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Abstract 
 

The disconnect between university curricula and labour market requirements has emerged as a 

major challenge in contemporary higher education, particularly in developing economies like 

Nigeria. This systematic review synthesizes literature on mechanisms for integrating employer 

feedback into curriculum development processes, examining theoretical frameworks, practical 

models, and documented outcomes. A comprehensive search of Web of Science, Scopus, 

Google Scholar, ERIC, and African Journals Online yielded 78 peer-reviewed articles, books, 

and institutional reports published between 2010 and 2024. Thematic analysis revealed six 

major themes: the multidimensional nature of graduate skills gaps, diverse models for employer 

engagement ranging from advisory boards to technology-enabled feedback platforms, 

theoretical perspectives anchored in Human Capital Theory and the Triple Helix Model, 

documented improvements in graduate employability and employer satisfaction, persistent 

barriers including institutional inertia and resource constraints, and critical success factors such 

as leadership commitment and structured feedback mechanisms. The review identifies 

significant gaps in African empirical research, limited longitudinal impact studies, and 

insufficient attention to small and medium enterprise engagement. The findings suggest that 

while employer integration improves curriculum relevance and graduate outcomes, 

implementation requires context-specific adaptation, balanced stakeholder governance, and 

sustained institutional commitment. For Nigerian universities, the review recommends 

institutionalising employer engagement structures, developing national labour market 

intelligence platforms, and conducting rigorous implementation studies to inform evidence-

based curriculum reform policies. 
 

Keywords: Skills gap, employer feedback, curriculum development, graduate employability, 

university-industry collaboration. 
  
1.0 Introduction 

The global discourse on graduate employability has intensified in recent decades, driven by 

rapid technological transformations, evolving labour market demands, and the Fourth 

Industrial Revolution's disruptive impacts on skills requirements (Schwab, 2016). Universities 

worldwide face mounting pressure to produce graduates equipped not only with disciplinary 

knowledge but also with competencies that match contemporary workplace needs. This 

challenge is particularly acute in developing economies, where educational systems often lag 

behind economic transitions and technological advancements. In Nigeria, the mismatch 

between university curricula and labour market requirements has reached critical proportions. 

Despite substantial expansion in higher education enrollment, with university student 

population exceeding 2 million as of 2020, graduate unemployment and underemployment 

rates remain persistently high Oladeinde and Eze, 2018. The National Universities Commission 

recognizes that many Nigerian graduates lack essential competencies valued by employers, 

including critical thinking, problem-solving, communication skills, and practical application  
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abilities. This skills deficit undermines Nigeria's economic development aspirations and leaves 

graduates struggling to secure meaningful employment in an increasingly competitive labour 

market. 
 

The problem extends beyond Nigeria to encompass broader Sub-Saharan Africa, where 

employers consistently report graduate skill deficiencies across technical, cognitive, and socio-

emotional domains. A multi-country study by the Association of African Universities found 

that over 60% of employers in surveyed nations rated university graduates as inadequately 

prepared for workplace demands. This disconnect generates high economic and social costs: 

prolonged graduate unemployment, productivity losses, wasted educational investments, and 

diminished returns on human capital development (Hanushek, 2012). Traditional approaches 

to curriculum development in many universities have operated largely within academic silos, 

with limited systematic engagement of external stakeholders, particularly employers (Knight, 

2001). Curriculum decisions often reflect faculty expertise and disciplinary conventions rather 

than labour market intelligence or employer insights (Lauder et al., 2012). While universities 

appropriately prioritize academic rigour and intellectual development, the relative isolation of 

curriculum processes from workplace realities contributes to the observed skills mismatch 

(Jackson, 2014; Tomlinson, 2012). 
 

Increasingly, scholars and practitioners advocate for more participatory, industry-responsive 

curriculum development models that systematically integrate employer perspectives while 

maintaining academic integrity (Boden and Nedeva, 2010; Pitan and Muller, 2019). Such 

approaches recognise employers as legitimate stakeholders in higher education governance and 

curriculum design, capable of providing valuable labour market intelligence and practical 

insights (Jongbloed et al., 2008). The Triple Helix framework of university-industry-

government collaboration offers theoretical grounding for these partnership models, 

emphasising knowledge co-creation and mutual benefit (Etzkowitz and Leydesdorff, 2000; 

Leydesdorff and Meyer, 2006). Despite growing recognition of this imperative, systematic 

understanding of how employer feedback can be effectively integrated into curriculum 

development remains limited, particularly in Africa, particularly in Sub-Saharan Africa and 

Nigeria, to be specific. While isolated case studies and institutional reports document various 

engagement mechanisms, a comprehensive synthesis of models, outcomes, challenges, and 

success factors is lacking. This knowledge gap impedes evidence-based curriculum reform 

efforts and leaves university administrators and policymakers without clear guidance on 

optimal approaches for their contexts. 
 

