AN ANALYSIS OF THE INFLUENCE OF THE SANDWICH PROGRAMME ON EMPLOYMENT PROSPECTS FOR SANDWICH GRADUATES

ABSTRACT
The study examined the effect of employment on sandwich graduate at the labour market, case study of University of Lagos. In this study, relevant and related literature review was carried out under sub-headings. The descriptive research survey was used in order to assess the opinions of the respondents with the use of the questionnaire and the sampling technique. A total of 100 (two hundred) respondents were selected and used as samples of this study to represent the entire population of the study. A total four (4) null hypotheses were formulated and used in this study. the test instrument was the t-test statistical tool at 0.05 level of significance. At the end of the exercise, the following results emerged: there is a significant effect of sandwich programme on employment of sandwich graduates at the labour market, there is a significant difference in employment between sandwich graduates and full-time graduates of University of Lagos, there is a significant gender difference in the employment of sandwich graduates due to type of academic programme in the school, and there is a significant difference in employment of sandwich graduates as a result of age barrier. Based on the conclusions reached in this study, the following recommendations were made: the sandwich graduates should not be discriminated against due to age disparity of the students in question and in terms of issuance of certificate, the certificates given to the sandwich graduates should not be written part-time or sandwich different from those issued to the full-time graduates.

CHAPTER ONE

INTRODUCTION

1.1 Background of the Study  

The increasing economic responsibilities of governments at the federal and state levels have impacted their ability to consistently hire qualified teachers to keep up with the growing number of students enrolling in Nigerian secondary schools. The use of Sandwich Programmes and part-time programmes of tertiary institutions in Nigeria is a reliable way to enhance the academic quality of serving teachers and increase the number of teachers for Nigerian secondary schools. This approach ensures that quantity is not compromised at the expense of quality and standards. (Mezieobi, 2006).

Mkpa (1997) explains that Sandwich and Part-time teacher-education programmes aim to support the intellectual growth and competency of teachers and individuals interested in teacher-education. These programmes are designed to accommodate those who cannot participate in regular school-based programmes due to work commitments and family responsibilities as adults.

It is worth noting that the distance education programme, introduced during the Obasanjo regime in 2000, has the potential to greatly enhance access to education. However, it faces challenges such as the absence of suitable communication devices and well-designed courses, unreliable power supply, insufficiently trained personnel in distance or sandwich learning, and a lack of effective monitoring mechanisms. Education innovation, such as sandwich and part-time teacher-education programmes, aims to increase access to human resources development in teacher-education (Dashen, 2002).

The overwhelming response of aspiring students to part-time study and sandwich programmes during this challenging economic period cannot be emphasised enough. Many individuals are eager to attend school full-time and dedicate themselves solely to studying. Considering the current socio-economic situation in our society, it is common for learners to believe that they should secure a job with a steady income before pursuing any educational programme. Therefore, it is becoming increasingly common to see candidates eagerly enrolling in seasonal sandwich programmes, allowing them to focus on gainful employment for the remainder of the year (Makinde, 1996).

The fact that most candidates for this programme are adults is understandable, given the diverse range of their vocational and non-vocational interests. Additionally, they face various obstacles that prevent them from enrolling in full-time study programmes, such as the challenges arising from their domestic lives, work, and other commitments (Afe, 1990). Based on Afe's (1990) research, it is evident that sandwich students typically fall within the age range of 25 to 51. During this period, they are expected to become self-reliant and no longer rely on their parents or guardians for support. A majority of them are married and have children.

It is worth noting that there has been a significant increase in the number of Colleges of Education, from less than 8 to about 17 by the late 70s, indicating a growing interest in continuing education among sandwich students. The NTI - National Teachers' Institute Centres, along with other centres with various labels like Project-Time, are currently providing training for external candidates pursuing the Nigerian Certificates in Education. This initiative aims to produce more teachers for our schools. According to Ilogu (1996), the purpose of this is to mitigate the impact of population growth resulting from the implementation of the National Development Plans (1960 – 1985) and the Universal Primary Education (UPE) of the 70s.

According to Makinde (2001), there is a growing interest among institutions of higher learning due to the increase in the number of secondary school leavers and the decrease in new university entrants each year. Similarly, the Joint Admission and Matriculation Board (JAMB) is exacerbating the situation by implementing unusually high cut off points for admission into various institutions. Many adults often find themselves at a disadvantage when it comes to learning, as the primary focus tends to be on the younger generation. It's no surprise that sandwich programmes are being organised in some Nigerian universities.

A sign of the above is contained in the functions of the Institute of Education. They are among others:

(a) to organize in-service training and other courses and programmes for teachers;

(b) to hold conferences, conduct seminars and organize study programmes;

(c) to organize pre-service, in-service and continuing education courses for teachers and educators and

(d) to bridge the gap between the “Gown” and the “Town” through programmes relevant to the current needs of the society it serves.

The National Policy on Education (1981), stipulates that the least qualifications of the primary school teachers would be the National Certificate in Education (NCE) as soon as the 6-3-3-4 system commenced. As we are all aware, many sets of SSCE graduates have been turned out. This presupposes that most secondary teachers who were hitherto holders of the NCE certificate must of necessity, improve upon their academic standards to properly fit in to the secondary school system or face re-assignment to the primary school sector (Madufor, 2000).

