) comprise communication skills, interpersonal skills,
technical skills, social skills, and subject knowledge — and organizational
performance taken as a dependent variable.
Initiaﬂy, a pﬂot study does conduct on the 30 responses. The ﬁndings show
that the Cronbach's alpha value for all constructs is above 0.7 (Table 3),
depicting the questionnaire is reliable for further research. Moreover, ethical
issues like the respondent's secrecy and confidentiality also considered as Kent
explains that moral values are crucial while piloting research.®

Table 3: Reliability Analysis (Pilot Study)

Cronbach's  Number

Sr. # Scale Name Alpha of Tterms
1 Communication skills (CS) 888 5
2 Interpersonal skills (IS) 852 7
3 Technical skills (TS) 869 5
4 Social skills (SS) 891 7
5 Subject knowledge (SK) 876 7
6 Organizational performance 805 6
(OP)

Results and Discussion

Descriptive Statistics

In this study, to describe the basic features of research variables, descriptive
statistics are used. Table 4 provides the descriptive statistics for the variables
taken into consideration for the current study. The mean value of

organizational performance (OP) is 5.42, communication skills (CS) s 5.13,
interpersonal skills (IS) is 4.99, technical skills (TS) is 5.11, social skills (SS)
is 5.00, and the subject knowledge (SK) is 5.84. The skewness and kurtosis
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value of the variables can be positive or negative or even undefined and can
always be equal or close to O for normally distributed data.”” George suggested
that the dataset usually bell-shaped if the skewness values lie between +1.96
and Kurtosis values lie between 13, respectively, thus indicating that the

research data normaﬂy distributed.”

Table 4: Descriptive Analysis

Variables Mean Std. Dev. Skewness Kurtosis
Communication skills (CS) 5.13 1.25 -1.05 1.50
Interpersonal skills (IS) 4.99 1.24 -1.08 1.31
Technical skills ('TS) 5.11 I.12 -0.61 0.38
Social skills (SS) 5.00 1.25 -0.81 041
Subject knowledge (SK) 5.84 I.12 -1.01 1.80
Organizational 542 108 -1.11 2.22
performance (OP) ‘

Reliability and Validity Analysis

Reliability and validity are an essential part of any research. The instrument's
reliability is the degree to which the tool is free from errors, while the
instrument's validity is the degree to which the tool measures the construct.”
The aim of measuring the reliability and validity of an instrument is to
examine the internal stabﬂity.73 Consequendy, to confirm the face and content
Validity and the instrument's relevance, the questionnaire sent to few experts
in the respected field to seek their assistance in the Pakistani context,
particularly the Islamic banks. Furthermore, content validity described as the
degree to which an instrument explains the meaning inserted in speciﬁc
concepts.”* Moreover, content validity includes experts' panel views on the
items, wordings, and phrases enclosed in the instrument.”

Using Smart PLS software, reliabﬂity analysis conducted. The ﬁndings show
that all constructs have surpassed the minimum threshold of 0.7, thereby
concluding that variables /constructs are reliable measures. Table 5 presents the
details of Cronbach's alpha and composite reliability values along with the total

number of items for each construct.

Table 5: Reliability Analysis
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Cronbach's Composite Number

Sc. # Scale Name Alpha  Reliability of Items
1 Communication skills (CS) 875 909 S
2 Interpersonal skills (IS) 887 914 6
3 Technical skills ('TS) 835 940 S
4 Social skills (SS) 902 928 6
5 Subject knowledge (SK) 928 883 7
6 Organizational performance 859 .899 5
(op)

To identify which underlying factors/constructs measured by a (much larger)
number of observed variables, the researcher applied the Exploratory Factor
Analysis (EFA).”S It is a statistical technique used to analyze the Islamic
banker's views on the variables. This statistical technique helps the scholar
explore the items that contribute to the viability of each employability skills.”®
Moreover, discriminant Validity is how a construct represented by the
indicators and how these constructs were different from one another.®® The
researcher has used Henseler, Ringle and Sarstedt criteria to assess the
discriminant validity.”” They stated that the square root of the Average Value
Extracted (AVE) of the constructs must be higher than the value of the
correlation of the constructs compared to other constructs. From Table 8, it is
evident that the AVE value square root is greater than the highest construct's

correlation; thus, discriminant validity established as given in Table 6.

