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Abstract
The study aimed to monitor employment trends among Master of Industrial Technology graduates from Iloilo Science and Technology University from 2015 to 2024. A descriptive survey method was applied using a university-based standard survey questionnaire to determine the participants' demographic profile, employment characteristics, and academic program-relatedness. Snowball sampling identified 87 participants for the survey.  Results revealed that the set skills were applied to some extent. The program offerings and teaching methods were highly adequate and applicable. A moderately adequate rating was given for the university’s physical facilities and office services. However, they perceived human resources services as highly adequate. 
[bookmark: _GoBack]Furthermore, most of the participants were proud and satisfied university alumni. MIT graduates excel in professional roles, but a study suggests integrating Industry 4.0 elements and 21st-century skills into the curriculum for global competitiveness. It recommends innovative tracing systems, AI integration, stricter admission policies, and capacity building.
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1. INTRODUCTION
The university's main objective is to produce graduates capable of satisfying the expectations of the regional industry. Therefore, the curriculum is evaluated more frequently to consider the changing demands of the community and industries it serves. The frequency of curriculum evaluations has increased, and suggested changes are put through numerous evaluation stages before implementation. The initial level is the department, followed by the college, university, and board levels.

Communication is one of the main barriers that prevents an institution from keeping up with industry demands. As a separate body, the industry does not routinely provide the institution with feedback on its experiences with its personnel. The government is changing its program and institutional certification requirements to improve this need-response relationship and bridge this gap. To elevate the program submitted for accreditation, the accrediting body requires trace studies, employer feedback, and the program's responsiveness to industry expectations. As a result, the school will gather relevant industry data and develop a comprehensive educational evaluation of how well the curriculum satisfies market demands. In this context, the authors determined the employers’ feedback based on Master of Industrial Technology (MIT) performance in the respective workplace. 

2. LITERATURE REVIEW

2.1 The Master of Industrial Technology Program
CHED Memorandum Order 15 series of 2019 aims to provide students with enhanced academic and professional knowledge, skills, and competencies for a second degree above a bachelor's degree. These programs are theoretically based but may incorporate practical elements. Master's programs correspond with Level 7 of the Philippine Qualification Framework (PQF), requiring graduates to meet the following PQF Level 7 descriptors: advanced knowledge and skills in a focused, interdisciplinary, or multidisciplinary field of study, self-directed research, lifelong learning with a high degree and interdependence, and application of research skills.

The Master's program is a non-thesis, professional track that prepares students for professional doctoral programs or terminal degrees. It requires at least three out of thirty coursework units to be capstone courses or practice-based projects. The capstone project showcases skills and information gained during graduate school, emphasising the research process. Students choose an interest-based topic and create a final product, such as a case study, research paper, essay, short film, or multimedia presentation, which is presented to experts for assessment and grading.

2.2 Employee Performance
Employee performance is how well a person performs their work tasks and responsibilities. Many businesses evaluate their staff's performance annually or quarterly to identify areas that require development and promote continued success in areas that meet or exceed expectations (www.litmos.com, 2025).

Fekete and Rozenberg (2014) describe employee performance as the relationship between employee job satisfaction, or motivation, and performance. Stelzer and Proctor (2025) define satisfaction as a multifaceted emotional state derived from fulfilling expectations, wants, and needs.

3.3 Skills
The Indeed Editorial Team (2025) defined skills as strengths or proficiencies individuals gain through training and experience. In the workplace, professionals apply skills to achieve results. For example, managers use leadership skills to guide and motivate their team members. Leadership skills can include proficiencies in communication, delegation, time management, and problem-solving. Many workplaces include a list of key skills they prefer in candidates applying for specific positions. When candidates know their skills and can express how they plan to use them in the position, it helps hiring managers decide whether they have the right abilities.

3.3.1 Soft Skills
Walden University (2023) and Martins (2025) define soft skills as personal qualities influencing work and occupational roles, including interpersonal communication, conflict resolution, and active listening. Common soft skills include adaptability, dependability, problem-solving, critical thinking, teamwork, and organisation.

3.3.2 Hard skills
Walden University (2023). Martins (2025) and the Indeed editorial team (2025) discussed hard skills as essential technical abilities required by professionals in a specific industry, such as using specialised tools, coding languages, and techniques. They are crucial for effective and efficient performance in various roles, such as statistical analysis, server maintenance, marketing analytics, graphic design, database management, and infection prevention.

