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Abstract  Nowadays, the labor market is more 
demanding and dynamic, therefore social-emotional skills 
become a key factor for the employability of university 
graduates. In that sense, this research had as population of 
analysis the graduates from 2003 to 2016 of the 
professional careers of Administration and Systems and 
Computer of the Continental University. According to the 
findings, the importance of the competencies of 
self-awareness, self-management, awareness of others, 
social skills and responsible decision-making is evident, 
skills that are part of the methodology of Socio-Emotional 
Learning (SEL). The qualitative method was used, with a 
non-experimental design of the descriptive transversal type, 
applying the Delphi survey and prospective method as a 
data collection technique. As a result of the research, it is 
observed that the most valued and important competence 
for employers is Responsible Decision-Making for both 
careers, with 41% in Administration and 47% in Systems 
and Computer Engineering. In the case of the Systems and 
Computer Engineering career, it coincides with the ability 
that graduates of this degree have developed during their 
university career, while graduates of the Administration 
degree have more developed Social Skills by 39.3%. 
Keywords  Social-Emotional Skills, Employability, 
Graduates, Labor Market 

1. Introduction
Advances in information technology, the search for 

productivity and business competitiveness directly impact 
the Peruvian labor market. This is evidenced by the 
recurring claims of employers: the shortage of talent 
among employees. According to (ManpowerGroup, 2018, 
p. 2) [13], the talent shortage is global, thus employers 
must adjust their hiring strategies to one that combines: 
skills, processes and technologies. In Peru, 43% of 
employers report that workers do not have hard skills and 
human strengths (soft skills). Even in companies with 
more than 250 employees, this percentage grows to 54%. 

Research has shown that social-emotional skills are 
more important in the labor market than even hard skills. 
In efforts to investigate the dynamics of work and the 
creation of opportunities, the (African Development Bank 
Group et al., 2018, p. 23) [1] states that in the face of rapid 
advances in technology and machinery, it is reasonable to 
maintain an advantage over them, humans will have to 
continue learning to solve new and increasingly complex 
problems through social-emotional skills and creativity; it 
states that basic educational skills should be oriented to 
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helping people learn to learn and improve these skills. In 
the face of this, universities are committed to improving 
educational processes so that they allow graduates to have 
the skills that the labor market needs. In this regard, this is 
where the question arises: on what does the employability 
of a university graduate depend? As mentioned by (Layer, 
2004, p. 16) [11], the concern and unease in correlation to 
university education and the labor market are greater, so 
the purpose of this research is to highlight those skills that 
are valued in organizations. Likewise, this finding will 
allow universities to reinforce and/or improve their 
curriculum summaries in order to complement hard skills 
with social-emotional skills. 

2. Social – Emotional Competencies 

 
Source: Taken from CASEL, SEL’s systemic framework 

Figure 1.  Social-emotional competencies 

According to the Collaborative for Academic, Social, 
and Emotional Learning, social-emotional competencies 
are the process by which we acquire and apply the 
knowledge, attitudes, and skills needed to understand and 
manage emotions, determine and achieve goals, feel and 
show empathy, establish and maintain healthy, positive 
relationships, and make responsible decisions, in other 
words, the ability to perform well in complex and 
authentic contexts (CASEL, 2010ª, p. 3) [5]. According to 
(Extremera & Pena, 2015, p. 172) [7], social-emotional 
competencies should be stimulated and cultivated, since 
they are basic skills to facilitate employability; since this 
set of skills determines the way of working, the attitude 
towards employment and life, or the way of relating to 
others, such as the harmonious way of working in a team 
or the resistance to adversity. Therefore, social-emotional 
skills not only help to find employment quickly, but also 
facilitate more options for promotion and advancement 
within the organization, as well as staying in the job in an 

increasingly changing and dynamic working world. For 
this research, the methodology used is the five 
competencies proposed by (CASEL, 2010b, p. 4) [5], a 
leading organization in research on design and 
implementation of social and emotional learning programs, 
which was adapted by (SELChile, 2019) [17] with the aim 
of improving the positive impact on the quality of learning 
in their students, educators and families. 

Self-awareness: According to (Jagers et al., 2019a, p. 
167) [10], self-awareness allows us to self-examine our 
thoughts, values and emotions, and articulate them with 
our actions and behaviors. It is having the potential to 
recognize our own weaknesses and strengths, supported 
by a growth mentality, optimism and confidence. Within 
this competence are the following skills: recognition of 
emotions, recognition of interests, values and abilities, 
self-evaluation and self-knowledge. 