There is no doubt that employment of sandwich graduates has been hampered by the kind of programme (sandwich) they have undergone in school. Despite the fact that sandwich graduates do not any longer have sandwich written on their certificates, yet they do not get employment in the labour market as the full-time graduates. That is to say that they are grossly discriminated against in the labour market. For instance, many employers, according to Munachi (2000), prefer to employ or engage those who graduated in the full-time programme than the sandwich graduates. The perception of the employers is that sandwich or part-time students were not thorough bred in their chosen academic fields, and therefore, do not have content mastery. They also assume that those who graduated from sandwich programme are already old individuals who could work productively and effectively if employed.

According to Onwuama (2001), these days, the employability of graduates solely depends on their types of programme in school, their age and their grade points. Onwuama submitted that individual graduates who are relatively young, who passed through the full-time programme and finished up with first class or second upper division are required for employment than those who finished on second class lower, third class or who passed through the part-time or sandwich programme. This is as a result of lack of employment in the country, which has made the employers of labour to adopt a stiff approach in order to eliminate some candidates who seek employment in the labour market.

1.2 Statement of the Problem

The effect of employment on sandwich graduates at University of Lagos cannot be overstressed. There is no doubt that employment of sandwich graduates has been hampered by the kind of programme (sandwich) they have undergone in school. Despite the fact that sandwich graduates do not any longer have sandwich written on their certificates, yet they do not get employment in the labour market as the full-time graduates. That is to say that they are grossly discriminated against in the labour market. For instance, many employers, according to Munachi (2000), prefer to employ or engage those who graduated in the full-time programme than the sandwich graduates. The perception of the employers is that sandwich or part-time students were not thorough bred in their chosen academic fields, and therefore, do not have content mastery. They also assume that those who graduated from sandwich programme are already old individuals who could work productively and effectively if employed.

The above problems propelled this researcher to examine the effect of employment on sandwich students at the labour market, a study of graduates of University of Lagos.

1.3 Purpose of the Study

The objectives of this study include to:

(1)  Find out whether sandwich programme affects graduates employment at the labour market.

(2)  Examine whether there is difference in employment between sandwich graduates and full-time graduates of University of Lagos.

(3)  Investigate whether there is gender difference in the employment of sandwich graduates due to type of academic programme.

(4) Find out whether the employment of sandwich graduates differ as a result of age.

1.4 Research Questions

The following research questions were raised in this study:

1.  Will sandwich programme affect graduates employment at the labour market?

2.  Will there be any difference in employment between sandwich graduates and full-time graduates of University of Lagos?

3.  How can we investigate whether there is gender difference in the employment of sandwich graduates due to type of academic programme?

4.  To what extent will the employment of sandwich graduates differ as a result of age?

1.5 Research Hypotheses

The following hypotheses will bee formulated and tested:

1. There will be no significant effect of sandwich programme on employment of sandwich graduates at the labour market.

2. There will be no significant difference in employment between sandwich graduates and full-time graduates of University of Lagos.

3. There will be no significant gender difference in the employment of sandwich graduates due to type of academic programme.

4. There will be no significant difference in employment of sandwich graduates as a result of age.

1.6 Significance of the Study

This study will be beneficial to some people and group of individuals:

(1) The sandwich students would benefit from the results and recommendations of this study because, it will help them to understand the effect of employment on sandwich programme. Not only that, this study will enable students to understand some other factors that militate against being gainfully employed especially at labour market.

(2) The lecturers would be more aware through this study, the implication of students’ (sandwich) programme on their employment at the labour market. Lecturers and indeed, other teachers at other levels of Nigerian educational system, would be able to appreciate the relationship between type of programme and students’ employment at the labour market.

(3) School Authority will be able to understand more effectively, students’ situations as regards study and work. With the results and recommendations of this study, the school authorities would be able to give concession to those who engage in routine work and also enroll in sandwich programmes to update their academic profiles.

(4) The society will be well informed through the findings and recommendations of this study. With this study, the society will be aware that type of study affects students’ employment in the labour market.

1.7 Scope of the Study

The study covers the effect of employment on sandwich graduates at the labor market, a study of University of Lagos, Akoka, Lagos.

1.8 Limitation of the Study

In this study, finance, time-frame and other logistics would pose considerable constraints in the effective completion of this study.

1.9 Definition of Terms

Operational terms would be defined in this study in the followings:

(1) Employment: In this study, it means the work an individual does to eke out a living.

(2) Sandwich or Part-time Students: This is the school programme in which students are allowed to enroll in academics at a part-time level or arrangement. It is different from full-time study.

(3) Constraints: This is what hinders or prevents something to succeed effectively.

CHAPTER TWO

LITERATURE REVIEW

In spite of widespread assumptions that employability is a concept of the current period, scholars of employability such as Peter Knight and Mantz Yorke note that the notion did not simply emerge as a way of explaining necessary responses to a radically changed economic and public policy environment since 1990.

Gazier (1998), one of the leading theorists of employability, maintains that the concept has gone through seven stages over the past century.

Dichotomic Employability: This approach emerged in the beginning of the 20th century in Britain and America. It made a distinction between those that are/can be employed and those that cannot be. This is a form of reformation of the longstanding Anglo- saxon dichotomy between the “deserving poor” (hard working and morally upright individuals who have fallen on hard time due to misfortune – e.g, illness or widowhood) and the “undeserving poor” (those who are lazy and morally degenerate). The former deserve charity, the later must be reformed.