3.4 Workplace
A work environment, consisting of a physical environment, working conditions, and company culture, significantly impacts employees' workflow and mood. Research indicates that 35% of job seekers would decline a perfect role without connecting with company culture, and a healthy workplace goes beyond talent attraction (Perry, 2023).

Aptien.com (0225) defines a workplace as a location where individuals perform their job duties for an employer. Workplace characteristics vary across industries. Well-equipped workplaces are crucial for effective work performance and can be on-site, mobile, or fully remote.

Prohance.net (2025) defined the workplace as a physical or virtual location for employment-related activities, which has expanded to include virtual environments via the Internet. Challenges include diversity, inclusion, work-life balance, and remote work, which necessitate a diverse environment, balance work and personal life, and address communication, collaboration, and team cohesion.

A workplace comprises physical space, technological infrastructure, and organisational culture. The design and layout of these components impact productivity, collaboration, and employee well-being. A positive workplace culture fosters engagement, satisfaction, and retention, while a negative one can hinder productivity and collaboration (Santosh, 2025).

3.5 Employer’s Feedback
Tudy (2017) underscore that employers’ feedback on the performance of new college graduates is an essential piece of information that schools must consider to determine the relevance and responsiveness of their curriculum, programs, and services. Unay (2024) states that employers'  feedback on graduates’ performance is an essential piece of information that universities and colleges must consider to determine the relevance and responsiveness of their curriculum, programs, and services.

Long (2025) characterised employers’ feedback as information, comments, or suggestions employees provide to managers or coworkers about their performance, behaviour, or work-related activities. It helps employees understand their strengths and weaknesses, identify areas for improvement, and motivate them. McLain and Nelson’s (2025) research shows that only 26% of talent strongly agree that feedback helps them perform better. Effective feedback is a two-way communication process, focusing on behaviour rather than characteristics. Regular feedback sessions can foster trust and transparency between employees and management.

Fields (2025) recommends using surveys and questionnaires to assess management effectiveness, incorporating 360-degree feedback from peers, subordinates, and superiors. Regular follow-ups and evaluations are crucial for understanding long-term effects on management behaviour and team dynamics, and incorporating constant input into performance evaluations fosters continuous improvement.

4. STUDY’S OBJECTIVES

To obtain information on the workplace performance of Master of Industrial Technology (MIT) graduates, the Master of Industrial Technology (MIT) employers’ feedback has been conducted. 

Specifically, it aimed to:
1. determine the rating of the employers on the performance of the MIT graduates in their workplace;
2. identify the top 3 three traits from the ratings of the employers;
3. determine the highest and the lowest mean rating in each performance category, and
4. determine the highest and the lowest mean ratings for the overall graduate traits identified as a whole.
5. METHODOLOGY

5.1. Research Design
Dixon, Singleton, and Straits (2016) described the features of a population or phenomenon as they were at the time of the study using a descriptive survey approach. Assessing graduates' success in fulfilling program objectives is a curriculum product evaluation that records the curriculum's adequacy, applicability, and effectiveness. According to Amaliyah et al. (2023), this study's descriptive analysis used a histogram, the frequency distribution tabulation approach, and a narrative explanation.

5.2. Respondents and Sampling Plan
The study's respondents were 50 graduates of the MIT-AEP program from 2015 to 2024 who worked in the academe and industry. The researchers employed purposive sampling and the snowball technique. 

Sedgwick (2013) and Parker et al. (2019) discuss snowball sampling as a popular method in qualitative research involving networking and referral. Researchers start with a few participants who fit the research criteria and are invited to recommend others. Nikolopoulou, K. (2022) Snowball sampling is a non-probability sampling technique where existing units join new ones to study individuals with unique characteristics, such as rare conditions. It starts with one or more participants and continues until the target sample size is reached.

5.3. The Instrument
The study's instrument underwent reliability testing to ensure its credibility with the university and maintain its consistency.

A University’s instrument designed based on the CHED’s guidelines, following the 2012 Memorandum Order No. 46 and the 2014 CHED Handbook, was tested for content validity and reliability before data collection. The instrument has 6 main categories: employer’s satisfaction with the performance of the ISAT U graduates in each area, 20 items clustered into sub-items, 5-specialised activities, 4-work attitude, 3-creative and initiative,  and 8 ability to coordinate with others and superior. The instrument is fit for data gathering, and it measures the employer’s overall satisfaction, the graduates’ dissatisfaction, the employer's willingness to recruit ISAT U graduates, the employer’s recommendation or referral to other organisations/companies, and the profile of the respondents.

