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1. Introduction 
Students of higher education today, gains knowledge and insights to theories and becomes experts in 
their field, these skills are what would be classified as “hard skills” in an employment setting (Andrews 
& Higson, 2008). The number of graduates from higher education on a global scale is increasingly 
making the hunt for employment more competitive. Andrews and Higson (2008) suggest that institu-
tions of higher education must improve the employability, work readiness and mobility of their grad-
uates by including employability activities for their graduate students by focusing on interpersonal 
competencies (i.e. “soft skills”) as well as “hard skills”.  

This project seeks to understand the level of employability of higher education students with regards 
to employability skills and self-determination. When considering employability, the self-efficacy of the 
students is also considered. Bandura (2010) states: “Unless people believe they can produce desired 
effects by their actions, they have little incentive to undertake activities or to persevere in the face of 
difficulties.” (p. 1). When considering employability of the students, self-efficacy is strongly applicable. 
Possibly, student’s belief in their attained skills from a classroom setting will be transferable to an 
employment setting, is a contributing factor when considering employability skills. It is hypothesized 
that the students will be more likely to effectively communicate their competencies to potential em-
ployers by having a greater belief in their own level and relevance of their personal “hard and soft 
skills” when applying for employment.  

From the perspective of higher education students, employability goals can be broadly categorized 
into three roles: (1) researcher, (2) employee, and (3) entrepreneur. Each of the three roles have their 
distinguishable characteristics whether they are funded by a public or private organization. The moti-
vation, attitude, personal characteristics, and skills required to best perform one role will vary from 
the rest. Furthermore, preparing a curriculum vitae (CV) for demonstrating ‘employability’ in any of 
the three roles requires explicit statement in the objective section and demonstration of both ‘soft 
skills’ (or interpersonal skills) and ‘hard skills’ (or domain knowledge) (Andrews & Higson, 2008).  

Andrews and Higson (2008) analyzed business graduates and their employers’ perspective of employ-
ability in four European countries (UK, Austria, Slovenia and Romania). It was concluded that ‘work 
experience’ (in any setting), including paid work ‘placement’, one to three months unpaid internships, 
and part-time employment were considered valuable by the employers. However, students’ projects 
conducted in collaboration with prospective employers as part of regular courses have not been men-
tioned as ‘work experience’ and have not been related with ‘employability’. Furthermore, ‘entrepre-
neurship’ and ‘researcher’ roles have not been studied as separate categories of ‘employment’. So, it 
is important to establish if and how ‘work experience’ and ‘employability’ skills for the three different 
categories of employment can be achieved through different types of “authentic learning”. 

Employability skills, considering the 21st century skills, as defined in 15 different frameworks (Kereluik 
et al., 2013), are interpreted and applied differently across countries, states, school districts and dif-
ferent types of educational institutions. However, there is a consensus that motivation can be instilled, 
and the desired knowledge and skills can be achieved by authentic learning (Herrington, 2006). In 
higher education, authentic learning experiences are gained primarily by internships, allowing part-
time job opportunities, and paid work ‘placement’ before graduation. In addition, authentic learning 
is achieved through goal-oriented and value-driven projects and case studies during the courses or 



Ju
ne

 2
01

9 

21st Century Employability Goals of Higher Education 

 
 

5 

semester projects, which can be conducted in collaboration with the prospective employers or the 
innovation leaders in a related discipline.  

Kappelman et al. (2016) reported new IT hire skills from Chief Information Officers (CIO) perceptions 
(n=312) and mid-level manager (non-CIOs) perceptions (n=384) from different industries (i.e. financial 
services, manufacturing, health/medical, education, IT services/consulting, retail/wholesale, business 
professional services, government, IT-hardware/software energy, not-for-profit, medical technology, 
consumer goods, real estate, transportation/distribution, and other). In the case of IT-hire, the disci-
pline and study programs are IT or Computer Science, which govern the contents of “technical 
knowledge”, “functional area knowledge”, “business analysis” and “programming”, which are refer-
ring to the hard skills and the rest are soft skills (See Fig. 1 & 2). So, it is assumed that the new hires 
from the sports science discipline are expected to have such essential success skills and communicate 
the same when the graduates are hired or become entrepreneurs by applying for external funding. 
Considering the IT-supported product and services innovation in sports and health, the employability 
skills are likely to change and have remained an uncharted and under-emphasized topic in the courses.  

 
Fig 1. CIO perceptions (n=312) of essential suc-
cess skills for new IT hire 

 
Fig 2. Middle-level IT manager (n=384) percep-
tions of skills for new IT hire 

The goals and values achieved through the cases or projects of a course are likely to be different for 
each of the students, the course facilitator or project supervisor, and the partner organization or com-
pany. Similar to the different interpretations and approaches to achieve the 21st century skills, the 
difference of understanding and ways for achieving and demonstrating employability knowledge and 
skills varies among the projects of the same course. Typically, there is little room for discussing the 
diversity of the goals and values, defining the desired activities and outcomes from the perspectives 
of teachers, student, and partner organization or the project. The assessment of a course should there-
fore include the achievement of the desired outcomes of each of the three human actors – the stu-
dents, the teachers, and the project partner contact person as a prospective employer.  

This participatory project applies a design thinking process (Schmarzo, 2017) (including co-creation 
with students) to improve employability skills achieved from a 15-ECTS course in the Master of Sports 
and Health program by improving individualization and (prospective) employer/industry-academia 
collaboration. The course is taught, typically, during November to December, and exam is held in the 
third week of January.  

The participatory action research project experimented with new forms of teaching activities, and new 
ways of collaboration and participation of students, teachers, and project’s stakeholders to improve 
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employability skills. The outcomes include the tools developed to communicate the goals and expec-
tations associated with employability skills among the teachers and students. In addition, personal 
development tools to facilitate the reflection on employability goals, soft and hard skills, reflection on 
project-based learning experiences in authentic contexts, and continuously developing a personal pro-
file through online persona, reflection on personality type using Jungian type test, SUS (student de-
velopmental talks) and LinkedIn profile has been encouraged.  



Ju
ne

 2
01

9 

21st Century Employability Goals of Higher Education 

 
 

7 

The Project Team and Roles 
 

Name, Affiliation & Email Role & Contribution Photo 
Md. Saifuddin Khalid 
Associate Professor, Department of Sports 
Science and Clinical Biomechanics. 
skhalid@health.sdu.dk 

Main Applicant, project manager, 
coordinator, course teacher, and 
project reporting. 

 
Lars Elbæk 
Associate Professor, Department of Sports 
Science and Clinical Biomechanics (IOB). 
lelbaek@health.sdu.dk 

Interviews with teachers and indus-
try contacts (i.e. course projects’ 
partners/prospective employers) 
and created narratives. Developed 
and assessed skill matrices.  

René Engelhardt Hansen 
Research Assistant, Department of Sports 
Science and Clinical Biomechanics. 
rehansen@health.sdu.dk 
 

Project management, interviewing 
former course students and devel-
oping student personas. Project re-
porting. 

 
Thomas Bernhard Kjærgaard 
Business Developer & Student Incubator, 
SDU RIO (SDU Research & Innovation Or-
ganisation).  
tbernhard@sdu.dk 

Proto-Persona, Student Develop-
ment Talks (Studenter udviklings-
samtaler).  

 
Majbritt Ursula Johansen 
HR Development 
muj@sdu.dk 

Facilitator of Jungian Type Test and 
Personality Types workshop. 

 
Nicolai Degn Andersen 
Student Assistant, IOB 
nican15@student.sdu.dk  

Student evaluation and project re-
porting + course participant. 

 
Kennett Kjædegaard Sørensen  
Student Assistant, IOB  
kesoe18@student.sdu.dk  

Student evaluation and project re-
porting + course participant. 

 
Linnea Marie Sjöberg  
Student Assistant, IOB 
lisjo14@student.sdu.dk  

The student perspective in course 
and activity development. Develop-
ment of employer narratives and 
student personas. 

 
Line Rude Sørensen  
Student Assistant, IOB 
liner14@student.sdu.dk  

The student perspective in course 
and activity development. Develop-
ment of employer narratives and 
student personas. 

 
 



Ju
ne

 2
01

9 

21st Century Employability Goals of Higher Education 

 
 

8 

2. Definitions of Terms 
Employability 
(Harvey, 2001) categorized the definition and analysis of employability into institutional and organi-
zational employability. Employability is infrequently explicitly and clearly defined. There are several 
definitions implicit in the literature. In all cases the core notion relates to the propensity of students 
to obtain a job. Five core notions Harvey states but remains unclear in most organizations are: 1. Job 
type, 2. Timing, 3. Attributes on recruitment, 4. Further Learning, 5. Employability skills. 

“Employability skills. Employability can be understood as the possession of basic `core-skills’, or an 
extended set of generic attributes, or attributes that a type of employer (discipline-linked, sector-re-
lated, company-type) specifies. Sometimes they get specified in detail or, more often, shorthand — 
’key skills’, for example —is used” (Harvey, 2001, s. 98). 

“[…] attributes, and the ability to demonstrate them when required, (i)may already have been ac-
quired before undertaking a higher education program and just need honing, (ii) may be in the process 
of being developed or (iii) may be missing altogether” (Harvey, 2001). Considering the complexity of 
the definitions and the measurement process, the first of the following definitions is selected for this 
project. 

Employability is the propensity of the graduate to exhibit attributes that employers anticipate will be 
necessary for the future effective functioning of their organisations (Harvey, 1999) 

Employability is the ability of the graduate to get a satisfying job (Harvey, 2001) 

 

21st Century Skills and Employability Skills 
The 21st century skills and employability skills are used interchangeably in this project. 

The skills and personal attributes that make up employability are perceived differently and expressed 
with various terms: “generic skills”, “attributes”, “characteristics”, “values”, “competencies”, “quali-
ties” and “professional skills” (Tymon, 2013). Table 1 shows a comparison of some employability 
frameworks, in which most of the skills can be labeled as “soft skills”. These can accommodate the 
ability to label and distinguish the skills in oral or written communication.  

21st century skills in this report are abilities that enable individuals to deal effectively with the demands 
and challenges of work and life. In specific, life skills are a cluster of domain knowledge (hard skills) 
and interpersonal skills (soft skills) that help the student make informed decisions, solve problems, 
think critically and creatively, communicate effectively, build connections, empathize, and cope in a 
productive manner. 21st century skills may be directed toward personal actions or actions toward oth-
ers, as well as toward actions to change the surrounding environment (WEF, 2015). 

Based on the comparative study and review on “employability skills”, Tymon (2013, p. 847) states, “it 
is by no means clear whether employability skills can be developed and, if they can, the best way to 
do so. It is also debated to what extent higher education institutions can, and should, be part of em-
ployability skills development”. 

Amidst the debate, this project report covered skill matrices developed by teachers and students a 
tool for reflecting the soft skills, hard skills, and 21st century skills. The concept being subjective and 
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evident that the individuals and organization use the terms and use the elements different while as-
sessing graduates for employment. 

Table 1. Comparison of Employability Frameworks (Tymon, 2013, p. 844) 

 

 

Authentic Learning Goals 
In this report, authentic learning refers to the approach in which the students collaborate with exter-
nal partners and their narratives. It allows the exploration, discussion, and construct of concept to be 
in relation to real-world casework and thereby more in-depth development of the 21st century skills 
and the individual and personal development program.  

Personal development planning (PDP) is defined as:  

"Structured and supported processes to develop the capacity of individuals to reflect upon their learn-
ing and achievement and plan their own personal education and development" - (The UK Quality As-
surance Agency, 2000; cited in Cottrell (2015)). 

Learning researchers have distilled the essence of the authentic learning experience down to 10 design 
elements (Lombardi, 2007). 

1. Real-world relevance: Authentic activities match the real-world tasks of professionals in practice as 
nearly as possible. Learning rises to the level of authenticity when it asks students to work actively 
with abstract concepts, facts, and formulate inside a realistic— and highly social—context, mimicking 
“the ordinary practices of the [disciplinary] culture.” 

2. Ill-defined problem: Challenges cannot be solved easily by the application of an existing algorithm; 
instead, authentic activities are relatively undefined and open to multiple interpretations, requiring 
students to identify for themselves the tasks and subtasks needed to complete the major task. 
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3. Sustained investigation: Problems cannot be solved in a matter of minutes or even hours. Instead, 
authentic activities comprise complex tasks to be investigated by students over a sustained period of 
time, requiring significant investment of time and intellectual resources. 

4. Multiple sources and perspectives: Learners are not given a list of resources. Authentic activities 
provide the opportunity for students to examine the task from a variety of theoretical and practical 
perspectives, using a variety of resources, and requires students to distinguish relevant from irrelevant 
information in the process. 

5. Collaboration: Success is not achievable by an individual learner working alone. Authentic activities 
make collaboration integral to the task, both within the course and in the real world. 

6. Reflection (metacognition): Authentic activities enable learners to make choices and reflect on their 
learning, both individually and as a team or community. 

7. Interdisciplinary perspective: Relevance is not confined to a single domain or subject matter spe-
cialization. Instead, authentic activities have consequences that extend beyond a particular discipline, 
encouraging students to adopt diverse roles and think in interdisciplinary terms. 

8. Integrated assessment: Assessment is not merely summative in authentic activities but is woven 
seamlessly into the major task in a manner that reflects real-world evaluation processes. 

9. Polished products: Conclusions are not merely exercises or sub-steps in preparation for something 
else. Authentic activities culminate in the creation of a whole product, valuable in its own right. 

10. Multiple interpretations and outcomes: Rather than yielding a single correct answer obtained by 
the application of rules and procedures, authentic activities allow for diverse interpretations and com-
peting solutions. 

 

Self-determination of Students 
There is a consensus that motivation can be instilled, and the desired knowledge and skills can be 
achieved by authentic learning (Herrington, 2006). For the purpose in this project, the Self-Determi-
nation theory (SDT) is chosen to provide insight in how motivation towards obtaining 21st century skills 
are needed, in accommodating needs and demand of employers.  

The Self-Determination Theory is a social psychological perspective, on how the motivational factors 
of a learning environment, can be facilitated and sustained, while in progress. The three main factors 
of the meta-theory; 1. Autonomy, 2. Competencies and 3. Relatedness, is directly indicating correla-
tions to those of Authentic Learning and 21st century skills.  

By creating an environment of authentic learning, motivation is higher when it is introjected and au-
tonomously sustained. This will inherently focus the personal development toward generating an ef-
ficient learning environment. With the selfsustained motive the actions of the student will be of au-
tonomous nature, and there by carry greater influence in developing the skills presented in the course.  

In self-determination theory people are inherently motivated to internalize the regulation of uninter-
esting, though important activities (Deci & Ryan, 1985). According to SDT, self-determination leads to 
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more internalized, and therefore stronger, forms of motivation for the individual if three basic psy-
chological needs are satisfied: the need for autonomy, competence, and relatedness (Ryan & Deci, 
1985). Hagger and Chatzisarantis (2007) further defines how to support the basic psychological needs 
in a learning situation: 

Autonomy – To support the need for autonomy, the goal is to aspire a self-established strive for the 
element of learning. The need can be regulated by giving choice and opportunity and by letting the 
students create their own approach to the learning environment. Autonomy is present if the individual 
has an influence on goals and processes, that together structure the overall goal of the learning expe-
rience (Hagger & Chatzisarantis, 2007). 

Competence is the experienced sense of personal efficiency and security in relation to personal devel-
opment. It is supported by creating a learning environment where the student feels able to gain new 
skills and competencies and can put it effectively into practice. The individual should have some 
knowledge of the situation – competencies and relatedness – as it creates safe and easy access to the 
learning environment (Hagger & Chatzisarantis, 2007). 

Relatedness is how the individual experiences and defines themselves, in relation to others and the 
context in which the individual is a part of. Relatedness is present in settings where people feel con-
nected and secure, among people for whom they feel a sense of partnership (Hagger & Chatzisarantis, 
2007). 

 

Alignment of Student Perspective on Employability and 21st Century Skills 
As defined in the previous section on employability, which is considered for this project: “Employa-
bility is the propensity of the graduate to exhibit attributes that employers anticipate will be neces-
sary for the future effective functioning of their organisations” (Harvey, 1999). 

The perceived desired attributes by the employers are subjective. Similarly, the goals defined by the 
teachers of different courses of a study program and the students’ goals from the course and toward 
employment. Moreover, based on the comparative study and review on “employability skills”, Tymon 
(2013, p. 847) states, “it is by no means clear whether employability skills can be developed and, if 
they can, the best way to do so. It is also debated to what extent higher education institutions can, 
and should, be part of employability skills development”. Therefore, the desired objective of this pro-
ject from the perspective of employability and 21st century skills “Aligning Authentic Learning Goals of 
Courses and Self-Determination of Students” — is difficult to define and sufficiently debated.  

Tymon (2013, s. 841) “reports on a study exploring the views of over 400 business studies, marketing 
and human resource management undergraduate students about employability. Findings suggest 
there is only limited alignment between the views of students and other stakeholder groups.” In the 
context of sports and health study program, the employability perspectives by teachers and students 
are targeted for potentially aligning in the course selected for the project. The lack of alignment is 
therefore very common, and one might face resistance from both the culture of students and other 
stakeholder if and when higher educational institutions for on the employability skills development.  
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3. Methodology and Methods 
The methodology in this study is based on Stanford design thinking (see Fig. 3) as the innovation pro-
cess, and “co-design” as the central method for the ‘ideate’ and ‘prototype’ phases. This experimental 
and participatory course redesign for employability involves the three central human actors, i.e. stu-
dents, teachers, and (prospective) employers. Applying the concept of ‘educational process reengi-
neering’ (Khalid, Hossain, & Rongbutsri, 2011) and methods from the ‘service design’ discipline 
(Polaine, Løvlie, & Reason, 2013), this project activities intended to graphically illustrate a product-
and-social design course as a ‘service blueprint’, the actors as ‘personas’, identify ‘pain-points’, and 
redesign the course by applying co-creation workshops. However, service blueprint and pain-points 
from regarding the course has been discarded from the activities to devise tools for skills development 
and aligning personal goals.  

 

 

The ‘agenda-setting’ (Rogers, 2003) for personalized goal-oriented employability skills appropriated 
for the ‘personas’ and course-facilitated projects as authentic learning, the project is expected to 
achieve both ‘employability’ goals and devise a novel methodology for project organized problem-
based learning (POPBL). Some facilitation workshops and tools, personality type test, persona profil-
ing, identifying three preferred jobs from online job sites, LinkedIn profile update and networking with 
people in preferred organization, and narratives of prospective employers have been developed to 
meet these expectations.  

This project’s case is a 15-ECTS course titled “Sports and Design: Product Development and Social 
Change” [Translated from Danish: “Idræt og design – Produktudvikling og social forandring”] 
of the program Master in Sports and Health [translated from Danish: Kandidatuddannelsen i Idræt & 
Sundhed]. 

Figure 3 Stanford d.school Design Thinking Process (Schmarzo, 2017) 
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As a participatory action research project, the project experimented with new forms of teaching ac-
tivities and new ways of collaboration and participation of students, teachers, and project’s stake-
holders to improve employability skills. The activities were as follows:  

Empathize: 

1. Interviews with the course teacher(s) and students of the previous year (Nov 2017 – Jan 2018), 
using empathy map canvas, to understand their pains and gains, employability skills targeted and 
achieved, experience about the project contact/employer, and career goals of the students.   

2. Interviews with the previous year’s (Nov 2017 – Jan 2018) project contacts/employers, to identify 
employer perspectives on competences and skills har and soft required or looked for in employing 
newly graduated students.  using narratives as a dissemination strategy the employer require-
ment was given an easy to comprehend form regarding the skills of the students, the job ti-
tles/roles the students might be suitable for, course content, and other elements of the course. 

Define:   

3. Developing proto-personas and personas of the students with the goals to pursue career in re-
search/academia, employment/consultancy, and entrepreneurship.   

4. It was initially planned that for individualization, each of the students of experiment group (Nov 
2018 – Jan 2019) will be facilitated through workshop and individual-level guidance to develop a 
preliminary matrix of employability skills to define personal learning goals from the course. It was 
integrated as question as part of the interviews with former students, but the workshop was not 
conducted due to scheduling constraints.  

5. Using personality types and models to facilitate the teachers and students to understand own per-
sonality type. Students were facilitated to identify and reflect upon their own personality type and 
other groups members in collaboration with HR development expert at SDU.   