Self-management: This competence recognizes our own 
thoughts, emotions and behaviors satisfactorily in 
different situations. In addition, it allows us to manage 
stress, develop self-motivation and control impulses; 
self-motivation refers to the ability to set and work on 
goals, whether personal or academic. This competence is 
composed of: self-control, impulse and behavior 
management, handling and proper expression of emotions 
and self-motivation, achievement of personal goals. 

Awareness of others: Ability to empathize with others 
and have perspective on them. It is recognizing and 
understanding the social and ethical norms of behavior, 
recognizing and valuing the support and resources that 
come from the community, school and family. The skills 
that are part of this competence are: empathy, perspective 
taking. 

Social skills: Competence that allows to maintain and 
establish in the long term positive, pleasant and 
satisfactory relationships based on participation. It is 
expressing oneself clearly, cooperating with others, 
knowing how to listen, opposing social pressure, solving 
problems in a constructive way, seeking and providing 
support when necessary. The skills found in this 
competence are: establishing and maintaining healthy and 
rewarding relationships, teamwork, cooperation, dialogue 
and participation, assertive communication and peaceful 
conflict resolution. 

Responsible decision-making: Supported by ethical 
standards, responsible decision-making is the willingness 
to make beneficial decisions about social interactions and 
self-behavior, where social norms are considered. This 
competence assesses the well-being of others and the 
consequences of one's actions (Jagers et al., 2019b, p. 167) 
[10]. Moral reasoning and responsible decision-making 
are part of this competency. 

3. Employability and Graduates 
According to the International Labour Organization, 
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employability is the ability of a person to find and keep a 
job, to progress in work and to adapt to change throughout 
professional life; therefore, employability is congruent 
with the development and profiling of skills that are 
valued and appreciated in the world of work. In summary, 
it is considered the presence of a chain of skills that 
optimize the possibilities of people who have them to find 
a job and keep it over time (García et al., 2008ª, p. 5) [8].  
(Real Academia Española, 2019) [16] defines 
employability as the set of skills and attitudes that allow a 
person to get a job and keep it, so with such a definition 
we can deduce how important the socio-emotional factor 
is. According to (Campos, 2003, p. 8) [4], employability 
skills are the attributes of people who do not attend to 
their technical competencies, which causes serious 
opinions among employers because of the lack of 
non-technical skills in their staff. At present, 
employability is a key factor in the new educational model 
and, indeed, it is strengthened by the development and 
acquisition of professional competencies, such as 
technical and non-technical skills; (García et al., 2008b, p. 
8) [8] mentions that the concept of employability should 
not be confused with that of labor market insertion, since 
employability develops a long-term vision, while labor 
market insertion develops a short-term one. However, 
there are two main concerns that attract the curiosity of 
researchers, the main one being related to the substantial 
or key competencies that mediate and influence the 
victory of graduates, and the second refers to how and 
when those competencies have been acquired or 
developed. According to (Cotton, 1993, p. 3) [6], who 
observed in different surveys that employers are generally 
satisfied with the technical skills of university students, 
but conversely, they are not completely satisfied with the 
employability and non-technical skills; that is, it can be 
stated that employers estimate the basic employability 
skills above the specific skills. Other authors, such as 
(Stasz, 1998, p. 188) [19], mention that it is more 
important to enhance generic skills, since they argue that 
employers and workers show a need for both generic 
skills and problem-solving, communication, and 
teamwork skills. Given this reality, higher education 
institutions have an important role in the development of 
professional skills, such as educating their students so that 
they can efficiently develop a professional activity that is 
sustainable over time. 

4. Method 

4.1. Research Model 

The method applied to this research is the qualitative 
one, since according to (Bernal, 2010) [3] this method is 
oriented to describe the social phenomenon from 
determining features, as perceived by the very elements 

that are within the situation studied. The research design is 
non-experimental, of the transectional or cross-sectional 
descriptive type, since data on existing skills in graduates 
of the Continental University was collected. 

4.2. Study Group 

The population for this research, was composed by 
graduates of the professional careers of Administration 
and Systems and Computer Engineering of the 
Continental University, who have more than three years of 
graduation, since it is considered the period from 2003 to 
2016. This choice was made based on the model of the 
(Sistema Nacional de Evaluación Acreditación y 
Certificación de la Calidad Educativa, 2017) [18] – 
SINEACE (see Appendix 7), a specialized technical 
organization that states that the achievement of 
competencies in graduates is visualized or observable 
after three years of graduation. 