﻿5.4 Data Gathering Procedure
The standard instrument was prepared for data collection after undergoing validity and reliability testing. To gather data, the researchers sent a letter to the head office asking permission to use their employees for the study. The office head approved the two-page questionnaire, which was then disseminated. For the convenience of the respondents, the researchers gave them ample time to finish the questionnaire. Data gathering was crucial, as program graduates were based on the official list from the Registrar's Office to ensure accuracy.

5.4. Data Analysis
The study analysed the data using both quantitative and qualitative approaches. While the qualitative information from the interview was manually coded, inferential and descriptive statistics were computed. Responses were collected to identify emerging themes. Finding themes also involved verifying the informants' comments.

The employers’ feedback is conducted to obtain input from the industry that presently employs MIT students from Iloilo Science and Technology University. This study used the survey method, where questionnaires were dispensed to employers to obtain data about the rate of the traits that MIT possesses in their workplace. When data were gathered, the descriptive method was used, which utilised the mean, standard deviation, and frequency of the ratings from the questionnaire. These means and standard deviations were arranged in a table and interpreted using a scale.

List 1 : Rating Scale for Employer’s Satisfaction in Each of the Areas
	Range
	[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Description

	4.5-5.00
	[bookmark: _Hlk200443075]Extremely Satisfied

	3.5-4.49
	Very Satisfied

	2.5-3.49
	Satisfied

	1.5-2.49
	Somewhat Satisfied

	1.0-1.49
	Not Satisfied



List 2 : Rating Scale for Employer’s Overall Satisfaction
	Range
	Description

	8.20-10.0
	Extremely Satisfied

	6.40-8.19
	Very Satisfied

	4.60-6.39
	Satisfied

	2.80-4.59
	Somewhat Satisfied

	1.00-2.79
	Not Satisfied



The ratings were grouped and presented through their mean with descriptions to obtain relevant information from the returned feedback questionnaire. The highest and lowest ratings in the overall graduate traits identified were noted. The highest and lowest mean ratings in each performance category were also noted. All the rated traits are ranked from highest to lowest so that the top 3 are determined. This information is believed to highlight the areas that should be strengthened or highlighted to be more responsive to the industry's needs.

Facebook messengers were used to track the employment of MIT graduates, and information was shared through the so-called grapevine, where updates are obtained from peers, their former classmates who are close by, and former employers. Some returned forms are handed in the office, some are facilitated in the offices, and some are sent through email. Of the 50 MIT graduates messaged, only 32 returned a filled-out form.

To have a clearer picture of the MIT graduate's employment abilities in 2024 and earlier, the employer’s feedback ratings were grouped by classification from a 20-item questionnaire. These are:

5.4.1 Specialised abilities
2. Developing practical solutions to workplace problems
4. Creative in response to workplace challenges
8. Using technology and workplace equipment
10. Technical knowledge/skill
20. Promoting global competitiveness

5.4.2 Work attitude
11. Ability to manage/leadership qualities
15. Ability to take up extra responsibility
16. Obligation to work beyond schedule if required
17. Commitment, integrity, and honesty in the performance of their job

5.4.3 Creativity and initiative
6. Self-motivated and taking on the appropriate level of responsibility
7. Open to new ideas and learning new techniques
12. Innovativeness, Creativity

5.4.4 Ability to coordinate with others and superior
1. General communication skills
3. Working as part of a team
5. Planning and organisation skills
9. Ability to contribute to the goal of the organisation/company
13. Relationship with seniors/peers/subordinates
14. Involvement in social activities
18. Gender sensitivity and respect towards people and the environment
19. Considering inclusivity despite diversity


5.4.5 Ethical Considerations
According to Crewsell (2013), Govil (2013) and Rani & Sharma (2012), their research complies with ethical guidelines, which call for both legal authorisation and ethical committee approval. By getting participants' consent for voluntary participation, keeping their identities private, and communicating formally via email, they put their participants' welfare first. That was the only use of the supplied information. The material was destroyed six months after the completion of the final report. The study’s goals are knowledge advancement, data confidentiality, transparency, equity, and respect. Official correspondence, anonymity, and voluntary participation all contribute to the welfare of participants.