6. Based on the interviews with projects’ contacts (or prospective employers), a matrix was planned 
to be developed to summarize employability skills and related roles for employment. The re-
spondents mentioned that such a matrix is not a common practice in their hiring process and not 
a common trend. So, narratives were made and verified. The narratives were then given to the 
students and facilitated discussions for possible ways to communicate the different elements 
mentioned in the narratives of the prospective employers.  

7. The teachers developed a matrix of knowledge, skills and competencies as part of curricular re-
quirements by incorporating employers’ expectations and students’ goals. Although the intention 
was to make the terms intuitive to make those “measurable”, but the reality is that the terms are 
not established as measurable units and need further investigation to achieve such detailed com-
plexity. 

Ideate: 

8. Based on the empathy maps, personas, and employability skills matrices, the priority issues were 
planned to be discussed by the teachers and students, a planning workshops for designing the 
course was planned to be held in 2019. Since the course began soon after the project start-time 
and the interviews were held after the beginning of the course, the planning/redesign workshop 
was not conducted.  

9. Prospective employers/contacts from different companies were invited to present their products, 
services, design process/practices, competencies desired from new hires, and a case to inviting 
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students to participate. The students worked on the presented cases. These real-life ongoing pro-
jects gave the students the “authentic learning experience” as those are situated in local or re-
gional context and human-centered design/participatory design approach using design thinking 
or similar methodology contributed the current trend in the product/service design practice.  

10. It was planned that the teachers and the projects’ contacts will brainstorm on how the pain points 
can be addressed and employability skills of the students be improved based on each of the par-
ticipants and their groups. This activity was not conducted due to scheduling constraints associ-
ated with the availability of all the participants. 

Prototype:   

The course design (Nov 2018 – Jan 2019) and facilitation was planned to be based on the personas, 
empathy maps, and employability matrices. Since the course began before the pre-requisites could be 
completed and because the course can realistically be revised based on retrospective meeting after 
the course, the redesign involved the integration of the different activities associated with this project.  

Evaluation:  

Applying the concept of Danish “Medarbejderudviklingssamtale” - employee development planning - 
each student’s learning goals, experiences, and employability skills achievement were evaluated in 
‘student development planning’ (in Danish: studenterudviklingsamtale). Each of the sessions included 
one student, one of the course coordinators (Khalid), and former student and teacher of a different 
innovation course at the department (Thomas).  

At the end of each teaching session, the student's feedback was scheduled to be collected using “exit 
ticket”. During the course, majority of the students commented that the “exit ticket” is unnecessary 
and do not feel engaged. The argument that the “exit ticket” is a feedback to the teachers did not 
seem to be convincing. So, the “exit ticket” was discontinued and only used as part of some of the 
sessions.  

The overall course experience was planned to be evaluated during a workshop after the course, using 
the personas and course design. The desired outcome was a graphical or tabular presentation of the 
experience in the form of ‘user journey’. However, a discussion with some of the students and a 
teacher concluded that such a user journey mapping may not provide generalizable decisions as those 
will mostly depend on the students’ experience with project and perceived progress in relation to the 
course content and activities. Furthermore, such a “user journey”, that represent the student’s per-
ception will not contribute to the employability agenda of the project. So, the activity was discarded. 

The systematic evaluation process was anticipated to be designed and conducted in collaboration with 
the SDU Centre for Teaching and Learning (SDUUP).  A workshop organized by SDUUP covered SMART1 
(Specific, Measurable, Attainable, Result-Oriented and Relevant, Time-Bound) objectives. It was 
agreed that the objective was to design and test the tools and content (for example, personas, em-
ployer narratives, skill matrix, SUS questionnaire, etc.) for facilitating and reflecting on 21st century 
skills for employability. In addition, the objective was also to disseminate the developed activities and 
tools to the faculty members of SDU and in the international contexts for agenda-setting the employ-

                                                             
1 SMART Objectives. https://wvde.us/wp-content/uploads/2018/04/SMARTobjectives-GuidingQuestions.pdf 
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ability perspective. Furthermore, the direct impact of the activities and tools, broadly the project-re-
lated activities, towards employability cannot be directly measured and has not been set as the objec-
tive. 

  

Table of methods 
Below is a table of the methods applied during the project. Main methods are categorized by their 
design activity category number and a letter. Supporting methods are not categorized by number and 
letter but refers to the related methods in which they are used. 

Table 2. Table og methods applied in the project 

Design 
activity 

category 
Methods Why How Who 

Outcomes/related 
methods 

 
Empa-
thize 

 
 

1.a. Inter-
views, 
semi-

structured 

Interviews with for-
mer course stu-
dents was con-

ducted to gain in-
sights on student 

life and career 
goals and course 
participation out-

come. 
6 semi-structured 

interviews using in-
terview guide and 
empathy map can-
vas. The interviews 
were recorded for 

analysis. 

Students 
from pre-

vious 
year’s 
course 

with dif-
ferent 
back-

grounds 

6 recorded inter-
views and filled em-
pathy maps canvas’ 

1.b. 
Inter-
views, 
semi-

structured 

Interviews with 
teachers from pre-
vious course was 
conducted to gain 
insights as to what 
the course offers. 

Teachers 
from pre-

vious 
year’s 
course 

I Insights on what 
the teachers com-
prehend the stu-

dents learned by at-
tending the course. 

The job skills stu-
dents achieved. 

1.c. 
Inter-
views, 
semi-

structured 

Interviews with 
company contacts 
to determine em-
ployability skills 

from the em-
ployer’s perspec-

tive. 
company narratives 

for projects. 

Company 
partner 
contacts 

Insights on employ-
ers’ needs and pain 

points for course de-
velopment before 

developing em-
ployer narratives. 

Interview 
guide 

Developed to struc-
ture the 3 inter-

views in the empa-
thize phase to gain 
the required infor-

mation 

The interview 
guides were devel-
oped by the project 

team prior to the 
interviews 

Project 
team 

Guidelines was used 
as a tool to ensures 

the gain of appropri-
ate information 

from the interviews 
and SUS. 

 
Interviews a & b. 

Empathy map can-
vas. 
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Empathy 
map can-

vas 

To gain valuable in-
sights of students’ 

background and ex-
perience of the 

course. And devel-
opment to use as a 

tool for creating 
student proto-per-

sonas. 

Prior to interviews 
with the former 

students from the 
course, Project 

team used empa-
thy map canvas to 

empathize with 
students’ experi-

ence. 

Project 
team 

6 filled empathy 
map canvas’. 

 
Insights to students 

experience and 
background, as use-
ful knowledge to de-

sign of interview 
guides. 

 
Interview guide. 
Proto-persona. 

Persona. 

Prelimi-
nary skills-

matrix 

To help plan and 
structure the 

course and create a 
template for poten-

tial learning out-
comes of the 

course. 

Project team cre-
ated preliminary 

employability ma-
trix prior to the 

start of the course. 
 

Project 
team 

Employability matrix 
was used to plan 
and optimize the 
structure of the 

course and updated 
during and after the 

course. 

Define 

Proto-per-
sona 

To help orient the 
course’s learning 
teaching methods 
in relation to the 
students’ career 
goals and needs. 

In a brainstorming 
workshop the pro-
ject team created 

proto-persona 
prior to conducting 
interviews with for-

mer students. 

Project 
team 

Students’ goals and 
needs were made 

explicit to help Pro-
ject team better em-

pathize. 
 

3 Proto-persona stu-
dent profiles (aca-
demic, entrepre-
neur, employee) 

was created. 
 

Brainstorming. 
Interviews a. 

Interview guide. 

Brain-
storming 

To come up with 
ideas and alterna-

tive solutions. 

Project team used 
this method when 
working with vari-
ous other methods 

in the project. 

Project 
team 

Proto-persona. 
Empathy map can-

vas. 
Preliminary employ-

ability matrix. 

Persona 

To gain deeper in-
sights into the goals 

and needs of the 
students. 

After conducting 
interviews with for-
mer students of the 

course. Project 
team developed 
persona by using 
interview notes 

and empathy maps. 

Project 
team 

3 validated student 
personas by relation 

to Empathy map, 
Proto-persona and 

Interviews. 

Employer 
narratives 

To gain insights in 
the needs of pro-

spective employers. 

Analysis of the con-
ducted interviews. 

Project 
team 

3 employer narra-
tives were devel-

oped. 

Needs 
analysis 

Looking for needs 
that can be given in 

the course. 

Interviews with for-
mer students were 

conducted and 

Project 
team, 

Outcomes were not 
related to employa-
bility and pains was 
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used for identifying 
needs to be solved 

in the course. 

Former 
Students 

deemed necessary 
to provide optimal 

learning in the 
course. 

Ideate 

Course-
based skill 

matrix 

To improve the 
learning outcome 

of the course, in re-
lation to an em-

ployment setting. 

In class, students 
created personal 
matrices of per-

ceived skills 
achieved and was 
recommended to 

develop further be-
yond the scope of 

the course and 
study. 

Students 

Students created 
matrices of skills 
achieved in the 

course. 
Students gained 

deeper knowledge 
of the skills achieved 
in the course, along 
with a greater un-

derstanding of indi-
vidual competences 
in an employment 

setting. 

Co-crea-
tion 

For teachers to 
evaluate and de-
velop personas. 

Students created 
personal personas, 

in class. 

Teachers, 
Students Student Personas 

Academic 
writing 

and 
poster 

presenta-
tion 

Preparing students 
for an academic life 

and/or PhD. 

As part of the 
course examination 
activities, students 

developed aca-
demic articles and 
posters in groups. 

Followed by a 
group poster 

presentation and 
individual paper 

discussion. 

Students 
for 

real pro-
ject cli-

ents 

Students became fa-
miliar with academic 
writing and presen-
tation as a format. 

Presenta-
tions: Pro-
spective 

employer 
presenta-

tions 

To enable the pro-
spective employers 

to present their 
products, services 

etc., and what com-
petencies they ex-

pect from new-
hires 

Presentations con-
ducted during the 
course by the pro-
ject contacts/ pro-
spective employers 

Prospec-
tive em-
ployers, 
students 

Employer narratives. 

Prototype 

Student 
Persona 

To increase stu-
dents’ awareness 

of own capabilities 
and practice of the 
persona creation. 

Students created 
personal personas 
to better under-

stand their employ-
ment abilities, in 

class. 

Students 

Student personas 
was created, alt-
hough not all was 

complete. 

Employa-
bility 

skills-ma-
trices 

To give the stu-
dents a tool to help 

articulating skills 
and abilities. 

Students were rec-
ommended to cre-
ate employability 
matrices to keep 

track of skills 
learned in the 

course. 

Students 

Outcomes cannot be 
ascertained due to 
the student’s cur-
rent state of ma-

turity of the career 
goals. 
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Test / 
evalua-

tion 

Student 
develop-

ment con-
versations 

(SUS) 

To develop stu-
dents’ ability to 

better communi-
cate learning out-

comes and soft 
skills. 

As a volunteered 
activity, students 

participated in con-
versation. Facili-
tated through a 
SUS interview 

guide and ques-
tionnaire, to better 
articulate learning 
outcomes of the 
studies and per-

sonal development 
in an employment 

setting. 

Teachers, 
Students 

and 
Thomas 
(external 

inter-
viewer) 

Students who partic-
ipated bettered 

their abilities to ar-
ticulate learning 

outcomes and life 
skills. 

Exit tick-
ets 

The object was 
twofold. 1) to un-

derstand the learn-
ing outcomes of 

the students in the 
given session, and 
2) for students to 
contribute to the 
development of 

teaching activities. 

In the end of ses-
sions, students an-
swered a question-

naire with 3 or 4 
questions regard-
ing the learning 

outcomes and mo-
tivation of the ses-

sion. 

Teachers 
and stu-
dents. 

Evaluation forms to 
provides insights to 
the student’s per-
ception of learning 

and motivation. 
 

Was excluded to 
meet the needs of 

the students. 

 

Actual activities versus the plan: Rationale for the differences 
Throughout this project there has been a difference of actual activities conducted in the project and 
the planned activities. This is considered a natural development in a project due to its complex nature. 
In the following an outline of deviations is provided. 

Discarded methods 

1. Empathy map based on previous students’ experiences: Applied during student interviews but not 
used in any visual presentation.  

 
This method was discarded because it did not have the desired effect to indicate significant personal- 
and employability skill development. The method was only used to create students’ persona and to 
clarify the preliminary skill matrix of the course. 

 
2. Service blueprint and user journey mapping are excluded as the employability factors are not pri-

ority factors in those methods.   

Service blueprint has been discarded as method of obtaining skill through the course. The reason being 
that service blueprint connects touch points directly tied to the specific user journey. Service Blue-
printing is an ideal approach to experiences that are Omni channel, involving multiple touch points, or 
require a cross functional effort which in this report is not the end state goal of the course, as the 
service blueprint corresponds to a specific student goals associated to that journey. 

3. Exit ticket was discontinued as most of the students perceived the activity as not-so-rewarding.  
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This method was discarded due to the lacking insights from student perspectives, and them not finding 
academic value of the activity within the course. 
 
Adopted methods. 
 

1. Creating LinkedIn profile and connecting with peers, teachers, and contacts and acquaint-
ances from the courses’ projects. It was suggested by the reviewer from SDDUP. The goal is 
to build a social network with professionals during the study period. 

 
This method was adopted due to the relational and networking perspectives of the course. This profile 
tool helps the student branch out to peers, collaboration partners within the course and makes it able 
for the student to get specific terms on their own skillset and the work in progress. 

 
2. For the student development talks (SUS), an interview guide was developed.  

 
This method was included and adopted because it gives insight into student development activities, 
whereby it is possible to generate the empathy and better understanding of the learning processes of 
the student. By using SUS, the teachings of the course become more pragmatic and helps sense of 
direction in the process of obtaining skill and competencies. 
 

3. A personal assessment tool is developed to identify rooms of improvement and a portfolio 
template is prepared but introduced at the end of the course, after being tested by some 
teachers.  

 
The retrospective approach to this method is chosen due to the reflective nature of learning. The 
method is adopted into the final stages of the course to give students opportunity to reflect on the 
skills and competencies, obtained throughout the course. Thereby being able to contextualize the 
concrete skill and creating and better oversight of the learnings within the course and the possibilities 
of obtaining skills which are beyond the course intent. 
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4. Outcomes of the Design and Development Activities 
During the project, several of development activities has been created, tested, and refined in the 
course. The outcomes of the design and development activities are listed and described in table 3 and 
can be found in the appendix for use in other teaching settings. The rationale, development, use and 
experience with the activities and outcomes are further explained at the end of this section. 

The four activities in the “Empathize and Define” phase was done prior to the course, and included 
teachers, students, and prospective employers from the previous year. The insights from this work 
was manifested in different outcome forms which were used for re-designing the course. Further-
more, the outcomes were presented to the students during the course to spark reflection through 
comparison with the developed personas and employer narratives. 

Five activities were completed during the course. After being presented with outcomes of the empa-
thize and define phase, the students initiated individual activities to support their awareness and re-
flections on their own competencies and employability skills. This includes developing their own Jung’s 
Personality Test (JTI) profile, generating a persona of themselves and getting acquainted with/updat-
ing their LinkedIn profiles. Apart from supporting student reflections on own competencies and em-
ployability, these outcomes can prove useful for further development of the course. 

Two activities were completed to directly support student’s alignment of course content and personal 
career goals. First, the personal development plan questionnaire was created to assess the student’s 
perceptions of their own goals and clarity regarding this. The questionnaire was only completed once, 
and generally showed a low alignment or clarification between student’s goals. Second, the SUS-talk 
questionnaire and interview guide was developed to support the SUS-talk. The talks, which were op-
tional for the students, were completed to support the students to transfer their knowledge and skills 
gained through the course to their future careers. 

Table 3. Outcomes of the design and development activities 

Design 
activity 

Develop-
ment activity 

Participants 
Re-

sponsi-
ble 

Outcomes 
Ap-
pen-
dix # 

Empathize 
& Define 

Brainstorm 2 project team 
members 

Khalid, 
Thomas 3 proto-personas 1 

Interviews 1.a 

6 students from 
the previous year’s 
Sports and Design 

course 

René  

3 validated student personas 
used to re-design the course 

and presented to the students 
to facilitate alignment. 

1 

Interviews 1.b 
2 teachers from 

the previous year’s 
course 

Lars 
Note based on teachers com-
ments on student skill use and 

gains 
2 

Interviews 1.c 

4 prospective em-
ployers who were 
project partners in 

previous years 
course 

Lars, 
Line, 

Linnea 

4 prospective employer narra-
tives from a sports organiza-
tion, a municipality, a small 
company and a large com-

pany 

2 

Ideate & 
Prototype Exit ticket 2 project team 

members Khalid Exit ticket template 8 
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Workshop 1: 
LinkedIn 16 course students Khalid 

LinkedIn profile creation & in-
tra-course networking (includ-

ing teachers) 
3 

Workshop 2: 
Co-design 16 course students Khalid 

Student profile creations on 
xtensio.com + Proto-persona 

validation  
3 

Workshop + 
test: SUS-

talks 

2 project team 
members 

Thomas, 
Khalid 

SUS Interview guide + attach-
ment 

SUS questionnaire 
5 

Workshop: 
Personal de-
velopment 

2 project team 
members 

Thomas, 
Khalid 

Portfolio template 
Personal development plan 

questionnaire 
6 

Workshop: 
Personality 

types 
16 course students Majbritt Notes on observations in 

Jung’s Type Indicator session 
4 

Skill matrix 
development 

Project team Lars Skill matrix 7 

Evaluate SUS interview 
notes Project team Khalid SUS interviews notes 9 

Personas 
Personas is a method used in various design disciplines to empathize with a target group. Through this 
process, the assumption is that the designer, in this case the teachers, will be able to make better 
design. 

The purpose of utilizing personas in this project was two-fold. First, the developed personas were used 
during re-design of the course, providing the student perspective in the planning of teaching activities. 
Second, the three personas were presented to the student to initiate their reflections on which type 
they could identify with, and subsequently define their own personal persona as a part of the personal 
development focus in the project. 

The development of proto-personas on the student-types was used to help surface the teacher’s per-
ceptions of the student’s career goals, needs and pains. The three proto-personas developed was de-
fined as the employee, the entrepreneur, and the academic (appendix 1). Through interviews and 
empathy mapping with students from the previous year's course, the personas were verified and elab-
orated, resulting in rich descriptions of three different course student types (appendix 1). Both out-
comes were designed by the project team, but by different persons to allow later comparison and 
discussion. 

Based on the proto-personas and verified personas, the project team had a good discussion on how 
the course (and the master’s program in general) should be designed to suit the needs, pains and goals 
of the students. The results indicated that the students from the previous year generally did not have 
a sense of their own career goals, and that they were not able to articulate their learning and compe-
tencies gained from the course. Although they were all able to describe their projects, it was termed 
and considered as a “school project”, not worthy of mentioning in their professional resumes. This 
despite the authentic learning experience typically associated with project-based work with inclusion 
of external partners and real-world problems. The personas developed was therefore less specific than 
anticipated, sparking a concern among the teachers as this should be a major indicator of course out-
come and relevance for the students. Based on this result, and the discussion in the project team, it 
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appeared that an increased focus on employability aspects was of great importance for supporting 
students in transferring their course-related experience to their future career goals. 

Employer narratives 
The rationale behind the employer narratives was to provide an overview of the specific employability 
skills and skillsets perceived to be important by potential prospective employers of the students. By 
including the prospective employer perspective, the development of the course content and employ-
ability enhancing activities could compared to the actual needs of the employers. 

Through four interviews with partners from the previous year’s sports and design course, four em-
ployer narratives were constructed by the project team (appendix 2). The narratives present the em-
ployers opinions and expectations when considering hiring people without any or only limited work 
experience. They furthermore describe the strengths and limitations regarding the students they have 
worked with in a project in the sports and design course. Each of the narratives represents different 
employment sectors, including the large private company, a small private company, a municipality, 
and a sports association. 

The employer narratives provided an important insight into the expectations and needs of the pro-
spective employers of the course students. By allowing the project team and the course teachers to 
compare the content of the course with the needs of the prospective employers, it sparked a debate 
on the purpose of the course and of the general educational programme. Especially the employer’s 
emphasis on the need for both hard and especially soft skills was interesting, as it enabled the project 
team to further the understanding on the importance of a pragmatic approach. This as a counter-
weight to the academic focus typically evident in the university level education. Combined with the 
developed proto-personas, this supported re-framing the role of the teacher and the focus of the 
course from an academic focus to a more pragmatic/hands-on focus. 