Socio-Medical Employability: This theme emerged around the time of world war two in the USA, Britain and Germany in particular. It focused particularly on the social, physical or mental deficits of individuals that made them unfit for employment.

Manpower policy employability: This account developed mainly in the USA in the 1960s, and extended the deficit approach of the socio-medical model to other societal groups. Again, the focus was on the gap between their knowledge, skills and attitudes and those required by the labour market.

Flow employability: This is a primary French account, which emerged in the 1960s. it was radically different from the earlier approaches in focusing primarily on the demand side and the accessibility of employment within local and national economies, with employability defined as “the objective expectation, or more or less high probability, that a person looking for a job can have of finding ones” (Gazier 1998).

 Labour market performance employability: This emerged internationally towards the end of the 1970s. This concept focuses on the measurable labour market outcomes that result from specific policy interventions. These measures typically include period employed, hours worked and wage rates.

 Initiative employability: This account coalesced in the late 1980s in the North American and European resource development literature, which was starting to discuss the notion of the end of the “Salaryman” who worked for the same large corporation (or state bureaucracy) from leaving school until recruitment. With the purported end of a job for life, this account argued that successful career development now required the development of skills and attitudes that could make workers both succeed in their current jobs and motivated to get a better job in another organization. The stress here is firmly on the individual’s initiative and agency.

 Interactive employability: Following on swiftly from this account, emerged the notion of interactive employability. Whilst accepting the importance of individual agency, this account sought to balance this with a development of some of the insights of the French flow employability school regarding structural factors. Thus, it was argued that the employability of the individual is partly relative to the employability of others in the labour market, both as competitors but also in the sense that high levels of dispersed employability might attract new employment opportunities to an area. The state of demand locally and nationally is also considered, as are the rules and institutions that govern the labour market, reflecting the rise of institutional economics at this record. Thus, this account implicates employers and policymakers in the employability challenge alongside individuals.

THE CONCEPT OF EMPLOYABILITY
A report carried out by Hillage and Pollard (1998) for the Department for Education and Skills (DFES) University of Birmingham found that Employability is about having the ability to acquire initial employment, keeping employment and acquire new employment if required. For an individual, employability depends upon:

i. Assets in terms of knowledge, skills and attitudes

ii. The way these assets are used and deployed,

iii. Presentation of assets to potential employers

iv. The context within which the individual works, e.g. labour market, personal circumstances.

Comprehensively, employability is the capability to move self-sufficiently within the labour market to realize potential through sustainable employment. It is about being capable of getting and keeping fulfilling work. Employability is a difficult concept to define. Fugate (2004) and Little (2001) agree that employability is a multi-dimensional concept and factors relevant to obtaining a job and factors relevant to the preparation for work need to be distinguished between.

Yorke (2004) defined employability as a set of achievements-skills, understanding and personal attributes-that make graduates more likely to gain employment and be successful in their chosen occupations, which benefit themselves, the workforce, the community and the economy. Employability is not the same as gaining a graduate job, rather it implies something about the capacity of the graduate to function in a job and be able to move between jobs, thus remaining employable throughout their life.

From an employer’s perspective, employability is the capability of a graduate to display attributes that employers predict will be necessary for the effective functioning of their organization in the future (Harvey, 1997). Graduates need to be more pliable to the growing number of career changes experienced through life, because of the increase in short term contracts, part-time work, outsourcing and home- working (Harvey, 2000a). Employment and employability are not the same thing. Being employed means having a job, whereas being employable means having the attributes needed to maintain employment and progress in the workplace. Employability from the view of higher education institutes is therefore about producing graduates who are capable and able, and these impacts upon all areas of university life, in terms of the delivery of academic programmes and extra curricula activities.

Employability Skills
The concern of employers today are finding good workers and training them. According to Robinson (2000), employability skills are those basic skills necessary for getting, keeping and doing well on a job. These are the skills, attitudes and actions that enable workers to get along with their fellow workers and supervisors and to make sound, critical decisions. Unlike occupational or technical skills, employability skills are generic in nature rather than job specific and cut across all industry types, business sizes, and job levels from the entry- level worker to the senior-most position. Robinson also discusses that in order for one to become a valuable employee, an individual needs to think critically, act logically, be able to evaluate situations to make decisions, and to solve problems.

Finding from Dearing (1997) showed key skills to consist of four components: learning how to learn, Information technology (IT), Numeracy, and communication. He suggested that it was important that these were developed at undergraduate level. The Department for Education and skills (DFES) University of Birmingham adds teamwork and problem solving to this list. There are many different lists of key skills, although there is general agreement about the importance of communication, numeracy, teamwork, Information technology (IT) and problem solving (Dunne, 2000). These are considered to be generic skills as they represent skills that can be used to support study in any Psychosocial factors. The possession of some key skills Information technology (IT), numeracy for example, will facilitate the acquisition of subject understanding (Yorke, 2001), as using IT for research will enable students to learn more about their Psychosocial factors.