6. RESULTS

Table 1
Specialised Abilities

	Traits
	Mean
	Description

	[bookmark: _Hlk200446105]Developing practical solutions to workplace problems
	4.42
	Very Satisfied

	Promoting global competitiveness
	4.38
	Very Satisfied

	Technical knowledge/skill
	4.32
	Very Satisfied

	Creative in response to workplace challenges
	4.30
	Very Satisfied

	Using technology and workplace equipment
	4.26
	Very Satisfied

	Overall Mean
	4.34
	Very Satisfied



The rating results for traits under specialised abilities show a very satisfactory description of all traits with an overall mean of 4.34. Among these traits, they score highest on developing practical solutions to workplace problems, promoting global competitiveness, and technical knowledge/skill, with a mean rating of 4.42, 4.38, 4.32, 4.30, and 4.26, respectively. Although the lowest were creative in response to workplace challenges (4.30) and using technology and workplace equipment (4.34), employers still favour this trait with a very satisfactory rating.

Bell & Anderson (1999) emphasise the importance of creating practical solutions to workplace problems, incorporating new work thinking, involving team members, and providing agile environments. They emphasise the need for successful solutions that meet current and future needs and ensure adaptability and flexibility.

According to Stolovitch and Keeps (2008), problem-solving has investigated learning and nonlearning interventions that specialists in workplace learning and performance can suggest after analysing the performance gap and determining its causes or contributing variables. Additionally, it has offered comprehensive menus for interventions and tools for decision-making and provided a wide range of intervention menus and methods for choosing.






Table 2
Work Attitude

	Traits
	Mean
	Description

	Ability to take up extra responsibility  
	4.50
	Extremely Satisfied

	Obligation to work beyond schedule if required
	4.48
	Very Satisfied

	Commitment, integrity, and honesty in the performance of their job
	4.42
	Very Satisfied

	Ability to manage/leadership qualities 
	4.24
	Very Satisfied

	Ability to take up extra responsibility  
	4.50
	Very Satisfied

	Overall Mean
	4.41
	Very Satisfied



Organisational citizenship behaviour (OCB), defined as “individual behaviour that is discretionary, not directly or explicitly recognised by the formal reward system", has been acknowledged as an emerging phenomenon among public sector employees worldwide. Organisational identification has been identified as one of the mediators that affect the strength of the factors on OCB itself. (De Geus et al., 2020). Some notable positive consequences were Creativity, efficiency, work performance, positive emotion, well-being, turnover intention, workplace deviance, and organisational performance. In contrast, negative consequences were negative emotions such as stress burnout and citizenship fatigue because having these tasks requires time and commitment (Dewantara & Nugroho, 2023).

Meanwhile, leadership is an aspect that graduates can improve because of its dynamic nature. Many consider traditional hierarchical views less relevant, given the complexity of the modern world. Success in an organisation is more dependent on coordinative leadership practices distributed throughout the organisation rather than the actions of a few individuals at the top (Benmira & Agboola, 2020). So, perceptions and beliefs are expected to adapt to these notions to achieve effective organisational involvement.

Table 3
Creative and Initiative

	Traits
	Mean
	
	Description

	Self-motivated and taking on the appropriate level of responsibility
	4.30
	
	Very Satisfied

	Open to new ideas and learning new techniques
	4.42
	
	Very Satisfied

	Innovativeness and Creativity
	4.40
	
	Very Satisfied

	Overall Mean
	4.37
	
	Very Satisfied



The overall mean rated by the employers for Creativity and initiative is 4.37. These three items have mean ratings of very satisfied, self-motivated, and taking on the appropriate level of responsibility (4.30), open to new ideas and learning new techniques (4.42), and innovativeness and Creativity (4.40). Self-directed learning is effective in retaining knowledge and increasing satisfaction among older adults. It is suggested that those who take initiative learning learn more and apply their knowledge more effectively. However, innovativeness and Creativity are the lowest-rated aspects that higher education institutions (HEIs) must foster to prepare students for entry-level employment (Loeng, 2020). Despite various studies discussing strategies, there is a limited understanding of standard theoretical foundations across educational institutions worldwide. Addressing cultural and regional contexts is crucial for addressing these issues and ensuring effective learning for all (Setiamurti & Kurniawati, 2024). This result means that employers found the Creativity and initiative of MIT graduates in their workplace. 