Furthermore, the employer narratives were presented to the students at the start of the course, con-
veying important information to the students regarding what type of job they could strive for, and 
how they could do it through the course. The employer narratives were very well received by the 
students as they provided seemingly important information and initiated reflections on their own em-
ployability goals. 

Jungian type index (JTI) 
The rational for including Jungian Type Index personality types (JTI) in the project is to provide the 
students with a greater personal insight to personality types and interoperation of these. 

JTI provides knowledge of personal preferences regarding, introvertedness vs. extrovertedness, infor-
mation gathering, decision-making process and planning to gain a better understanding of one’s own 
and other’s working-preference whether in studies or a job. 

JTI was conducted as a workshop with an expert (Majbritt). In which the students’ personality types 
were identified through physical facilitation in plenum rather than individually to visualize where they 
individually differed from one another. Students were then explained and provided with information 
as to the implication of personality traits, group and individual reflections were conducted to provide 
greater understanding for one’s own but also other student’s personality types (appendix 4). Follow-
ing this the workshop was concluded with caseworks in group of specific personality traits on order to 
highlight the differences between traits problem-solving outcomes and focus. 
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Our experience with the use of JTI was that it provided a valuable tool for the students’ perception of 
self and others. They were often mentioned in the SUS as learning from the course, both as a personal 
preference guide or explanation, and as a possible tool to develop team structure or possibly as a tool 
to creating better teams. It is still unclear whether JTI has had any impact on the employability of the 
students. 

Student development conversations (SUS) 
The rational for including SUS conversations in the course is to provide students with an opportunity 
to articulate and become aware of their motivations and abilities in a developmental setting.  

The SUS activity is a process which starts with the students preparing by creating or updating their 
personal LinkedIn profile (appendix 3), then create a job agent at Jobindex.dk and identify jobs of 
interest, to be able to consider the knowledge, competences and skills (abilities in summation) rele-
vant for the corresponding job in relation to the students perceived current and future abilities. Fur-
thermore, the students are expected to reflect on the current course’s contribution to the sum of the 
student’s abilities and personal development by filling out a personal development questionnaire (ap-
pendix 6), continuously filling out a personal skill matrix (appendix 7) and portfolio template and re-
flect on an interview guide provided by the teachers (appendix 5), all prior to the conversation. A SUS 
interview guide (appendix 5) was developed and used as general guideline to the structure and con-
tent of the interview for the teacher/interviewer and provide the student/interviewee with a greater 
possibility of contributing to the conversation. 

The method was developed and updated throughout the course’s activities. Therefore, the actual pro-
cess was different from the above description. Some of the activities was originally not included in the 
course but was deemed relevant and therefore included (see adopted methods section for more info). 
Students participated on a voluntary basis at the end of the course. 

The experience with conducting the SUS was positive, and it was well received by the students in 
general. Some elements were considered more relevant compared to others. Use of the LinkedIn pro-
file was to some extent a contributing factor to the students’ articulation of motivations and abilities. 
Only few students used JobIndex as a tool in the preparation of the conversation and updated skill 
matrix continuously, as was the development questionnaire and portfolio template given these were 
introduced rather late is was to be expected – in the future it’s interesting whether the students will 
find these tools relevant. 

The experiences with the conducted SUS was generally that the students were not yet of adequate 
maturity of an employability mindset to effectively communicate their experiences in relation to em-
ployability. However, the conversations did provide an important space for the students to reflect and 
share on their thoughts regarding the course in relation to their future employability. 

Portfolio 
A portfolio offers collections of recorded accomplishments and reflections done through, any given 
project or experience in obtaining skill and competencies. It highlights the personal showcase samples, 
values and life experience, by cumulating the efforts and learning over personal timelines. The valua-
ble information I What, How and Why can generate a perspective of what has been the focus and 
main objective within personal interests and educational goals. 
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As an integral part of the learning process throughout the module, the personal development portfolio 
was developed by the project team as a fixed basic template (see appendix 6) based on the module's 
competence goals and focus. 

The personal development portfolio template was presented and initiated the first week of the mod-
ule. It was no mandatory but suggested as a method of oversight and preparation, towards obtaining 
employability. 

The apparent outcomes of this method, the overall is, that the students did not take to the develop-
ment of portfolio. The presentation of the fixed basic template did apply a sense of oversight of own 
learnings and skills development. 

Exit tickets 
To identify pains/gains though each session within the module, the students was presented with and 
‘exit ticket’. This technique can reveal what students are thinking and what they might have acquired 
from the classroom lesson.  

To generate valuable feedback, the individual lessons had a template questionnaire premade (appen-
dix 8), so that the ‘exit ticket’ examined summarizing key points within the specific lesson in question. 
These results will help in verifying if students are able to identify, analyse and solve problems and 
learnings thru the course, and plan for next lesson in the module. 

This method was a way of finding relations between the teaching and the understanding of the stu-
dents to accommodate their development plan. Though the intention of the ‘exit ticket’ was as a cor-
rectional teaching tool, the students did not find the activity valuable, and thereby it was discontinued 
for the latter part of the module. 

Skill matrix 
Employability skills of higher education graduates (Suleman, 2016) is much discussed but there is little 
consensus on the topic. Research on “Employers’ expectations of the employability skills needed in 
the sport and recreation environment” (Tsitskari et al., 2017) highlighted six factors: Professional Be-
haviour & Development, Leadership & Influence, Problem Solving, Organization & Time Management, 
Communication Ability and (Inter)Personal skills. To communicate the professional behaviour and de-
velopment and problem-solving ability, the methods and tools involved for the problem-solving from 
the authentic learning experiences need to be communicated. Portfolios and skill matrices had been 
traditionally used for hiring graduates of design, information systems, IT and engineering disciplines 
in parts of world. Skill matrix is a tabular presentation of the skills, competencies, and experiences 
included in the CV to demonstrate match with a job advertisement. Despite the trend in many disci-
plines, academic research on their use and impact is scarce but amble professionals’ blog posts and 
company websites can be found. Types of skills to be included in the matrix can be categorized as 
employability skills (qualities and attitudes that employers say are essential for their workplace), trans-
ferable skills (general skills that one can take to any workplace), and specialist skills (skills that relate 
to a specific job or group of jobs) (careers.gov.nz, 2019). 

The development of a skill matrix was guided by a the two-fold purpose: 1. Supporting the students in 
being aware of their development of in-course skills and thereby be able to communicate them more 
clearly, and 2. As an element in students CV/resumes for potential employers’ hiring process. It can 
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therefore be viewed as a tool which can support employability by making the students aware of the 
skills and competencies they possess, and which they need to develop. 

Drawing inspiration from skill matrices developed in other domains (primarily IT), a skill matrix based 
on the skills and competencies of students in the Sports and Design course has been developed by the 
project team (appendix 7). The matrix, defines and visually represents the skillsets within the Idræt og 
design module, from the perspective of the employability skills desired by employers. The preliminary 
skill matrix is an outcome of this project was not completed during the course but is a result of the 
experiences gained though the project. As such, the current version has not been tested, but the table 
can act as a student guideline, by representing the hidden skill building features in every lesson 
throughout the module, and thereby support student reflection on employability. 

In the course’s matrix from various theoretical perspectives were introduced to the students to pro-
vide an understanding of employability. Through this introduction, the students should become aware 
of the possibility to obtain skills and competencies beyond the modules core content and acquiring a 
sense of personal skillset within the 21st century skill matrix and the different working definitions. 

Although there were great expectations regarding the value and use of the skill matrix, the full poten-
tial was not obtained. During the development process, it soon turned out to be a complex matter to 
include both hard and soft skills in a matrix. Several versions have been surfaced through multiple 
discussions in the project team, and the final version developed reflects the complexity and compre-
hensiveness of capturing hard and soft skills in an overview. Feedback from prospective employers 
indicates that it is too confusing due to its comprehensive structure and indicated that they would 
prefer a simpler version which can easier be decoding during quick read-throughs. Usually a skill matrix 
included in the CV is very much focused on the job advertisement and have a relatively simple struc-
ture. Furthermore, the respondents from the sports and health organizations do not have the trend 
of using any skill matrix in the CV. Regarding how potential new hires could capture and communicate 
their soft skills when applying for new jobs, portfolios showing the actual projects was preferred. 

The skill matrix was presented to the students and the purpose being beyond the scope of the course’s 
project or subject matter, the discussion on the elements of skill matrix was not engaging. Further-
more, most of the students did not spend time on job advertising sites and did not note the skills and 
competencies to be highlighted when applying for a preferred job. So, relating the development of 
the skill matrix during the study period and the use of skills was difficult to communicate as the stu-
dents did not have the initiative and self-determination to do so.  

In future, workshops for all the students of the degree program or multiple study programs might be 
combined for facilitating skill matrix development. At the course level, the portfolio will be highlighted 
for routinized updating, but the skill-matrix will the presented to the students and used as a tool for 
the teachers in the course evaluation. 

The broad educational- and work experience within the student group of the course, is of health- and 
sports science education and spare time activities. Most is in the 1st year of the master’s program, but 
some are at 2nd year and should be to able relate their personal skillset and apply these within the 
workforce.  
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5. Evaluation 
Students evaluation 
As students in the course “Idræt og design”, we were in general frustrated about the incoherent struc-
ture of activities during the course. We experienced a lack of meaningfulness of most of the activities 
conducted throughout the course, in talking with our co-students, we know this was very common 
among all students in the course. As students, the frustrations were plenty and we believe for some 
too much. The structure and execution of learning activities were so different from the normal setting 
we have been exposed to during our studies that it was impossible to trust completely that the learn-
ing outcomes would be adequate by the end of the course, this was not only frustrating but also dis-
couraging. Added to this the teachers were clearly in disagreement about the teaching methodology 
and on a personal level, this was resolved by what felt like a compromise about halfway through. This 
being clearly stated, overall the course has been a zone for development and enhancement of aca-
demic abilities. To elaborate and concretise the sections below is provided. 

The alignment of ‘What-How-Why’ of the presented methods and materials were incoherent and did 
not create clear understanding in the need for personal development and skill creation. The course in 
general was structured in a such manner that the 21st century skills of employability and the learning 
of the course materials were recognisable.  

By the methods introduced and employer narratives, the case work was founded in the real-world 
experience, which established a sense of authentic obligation between employer – employee rela-
tions, toward an end-product and course learning outcomes. Through being introduced to the appar-
ent skillset, within the 21st century skill matrix desired by employers, the work with establishing a clear 
outline of personal ability and skill did not provide a greater sense of self-efficacy.  

Building a personal persona presented a possibility of reaching beyond the given skill matrix presented 
within the course. The overall goal of creating persona was not clear to the students and thereby 
lacking the ability to co-create a personalized development matrix with desired skills of the student. 

Conducting SUS created a situation to which it was imminent to enhance verbalisation of character 
traits and skillset. This exercise went in depth with reflective thought of skills obtained in through the 
course and would be the preferable way, over that of the ‘exit-tickets’, in enhancing personalized 
development of skills and competencies, towards creating of a ‘connected’ employability-persona on 
LinkedIn or other networking portals. In the light of retrospective reflections done on the overall 
course structure, presented material/methods and the 21st century skillset, we as students find that 
the ‘hands-on’ experience, through authentic case work combined with the in-course workshops and 
SUS, it has become more apparent what has been gained by participating in this course. 

If the course material and the execution in relation to the employer narratives were better aligned, it 
would be more apparent which skills can be obtained within the course and why these is of im-
portance, in developing a founded employability skillset and the understanding throughout the course 
in general. 

Frustrations has been a general topic in the course. During the course these provided conflict with the 
learning objectives and conduction of the learning situations. Retrospectively we now distinct be-
tween structure related frustration and personal misalignment frustration. We feel the course in gen-
eral has provided us with a stronger personal development and learning due to the frustrations, even 
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though this was near the limit of our personal capabilities. We now believe that a temporary climate 
of personal misalignment can be beneficial to the learning and development outcome. Though struc-
tural frustrations are impossible to avoid, as students we have experienced much better resource dis-
tribution and course planning and expect this to be a lot better. 

Teachers evaluation 
The interviews with previous years course student participants revealed that they were generally bad 
at explicating their learning outcome from the course. Although they were able to talk about their 
projects, were few appeared to use it in their CV, LinkedIn or portfolio, considering the project to be 
“just a school project”. This might indicate that they did not perceive it as an authentic learning expe-
rience equivalent of gaining job experience. 

The interviews with former course teachers revealed that the students generally do not put their do-
main specific knowledge (hard skills) to use in their projects and that may be one of the major chal-
lenges of gaining the full potential of the course. The interviewed former teachers were in a position 
of teaching the course for the first time and has not worked together beforehand. Therefore, as for 
this course it was a first-time teaching team and the potential for internal alignment and refinement 
of the course is enormous. 

User journey map and service blueprint could have been done to support the task of putting the ideas 
in the project into the course in an effective and efficient way to secure cohesion between the em-
ployability/spearhead aspects and the course content/student projects. 

The execution of the separate element of course materials and workshops, should to a greater extent, 
be thoroughly considered, in order to create a better cohesion in presenting the markers within the 
opted teachings and skill-building. The authentic learning perspective seemed to be a great influence, 
by introducing real world employer narratives, which made the 21stcentury skills more apparent to 
the students, and thereby contributing as a main element throughout the course. 

The teaching pedagogy of the course we may align to a greater extent to the employability philosophy 
– such as more independent design- and learning work – especially more clarity on agenda of when 
classroom lecture or seminars is in focus and when it is students' independent design and learning 
work that is in focus. In that, we also like to work harder on establishing a creative work environment 
in the Play and Innovation Lab (the classroom). 

 The tools developed in the spearhead project forms an applicable battery of templates and instru-
ment / methods that may be selected for focusing motivation on future jobs and for evaluation of 
course content and structure as well for evaluating the innovation and employability pedagogy of 
courses. Especially the courses at the unique Sport Innovation and Entrepreneurship track may gain 
value from using the material.   

The skill matrix we may in the future use for giving an overview of the gained core content knowledge 
(hard skills), acting skills and personal character qualities – the latter two also named Social Emotional 
Learning (SEL). The students’ persona forming we also like to use for giving student directions for fu-
ture job opportunities. We have around the new year 2019 already used the SUS and that with great 
success – especially in the talks related to the 21st century skills and learning framework. The personal 
dialogue (SUS) in which the students experience a sense of presence and interest in the individuals' 
future were of students highly appreciated.  
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We have at the Sport Innovation and Entrepreneurship track for some years been using portfolios and 
will too some extent keep on doing that. We will all though in the future experiment with using project 
log-book maybe in conjunction with a SCRUM approach of some other project management tool / 
philosophy and we might as well ask the students do this applying supportive web-platforms such as 
Trello and alike services. A number of these tools does contribute to the meta-reflective of design and 
innovation learning of the students. 

Finally, at the department, we are revising the study programme of the master education, and in that, 
we will probably roll out some of the employability tools in micro courses presumably in collaboration 
with SDU-RIO. 
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6. Summary of Dissemination Activities 
Table 4. Summary of confirmed project dissemination activities 

# Event/scope Description When and Where 
1 SDU innovation and entrepre-

neurship network group’s seminar 
Focus: Assessment 
Theme: “How to facilitate personal de-
velopment in entrepreneurship educa-
tion: SDU Spearhead project for the 
Sports and Health Masters students” 
Personas and Employability Matrices + 
activities in the design thinking process 
was presented. 
 

SDU innovation and 
entrepreneurship 
network group sem-
inar, December 4th 
2018 

2 Abstract + presentation at SDU 
Annual Teaching day: “Agenda-
Setting on Self-determination and 
Aligning Authentic Learning Goals 
of Design Courses” 

Dissemination of the outcomes regard-
ing the development of student per-
sonas and the use in the course to align 
student employability goals. 

TAL2019 confer-
ence, November 
14th 2019, University 
of Southern Den-
mark, Denmark 

3 Abstract + presentation at SDU 
Annual Teaching day: “In which 
direction will I grow? – Two meth-
ods and Tools for Facilitating Stu-
dents to Align Employment Goals 
and Academic Activities” 

Dissemination of the development and 
use of two methods for teacher to sup-
port student alignment of personal and 
employment goals. 

TAL2019 confer-
ence, November 
14th 2019, University 
of Southern Den-
mark, Denmark 

4 Abstract + presentation at SDU 
Annual Teaching day: “Students 
Find it More Difficult to Explain 
What Skills They Have!” 

Dissemination of the insights gained 
through interviews and development 
of prospective employer narratives and 
its use in the course. 

TAL2019 confer-
ence, November 
14th 2019, University 
of Southern Den-
mark, Denmark 

5 Final project report A summary of the use of different 
methods, tools, and outcomes from 
the course activities. 
In the form of a book chapter/booklet 
summarizing the use of different meth-
ods and tools, namely employability 
skills matrix from different perspec-
tives, students’ personas, exit ticket 
analysis, template of student develop-
ment talks (SUS), personality types/ca-
reer goals session, and summary of dis-
semination activities and evaluation ac-
tivities. Abstract highlight the key im-
pact (#of teachers and students in-
volved/informed in bachelor & master 
levels) and scope of future work. 

Spearhead Project 
Secretariat. Study 
Program of Sports 
and Health & the 
Head of Department 

6 Proposed the adoption of SUS by 
the study board and the faculty 

Student Development Talks (i.e. 
studenterudviklingsamtaler, SUS) tem-
plate and estimated hours for adoption 

Head of study board 
Head of the depart-
ment 
Request SDDUP to 
inform faculty level 
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Besides the dissemination activities listed in table 4, the projects focus on employability has drawn 
focus to employability in other courses and activities. 

One key element is a publication and conference presentation at the European Conference on Games-
Based Learning 2019 (ECGBL) titled: “Educating for the 21st Century Through Game-Based Learning 
and Event Design”2. The aim of this study was to pinpoint key learning outcomes of a course designed 
to facilitate student development of 21st century soft skills and social-emotional learning (WEF, 2016). 
Through project-based work and role-play in the simulation of a medium-sized project organization, 
the students were tasked with designing and hosting an event, taking on roles from departments such 
as the Human Resources, economy and law, user research etc. Through the action research inspired 
study, the 22 students handed in CV-resumes at the end of the course to which was combined with 
an evaluation workshop and teacher reflections to provide an overview of which soft skills the stu-
dents had experienced developing through the simulation. The results show that the course design 
created situations with the potential to improve Social Emotional Learning as a central element of 21st 
skills - mainly collaboration, communication and leadership skills. Furthermore, the experience of 
working with a real-life project in a simulated project organization was educational for most of the 
students who were motivated by the course design and embraced the learning potential. 

Planned future dissemination activities 
Table 5. Planned future dissemination activities 

# Event/scope Description When and Where 
1 Propose module on “Facilitating 

the acquisition of employability 
skills” 

SDU Centre for Teaching and Learning 
– suggestion to introduce the methods 
and tools found effective in the project 

Lecturer Training 
Programme 2020-
2021 

2 Conference presentation Presentation of project outcome at an 
international conference. 

International con-
ference 2019/2020 

3 Potential publication of journal ar-
ticle 

Based on the experiences in the pro-
ject, the potential for writing and pub-
lishing a journal article will be investi-
gated. 

International jour-
nal, late 2019 or 
2020 

 

  

                                                             
2 For more information, please contact René Engelhardt Hansen, rehansen@health.sdu.dk 
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7. Summary and Reflection on Actions 
As mentioned, the self-efficacy is strongly applicable and should be in focus will executing the work-
shops. To meet the criteria mentioned in self-determination, the student should feel a sense of ac-
complishment and belief in own abilities, through autonomy and relatedness to the experience, while 
obtaining knowledge and skill to meet the 21st century skills of employability presented within the 
course and employer narratives. The goal of optimizing the employability within the students and 
generating applicable term of definitions for the Curriculum Vitae, were inserted in the setting in that 
of authentic learning perspective. This was applied to create a sense of ‘work-experience’, which in 
the litterateur and research, seem to be of employers’ highest regard within the 21st century skills and 
employability.  

The variations in the individual student and skillset needed for the chosen employer narrative, made 
creation of a generic skill matrix difficult, because of the lacking feedback from the student perspective 
and the discontinuance of ‘exit ticket’, the matrix and the intentions of ‘co-design’ was not followed 
through, even though the goal oriented and value-driven employer narrative was introduced to the 
students. 

