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Abstract: The Islamic finance human capital demand is accelerating with a rapidly growing Islamic banking
and finance (IBF) industry. In Pakistan, the [BF industry moves forward to be more competitive and
sophisticated. Therefore, there is a need to explore the employability skills, which the IBF employers mainly
require from the new Islamic finance graduates. This study examines the viability of employability skills for
the employment of Islamic bank graduates in Pakistan. A quantitative method was adopted to collect data
from 120 respondents using a self-administered questionnaire. The findings of the factor analysis suggested
five variables deemed to be relevant in IBF graduates’ employability skills for Islamic banks which are
communication, interpersonal, technical, social, and subject knowledge skills. This study attempts to obtain
the employer's perspective that will be used to refine and strengthen the existing skills, knowledge, and
course structure in academia.

Key Words: Employability Skills, Islamic Banks, Pakistan

JEL Classification:

Introduction

The Islamic banking and finance (IBF) industry
has made significant progress across the globe
in the present-day competitive financial
environment (Khan, Alheety & Bardai, 2020). It
can be perceptible with the introduction and
development of new Shariah-compliant
products, improved structure, the inclusion of
more Islamic banks branches, and new Islamic
financial markets such as Sukuk, Islamic capital

markets, etc. (State Bank of Pakistan [SBP],
2020). Despite the better IBF industry growth
over the years, the IBF industry is still tackling
numerous challenges, including a lack of
product creativity (Narayan & Phan, 2019),
lack of awareness (Igbal, 2007), shortages of
skilled human resources (Ab Manan et al.,
2018), and the lack of ability to manage
operations as per Shariah standards (Hassan &
Mollah, 2018).
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The rapid growth of the IBF industry
undoubtedly creates and calls for a
considerable demand for new expertise (Ab
Manan et al., 2018). The IBF industry needs
highly skilled human resources (HR) to
compete successfully with the comparative
traditional financial markets worldwide
(Kunhibava, Ling & Ruslan, 2018). However,
locally and globally, there is a misalliance
between academia and industry that is crucial
to providing the best-skilled HR to match the
IBF industry's needs (Khan et al., 2018).
Presently, more than 40 higher educational
institutions (HEIs) are offering programs in
IBF, either graduate or post-graduate, across
the world producing about 5,000 professionals
annually, although the demand is ten times
high (Pakistan Gulf Economist [PGE], 2020).

Due to the Shariah-compliant procedures
and financial regulations, the IBF industry
operates in a complex environment, which
presents challenges for HR in terms of placing
the right people in the right positions (Ali et al.,
2018). Human capital hurdles the growth of
the IBF industry, particularly Islamic banking
(Haneef, 2009). There is a lack of vital training
and educational programs, support, standard
recruitment guidelines, employee retention
policies, and unrealistic expectations. In order
to make the economy an international centre
for Islamic finance education, the effect of
making the employability of IBF graduates a
crucial agenda item within Islamic nations
(Kayadibi, 2010). The Islamic finance industry
currently employs roughly 25,000
professionals (PGE, 2020).

Pakistan has made massive progress in
establishing academic institutions to provide
the best education and knowledge to the
apprentices (Ahmad & Humayoun, 2011). In
Pakistan, 22 institutions currently offer
master's or bachelor's degrees in IBF
specialized domain (Khan et al., 2020). Being
acquainted with the significance of skilled HR
for the IFls, the Pakistan central bank, SBP, has
also established the Centre for Excellence in
Islamic Finance (CEIFs) in three renowned
HEIs: LUMS in Lahore, IBA Karachi, and IM
Sciences in Peshawar (PPI, 2021). As per the
SBP vision to retain 20 per cent of Islamic

banking share by 2020, and based on an
expected 30 per cent IBF industry assets
growth, the demand for qualified IBF
professionals in the next 5 years is estimated
to be around 3,000-4,000 (PGE, 2020).

The term ‘employability’ refers to a
person’s ability to secure and sustain
employment within an organization (Belt,
Drake & Chapman, 2010). It includes individual
personality traits and capacity, organizational
skills, academic aptitude, skills, knowledge,
and formally acquired competencies and
capabilities (Atfield & Purcell, 2012).
According to Mason, Williams, and Cranmer
(2009), the demand for employability skills
increases as the number of graduates from
HEIs increases in the labour market. Thus,
there must be growing interest in developing
employability  skills. Even though few
empirical studies conducted to explore the
skills that are most sought-after by employers
and the most useful for graduates and thereby
offer the importance of employability skills as
an alternative mode for graduate development
(Dhir, 2019; Vyas & Chauhan, 2013; Passow,
2012; Stewart & Knowles, 2000).