Table 4
[bookmark: OLE_LINK11][bookmark: OLE_LINK12]Ability to Coordinate with Superiors and Others
	Traits
	Mean
	Description

	General communication skills
	4.68
	Extremely Satisfied

	Working as part of a team
	4.48
	Very Satisfied

	Considering inclusivity despite diversity
	4.38
	Very Satisfied

	Planning and organisation skills
	4.34
	Very Satisfied

	Ability to contribute to the goal of the organisation/company
	4.34
	Very Satisfied

	Involvement in social activities
	4.30
	Very Satisfied

	Relationship with seniors/peers/subordinates
	4.28
	Very Satisfied

	Gender sensitivity and respect towards people and the environment
	4.28
	Very Satisfied

	Overall Mean
	4.39
	Very Satisfied



As shown in Table 4, the Ability to coordinate with superiors and others has an overall mean of 4.39, which is described as very satisfied. Nonetheless, the top 3 traits of general communication skills (4.68) are extremely satisfactory.  Binnewies, Ohly, and Sonnentag (2007) suggest that idea-related communication is essential for showing engagement in the creative process. In contrast, personal initiative is necessary at the beginning of the creative process and for idea creativity. This finding was followed by working as part of a team (4.48), which was very satisfying, and considering inclusivity despite diversity (4.38), which was very satisfying. These findings show collaborative problem-solving in Shannon’s (2021) book “Collaborative Problem-Solving”, which describes the practices most conducive to creating a positive problem-solving culture based on curiosity, collaboration, and evidence-based thinking. This idea pertains once more to organisational citizenship behaviour (OCB). According to research by Adrianto et al. (2020), OCB significantly improved employee performance; as a result, a system of rewards and punishments that is applied uniformly to all employees is suggested. Businesses can offer training courses that suit their requirements.

Ahmad et al., 2023, however, one of the most critical theories in the social sciences, social exchange theory, suggests that people are inherently inclined to interact with their friends and family and work for the organisation. This result highlights the fundamental intricacy of business relationships, wherein exchange interactions other than reciprocity are daily but have not been thoroughly studied. However, the least rated aspect is the managerial skills required for job success, according to Rikala et al. (2024). This outcome pertains to the skill gap among today's graduates worldwide due to job mismatches and limited access to quality opportunities during their formative years. Hence, inadequate cooperation among trainers, employers, and graduates can make matching one's abilities to organisational objectives more difficult.

Table 5
The Top 3 and the Lowest 3 Mean Ratings in the Overall Graduate Traits
	Placement
	Rank
	How Satisfied are you with the graduates' work performance in each area?
	Mean
	
	Description

	1
	1
	General communication skills
	4.68
	
	Extremely Satisfied

	20
	2
	Promoting global competitiveness
	4.38
	
	[bookmark: OLE_LINK3][bookmark: OLE_LINK4]Very Satisfied

	19
	3
	Considering inclusivity despite diversity
	4.38
	
	Very Satisfied

	18
	4
	Gender sensitivity and respect towards people and the environment
	4.28
	
	Very Satisfied

	17
	5
	Commitment, integrity, and honesty in the performance of their job
	4.42
	
	Very Satisfied

	16
	6
	Obligation to work beyond schedule if required
	4.48
	
	Very Satisfied

	15
	7
	Ability to take up extra responsibility
	4.50
	
	Extremely Satisfied

	14
	8
	Involvement in social activities
	4.30
	
	Very Satisfied

	13
	9
	Relationship with seniors/peers/subordinates
	4.28
	
	Very Satisfied

	12
	10
	Innovativeness, Creativity
	4.40
	
	Very Satisfied

	11
	11
	Ability to manage/leadership qualities
	4.24
	
	Very Satisfied

	10
	12
	Technical knowledge/skill
	4.32
	
	Very Satisfied

	9
	13
	Ability to contribute to the goal of the organisation/company
	4.34
	
	[bookmark: OLE_LINK5][bookmark: OLE_LINK6]Very Satisfied

	8
	14
	Using technology and workplace equipment
	4.26
	
	Very Satisfied

	7
	15
	Open to new ideas and learning new techniques
	4.42
	
	Very Satisfied

	6
	16
	Self-motivated and taking on the appropriate level of responsibility
	4.30
	