As the student evaluation states, most of the students did not find the activities in the course useful 
to their employability development. Considering this notion, it is highly relevant to regard the stu-
dents’ perspective when evaluating the outcomes of the project. However, the students generally felt 
that the course contributed to their employability skills by: 

- Training them in having a pragmatic approach to learning and applying concepts due to the 
speed and timing of the content in the course alongside working with real partners and pro-
jects objectives. 

- Working in heterogenic groups, students learned to cope with frustrations in work life.  
- Giving insights to personality types and being made aware of these in the group setting, stu-

dents gained greater understanding for individual differences. 
- Enabling the students to adopt a user-centred design focus mindset (i.e. the hard skills from 

the course). 

Contrary to the above contributing factors of students’ perceived employability skills, the students felt 
the course could improve the obtained employability gains by: 

- Focusing more on the application of personality types (some suggest - maybe even using per-
sonalities to form groups). 

- Providing a clearer structural outline of the course from the beginning of the course for the 
students to be able to better focus on the relevant tasks and learning outcomes of the study. 

Considering the above generalisations, it is our opinion that the students were adequately frustrated 
to gain greater learning outcomes in the course in relation to both, learning objectives and personal 
development. Therefore, it is important to differentiate between the wishes of the students in general 
and the actual outcomes of this investigation. We consider the frustrations of the students to be rel-
ative to a deeper level of personal development and equivalent learning, compared to a situation 
when the same elements are deemed satisfactory by the students. 

Based on the experiences of this project, future development of the employability-enhancing tools 
and activities will be done to further support student employability as a part of their education. 
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Goal‐Directed (Proto‐)Personas

1. Maya: The Academic
• Teacher/researcher at higher educational institution

2. Mikkel: The Entrepreneur
• Would like to have own company

3. Line: The Dual Careerist
• Academic + Entrepreneur
• Employee + Academic

4. Jacob: The Employee
• Teacher/Trainer in school/club
• Designer
• Project manager/program manager

5. Rune: The Seeker – Undecided
• Want to make movement meaningful
• What's in it for me? Design and creation
• Can I do it?

2



Co‐Creation/Self‐Reported Personas

Source: Alyssa. https://content.xtensio.com/folio/6nnxo51f?_ga=2.34053409.1636431094.1542247281‐1823133494.1542247281
Clark. https://content.xtensio.com/folio/t7iiwhz3? ga=2.92583069.1636431094.1542247281‐1823133494.1542247281

1. Does one of the proto‐persona
seems to match your current
employment goal(s).

2. Which one? If not, how would you
label that?

Individual/Pair‐wise activity (30 min):
Please login to the application and make 
your own persona (1:1).
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Amalie
The employee/entrepreneur

Behaviors & experience

Louise er god til at have mange bolde i luften, og ved hvad hun vil. Hun gør derfor 
meget for at tilrettelægge sin egen tid optimalt ift. træning, gruppearbejde m.v., 
og viser derfor ofte lederskab og fokus på ”får tingene gjort”.

Har ikke fokus på at opnå gode karakterer, men på at tilegne sig egenskaber hun 
kan bruge i praksis. Har desuden meget fokus på arbejde og netværk udenfor 
studiet.

Life and career goals

• Vil gerne arbejde med noget meningsfuldt og kreativt.

• Lækkert hus og sikker indkomst er vigtigt ift. at kunne have et godt familieliv.

• Kunne godt forestille sig en deltidsstilling, så der er frihed til at udleve egne
projekter.

Study needs and goals

• Kandidatuddannelsen skal give flere jobmuligheder og være rettet mod
praksis.

• Teori og viden skal kunne omsættes til praksis

• Effektivt gruppearbejde er essentielt, og det er vigtigt at skelne mellem
arbejde og socialt samvær.

Age: 24

Bopæl: København

Civilstatus: I forhold med Kristian gennem 1 år

Fritidsinteresser: Elitesport

Baggrund: Fysioterapeut

Erfaring: Meget praksiserfaring og flere relevante 
ansættelser som træner, instruktør og underviser

”Man skal selv skabe sin egen 
fremtid, og her er det vigtigt 
med netværk!”

”Jeg mener at der er behov for 
personer med brede 
kompetencer, og som kan 
arbejde tværfagligt og 
interdisciplinært”

Student Persona 1
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Louise
The work/life‐balance employee

Behaviors & experience

Louise kan godt lide at hygge og have det godt. Hun er familiemenneske, og det er 
derfor vigtigt for hende med en skarp opdeling mellem arbejde og fritid.

Life and career goals

• Vil gerne have et meningsfuldt og sikkert 8‐16 job uden skæve arbejdstider

• Det er vigtigt med gode kolleger

• Er lidt nervøs for at det ikke er til at finde job efter end uddannelse

• Det er vigtigt at være bosat nær familien i Sønderjylland.

Study needs and goals

• Tværfagligt arbejde og et hyggeligt studiemiljø

• Sikkert miljø hvor man kan lære uden at skulle stå til ansvar/være afhængig af en
ekstern partner, men hvor processen er vigtigere end produktet.

• Kandidatuddannelsen skal åbne op for flere jobmuligheder.

”Ikke alle vil være 
designere eller 
entreprenører”

”Nogle synes teknologi 
er fedt, men det er ikke 
alle!”

Age: 27

Bopæl: Odense

Civilstatus: I forhold med Emil gennem 7 år

Fritidsinteresser: Frivilligt arbejde

Baggrund: Ergoterapeut

Erfaring: Har praksiserfaring særligt med 

handicappede

Student Persona 2
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Tommy
The ambitious employee

Behaviors & experience

Tommy er en energisk og udadvendt person med mange jern i ilden. Han er meget 
motiveret for at føre en forskel for mennesker, samt sætte sine evner i spil i mange 
forskellige kontekster.

Netværk og personlige relationer er derfor meget vigtigt for ham, og han forsøger så 
vidt muligt at sige ja til at være med i alt der giver mening.

Life and career goals

• Vil gerne være projektleder eller projektmedarbejder, fx i en kommune eller i et
idrætsforbund, og derigennem arbejde med som projektleder i mange forskellige
kontekster og målgrupper.

• Kunne godt på sigt forestille sig måske at blive selvstændig, men vil ligeså gerne
være ansat som lønmodtager. Det vigtige er at det er meningsfuldt og ikke ”låser
ham fast”.

Study needs and goals

• Tror på at ”brede kompetencer” og tværfaglig viden er vigtigt, og at
”ekspertviden” er let at finde frem til hvis nødvendigt.

• Synes at det er vigtigt at undervisningen tager udgangspunkt i praksisnære
problemstillinger, men ”skoleprojekter” er ofte for ufærdige til at kunne indgå i CV
og portefølje.

Age: 25

Bopæl: Odense

Civilstatus: ”It’s complicated”

Fritidsinteresser: Mange!

Baggrund: Bachelor i idræt og sundhed

Erfaring: Har erfaring som frivillig i forskellige 
sammenhænge.

”Studiet kan ikke bruges i 
1:1 forhold, men der er 
elementer der er 
overførbare”

”Der er behov for sådan 
nogle som mig”

Student Persona 3

6



Missing personas
- The non-enthusiastic/”lazy” student without a study-job or any volunteering activities.

General reflections across interviews
- Idrætsstuderende vil generelt gerne det ”klassiske” gruppearbejde med lange fælles

sessioner og meget socialt fokus, og skelner ikke tydeligt mellem effektiv arbejdstid og
hyggetid. Hvilket kan frustrere udefrakommende.

- Prof. Bachelorer vil generelt gerne et effektivt gruppearbejde med uddelegering af opgaver
og skarp opdeling mellem effektiv arbejdstid og socialt samvær. Oplever at de
idrætsstuderende ofte er meget ”indspiste” og ”snobbede/arrogante” som ”ser ned” på
proff. Bacheloruddannede. Kan virke meget umodne ift. deres væremåde, dårlige til at
prioritere deres tid, samt at de kun i ringe grad er afklaret omkring hvad de vil. De virker
desuden også mere velovervejede/modne omkring deres valg af studie og generel
prioritering.

Comments on the Idræt og Design course

Pains
- Kunne godt have tænkt sig en mere rød tråd i kurset (men fedt fag med godt indhold)
- Ville gerne have haft mere fokus/vægt på at styre projekter og få projektstyringskompetencer
- Det var svært selv aktivt at fokusere på anvendelse af modeller ift. eget projekt.
- ”Standard dårligt gruppearbejde”
- For meget fokus på de akademiske
- Idræt og design var for ”akademisk”, og derfor var det svært at have fokus på det konkrete

projekt gennem alle faser.
- Processen var for styret ift. selv at gøre det.
- Dårlige erfaringer fra gruppearbejdet som ikke var effektivt og det var ikke til at lave aftaler.
• Der var for meget fokus på teknologi og programmering, der føltes som et unødigt krav ift.

hendes projekt.
• Man kunne have en følelse af at ”spilde” partnernes tid, og derfor kunne det være fedt hvis

der lagdes op til at der blev gået mere ”teoretisk” til processerne.

Gains
- At lære at have en mere kreativ tilgang til problemløsning.
- At være ”ude i felten” og arbejde med viden i sundhedsprojekter
- Tilegnelse af gode modeller der kan anvendes i fremtidig beskæftigelse
- Idræt og design åbnede øjne for hvor hurtigt man kan realisere fra tanke til kvalificeret

koncept.
- Viden om hvordan man kan gå gennem alle faser fra idé til realisering, samt hvor hurtigt det

kan gå.
- Fedt når der kommer oplægsholdere/partnere udefra.
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Persona for tidligere studerende på kurset Idræt og Design

Beskrivelse
Former student 5 (FS5) er en 27 årig kvinde der bor i Odense. Hun har en baggrund som 
professionsbachelor i ernæring og sundhed.

Beskæftigelse/studiejob
Underviser udviklingshæmmede på en daghøjskole (dagtilbud), og skal også undervise i 
idræt.

Erfaringer/kompetencer
Har meget på CV’et ift. praksiserfaring som underviser/instruktør med særligt 
udviklingshæmmede og børn.

Professionelle ambitioner og karrieremål
Drømmer om at arbejde i sundhedsprojekter i krydsfeltet mellem praksis og forskning, fx 
gennem ansættelse i et videnscenter. Synes generelt det er spændende at arbejde tværfagligt 
i projekter, men også at det kunne være spændende at arbejde som underviser/instruktør.

Personlige ambitioner
Vil gerne finde ansættelse af hvor hun voksede op i Sønderjylland, så hun er tæt på familien. 
Det er desuden vigtigt at hendes arbejde er meningsfuldt, og kan gøre en forskel for dem hun 
arbejder med.

Grund til at vælge kandidatuddannelsen og kurset Idræt og design
Mener at højere uddannelse giver bedre mulighed for job efterfølgende. Hun er meget 
bevidst om at vælge kurser der udvikler den faglige profil, og vil gerne have mere viden om 
sundhed generelt, og ikke kun ernæring.

Pains
Er nervøs for potentiel jobløshed efter uddannelse, og mener at kandidatuddannelsen 
primært har gjort hende bedre til at skrive opgaver frem for at gøre en forskel. 
Synes ikke at ”skoleprojekterne” hun har arbejdet på under studiet er ”værd at vise frem”, og 
ønsker ikke umiddelbart at blive selvstændig.

Gains
Idræt og design var et fedt kursus med gode modeller som hun kan anvende i fremtiden. Det 
var fedt at lære en kreativ tilgang til problemløsning, tværfagligt arbejde i arbejdsgruppen, 
samt være ”ude i felten”. Kunne dog have ønsket at der var mere fokus på at hun selv lærte at 
styre en udviklingsproces og derigennem tilegne projektstyringskompetencer.

Citat
”Arbejde uden for studiet åbner op for fremtidige jobmuligheder”
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Persona for tidligere studerende på kurset Idræt og Design

Beskrivelse
FS1 er en 24 årig kvindelig eliteatlet der er bosat i København, og er uddannet ergoterapeut. 
Hun er god til at have mange bolde i luften, og ved hvad hun vil. Hun gør derfor meget for at 
tilrettelægge sin egen tid optimalt ift. træning, gruppearbejder m.v., og viser derfor ofte 
lederskab og fokus på ”får tingene gjort”. Har derfor ikke fokus på at opnå gode karakterer, 
men på at tilegne sig egenskaber hun kan bruge i praksis, hvilket også afspejler sig i valg af 
kurser på kandidatuddannelsen. Har desuden meget fokus på netværk udenfor studiet.

Beskæftigelse/studiejob 
Har flere ansættelser udenfor studiet som træner og underviser.

Erfaringer/kompetencer
Har flere relevante ansættelser på sit CV, og erfaring med at arbejde med praksis-
problemstillinger.

Professionelle ambitioner/karrieremål
Vil gerne have egen praksis (selvstændig), men ser også mange muligheder for at tage et job 
som lønmodtager. Kunne godt se sig selv i en ½-tidsansættelse med muligheder for at 
realisere egne projekter og ideer i den anden 1/2.

Personlige ambitioner
Vil gerne arbejde med noget som er meningsfuldt og kreativt. Desuden gerne få et lækkert 
hus og en sikker indkomst.

Grund til at vælge Idræt og design
Mener at der er et behov for personer med ”brede” kompetencer der kan arbejde på tværs af 
fagligheder/interdisciplinært. Valgte derfor SDU fordi det virkede meget praksisrettet, men 
hun er blevet lidt skuffet.

Pains
Der er meget fokus på det akademiske og for lidt på udviklingspraksis. Desuden var hun en 
del af en gruppe med ”standard dårligt gruppearbejde”, hvilket var meget frustrerende da hun 
helst ville have at de uddelegerede opgaver mellem sig. Hun synes generelt at professions 
bachelorerne bliver ”sat i bås” som praktikere (negativt ladet). Idrætsstuderende er dovne og 
det er svært at komme ind i det sociale, da de virker meget ”indspiste”.

Gains
Viden om kreative processer og løsningsredskaber som kan sættes i praksis, men kan ikke 
huske akademiske termer og teorier.

Citater
”Man skal selv skabe sin egen fremtid, og her er det vigtigt med netværk!”
”Jeg mener at der er behov for personer med brede kompetencer, og som kan arbejde 
tværfagligt og interdisciplinært”
”De idrætsstuderende virker dovne og er meget svært at indgå socialt med. De er meget 
indspiste”
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Persona for tidligere studerende på kurset Idræt og Design

Beskrivelse
FS6 er en 25-årig mand med en bacheloruddannelse i Idræt og Sundhed. Han har generelt 
meget fokus på at skabe sig et netværk og tilegne sig erfaring, da han mener at det er meget 
vigtigt for at kunne få et job i fremtiden.

Beskæftigelse/studiejob
Er studentermedhjælper på et projekt der søger at understøtte genoptræning gennem brug 
af teknologi.

Erfaringer/kompetencer

Professionelle ambitioner/karrieremål
Vil gerne arbejde med udvikling og design inden for idræt/sundhedsområdet, og derigennem 
være med til at gøre en forskel. Kunne godt forestille sig at lave en præ-graduat med henblik 
på at skulle læse en pH.d., og helst en erhvervs-phd.

Personlige ambitioner

Grund til at vælge Idræt og design
Der er behov for det som idrætsstuderende/”inno-folk” kan ift. udviklingsprocesser.  For ham 
er kompetencer inden for udviklingsprocesser, samt at kunne arbejde i et tværfagligt team, 
nøglen til fremtidig ansættelse.

Pains
Det kan være svært at se jobmuligheder når man ikke kan noget specifikt, som fx hvis man er 
uddannet fysioterapeut.

Gains
Arbejde med ekstern partner uden for uni giver vigtigt syn for omverdenen.

Citat
”Idrætsuddannede med specialiserede kompetencer har sværere ved at finde job”
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Persona for tidligere studerende på kurset Idræt og Design

Beskrivelse
FS12 er 26 år, bor i Odense og har en bachelor i Idræt og Sundhed. Han er meget motiveret 
for at føre en forskel for mennesker, samt sætte sine evner i spil i mange forskellige 
kontekster. Netværk og personlige relationer er derfor meget vigtigt for ham.
Får gode karakterer på studiet, og mener at det fremadrettet kan være godt ift. jobsøgning. Er 
generelt ikke nervøs for ikke at kunne finde et job efter endt studie.

Beskæftigelse/studiejob
Laver meget frivilligt arbejde og studiearbejde. Prøver så vidt muligt at sige ja til så meget 
som muligt der giver mening.

Erfaringer/kompetencer
Massere af praksiserfaring.

Professionelle ambitioner/karrieremål
Vil gerne være projektleder eller projektmedarbejder, fx i en kommune eller i et 
idrætsforbund, og derigennem arbejde med som projektleder i mange forskellige kontekster 
og målgrupper.
Kunne godt på sigt forestille sig måske at blive selvstændig, men vil ligeså gerne være ansat 
som lønmodtager. Ønsker ikke at arbejde som forsker eller blive akademiker (i hvert fald ikke 
lige nu).

Personlige ambitioner
Vil meget gerne arbejde med noget meningsfuldt, og er bange for at blive ”låst”.

Grund til at vælge Idræt og design
Ser et behov for projekter og ”brede” kompetencer. Tror derfor på at sociologi og humanisme 
er vigtigere end naturvidenskabelig faglighed, og mener det er let at finde frem til 
”ekspertviden” hvis nødvendigt. Studiet har generelt givet mange brede kompetencer, men 
ikke noget specifikt som kan være direkte anvendeligt. Har under kandidaten aktivt sporet i 
en ”bredere” retning ift. kompetencer.

Pains
Er meget nervøs for at ”blive låst”, og vil hellere have mulighed for at gå efter hvad der giver 
mening for ham.

Gains
Idræt og design åbnede øjne for hvor hurtigt man kan realisere fra tanke til kvalificeret 
koncept. Praksiserfaring er altid vigtigt.

Citat
”Studiet kan ikke bruges i 1:1 forhold, men der er elementer der er overførbare”
”Skoleprojekter er for ufærdige til at komme på CV eller i portefølje”
”Der er behov for sådan nogle som mig”
”Praksiserfaring og netværk er vigtigere end uddannelse”
”Andre studerende uden overskud til at netværke og arbejde uden for studiet er mere usikre 
på fremtiden”
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Persona for tidligere studerende på kurset Idræt og Design

Beskrivelse
FS18 er en 23-årig kvinde med en baggrund som professions bachelor i Ernæring og Sundhed.

Beskæftigelse/studiejob
Er involveret på sidelinjen i mange små start-up projekter.

Erfaringer/kompetencer
Har mange erfaringer fra studejobs og frivilligt arbejde, og har været på udenlandsophold for 
at søge nye input.

Professionelle ambitioner/karrieremål
Vil gerne arbejde i mange forskellige kontekster og tværdisciplinært, fx indenfor området med 
overvægtige og andre sundhedsproblematikker.
Kunne også godt forestille sig at blive selvstændig.

Personlige ambitioner
At kunne bidrage og gøre en forskel.

Grund til at vælge Idræt og design
Valgte aktivt en anden kandidatretning end den åbenlyse for at målrette mere mod sundhed i 
den brede forstand.

Pains
Idræt og design var for ”akademisk”, og derfor var det svært at have fokus på det konkrete 
projekt gennem alle faser. Synes måske at processen var for styret ift. selv at gøre det.
Havde desuden dårlige erfaringer fra gruppearbejdet som ikke var effektivt og det var ikke til 
at lave aftaler.

Gains
Viden om hvordan man kan gå gennem alle faser fra idé til realisering. Opdagede desuden at 
hun ofte fungerede som projektleder ift. at få arbejdet gjort – særligt ifbm. med den 
afsluttende opgave.

Citat
”Der er sundhedsproblemer alle steder, og derfor er der brug for mig”
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Persona for tidligere studerende på kurset Idræt og Design

Beskrivelse
FS7 er en 23-årig kvinde som er uddannet ergoterapeut. Hun har stort fokus på at hun gerne 
vil praktisk-pædagogisk arbejde der kan gøre en forskel for dem hun arbejder med.

Beskæftigelse/studiejob
Arbejder med spastisk lammede børn som studiejob.

Erfaringer/kompetencer
1 års erfaring i en ergoterapeut praksis.

Professionelle ambitioner/karrieremål
Vil meget gerne arbejde indenfor parasport og/eller være tilknyttet en forskningsenhed. 
Ønsker dog ikke at blive forsker, men at arbejde praktisk-pædagogisk med inddragelse af 
forskningsbaseret viden. Det kunne også være på en højskole/efterskole for 
udviklingshæmmede.