Additionally, few studies also investigate
the nexus between employability skills and
organizational performance (say Khan et al.,
2020). To the researcher's best knowledge, no
comprehensive research has been conducted
to explore employability skills for IBF
graduates based on the employer's
perspective,  particularly in  Pakistan.
Therefore, this research paper examines the
viability of employability skills as a possible
IBF graduate's employment in the Islamic
banking sector in Pakistan.

Significance of the Study

Pakistan is considered one of the most
prominent Islamic  finance  education
providers globally and is ranked among the
top ten countries to provide professional
education, courses, and training in Islamic
finance (Khan et al., 2018). Concurrently,
Pakistan also focuses on capacity building,
including HR development and quality
education, to provide Islamic finance talents
locally and abroad. However, the demand and
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supply information of Islamic finance
education programs and graduates available
on the websites of respective HEIs and
relevant agencies are inconclusive. It poses
constraints to policymakers in planning,
designing, and implementing decisions to
place Pakistan as a leading Islamic finance
education hub globally (Ahmad, Fiaz &
Shoaib, 2015).

According to the IBA CEIF and Thomson
Reuters report, entry-level trained
professionals are insufficient as per the
opinion of 76 per cent of executives of the
Islamic finance industry in the present-day
dynamic marketplace. It emphasized the gap
that the current education/academic system
throughout the country offers information
mainly about the traditional financial system
and consequently still lags behind in
conveying the appropriate employability skills
set and academic context about the IBF
system. Thus, the IBF industry has a
tremendous growing demand for well-
qualified and skilled HR. However, academia
lacks the expertise and resources to cater to
this fast-emerging sector's needs (PGE, 2020).
Therefore, this study explores the viability of
employment skills for Islamic bank graduates
in Pakistan.

This paper divides into six sections.
Section 1 gives an introduction and rationale
for conducting the study. Section 2 provides
previous studies on the under-studied
employability variables. Section 3 entails
information about the research methods and
methodology. Section 4 discusses the key
findings and research results. Section 5 has a
discussion of the findings, and finally, the
conclusion and recommendations are
provided in section 6 of the paper.

Literature Review

As per the job matching theory, graduates
must possess the qualification or competency
levels required by employers. Otherwise, it
negatively influences the wages and
productivity of getting a job (Abdullah et al.,
2015). The job match theory states that new
graduates must utilize their capabilities, skills,
attitude, and knowledge correctly at the

workplace. Besides, the theory further
proposes if the competencies and skills of the
graduates are mismatched with the employer's
requirements, unemployment will emerge
(Ismail et al., 2011). In recent years, where
many jobs are inter-reliant, graduates need to
multitask and blend hard and soft skills. From
the perspective of the IBF industry, Husna et
al. (2012) ascertain that banks require an HR
that can assist customers in daily banking
operations and making wise decisions for
products.

Skill in an individual's ability to apply such
know-how to complete tasks and solve
problems (Kulkarni & Chachadi, 2014). It can
be intuitive, logical, practical, or creative
thinking, requiring an individual's use of
instruments, methods, kits, and resources
(Hoffmann & Post, 2014). Many previous
studies explored the employability skills
required for a particular position or sector
(such as Ngoo, Tiong & Pok, 2015; Collet, Hine
& Du Plessis, 2015; Klibi & Oussii, 2013; Sodhi
& Son, 2008). Earlier studies in the context of
the banking sector generally either focused on
the knowledge needs or has had used the
banking sector among several other factors,
however, not many studies examine the
specific required employability skills for
graduating participants in the banking sector
(Khan et al., 2020; Cicekli, 2016; Adebakin,
Ajadi & Subair, 2015; Rassuli et al., 2012;
Sullivan, 2012).

