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ABSTRACT
Executive Summary
According to Nicholas Negroponte, “No matter wigbbal problem you are dreading, whether it's the

elimination of poverty, whether it's the creatiohpgace, whether its solving environmental enempplems, the solution-
whatever it is- multiple solutions, the solutionlsvays include education.” The quality of educatialmost always
determines the quality of productivity and devel@mmworldwide. These profound statements succincdlyture the
essence and significance of this study. Having le@peration for over twelve years now, it is appiate at this time to
evaluate Employers’ perception of Covenant UniwgrgCU] graduates. This exercise is apt to infd@td management
what to strengthen or change for overall improvetranits education delivery services. Such exerdsa norm in
virtually all in institutions operating Total QuliManagement [TQM] systems worldwide. It is agithis background

this study was undertaken.

The problems that prompted this study were firsBymployers’ dissatisfaction with the quality of dtetes
produced by Nigerian Universities. Many present deaduates were described as half-baked; and dggdDovenant
Universities’ concern about the performance ofrtheaduates, which is an indication of the fulfidnt of the institutions’

vision and mission statements.

Consequently, the objectives of this study wereatmertain the work skills and traits highly rabsdEmployers
as necessary for job effectiveness; know the exienvhich Covenant University [CU] graduates mEebployers’
expectations in terms of job effectiveness; find dle outstanding traits observed in CU gradustake workplace; find
out the disappointing traits observed in CU graesian the workplace; find out the areas that Cadgates require re-
training; know the institutions that produced thestoperforming students in the workplace in the gagears?; ascertain
Employers’ willingness to accept CU students foW&S programme; ascertain Employers’ willingnes®naploy CU
graduates; ascertain Employers’ willingness tosassiequipping CU undergraduates with professiahkdls required in
the workplace and to collate Employers’ suggestion€ovenant University management in terms oppring students

for the world of work?

The research design for this study was survey,gugirestionnaire and interview guidelines as datéea®mn
instruments. The population for this study wasth# Graduates of Covenant University from 2006 atedand their
respective Employers. Approximately, they are ab&Q00 graduates. A target sample of 1000 Covebktersity
Graduates and their respective Employers were ptegm After several months’ effort to reach thedrates and their
Employers, the research team was eventually abteaoh thirty nine [39] Graduates and their EmpteyeThis partly

accounted for the ‘Pilot Study Report’ tag givenhis document.
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Data collected was analysed with simple descrigtatistics of frequency count and percentages.
The core findings made in this pilot study arec®ivs:

Finding 1: The four [4] highest rated work skills/attributébat were rated by Employers as ‘very important’
were: Communicative skill; Problem Solving skilllafic Knowledge of Core concepts in the field of kvand

Conforming with Work Ethics.

Finding 2: Very few of the sampled Employers responded ¢odghestion on ‘extent to which CU Graduates met
Employers’ Expectations’. The overriding judgmenthe few Employers who responded was that Cavedaiversity
graduates met their expectation only moderatebveragely.

Finding 3: Again, only few of the sampled Employers respahde the questions of outstanding and
disappointing traits observed in CU graduates. Ftbenfew Employers who responded, Isolation [hamthgaging in
social interaction] featured as the most promingisappointing trait, followed by lack of professadism, lateness,
Nonchalant attitude and inability to meet timelinesThe most outstanding features of CU graduaggerted were:

dedication to duty, commitment and consistency.

Finding 4: Two key areas where CU graduates needed to bmdspd or re-trained, as reported by the sampled
Employers, were: teamwork and leadership skills.

Finding 5: University of Lagos received the highest firsting as the institution that has produced the best

performing students in the past 4 years, followgbvenant University and University of Ibadantiattorder.

Finding 6: Majority of the Employers sampled [69%] were ) to accept CU students for SIWES programme

but none of them signified in categorical termdrthdllingness to employ them.

Finding 7: Majority of the sampled Employers [72%)] expresseilingness to assist in equipping CU

undergraduates with professional skills requiretheworkplace.

Finding 8: The most prominent suggestion was ‘continuitfhe Employers interviewed strongly recommended
that Covenant University should endeavour to mairita standard. Other recommendations were: Gililshintensify on
training and capacity building of its staff; Relagaching to solve real life issues and inculcatthe students team work
skills.

Bearing in mind the sample size of this pilot stuhd the limitations of this study, it should bé&emated that
some degree of caution need be applied when irtigmgrthese findings. Consequently, all the infees, interpretations
and extrapolations made here are speculative. eTibelearly a need for more longitudinal studygach more Employers

to allow for more reliable and valid generalization
The findings were discussed in the light of curd@gatatures while the following are recommended:

e A pragmatic review of the current programme cultou and course compacts should be made in
collaboration with world class Industries and Enyels of labour with the aim of deleting redundamtirses

and programmes and injecting more industry andegpcelevant programmes;

» The strategy of inculcating the university coreues, which are clearly needed in the world of wa¥,

confirmed by this pilot study, should be reviewedengender a significantly better result. On nooaot
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should Employers be finding CU graduates isoldeeking professionalism, coming late to work, algs
early or not working assiduously during work howghibiting Nonchalant attitude to work and hgrdl

meeting timelines.