Personlige ambitioner
Vil helst undgå at skulle arbejde med ”skæve arbejdstider” og i stedet have tid til familien.

Grund til at vælge Idræt og design
Jobmulighederne for ergoterapeuter appellerede ikke til hende, og søgte derfor idræt for at 
få ”papir” som kunne åbne op for flere jobmuligheder. Valgte Idræt og Design gennem ”aktivt 
fravalg” af andre kurser. Gik derfor ind til det med åbent sind uden de store forventninger til 
udbyttet.

Pains
Det er svært at finde jobopslag der fokuserer på idrætsfaglighed, men der søges flere 
undervisere og lærere.
Hun kunne godt have tænkt sig at der var en mere ”safe setting” på design-kurserne, de det 
kan give en følelse af at ”spilde” partnerens tid. Synes desuden også at det kunne have givet 
mere fokus på at gå ”teoretisk” til processerne, frem for at skulle fokusere på at levere noget 
brugbart på den korte tid. Hun synes desuden at der generelt er for meget fokus på 
anvendelse af teknologi.

Gains
”Papir” der kan åbne døre til et bredere udvalg af jobs.
Arbejde i en tværfaglig arbejdsgruppe.
Viden om, og forståelse for, udviklingsprocesser.

Citat
”Ikke alle vil være designere/entreprenører”
”Nogle synes teknologi er fedt, men det er ikke alle!”
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Narratives on Employability: Employers 
 
Langelands Municipality: Make yourself aware of the reality you are going to face 

The students do know what professionalism they learn – the sport science as a subject – but the 
things (subjects) that are placed around the sports science professionalism that they are not clearly 
aware of. 

In the Municipality of Langeland we do have had interns since 2007 (since IOB started this in their 
study program) so we have interns just about every year and we are happy for having just about all 
of them. To give the students a task and then just figure out how to solve it, that the students have 
and are good at doing. So, something they can, and they just do it, that quality they do have. 

The municipality do have a lot of filing system that the newcomers need to learn. Certifications is 
something that we need to have, that you need to learn when you start a job at our place. It is like 
project certification. It is not the same to have a course in project governance and the to be certified 
in some project company. The certification of hard skills is something we often see.  

The sports science students find it more difficult to explain what skills they have. That compared to,  
the example the people having a health care master's degree program. That is quite big at the 
moment. That what I think when it comes to hard skills. 

The other thing I think is that the students need to know is how the connections in a municipality 
are concerning the political system or level and the service systems and levels here off. What is the 
meaning of the existence of a municipality? What are the tasks of a municipality are, is important 
to know I think. As an academic, you make policies in many areas. How are the strategic structures 
of a municipality – how is the movements from policies to strategic plans and into practice – the 
movement from different layers of policy. If the students have this deep understanding of the 
different levels and how to formulate policies on the different levels of administration, then they 
are well off. 

Our interns have been good at doing project steering, as academic you are too expensive to just 
initiate or facilitate movement. They are good at extracting the essence of a specific area – especially 
the project students. 

The students are good at communicating with a variety of different people in the local area.  

When we have a potential person in front of me I primarily look at the CV, what have they done? 
The one that is able to describe what they have done, so it is clear what they can do and what did I 
learn out of this specific situation. They also need to be good at analyzing, and they can condensate 
what is important in this set of data and in that specific case. A great number of the students from 
your educational program are able to do this. 

In the application, they should show me that they master the written language and they know what 
the position is about and that they have some idea of what they are expected to do in the job. The 
one that shows me what they will do – show me because I cannot guess what they will do. So, they 
need to show some courage – not only where I have been but also here I am and to this place, I 
think I will go. The applicant should show me – I will think of the opportunities for you.  

Soft skill should maybe have its own course. Some may have the communicative skill without 
knowing what they are good. I really don’t know, but I think it is important to hold on to the aim of 
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the job advert of describing these soft skills. How can we handle our self also bodily to keep our self 
on track and hold on to the aim? So, to understand an opponent as part of the game. 

A CV is a kind of portfolio. I am not into too much experimentation. When you receive 100 
application then you start by excluding a whole lot by the CV and if they are to different that make 
my job more difficult. 

The skills that are really important is to be able to do processes that involve other people – a 
participatory approach and how you do citizen involvement on a number of levels. How do you do 
that? – to know how you will do that is very important – process facilitation is important and maybe 
we have these skills better than other groups of students.  

 
Danish Corporate Sports Association: We hire people from the university of life 

DFIF both has employee and have had interns’ experiences from our candidate program. 

The most important thing for us is that the candidates are very curious about the newest knowledge 
in sport science and health and are updated in what knowledge they have gained in their education 
and they keep on updating on the newest knowledge. 

Employing a recently graduated are motivated due to the expectation of candidate bringing the 
newest knowledge into our organization in the specific area of the job. 

We have just employed three persons where we have looked at the work experience from 
workplaces on top of a bachelor or on top of a teacher education – vocational experience on top. 
That to know what a workplace culture is and to know who the union representative is and what his 
job function is. Also, to know that a boss can give order and a colleague may be ill is important. To 
have insights and understanding into how it is to be employed in an organization and to be on the 
labor market.  

So, one of our criteria was that the applicants should have at least 3 year of job marked experience. 
Therefore, all the one that recently have got their degree was discarded. 

No doubt that all the persons from your place they have project stirring and governance skills and 
that is a basic prerequisite in most of the jobs that we are hiring consultants into. 

I also think they come with a greater curiosity a greater ability to be open and to test and greater 
courage a more self-confidence and they come with a fair amount of naivety. In the sense that just 
they have had a course in project governance then they think that that is about on level with our 
colleague that has a done a full master education program in project governance on top of in ex. a 
teacher education and work experience in that area. 

The candidates also arrive with an impatience in the sense that is OK that I’m not going to be mid-
level manager tomorrow but, in a year, I should be there (but surely it is currently that I am 
becoming an intermediary after a year). I may put it such as they like to become CEO at very fast 
speed. That is an impatience that the ones at our place that are at mid-thirties+ do not have. The 
candidates do not know that the autodidact skills also are a part of your competence map. 

We do have a number of colleagues that has started as activity facilitators and then at a potential 
moment continues into at project position and finally may get into a permanent position.  
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The candidates need huge support and it is important to hand over tasks where they can create 
their own success experiences. On the other side it is important for the candidates to learn to ask 
the more experienced. In our organization we need a good onboarding structure. They need to learn 
to validate the tasks outline of budget, human resources etc. with the more experienced colleagues. 

The newcomer candidates and rookies are very good at searching, “tap the doors” and google but 
they need to learn that our three best consultants together has 100+ years of experience. How can 
they use that experience in a constructive way? 

They are always representing our organization in ex. at an exhibition or at a show but doing that 
without missing taking their energy and personality out of the job execution. In that situation we 
don’t like they say things that are actually wrong in ex. thing concerning our strategy or values 
because they thought think they knew because they heard something half. 

Receiving an application, I start looking at the written word and compare this with our requests in 
the job advert. I’m not looking very much into the CV. A cleaning job from the youth years I do not 
think that is especially valuable. What I look for in the CV is the length of jobs. To many short jobs 
in too many different companies or organizations is not good. That I don’t like. At our organization 
it is important that we have our employees for at least 4 to 8 years taking part in some strategic 
periods or strategic processes.  

Our hiring process I very much emphasis the way we do the process. It is based on our strategy in 
which we have cases the applicant needs to prepare beforehand. We also use a surprise case in the 
job interview. We also ask the applicant to do a presentation at a specific spot – in a real life-setting. 
In ex a 20 min pep-talk. 

The CV – no especially not if it is a 5 page one. Only the most resent – so much is happening I 5 
years, so short and present. 

What I real like is to learn the person to know behind the application and the CV, that’s what 
matters. 

In the application you don’t need to underline that you are adaptable, flexible and other of these 
general phrases (spacious and great empathy [crap]) and that you have with thorough interest read 
the job advert. We know that, otherwise you would not have sent the application. Because if the 
opposite – we would not hire you anyway then. What should you then tell us? Tell us your ambitions 
and dreams for the job you are applying for. That concerning health and movement etc. and how 
you will make a difference in the field in our organization. 

Normally we will receive 150 applications. Don’t phone me for a meeting. If the applicant do come 
for a meeting don’t insist on a long meeting. On the other side send a video with you face you voice, 
and maybe body language an make a pitch. Show us some handheld dogma video creativity in 30-
60 sec.  

References and testimonial are not necessarily a plus having that number of applicants. We will 
nevertheless do the case process and pep talk – to see the person behind. 
Sometimes we use the competence profile tool – Some of Garudas tools, https://garuda.dk/ 

1. Fokusprofil ved ansættelser under lederniveau og ved udviklingsprocesser i vores 
foreninger, https://garuda.dk/vi-tilbyder/profilvaertoejer/fokusprofilen/ 

2. Kompetenceprofil som vi bruger ved ansættelser af ledere, læs mere 
her https://garuda.dk/vi-tilbyder/profilvaertoejer/kompetenceprofilen/ 
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3. som noget nyt overvejer vi JobMatchProfile, se mere her https://garuda.dk/vi-
tilbyder/profilvaertoejer/jobmatchprofile/ 

 

 
KOMPAN: Relevance, relevans, relevans once more 

 

At our place here at the company we have one employed and now we do also have a PhD student 
and me, so we are three from sport science. 

I talked with a colleague from the HR -department so it is also his opinions that I will refer. 

The hard skills – well it all depends on the positions that is open. In the fitness area the request into 
hard skills to understand training knowledge is important to have, to have solid knowledge in 
physiology, health, biomechanics and motor learning and control. In the play area the skills are more 
soft-like there is not an expectation to have gained 10 and 12 in all examines. In the play area they 
look more into the diffuse qualifications and do have experience in working with this in different 
area of this. And looking into KOMPAN the number of candidates with master in sports science and 
health is limited. It is al depending on what position and job function that decide what is needed of 
competences. 

When the company decide who to hire in the area of design it is important to be able to show and 
document what project the applicant has been involved in and what projects they have run on their 
own. That concerning internship and student job etc. courses and other things. To show what 
specific things during education and during job life. Especially he put forward that don’t expect to 
do the most sophisticated and challenging part of the job the first year and don’t expect to be Chief-
something the first day. That is something you do some years later on, when you have gained a lot 
of experience. So, in understanding what role to play in these innovation courses for the sport and 
health program, that the people that is educated at IOB they will not be put in position of doing the 
most high-end design and innovation processes from day one in a big company. The person will 
have to find a role playing together in a team and then you use the skills they have learned. 
Therefore, there may be a discrepancy between the level learned in the course (high-end) and the 
real world.  

It is important that the students can show a project they did, and it is important the project looks 
really nice – has a nice and good appearance it signals diligence and effort. Don’t think that you only 
deliver a project to the teacher. Make your portfolio from the beginning of your education. It may 
be crucial at a certain time of (or moment in) your job-life. Show that you have at total flashy and 
thoroughly completed project. That does not necessarily mean the they from day one will be 
inventor Ole. Show something nice and god but be humble in the context you enter into. For the 
candidate it is important the they know how a company or business works – therefore to show some 
relevant internship that is impressive. 

The candidates should perform especially well in using their domain specific knowledge. They do 
not have a lot of experience in doing this and that is something they need to learn in the first year 
at the company. On the other side if the can show they have done this in ex from writing a published 
paper or alike, that is always good. Show that you are able to take some knowledge from one 
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context and use it another context. Demonstrate that in one or other way that is valuable. Do you 
have something to show that visualize that you have achieved this that is an advantage. 

My experience is that the students are really good at working in groups and in teams that type of 
work and they are a lot better then many other professions that I meet around in the business 
landscape. That is a good and powerful qualification coming from the Sport and Health program at 
SDU. 

Concerning gaining a job it is really important that you can clarify and show that you can lead a 
process that you independently are able to handle an innovation process flow. When you are out 
there the company will not hire some one that give more trouble to the company that hire you and 
that you are depending to much on others that is not what is needed (just tell me and I will do that 
is not what is needed). I have the experience in doing this and this on my own and there was that 
many questionnaires, interview etc. It is a lot better to show that you have led a process. 

I think our candidates are to extensive employed in municipalities steering the culture and leisure 
activities. 

I think there is two categories coming out. The first has a great happiness in producing and using 
knowledge – so knowledge is the driver. The other group is a lot more applied. That is the one that 
like to see activities that make blooming children and parents and people in general are moving. 
That is the one that feel engaged by facilitating these scenarios to see this unfold is the driver. I 
think that is the two main categories in at sport and health educational program. 

I think, or my Impression is that the i-linje program is especially preparing the students being 
employed in a small company or starting their own company – entrepreneurship. I don’t think big 
companies see it as unique qualification. There is so many things running in a big company so hiring 
a disrupter is an unusual case.  

In a good CV you will have to write down the things you have done the small but for the job relevant 
and important things and projects but make it relevant, relevant, relevant. Highlight what you have 
done – the for the job focused elements. Don’t think about the CV as examples you see on the job-
base or alike. Use what you have. Make you own uniqueness documented visually in example.   

The first thing I notice in a CV is if there is spelling or gramma mistakes. A shoddy job on a CV is a 
turn off for me and for many other in positions judging applications. Also, applications filed with 
irrelevance also show me that the applicant are not able to sort out the right things.  

I think the cross-disciplinary elements of competences should be made visible in the examples 
described in the CV – a kind of “show me the money”. In example show a project in which you have 
worked together with some students from other faculties or other educational program doing 
something.  

The SEL skills we at our company exposes in some test during the hiring process and in that there 
also is something to consider. If you are an empathic person you may write by mentioning a job in 
which you worked close with other people or children. 

When we are hiring we are very hardcore – short and consist writing that is good.  

I have been part of a hiring process in which a person was asked to send examples of texts the 
person has written. 
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Show me instead of convincing me with just words. Therefore, it is a nice thing to do a nice portfolio.  

To be hired into at company is a very busy process so you need to be very short and consist in 
presentation of your skills and doing that plant some seeds. If you will be chosen for the job 
interview, then it is good to know what you can do. In the job hiring process the HR are looking for 
some specific things and to choose the relevant elements from you full pool of skills and 
competences is very important and do also show your focusing skills. It is though a lot more 
important that you can show and pick what you know and think the HR are looking for and is their 
focus. They are in this process drawing very fast conclusions. If this specific skill is there then the 
derivatives of the skill will probably also be there. 

My assessment of “skill matrix” as a tool is that it is not particularly valuable in applying for a job. In 
worst case there may be 200 applicants. The risk is to make the application and CV to complex. 
 
PlayAlive: Show me what I don’t expect 

KC has got a job at PlayAlive as consultant selling customized solutions and developing new product. 

Hard skills are more like engineering skills and soft skills is more like humanistic things I think. 

The thing KC is good at is understanding and know movement and biomechanics and he is good at 
CAD drawing. He is good at processes as such to learn to know what the customer needs are and 
that using different process methods. He has really also a very good drive or go on courage as you 
may say and understand to run a project on his own and that is really important.  

If persons do have these qualities of character, then it does not matter that the person do not have 
all hard skills in the bag pack. What then is important is that the person understand how to acquire 
new knowledge and skills. I do not say that it does not matter what you can do xx, but it is just about 
unimportant what you can in terms of hard skills. As long as you have the drive and know how to 
acquire then you have reached the far end of the long road to be a good employee in a company 
like the one we run. 

He knows just a lot more than us about movement sciences which we not are to reach at all. When 
we have got negotiating with the costumers he also contributes and raise our subject matter level 
in negotiations with the customers. When we test our products he really also contributes. 

He is communicating at a level and just as competenc like all of us and he really do know how to 
communicate with the partners and customers. 

Because KC do have the graphical skill that is really a strong element that supplement our 
communication internal as well as external – it is a real good combi of competences that KC has. 

We had to use a person that was good at project sale – and tailored solutions and in doing that the 
illustration skills are a strong tool. In product sale and product development it is important to be 
able to communicate ideas. 

A good CV should reflect the personality or character even though I know that it should be neutral. 
I like that the CV exude graphically who you are. Yes, I look at the exquisiteness of the CV all though 
the first thing I look at is the qualifications / skills that we are looking for. It is like the Maslow's 
demand pyramid we need what we need but we then afterwards are looking into the personal 
things. What you interests are do also give a very good picture of who you are as a person your 
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leisure pursuit or time spent on sport and maybe coaching in sport clubs. KC is fitness instructor in 
his spare time and that does means something.  

The classic CV is divided into work experience, education, and personal elements. Under the 
educational element, it is important to emphasize in example the cross-disciplinary element in your 
education and we do also look at the marks even though some says that it does not matter but for 
us it does so to some extent it matters especially for the newcomers. It is not the only essential thing 
but if you are located low and fiddling with your marks then we will see it. Especially your bachelor 
and your master project that reflect how you work independently. 

The soft skills we test in two job interviews and then we offer the potential newcomers to be 
working in the company from a day and up to one week. 

I have not seen soft skills on that level written into a CV. Write what spare time job you have been 
during and your study focus also tells us a lot about your qualities, being a social worker or being a 
post man is something different regarding your social skills. Or did you do a summer job at an 
electrician company tells us a lot about you. Indirectly it will tell us a lot. 

At the technical faculty they are very good at telling what they can. In different courses they know 
what get to know and they can do afterward. You should name the courses according to what they 
have learned. I look at the character print and then I try to understand the skills of the person. 
Maybe user-driven innovation is important for us or something that I will recognize. I don’t know 
what you do. 

We have not seen that many portfolios, but I am a great fan of that approach. That because I am to 
some extend more visual and that tells us a lot, but it is seldom we receive a portfolio. 
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Narratives on Employability: Teachers of Sports and Design Course until 
2017 
 
Erik 

The projects in the course was the trampoline for cerebral palsy children, measurements of landing 
stress from mini-trampolining for feedback, A training equipment for new mothers to strengthen 
physical fitness, an interactive trail for biking, and one group working on interactive tools for 
facilitation physical activity and learning in the school. 

Hard skills are probably more like skills and soft skills is probably more like competences. 

The students learned to work with specific tools and on the other part they learned to rethink 
specific things, concepts and approach challenges in a different way and so forth. 

The hard skills were “value proposition canvas “, pitching and public speaking. On the soft skills 
balancing the effectual approach with the cost-full approach a theory by Sarasvathy, S. D. (2001). 
Causation and effectuation. Is shows how to approach challenges in an entrepreneurial way and 
match nicely with the tools. Also, the soft skills – how to use your body and how to combine this 
into confident and clear massage.  

They did manage to use their expert knowledge, due to the projects had 100 % to do with human 
movement on the other side I really can’t judge the depth of students’ expert knowledge use. 

The students learned what to communicate and all the teams had some communication with the 
eternal partners – so my impression was that they got to a better understanding of what to talk 
about mates and partners. I look at these projects as a business developer, so from my perspective 
a necessity but from my perspective few students du high-quality user-interaction. Half of these 
projects could have a spin off in to business if they have had a clear focus on sales from the 
beginning. 

Try to involve Christian Fuglsang in the design of courses, so that the students get projects to a stage 
of more ready for business / realization and / or early sales through selling an early minimal viable 
product. 

I think they will be able to not only create job for them self but also create jobs for others. I think by 
improving this course that should be the end goal. We should be talking about creating job for 
others.  

If a person focuses on research then the students learn to focus much more on results and impact 
much more then am I going to get a good publication out of this project, which I think is the worst 
measure of outcome of your research. 

When I come to be an employer or self-employed individual the course Sport & Design definitely 
helps. 

Being an employee and having been in a product development processes gives you a better 
understanding of the developmental process in a company or organization. Because you will always 
have to deal with different departments or organizations / stakeholders and really what 
entrepreneurship is – it is stakeholder management and their needs and what you need to create 
for them to create value for them and that relevant in any setting. 
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I think you should do research to have an effect and then find the source that will support and pay 
for this specific purpose and thereby do something that is impact-full.  

In research you look at impact on a much more global scale. Looking on being an employee you have 
to be much more focused on the innovation process and stakeholder management inside and 
outside an organization only from the viewpoint of a certain project. When becoming you own 
employer you need to know how to run the show and what to do and you need to know when to 
know and when to know somebody else that needs to step in for delivering certain parts. 