This review addresses this gap by systematically synthesising literature on integrating 

employer feedback into university curriculum development. The review pursues four primary 

objectives: first, to map the current state of knowledge regarding graduate skills gaps and their 

dimensions; second, to identify and analyze theoretical frameworks and practical models for 

employer engagement in curriculum processes; third, to examine documented outcomes and 

impacts of employer-informed curricula on graduate employability; and fourth, to identify 

barriers, enablers, and best practices, with particular attention to Nigerian and Sub-Saharan 

African contexts. The review addresses six research questions: What is the current state of skills 

mismatch between university graduates and employer expectations? What theoretical 

frameworks explain university-industry collaboration in curriculum development? What 

models and mechanisms exist for integrating employer feedback into curriculum design? What 

are the documented outcomes of employer-engaged curriculum development? What challenges 

and success factors characterise employer-curriculum integration efforts? What lessons can 

Nigerian universities learn from global experiences? 
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2.0  Conceptual and Theoretical Framework 

2.1  Human Capital Theory 

Human Capital Theory, pioneered by Schultz (1961), provides a foundational justification for 

investing in education to develop productive capabilities that generate economic returns. The 

theory posits that education increases individual productivity and earnings potential by 

imparting knowledge, skills, and competencies valued in labor markets. From this perspective, 

curriculum relevance directly affects human capital formation quality and subsequent 

economic outcomes. Misalignment between curricula and labor market needs represents 

inefficient human capital investment, generating suboptimal returns for individuals, employers, 

and society (Psacharopoulos and Patrinos, 2018). Employer feedback mechanisms serve as 

information channels that improve the efficiency of human capital investment by aligning 

educational outputs with market demands (Sweetland, 1996). 

 

2.2  Stakeholder Theory 

Stakeholder Theory was developed in corporate governance contexts and it has been applied 

to higher education governance and accountability (Jongbloed et al., 2008; Mainardes et al., 

2011). The theory recognizes that universities serve multiple constituencies with legitimate 

interests in institutional decisions and outcomes. Employers constitute a primary external 

stakeholder group, with direct interests in graduate quality and curriculum relevance 

(Benneworth and Jongbloed, 2010). Stakeholder Theory suggests that universities should 

systematically engage employers in governance processes, including curriculum development, 

to ensure accountability and responsiveness to labour market needs while balancing competing 

stakeholder demands (Burrows, 1999). This theoretical lens legitimises employer participation 

in traditionally faculty-dominated curriculum processes. 

 

2.3  Triple Helix Model 

The Triple Helix Model of university-industry-government relations (Etzkowitz and 

Leydesdorff, 2000; Leydesdorff, 2012) provides a framework for understanding collaborative 

knowledge production and institutional transformation. In this model, universities, industries, 

and governments form interconnected helices that increasingly assume each other's roles while 

maintaining distinct identities. Curriculum development becomes a site of knowledge co-

creation where academic expertise meets workplace practice and policy guidance. The model 

emphasizes reciprocal benefits: industries gain access to skilled graduates and academic 

knowledge; universities enhance curriculum relevance and research opportunities; 

governments advance economic development objectives (Ranga and Etzkowitz, 2013). 

Applied to curriculum development, the Triple Helix framework suggests that systematic 

employer engagement facilitates knowledge exchange and institutional learning that improve 

educational outcomes and economic competitiveness (Perkmann et al., 2013). 

 

2.4  Competency-Based Education Framework 

Competency-Based Education (CBE) frameworks orient curriculum design toward 

demonstrable learning outcomes and performance capabilities rather than content coverage or 

seat time (Voorhees, 2001; Mulder et al., 2009). CBE emphasizes defining explicit 

competencies, integrations of knowledge, skills, and attitudes that graduates should possess, 

then designing learning experiences to develop these competencies (Wesselink et al., 2010). 