* There is need to make this study statutory anditodigal to allow for a more pragmatic developmeht
model of tracking CU graduate, their Employers dheir Performance in the world of work.  This

continuous feedback is imperative for the Univgtsitontinuous development.
KEYWORDS: Employers, Perception, Graduates, EmployabilitifssiCovenant University
INTRODUCTION

Covenant University was established in October 208 the mandate to raise a new generation ofdesadn
order to do this, Covenant University's departundgsophy of departing from knowledge to empowertramd points to
facts has played a major role. Covenant Univelsity stood out in 13 short years as the best priniteersity in Nigeria
and has gained competitive advantage which hagt @st the Second Best University in Nigeria. Whike aim of the
university has gone beyond Nigeria and Africasiturrently driving towards becoming one of thetlies universities in

the world within ten years tagged “one of ten in.te

One of the steps towards achieving this goal ok“ohten in ten” is to collect, analyze and intetgnformation
on employers perception of the graduates of Couvddaiversity within their employment. This is aimatievaluating the
real life application of the plethora of soft skiland the technical skills the students have baeght in school. The
present evaluation of employers perception of Camerlniversity graduates is important owing to tlaet that
organizations around the world have reported they fare more in need of “industry-relevant compatsi (Jackson,
2009). Hence, the needs to examine the knowledgkawe imparted in our students against the expesttifid from the

employers of our graduates.

The present study is in line with what obtains iorld class universities. It is well documented thdter world
class universities like Harvard, Yale and Princekmmow where their graduates go to after graduatfeor. instance,
majority of Harvard graduates tend to go into cdtitsg and finance with 22%, 22%, 21%, 28%, 27%, 29%% , 23%
and 24% reportedly going into consulting each yeam 2006 to 2014 respectively while 41%, 45%, 4582%, 345,
39%, 35%, 265, 32 went into finance the same pditadvard Business School Employment Statistiab)n.

Interestingly, in 2010, it was reported that Hadya®Btanford and Yale graduates were represented anosng
members of the United States congress (MorellaQROHowever, data is yet to be available on howdetts from
universities in Nigeria, especially private univges are generally faring in the world of work.iFlstudy is an attempt to
close this gap for Covenant University by collegtianalyzing and presenting empirical data on epgrkperception of

Covenant University graduates.
LITERATURE REVIEW

The success of any institution is measured by tdmributions of her graduates wherever they areilpged to
serve either as employees or employer of labouf éseployed). Organisations, industries and theetgat large assess
the contribution(s) of an individual graduate andegnecessary feedback on how well such an indalids faring in

relations to the demand of employment. Graduatgl@yment generally reflects the relationship betwéee university
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and the outside world or town and gown (Boden & ®&lad 2010) hence; universities tend to expect faeklfrom

employers on how their graduates are performirgr gftaduation.

In Nigeria, graduates are generally gainfully emgplb in either of the following areas: “(a) the gualsector,
including government ministries, schools, and patats; (b) the private sector, which encompassesl 20 medium-
sized private business as well as multinationapawations; and (c) self employment” (Dabalen, OniA&ekola, p.15).
Irrespective of the sector or area of employmédrdrd is increasing need for the employee to meetitiptheir own side

of the psychological contract of employability.

Universities world over are increasingly interestedssessing the employability of their graduates employers
assessment of same. According to Alibaygi, Bardaramidehkordi and Pouya (2013, p. 674), “emploligbis defined
as the perceived ability of conquering sustainasteloyment appropriate to one's qualification(futiies have been
carried out in universities and in different coigdrto assess the employability of graduates. #&iance, in countries like
South Africa (Bruwer, 1998), Australia (Jackson &apman, 2012), Iran (Alibayegi al, 2013), Pakistan (Mirza, Jaffri, &
Hashmi, 2014), the United Kingdom (Tomlinsin, 2008prth America (Casner - Lotto & Barrington, 20@6)d so forth,

universities have carried out studies to examieeestiployability of their graduates.

Universities quest to assess employability is mdy @urriculum adjustment and development drivetibualso
hinged on the fact that employers of labour areeiasingly looking out for “employability skills” @hwhen there is an
observed lack of employability skill in graduatehonvhave been employed; it tends to cause highigirtgacost to both
government and private sector employers (Dabad¢rgl, 2000; Zakaria, Yatim, & Ismail, 2014). This disipa was
highlighted by Dabaleet al (2000, p. 21) who noted that, “a large mismatcheaps to exist between university output
and labor market demand” and this has made sonmassipoint out that employers are beginning to adewrif graduates
are “really ready to work” and if they are, how #ney able to apply the basic knowledge or skdrie in the university in

the work environment? (Casner - Lotto & Barringta@06, p. 1).