The concept of employability has links
with HEIs and has been known for decades
(Leitch, 2006). Employability defines the
quality and skills that an individual possesses,
is offered, and is required by the organization
(Madar & Buntat, 2011; Bowers-Brown &
Harvey, 2005). Employability skills transfer
from one job to another, which the individual
can use in any firm and across all sectors
(Branine, 2008) and are possible enough to get
a candidate employed (Madar & Buntat, 2011).
A graduating participant with employability
skills is considered to be appealing to
employers compared to a graduate with low
employability skills (Oria, 2012). These skills,
in short, can be said to be job readiness skills
(Shafie & Nayan, 2010). Kulkarni and Chachadi
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(2014) ascertain that employability skills are
significant for graduates to develop and secure
their first job after graduation.

Despite the increasing attention that
employability skills have received over the
years (Yorke, 2006; Hillage & Pollard, 1998;
Mcquaid & Lindsay, 2005; Weinert, 2001).
According to Pillai et al. (2012), employability
skills refer to an individual's attributes,
knowledge, and skills to succeed and benefit
the community, workforce, economy, and
themselves. Besides, Huda et al. (2016) said
that these are the characteristics an individual
possesses, such as personal attributes, skills,
and subject-related concepts understanding
to gain employment and be successful in their
career, thus contributing positively to
economic development and society. HEls are
a powerful platform to grasp the knowledge
and employability skills of the graduates
related to the specifications of their domain
(Madar & Buntat, 2011). Therefore, the
graduates should possess skills up to an
appropriate level to meet the industry
requirements for subject-related knowledge
(Thota, 2014).

The graduates should develop self-
equipped skills to perform professionally in
business areas, according to Alpay and Jones'
(2012) study. The graduates must possess the
business acumen, communication skills, and
professional skills necessary to be effective
employees (Vyas & Chauhan, 2013). Skilled
and knowledgeable employees are required to
adopt rapid economic and technological
changes over the period (Griffin & Annulis,
2013). Skilled, knowledgeable and
experienced human personnel are a great
asset for a company to handle hard challenges
and situations (Madar & Buntat, 2011).
Therefore, employers have always looked to
recruit and select the best-skilled workforce
(Miller, Biggart & Newton, 2013).

Collect, Hine, and Du Plessis (2015)
conducted a study using a sample of 207
managers from the research industry in
Australia. They found a gap between the skills
organizations need and graduates' skills.
Adebakin et al. (2015) found that the vital skills
were  decision-making,  problem-solving,

analytical, teamwork, and information and
communication (ICT) skills in Nigeria. A similar
study by Ngoo et al. (2015) also explored that
the vital skills employers sought in accounting
graduates were problem-solving, critical
thinking, and communication skills. Zeti (2006)
further illustrates the need for human capital
development to sustain the performance and
competitiveness of Islamic financing and the
Islamic services industry.

Today, most corporate values derive from
combining many assets like equipment,
finance, property, and expertise (Dess &
Picken, 2000). Besides, intangible assets such
as brands, images, and human capital skills are
significant assets of any organization. Human
capital is a form of workforce that is
increasingly severe to business operations
(Rastogi, 2000). According to previous studies
(say Belonio, 2012; Leblebici, 2012; Athar &
Shah, 2015), bank employees cannot perform
well and do not complete their tasks due to
less experience and lack of training. Proper
training, identification, and budget allocation
is a significant successes towards human
capital development as it is a basic need for
contributing to the IBF industry.

In order to meet the employer’s needs and
requirements, the development of
employability skills has significantly reinforced
pressures to gain support from HEIs (Kulkarni
& Chachadi, 2014). It is because one of the
critical aspects of education is to generate and
develop employable human power (Pavlin &
Svetlik, 2014; Pillai et al., 2012; Oria, 2012).
According to Grant and Dickson (2006), higher
education authorities worldwide are now
more concerned about the knowledge, skills,
and characteristics they expect their graduates
to have. Graduate employability also is one of
the measurements of university performance
(Tymon, 2011). In simple words, university
education is the main contributor to
employability skills development and to tackle
the unemployment crisis, the literature
suggests that the graduating participants
should possess the required employability
skills (Jensen et al., 2013).

