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Abstract:

Fresh graduates in Human Resources (HR) confront multifaceted challenges during their transition from
academia to professional roles, including persistent skill mismatches between theoretical curricula and
industry demands for HRIS proficiency, Al tools, and analytics; a cooling 2025 job market with scarce
entry-level positions amid automation and skills-based hiring preferences; high offer decline rates (up to
42% salary expectation gaps); and inadequate practical exposure leading to underemployment for 58% of
recent graduates. This comprehensive manuscript reviews global literature on employability barriers,
analyses socioeconomic and psychological hurdles like job search anxiety and imposter syndrome, and
evaluates institutional lags in curriculum updates for emerging trends such as hybrid work and DEI
reporting. Drawing from 2025 reports like the World Economic Forum's Future of Jobs and employer
surveys citing 63% skill gap impacts on business transformation, it proposes targeted solutions including
mandatory digital certifications (e.g., Workday, SAP), expanded apprenticeships, lifelong micro-
credentialing, and policy incentives for academia-industry partnerships to boost retention by up to 50% via
structured onboarding. Ultimately, these reforms aim to transform barriers into opportunities, preparing HR
graduates for strategic roles in Al driven, volatile labour markets projected to face 85 million talent
shortages by 2030.
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1. INTRODUCTION

Human Resources management has evolved into a
strategic function essential for organisational
success, demanding proficiency in talent
acquisition, employee engagement, and data-
driven decision-making.[1] The prevalence of
these challenges is alarming: In India, only 54.8%
of graduates are employable per the India Skills
Report 2025, with youth unemployment at 14.6%
and just 8.25% in qualification-matched roles;
globally, 33% of 2025 graduates remain jobless,
58% underemployed, amid a constrained entry-
level market. Fresh HR graduates, despite formal
education, often struggle with job market entry due
to discrepancies between academic training and
industry  requirements. ~ This  manuscript
systematically examines these challenges through
a literature review, empirical insights, and
forward-looking recommendations to promote
more effective career trajectories for HR
graduates. [2]

2. LITERATURE REVIEW

Existing research consistently identifies skill gaps
and employability barriers as primary challenges
for HR fresh graduates.[3] Studies reveal that
employers prioritise practical experience, yet
academic programs emphasise theory over hands-
on training in HR analytics and Al tools, leading
to high graduate underemployment rates.[4] For
instance, research on graduate work readiness in
volatile business environments underscores the
mismatch between university curricula and HRM
demands, such as strategic talent management
amid VUCA (volatility, uncertainty, complexity,
ambiguity) conditions.[5, 6]

Empirical evidence from various sectors shows
that fresh graduates lack soft skills like
communication, problem-solving, and
adaptability, which are critical for HR roles. [7] A
study on information technology firms found that
minimum training hours for new hires often
exceed expectations due to deficiencies in these
areas, validating the need for enhanced pre-
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employment preparation.[8] Similarly,
investigations into strategic HRM highlight
recruitment paradoxes where companies hesitate
to hire inexperienced graduates, wasting resources
on unfit candidates and favouring those with prior
exposure.[9]

Global perspectives, including Ghanaian HRM
programs, report dwindling enrollment due to
perceived job scarcity, with organisational
structures limiting dedicated HR positions.[10]
Literature on Gen Z entrants notes personal factors
like low work experience and cultural misfit,
alongside institutional issues such as outdated
curricula and employer reluctance to train
novices.[11] These findings collectively call for
integrated interventions to align education with
evolving HR practices.[12]

3. EDUCATIONAL AND INDUSTRY SKILL
GAPS

HR curricula frequently overlook emerging
technologies like cloud based HRIS, predictive
analytics, and Al-driven recruitment, leaving
graduates unprepared for digital transformation in
the field.[13] Employers report that theoretical
knowledge in labour laws and organisational
behaviour does not translate to practical
competencies, exacerbating turnover in entry-level
roles.[14] Proficiency in specific HRIS platforms
such as Workday, SAP SuccessFactors, ADP, and
Oracle HCM is essential, requiring skills in data
navigation,  payroll  processing,  benefits
administration, and performance tracking.[15]
Graduates must master HRIS functionalities,
including relational database management,
workflow configuration, report generation using
SQL queries, and integration with payroll or
finance  systems to automate  processes
efficiently.[16] Additional technical competencies
involve testing system updates, importing CSV
data securely, documenting processes for annual
tasks like performance reviews, and understanding
cloud vs. on-premises differences to support
remote/hybrid teams. Without these, fresh hires
face extended onboarding, often requiring
dedicated analysts for business process mapping
into HRIS control tables, leading to operational
inefficiencies and higher training costs.[17]
Reforms must incorporate simulations, capstone
projects, and certifications in tools like these to
bridge the divide.[18] Training should emphasise
analytical thinking for interpreting HRIS data,
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change management during implementations, and
ethical data privacy to align with modern demands
like people analytics and DEI reporting.[19]