Table 6: Discriminant Validity

CS IS OP SS SK TS

Communication skills (CS) 0.817

Interpersonal skills (IS) 0.698 0.800

Organizational performance (OP)  0.623 0.678 0.801

Social skills (SS) 0.626 0.754 0.648 0.820

Subject knowledge (SK) 0494 0431 0460 0.167 0.831
Technical skills (TS) 0.699 0813 0.672 0.793 0.336 0.776

Note: Bold values represents the AVE square root while non-bolded values represent the correlations
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Furthermore, the researcher used the AVE to measure the convergence validity

as per Hair et al. (2010) criteria. The criteria state that at least half of the

indicators variance explained by the latent construct. It means that the factor
P y

loading value should exceed 0.708 as its square root value equals 0.5.° The

AVE value of organizational performance is 0.642, communication skill is
0.667, interpersonal skills is 0.640, technical skills is 0.602, social skills is
0.672 and subject knowledge is 0.691. It found that AVE scores of all variables

have met the minimum threshold value criterion as given in Table 7.

Total 7: Rotated Component Matrix

Component
Construct It AVE
ons ems ; 5 3 4 5
CSI Islamic F‘inance graﬁiuates 817
communicate effectively.
Islamic Finance graduates
CS2 . 350
express ideas verbally.
CS3 Islamic Fi.nance .graduates 855
speak well in public.
. . .667
Islamic Finance graduates
CS4 have social speaking .758
abilities.
Islamic Finance graduates
CSS  communicate quite well in .800
English.
ISI Islamic F.ina'née graduates 318
can work individually.
IS2 Islamic Finance graduates 708
can work as a member. 640
1S3 Islamic Fina:nce. graduates 701 '
respect other' opinion.
IS5 Islamic Finance graduates 836

guide their team members.
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IS6

IS7

TSI

TS2

TS3

TS4

TSS

SSI

SS2

SS3

Islamic Finance graduates
attract  the  audience's
attention.

Islamic Finance graduates
have a high confidence level.
Islamic Finance graduates
can obtain  information
effectively.

Islamic Finance graduates
capable of acquiring
information from various
sources.

Islamic Finance graduates
have good information
communication and
technology knowledge (say
internet, email, social media,
etc.).

Islamic Finance graduates
have technical know-how
about essential computer
software's.

Islamic Finance graduates
easily cope with multimedia
components.

Islamic Finance graduates
are committed to their work.
Islamic Finance graduates
can adapt to changing
environment.

Islamic Finance graduates
can work in  cultural

diversity.

839
.800
AR
8337
757
753
J7S
750
891
.790
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Islamic Fi d
slamic Finance graduates 203

can deal with work pressure.

Islamic Finance graduates

SSS§ 342

usually initiate conversation.
SS6  Islamic Finance graduates 836
help people around their
surroundings.
Islamic Finance graduates

have good knowledge and

SKI  awareness about Islamic 852
finance product
development.

Islamic Finance graduates
have good knowledge and
K2 a.warer.less about  Islamic 350
financial ~ products  and
contracts (say Musharakah,
Mudarabah, etc.).
Islamic Finance graduates
know that socio-religious 91
SK3 contexts  motivate  the 895 )
customer to open an account
in an Islamic bank.
Islamic Finance graduates
know the differences in
SK4  customer dealings between 788
Islamic  and  traditional
banks.
Islamic Finance graduates
have  knowledge  about
SKS  banking disciplines (such as 786

general banking, finance, and

accounting).
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SK6

SK7

OPI

OP2

OP3

OP4

OPS

Islamic Finance graduates
have knowledge and
awareness about comparative
banking systems.