Since organizations always try to figure
out skills in the graduates in the early stage of
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employment interviews, and lack of such
employability skills might contribute to
rejection in a job interview, thus resulting in a
higher unemployment rate (Dania, Bakar &
Mohamed, 2014). The flow of ideas, problem-
solving attitude, and collaborative acts among
skilled HR provide the base for building a solid
and productive team. Top leadership values
teamwork for innovation (Hoegl & Parboteeah,
2007). On the other hand, a lack of
communication and collaboration impedes
the capability of innovation in the organization
as group members are more sceptical and
have less shared understanding
(Banaeianjahromi & Smolander, 2019). The
social skills impact the innovation process in
the IFls, given the level of communication and
interactions required for a financial service or
product to be developed, and approved by
the Shariah committee members. Thus such
social skills help build a shared cognition
among the team members (Dunn, Gerad &
Grabski, 2017).

Research Gap

(Sewell, 2009). The purpose of the proposed
study model is to guide and assist the
academicians in embedding employability
provisions into the current curriculum to
enhance graduate employability in the IBF
industry.

Research Methodology

Since the calibre of staff that is available to an
organization at any given time by the
recruitment and selection of any organization,
thereby these are difficult tasks that demand
HR managers' full attention. As a result, they
must make sure that accurate job analyses are
performed consistently at each employee's
desk to meet the organization's goals
(Stankeviien, Korsakien, & Liuvaitien, 2009). As
the performance of an organization is greatly
influenced by its HR, HEIs are expected to
produce highly mobile skill-oriented graduates
who can work or respond to the continuously
varying needs of organizations as well as the
marketplace. Although it is debatable whether
the qualifications of these recent graduates
meet the needs of the organization (Hesketh,
2000). To meet the needs of the employer,
educators and students in HEIs must be aware
of these needs and skills. Therefore, research
is required to determine what employers want
from the graduating workforce. Very few
researches have addressed this issue related to
the banking sector and the Islamic banking
sector, particularly in the context of Pakistan

The study population consisted of employees
from seven full-fledged Islamic banks and
traditional banks with Islamic
windows/branches who were directly or
indirectly involved in the IBF graduates
recruitment and selection process within
Lahore, Pakistan. The study sample was 120
employees of full-fledged Islamic banks —
namely, Meezan Bank Limited, Al-Baraka Bank
Limited, Dubai Islamic Bank, Bank Islamic
Limited, MCB Islamic Banking, Bank AlFalah
Islamic, and Askari Bank Limited. The data was
gathered using convenience sampling from the
targeted respondents. Consequently,
exploratory factor analysis (EFA) was
performed to analyze the Islamic banker's
perspectives on all the variables in
employability skills to determine its viability as
an alternative organizational performance
mode for Islamic banks. SPSS v24 was used to
analyze the data.

The study has employed a literature survey
as presented above in section 2, and five
variables/constructs with regard to the
viability of employability skills for IBF
graduates have been identified. These include
1) Communication skills, 2) Interpersonal
skills, 3) Technical skills, 4) Social skills, and 5)
Subject knowledge. To understand the
viability of the Employability skills of IBF
graduates for Islamic banks, views on these
variables/constructs were gathered from the
employer's perspectives. A survey instrument
was used because it is the most suitable way
to manage and collect the primary data
(Kerlinger, Lee & Bhanthumnavin, 2000).
Demographic data (part 1) and Islamic
bankers' opinions on IBF graduates'
employability skills (part 2) made up the two
sections of the questionnaire. Part 2
comprises 31 questions to examine the Islamic
bank's views on IBF graduates' employability
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skills. A 7-point Likert scale was used for the
study to indicate the participant's degree of
disagreement or agreement (where 1
represents Strongly Disagree and 7 represents
Strongly Agree) regarding the respondent's
views on the particular series of
statements/items on employability skills. Linan
and Chen (2009) also suggested that it would
be much more rigorous to determine the
intention level of respondents by applying
Likert scales with seven items as the intention
is a complex cognitive trait. The researchers
have used quantitative data as it is helpful for
producing objective data which can be clearly
communicated through  numbers and
statistics.

Results

This section of the paper discusses the data

analysis results and is categorized into three
sub-sections: (a) respondents' demographic
profile, (b) reliability analysis, and (c)
exploratory factor analysis.

Respondents Profile

Table 1 shows that 90.8% were males, and
9.2% were females out of the 120 respondents.
About 39.1% of the respondent's age were
between 37-42 years, 24.7% were between 31-
36 years, 13.4% were between 43-48 years, and
12.4% were between 25-30 years old. The
majority of the respondents (47.0%) have 4 to
7 years of experience in the banking sector.
31.5% of respondents have an MS/Ph.D.
degree followed by 29.6% of respondents with
a Master's and 21.8% of respondents with a
Bachelor's degree.