Employability skills are defined by Coopers and Lybrand (1998) in term of four key areas:

i. Key skills – communication, Information technology (IT), etc

ii. Traditional intellectual skills e.g. critical evaluation, logical argument

iii. Knowledge of organizations and how they work; and

iv. Personal attributes – motivation, self- reliance

Whereas Robinson (2000) defines employability skills into three general categories

i. Basic academic skills – e.g. reading, writing, arithmetic

ii. Higher order thinking e.g. reasoning, thinking, creatively and

iii. Personal qualities – e.g. self-control, team spirit

The critical  employability   skills
vary considerably in the way in which they are

organized but most researchers agree on the same skills and traits required by employers. Employability skills are not merely attributes that employers desire in prospective employees, rather, many employers now require applicants to have these skills in order to be seriously considered for employment. Following then review of over 100 studies undertaken to identify the characteristics and skills desired by contemporary employers, Sherer and Eadie state, “it is very important… that the schools provide the basic employability skills so that all students and adults are equipped to handle the complexities of their jobs throughout their lives” (1997: 16).

Within the university education, the generic skills needed to enhance graduate employability whether defined in terms of immediate work-readiness or longer term career prospect are: literacy, problem solving skills, team-working skills, and understanding of the world of work which refers to knowledge about the ways in which organizations work, what their objectives are and how people in the organization do their jobs (Coopers and Lybrand, 1998).

Measuring Employability
An Employability Performance Indicator (EPI) is thought by many to be too crude and that it could be used inappropriately (Harvey, 2000b). An EPI will probably be used as a management tool for the allocation of finding against performance criteria and also to produce information to inform students about potential career routes that might follow a particular university course (Smith, 2001). Concern has also been expressed that an EPI backed by the Treasury would be primarily economically-driven, rather than related to the education mission of HEIs and the broader purpose of higher education.

There are two main purposes of EPI:

i. Accountability and improvement, accountability through benchmarking and league tables, accompanying press coverage and through additional student numbers, and

ii. Improvement through internal institutional development and continuous quality improvement

Harvey (2000b), states that an EPI must have greater emphasis on improvement than on accountability, but that any EPI must be seen as part of the development of the learning process, not detached from it, Harvey (2001) concludes that any evaluation of employability needs to clearly indicate areas for internal improvement, rather than simply ranking institutions. There is a danger that institutions will focus too much on their place in the league tables as they seek to improve their scores. This may be at the expense of fulfilling the educational aims that students should leave with a rich variety of employment orientated skills, understanding and attributes (Knight and Yorke, 2001).

The Roles of National Universities Commission (NUC) in Enhancing Employability
The National Universities Commission (NUC) as a national body established in 1962 and charged with the responsibilities of granting approval for all academic programmes run in Nigerian universities, granting approval for the establishment of all higher educational  institutions offering degree programmes in Nigeria, ensuring quality assurance of all academic programmes offered in Nigerian universities; and standardization of educational programmes in the universities in line with the policy thrust that quality assurance focuses on education for competence. To ensure that these functions are met, NUC should ensure an orderly development of university education in Nigeria, to maintain its high standard, and to ensure its adequate funding. The NUC should ensure that the following are being done.

i. Motivation of qualified lecturers: The NUC in collaboration with the university governing council should ensure that more competent and qualified lecturers are recruited and well motivated to lecture, especially where they are needed. It is worthy to note that provision of staff development and welfare programmes such as regular payment of new salaries, improved authority-staff relationship, regular promotion, in-service training, loan facilities, well furnished staff quarters and conducive office accommodation as well as provision of appropriate education facilities complements and promote system efficiency which in turn increase quality of the output.

ii. Curriculum Review: The NUC should ensure that there is periodic review of curriculum. The periodic curriculum review should incorporate the quantitative and qualitative yearnings and aspirations of the society from time to time because society prescribes the goals that education follows (Fafunwa, 2004). The curriculum content should be more responsive to the needs of the society in order to make it relevant, effective and efficient

iii. Regular and Effective University Accreditation: The NUC should ensure that universities are genuinely and regularly accredited and certified to ensure the maintenance and sustenance of high standard. Accreditation exercise should now extend to accreditation and certification of physical facilities (buildings, offices, libraries and laboratories) and approval of university faculty programmes. The NUC should also introduce a measure of university performance that captures graduate labour market performance in the accreditation of department.

iv. Provision of Adequate Educational Facilities: The NUC should ensure that educational facilities such as contemporary textbooks, mass media gadgets, computers, well stocked libraries and laboratories, workshops, etc are adequately provided in every university. The quality of output produced in the university cannot be stronger than teaching and research environment provided in the system hence NUC in collaboration with government and major stakeholder should intensify their efforts towards the provision of educational facilities.

v. Improved Funding: The NUC in collaboration with ASSU should ensure that fund allocation to education is geared towards 26% of UNESCO recommendation. Obviously, failure to respect and maintain this recommendation is a present and clear danger to achievement of quality higher education in the country.

Vi Establishing a Workable link between Universities and Employers of Labour: This will enable it to be acquainted with those programmes that are selling in the job market and required by employers of labour.

Educational Acquisition and Employability
For business, the employee’s intellectual ability can be treated as an asset. This asset can be used to create products and services which can then be sold. The more highly-educated workers available, the more a firm can theoretically produce. The knowledge and skills of workers available in the labour supply is a key factor determining both business and economic growth. Economies with a significant supply of skilled labour, brought on through school education as well as training, are often able to capitalize on this through the development of

more value-added industries, such as high-tech manufacturing.