Islamic Finance graduates
have knowledge and
awareness about Shariah
rules and regulations.

You agree that employability
skills and subject knowledge
affect  the  organization
productivity.

You agree that employability
skills and subject knowledge
affect  the  organization
profitability.

You agree that employability
skills and subject knowledge
affect  the  organization
market share.

You agree that employability
skills and subject knowledge
affect the

satisfaction level.

customer's

You agree that employability
skills and subject knowledge
affect the skills development

process in an organization.

856

783

.710

757

833

.849

.848

642
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TS1

TS2

TS3
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Figure I: Structural Model
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Hypothesis Testing

In statistics, hypothesis testing is a test whereby a researcher tests an established
assumption about a population parameter.” Table 8 shows the hypothesis
testing for all independent variables on the organizational performance
(dependent variable). The results indicate that the Communication skills -
Organizational performance (CS-OP) relationship has a path coefficient value
of 0.095 and standard error of 0.072, implying a positive association between
the two variables. The corresponding t-stats value is 1.317 (p-value = 0.188),
which is statistically insignificant at the 0.05 level of significance; therefore, we
fail to accept our first hypothesis (Hr). It means that Islamic finance graduates'
clear communication skills are highly appreciated by the Islamic banks yet not
an essential factor for graduates' employability to enhance Islamic banks'
performance. One of the reasons for this is that almost all banks offer
management trainee programs for new graduates that provides and polish such
skills, thereby not necessarily needed at the time of employability by the
recruitment committee of these banks. Although, these findings were contrary
to the work of McMurray et al. (2016), Ngoo et al. (2015) and Jackling & De
Lange (2009), who emphasized that communication skill is a wvital
employability skill that employers seek from new graduates.

Table 8: Direct Hypothesis Testing

# Variables  Coefficient  Std. Error  t-stats  p-values Decision

H: CS-> OP 0.095 0.072 [1.317  0.I88 Rejected
H: IS->OP 0.132 0.128 1.776 ~ 0.076* Supported
H: TS->OP 0.159 0.I55 2,124 0.034% Supported
H: SS->OP 0.321 0.319 3.862 0.000%* Supported
Hs SK->OP 0.249 0.246 4.268 0.000*** Supported
w5 < 0,01 p < 0,05 * p < 0.10

Interpersonal skills — Organizational performance (IS-OP) also have a

significant direct relationship with a coefficient value of 0.132 and a standard
error of 0.128. The t-stats value is 1.776 (p-value = 0.0706), hence is significant
at 0.10 level of significance. Thus, Hz is accepted. It reflects that having
interpersonal skills in the banking sector by the employees of Islamic banks
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leaves a positive effect on Islamic banking performance in Pakistan. This
tinding is consistent with the previous study of Collet et al. (2015) and Husain
et al. (2010). They argued that improvising the employee performance can be
done by increasing the interpersonal skills among the new graduates, increasing
the organizational effectiveness, productivity, and performance in the long run.
The graduates with good interpersonal skills can convey their ideas more
effectively and maintain positive relationships inside and outside of work.*
The relationship between Technical skills — Organizational performance (TS-
OP) has a beta coefficient of 0.I59 and a standard error of 0.IS5S. The
corresponding t-stats value is 0.124 (p-value = 0.034), depicting that the
impact of technical skills on organizational performance is significant at the
0.05 level of significance, thereby accepting our third hypothesis (Hs).
Technical skills are essential to perform the specialized tasks to predict the
managerial performance for incremental organizational value.* Since each
banking channel has its state-of-the-art pre-defined software's, nevertheless
new graduates must require prior technical knowledge, realizing that technical
skills are a significant contributor to the Islamic banks in Pakistan.*
Nevertheless, management and technical firms consider technical skills a
prominent factor for their organization success.*