4.3. Data Collection Techniques and Instruments 

For the purposes of this research, data were collected 
from fifty graduates of the professional careers of 
Administration and Systems and Computer Engineering at 
the Continental University under the non-probabilistic 
method and convenience sampling, likewise data were 
obtained from fifty employers of graduates of the careers 
under study. The survey was applied as a technique for 
collecting data on the graduates and their employers, in 
which the graduate surveyed had to mark the degree to 
which he or she developed and applied social-emotional 
skills, from a very low degree to a very high degree, and 
for the employers to mark the degree of importance and 
value of the skills at present and for the future. 
Additionally, in this group the prospective technique of 
the Delphi method (see Appendix 5) was applied, since it 
seeks to obtain reliable and objective opinions. 

5. Results 
The results were obtained thanks to direct coordination 

with the Continental University and contact with 
graduates of the Administration and Systems and 
Computer Engineering careers and their employers. The 
surveys on social-emotional skills were taken in June and 
July 2019, in which the Delphi method was put into 
practice with the heads of the graduates contacted.  

The Appendix 1 presents the results obtained from the 
application of the survey to graduates of the professional 
careers of Administration and Systems and Computer 
Engineering. The expressed percentages correspond to the 
analysis of the score 4 and 5 ("high" and "very high" 
respectively (see Appendix 1), this with the purpose of 
obtaining a unique comparison between the acquired or 
developed abilities in the Higher Education Institute (HEI) 
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and the abilities that are applied in the institutions where 
the graduates of the mentioned careers work. Based on 
these results, we can affirm that the skills that were most 
developed by the graduates belong to the dimensions of 
Social Skills (Administration: 39.3%, Systems Engineer 
34%) and Responsible Decision-Making (Administration: 
37.5%, Systems Engineer 35%). And the ones that were 
less developed are: Self-awareness and Self-management, 
with an average between 28% and 32.8%. 

 

Figure 2.  Comparison of the Social Skills developed by the graduates of 
the HEI 

Figure 2 shows that it is the skills belonging to the 
competition: Social Skills that have the highest score, that 
is, those that were most developed in the HEI. However, 
we can also see that it is the Administration career that 
shows better percentages; the Social Skills competence 
has an average of 39.3% (Appendix 1), while the Systems 
and Computer Engineering career has 34%. This reflects 
the graduation profile of each professional career and the 
development of subjects and activities in each specialty.  

As indicated in (Universidad Continental, 2006, p. 3) 
[21] the graduates of the career of Systems and Computer 
Engineering are capable of leading software engineering 
projects of different size and complexity, having a 
computer as their main and fundamental tool. While in the 

career of Administration, the graduation profile is oriented 
to the identification of needs for the proposal of products 
and services, which promotes interaction with specific 
groups and identification of opportunities (Universidad 
Continental, 2006, p. 3) [20]. 

 

Figure 3.  Comparison of Social Skills applied by graduates in the 
organization 

Evidently, there is a greater application of the skills in 
the labor field, so Figure 2 and 3 show the percentage 
increase of each skill belonging to the Social Skills 
competence. Learning opportunities are still present in the 
world of work, since the labor market constantly informs 
about which investments in skills could be the most 
profitable (salary). This is because of the activities related 
to work, as mentioned by the (Banco de Desarrollo de 
América Latina, 2016, p. 38) [2], having more skills 
implies better quality work development. In addition, the 
graduates of both careers who were surveyed said that 
today they apply much more of the skills they developed 
at their university, of which the most representative are 
teamwork, cooperation, peaceful conflict resolution, 
dialogue, and participation. 
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Figure 4.  Comparison between skills acquired in the HEI vs. those applied in the organization, by professional career. Competence: Responsible 
Decision-Making. 

Figure 4 shows the competence Responsible 
Decision-Making, in it we have two skills, being these: 
moral reasoning and responsible decision-making itself. 
We can see the importance of the application of the skills 
in the development of employment activities, with the 
percentage increase on average being 10.5% considered 
by the graduates surveyed. For the graduates of both 
careers is very high and important to have the ability to 
make responsible decisions, because in their day to day 
competitive environments that require the evaluation of 
scenarios with minimal potential for error and avoiding 
putting the organization at risk (Villanueva Flores, 2015) 
[22]. 