According to Lees, there is lack of a common language of skills between higher education institutions and employers (Dunne, 2000). Part of the problem with the skills agenda and initiatives in higher education is the assumption that skills has the same meaning in the education context as the employment context (Holmes, 2001). This is not necessarily true. The relationship between the employability- development opportunities provided by the higher education institute and the employment of graduate is complicated by the role played by employers who convert employability into graduate employment (Harvey, 2001).

Increasingly, graduate attributes are more important than the degree or subject studied (Harvey, 2000). For some employers, the degree or subject studied is not as important as the graduate ability to handle complex information and communicate it effectively (Knight, and Yorke, 2000). Graduate recruiters want a variety of other skills, personal and intellectual attributes, rather than specialist subject knowledge. Oral communication, teamwork, self-management, problem solving, leadership (warn and Tranter, 2001). Employability skills are all important. Employers increasingly want graduates who have self- theories that are marked by confidence, optimism, and a belief that they can make a difference. Employers want graduates who can adapt to the workplace culture, who can use their abilities and skills to evolve the organization and who can participate in innovative teamwork (Little, 2001). Employers also value critical thinking (reflection) as this is required for innovation and participating leading change. Morley (2001) suggests that the concept of employability needs to be developed to balance out the power-relations embedded in the employability discourse of recruitment and retention. She implies that the education process should also encompass employers so that they are more sensitive towards issues of difference such as race, class, gender, sexual orientation and disability.

Theoretical framework

Harry Jerome’s Structural Unemployment Theory (1934)
The concept of graduate employability in Nigeria can be best understood from the  perspective of structural unemployment theory. This theory originates from Harry Jerome’s work of 1934, Mechanisation in Industry. In this book, Jerome developed the concept of technological unemployment, which formed the base of structural unemployment. Structural unemployment refers to a social condition in which a labour market is unable to provide jobs for all eligible job-seekers because there is a mismatch between the skills of the unemployed and the skills needed for the available jobs. Structural unemployment is a lubricant for the wheel of vicious cycle of poverty to propel. It could sometimes be sustained by persistent cyclical unemployment: if an economy suffers from long-lasting low aggregate demand, it means that many of the unemployed become disheartened; dampening their morale and getting them frustrated. At the same time, their employability skills (including job-searching skills) become obsolete or out-dated. The consequence of this state of affairs is increase in debt profile, lowered educational/training opportunities, lack of self-esteem and lack of self- actualisation. This of course leads to the continuation of the vicious circle of poverty.

Theories of Psycho- Production Skill Acquisitions
Fitts (1984) developed three “learning phases” that humans undergo as we develop new skills. The first phase is called the “cognitive phase”. The cognitive phase occurs when individuals create a mental image of the skill they want to learn, divide the skill into smaller parts and identify each part. The second phase is the “associative phase”, which involves practicing the different parts of the skill and

then joining them together. This is also the phase where individuals may value feedback as they learn a skill. The final phase, the “autonomous” phase, occurs when the individual has repeated the skill often enough that he dose not need to think about it too deeply. Reaching this autonomous phase requires significant and sustained practice of the new skill, but can be very rewarding.

Studies into the process of psycho-productive skill acquisition recognizes two fundamental factors, instruction and practice. Practice provides the opportunity for a uniform slow, incremental and essentially automatic learning process, while instruction achieves its effect through cognitive processes which may include rapid changes in knowledge of relevant information, in perceptual organization, or in response strategy. Fitts (1984) characterized psycho-productive skill acquisition as a progressive shift of performance from cognitive to non-cognitive process. In his three phase theory of skill acquisition, Fitts (1984) said that the initial cognitive phase is dominated by learning rules, and procedures and other items of factual knowledge by means of instruction or trial and error.

The second and the third phases are dominated by practice during which stimuli become connected with responses, the associative and performance become increasingly independent of cognitive control (the autonomous phase). The Fitts sequence, which has been echoed by many writers (Rumelhart and Norman, 1985; Annet, 1986; and Anderson, 1987) implies that not only are different training techniques appropriate at different stages in learning but also different processes underlie the learning that does occur

Fitts and Posner (1997) said that the cognitive phase which is  dominated  by verbal instruction and demonstration is seen as a first step in the development of an effective programme. The two principal classes of cognitive methods are verbal instruction and demonstration. The central theoretical problem is how information received passively by these two methods get translated into the capacity for actions. In particular, verbal instructions can be translate into actions, a similar instructional paradigm, but perceive actions can also be translated into words.

Bandura’s theory (1977) was based on the view that skilled observers monitor movement features, particularly encoding ‘break points’ where a particular feature undergoes a significant transformation. A complete theory of observational learning must, however, account for the mechanism by which perceived action is coded in such a way as to be capable of generating action. Sheffield (1971) in a systematic review of teaching by demonstration drew attention to the importance of breaking down the demonstration of complex skills into smaller units.

Practice can be considered as the most import aspect of skill acquisition, but the mechanism by which repetition is effective is still a matter of speculation. Theories of skill acquisition according to Bandura (1977) are traditionally divided into two camps namely, those who suggest that repetition or exercise per se is effective and those who emphasize the selective possibilities offered by repeated trails. Exercise theories propose that each learning trial offers an opportunity to acquire some new information or to strengthen associations between stimuli or between stimuli and responses, while selection theories propose that trials offer the

opportunity to strengthen some aspect of behaviour and/or weaken others (Annet,1991).