I don’t think we focus a lot on CV. The value proposition canvas will help the students create their 
CV I think. Because at CV is the same thing. A different party needs something from you and then 
you need to talk about your own person.  

The results of your work can be put into a CV and then mirror your soft skills I think. If you can get 
to a point where you can put on you CV that you have been business owner that is an advantage. I 
think sometimes it is difficult to put these soft skills on the CV. But in ex. myself I am confident in 
public speaking and teaching in groups of into 250 people, so then you link to the hard skills to the 
soft – so you make is visible. So, the soft skills can be linked to the hard skills, using the soft skills 
and make it concrete.  

Whether you will use CV or portfolio it is the audience that matters to people that you communicate 
with. It is related to the audience that is the key point. 

The skill matrix is only valuable if there is an audience – and I have not ever reached a point where 
I was speaking to somebody that got something out of seeing something like a skill-matrix or that 
got something out a competence matrix. Because I will first have to explain them what a skill matrix 
is. Therefore there is no value in making it in the first place. If you present it as a personal reflection 
tool it could have some value for some people – I can imagine.  

 
Jan 

Boobles – mothers training, Odense Kommune outdoor fields – lighting up biking track,  

No preunderstanding of hard and soft skills. 

What was difficult for the students was to use their core knowledge, the basic physiology, 
biomechanics, anatomy, and alike knowledge. The sport student was extremely difficulty in applying 
the basic knowledge. The student did not reach a point where they could use their knowledge. I was 
there to learn them to do hard- and software development (programme) – on top of the use of 
knowledge. 

Where should they go for applying for a job. I would not hire them for any job. I think the engineering 
student can do much better. The foundation of sports science student does vacillate. I don't know 
what they can do. I don't know what they can do. 

Maybe at the high school (gymnasium), where they do innovation for the sake of innovation. In an 
alike concept or setting as the study program in Sport and Health. 

The skills they have learned are the kind of project facilitation and leadership of the innovative 
processes.  
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But I find it difficult to see them in a specific job in a company. I think we need to make the student 
more comfortable of their own “idræt” knowledge – what are their own core quality of the “idræt” 
knowledge they are in possession of.  

I asked the students – what is your contribution – I am unsure how we can get that perspective in 
front. Those bobles-girls they were fare out. All the four girls were all physiotherapists. They need 
to contribute with their core knowledge in a design process. 

The conceptual plan they had in that they were good at doing the design process. Maybe they are 
to “green” to do the creative use of knowledge – I’m not sure how that use of knowledge can be 
practiced. Maybe focus on the “idræts”-specific knowledge from the beginning of the course. 

For the entrepreneur I think that it is something you are born into.  

Concerning the process that is something a lot of people pick up. The important part is that the 
product build on legitimized knowledge. Innovation in the companies I have worked in is not 
practiced like the way we learn the students to do it. It is a lot more knowledge based.  

For play it is important to understand this in theory and practice to innovate for movement – I think. 

A CV is a show off a sanity check. After 20+ publication it does not matters any more hove many. 

If the request is C++ then that is the only skill that is needed. If you do search on jobs in health and 
innovation, then it is the hard skill of programming that is requested. 

If we look critical on the innovation courses in the sport and health program, then it is “leverpostej”. 
The “Health technology” program at tech is a lot better. The innovation process they do is very fine.  

Could our students or how could our students legitimize a platform of innovation? They need to be 
able to legitimize their core knowledge use into products. 

Innovation and design processes are something that all people do now a days, so we need to be well 
established in our core knowledge. We need on the department level to be more aware of 
establishing a wide foundation of core knowledge.  

At a robot and or technology company they can easily live with an autist. I have worked with many 
weird people and we need them. 

I don’t know have to write the competence of playing people good in a team context. That are about 
personal qualities. Maybe you can work on this. It is first afterwards I have seen that as part of the 
course curriculum. 

In Italy they are good at educating computer technologists – in the technological industries they 
need very hard-core skills. 

Ideas comes by them self, but solutions need hard work. All can get a good idea but to realize needs 
a lot of knowledge and hard-core work – that’s what they have learned on the bachelor program. 
Innovation is to bring the knowledge in play in services and in products. 
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Narratives on Employability: Employers (in Danish) 
 
Langelands kommune: Gør dig bevidst om den virkelighed, du kan møde 

Jeg har haft mange idrætsuddannede mellem hænderne, og både mig og min organisation har set 
dem i aktion og været begejstret for, hvad de kan. De har et hav af kompetencer, men mange af 
deres kompetencer er af den art, der er svære at sætte ord på. Det betyder dog ikke, at de er 
mindre vigtige. Først og fremmest er de akademikerer, så jeg ved, at jeg kan sige: Her er et 
fagområde, sæt dig ind i det og hiv essensen ud af det – og lige præcis i den proces er 
idrætsuddannede effektive. De ser hurtigt, hvor der kan handles og er ikke bange for selvstændigt 
at gå til opgaven. Det er væsentligt, hvis de skal besætte en konsulentstilling, hvor de ofte ikke har 
to uger, men to timer til at forberede sig, og derefter skal handle på kvalificeret vis. De er også 
vant til at indgå i og facilitere gruppeprocesser, og de ved, at der ligger en værdi i, at alle kommer 
til orde. Og når man arbejder med mennesker og specielt i kommunalt regi, er dette en 
altafgørende faktor for, at vi ikke gror fast i en proces.  

De idrætsuddannede, som har været her i huset, har alle været i stand til at aflæse og omstille sig 
alt efter hvilke typer af mennesker, de skulle arbejde sammen med. Det, tror jeg, er et udtryk for, 
at idrætsuddannede ikke bare læser om dialog, formidling og generel kommunikation, men at de 
rent faktisk har øvet sig og afprøvet det i forskellige kontekster med forskellige målgrupper. Jeg 
synes også at kunne se, at idrætten har sat præg på deres måde at håndtere pressede situationer. 
De lader sig ikke stresse på samme måde som andre: De er vant til, at der foregår nogle 
spilleregler på banen, som forsvinder, når de træder uden for banestregerne. På den måde ser jeg, 
hvordan de i arbejdslivet kan skelne mellem; hvad er et professionelt angreb for eksempel i en 
forhandling mellem to organisationer, og hvad er rettet mod deres private person. Det giver dem i 
min optik en professionel robusthed.  

Når alt dette er sagt, så savner jeg, at de idrætsuddannede har viden om, hvordan deres viden kan 
sættes i spil uden for universitetets murer. For vores vedkommende så jeg gerne, at de vidste, 
hvordan det offentlige system fungerer både på opgave- og strategiskniveau. Altså helt konkret, 
hvordan en kommune kommer fra en planstrategi som det øverste dokument over i en 
kommuneplan og videre til en fagpolitik til nogle strategier og til sidst ender i nogle aktiviteter 
eller indsatser. At de ved, hvordan forløbet er, så de ikke bare kommer og foreslår nye indsatser 
uvidende om, hvor lang den bureaukratisk proces er. Jeg synes, det er relevant, fordi mange 
idrætsuddannede sandsynligvis vil ende i job, der påvirkes af det offentlige system.  
Så mit bedste råd til de idrætsuddannede er: De skal lade være med at feje deres kompetencer ind 
under gulvtæppet bare fordi, der ikke kan sættes en bestemt label på. Så må de i deres 
jobansøgning give eksempler på, hvordan de har håndteret specifikke situationer, så en potentiel 
arbejdsgiver får en fornemmelse af, hvad de kan. 
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Dansk Firmaidrætsforbund: Vi ansætter folk fra livets universitet 

 

Jeg er slet ikke i tvivl om, hvad der tælles højst, når jeg skal ansætte idrætsudannede: Deres 
erhvervserfaring. Det kan umiddelbart lyde lidt kynisk, at det betyder så meget, men hos os har vi i 
ansættelser til det sidste projekt faktisk haft et princip om kun at ansætte medarbejdere, der har 
minimum tre års erhvervserfaring. Men jeg bliver måske nødt til at starte et andet sted, så man kan 
forstå, hvorfor vi lige tænker sådan. 

Jeg vil egentlig mene, at jeg har et stabilt kendskab til, hvad idrætsuddannede kan. Jeg kan 
identificere dem som afprøvende, gode til at stille sig nysgerrige, modige og selvsikre. Og så har de 
næsten hver og en et godt kendskab til projektstyringsværktøjer. Men de er egentlig også ret så 
naive og utålmodige. Altså jeg mener: De kan ikke det hele, og de bliver ikke ledere efter første 
arbejdsdag. Og det er netop derfor, at erhvervserfaring spiller en afgørende rolle. Det er klart, at de 
studerende kommer med vigtig, ny viden fra deres pågældende område, men værdien af et godt 
kendskab til, hvad en arbejdsplads er for en størrelse, må ikke underkendes. Vi vil gerne ansætte 
medarbejdere, der kommer fra livets universitet; mennesker som i høj grad er autodidakte. Det er 
dem, jeg er tryg ved at ansætte. De har brug for mindre støtte, og de tør validere deres ideer hos 
kollegaer, inden de tage endelige beslutninger. 

Jeg har også brug for at vide lidt mere om selve mennesket, jeg ansætter. Jeg skimmer egentlig kun 
CV’et og fokuserer mere på selve ansøgningen. Og jeg må bare understrege, at det betyder en hel 
del, at ansøgerne er eksplicit omkring, hvilke ambitioner og drømme, de har omkring netop den 
stilling, de søger. Men i sidste ende er selve ansættelsesprocessen den egentlige »tungen på 
vægtskålen«. Her ser vi mere reelt, hvordan ansøgeren vil agere i praksis. Den praksis hvor de jo 
faktisk skal repræsentere vores firma udadtil. En praksis hvor jeg også håber, at de veluddannede 
akademikere forstår, at de også skal kunne få jord under neglene, når der pludselig mangler en 
instruktør, der er en sygemelding eller man må improvisere, når der ikke dukker det forventede 
antal deltagere op. 

På falderebet vil jeg gerne lige sende en kort opfordring videre til den jobsøgende idrætsuddannede: 
Smid en video-pitch på 30-60 sek. i stedet for at ringe mig op og ville mødes for at snakke om 
stillingsopslaget. Så ser jeg bedre hvem mennesket bag ansøgning er. 
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KOMPAN: Relevans, relevans og atter relevans 

 

»Show me the money!« Det er det, jeg ønsker, en idrætsuddannet formår at vise mig gennem 
både CV, jobansøgning og -samtale. De skal huske at demonstrere, hvordan de kan tage noget 
viden fra deres uddannelse eller erhverv og gøre det brugbart i en anden sammenhæng. Vis det 
gennem projekter I har lavet. De er måske det vanskeligste, men også det vigtigste, for hvorfor 
ellers ansætte en kandidat? Det vil først og fremmest sige at den idrætsstuderende skal have styr 
på den basale domænespecifikke viden om træning og biomekanik, motorisk læring og kende 
noget til det humanistiske vidensfelt, legeteorier og sådan noget. En arbejdsplads skal kunne se, at 
en ansøger kan få positiv betydning for netop dem. Derfor vil jeg igen og igen pointere ordet 
relevans. Jeg synes, alle ansøgere skal huske at tænke: Hvad kan jeg inddrage i min ansøgning, som 
har relevans for den opslåede stilling, og hvordan kan jeg bedst muligt gøre det tydeligt? 

For at gøre ansøgningen relevant, oplever jeg, at de idrætsuddannede, i højere grad bør tænke på, 
hvordan de projekter og praktikforløb, de har været igennem på uddannelsen, har lært dem at 
sætte specifikke kompetencer i spil og givet dem indsigt i en virksomheds opbygning undervejs. I 
min optik skal de specifikke kompetencer, der nævnes i eksempelvis CV eller en ansøgning, have 
betydning for det opslåede job. Jeg skal kunne se, at de har valgt at vise mig noget, der er relevant 
for netop det job, de søger. Vis mig igennem projekterne hvad I har lavet på uddannelsen, og 
synliggør jeres interessefelter og måde at arbejde på. Igennem projekterne kan I også vise jeres 
tværfaglige kompetencer. Derfor er det vigtigt at I viser, at I har gjort jer umage med projekter og 
præsentationen. Det skal se godt ud, så I viser hvordan I arbejder – I vil jo i jobbet ofte bliver 
virksomhedens ansigt udadtil. Et projekt er ikke kun for læreren, men for en kommende potentiel 
arbejdsgiver. Projekterne viser ofte mere end karakter, CV og ansøgning. 

Når den idrætsuddannede er blevet ansat, har jeg da også nogle tanker og råd, som jeg vil dele. 
Jeg vil gerne se, at de individuelt kan lede en proces, så de ikke læner sig tilbage i den nye 
kontorstol og siger: ”I skal bare sige, hvad jeg skal gøre, så gør jeg det.”. For mig er reaktionen på 
en sådan indstilling et klart: Nej, tak. Netop derfor, mener jeg, at der gennem idrætsuddannelsen 
bør komme mere fokus på at kunne orkestrere et projekt. De idrætsuddannede skal altså i højere 
grad kunne tilføje til deres ansøgning, at de kan lede et teamforløb, fremfor kun at være gode til at 
være med i et team. De studerende jeg har arbejdet sammen med, har virkelig vist, at de er gode 
til at samarbejde og kommunikere med mange forskellige faggrupper, og det er vigtigt og godt. 

De nyansatte skal vise at de kan lave præsentable projekter og produkter, og indgå i et kollegialt 
fællesskab, hvor de viser ansvar, initiativ, og samtidigt optræder med ydmyghed og kan modtage 
ordre og eksekvere – vis det i en ansøgning og med projekterne. 

Og endelig der skal ikke være stavefejl i et CV, så bliver den lagt til side, og brug ikke en standard 
skabelon. 
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PlayAlive A/S: Vis mig det, jeg ikke forventer 

 

I vores virksomhed har vi erfaret, at en idrætsuddannet er værdifuld som medarbejder, når det 
drejer sig om procesarbejde – både på kunde – og på internt niveau. Vi udvikler produkter, der 
motiverer til bevægelse i samarbejde med vores kunder, hvilket betyder, at vores arbejdsgang ofte 
er præget af to skridt frem og et tilbage. Det er ikke hvem som helst, der kan finde sig til rette i 
den proces, men min oplevelse er, at vores nuværende medarbejder med idrætsbaggrund trives 
og har erfaring med netop det. Jeg har oplevet, at ansættelsen af en idrætsuddannet har 
opkvalificeret vores virksomhed, da han besidder en basisviden om idræt og sundhed i specielt 
biomekanik og bevægelsesprincipper, som virkelig kommer til udtryk, når vi sidder over for en 
kunde. Hans vidensgrundlag kvalificerer ham i højere grad end os andre til at stille de kritiske eller 
opfølgende spørgsmål, som giver vores projekter retning.  

På internt niveau oplever jeg et kæmpe drive og selvstændighed i den forstand, at han ikke er 
bange for at påtage sig egne projekter. Han er ikke afhængig af kontinuerlig sparing men tager 
derimod selv initiativ og finder løsninger på de arbejdsopgaver, som kommer i hans retning. For 
mig er det en kæmpe kvalitet. 

Jeg må dog indrømme, at basisviden ikke er det første, jeg kigger efter, når jeg sidder i en 
ansættelsessituation. Deres kompetencer og karakterer skal selvfølgelig fremgå, og jeg tillægger et 
karaktergennemsnit høj værdi. Men efter det kigger jeg på, hvilke emner de har valgt at skrive 
bachelor og speciale indenfor: De opgaver afspejler, hvordan de arbejder med emner, som 
relaterer sig til virkeligheden, og hvor deres personlige interesser ligger. For mig er det vigtigt, at 
de i en ansøgning giver udtryk for, hvem de er ud over at være idrætsuddannet. Den 
idrætsuddannede, vi har ansat nu, blev ansat på baggrund af hans idrætslige profil, men det, der 
gjorde udfaldet, var hans personlige interesse inden for grafisk tegning. Det var egentlig ikke det, 
vi søgt efter, men han havde sat sig ind i vores arbejdsopgaver og vurderede, at hans grafiske 
evner kunne tilføje værdi til vores virksomhed. De studerende skal altså huske, at også 
kompetencer, som ikke direkte relaterer sig til deres uddannelse, ikke er uvæsentlige for en 
arbejdsgiver. Selv deres fritidsaktiviteter fortæller, hvem de er som person. 

Et andet parameter, som jeg tillægger stor værdi i ansættelsessituationen, er helt basalt, hvordan 
deres ansøgning tager sig ud. Hvis de vil tages seriøst i vores virksomhed, skal de gøre noget ud af 
layout. Jeg er for eksempel stor fan af porteføljer; vi er jo en kreativ virksomhed, så hvis de 
allerede i deres ansøgning kan vise mig noget visuelt, så kommer de foran i køen her. 

Det andet vi gør når vi ansætter folk er de bliver opfordret til at komme og arbejde i virksomheden 
i 1-5 dage, og der ser vi meget hurtigt, hvordan de indgår sammen med kollegaerne og hvordan de 
arbejder med opgiver. 
  



16 
 

Notes on Interview with Former Teacher (in Danish) 
 
Noter fra interview med Merja 
 
Intro – generelt om modulet: 

 Kan du huske hvilke projekter der blev lavet i Idræt & Design? 

Der var projektet med handicappede og trampolinhop og der var projektet med landing i måtte 
efter trampolinspring, og så var der projektet med boobles – nybagte mødre-træning. 

 Hvad forstår du ved ’hard-skills’ vs. ’soft-skills’? 

Ikke helt klar på den forskel. 

Jeg introducerede designmetoder. 
 
De studerendes udbytte: 

 Hvilke færdigheder tror du de studerende har lært? 

 Hvilke metoder / værktøjer har de studerende lært at bruge? 

Noget med design research – lab, field og showroom. Noget med brugerundersøgelser, 
prototyping. Roll-play, play out the scenario and body-storming. Embodied design. 

 Hvordan lærer de studerende at anvende deres ’ekspertviden’ inden for 
bevægelsesvidenskab i designtænkning og i interaktionsdesign? 

Nogle af dem var gode til det, men andre fandt det svært, men andre fik ikke sat deres 
forforståelser i spil. Jan gav dem en provokerende indspark, hvor han spurgte ind til, hvad de ville 
sælge sig selv på. 

 Hvis de studerende har, hvordan har de lært at kommunikere med samarbejdspartnere? 

Mange af dem har lært at kommunikere med samarbejdspartnerne, og på en god og omfattende 
måde. 

 Hvor tror du at de studerende bliver ansat efter endt uddannelse – hvilke typer af job? 
o Hvilke ’jobkvaliteter’ / færdigheder kobler sig specifikt til de enkelte kategorier? 

De kan få job mange steder. Steder, hvor der er behov for at koble bevægelsesviden og det at 
have en basal forståelse for hard- og software. Både i private virksomheder og i offentlige 
organisationer. 
Mange af de værktøjer / metoder de lærer kan de bruge i entreprenante kontekster. Det er vigtigt 
at kunne lave noget med hænderne, hvis man skal udvikle et koncept for at starte en virksomhed. 

 Hvordan mener du at modulet Idræt & Design har medvirket til at studerende øger deres 
mulighed for at få et arbejde efter endt uddannelse? 

De lærer at præsenterer et produkt. Mange af de ting de lærer vil de kunne bruge i alle job. Design 
/ udvikling af koncepter findes i næsten alle jobs i dag. 
 
Udbytte i forhold til CV: 
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 Hvad er funktionen af et CV, mener du? – Og hvad mener du et godt CV er? 

Et CV er sådan en kort koncentreret beskrivelse af kernekompetencer og viden. Et godt CV er på 
kortest muligt plads (ord) skrive alt hvad du kan. 

 I hvilken grad tror du at undervisningen og projektarbejdet medvirker til at de studerende 
kan skrive et CV, hvor de bliver i stand til at formulere den læring de har opnået? 

Det tror jeg ikke de studerende har lært i kurset. 

 Hvad tror du de studerende er i stand til at formulere i CV’et? 
o Hvilke elementer bidraget til xx i CV’et? 

– 

 Hvordan lærte de studerende at bruge / forbinde bevægelsesviden i projektet?  Og hvordan 
kan de beskrive det i et CV? 

o Eller hvordan kan tværvidenskabelighed skrives ind i et CV? 
Meget af det de lærer på modulet og i design er måske nemmere at formulere i et portfolio. Og 
der bør de måske skrive noget hver gang de gør noget. Lærer at dokumentere deres arbejde og 
deres designproces. Det skal vises – det de kan. 