In Appendix 2, the results of the surveys developed by 
the employers of the Administration and Systems and 
Computer Engineering careers are shown. The 
percentages are obtained from the average of the highest 
values within the Likert scale, with the score 4 and 5 
(important, very important); since it could be observed 

that most of the surveyed employers marked based on 
these two scores. 

According to this, it can be seen that at present 
employers consider that the Responsible Decision-Making 
competence (Adm.: 41%, Sys. Engr.: 47%) is of greater 
importance and application, because in the hands of the 
professionals of the careers of study, the horizon of the 
organization is found. The same happens with the 
competence Awareness of others (Adm.: 40%, Sys. Engr.: 
46%) and finally, Social Skills competence (Adm.: 38%, 
Sys. Engr.: 46%). In addition, the employers interviewed 
consider that in the future social-emotional skills will 
become more important in the labor market, so that they 
intervene in the selection processes as part of the 
requirements for obtaining a job, as well as for staying in 
it. Therefore, they will look for an efficient development 
of the applicant throughout his professional growth and 
development. 
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Figure 5.  Comparison of skills valued in the present vs. skills that will be valued in the future. Competence: Awareness of others. 

Figure 5 shows the comparison of the skills valued in 
the present and those that will be valued in the future in 
the organization. According to the experts, organizations 
tend to value empathy and the taking of perspective for 
the achievement of objectives set within each area, as well 
as the interrelationship with their peers. However, these 
skills will be more valued in the future, since it is 
expected that within the work the collaborators can 
empathize and have vision of achievements, recognizing 
and understanding the social norms within an 
organization. 

The figure in Appendix 3 shows that, although the 
ability of handling and suitable expression of emotions, at 
the present time is valued in average a 30% by the 
employers of the Administration career, this ability must 
be developed and given more emphasis, since in the future 
it is going to be valued that each collaborator can handle 
his emotions in a suitable way to obtain an optimal labor 
atmosphere, knowing how to deal with opposite opinions 
of his pairs, as well as to solve problems within and 
outside the organization. A similar case happens in 
Systems and Computer Engineering, where the ability to 
self-motivate, to achieve personal goals, is valued at 32%, 
low in comparison with the other skills within this 
competence. According to experts, this is because very 
few organizations take into account the personal and 
professional aspirations of their employees, largely 
because the focus is productive and commercial, so they 
leave aside human resource management. However, it 
should be noted that, in the future, each employee will be 
considered to develop the capacity to be self-motivated, so 
that they can face complex day-to-day situations in a 
reflective manner, since considering the challenges and 
difficulties involved in work from a positive perspective is 

motivating, but doing so from a negative point of view 
causes us to become unmotivated (Maella, 2016: 44) [12]. 

In the table of Appendix 4, it can be observed that the 
ability considered with smaller value at the present time 
by the employers of the Administration career is the 
pacific resolution of conflict with a 32% as in the Systems 
and Computer Engineering career with 44%; nevertheless, 
the labor market is in constant change since now it is 
required professionals of knowledge that carry ample 
functions and that can solve conflicts efficiently, in such a 
way that the employers will value the initiative capacity of 
the collaborator (proactivity), the adaptation to the 
changes and the integration to the organization (Pérez de 
los Cobos, 2010: 448) [15]. Also, currently the most 
valued skill by employers in the Administration career is 
to establish and maintain healthy and rewarding 
relationships, while in the Systems and Computer 
Engineering career, the ability to work in teams and 
cooperation. The latter is considered fundamental for the 
proper functioning and growth of the institution, since it 
brings advantages. Among them is the increase of the 
work climate in the area for being happy and showing 
energy to the activities; this satisfaction brings with it 
productivity and performance (Gómez, 2015) [9]. 

With regard to figure 6, it can be seen that the skills 
corresponding to the Responsible Decision-Making 
competence, in the future will be valued by the companies 
to ensure the continuous growth of the organization. As 
for the Administration career, employers consider that the 
ability of moral reasoning currently has a greater presence 
in organizations (42%); meanwhile in the Systems and 
Computer Engineering career, the ability of responsible 
decision-making (48%), is fundamental in the present and 
will continue to be so in the future.  
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People who are faced with making decisions in the 
day-to-day running of the organization may have some 
kind of moral contradiction, as their values may or may 
not be aligned with the philosophy of the institution. 
Therefore, the experts believe that professionals must 
develop the ability to make reasoned and informed 
decisions in which they analyze the behavior and 
consequences of their actions (Montuschi, 2004, p. 15) 
[14]. 