Employer feedback becomes essential in CBE approaches for identifying valued workplace 

competencies and validating outcome definitions (Mulder et al., 2012). This outcomes-oriented 

philosophy aligns naturally with employer interests in graduate capabilities and provides 

practical mechanisms for translating employer input into curricular specifications (Schippmann 

et al., 2000). 
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2.5  Social Partnership Theory 

Social Partnership Theory examines collaborative governance arrangements that bring together 

multiple actors to address shared challenges (Osborne, 2010). Applied to education, social 

partnerships involve structured collaboration between educational institutions, employers, 

government agencies, and other stakeholders in designing and delivering programs (Raffe, 

2003). The theory emphasises trust-building, shared decision-making, and mutual 

accountability as partnership foundations (Dhillon, 2009). For curriculum development, social 

partnerships provide governance structures that institutionalise employer engagement while 

preserving academic autonomy through balanced representation and negotiated agreements 

(Wheelahan, 2015). Partnership approaches recognise that effective collaboration requires 

ongoing relationship maintenance, not just episodic consultation (Gannon-Cook et al., 2010). 

 

2.6  Quality Assurance Frameworks 

Quality assurance frameworks in higher education increasingly incorporate stakeholder 

engagement and labour market relevance as quality indicators (Newton, 2010). External quality 

assurance processes, including accreditation and program reviews, often mandate employer 

consultation and labour market analysis (Vlasceanu et al., 2007). These frameworks position 

employer feedback as integral to demonstrating curriculum fitness for purpose and graduate 

preparedness. Quality assurance requirements create institutional incentives and accountability 

mechanisms for systematic employer engagement, embedding such practices in routine 

curriculum governance rather than leaving them to individual faculty discretion (Hoecht, 

2006). 

 

2.7  Integrated Conceptual Model 

Synthesizing these theoretical perspectives, we propose an integrated conceptual model that 

depicts the relationships among employer feedback mechanisms, curriculum development 

processes, and graduate outcomes. The model positions employer feedback mechanisms as 

inputs into curriculum development processes, mediated by institutional governance structures 

and faculty expertise. These processes generate curriculum outputs, content, pedagogy, and 

assessment that shape student learning experiences and competency development. Graduate 

outcomes encompass employability, time-to-employment, job performance, and career 

progression. The model incorporates feedback loops whereby graduate outcomes inform 

subsequent employer engagement and curriculum revision. Contextual factors, institutional 

culture, resource availability, policy environment, and labour market characteristics moderate 

relationships throughout the model. This framework guides the review's analysis of empirical 

studies and practical experiences. 

  
 

Figure 2.1: Integrated Conceptual Model           

Source: Authors Draft 
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3.0  Methodology 

This systematic review synthesizes literature on employer feedback integration in university 

curriculum development following established protocols for literature reviews in education and 

social sciences (Gough et al., 2012; Davis et al., 2014). This section details the search strategy, 

inclusion criteria, selection process, quality assessment, and data synthesis approach. 

 

3.1  Search Strategy 

A comprehensive literature search was conducted across five major databases: Web of Science, 

Scopus, Google Scholar, ERIC (Education Resources Information Center), and African 

Journals Online (AJOL). The search utilized Boolean operators to combine key concepts: 

("skills gap" OR "graduate employability" OR "skills mismatch" OR "competency gap") AND 

("employer feedback" OR "employer engagement" OR "industry engagement" OR 

"stakeholder engagement" OR "employer involvement") AND ("curriculum development" OR 

"curriculum design" OR "curriculum reform" OR "curriculum innovation") AND ("higher 

education" OR "university" OR "tertiary education"). The primary search timeframe covered 

publications from January 2010 to November 2024, capturing contemporary developments and 

recent scholarship. However, seminal works published prior to 2010 that foundationally inform 

current discourse were also included when referenced frequently in recent literature. 

Supplementary search strategies included: examining reference lists of key articles for 

additional relevant sources (snowball sampling), searching institutional websites of major 

organizations (World Bank, UNESCO, ILO, NUC, British Council) for policy documents and 

reports, and consulting with subject matter experts to identify significant publications 

potentially missed by database searches. All searches were restricted to English language 

publications due to linguistic limitations of the review team. 

 

3.2  Inclusion and Exclusion Criteria 

Inclusion criteria were: (a) peer-reviewed journal articles, books, or book chapters from 

academic publishers; (b) authoritative institutional reports from recognized international 

organizations or government agencies; (c) empirical studies (quantitative, qualitative, or mixed 

methods) or conceptual/theoretical papers; (d) focus on higher education curriculum 

development processes; (e) substantive discussion of employer engagement, feedback, or 

collaboration mechanisms; (f) relevance to at least one review research question. Studies were 

excluded if they: (a) focused exclusively on K-12 education or non-formal education; (b) 

addressed employer engagement in contexts other than curriculum development (e.g., research 

collaboration, philanthropy); (c) were conference abstracts without full papers; (d) were from 

predatory or non-peer-reviewed journals (except major institutional reports); (e) were not 

available in English. 