Studies have found gaps in the possession of ramial skills as major challenge in employabitifygraduates
(Jackson, 2013). As have been noted earlier, “seribisconnect exists between university trainindg #re needs of the
labor market” (Dabaleret al, 2000, p. 24). Interestingly, Covenant Universigs from the outset entrenched into her
curriculum the development of non-technical skibsaugment the technical skill skills acquired lne tstudents by
teaching custom made courses like the Total Manc&un(TMC) and Entrepreneurial Development Studie€3S) and
recently, the Towards a Total Graduate (TTG), @eatie in Leadership Development (CLD) and Diplomd.eadership
Development (DLD). The skills and knowledge obtdifiemm these custom-built courses are aimed amnadeilue to the
credentials of Covenant University graduates ash#iklife of university degrees world over tendkie on the decrease.
This decrease was highlighted by Tomlinson (20089 weported that students in the United Kingdomehasserted that,
“the degree is not enough” to succeed in the enméoy market. However, some of the questions thavars are being
sought for by university proprietors are: how ate graduates assessed by employers? What is tepeutive of the

employers in our student’s employability?

It has been reported that undergraduate work plantsrof students enhance future workplace adjudtanesh
integration (Crebert, Bates, Bell, Carol-Joy, & @malini, 2007). This reflects one of the core asperf Covenant
University educational philosophies, that is, tgp@se students to the world of work through the emtidvork-study

programme. Also, students exposed to career marageskills and internship as is done in Covenanivéisity have
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been found to be employed in lesser time than dwitemporaries (Taylor & Hooley, 2014). Howevenpirical data is
yet to exist to capture how these extra inputsraining Covenant University students are beingeméld in the

employment sector from the perspective of the eygrm

Incidentally, it seems that Universities are on ¢ine hand busy graduating students while emplogeron the
other hand expecting different skills from whatuarsities are providing their graduates with. Oh¢éhe major points of
debate is the fact that the required competenciesrhployability of graduates seems to be diffdyeperceived by the
students and employers to the extent that diffelemtls of students tend to see what is neededet@rbployable
differently (Tymon, 2013). This disparity in anfation of needed skills was pointed out by JackswhChapman (2012),
who recently noted that a disparity has been olseia Australia between what managers and supesviste as
non-technical skills needed and what business aciaderated. In order to reduce this disparity, moo#laboration
between ‘town and gown’ is needed so that the preduof graduates and the employers of graduagein @andem with

their needs.

The quest of the Covenant University managemeitiecoming one of the best ten universities in the ten
years will be realized when they have access orfegdback from the larger society as to the peréme of their
graduates. Covenant University is a Christian peviastitution located in the western part of NigeBy the name
Covenant, the proprietor believed that the sch®@l icovenant with God, Parents, and also the stade deliver only the
best in all ramifications (academically, morallpjrggually etc.) and to raise the students as a gewneration of leaders.
Assessment is highly relevant in other to ascettsh the mission of raising a new generation aflas is achieved after
graduation and it could be accessed through empdogiesessment of our graduates in relations wakdwgates from other
institutions, that is, without assessment and gybaithout comparison of graduates from differardtitution the success

of an institution will not be measured or appresiat

To situate graduates learning, skills and overettievement there is need to engage in a varietpstitutional
assessments. Assessment is the process of gathefomgation using various methods to systematjcglhuge the
effectiveness of the institution and academic mow to document student learning, knowledge, bebasj and skills as
a result of their collegiate experiences. Apartrfi@edback from employers as regard the univegsaguates, assessment

will inform programme development, instruction, asubsequently enhance student learning.

In order to tap the skills needed by graduateseogainfully employed, Zakaria, Yatim, and IsmaiD{2)
developed a 12 item instrument measuring the foligwelusters of abilities: “communication skill,gfessional ethics and
morality, entrepreneurial skill, critical thinking problem solving and personal quality” (p. 1202 owever, in a more
detailed study, Mirza, Jaffri, and Hashmi, (201dparted a skill gap or disparity between Pakiseanployers needs and
graduate students possession in the following af€mmmunication and business specific skills whisbludes: verbal
communication, Communication in mother tongue, Gu&r service skills, Reading skills, Interpretasibrskills,
Entrepreneurship skills, Ability to interpret busss problems and develop appropriate solutionslitilto plan and
organize; Core employability skills which includeeam work, Hard work, Self —discipline, Effectiv®evoted,
Productive, Self-motivated and Initiating. Professil skills which includes: Accuracy, Decision rimakskills, Ability to
apply knowledge of the subject, Ability to use middools, equipment and technologies, specific db, jHonest,
Persistent, Technical skills related to subject Effitiency” (p. 17). These skill set reflects whahployers in these climes

tend to expect from employees. However, for Nigegiaployers are yet to come up with a blueprintvbat they really
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want in graduates.