4. JOB MARKET AND EMPLOYMENT
CHALLENGES

Entry-level HR positions remain scarce amid
automation of routine tasks and a preference for
experienced hires, creating a "catch-22" for fresh
graduates.[20] The 2025 job market has cooled
significantly, with graduates submitting more
applications (averaging 10 vs. 6 previously) yet
receiving fewer offers, leading to higher
acceptance rates of available roles despite
uncertainty.[21] Research indicates high churn
rates post-hiring due to unmet expectations on
both sides, with graduates often settling for non-
specialised roles or considering military service as
private-sector options dwindle.

Skills-based hiring trends exacerbate this, as
employers prioritise demonstrated competencies
over degrees, widening the talent pool but
disadvantaging those without internships or
assessments. [22] Sectors like education, financial
services, and healthcare show strong demand for
HR roles (e.g., managers, coordinators, recruiters),
yet unemployment rates below national averages
(e.g., 2.9% for HR managers) signal fierce
competition.[23]  Structured internships, job
shadowing, and networking via platforms like
LinkedIn are vital to mitigate these issues,
alongside targeting growth areas like Al-exposed
fields despite employment declines for early-
career workers.

S. ORGANISATIONAL EXPECTATIONS
VERSUS GRADUATE PREPAREDNESS
Modern HR demands strategic acumen, cross-
functional collaboration, and emotional
intelligence beyond administrative duties. [24, 25]
Graduates typically underperform in these areas,
as evidenced by employer surveys citing gaps in
leadership, negotiation, and empathy skills amid
shifting priorities like employee experience and
well-being.[26] With 85% of employers planning
upskilling due to skill gaps as the top business
transformation barrier, fresh hires face pressure to
adapt quickly to Al tools, hybrid models, and DEI
integration.[27]

Organisations report challenges validating self-
reported skills, relying on resumes over
assessments, which disadvantages graduates
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without experiential learning, like internships.[28]
Expectations now include agility for volatile
markets, regulatory compliance in employment
law, and contributions to talent acquisition,
training, and performance management- HR's top
2025 priorities.[29, 30] Organisations should
implement tailored onboarding with mentorship,
while academia embeds soft skills via role-
playing, group projects, and certifications in agile
leadership and change management.[31]

6. PSYCHOLOGICAL AND
SOCIOECONOMIC BARRIERS

Job search anxiety, imposter syndrome, and
socioeconomic disparities in networking access
compound employment hurdles for HR graduates.
Studies link these factors to prolonged
unemployment spells, particularly for those from
underrepresented backgrounds lacking digital
resources for applications or Al job tools.[32] The
cost-of-living crisis intensifies financial strain,
shifting priorities toward job security and stability,
with graduates favouring employers that offer
mental health support and clear career progression.
[33, 34, 35]

Diverse socioeconomic groups face unequal
access to premium networking events, interview
coaching, or devices for remote applications,
perpetuating cycles of underemployment. [36, 37]
Emerging trends like economic volatility and
immigration policy shifts further heighten
uncertainty, pushing some toward further study or
non-traditional paths.[38] Career counselling,
equity-focused scholarships for certifications,
resilience workshops, and inclusive recruitment
practices can build confidence and level the
playing field during this high-stress transition. [39,
40]

7. INSTITUTIONAL AND POLICY-LEVEL
FACTORS

Universities lag in industry partnerships, resulting
in misaligned programs that fail to address real-
time HR trends like remote workforce
management and Al adoption. [41, 42] With 63%
of employers citing skill gaps as transformation
barriers, institutions must prioritise upskilling
collaborations, yet many lack funding for joint
apprenticeships or certifications. [43]
Policymakers can incentivise through grants for
experiential learning, as seen in calls for
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standardised competencies by bodies like SHRM.
[44, 45]

Limited career services fail to prepare graduates
for skills-based hiring or volatile markets, where
degree requirements are being replaced by
assessments. [46, 47] Global reports urge policy
reforms for talent pipelines in high-demand
sectors, including incentives for firms hiring
novices amid labour shortages in health,
engineering, and education.[48] Enhanced
collaborations by workshops, live projects, and
policy frameworks will align training with 2025
priorities like talent acquisition and employee
engagement. [49, 50]