Feltz and landers’ theory (1983) states that mental practice permits the rehearsed of cognitive processes associated with basic performance. A substantial number of studies (Corbin, 1972; Richardson, 1977, and Annet, 1991) have shown that rehearsing a skill in imagination can result in improvement in performance which although usually less important than those achieved by practical practice, and are nonetheless greater than those found after no practice.

The development of skill is also characterized in the Fitt’s (1984) sequence as a progressive change in the way in which task information is processed, or more precisely in the nature of the control processes involved, such that early in skill acquisition, responses are produced under direct conscious control while after a great deal of practice performance becomes automatic, being run off with little conscious attention or mental effort. Again, it is tempting to adopt as a general hypothesis that most, if not all. of what it means by skill acquisition is the process by which controlled processing becomes automatic.

Logan (1985) has however, drawn attention to a number of important differences between skilled performance and automatic behaviour. Highly skilled performance can still be very flexible, thus, a skilled craftsman may make errors but typically correct them very quickly (Rabbit, 1978). Much has been made of the difficulty some skilled performance find it explaining just how they achieve their results (Anett, 1986 and Berry, 1984), but it would be wrong according to Annett

(1991) to assume that this ability was present at some earlier stage of the practice and then has somehow been lost along the way towards high levels of skill.

The process of automatization is still poorly understood. In the first place,  the criteria for automatization according to Annett (1991) is debatable but are often said to include speed, that is, being faster than controlled process, being involuntary; being from interference by other concurrent tasks and being independent of load as measured by stimulus or response information.

However, of all the theories of skills reviewed employability skills of Building Technology graduates could therefore be taken with Fitts theory of psycho- productive skill acquisition.

Fitts’ (1984) three phase theory of skill acquisition stated that:

1. Initial cognitive phase is dominated by lea ringing rules and procedure

2. The second phase is dominated by practice

3. The third phase is dominated by stimuli in connection with responses Polytechnic Building technology graduates required the necessary skills that will enable them to gain employment or to be self –employed after graduation. The areas of skills i.e. academic skills, personal management skills, responsibility skills, team work skills, work ethics skill, and entrepreneurship development skills are appropriate at different stages in learning. Fitts’ three phase theory of skill acquisition, “cognitive phase” which occurs when individuals create a mental image of the skill they want to learn, divide the skill into smaller parts and identify each part. The second phase is the “associative phase” which involves practicing the different parts of the skill and then joining them together.

The final phase, the “autonomous” phase occurs when the individual has repeated the skill often enough that he does not need to think about it too deeply. Reaching this autonomous phase acquires significant and sustained practice of the new skill, but can be very rewarding. This is in consonance with Olaitan (1996) who submitted that instruction is not completed until students have used the abilities and competencies being taught.

Related Empirical Studies

This section contains studies that were conducted in the past which are empirically related to the researcher’s topic. Georgia State Department of Education, Atlanta (1983) conducted an Analysis of skills up-date Needs of Teachers in High Technology Programmes in Georgia State University, Atlanta Department of Vocational and Career Development. The study was undertaken to assess the needs for skills and knowledge among Georgia’s high technology teachers, and to develop a model for meeting those needs. During the project, 52 teachers involved in teaching electronics, electro-mechanical and mechanical courses at six pilot high technology schools were assessed. Included among the processes used to gather information on teachers’ deficiencies in high technology subject areas were a review of existing programme information, a review of the state of art programmes, a review of literature, a consultation with industries and series of meetings with the 52 teachers themselves. While these data sources indicated that Georgia’s technical school teachers involved in high technology programmes are educationally qualified for their jobs, a considerable need exist to provide teachers with experiences and support services to maintain their level of

expertise and to stay up to date in their field.
In response to this need, it was recommended that the Georgia State Department of Education conducts routine skill assessments and staff development activities for high technology teachers, and that the state adopts a students to teacher ratio formula and class schedule that will permit at least one high technology teacher per quarter per development to be free for research study and or update activities such as:

1. identification of business method competencies needed by the subject teachers in secondary schools.

2. determination of the extent to which the teachers can perform the competencies and

3. the determination of the competencies in which the teachers need help.

Data analysis reviewed are as follows:

Business method teachers needed all the 98 competencies; a need for in-service education existed for business method teachers in all the clusters of competencies; there were significant difference between scores of perceived importance and those of expressed performance by the teaches with the scores; and there were no significant difference in the perceived importance level of the competencies between four categories of teachers based on educational qualification.

In a study carried out by Thomson (1994) on pre-service skill needs for increasing employability of technical college graduates. The purpose was to  identify and determine relevant entry level employment skills acquired by serving graduates having participated in technical college curriculum and also to examine other curriculum factors associated with the acquisition of entry level employment

skills in  metal/Automobile  and  electrical/electronics  technology  occupations. The study adopted the survey method. The population comprised 572 graduates of technical colleges and 339 supervisors. The 50 items instrument was administered to a sample of 552 technical college graduates and 319 supervisors drawn from 31 industries and 29 government establishments in Kogi, Nassarawa, Plateau and Benue States.