Interestingly, scholars have called for the medslita of these skills noting that, “graduate levef
employability skills should be evaluated beforeeeinly work market” (Zakariat al, 2014, p. 1202). Covenant University
has over a more than a decade entrenched thete iskiler graduates but there is need to examinehdt has been
imparted into the students are in consonance withtws required by the employment sector hencestiidy which is

aimed at assessing Covenant University graduates émployers point of view.
STATEMENT OF PROBLEM
The problems that prompted this study were:

 Employers’ dissatisfaction with the quality of guades produced by Nigerian Universities. Many @nésiay

graduates were describedhadf-baked

e Covenant Universities’ concern about the performreaind their graduates, which is an indication of the

performance of the institutions in terms of thagian or mission statements

STATEMENT OF OBJECTIVE

General Objective

The general objective of this study is: “to gathdormation from Employers regarding their assessnod the
job performance of Covenant University graduatesthmeir organizations, and to gain insight into eoygls’

expectation of graduates work skills”.
Specific Objectives
The specific objectives of this study are to:
» Ascertain the work skills and traits highly ratedBmployers as necessary for job effectiveness

» Know the extent to which Covenant University [Gighduates meet Employers’ expectations in ternjslof

effectiveness
e Find out the outstanding traits observed in Cldgedes in the workplace
e Find out the disappointing traits observed in Ghidgiates in the workplace
e Find out the areas that CU graduates require ne+tca
» Know the institutions that produced the best penfag students in the workplace in the past 4 years
»  Ascertain Employers’ willingness to accept CU studdor SIWES programme
* Ascertain Employers’ willingness to employ CU gratks

» Ascertain Employers’ willingness to assist in equmg CU undergraduates with professional skillsuresg

in the workplace

» Collate Employers’ suggestions for Covenant Unignhanagement in terms of preparing studentsHer t

world of work
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RESEARCH QUESTIONS
* What are the work skills and traits highly ratedeayployers as necessary for job effectiveness?

* To what extent do Covenant University [CU] gradgateeet Employers’ expectations in terms of job

effectiveness?
* What are the outstanding traits observed in CUuptes in the workplace?
* What are the disappointing traits observed in Catgates in the workplace?
e In what areas do CU graduates require re-training?
e Which institution produced the best performing stud in the workplace in the past 4 years?
* Whatis the degree of Employers’ willingness toegatcCU students for SIWES programme?
 Whatis the degree of Employers’ willingness to egCU graduates?

* What is the degree of Employers’ willingness toigisimn equipping CU undergraduates with profesdiona

skills required in the workplace?
* What are Employers’ suggestions for Covenant Usityemanagement?

METHODOLOGY
* Research Design

Survey design, using questionnaire and intervieidajines, was adopted for this study — being pradantly an

opinion poll study.
» Population

The populations for this study were all the Gradsabf Covenant University from 2006 to date andrthe

respective Employers. Approximately, they are alf@00 graduates.
Sample and Sampling Technique

A target sample of 1000 Covenant University Gradsiand their respective Employers were attemp#siter
several futile efforts to reach the Graduates dwar tEmployers, spanning several months, the rebetgam was
eventually able to reach thirty nine [39] Employershe challenges experienced with getting adegsateple for this
study is presented under the limitation of studyisTis partly what informs the tagging of this domnt as gilot study
report Due to the nature of the study, the samplingrigpie was purposive. Details of the Employerspaesented in
Table 1 below:

Table 1 List of Employers Who Participated in This Study

1 | Skye Bank, Victoria Island
2 | Exusia Nigeria Limited Lagos Island
3 | Priority Communications Lagos Island
4 | ALFREN PLC Island Lagos Island
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5 | Samsung electronics Electronics

6 | Smile communication Ikeja

7 | Standard Chartered Bank Ikoyi

8 | Wild fusion Digital Agency Ikoyi

9 | RIC properties Tinubu way, Island

10 | First Capital trust PLC Adeyemo, Victoria Islahdgos
11 | Sahara Powers Ikoyi, Lagos

12 | Fleet Technology Victoria Island, Lagos

13 | Unified payment services Victoria Island, Lagos

14 | HGE capital oil Lagos

15 | Mansard Insurance Lekki

16 | Price Water Cooperation (PWC) Muri Okunola, V.1

17 | Covenant University Department of Accounting
18 | Covenant University Department of Sociology

19 | Covenant University Department of Psychology
20 | Covenant University Department of Microbiology
21 | Covenant University Establishment-HRD

22 | Covenant University Department of Biochemistry
23 | Covenant University g(e)y/i?oep(r)r]:el_n?[asdtirdsizgo and

SourceField work conducted in Lagos and Ogun State0itvl

Note: The N value is justified by the fact that somstittions like Covenant University have many

distinct departments whose staff are CU graduaiesh of such departments represents an Employer.

INSTRUMENTS

The instrument used for data collection w@aiéstionnaire on Employers’ Perception of Coverldniversity
Graduates Major sections in the instrument include: Emmds Work Skill Expectations for Staff; The ExteGU
Graduates have met Organization expectations; Bieersities that produced the best performingf staér the years in
the establishment; Outstanding features of CU Gaeeduas observed by Employers; Disappointing toditerved in CU
Graduates; Areas CU Graduates had to be retraiv@tingness to collaborate with CU to equip undedpates with
professional needed for the world of work; Williregs to accept CU students for SIWES; Willingnesgrtploy CU
graduates; Remarkable Achievement by CU Graduates;Suggestions/Recommendation. Copy of the qumstire is
under Appendix 1. Essentially, thentent validityof the instrument was ascertained expert scraim/moderation.