	Very Satisfied

	5
	17
	Planning and organisation skills
	4.34
	
	Very Satisfied

	4
	18
	Creative in response to workplace challenges
	4.30
	
	Very Satisfied

	3
	19
	Working as part of a team
	4.48
	
	Very Satisfied

	2
	20
	Developing practical solutions to workplace problems
	4.42
	
	Very Satisfied

	Ave
	4.376
	
	Very Satisfied



Table 5 shows the top three and the lowest three mean ratings in the overall graduate traits: general communication (4.68), promoting global competitiveness (4.38), and considering inclusivity despite diversity (4.38). These responses from the employers conform with Brown and Luzmore’s (2023) findings in Kubátová, Müller, Kosina, Kročil, and Slavíčková (2025), which identified over 40 soft skills that were considered significant, with communication at the top of the list. Kubátová et al. added that other names for communication skills are oral communication, non-verbal communication, and written communication. On the other hand, the lowest three were creative in response to workplace challenges (4.30), working as part of a team (4.48), and developing practical solutions to workplace problems (4.42). Kubátová et al. underscore these as one of the most essential soft skills for the twenty-first Century in non-academic sources. Research, practice, and policy related to learning and lifelong education all centre on skills development. The demands of complicated tasks and domains require advanced abilities built upon a specific domain of fundamental skills (Milana, Brandi, Hodge, Hoggan-Kloubert, and Morris, 2025).  Wheater, Kuhn, Classick, del Pozo Segura, Guevara, Harland, and Lopes (2024) recommend raising standards in these key skills in school education for global competitiveness.

Table 6
Employer’s Overall Satisfaction Rate 	 
	Overall Satisfaction Rate
	Mean
	Description

	General Performance
	8.72
	Extremely Satisfied



The overall mean rating of the performance of the MIT graduates in their respective offices is 8.72, interpreted as extremely satisfied. A similar study by Lumauag (2017) from the employer feedback of BS Information Technology Graduates of ISAT U Miagao campus showed that employers were very satisfied with the attributes of graduates based on the gathered data from 54 employers, implying good competency of state universities in preparing the students towards work career.  Unay (2024) found out that the performance rating of the nine essential skills and attributes is very satisfactory, implying that the graduates performed better than the required employer's standard.  According to the ASEAN Quality Reference Framework, all educational institutions must use quality qualification systems to support the quality framework for lifelong learning (Bateman et al., 2015). 

The graduates’ overall quality of work and performance are very good, and their performance is significantly correlated with the quality of their work.

Table 7
Employer’s Recommendation Rate 	 

	Recommendation Rate
	Yes
	No

	Would you like to recruit more ISATU graduates?
	100%
	0%

	Would you recommend the ISATU graduates to other organisations
	100%
	0%



[bookmark: OLE_LINK9][bookmark: OLE_LINK10]The employers’ responses to whether they would still hire or recommend ISAT U MIT graduates to other industries are all yes (100%). This response solidified the CHED Memorandum Order number 15, a series of 2019 Policies and Guidelines for Graduate Education. This memo includes the relevant sections of the Republic Act (R.A.) No. 7722, often known as the "Higher Education Act of 1994. " Dated December 19, 2019, R070-2019, this memo functions as an outcomes-based quality assurance system by Referendum No. 1 and the Philippine Qualifications Framework (PQF). CHED Memorandum Order No. 46 Series Of 2012 emphasised the importance of quality and quality assurance is highlighted by the urgent need to move significant populations of Filipinos out of poverty and to address local, regional and national development concerns by educating quality leaders, thinkers, planners, researchers, technological innovators, entrepreneurs, and the much-needed workforce to launch the national economy (Sec. 4). This finding implies that the observance of curriculum standards that align with the educational expectations from their corresponding courses is a crucial factor for these state universities as catalysts of professional growth among students. The university may consider programs to strengthen the students' soft skills through continued linkage and collaboration with partner industries, preparing them for a more diverse and modern world of work (Mendoza, 2021).

7. SUMMARY OF FINDINGS

Specialised Abilities. According to the study, employers place a high value on specialised skills, which shows a mean rating of 4.34. The highest ratings are given to technical knowledge/skill, encouraging global competitiveness, and creating workable solutions to workplace issues. Employers still value these qualities even though they received the lowest ratings for using technology and equipment and coming up with innovative solutions to problems at work. Bell & Anderson (1999) and Stolovitch and Keeps (2008) concentrate on offering comprehensive intervention menus for learning and performance improvement as well as workable solutions for issues involving team members and agile environments.