The impact of Islamic finance graduates social skills on organizational
performance (SS-OP) found to be statistically significant with a coefficient
value of 0.321 and a standard error of 0.319 having a t-stats value of 3.862
(p-value = 0.000). It means Ha is accepted, similar to the earlier research work
of McMurray et al. (2016), Adebakin et al. (2015) and Jackling and De Lange
(2009), who also highlighted the prominence of social skills as a critical
employability skill that employers seek from the new graduates. Moreover,
good social skills facilitate interpersonal interactions, leading to effective job
outcomes.” Hochwarter further stated that social skills are more strongly
related to performance among graduates reporting low rather than high
organizational support level.**

Lastly, the Subject knowledge — Organizational performance (SK-OP)
relationship also exhibit a positive and statistically significant association with

a path coefficient value of 0.249 with a t-stats value of 4.268 (p-value =
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0.000). The findings are consistent with Zack, McKeen and Singh™*, who

found that knowledge is direcdy related to organizational performance, which,

in turn, directly related to financial performance. Zack and Street also
investigate the impact of knowledge on the performance of firms and found
that competitive advantage is just getting through knowledge rather than what
you have or what you produce.”

Conclusion

The growing interest in Islamic finance warrants the availability of the required
level of skilled human resources. This study examines the impact of
employability skills on the organizational performance of the Pakistan Islamic
banking sector. The study finds that interpersonal skills, social skills, technical
skills and subject knowledge have a positive and statistically significant
association with organizational performance in the Islamic banking sector of
Pakistan. The current changing business environment emphasizes the
importance of education for employability, focusing on developing
employability skills and the acquisition of subject-specific knowledge. All
stakeholders, the government, the university administration, employers and
graduates themselves must be actively involved in this process should find a
way to enhancing these employability skills. Policy-makers need to consider
how the importance of employability skills within these programs can be
assured and adequate resourcing provided, for example, through leadership
support or performance measures.

Limitation and Study Forward

This research comprises of few limitations, such as:

(1) The study takes only Pakistan's Islamic banks as a sample;
however, the whole Islamic financial market, including capital
markets (Sukuk, Takaful, Ijarah, Mudarabah Funds, etc.) still
untouched as far as such kind of study concerned, and

(i) The comparison of the employability skills with conventional
banks is also valuable. It provides a clear understanding of the
main employability factors that traditional banks have and what
can be taken from their model to adopt in the Islamic bank's

settings.
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(iii) It is also vital to conduct similar researches in other Muslim
countries IBF industry settings to generalize the employability
skills framework. A comparative study (either qualitative or
quantitative) across different countries offering Islamic banking
products and services may provide the similarities and
differences and, therefore, help gain a better understanding of
the topic.

(iv)  Future studies should also focus on the other critical graduate's
skills related challenges faced by the organizations.
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Appendix — 1

Variables Operational Definitions

Variables

Definition

Employability
skills

Organizational

performance

Communication skills: The level of expertise in expressing one's
opinion in oral and written format and be able to understand others
through reading and listening (Evers, Rush & Berdow, 2009).%
Interpersonal skills: Interpersonal skills refer to individuals working
ability and negotiating in a team with cultural diversity (Islam et al.,
20 I 8>’1xxxii

Technical skills: The skills required for a particular operation in
terms of equipment or a process is called technical skills (Guy,
Sitlington, Larsen & Frank, 2009).5

Social skills: These skills defined as an individual ability to perform
acceptable behaviour as per diverse contexts of social situations
(McMurray et al., 2016).%

Subject knowledge: Subject knowledge is an individual basic
understanding of something, be it information or a subject (Natt et
al., 2009).*

Organizational performance is the extent of the overall company's
productivity, profitability, market share, success, and growth rate

compared to competitors in the industry (Khan et al., 2020)."
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