 

3.3  Selection Process 

The initial database searches yielded 1,847 potentially relevant publications. Following de-

duplication, 1,523 unique records remained for screening. Two reviewers independently 

screened titles and abstracts against inclusion criteria, resolving disagreements through 

discussion. This process yielded 243 publications for full-text review. Full-text assessment 

further reduced the sample to 78 publications that met all inclusion criteria and provided 

substantive content addressing review questions. The final corpus comprised 62 peer-reviewed 

journal articles, eight books or book chapters, and eight institutional reports from authoritative 

sources. 

 

3.4  Quality Assessment 

Quality assessment employed criteria appropriate to different publication types. For empirical 

studies, assessment considered: methodological rigor (appropriate research design, transparent  
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data collection and analysis, consideration of limitations); result credibility (adequate sample 

size for quantitative studies, sufficient data saturation for qualitative studies, triangulation 

where applicable); and relevance to review questions. For theoretical papers, the assessment 

focused on: conceptual clarity, logical argumentation, integration with existing scholarship, and 

contribution to theoretical understanding. For institutional reports, criteria included: 

organisational credibility, methodological transparency, evidence quality, and policy influence. 

Publications scoring below the threshold on quality criteria were excluded during full-text 

review. The geographic and contextual diversity of included studies was tracked to ensure 

representation of Nigerian, African, and international perspectives. 

 

3.5  Data Extraction and Synthesis 

Data extraction employed a structured template that captured: study characteristics (author, 

year, country, study design), employer engagement mechanisms described, theoretical 

frameworks employed, documented outcomes, identified barriers and enablers, and key 

findings relevant to the review questions. Given the heterogeneity of included studies spanning 

different methodologies, contexts, and educational levels, narrative synthesis was deemed most 

appropriate for data integration (Popay et al., 2006). Thematic analysis identified recurring 

themes, patterns, and relationships across studies (Braun and Clarke, 2006). Studies were 

organised by theme, with systematic comparison within themes to identify convergences, 

divergences, and explanatory factors. Cross-case comparison highlighted contextual variations 

and transferable lessons across settings, with particular attention to Nigerian and Sub-Saharan 

African contexts. 

 

4.0  Thematic Findings 

Analysis of the 78 included publications revealed six major themes regarding employer 

feedback integration in curriculum development: the nature and dimensions of graduate skills 

gaps, models and mechanisms for employer engagement, theoretical perspectives on 

university-industry collaboration, documented outcomes and impacts, barriers and challenges, 

and enablers and success factors. This section presents findings organized by these themes. 

 

4.1  The Nature and Dimensions of Graduate Skills Gaps 

Graduate skills gaps exist worldwide, including Nigeria, across technical, cognitive, and socio-

emotional areas. Employers report dissatisfaction, noting deficiencies vary by context, 

discipline, and employer type. Technical gaps include poor practical skills and technological 

proficiency, especially in engineering and IT, worsened by fast tech changes. Discipline-

specific gaps show business graduates lack analysis and entrepreneurial skills, healthcare grads 

have weak communication, and engineers lack design and management skills.  Geographic 

differences show developed economies prioritize advanced cognitive and digital skills, while 

Nigeria struggles with basic literacy, numeracy, and entrepreneurial mindset.Rapid tech and 

globalisation shift skills needs toward creativity, critical thinking, digital literacy, and 

adaptability. Studies reveal high unemployment and skills mismatch, highlighting flaws in 

curricula and the importance of involving employers in curriculum design. 

 

4.2  Models and Mechanisms for Employer Engagement in Curriculum Development 

Advisory boards and industry panels involve employer reps, alumni, professional groups, and 

officials, advising on curriculum and labor trends with diverse members and clear roles (Hagel 

and Shaw, 2010; Berdrow and Evers, 2011; Gannon-Cook et al., 2010). Examples include 

Australian engineering advisory boards conducting employer surveys and site visits, and US 

business school councils guiding program updates (King and Cattlin, 2015; Gardiner and Kline, 

2008). Nigerian professional bodies like the Nigerian Society of Engineers and Institute of 

Chartered Accountants offer industry input, though influence varies (Osi, 2018). Curriculum  
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co-design workshops foster faculty-employer collaboration on learning outcomes, modules, 

and assessments, often during curriculum reviews (Kettunen, 2015). Finnish universities run 

multi-day competency and work-based learning design workshops, similar to South African 

programs involving employers, creating shared curricula. 