Work Attitude. Around the world, public sector workers are free to select their organisational citizenship behaviour (OCB). Organisational identification acts as a mediator between the degree of influence of factors on OCB. Intention to leave, Creativity, productivity, positive emotions, well-being, workplace deviance, and organisational performance are all examples of positive outcomes. However, these endeavours require time and commitment, which may result in unfavourable consequences like stress burnout and citizenship fatigue. Since leadership is a constantly changing field, graduates need to adapt their beliefs and opinions to the complexities of the modern world. Traditional hierarchical views are less relevant, and the success of an organisation depends more on the widespread application of sound leadership practices than on the choices made by a small group of people at the top.


Creative and Initiative. Employers show initiative and inventiveness, indicating that they are very significant. Learning that is self-directed helps older persons retain information and feel more satisfied. Higher education institutions must prioritise the least ranked qualities of originality and innovation to prepare students for entry-level jobs. Effective learning requires addressing regional and cultural circumstances. Employers discovered that MIT graduates were creative and proactive in work, demonstrating the value of encouraging these qualities in educational institutions.

Ability to Coordinate with Superiors and Others. The study reveals that coordination with superiors and others is highly satisfactory, with the top three general communication skills traits being highly satisfactory. Idea-related communication is crucial for engagement in the creative process, while personal initiative is essential for idea creativity. Working as part of a team and considering inclusivity despite diversity is also satisfying. This finding aligns with Shannon's book "Collaborative Problem-Solving," which promotes a positive problem-solving culture based on curiosity, collaboration, and evidence-based thinking.

The Top 3 and the Lowest 3 Mean Ratings in the Overall Graduate Traits. The result reveals the top three and lowest three mean ratings in graduate traits: general communication, promoting global competitiveness, and considering inclusivity despite diversity. These responses align with Brown and Luzmore's (2023) findings in Kubátová et al. (2025), which identified over 40 significant soft skills, with communication being the top. The lowest three were creative in response to workplace challenges, working as part of a team, and developing practical solutions to workplace problems. These skills are essential for the twenty-first Century in non-academic sources.

Employer’s Overall Satisfaction Rate. Employers are highly satisfied with the performance of MIT graduates in their offices and with the graduates' attributes, indicating good competency in preparing students for work careers. Unay (2024) found that the graduates performed better than the required employer standards in nine essential skills and attributes. The ASEAN Quality Reference Framework mandates quality qualification systems for lifelong learning.

Employer’s Recommendation Rate. Employers are 100% confident in hiring or recommending ISAT U MIT graduates to other industries, confirming the CHED Memorandum Order number 15, emphasising quality assurance in graduate education. The order addresses poverty and development concerns by educating quality leaders, thinkers, planners, researchers, and entrepreneurs. The observance of curriculum standards is crucial for state universities as catalysts for professional growth among students.

8. CONCLUSION AND IMPLICATION

The study reveals that employers value specialised skills, such as technical knowledge, global competitiveness, and innovative solutions to workplace issues. However, they also value work attitude, which involves adapting to the complexities of the modern world. Initiative and inventiveness are highly valued. Higher education institutions should prioritise these qualities to prepare students for entry-level jobs. Coordination with superiors and others is highly satisfactory, with the top three general communication skills traits being idea-related communication, personal initiative, and teamwork. The study also reveals the top three and lowest three mean ratings in overall graduate traits: general communication, promoting global competitiveness, and considering inclusivity despite diversity. Employers are highly satisfied with the performance of MIT graduates, indicating good competency in preparing students for work careers. Employers are 100% confident in hiring or recommending ISAT U MIT graduates to other industries, confirming the CHED Memorandum Order number 15, emphasising quality assurance in graduate education.

9. RECOMMENDATION

Master's programs meet Level 7 of the PQF, requiring graduates to possess advanced knowledge and skills in a focused, interdisciplinary field, conduct self-directed research, engage in lifelong learning with high interdependence, and apply these skills in research for professional practice were evident in the employer’s feedback. However, integrating 21st-century skills in the curriculum can change teaching methods, demand teachers, students, administrators, and educational leaders, and support acquiring skills beyond the formal education system. ICT can bridge formal and informal educational contexts; specific support is needed for skill acquisition. Teachers and students should be prepared to adopt new assessments and changes to national exams to include 21st-century skills. These questions should be addressed in a public debate about implementing 21st-century skills. Hence, higher education institutions constantly enhance curricular offerings by focusing on soft skills in the curriculum to produce globally competitive technology graduates in the global workplace.

[bookmark: _Hlk180402183][bookmark: _Hlk183680988]10. DISCLAIMER (ARTIFICIAL INTELLIGENCE)
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