PROCEDURE FOR DATA COLLECTION

After obtaining formal permission from the Registthie Researchers visited CU registry to obtaintact details
for all graduates since 2006. Thereafter some Cab@ates were contacted via telephone calls withaitimeof obtaining
their Employers' contact details. Furthermore, @& Alumni Office was visited to obtain data on Quates' current
employment status and Employers' details. Manyhefdontact details obtained from the CU registrg Alumni office
were links to Parents of CU Graduates who promiseget in touch with their children and revert. vi#wer, many of
these promises were never fulfilled. It was durihg Alumni annual meeting which coincided with {heriod of data

collection for this study that more Employers’ attdetails could be obtained. The effort to re@chduates’ Employers
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took over 6 months.

Thereafter, two research assistants were hirddettaand sent to interview the identified Employeithin Lagos
and Ogun State. Heads of departments and Unitsew@e Gradates were working within the CU campusewaso
interviewed. The chunk of data used in this stwdyg obtained via this effort.

DATA ANALYSIS

Simple descriptive statistics of frequency courtt parcentages were used to analyze data colleatehi$ study.

The results of the analyses are presented below.

RESULTS

Table 2 Degree of Importance Employers Attached to SuggestaVork Skills

Basic knowledge of core
1 concepts in the field 29 4 10 26 0 0 0
2 | Communicative skills 31 79 7 18 1 3 0
3 | Interpersonal skills 28 72 9 23 2 5 0
4 | Critical thinking 27 69 11 28 1 3 0
5 Problem solving skill 30 77 8 21 1 3 0
6 Z\Siﬁptablllty/Flexmll|ty o5 64 11 28 3 8 0
7 | Leadership skill 23 59 13 33 3 3] 0
8 | Planning skill 11 28 23 59 5 13 0
9 | ICT skill 25 64 12 31 1 0
10 Cor_1f0rm|ng with Work 28 72 9 23 > 5 0
ethics
11 | Time management 17 4 20 51 1 3 0
12 Abll!ty to use relevant 21 54 14 36 4 1d 0
equipment
13 | Character 20 51 17 a4 2 5 0
14 | Organisational skill 18 46 17 44 4 10 0
15 | Management skill 21 54 15 38 0 0 0

Source Field work conducted in Lagos and Ogun State0itv

Note: The N value is justified by the fact that sometitutions like Covenant University have many disti

departments whose staff are CU graduates. Eashobfdepartments represents an Employer.

www.iaset.us anti@iaset.us



32

Jonathan Adedayo Odukoya, Alao Amos, Gesinde, Jidedekeye, A. Sholarin,
Sussan Adeusi, Ayo Elegbeleye, Dalgdbokwe and Elizabeth Olowookere

Out of the fifteen [15] work skillssted, the sampled Employers consistently rateelvie [12] skills more

‘very important’ more often than the remaining #i@] skills that were rated asriportant. None of the works skills

were rated as ‘namportant. No new work skill was suggested by the samgieaployers. The four [4] highest rated

work skills/attributes, that were rated by Emplayass very important'were: Communicative skil[1%; 79%]; Problem
Solving skill[2" 77%)]; Basic Knowledge of Core concepts in the field ofkw™; 74%] andConforming with Work

Ethics [4™; 72%).

Table 3. Extent to Which Cu Graduates Met Employers’ Expectéions

2014 1 3 4 10 0 0 0 0
2013 2 5 5 13 0 0 0 0
2012 1 3 4 10 0 0 0 0
2011 1 3 7 18 0 0 0 0
2010 2 5 3 8 0 0 0 0

Source:Field work conducted in Lagos and Ogun State9iv2
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Very few of the sampled Employers responded tagthestion onéxtent to which VU Graduates met Employers’

Expectations’. The highest response rate was seven [7] or 18%0bt. The overriding judgment of the few Employers

who responded was that Covenant University graguatet their expectation oniyoderatelyor averagely. A fewer

proportion [Max = 5% or 2] of the sampled employesgorted that the CU graduates they have empliaygdly met their

expectation. None of the Employers sampled reddhat CU graduates did not meet their expectation.

Table 4 Outstanding and Disappointing Traits Observed in CUGraduates

Isolation [not interacting]| 4 10 f %
lack of professionalism 3 8 Diligence 1 3
Lateness 2 5| Responsible 3 8
Nonchalant attitude 2 5§ Discipline 2 5
Inability to meet deadlines 2 % Consistency 4 10
Excuses 1 3| Commitment 4 10
Laziness 1) 3| Dedicated 6 15
Reluctant 1 3

Sourcdield work conducted in Lagos and Ogun State®it¥2
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Again, only few of the sampled Employers responttethe questions of outstanding and disappointragst
observed in CU graduates — Maximum of 10% or 4dfsappointing traits and 15% or 6 for outstandimit$. From the
few Employers who responded, Isolation [hardly gmggin social interaction — 10% or 4 Employergtteed as the most
prominent disappointing trait, followed by lack of professionalism [8% or 3 Empérs], lateness [5% or 2 Employers],
Nonchalant attitude [5% or 2 Employers] and in&pitd meet deadlines [5% or 2 Employers] . Thest outstanding
features of CU graduates reported were: dedication to iLBP6 or 6 Employers], Commitment [10% or 4 Emplsjer

and Consistency [10% or 4 Employers].