Table 1
Demographic Profile
Frequency Per cent

Gender
Male 109 90.8
Female 11 9.2
Age
Less than 25 years 5 4.3
25-30 years 15 124
31-36 years 30 24.7
37-42 years 47 39.1
43-48 years 16 134
Above 48 years 7 6.1
Designation
Branch/Operation Manager 26 21.6
HR Manager 64 53.5
Higher Management/Leadership 20 16.9
Others 10 8.0
Experience
1-3 years 30 25.0
4-7 years 56 47.0
8-10 years 20 164
More than 10 years 14 11.6
Education
Bachelors 26 21.8
Masters 35 29.6
MS / PhD. 38 31.5
Diploma / Certification 17 14.2
Professional Qualification 3 2.2
Others 1 0.7

Vol. VIII, No. Il (Spring 2022)

37



Afia Mushtaq, Talat Hussain and Muhammad Mahmood Shah khan

Reliability Analysis

Reliability analysis is an essential statistical
component of any quantitative research. It is
the extent to which an instrument is free from
errors (Sekaran & Bougie, 2010). Using SPSS,
reliability analysis was conducted to confirm
all measurement items' reliability of the five
variables in employability skills. In reliability
analysis, Cronbach's alpha value of equal to or

above 0.7 is generally said to be acceptable
(Brink, 1991). It shows that the survey tool is
reliable for further conducting the study
(Kline, 1986). The findings of the reliability
analysis show that measurement items were
found to be reliable as they achieved the
minimum value of alpha 0.7, thereby
concluding that constructs/variables are
reliable measures. Table 2 presents reliability
values for all variables.

Table 2
Reliability Analysis
S. No Scale Name Cronbach's Alpha  Number of Items
1 Communication Skills 916 5
2 Interpersonal Skills .881 7
3 Technical Skills 911 5
4 Social Skills .928 7
5 Subject Knowledge .906 7
Factor Analysis Using SPSS, we have employed EFA to

Factor analysis is performed to understand
how different underlying factors affect the
variance among the constructs. It is a
"statistical method to describe the variability
within correlated, observed variables in terms
of the potentially lower number of unobserved
variables" (Yong & Pearce, 2013). To analyze
the Islamic banker's views on the variables,
this study used EFA because this technique
can show which items indicate the same thing
(Zainudin, 2012). Moreover, this method also
allows the researcher in determining factors
that contribute to the viability of employability
skills as a viable factor for performance for
Islamic banks.

examine the contribution of each item to form
a factor/component by utilizing the principal
component analysis as the extraction method
and the varimax method as the rotation
method. The factor analysis depicts a Kaiser-
Meyer-Olkin Measure (KMO) value of 0.938.
According to Trujillo-Ortiz et al. (2006), the
KMO value above the 0.5 threshold shows that
the dataset is suitable for factor analysis and
has strong partial correlations. Furthermore,
the significance value of Bartlett's Test of
Sphericity is below 0.05, suggesting that there
is a significant association between variables
(Tabachnick, Fidell & Ullman, 2007).

Table 3
KMO and Bartlett's Test
KMO Measure of Sampling Adequacy. .938
Approx. Chi-Square 3379.953
Bartlett's Test of Sphericity df 406
Sig. .000

Additionally, as shown in Table 4, all 29 items
were grouped into five factors when analyzed
simultaneously, consistent with the five
variables which were identified earlier in
Section 2. The top five components show the

initial eigenvalues greater than one, thereby
forming a strong argument for representing the
factors. Likewise, the cumulative percentage
of variance for the top five components was
77.91%, which indicated that these variances

38

Global Economics Review (GER)



Viability of Employability Skills for Islamic Banking and Finance Graduates Employment; Case of Islamic

Banks of Pakistan

could be explained by employability skills for
IBF graduates. In other words, it means that
these five generated components can explain
more than 77.91% of the variances in
employability skills. Furthermore, from the

scree plots, the analysis depicts that the first
five components have Eigenvalues over 1.
Thus these five factors are considered to be
the strong factors.