8. FUTURE PERSPECTIVES

Anticipating Al integration, hybrid models, and
sustainability-focused HR, future strategies
include:

1. Mandatory digital HR modules with tools like
machine learning for talent prediction and
generative Al in recruitment. [51, 52]

2. Expanded apprenticeships and mentorship via
platforms like LinkedIn Learning,
emphasising skills-based validation.[53]

3. Lifelong learning ecosystems with micro-
credentials in ethical AI, DEI practices, and
regulatory compliance.[54, 55]

4. Global mobility training for cross-border HR
roles amid policy shifts.[56]

5. Policy-driven incentives for firms hiring fresh
graduates, targeting growth industries like
healthcare and finance. [57, 58]

6. These measures, supported by 63% of HR
leaders planning contract talent use, will
position graduates as agile leaders.[59]

9. CONCLUSION

HR fresh graduates face systemic challenges
rooted in skill disparities, market constraints, and
institutional inertia, as corroborated by extensive
literature. Holistic reforms, spanning curriculum
modernisation,  experiential  learning, and
supportive  policies, offer = pathways to
employability. By embracing future-oriented
perspectives, stakeholders can transform these
barriers into opportunities for a robust HR talent
pipeline.

ISSN: 2581-7175

©IJSRED: All Rights are Reserved

Page 2483



International Journal of Scientific Research and Engineering Development-— Volume 8 Issue 6, Nov-Dec 2025

REFERENCES

1. Okon, Richard., Odionu, C. S., & Bristol-
Alagbariya, Bernadett T. E. (2024). Integrating
data-driven analytics into human resource
management to improve decision-making and
organizational effectiveness. IRE Journals, 8(6),
574.

2. John, A. S., & Hajam, A. A. (2024).
Leveraging Predictive Analytics for Enhancing
Employee  Engagement and  Optimizing
Workforce Planning: A  Data-Driven HR
Management Approach. International Journal of
Innovation in Management, Economics and Social
Sciences, 4(4), 33-41.

3. Jacks, W. (2024). Identifying the skill gap
faced by employers among fresh graduates in the
UK.

4. Christiansen, B., & Even, A. M. (Eds.).
(2024). Prioritizing  Skills  Development for
Student Employability. IGI Global.

5. Rimita, K. N. (2019). Leader readiness in a
volatile, uncertain, complex, and ambiguous
(VUCA) business environment (Doctoral
dissertation, Walden University).

6. Quotb, A. B. (2024). Developing a
Strategic Competitive Intelligence Framework for
Decision-Making in VUCA
Environments (Doctoral dissertation, University
of Portsmouth).

7. Tushar, H., & Sooraksa, N. (2023). Global
employability skills in the 21st century workplace:
A semi-systematic literature
review. Heliyon, 9(11).

8. Waldrop, G. L. (2017). IT employer and
graduate assessments regarding preparedness in
skills of IT college graduates offered
employment (Doctoral  dissertation,  Capella
University).

9. Jackson, M. (2025). The Perception of
Role Ambiguity on Burnout in Recent College
Human Resources Management Graduates.
Capella University.

10. Debrah, Y. A. (2013). Human resource
management in Ghana. In Human resource
management in developing countries (pp. 190-
208). Routledge.

11. Sekete, N. K. (2024).GEN Z
Expectations’ Influence on Organisational Culture
Change Through Onboarding and
Retention (Master's thesis, University of Pretoria
(South Africa)).

Available at www.ijsred.com

12. Viterouli, M., Belias, D., Koustelios, A.,
Tsigilis, N., & Papademetriou, C. (2024). Time for
change: designing tailored training initiatives for
organizational transformation. In Organizational
behavior and human resource management for
complex work environments (pp. 267-307). IGI
Global.

13. Dutta, S., Thomas, A., & Khatri, P.
(2025). Disruptive technology in human resource
management. Taylor & Francis.

14. Fang, X., Lee, S., & Koh, S. (2005).
Transition of knowledge/skills requirement for
entry-level IS professionals: An exploratory study
based on recruiters' perception. Journal of
Computer Information Systems, 46(1), 58-70.