www.iaset.us anti@iaset.us



34 Jonathan Adedayo Odukoya, Alao Amos, Gesinde, Jidedekeye, A. Sholarin,
Sussan Adeusi, Ayo Elegbeleye, Dalgdbokwe and Elizabeth Olowookere

Table 5. Areas where CU Graduates needed to be Upgraded oreRrained

Team work ability 9 23
Leadership 3 8
Counseling 3 8
Auditing skills 3 8
Technicality 2 5
Administrative skills 2 5

Source:Field work conducted in Lagos and Ogun States 420

O NWRUO~0WoO
IR T R N N |

The two top areas where CU graduates needed topbeaded or re-trained, as reported by the sampled
Employers, were: teamwork and leadership skill %p281d 8% respectively; N=39]

Table 6: Universities that Have Produced Best Performing Wadk Force

University of Lagos 6 4 5 nil
Covenant University 5 5 1 4
University of Ibadan 3 1 2 nil
Olabisi Onabanjo University 3 nil nil nil
Obafemi Awolowo University 2 nil nil 2
University of llorin 1 3 nil nil
University of Benin 1 nil 2 nil
University of Nigeria Nsukka 1 nil nil nil
Ahmadu Bello University nil 3 nil 1
UNAAD nil 3 nil nil
Niger Delta University nil 1 nil nil
Lagos State University nil 1 nil nil
Delta State University nil nil 3 1
Landmark University nil nil nil 1

Sourcé&ield work conducted in Lagos and Ogun State9i?2
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University of Lagos received the highest dating as the university that has produced thst performing
students in the past 4 years [from 6 Employerdlofieed by Covenant University [from 5 Employersyniversity of
Ibadan [from 3 Employers] and Olabisi Onabanjo @nsity [from 3 Employers].

Table 7. Employers’ Willingness to Employ and Accept CU Studnts for SIWES

NO 9 23 Not applicable 36 92
YES 27 69 It Depends [e,g. vacangy] 2 5
N/A 2 5 Clearcut ‘Yes’ Response 0 0

Source:Field work conducted in Lagos and Ogun States itd20

Majority of the Employers sampled [69%)] were wijito accept CU students for SIWES programme bué raén

them signified in categorical terms their willingiseto employ them.

Table 8: Willingness to Assist in Equipping CU Undggraduates with Professional
Skills Required in the Workplace

1 Yes| 28| 72
2 No | 10| 26
SourceField work conducted in Lagos and Ogun State®it¥2

Majority of the sampled Employers [72%] expressellingness to assist in equipping CU undergraduatits

professional skills required in the workplace.

Table & Suggestions and Recommendations from Employers

Relate teaching to solve real life issy 2
Training 3| 8
Team work/team dynamics 2 5
Continuity 6| 15
Capacity building 3 8

Source: Field work conducted in Lagos and Ogun State®iv2

The most prominent suggestion was ‘continuity’ [fftoyers — 15%]. The Employers interviewed strgngl
recommended that Covenant University should endeat®m maintain its standard. Other recommendativase: CU
should intensify on training and capacity buildioigits staff, Relate teaching to solve real lifsuss and inculcate in the

students team work skills.
DISCUSSIONS, RECOMMENDATIONS & CONCLUSIONS

Bearing in mind the sample size of this pilot studgme degree of caution need be applied whenpiating
these findings. Consequently, all the inferena®grpretations and extrapolations made here ageutative. There is

clearly a need for more longitudinal study to reawre Employers to allow for more reliable and daeneralization.

Finding 1: The four [4] highest rated work skills/attributébat were rated by Employers agry important’

were:Communicative skillProblem Solving skillBasic Knowledge of Core concepts in the field afkvamdConforming
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with Work Ethics

The finding here agrees with submissions in therdiure that the paramount skills needed for sscoeshe
workplace arecCommunicative skillProblem Solving skillBasic Knowledge of Core concepts in the field ofkwand
Conforming with Work EthicsFor instance in the SCAN Report (2006), Employeits that Land-Grant universities in
United States had prepared graduates in basis s&tjuired in the workplace, such dscision-making, problem-solving,
management skills, organizational skills, leadepshétiquette and global awarenessAdditionally, Employers felt that
Land grant college graduates had good preparatitimei following interpersonal skills needed in therkplace: initiative,
creativity, teamwork, dedication, appearance, aridgpopen-minded. In a related study by Raza (R0tldvas found that
Employers from sampled sectors of industry unanshopointed out that they were not fully satisfigidh the quality of
Pakistani university graduates in all the four areas of developmenlisskintellectual development skills, personal
development skills, professional development skilisl social development skillEhis is an attestation of the veracity of
this pilot study. The implication of this findirig that management needs to pay more attentiomctddating these skills

in their students.

Finding 2: Very few of the sampled Employers responded ¢oghestion onéextent to which CU Graduates met
Employers’ Expectations’. The overriding judgment of the few Employers wbespgonded was that Covenant University

graduates met their expectation onmgderatelyor averagely.