Table 4
Total Variance Explained
Initial Eigenvalues Extraction Sums of Rotation Sums of
8 Squared Loadings Squared Loadings
Q
) X o) X o) * o)
3 O - - A - - R - W -
s S| 5| 8 |8 | 5|8 | 8|8 &
=1 o = =F o, = =F o, = =F
3 s 3 8 3 8
® R ® R ® R
1 18.931 | 52.586 | 52.586 | 18.931 | 52.586 | 52.586 | 8.594 | 23.871 | 23.871
2 4.677 | 12.991 | 65577 | 4.677 | 12.991 | 65577 | 7.528 | 20.911 | 44.782
3 2.615 7263 | 72.840 | 2.615 7.263 | 72.840 | 4474 | 12428 | 57.210
4 1.841 5113 | 77.953 1.841 5113 | 77.953 | 4.336 | 12.046 | 69.256
5 1.308 | 3.633 | 81.586 1.308 3.633 | 81.586 | 3.116 | 8.654 | 77.910
Figure 1
Scree Plot
Scree Plot

Component Number

Varimax rotation matrix was performed to aid
the interpretation of the five components, and
the results are shown below in Table 5.
Rotated factor matrix indicates that items CS1,
CS3 CS4 and CS5 form one factor (or
construct), items 1S1, 1S2, 1S3, 1S4, 1S5, 1S6, and
IS7 form the second construct, items TS1, TS2,

TS3, TS4 and TS5 form the third construct,
items SS1, SS2, SS3, SS4, SS5, SS6 and SS7
form the fourth construct, while items SKI,
SK2, SK3, SK4, SK5, and SK6 form the fifth
construct. It shows that out of all these 31
items, 29 items contribute to five underlying
factors/constructs.
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Total 5
Rotated Component Matrix

Construct Item Code*

Component
2 3 4 5

CS1
CS3
Cs4
CS5
IS1
1S2
1S3
Interpersonal Skills 1S4
IS5
1S6
1S7
TS1
TS2
TS3
TS4
TS5
SS1
SS2
SS3
SS4
SS5
SS6
SS7
SK1
SK2
SK3
SK4
SK5
SK6

.568
750
.870
.820

Communication
Skills

Technical Skills

Social Skills

Subject Knowledge

.696
.836
740
.687
.681
567
534
792
767
.686
.639
735
712
748
832
852
567
.885
673
704
.638
.594
.859
739
.867

* The description of the item code is presented in Annexure A.

Discussion

Human capacity must be given top priority for
any organisation to meet the expectations of
its stakeholders (Kesti & Syvajarvi, 2010).
Keeping this into consideration, the HR
department of an organization generally and
ideally looks to source qualified and
outstanding candidates capable of delivering
high-quality results for their organization
(Ericksen & Dyer, 2005). Since one of the main
tasks of HR managers is to recruit and select
suitable candidates for the right job at the right
time, thus it represents the staff quality at an
organization's disposal par time (Chen &
Huang, 2009). Hence, HR managers should

ensure that proper job analysis is done before
hiring a candidate so that the goals and
objectives of an organization are consistently
met at each employee's desk. It is only
possible when the HR department harmonizes
its work with other department managers to
ensure that the organization is not leaving any
stone unturned in employing the best human
capital (Shahnaei & Long, 2015).

The results of exploratory factor analysis
have concluded that five variables deemed to
be relevant in IBF graduates' employability
skills for Islamic Banks are (i) communication,
(ii) interpersonal, (iii) technical, (iv) social, and
(v) subject knowledge skills. Thus, the
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research shows that these employability skills-
related variables, as identified in the earlier
empirical literature surveys, are deemed to be
valid to measure the viability of Islamic
Finance graduates as employability skills for
Islamic banks. Moreover, social skills and
subject knowledge are the most crucial factor
perceived by Islamic Banks. The flow of ideas,
problem-solving attitude, and collaborative
acts among the skilled HR provide the base for
building a solid team, and teamwork is valued
by top leadership for innovation. Social skills
impact the innovation process in the IFls, given
the level of communication and interactions
required for a financial service or product to
be conceived and approved by the Shariah
committee members. Thus such social skills
help to build a shared cognition among the
team members. Therefore, findings supported
the relevance of employability skills for Islamic
banks, as suggested by this study.