6. Conclusions 
The research allowed the identification of the skills that 

Continental University has developed in the graduates of 
the Administration and Systems and Computer 
Engineering careers throughout their university studies, as 
well as the skills that are in demand by employers today 
(see Appendix 6) and those that will be valued in the 
future.  

Within the research, it can be stated that the least 
developed skill in the university for both careers was 
Self-Management, while the most developed skill in the 
Administration career was Social Skills and in Systems 
and Computer Engineering, the Responsible 
Decision-Making skill. In that sense, this development of 

skills within their house of studies has allowed that these 
can be applied in the organization where they work, due to 
the demands of their work environment, in order that these 
have become professional competences. 

On the other hand, the most valued skill in the present 
by the experts of both professional careers, is the 
Responsible Decision-Making; however, according to the 
experience and continuous learning of the employers, they 
consider that all the competences like Self-Awareness, 
Self-Management, Awareness of others, Social Skills and 
Responsible Decision-Making will be valued and 
important in the future within the profile of each 
professional for the integration and development of the 
collaborators in diverse work areas. 

Finally, with the results of this research, it is affirmed 
that the social-emotional skills will be determinant in its 
totality for the employability in the future, since at present 
it is being required more and more in the labor profiles of 
the organizations. In that sense, with these results and 
conclusions, the centers of university studies will be able 
to include content referring to the social-emotional 
abilities in subjects and/or workshops of employability, in 
such a way that the students who are about to graduate 
will have these abilities and will improve their 
competitiveness. 

 
Figure 6.  Comparison of skills valued in the present vs. skills that will be valued in the future. Competence: Responsible decision-making. 
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Appendix 1 - General Results of the Social-Emotional Skills Developed in the HEI 
and Applied in the Organization 

Social-emotional skills developed in the center of 
higher studies and applied in the organization. 

Skills developed at the university Skills applied in the organization 

Administration 
Systems and 
Computer 

Engineering 
Administration 

Systems and 
Computer 

Engineering 
Recognize of emotions 22.9% 22% 42% 38% 

Recognize of interests, values and abilities 39.6% 34% 42% 38% 

Self-evaluation 35.4% 34% 42 % 42% 

Self-knowledge 33.3% 30% 46% 42% 

SELF-AWARENESS 32.8% 30% 43% 40% 

Self-control, impulse and behavior management 22.9% 20% 46% 40% 

Handling and proper expression of emotions 31.3% 28% 48% 38% 

Self-motivation, achievement of personal goals 37.5% 36% 46% 44% 

SELF-MANAGEMENT 30.6% 28% 46.7% 41% 

Empathy 39.6% 32% 46% 40% 

Perspective taking 33.3% 26% 46% 40% 

AWARENESS OF OTHERS 36.5% 29% 46% 40% 
Establishing and maintaining healthy and rewarding 

relationships 41.7% 34% 46% 38% 

Teamwork, cooperation 38% 34% 48% 46% 

Dialogue and participation 39.6% 38% 48% 42% 

Assertive communication 41.7% 32% 46% 40% 

Peaceful conflict resolution 35.4% 32% 48% 44% 

SOCIAL SKILLS 39.3% 34% 47.2% 42% 

Moral reasoning 37.5% 34% 48% 42% 

Responsible decision-making 37.5% 36% 48% 44% 

RESPONSIBLE DECISION-MAKING 37.5% 35% 48% 43% 

Source: Elaborated by the authors 
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Appendix 2 - Overall Social-Emotional Skills Results as Assessed by the 
Employer in the Present and Future 

Social-emotional skills valued in the present and future 
by employer 

Skills currently valued  Skills valued in the future 

Administration 
Systems and 
Computer 

Engineering 
Administration 

Systems and 
Computer 

Engineering 
Recognize of emotions 36% 30% 50% 50% 

Recognize of interests, values and abilities 38% 34% 50% 50% 

Self-evaluation 38% 26% 46% 50% 

Self-knowledge 30% 42% 46% 50% 

SELF-AWARENESS 36% 33% 48% 50% 

Self-control, impulse and behavior management 32% 36% 50% 50% 

Handling and proper expression of emotions 30% 40% 50% 50% 

Self-motivation, achievement of personal goals 46% 32% 50% 50% 

SELF-MANAGEMENT 36% 36% 50% 50% 

Empathy 44% 46% 50% 50% 

Perspective taking 36% 46% 48% 50% 

AWARENESS OF OTHERS 40% 46% 49% 50% 
Establishing and maintaining healthy and rewarding 