15. Devaraju, S., Katta, S., Donuru, A., &
Devulapalli, H. Comparative Analysis of
Enterprise HR Information System (HRIS)
Platforms:  Integration  Architecture, Data
Governance, and Digital  Transformation
Effectiveness in Workday, SAP SuccessFactors,
Oracle HCM Cloud, and ADP Workforce Now.
16. AL-MAHAIRAH, M. S., LOURENS, M.,
MOKSHAGUNDAM, S. S., & KUMAR, K. S.
(2022). Human Resource Information System.
Book Rivers.

17. Rahman, M. D. (2022). Formulating HRIS
features and modules following the needs of
NEXT ventures' human resource management
department.

18. Matibe, P. (2025). Capstone: Merging
Experiential Learning, Research, And 21st
Century Pedagogy.

19. Hossain, Q., Ikbal, M. Z., & Rahman, M.
M. (2025). A meta data-driven decision support in
human capital management: reviewing hris and
predictive analytics integration. ASRC Procedia:
Global  Perspectives in  Science  and
Scholarship, 1(01), 215-246.

20. DeLaski, K. (2025). Who Needs College
Anymore?: Imagining a Future where Degrees
Won't Matter. Harvard Education Press.

21. Hossain, K. A. (2023). Evaluation of
technological breakthrough in global education
and future employment opportunity. Journal of
Liberal Arts and Humanities (JLAH), 4(8), 1-62.
22. Christiansen, B., & Even, A. M. (Eds.).
(2024). Prioritizing  Skills  Development for
Student Employability. IGI Global.

23. Bonet, R., Cappelli, P., & Hamori, M.
(2013). Labor market intermediaries and the new

ISSN: 2581-7175

©IJSRED: All Rights are Reserved

Page 2484



International Journal of Scientific Research and Engineering Development-— Volume 8 Issue 6, Nov-Dec 2025

paradigm for human resources. Academy of
Management Annals, 7(1), 341-392.

24. Rachmad, Y. E. (2025). The New Era of
HR Management: Prioritizing Competence Over
Degrees. United Nations Development
Programme.

25. Ramakrishnan, M. (2025). From Finance
Experts to Strategic Partners: Addressing Cross-

Functional Preparedness in Higher
Education (Doctoral dissertation).
26. Wiley, B. (2024). Higher Education

Faculty Perceptions of Soft Skill Gaps in
Components of Emotional Intelligence Among
Recent Higher Education Graduates (Doctoral
dissertation, Walden University).

27. Lakshmi, S., Durgude, U., & Chitra, V.
(2024). The role of upskilling and reskilling for
talent transformation in the era of ai; theoretical
framework and future research directions. Weser
books, 198.

28. Predovic, D. (2021). International
intership: a digital-game assessment approach to
measuring the transformation of employability
skills into behaviors.

29. Afriyie, D. (2019). Aligning strategic
workforce planning with future-of-work trends
through advanced performance management and
digital HR infrastructure.

30. Bhanumathi, P., & Hemavathi, P. (2025).
HR Agility: Embracing Change in Human
Resource Practices. In Modern Trends and Future
Innovation in Human Resource Management (pp.
197-238). IGI Global.

31. Cupschalk, C. F. (2019). A Case Study of
Creative and Critical Thinking in New Manager
Onboarding  Programs (Doctoral  dissertation,
Northcentral University).

32. Foroughi, A., Mojibi, T., & Miyandragh,
M. A. (2018). Design the framework of socio-
psychological and socio-economic barriers to the
application of competency model of managers in
social security organizations.

33. Pulman, A., Fenge, L. A., Mazarura, P., &
Sanis, N. (2024). Struggling with studying and
earning—realities of the UK's cost-of-living crisis
on students on social work programmes. Research
in Post-Compulsory Education, 29(4), 681-701.
34. LONDON, I. I. THE RISING COST OF
LIVING.

35. Fox, R., & Mazhar, A. (2023). Law
postgraduate researchers and the cost-of-living

Available at www.ijsred.com

crisis: an intervention. The Law Teacher, 57(3),
364-376.

36. Rolle, J. D., & Crump, M. (Eds.).
(2023). Socio-economic disparities, vulnerable
communities, and the future of work and
entrepreneurship. IGI Global.

37. Hulugh, T., Ogunola, A. A., Omachi, V.
O., Toromade, R. O., & Ajayi, O. O. (2024). Social
Mobility Through Digital Upskilling: A Policy
Framework For Economic Inclusion In The
US. Available at SSRN 5017685.