Another factor, subject knowledge, is also

a vital factor from an employability
perspective for Islamic banks. The HR
conceptual understandings of Shariah-

compliant products are a valuable asset for
Islamic  financial institutions.  Subject
knowledge is the degree to which an
individual understands the products of IBF,
the comparative banking system, and the
Islamic way of trading and business
(Sabirzyanov & Hashim, 2015). Gray and
Hamilton (2004) argued that the existing
studies have recognized there should be more
research on the communicational and subject
knowledge aspects. O'Cass (2004) found that
understanding IBF products is a significant
factor as it affects the organizational
commitment towards long-term goals. With
these findings, it can be concluded that
employing these skills among IBF graduates
can be a viable source of employment in
Islamic banks.

Employers look for these skills
irrespective of what industry they operate in.

While prospective candidates need to be
tested on these employability skills, the
organization needs to continuously improve
business performance (Philippaers, Cuyper &
Forrier, 2019). Corporate organizations should
implement robust learning, research, and
development model to invest in their human
resources. Within organizations, changes in
job roles and responsibilities are inevitable;
however, a sufficient budget will ensure that
these changes only enhance business
performance (De Cuyper et al., 2014). Hence,
sufficient attention should be given to
continuous learning. Employability skills can
be developed in the graduate degree program.
Thus, staff must be regularly trained because
that is the only way to guarantee their
continued relevance to the organization and,
ultimately, improve business performance.
(Camps & Rodriguez, 2011).

Conclusion

A key strategic concern for Islamic banking in
Pakistan is now human resources. Human
capital is the key component in the sector's
continued growth despite the rapid
development of Islamic banking. As the
Shariah-compliant financial system expands
into newer markets globally to support the
industry's growth in these developing
jurisdictions, resulting in significant aid from
the effectiveness of human capital, the need
for Islamic banking professionals will become
even more evident (Ali et al., 2018). As a result,
Islamic banks need to have excellent human
capital with specialized knowledge, skills, and
expertise in relation to Islamic matters. A weak
HR department may have a negative impact on
an Islamic bank's performance, causing them
to become ill. Therefore, this study proposed
employability skills as a viable employment
source for IBF graduates in Pakistan's Islamic
banking sector.
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Annexure A

Items/Statements for Constructs

Constructs Code Item/Statements
CS1 Islamic Finance graduates communicate effectively.
Communication CS3 Islamic Finance graduates speak well in public.
Skills CS4 Islamic Finance graduates have social speaking abilities.
CS5 Islamic Finance graduates communicate quite well in English.
IS1 Islamic Finance graduates can work individually.
1S2 Islamic Finance graduates can work as a member.
Interpersonal 1S3 lslamic F@nance graduates respect other;‘.opinions.
Skills 1S4 Islamic Finance graduates can accept criticism.
1S5 Islamic Finance graduates guide their team members.
1S6 Islamic Finance graduates attract the audience's attention.
1S7 Islamic Finance graduates have a high confidence level.
TS1 Islamic Finance graduates can obtain information effectively.
TS9 Islamic Finance graduates are capable of acquiring
information from various sources.
Islamic Finance graduates have sound information
Technical Skills TS3 com.municgation apd technology knowledge (say internet,
email, social media, etc.).
TS4 Islamic Finance graduates have technical know-how about
basic computer software.
TS5 Islamic Finance graduates easily cope with multimedia
components.
SS1 Islamic Finance graduates are committed to their work.
559 lslamic Finance graduates can adapt to changing
environments.
SS3 Islamic Finance graduates can work in cultural diversity.
Social Skills SS4 Islamic Finance graduates can deal with work pressure.
SS5 Islamic Finance graduates usually initiate conversation.
56 Islamic Finance graduates help people around their
surroundings.
SS7 Islamic Finance graduates handle problems within groups.
SK1 Islamic Finance graduates have good knowledge and
awareness of Islamic finance product development.
Islamic Finance graduates have good knowledge and
SK2 awareness about Islamic financial products and contracts
(say Musharakah, Mudarabah, etc.).
Islamic Finance graduates have knowledge that what socio-
. SK3 religious contexts motivate the customer to open an account
Subject . ;
Knowledge inan }slamlc bank. .
SK4 !slamlc Finance 3raduates have knovyledge abqgt differences
in customer dealings between Islamic and traditional banks
Islamic Finance graduates have knowledge about banking
SK5 disciplines (such as general banking, finance, and
accounting).
Islamic Finance graduates have knowledge and awareness
SKé6 : i
about comparative banking systems.
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