relationships 46% 46% 50% 50% 

Teamwork, cooperation 36% 48% 50% 50% 

Dialogue and participation 34% 44% 50% 50% 

Assertive communication 42% 46% 50% 50% 

Peaceful conflict resolution 32% 44% 50% 50% 

SOCIAL SKILLS 38% 46% 50% 50% 

Moral reasoning 42% 46% 50% 50% 

Responsible decision-making 40% 48% 50% 50% 

RESPONSIBLE DECISION-MAKING 41% 47% 50% 50% 

Source: Elaborated by the authors 

Appendix 3 - Comparison of Skills Assessed in the Present vs. Skills that Will be 
Assessed in the Future Competency: Self-management 
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Appendix 4 - Comparison of Skills Assessed in the Present vs. Skills that Will be 
Assessed in the Future Competency: Social Skills 

Social Skills 
Administration Systemsand Computer Engineering 

Skills currently 
valued 

Skills valued 
in the future 

Skills currently 
valued 

Skills valued in 
the future 

Establishing and maintaining healthy and rewarding 
relationships 46% 50% 46% 50% 

Teamwork, cooperation 36% 50% 48% 50% 

Dialogue and participation 34% 50% 44% 50% 

Assertive communication 42% 50% 46% 50% 

Peaceful conflict resolution 32% 50% 44% 50% 

Appendix 5 - Description of the Delphi Method Applied 
Steps Description 

Definition of the topic The authors selected the topic according to the problems presented by recruitment 
recruiters. 

Elaboration of the instrument The questions in the questionnaire were elaborated. 

Application of the questionnaire 
Graduates from 2003 to 2016 of the professional careers of Systems and Computer 
Engineering and Administration were surveyed. Additionally, employers were contacted; 
this public participated as experts for the Delphi Method. 

Tabulation of results The results obtained from the graduates and employers of the mentioned careers were 
processed. 

Expert participation The authors arranged for the employers of each career path to be the experts within the 
Delphi method. 

Role of experts It was explained to the experts what their contribution and participation in this research 
would be, being this in the interpretation of the results obtained from the employers. 

First round 
Discussion of results 

Results obtained from the employers were discussed while maintaining anonymity among 
them. 

Analysis and feedback of the first round The experts commented on the results and had some contrary ideas among themselves. 
Second round 

Discussion and conclusion of results 
The results were again shared with the experts for their comments, seeking to reach a 
consensus and consolidate the skills identified. 

Conclusion of results The results were concretized, obtaining reliable and objective opinions. 

Appendix 6 – Ranking of Skills Demanded by Employers 
N° Social-emotional skills 

1 Establishing and maintaining healthy and rewarding relationships 

2 Empathy 

3 Assertive communication 

4 Moral reasoning 

5 Responsible decision-making 

6 Teamwork, cooperation 

7 Perspective taking 

8 Self-motivation, achievement of personal goals 

9 Dialogue and participation 

10 Peaceful conflict resolution 

11 Recognize of interests, values and abilities 

12 Self-knowledge 

13 Handling and proper expression of emotions 

14 Self-control, impulse and behavior management 

15 Recognize of emotions 

16 Self-evaluation 
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Appendix 7 - The SINEACE Model 
The SINEACE (https://www.gob.pe/sineace) is the 

National System of Evaluation, Accreditation and 
Certification of Educational Quality in Peru. It is an 
institution whose function is the evaluation, accreditation 
and certification of competencies in the different Peruvian 
university professional careers. The evaluation of 
competencies is referred to as "Measurement of 
Educational Objectives", which is performed to university 
graduates with more than 3 years of graduation or 
completion their university studies. 

According to SINEACE, the process that will be 
applied is: 
 The syllabus identifies the periodicity of the review of 

the graduate profile. The review shall be carried out in 
a maximum period of 3 years.  

 This review will be conducted by the directors of the 
syllabus, with the participation of stakeholders and 
other actors that the program of studies considers 
appropriate. 

 The review of the profile considers: professional 
performance, scientific and technological advances, 
new demands of the academic community and the 
environment, among others. If applicable, this review 
ends with the definition of the new graduate profile. 

More information: https://www.sineace.gob.pe/wp-cont
ent/uploads/2014/08/Anexo-1-nuevo-modelo-programas-
Resolucion-175.pdf 
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