 Hvordan tænker du at kan studerende eksplicitere (SEL) social-emotionel læring (soft skills) 
i et CV? 

Ved at begynde at sætte ord på, og prøve at vise hvad de gør, vise de processer de har arbejdet i, 
vil kunne dokumentere SEL-elementer (områder).  

 Hvordan kan studerende blive bevidst om deres egen læring – og dermed blive i stand til at 
formulere læringen i CV’et? 

 
 
CV vs. portefølje: 

 Tænker du at en portefølje bedre kunne favne (indfange) de studerendes læring i modulet? 

 Hvordan vises ’rygsækkens’ indhold (de studerendes læring) bedst CV vs. portefølje? 
 
Færdigheds-/kompetence Metriks for idræt & Design: 

 Har du en ide til en færdigheds-/kompetence metriks for Idræt & Design modulet? 

Jeg vil gerne se en metriks og prøve at supplere den du sender til mig. 
 

 
 



Appendix 4 

Co-creation workshop outputs: Student 
Personas and LinkedIn Profile creation 

Student co-created persona (created with www.xtensio.com) 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Student persona generation and LinkedIn Profile creation/update 
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Appendix 5 

Notes on Jungian Type Index (JTI) 
Personality Test 

 
Workshop Facilitator’s Observation Notes 
First: there are always resistance against “personality” test; “I am not to be put in a box”, “why use this old 
test instead of the newest as Neo-pi-a or Big Five or…”. Some of the resistance we find in other aspects of 
personality, for instance growth mindset or fixed mindset, others because he/she wants to “show off”. 

In this session, there were resistance, mostly from 2 students, where I experienced one to give in to the test, 
but still be skeptical and need of hanging on to own perception. The second was not being critical in front of 
me, not willing to take the critic openly. I heard him talking loudly with the others, that this test was not the 
best test and Neo-pi-R was much better and so on. I believe that this person has a strong voice in the student 
group. 

However: The majority was much more positively, with surprising experiences, which is also a normal 
reaction. They had reflections on own type and style. Could say they had many “aha, that’s why..” 

On part of group reflections: I think that the group didn´t know each other well, didn´t trust each other, or 
maybe the group was too big. I experienced that the group reflections that I find with other groups doing the 
same exercises are much more aware of each other, and reflections much more on the others choice in 
preferences, starting comments on “I am surprised to see you there as a X type, I thought you´ll be more like 
Z” or opposite. These reflections didn´t appear much in this session. There were no surprises or comments, 
which there usually are. Just a “ja, no surprises to me on where the others are”. 

Maybe the students age and their loose attachments (as being students and not colleagues) into their 
(class-)group gave less knowledge on their peers preferences than hoped. Or maybe I´m just too ambitious 
(which I am). Or maybe the group dynamics were negative. 

Individual reflections: Focusing on the students that have positive reflections, which I think was appr. 9-11 
of 13. I experienced that there was small / minor nodding, I believe this was because of the group, from 
time to time I experience the student were nodding, but not sharing with comments on own preferences. 
But still an acceptance, understanding of the preferences. 

I did experience that the students overall did get into understanding of their type. It is natural to focus on 
own type before trying to understand the complexity of all 16 types. When we talked about “when we are 
under pressure, before we are stressed pathological”, there were many “nodding and Aha”-responses. 
Which is usually were I experience a turn-over from negativity to positivity. 

On part of the employability: JTI have no direct impact on employability. However, through indirect 
reflections on where preferences are strong, weak, may give hints on where to see yourself in job. The 
students asked about connections between JTI type and job. We had a talk at the end, so the students are 
aware of this aspect, however JTI are not as specific pin-pointer towards specific jobs. The indirect impact 
ais through personal development. 
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On part of the program: The pre-preparations from administrators were not good enough, the students 
having frustrations on what, when, how. Even I as an instructor I had a hard time, trying to maneuver in a 
massive overload of information. Much were not in use, some I didn´t have access to. Because of this 
overload of information I didn´t give my information to the students.  

 

Sample JTI Workshop Outcomes 
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Information on Professional Career Model Training 
 

The test cost 450 dkr each. If individual feedback is needed, then the price is 1400dkr. So, the official 
training was not provided and the free tools were introduced for their  

Links for Career model: http://www.decisiondynamics.se/en/careerview 

And a video: https://www.cfl.dk/videoer/internationale-og-validerede-
ledelsesredskaber/karrieremodellen-kmi  

Link for career guidance at SDU: https://mitsdu.dk/da/job_og_karriere 

Free JTI Tools Used 
 

https://www.jobindex.dk/persontypetest 

https://similarminds.com/jung.html 

https://www.16personalities.com/da/gratis-personlighedstest 

https://www.123test.com/jung-personality-test/ 
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Personality Types and Our Learning Process: Free Videos 
 
The following were noted but not provided to the students. Might be shared to students and teachers in 
future.  
 
Extroversion & introversion 
En med humor: https://www.youtube.com/watch?v=_1t-bHN6Ld8 
https://www.youtube.com/watch?v=csSE6D7C01s 
S & N (detaljer kontra helhed) 
https://www.youtube.com/watch?v=_Lrn3oXzUSw 
T & F (objektiv kontra subjektiv) 
https://www.youtube.com/watch?v=eXMzcEtb1WA 
J & P (planlæggende kontra fleksibel) 
https://www.youtube.com/watch?v=HTm-d4WlIG8 
En med humor: https://www.youtube.com/watch?v=KL11OmS1aIU 
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Student Development Talks (SUS) 
Interview Guide and Attachment 
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SUS Interview Guide 
The Student Development Conversation (SUS) is conducted to support you towards being even more 
aware of your personal motivation and your competences. Furthermore, it is our hope that you will 
become even more aware of which contexts that match your personal motivation and your 
competences. Thus, this conversation is intended to support you on your journey towards your personal 
goals. Below, you can see the questions that our conversation will be based on. 
Please allocate 90 minutes to fill-in the questions in the table below, which you can either send the SUS 
facilitators before the meeting or bring during the meeting.  
You can find the exact time-slot for your conversation on e-learn.  

Theme Interview question Follow up questions 
Preamble 
Purpose: To get 
insights in your 
background 
information. 

Would you please tell us a 
little about your 
background? 

- What is your educational background?  
- Do you have any Work experience? If 

yes, which? 
- Are you 1st year or 2nd year Masters 

student?  
- What are your free time activities? 

What do you like doing?  
Warm up 
Purpose: To get 
insights in your overall 
thoughts and feelings 
about the course. 

Would you briefly 
describe your overall 
experience of the course 
‘Sports and Design’? 

- What are your thoughts about the 
course? 

- What are your feelings about the 
course? 

Passion 
Purpose: To get 
insights in your basic 
passion. 

What is your basic 
passion? 

- Any specific target group? 
- Any specific activities? 
- Any specific organizational setup? 
- Any specific technology/technique? 

Motivation 
Purpose: To get 
insights in your 
motivation for the 
course. 

What was your main 
motivation for choosing 
this course? 

- What gives you energy in this course? 
- How is the course aligned with your 

overall study program? 

Desired outcomes 
Purpose: To get 
insights in your 
desired outcomes of 
the course. 

What are your desired 
outcomes from this 
course?  
 

- Which knowledge have you achieved 
from the course? 

- Which skills have you achieved from 
the course? 

- Which competences have you achieved 
from the course? 

Future job 
Purpose: To get 
insights in your future 
job-expectations. 

What are your 
expectations to your 
future job(s)? 
 
 

- Which job(s) would you like to have? 
- Which job factors are important for 

you? (Attachment 1) 
- Why should an employer choose to hire 

you? 
Sum up 
Purpose: To sum up 
your take-aways from 
this conversation. 

What are your take-
aways? 

- Did you learn something new about 
yourself – and what? 

- What will you do from here and when? 



  
 

  
 

SUS Attachment 1 

  
This document is an attachment to the question ‘What should your preferred job environment have?’ 
in the document “SUS Interview guide”. 
  
 
Task 1. Which job factors are relevant to you? 
 

Job factor  ‘X’ if relevant  
Variation   

Flexible schedule    

08.00-16.00 O’ clock   

Close bond with colleagues   

Sparing   

Preoccupation   

Close to my ‘place of stay’   

Specific subject   

Interaction with users   

Great complexity   

Higher purpose   

Influence   

Personal development   

 
 
 Task 2. Which three job factors do you value the most? Prioritize these 
 

1.   

2.   

3.  

  
 
Task 3. Which career path(s) do you want to follow? 
 

Career path  ‘X’ if relevant  
Academic   

Entrepreneur   

Employee    
 
 
 Task 4. Mention three specific job roles according to your answer in task 3 
 

1.  

2.   

3.  
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Personal development plan and self-evaluation questionnaire 

Self-Evaluation: For each of the following 25 statements, rate your responses as outlined below. 
Rating: Strongly Disagree =1, Disagree = 2, Sort of Agree =3, Agree =4, Strongly agree =5. The result 
will add up your score out of 125. Although this is a very rough guide, you now have a personal 
development 'needs' score. If this is less than 125 then you would benefit from some personal 
development. The lower you score, the more likely that you need to undertake personal 
development. Even if you do not need any personal development today, this is likely to change 
within a few months or even weeks, as your circumstances change. (Cottrell, 2015, Skills for Success) 

1. I am certain that I can keep myself motivated towards achieving my master’s
degree.

2. I am very clear what my goals are for the next seven years.
3. I am confident that I have planned sufficiently to enable me to achieve my goals.
4. I am clear how my master’s degree fits into my life plans.
5. I am clear what employers within my desired field are looking for.
6. I am confident that I can demonstrate the skills, values and behaviors that

employers within my desired field are looking for. 
7. I am clear about the importance of reflective activity to professional life.
8. I am confident in undertaking structured reflection without guidelines.
9. I am confident that I can develop an effective strategy to meet most circumstances.
10. I am confident that I can set well-formed targets.
11. I have a clear understanding of how to evaluate my own performance.
12. I am confident that I know how to improve my performance in most circumstances.
13. I know how to apply and transfer my expertise from my area of education to a

different field 
14. I am confident that I can see myself as others see me.
15. I am confident that I have effective listening skills.
16. I am an assertive/confident person.
17. I am a good 'self-starter'.
18. I am aware of the best roles for me to fill for team work.
19. I am confident at problem-solving.
20. I am confident that I know how to make the best use of my mind.
21. I am confident that I will take a creative approach to most problems.
22. I am confident about making competence-based applications for jobs.
23. I am always clear about which skills I am developing.
24. I can see clearly how my skills apply to a wide range of other situations.
25. I know where my own 'developmental edge' lies.

Click here to access to the Questionnaire Template.  

How to Apply: The students are expected to use the template before and after each course/semester 
for the potential influence of the course or learning during the semester on personal development 
plan. The questionnaire can be distributed through Microsoft Forms or alike. 
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Sports & Design – Personal Development Portfolio 
Week:  

Description of the situation or tool Your reflections upon the situation or tool In the future, how do you want to use the 
mentioned situation or tool -> 

Participation in 
specific innovation 
processes 

Theories, models or 
tools 

External partners and 
network outside the 
university 

Personal learning and 
development 

3



 

The intended use of the Personal Development Portfolio 
 

The personal development portfolio 

We believe that you improve as a student and a human being by reflecting on the events you encounter on your way. Therefore, we have developed 
this tool to support you in the reflection process. 

As an integral part of your learning process through the module, the above personal development portfolio will be used. The personal development 
portfolio has a fixed basic template (see above) based on the module's competence goals and focuses but will also be changeable at the same time. 

The process of the personal development portfolio is initiated in the first week of the module. 

You will have to fill in the personal development portfolio at least once a week through the module. It is not a requirement that all four categories be 
filled in each time, but it is expected, however, that you describe and reflect on all of the categories that are relevant for the concerned week. 

 

About the portfolio 

• The portfolio can include: Professional reflections, existential reflections, reasons, links, application, action proposals, perspectives, ideas (see 
example on the next page). 

• Supplement with drawings, video and picture material, so you also have visual memories. 

• The written portfolio is initially personal. Parts of it are qualified, communicated and reflected on with other students in the module, where you 
control which parts you want to share. 

• The portfolio is included at least once a week in the module's learning process, which is evident from the period plan. Be prepared. 

 

An example of how to fill out the template is to be found on the following page. 

 

 

4



 

 Description of the situation or tool  
In this column you describe the specific experience. It 
can be events, a specific professional tool that you 
have worked with or specific people you have met. 
It is an advantage to complement with thoughts, 
feelings and sensations from “the now". Please be 
specific and practical. 

Your reflections upon the situation or tool 
In this column you describe your reflections and 
your perspectives on the specific event in the 
column before. Here you step away from the 
specific and consider it from a distance. 
Your reflection may well include professional 
terms, but also be of a more personal nature. 

In the future, how do you want to use the 
mentioned situation or tool --> 

This column you describe tips for yourself and 
reminders for the future. 
It can either be things that you have to remember to 
repeat, change or refrain from doing "next time". 

Participation in 
specific 
innovation 
processes 

We have just been in a creative process with Lars 
Elbæk, where we should dot-vote. The process was a 
follow-up to an idea generation process (divergent), 
where we subsequently had to form an overview of 
which idea we wanted to work on (convergent). 
We were 5 people in the group and each had 2 dots. 
It tickled a little in the stomach of excitement about 
how the vote would fall out. 

It was instructive to experience how to create an 
overview and effectively make a joint decision in 
the convergent process in such a short time. This 
meant that we kept momentum in our group 
work process and therefore quickly and 
(reasonably) proceeded to the next phase. 

I must clearly remember using dot-voting in the 
upcoming, convergent processes that follow a 
divergent process. I must pay attention to setting 
clear guidelines together with the groups I facilitate, 
so that momentum is kept and not lost on 
ambiguity about the guidelines. Furthermore, I must 
reconcile the number of dots to the number of 
ideas and group members. 

Theories, 
models or tools 

Today we were presented with The Stanford Design 
Thinking Process, which consists of the five phases 
"Empathize", "Define", "Ideate", "Prototype" and 
"Test". 

I was surprised that innovation is very much 
about paying attention to 'Empathize' and 
'Define'. Previously, I thought that innovation 
was about being good at ‘getting the idea’, and 
therefore, it has really given me a whole new 
understanding of finding out what is out there, so 
that in this way you increase the likelihood of 
creating value for users. 

I can feel that I am still very attracted to the idea 
generation phase, and therefore I have to pay extra 
attention to remembering to give time and space to 
the "Empathize" and the "Define" phases. 

External 
partners and 
network 
outside the 
university 

I have just met with Henning Henningsen and Mona 
Monasen from Slagelse Municipality. It was a very 
uplifting meeting, where we had excellent chemistry 
and where magic arose in our common idea 
generation process, which I and the group had 
organized. They also helped me with further possible 
connections within the healthcare sector that we 
can use to succeed with our project. 

Today I was reminded of how important it is to 
have good playmates who are wearing the "yes-
hat". We excelled in the idea generation, and 
that gave us a lot of good and edgy ideas to work 
with. 
I was also reminded that networking is the way 
forward - being able to use Henning and Mona as 
the entrance ticket to new connections makes 
the next part of the process much easier. 

First of all, I have to make sure to keep in touch with 
Henning Henningsen and Mona Monasen from 
Slagelse Municipality. 
Next, I must have collected on connection X and Y, 
which we got through today's meeting. 
Finally, for the future I must be good at inviting 
others into my projects so that I can get all their 
good and competent inputs for the projects I am a 
part of. 

Personal 
learning and 
development 

Today I was going to call someone I didn't know in 
advance to ask for her sparing on our project. It was 
a very difficult situation for me where I both got 
sweaty palms, palpitations, and did at least 10 
procrastinations before I finally called her. 
When we started talking, everything went as hoped 
and she was really kind. 

Why should it take me so long to take this leap? 
It fills me up, until I get it done, so why don’t I 
just pick up the bone and make the call? 
After all, everything went as hoped in the end, 
and most of the time you will reach a kind person 
who wants to help. 

Next time, I am only allowed to spend 30 minutes 
preparing the conversation, and then I have to 
make the call. Then I will minimize all the time 
wasted before I reach out to an unknown. 
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Appendix 8  

Skill Matrix: Sports and Design course 
 



 21st Century Skills_ Idræt og design skill matrix

Number (0-5) indicate level of 
expertice: – (0) no, (1) novice, 
(2) adv. beginner, (3) competent, 
(4) proficient, and (5) expert

Disciplines/ Subjects                    
Methodology/ 
Framework/ 
Approaches

Establishing 
purposefulness of 
innovation-project

Context of Use/ 
Empathize/ Define 
(AS-IS process)

User Research & 
Org. requirements 
(To-Be Process)

Ideate & mock-up / 
design & prototyping

Evaluation of 
Designs

Entrepreneurial 
skills & realisation

Software for 
Design

Hardware 
tools for 
Design

Summary of 
deliverables

Presentation 
and pitching

Outreach, 
partner 
relationship 
and 
networking

Project 
management Other Skills

Team member 
character and 
working 
environment

Knowledge of 
the learning 
process

Category of knowledge Skill area / field

Movement practice – sport 
disciplines & pedagogy

Movement / PA 
facilitation – teaching / 
learning methods

Sense needs and 
oppertunities

Observe PA and body 
movement practice

Acting – involving 
bodily movement

Play / energy; movement-
body creativity + W&T & 
body-improv. methods

Try / practice – live 
product

Know and practice 
design of movement - 
street and dance life

Mapping of 
movement 
practice

Academic writing - 
ACM/CHI tempate

Meta reflect on 
personal (body)-
involvement

Movement and health 
knowledge (main interest 
and expert area / field)

Movement science – 
physiology, biomechanics 
motor control and learning

Literature review (ACM, 
IEEE & CHI) + research 
methods

Critical thinking - 
database search of 
research knowledge 

Investigate epidimology 
of PA context practice – 
and movement needs

Investigate evidense 
of personl training 
practice

Explore movement 
concepts and equipment 
to inform the ideation

Empirical user walk-
throughs: Think-aloud 
test; cooperative eval.  

Know the world of 
personal training

Evidence 
mapping

Application of 
knowledge

ACM presentation: 
Poster, prototype 
demo or video

Curation of 
knowledge

Movement humanities – 
history, culture, sociology, 
psychology

Ethnographic methods 
doing observation & 
cultural invistigation

Human value of being 
and embodiment and 
ideas of movement

Database search of 
new movement 
inventions / patent

Investigate – curiosity 
– stakeholder 
analysis analysis of 
motivation

Structures, principles 
and examples of digital 
plays of movement – 
gamification

Principles / Heuristics 
– Lab tests/field trials 
(including home)

Know the sport 
industries

Context, value, 
motivation and 
organisation 
mapping

Using narratives

Literature review: 
State-of-the-art and 
scope of 
contribution

Application of 
knowledge (is 
challinging)

Basic literacies (numbers, 
science and language) Rich picture Storyboarding Weighted validation

Lego 
Mindstorm Working in teams

ICT and digital literacy Seaking new design 
tools

Flow diagrams: problem 
tree analysis

Product canvas Iterative prototyping User test Interactive prototype Invisionapp.com Arduinom + 
use of sensor

Excel and table 
labeling

PowerPoint, 
Prezi and video

PR and social 
media marketing

https://kanbantool
.com/

Foundational knowledge 
and literacies (to know) Finansiel literacy Business canvas Curiosity Service blueprint Spider-web

Budgeting and 
financial accounts + 
PR / selling

Initiative
Jira 
https://www.atlass
ian.com 

Cultural and civic literacy
Understanding 
contemporary society 
and societal conditions

People, activities, 
context, technology 
(PACT) analysis

Pain & gains Scenarios
Questionnaires: 
Kano's two-factor 
theory

Human value 
budgeting Marvelapp.com

Societal and 
global knowledge

https://activecolla
b.com

Cross-disciplinary 
knowledge

Mind mapping Product vision board Customer journey 
mapping

Empathy map canvas Mock-ups – "think with 
your hands"

Critical thinking Environmental 
budgeting

Level-0 diagram 
– Adobe XD

Design-tool 
mapping

Agile 
development: 
SCRUM

Learning in 
chaotic 
processes

Problem solving / critical 
thinking

Service design and 
interaction design

Initiative & focusing Reflecting Hierarchical task 
analysis

Low-Fidelity & High-
Fidelity Prototype

Methods of validation Refinment
Balsamiq – 
Axure RP – 
Webflow

Makey Makey Deciding
NABC / elevator 
/ Pecha-Kucha / 
one-minute 

Initiating Interest erea 
identification

Experiencing

Meta knowledge (abilities to 
act and competances) Creativity & Innovation

Design thinking and 
design research & 
action research

Looking out / ahead 
sense future needs 
and opportunities

Design brief & 
Imagining

Proto-persona and 
personas + pultural 
probes

Idea generation – 
merging methods Analysing

PowerPoint, 
Scratch Littlebits Trello

Ecological creativity-
environment 
building

Reflection on 
Tacit knowledge 
and creativity

Communication Interview + User 
Stories

Visulaziation – horizontal 
and vertical prototype Feedback Examination

Partner relations - 
to accommodate

Personality profil 
test Peer mentoring

Collaboration Understanding and 
sensing people

Hand sketching – paper 
prototyping

Iteration https://pitcherific
.com

Relationship 
mapping

Balancing Teaching 
methods

Life / job skills (self-
efficacy)

Innovation theory / 
methods

Courage Struggle Persistance Experimen-
tation

Courage Adaptability Milesstone 
planning

Entrepreneurship 
theory

Personal team 
leadership and 
engagement

Willingness and 
ability to learn

Humanistic knowledge and 
caracter qualities (to value)

Social-cultural competance 
and awareness and acting

Empathize with 
partners

Empathize with 
team members

Meta reflect on 
colaboration

Ethical and emotional 
awareness + abilities to act

Establishing needs 
and / or oppertunities

Meta reflect on 
network(ing)

Empowerment Planning and executing 
design thinking

Facilitate workshops Business plan Networking Leadership Empowering team 
members

Portfolio + 
assignment

http://blog.envole.net/the-five-levels-of-skill-acquisition-novice-beginner-competent-master-and-expert/ https://www.nateliason.com/blog/become-expert-dreyfus

Explore the quintified self / AR  / 
exergaming / gamification and 
the intersection of digital and 
analog bodies of movement

Test the intersection of the 
digital and analog body worlds in 
relation to movement and health 



  
 

  
 

Appendix 3 

Exit Ticket Questions 
 

The Exit Ticket can be conducted using Microsoft Forms to provide the Students with a link to the 
Exit Ticket. Name, Gender, Age, educational background, and level of education was added for 
comparison purposes, but not included here. 