The fact that only few of the sampled Employergoesied to the question of whether CU graduatestiedt
expectations and the few who responded gave aageenark to CU graduates tend to suggest that stilcheed to be
done to equip students for the world of work. Armgpely a pragmatic review and injection of somehaf paramount work

skills/traits listed under finding 1 above is liggb catalyze a positive improvement in this dii@at

Finding 3: Again, only few of the sampled Employers respahde the questions obutstanding and
disappointingtraits observed in CU graduates. From the few Bg@bk who respondedsolation [hardly engaging in
social interaction] featured as the mg@sbminentdisappointing traif followed by lack of professionalismlateness,
Nonchalant attitudeand inability to meet timelinesThe most outstanding featuresf CU graduates reported were:

dedication to dutycommitmentandconsistency

The same explanation tendered for finding 2 abeweld to apply here. There is an apparent neednduct a
pragmatic review of the curriculum in tertiary iibgtions to meet current demands of the world ofkwvoOvert and covert
observations of students currently on campus tersdipport the claims of sampled Employers in timdifig. For instance,
a number of the students tend to find it difficltwork as a group. This was observed during gtotgrial assignments
and the last university wide leadership course gnowject. A number of students also tend to exhh@ habit of going
late for lectures and university events with impitgi Some hardly meet timelines. What could actofor these
noticeable negative traits in the Covenant Univgrgiaduates sampled? Could it be their persgndigposition, home
training, social and emotional immaturity, geneapathy towards societal cum cultural decorum? sjreetive of what is
responsible, we have the responsibility of incufeathe right employability skills and ethics iretktudents, such that will

make them tangible assets in the world of works.

Finding 4: Two key areas where CU graduates needed to bedgd) or re-trained, as reported by the sampled

Employers wereteamworkandleadershipskills.
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This finding, coming in response to a differentmppt, tends to corroborate the earlier report tHdtgaduates
operate in isolation. This suggests that they meeck training in the ardg@amwork This naturally goes witlkeadership
skills. A good leader is naturally a team playleris therefore timely that the CU has commencednaversity wide

leadership development programme. This is aptdoess the negative traits attributed to CU graguat

Finding 5: University of Lagos received th@ghest first rating as the institution that has produced the best

performing students in the past 4 years, followgdbvenant University and University of Ibadan.

It is quite interesting that a fledgling privateivarsity like Covenant University could be ratedSescond Best University
in Nigeria coming second to University of Lagos atibve University of Ibadan being among the olgestic institutions
in the country. This finding suggests that Covendntversity is gradually picking up in the field dfuman capital
development in Nigeria. It is apparent that witle tadoption of the recommendations from this studly, and its

graduates will become clear leaders in almostaditive human endeavours.

Finding 6: Majority of the Employers sampled [69%] were i to accept CU students for SIWES programme

but none of them signified in categorical termdrthéllingness to employ them.

The current economic situation in the country [Migkemay account for the non-categorical resporséhe sampled
employers to the question of readiness to employg@idiuates. The fact that they are willing to atc@U students for

SIWES is a confirmation of this speculation.

Finding 7. Majority of the sampled Employers [72%)] expresseilingness to assist in equipping CU

undergraduates with professional skills requiretheworkplace.

It is quite exciting to know that majority of tharapled Employers were willing to assist CU manag@nire equipping
students with requisite professional skill. Thestyres is tandem with the institution policy ofl@oorating with relevant

industries in the quest to build relevant profesaiskills in our students.

Finding 8: The most prominent suggestion was ‘continuitfhe Employers interviewed strongly recommended
that Covenant University should endeavour to mairita standard. Other recommendations were: Gililshintensify on
training and capacity building of its staff; Relagaching to solve real life issues and inculcatthe students team work

skills.

These are highly relevant recommendations thatldhmitaken seriously by management. A pragmakipton
of these recommendations is apt to catalyze thiegsmnal development of our students whilst enimgnthe realization
of vision 10:2022.

LIMITATIONS OF STUDY

The major limitations to this study were time factpaucity of functional contact details on CU Alnin
Uncooperative attitude of some CU Alumni that weoatacted in refusing to link Researchers withrtBgnployers and
unwillingness of some Employers to give detaileseasment report on CU graduates in their employmieonically, the
latter was experienced more in Covenant Univergtigre we had over one hundred [100] CU Alumni erygdbas staff

or Faculty.
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RECOMMENDATIONS
Following the findings from this study, the follavg are strongly recommended:

e A pragmatic review of the current programme cultou and course compacts should be made in
collaboration with world class Industries and Enyels of labour with the aim of deleting redundamtirses

and programmes and injecting more industry andespcglevant programmes.