Data collected were analyzed using Mean, One-way Analysis of Variance (ANOVA), Correlation ratios, Scheffe’s test of multiple comparism and pearson product moment correlation coefficient. Results of data analyses revealed that technical college graduates in industries and government establishments were not equip with basic academic skills, technical skills, and job search skills essential for entry level employment in the trader areas under study. It was recommended that workshop equipment, tools and raw materials used for students workshop practice in technical colleges should be updated or replaced with appropriate types.

In a study carried out by Anaele (1997) on entrepreneurial competencies needed by technical college students for self employment. The study was a survey that covered five Eastern States of Abia, Anambra, Ebonyi, Enugu and Imo. Entrepreneurial Competencies Questionnaire (ECQ) was used for data collection. The population comprised 514 entrepreneurs in technical occupation and 338 technical teachers in the states covered by the study. No sampling was carried out. Mean scores, t-test, analysis of variance (ANOVA) were used for data analysis.

The findings revealed 90 entrepreneurial competencies needed by technical college students for self-employment, factors that could hinder as well as techniques

that could enhance teaching and learning of the entrepreneurial competencies. It was recommended that the entrepreneurial competencies identified be incorporated into the technical college programme so that they can be used to prepare the students for self-employment on graduation.

In another study by Mogaji (1998) on improvement needs of Electrical/Electronics Technology National Diploma Curriculum in Nigeria Polytechnics. A total population of 287 respondents comprised 47 lecturers/instructors, 103 supervisors and 137 National Diploma graduates in the services of the two Polytechnics and industrial/related establishments in Ekiti and Ondo States. An improvement Needs survey Questionnaire was developed and  used for data collection. No sampling was carried out. Mean scores, percentages, standard deviation, t-test and analysis of variance were used for data analysis.

The findings revealed seven (7) occupational areas for improvement of the curriculum, 16 new professional skills required to function effectively in related occupations. It was recommended that equipment relevant to the world of work be supplied to the schools to equip the students with skills necessary to function effectively in any particular occupation.

In the study of Aliozor (2005) on the employability skills required by university business graduates in Enugu State. Four research question and four hypotheses were involved in the study. The questionnaire was used as instrument to collect data from 202 respondents.

The data collected for the study were analyzed using mean and standard deviation for answering the research questions, and t-test at 0.05 level of

significance to test Null hypotheses 1-3 while null hypotheses four (4) was tested and analyzed using the ANOVA. The findings of from the study showed that 37 of the 40 employability skills listed as being important to university business education  graduates  in  Enugu  State.
The result of the null hypotheses tested showed that there was no significant difference in the mean ratings of graduates, their lecturers and their employers on the employability skills required by university business education graduates in Enugu State. The study recommended among other things that the university business education curriculum should be reviewed to include courses in communication and individual competence building, adaptability responsibility, interpersonal/human relations, work ethics and entrepreneurship development skills among others.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 


This study was carried out to examine the Effect Of Employment On Sandwich Graduate At The Labour Market. Selected Sandwich graduates from University of Lagos form the population of the study.
3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of the banks in Nigeria, the researcher conveniently selected 126 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analysed using the frequency tables, which provided answers to the research questions. Pearson correlation statistic is used to test the hypothesis.
3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of hundred and twenty (120) questionnaires were administered to respondents of which 100 were returned. The analysis of this study is based on the number returned.

4.1
DATA PRESENTATION

Table 4.1: Demographic data of respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	60
	60%

	Female
	40
	40%

	Religion
	
	

	Christian
	100
	100%

	Muslim
	00
	00%

	Age
	
	

	18-25
	00
	00%

	26-35
	15
	15%

	36-40
	29
	29%

	41 +
	56
	56%

	Family Economic Status
	
	

	Very High
	24
	24%

	High
	32
	32%

	Very Low
	21
	21%

	Low
	23
	23%


Source: Field Survey, 2021
ANSWERING RESEARCH QUESTIONS

Question 1: Will sandwich programme affect graduates employment at the labour market?

Table 4.2: Respondent on question 1

	Options
	Frequency
	Percentage

	Yes
	28
	28

	No
	50
	50

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 28 respondents constituting 28% said yes. 50 respondents constituting 50% said no. While the remain 22 respondents constituting 22% were undecided. This implies that sandwich programme will not affect graduates employment at the labour marke.
Question 2: Will there be any difference in employment between sandwich graduates and full-time graduates of University of Lagos?

Table 4.3: Respondent on question 2

	Options
	Frequency
	Percentage

	Yes
	60
	60

	No
	19
	19

	Undecided
	21
	21

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 60 respondents constituting 60% said yes. 19 respondents constituting 19% said no. While the remain 21 respondents constituting 21% were undecided.

Question 3: How can we investigate whether there is gender difference in the employment of sandwich graduates due to type of academic programme?

Table 4.4: Respondent on question 3

	Options
	Frequency
	Percentage

	Job performance
	56
	56

	Ability to learn and adapt
	21
	21

	Undecided
	23
	23

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 56 respondents constituting 56% said job performance. 21 respondents constituting 21% said ability to adapt to new role. While the remain 23 respondents constituting 23% were undecided.

Question 4: To what extent will the employment of sandwich graduates differ as a result of age?

Table 4.5: Respondent on question 4

	Options
	Frequency
	Percentage

	High
	61
	61

	Low
	17
	17

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 61 respondents constituting 61% said high. 17 respondents constituting 17% said low. While the remain 22 respondents constituting 22% were undecided.