38. Marcucci, S., Verhulst, S., & Cervantes,
M. E. (2025). When forecasting and foresight meet
data and innovation: toward a taxonomy of
anticipatory methods for migration policy. Data &
Policy, 7, e24.

39. King, C. L. (2025). Managing Stress:
Black Women in Senior Leadership Positions in
Higher Education.

40. Epps, N. N. (2025). Breaking Barriers,
Building Strong Leaders: The Transformative
Role of Executive Coaching for Black Women
Principals (Doctoral dissertation, Baylor
University).

41. Afriyie, D. (2019). Aligning strategic
workforce planning with future-of-work trends
through advanced performance management and
digital HR infrastructure.

42. Subrahmanyam, S. (2025). Implementing
agile talent management practices to adapt to
changing  higher  education  landscapes.
In Cultivating Creativity and Navigating Talent
Management in Academia (pp. 187-210). IGI
Global Scientific Publishing.

43. Braun, G., Rikala, P., Jarvinen, M.,
Hémadldinen, R., & Stahre, J. (2024). Bridging skill
gaps: A systematic literature review of strategies
for industry. Advances in transdisciplinary
engineering.

44. Rashid, A. (2024). HR policies and its
impact on organization.

45. Martin, G., Gollan, P. J., & Grigg, K.
(2011). Is there a bigger and better future for
employer branding? Facing up to innovation,
corporate reputations and wicked problems in
SHRM. The International Journal of Human
Resource Management, 22(17), 3618-3637.

46. Edmondson, M. (2024). Struggling With
Agility: Higher Education Institutions and the
Crisis of Opportunity With Skills-Based Learning.
In Building Resilient Education Models Post
Crisis (pp. 1-16). 1GI Global.

ISSN: 2581-7175

©IJSRED: All Rights are Reserved

Page 2485



International Journal of Scientific Research and Engineering Development-— Volume 8 Issue 6, Nov-Dec 2025

47. Gyll, S. P. (2021). Career development by
design, not default: Creating a more efficient and
data-driven process by connecting aptitude-based
learner guidance to post-secondary pathways,
competency-based credentials, and high-demand
jobs. The  Journal of Competency-Based
Education, 6(1), e1236.

48. Isreal, O. (2025). Limited Access to
Skilled Labor and Technical Expertise.

49. Afriyie, D. (2019). Aligning strategic
workforce planning with future-of-work trends
through advanced performance management and
digital HR infrastructure.

50. Chew, Y. C., & Mohamed Zainal, S. R.
(2024). A sustainable collaborative talent
management through collaborative intelligence
mindset theory: A systematic review. Sage
Open, 14(2), 21582440241261851.

51. Sagan, M. A.  (2025). Generative
sustainability: a human resource framework to
navigate the future of work (Doctoral dissertation,
University of Nottingham (United Kingdom)).

52. Tursunbayeva, A. (2024). Augmenting
Human Resource Management with Artificial
Intelligence: Towards an Inclusive, Sustainable,
and Responsible Future. Springer Nature.

53. Lerman, R. L., Loprest, P. J., & Kuehn, D.
(2020). Training for jobs of the future: Improving
access, certifying skills, and expanding
apprenticeship (No. 166). IZA Policy Paper.

54. SANCHEZ, B. M. Micro-credentials in
higher education.

55. Omona, K., & O'dama, M. K. (Eds.).
(2024). Global perspectives on micro-learning and
micro-credentials in higher education. IGI Global.
56. Mello, R., Erro-Garcés, A., Dickmann, M.,
& Brewster, C. (2025). A potential paradigm shift
in global mobility? The impact of the COVID-19
pandemic. International Business Review, 34(1),
102245.

57. Wu, J., Guo, C., Liu, X., & Dai, J. (2025).
Policy-driven employment structure
transformation: The role of innovation and
education investment. International Review of
Economics & Finance, 98, 103930.

58. Balaguer, A., Luo, Y. L., Tsai, M. H.,
Hung, S.C.,Chu, Y. Y., Wu, F. S., ... & Wang, K.
(2008). The rise and growth of a policy-driven
economy: Taiwan. Small country innovation
systems: Globalization, change and policy in Asia
and Europe, 31-70.

Available at www.ijsred.com

59. Subrahmanyam, S. (2025). Implementing
agile talent management practices to adapt to
changing  higher  education  landscapes.
In Cultivating Creativity and Navigating Talent
Management in Academia (pp. 187-210). IGI
Global Scientific Publishing.

ISSN: 2581-7175

©IJSRED: All Rights are Reserved

Page 2486