» The strategy of inculcating the university coreues, which are clearly needed in the world of wa¥,
confirmed by this pilot study, should be reviewedengender a significantly better result. On nooaot
should Employers be finding CU graduates isoldeeking professionalism, coming late to work, ahgs
early or not working assiduously during work howghibiting Nonchalant attitude to work and hgrdl

meeting timelines.

e There is need to make this study statutory anditiodipal to allow for a more pragmatic developmeht
model of tracking CU graduate, their Employers dheir Performance in the world of work.  This

continuous feedback is imperative for the Univgtsitontinuous development.
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CONCLUSIONS

This study explored Employers’ perception of Coventniversity graduates on many parameters. b als
compared CU graduates with graduates from otharewsities in Nigeria. The expected work skills attics expected
by Employers were also investigated. Some of théirfgs suggest that Covenant University, withim bleort time of
existence, performed well, coming only second taveksity of Lagos. Though this finding tend to basupport with
current national rating of Universities in Nigeriget some degree of caution may need be appliddsastage considering
the limited sample size. Further longitudinal stuslyapt to clarify this point. These points nevel#iss, the study found

that there are still some areas CU managementtnesttiress to move from good performance to battdrbest.
REFERENCES

1. Alibaygi, A. H., Barani, S., Karamidehkordi, E. &#®&ya, M. (2013). Employability Determinants of Sani
Agricultural Students in Iran. Journal of agricuétlisciences and technology, 15 (4): 673 — 687.

www.iaset.us anti@iaset.us



Employers’ Perception of Covenant University Graduses 39

10.

11.

12.

13.

14.

15.

Boden, R. & Nadeva, M. (2010). Employability disceer universities and graduate ‘employability.’uttal of
education policy, 25 (1): 37 — 54.

Bridgstock, R. (2009). The graduate attributes webwerlooked: enhancing graduate employability ugto

career management skills. Higher education researdidevelopment, 28(1): 31 — 44.

Bruwer, J. (1998). Final destination graduate eymlent as key performance indicator: Outcomes aswFHs

perspectives. Retrieved from:

http://www.aair.org.au/app/webroot/media/pdf/AAIR@EDra/Forum1998/Bruwer.pdf

Casner-Lotto, J.& Barrington, L. (2006). Are Thegdy Ready To Work? Employers’ Perspectives oriasic
Knowledge and Applied Skills of New Entrants to tB4™ Century U.S. Workforce. Retrieved from:
http://files.eric.ed.gov/fulltext/ED519465.pdf

Crebert, G., Bates, M., Bell, B., Carol-Joy, P. &g@nolini, V. (2007). Developing generic skills wtiversity,
during work placement and in employment: gradugteteption. Higher education research and devedopr23
(2): 147 — 165.

Dabalen, A., Oni, B. & Adekola, A. A. (2000). Labdtarket Prospects of University Graduates in Nigeri
Retrieved fromhttp://siteresources.worldbank.org/NIGERIAEXTN/Restes/labor_market univ.pdf

Harvard Business school employment statistics rRktrieved from:

http://www.hbs.edu/recruiting/mba/data-and-statsgé mployment-statistics.html

Morella, M. (2010). Harvard, Stanford, Yale Gradubtost Members of Congress.
Retrieved from:

http://www.ushews.com/news/articles/2010/10/28/aedwstanford-yale-graduate-most-members-of-congress

Jackson, D. (2009). An international profile of irstty-relevant competencies and skill gaps in modeaduates.

International journal of management and educati®ii3): 29 - 58.

Jackson, D. & Chapman, E. (2012). Nechnical skill gaps in Australian business gradsat
Education + Training, 54 (2/3): 95 — 113.

Jackson, D. (2013). Business graduate employabilithere are we going wrong? Higher education rekeand
development, 32 (5): 776 — 790.

Mirza, F. M., Jaffri, A. A. & Hashmi, M. S. (2014An Assessment of Industrial Employment Skill Gapsong
University Graduates in the Gujarat-Sialkot-Gujrafav Industrial Cluster, Pakistan. Retrieved from:

http://www.ifpri.org/sites/default/files/publicatis/psspwpl7.pdf

SCANS Report (2006%ecretary’s Commission on Achieving NecessarysSRétrieved March 3, 2008 from
http://wdr.doleta.gov/SCANS/

Taylor, A. R. & Hooley, T. (2014). Evaluating thepact of career management skills module and isképn

programme within a university business school.ifrijournal of guidance and counseling, 42 (5): 48M09.

www.iaset.us anti@iaset.us



40

16.

17.

18.

19.

20.

21.

22.

Jonathan Adedayo Odukoya, Alao Amos, Gesinde, Jidedekeye, A. Sholarin,
Sussan Adeusi, Ayo Elegbeleye, Dalggbokwe and Elizabeth Olowookere

Raza, S.A & Nagvi, S.A. (2011).Quality of Pakistani University graduates as pemei by employers:

implications for faculty development’ ilournal of Quality and Technology Management
Volume VI, Issue |, June, 2011, Page-52

Tomlinsin, M. (2008). The degree is not enoughidsints’ perceptions of the role of higher educati@dentials
for graduate work and employability. British jouhad sociology of education. 29 (1): 49 — 61.

Tymon, A. (2013). The student’s perspective on @yglbility. Studies in higher education. 38 (6): 84&56.
Workplace Know, SCANS: (2003ntroduction to workplace skills and competencigstrieved January
28, 2003 from www.swadulted.com/workshops/SCANS/8IStml

Zakaria, M. H., Yatim, B. & Ismail, S. (2014). A NeApproach In Measuring Graduate Employability Bkil

Proceedings of the 3rd international conferencenathematical sciences, 1602: 1202 — 1208.

www.iaset.us anti@iaset.us