4.3
RESEARCH HYPOTHESIS

H0:  There will be no significant effect of sandwich programme on employment of sandwich graduates at the labour market.

Table 3: Pearson Correlation Table showing the relationship between sandwich programme (SP) resources and employment of sandwich graduates at the labour market (ESG)
	
	SP
	ESG

	SP
	Pearson Correlation

Sig. (2-tailed)

N
	1

100
	-.342
.000

100

	ESG
	Pearson Correlation

Sig. (2-tailed)

N 
	-.342
.000

100
	1

100


Source: Survey data, 2021 

Correlation is not significant at the 0.05 level (2-tailed)

In Table 4 is the Pearson Correlation result showing the degree of association between SP and ESG. The correlation coefficient, r, between the two variables is -0.342 indicating a negative correlation. Moreover, such relationship was statistically significant at (p< 0.000). This indicates that SP are not correlated with ESG.

H2: There will be no significant difference in employment between sandwich graduates and full-time graduates of University of Lagos.

Table 4.1: Significant differences in employment between sandwich graduates and full-time graduates of University of Lagos.
T-Test

	Group Statistics

	
	Employment 
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Graduates 
	sandwich graduates
	35
	227.4706
	42.92428
	6.01060

	
	full-time graduates
	65
	231.2245
	44.37495
	6.33928


	Independent Samples Test

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means

	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	
	
	Lower
	Upper

	graduates
	Equal variances assumed
	.066
	.797
	-.430
	98
	.668
	-3.75390
	8.72991
	-21.07813
	13.57033

	
	Equal variances not assumed
	
	
	-.430
	97.472
	.668
	-3.75390
	8.73578
	-21.09094
	13.58314


From the first table above (Group statistics), we can observe that 35 graduates are sandwich graduates while 65 are full-time graduates . The mean of 3.8 showed that there is no mean difference between the employment between sandwich graduates and full-time graduates of University of Lagos. This no difference was further explained by the standard deviation of 1.5 between the two groups.
The rule states that if the Sig (2-Tailed) value is greater than .05, conclude that there is no statistically significant difference between the two conditions, while If the Sig (2-Tailed) value is less than or equal to .05, conclude that there is a statistically significant difference between the two conditions.
The results shows that  Sig (2-Tailed) value (.668 and .668) is more than .05. hence we conclude that there is no statistically significant difference in employment between sandwich graduates and full-time graduates of University of Lagos.
H3: There will be no significant gender difference in the employment of sandwich graduates due to type of academic programme.

	Variable
	N
	Mean
	Standard Deviation
	DF
	P-Value
	t-Cal
	Decision

	Male 
	75
	2.44
	1.12
	418
	0.000
	13.15
	-

	Female 
	25
	40.23
	3.41
	-
	-
	-
	-


Therefore, 0.05, the calculated P-value is 0.000 which indicate that the H01 is rejected.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:

5.1 Introduction

This chapter summarizes the findings on the effect of employment on sandwich graduate at the labour market, University of Lagos as case study. The chapter consists of summary of the study, conclusions, and recommendations.
5.2 Summary of the Study

In this study, our focus was on the effect of employment on sandwich graduate at the labour market, University of Lagos as case study. The study is was specifically focused on Finding out whether sandwich programme affects graduates employment at the labour market; Examining whether there is difference in employment between sandwich graduates and full-time graduates of University of Lagos; Investigating whether there is gender difference in the employment of sandwich graduates due to type of academic programme; and Finding out whether the employment of sandwich graduates differ as a result of age.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 100 responses were validated from the enrolled participants where all respondent are sandwich graduates from university of Lagos.
5.3 Conclusions

With respect to the analysis and the findings of this study, the following conclusions emerged;

there is a significant effect of sandwich programme on employment of sandwich graduates at the labour market, there is a significant difference in employment between sandwich graduates and full-time graduates of University of Lagos, there is a significant gender difference in the employment of sandwich graduates due to type of academic programme in the school, and there is a significant difference in employment of sandwich graduates as a result of age barrier. Based on the conclusions reached in this study, the following recommendations were made: the sandwich graduates should not be discriminated against due to age disparity of the students in question and in terms of issuance of certificate, the certificates given to the sandwich graduates should not be written part-time or sandwich different from those issued to the full-time graduates.
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QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

18-25
[  ]

20-30
[  ]

31-40
[  ]

41 and above [  ]

Educational level

WAEC
[  ]

BSC/HND
[  ]

MSC/PGDE
[  ]

PHD

[  ]

Others……………………………………………….. (please indicate)

Marital Status

Single
[  ]

Married [  ]

Separated [  ]

Widowed [  ]

Section B
Question 1: Will sandwich programme affect graduates employment at the labour market?

	Options
	Frequency

	Yes
	

	No
	

	Undecided
	


Question 2: Will there be any difference in employment between sandwich graduates and full-time graduates of University of Lagos?

	Options
	Frequency

	Yes
	

	No
	

	Undecided
	


Question 3: How can we investigate whether there is gender difference in the employment of sandwich graduates due to type of academic programme?

	Options
	Frequency

	Job performance
	

	Ability to learn and adapt
	

	Undecided
	


Question 4: To what extent will the employment of sandwich graduates differ as a result of age?

	Options
	Frequency

	High
	

	Low
	

	Undecided
	