 

Question 1 [Answer in text] 

Which three important things did you learn in the class today? [Answer in text] 

Question 2 [Answer in text]  

Which Aspect of today’s activities should be improved and how? [Answer in text] 

Question 3 [Choose on a 1-10 scale] 

Will the activities of today’s class contribute to improving your employability?  



Appendix 9 
Student Development Talks (SUS) 

evaluation notes 

The following teachers notes originate from SUS Talks conducted with 12 students of the 
2018/2019 course titled “Sports and Design” in the master program in Sports and Health, 
University of Southern Denmark. 
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Appendix 10
Overview of Project Accounts 

Status of Accounts on 20 June 2019 

Overført saldo fra tidligere år: Restbevilling 
Annuum: 208.000,00 

René Engelhardt Hansen 61.980,00 0,00 
Md Saifuddin Khalid 48.875,00 0,00 
Lars Elbæk Sørensen 20.202,00 0,00 

Thomas Bernhard Kjærgaard 11.895,00 0,00 

Majbritt Ursula Johansen 6.112,00 0,00 
Studentermedhjælper 5.120,46 12.764,54 

Drift 1.483,20 39.516,80 

Indeværende år, i alt 52.332,34 52.281,34 207.949,00 

Remaining Grant 

Dissemination at NERA Congress, Designing and printing dissemination content, Token of 
Appreciation to Industrial Contacts, and Workshop refreshment and tools: 39.516,80 kr. 

1. The remaining budget for student assistants will be paid out at the end of June 2019 to two
students contributing to preparing the draft of the project report.

2. According to the AAU regulations, the appreciation to industrial contacts will be sent out to the
external contact persons of the projects of sports and design course’s project in 2019 and were
interviewed as the “prospective employers” of our students.

3. The remining budget have been approved by SDUUP for dissemination at SDU and international
conference(s) during Fall 2019. The budget planned for NERA 2019 overlappped with the teaching
obligations of the project contributors that are expected to do the dissemination.
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Spearhead Project Application 
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Spearhead Project Application: Call 2018 
Spydspidsprojekt 2018 

ANSØGNINGSANSVARLIG SAMT ØVRIGE PROJEKTDELTAGERE 
NAVN INSTITUT/AFDELING EMAIL 
Md. Saifuddin Khalid Institut for Idræt og Biomekanik skhalid@health.sdu.dk 
Lars Elbæk Institut for Idræt og Biomekanik lelbaek@health.sdu.dk 
Thomas Bernhard Kjærgaard SDU Research and Innovation 

Organisation, Cortex Lab 
tbernhard@sdu.dk 

Majbritt Ursula Johansen HR udvikling muj@sdu.dk 
René Engelhardt Hansen Institut for Idræt og Biomekanik rha3012@gmail.com 

PROJECT TITLE (17 words) 

21st Century Employability Goals of Higher Education: Aligning Authentic Learning Goals of Courses 
and Self-Determination of Students 

PROJECT DESCRIPTION (max. 500 ord) 

This participatory project will apply design thinking process (Schmarzo, 2017) (including co-creation with 
students) to improve employability skills achieved from a 15-ECTS course in the Master of Sports and Health 
program by improving individualization and (prospective) employer/industry-academia collaboration. The 
course is taught, typically, during November to December, and exam is held in the third week of January. 

Employability skills, considering the 21st century skills, as defined in 15 different frameworks (Kereluik, 
Mishra, Fahnoe, & Terry, 2013), are interpreted and applied differently across countries, states, school districts 
and different types of educational institutions. However, there is a consensus that motivation can be instilled 
and the desired knowledge and skills can be achieved by authentic learning (Herrington, 2006). In higher 
education, authentic learning experiences are gained primarily by internships, allowing part-time job 
opportunities, and paid work ‘placement’ before graduation. In addition, authentic learning is achieved through 
goal-oriented and value-driven projects and case studies during the courses or semester projects, which can be 
conducted in collaboration with the prospective employers or the innovation leaders in a related discipline.  

From the perspective of higher education students’, employability goals can be broadly categorized into three 
roles: (1) researcher, (2) employee, and (3) entrepreneur. Each of the three roles have their distinguishable 
characteristics whether they are funded by a public or private organization. The motivation, attitude, personal 
characteristics, and skills required to best perform one role will vary from the rest. Furthermore, preparing a 
curriculum vitae (CV) for demonstrating ‘employability’ in any of the three roles requires explicit statement 
in the objective section and demonstration of both ‘soft skills’ (or interpersonal skills) and ‘hard skills’ (or 
domain knowledge)(Andrews & Higson, 2008).  

Andrews and Higson (2008) analyzed business graduates and their employers’ perspective of employability in 
four European countries (UK, Austria, Slovenia and Romania). It was concluded that ‘work experience’ (in 
any ‘setting’), including paid work ‘placement’, one to three months unpaid internships, and part-time 
employment were considered valuable by the employers. However, students’ projects conducted in 
collaboration with prospective employers as part of regular courses have not been mentioned as ‘work 
experience’ and have not been related with ‘employability’. Furthermore, ‘entrepreneurship’ and ‘researcher’ 
roles have not been studied as separate categories of ‘employment’. So, it is important to establish if and how 
‘work experience’ and ‘employability’ skills for the three different categories of employment can be achieved 
through different types of “authentic learning”. 
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Kappelman et al. (2016) reported new IT hire skills from CIO perceptions (n=312) and mid-level manager 
(non-CIOs) perceptions (n=384) from different industries (i.e. financial services, manufacturing, 
health/medical, education, IT services/Consulting, retail/wholesale, business professional services, 
government, IT hardware/software, energy, not-for-profit, medical technology, consumer goods, real estate, 
transportation/distribution, and other). In the case of IT-hire, the discipline and study programs are IT or 
Computer Science, which govern the contents of “technical knowledge”, “functional area knowledge”, 
“business analysis” and “programming”, which are referring to the hard skills and the rest are soft skills. 
Similarly, the new hires from the sports science discipline are expected to have such essential success skills 
when they are hired or become entrepreneurs with external funding. Considering the IT-supported product and 
services innovation in sports and health, the employability skills are likely to change and have remained an 
uncharted and under-emphasized topic in the courses.   

Fig 1. CIO perceptions (n=312) of essential success skills for new IT hire 

Fig 2. Middle-level IT manager (n=384) perceptions of skills for new IT hire 
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The goals and values achieved through the cases or projects of a course are likely to be different for each of 
the students, the course facilitator or project supervisor, and the partner organization or company. Similar to 
the different interpretations and approaches to achieve the 21st century skills, the difference of understanding 
and ways for achieving and demonstrating employability knowledge and skills varies among the projects of 
the same course. Typically, there is little room for discussing the diversity of the goals and values, defining 
the desired activities and outcomes from the perspectives of teachers, student, and partner organization or the 
project. The assessment of a course should therefore include the achievement of the desired outcomes of each 
of the three human actors – the students, the teachers, and the project partner contact person as a prospective 
employer.  

 

Fig. 3. Stanford d.school Design Thinking Process (Schmarzo, 2017) 

This project will apply “Stanford design thinking” (see Fig. 3) as the innovation process and “co-design” as 
the central method for the ‘ideate’ and ‘prototype’ phases. This experimental and participatory course redesign 
for employability involves the three central human actors, i.e. students, teachers, and (prospective/) employers. 
Applying the concept of ‘educational process reengineering’ (Khalid, Hossain, & Rongbutsri, 2011) and 
methods from the ‘service design’ discipline (Polaine, Løvlie, & Reason, 2013), this project will graphically 
illustrate a product-and-social design course as a ‘service blueprint’, the actors as ‘personas’, identify ‘pain-
points’, and redesign the course by applying co-creation workshops. The ‘agenda-setting’ (Rogers, 2003) for 
personalized goal-oriented employability skills appropriated for the ‘personas’ and course-facilitated projects 
as authentic learning, the project is expected to achieve both ‘employability’ goals and devise a novel 
methodology for project organized problem based learning (POPBL). 

This project’s case will be the 15-ECTS course “Sports and Design: Product Development and Social Change” 
[Translated from Danish: “Idræt og design – Produktudvikling og social forandring”] of the program Master 
in Sports and Health [translated from Danish: Kandidatuddannelsen i Idræt & Sundhed].  

The participatory action research project will experiment with new forms of teaching activities, and new ways 
of collaboration and participation of students, teachers, and project’s stakeholders to improve employability 
skills. The activities are as follows: 
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1) Empathize: 
a) Interviews with the course teacher(s) and students of the previous year (Nov 2017- Jan 2018), using 

empathy map canvas, to understand their pains and gains, employability skills targeted and achieved, 
experience about the project contact/employer, and career goals of the students.  

b) Interviews with the previous year’s (Nov 2017- Jan 2018) project contacts/employers, using empathy 
map to comment on the value contributed by the students’ projects, employability skills of the students, 
the job titles/roles the students might be suitable for, course content, and other elements of the course.  

2) Define:  
a) Developing proto-personas and personas of the students with the goals to pursue career in 

research/academia, employment/consultancy, and entrepreneurship.  
b) For individualization, each of the students of experiment group (Nov 2018- Jan 2019) will be 

facilitated through workshop and individual-level guidance to develop a preliminary matrix of 
employability skills to define personal learning goals from the course. 

c) Using personality types and models to facilitate the teachers and students to understand own 
personality type. Students will be provided personality types in collaboration with HR development 
expert at SDU.  

d) Based on the interviews with projects’ contacts (or prospective employers), a matrix will be developed 
to summarize employability skills and related roles for employment.  

e) The teachers will develop a matrix of measurable knowledge, skills and competencies as part of 
curricular requirements by incorporating employers’ expectations and students’ goals. 

3) Ideate: 
a) Based on the empathy maps, personas, and employability skills matrices, the priority issues will be 

discussed by the teachers and students, a planning workshops for designing the course to be held in 
2019.  

b) Prospective employers/contacts from different companies will be invited to present their products, 
services, design process/practices, competencies desired from new hires, and a case to inviting students 
to participate. The students will be working on one of the presented cases. 

c) The teachers and the projects’ contacts will brainstorm on how the pain points can be addressed and 
employability skills of the students be improved based on each of the participants and their groups. 

4) Prototype:  
a) The course design (Nov 2018- Jan 2019) and facilitation will be based on the personas, empathy maps, 

and employability matrices. 
5) Evaluation: 

a) Applying the concept of Danish “Medarbejderudviklingssamtale”, meaning colleague development 
talks, each student’s learning goals, experiences, and employability skills achievement will be 
evaluated in ‘student development talks’ (in Danish: studenterudviklingsamtale). Each session will 
include one student and the course coordinator(s). 

b) At the end of each teaching session, the students feedback will be collected using “exit ticket”. 
c) The overall course experience will be evaluated during a workshop after the course, using the personas 

and course design. The desired outcome is a graphical or tabular presentation of the experience in the 
form of ‘user journey’. 

d) The systematic evaluation process will be conducted in the SDU Centre for Teaching and Learning 
(SDUUP) 

HVORDAN SKAL PROJEKTETS RESULTAT FORMIDLES (max. 500 ord) 

The project outcomes will be as follows 

1. Outcomes of design thinking activities: 
a. Empathy maps based on previous students’ experience 
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b. Proto-personas and personas of the Master of Sports and Health students – with objective 
career goals and employability skills 

c. Personality types (Jungian type test) and career model: Understanding the individual 
differences among teachers and students  

d. Invited talks and cases on industrial practices of product/service design and evaluation of 
process 

e. Employability skills matrix – from three perspectives, including three areas of employability 
i. Students’ goals 

ii. Teachers’ expectations from curricular requirements 
iii. (prospective) employers’ new hire’s skills 

f. Student development talks (“studenterudviklingsamtaler) as career guidance for employability 
skills 

g. Applying ‘exit ticket’ as continuous evaluation tool for each of the teaching activities 
h. ‘User journey’ mapping technique to evaluate the activities of the course. 

2. The project design and the outcomes from the application of different participatory methods will be 
disseminated through different means. First, present the personas and employability matrices at SDU’s 
innovation and entrepreneurship network groups’ seminar. Second, the project design and progress 
will be presented during Annual Teaching Day in 2019. Third, SDU Centre for Teaching and Learning 
will be suggested to introduce the methods as part of a separate module on “Facilitating the acquisition 
of employability skills” in the Lecturer Training Programme 2020-2021. 

3. The project will produce a final report in the form of a book chapter/booklet summarising the use of 
different methods and tools, namely employability skills matrix from different perspectives, students’ 
personas, exit ticket and empathy map for evaluation, and student development talks as part of the 
education program’s career guidance. 

Anticipated academic dissemination of results in the future: 

A manuscript will be submitted to one of the BFI-contributing International Journal in Higher Education, 
focusing on Employability skills.  

It is planned that the team will produce abstracts about this project and present at the 47th congress of Nordic 
Educational Research Association (NERA 2019) (http://www.nfpf.net/). 

HVORDAN SKAL PROJEKTET FORANKRES OG UDBREDES (max. 500 ord) 

• The central outcomes are methods and documented illustrations of employability skills, students’ 
personas, and the product/service design course collaborating with industry for authentic learning 
experience. The outcomes will be proposed for dissemination through both SDU’s Lecturer Training 
Programme and SDU Cortex lab-hosted seminars with entrepreneurship education programs’ teachers.  

• The development of the resources is user-centred and participatory – creating awareness and impact 
at the time of project initiation till the evaluation of the resources.  

• The personas of the students and the matrices of employability skills will be show-cased at the Lab for 
Play and Innovation1 to grow awareness about the need for individualization through teaching.  

• The design thinking strategy of SDU pre-requisites the adoption of various participatory design 
methods in the pedagogical design of higher education. So, the report and dissemination content will 

                                                            
1 The "Lab for Play and Innovation" is a (class)room containing resources for design and innovation in the fields of play, 
movement-motor learning, physical activity and learning, and rehabilitation and adapted physical activity (disability 
sports). These themes of movement and health contribute to innovation processes — both digital and social. 
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be sent to the study program of sports and health and the head of the department for potential strategic 
application. 

• If the student development talks (i.e. studenterudviklingsamtaler, SUS) are identified effective then 
the study board and the faculty will be requested to allocate budget for adopting the method as part of 
the student program’s annual activities for career guidance.  

• The project is expected to include 20-40 students from two batches in the Master program. The 
outcomes are expected to strongly contribute in the innovation and entrepreneurship specialization 
track of the Bachelor program in sports and health.  

The project’s strength will also stem from utilising strategic resources and having a project plan 

The project will build on resources available through: 

• Lab for Play and Innovation: Workshop resources, space, and administrative support to collaborate 
with the Industrial partners. 

• CortexLab: Former teachers of the sports and health program are currently part of the CortexLab and 
facilitate innovation and entrepreneurship training. The experience in the two contexts will be 
contributing to the project as they will be involved with the activities of the project.  

• The project focuses on the personality types (for individualization), employability skills and 
collaborates with a human resources development consultant at the SDU HR development unit. 

• Centre for teaching and learning (SDUUP) will be collaborated for the dissemination of the project 
outcomes. 

The project plan will be implemented over a period of 11 months, during August 2018 to June 2019. 

Months Project Phases Activities* 
1-2: Aug ’18 – Sep ‘18 Empathize Empathy mapping and interviews. #1 (a, b) 
1-2: Aug ’19 – Sep ‘19 Define Students personas (2a), employability matrix and 

individualization (2b), personality types (2c), employers’ 
employability skills matrix (2d), teachers’ employability 
and course skills matrix (2e) 

3-4: Oct ’19 – Nov ‘19 Ideate Course design and planning workshop (3a), employers’ 
practice and case presentation for students’ projects.  

4-6: Nov ’18 – Jan ‘19 Create/Prototype 
(the course) 

Experiencing skills-development through the course (4) 

7-11: Feb’19– June ‘19 Evaluation 
& reporting 

Student development talks - Studenterudviklingssamtaler 
(SUS) like MUS (5a), Exit ticket tools for continuous 
assessment (5b), Reporting students’ “journey mapping” 
during the course – tabular and visual presentations of 
individualization and employability skills-related 
gain/pain. Systematically conducted in collaboration with 
SDUUP. 

Note*: Dissemination and evaluation are conducted throughout the process. 

EVALUATION PLAN 

The systematic evaluation activities of the project will include both formative and summative types, which are 
detailed in the project plan and the evaluation section of the project description. The evaluation activity design, 
evaluation activities, and the reporting of the evaluation will be conducted in collaboration with SDDUP. The 
involvement of the SDDUP personnel in the project does not involve additional budget allocation. 
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PROJEKTETS ØKONOMI: Beløb i alt der ansøges om (max. 1 mio. kr.): 207949 kr.  

UDGIFT Navn/specificering Enhed Sats Antal Projektomk.  

       
LØN i alt         166949 
Løn/frikøb, VIP, lektor, IOB Md. Saifuddin Khalid timer 305 160 48875 
Løn/frikøb, VIP, lektor, IOB Lars Elbæk  timer 337 60 20202 
Løn/frikøb, TAP: Karrierekonsulent, HR Majbritt Ursula Johansen timer 306 20 6112 
Løn/frikøb, Cortex Lab, SDU Thomas Bernhard Kjærgaard timer 238 50 11895 
Løn/frikøb, VIP, videnskabelig assistent, IOB René Engelhardt Hansen timer 248 250 61980 
Løn, Studentermedhjælper SUL-overenskomst 
(lille SUL) inkl. ferieafregning   timer 179 100 17885 

            
ANDET i alt         41000 
Direkte projektomkostninger           
Dissemination at NERA Congress     5000 2 10000 
Designing and printing dissemination content     4500 2 9000 
Token of Appreciation to Industrial Contacts     500 12 6000 
Workshop refreshment and tools     8000 2 16000 
Samlede projektomkostninger         207949 

Note: *Free Jungian type test will be applied for sustainable adoption. **Inger-Marie F. Christensen & 
Christopher Kjær from SDDUP will be involved in the evaluation activities (including final reporting). 

The hours allocated for student assistants will be used for analyzing interviews, co-creating the personas, 
contributing in the illustration of the process, and dissemination activities. (Workload allocated to student 
assistance will be carefully spread according to regulations) 
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