 

4.3  Theoretical Perspectives on University-Industry Collaboration 

Theoretical views on employer engagement in curriculum development highlight tensions 

between market demands and academic independence, raising governance issues in university-

industry partnerships. Frameworks justify employer involvement, but empirical studies show 

complex dynamics. The Triple Helix model (Ranga and Etzkowitz, 2013; Leydesdorff, 2012) 

explains university-industry-government relations, emphasising understanding each other's 

roles (Perkmann et al., 2013). Universities focus on knowledge and graduate skills; industries 

prioritise skills and innovation; governments aim for economic growth and social equity 

(Etzkowitz, 2008). Navigating these priorities is difficult (Ranga et al., 2016). In Nigeria, weak 

government coordination and lack of intermediaries hinder collaboration, highlighting 

infrastructure needs (Eun et al., 2006). 

 

4.4  Documented Outcomes and Impacts 

Graduate employability, the most measured outcome, improves with employer engagement. 

Studies show programs with strong employer input lead to higher employment, quicker 

transitions, and better salaries (Jackson, 2015). Australian and South African programs with 

industry partnerships saw employment jumps from 45% to 73%. Employer satisfaction and 

graduate readiness increase with feedback and curriculum reforms (Mason et al., 2009; 

Andrews and Higson, 2008; Wedekind and Mutereko, 2016). Structured employer feedback 

raised satisfaction scores (Zegwaard et al., 2019). Co-design workshops improved curricula 

relevance (Kettunen, 2015). Employer engagement enhances curriculum relevance by aligning 

content with workplace needs, introducing practical skills, emerging needs, and authentic 

learning (Oliver et al., 2011). Partnerships foster pedagogical innovations, including problem-

based learning, industry projects, simulation, and technology integration (Frenk et al., 2010; 

Galan-Muros and Davey, 2019). Research spin-offs from curriculum collaborations broaden 

university-industry ties and boost research capacity and regional innovation (Perkmann and 

Walsh, 2007; D'Este and Perkmann, 2011). Alumni from industry-linked programs tend to 

advance faster and report higher satisfaction, though data limitations restrict causal conclusions 

(Cabrera et al., 2005; Shivoro et al., 2018; Jackson, 2015). In Nigeria, partnerships like SIWES 

and with professional bodies improve employment outcomes (Osi, 2018). 

 

4.5  Barriers and Challenges to Employer Integration 

Despite benefits, employer integration in curriculum development faces barriers across 

institutional, cultural, structural, and methodological areas. Institutional barriers include 

bureaucratic approval, lack of engagement mechanisms, and no accountability, with many 

universities relying on faculty initiatives rather than institutional policies (Wheelahan, 2015;  

Berdrow and Evers, 2011). Lengthy approval processes and quality assurance systems often 

lack guidance on effective employer feedback (Knight, 2001; Newton, 2010). In Nigeria, 

centralized standards and cumbersome approvals hinder timely changes (Onyene and Olusola, 

2016). Cultural barriers stem from academic conservatism and concerns over education 

integrity, with resistance to external influence varying across disciplines (Naidoo and Jamieson, 

2005; Marginson, 2016). Some see employer emphasis on competencies as conflicting with 

broader educational aims. Structural barriers include resource limits, coordination issues, lack 

of liaison staff, and geographic challenges, especially in developing countries (Gannon-Cook 

et al., 2010; Ankrah and Al-Tabbaa, 2015; Okebukola, 2015). Methodological barriers relate to 

diverse employer perspectives and their integration into curriculum, with challenges in  
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translating workplace skills into educational outcomes (Mason et al., 2009; Andrews and 

Higson, 2008; Voorhees, 2001). In Nigeria and Sub-Saharan Africa, issues include limited 

formal employment, weak organisations, brain drain, and policy instability, requiring localised 

engagement models (Okafor and Amadi, 2017; Okebukola, 2015). 

 

4.6  Enablers and Success Factors 

Leadership commitment and clear policies enable sustained university employer engagement, 

with dedicated staff managing relationships and feedback channels. Structured feedback and 

regular engagement in curriculum review ensure accountability and continuous improvement. 

Diverse advisory groups balance external input and academic control, fostering collaboration 

while respecting autonomy. External accreditation standards and technology facilitate 

systematic employer involvement, with hybrid face-to-face and virtual interactions overcoming 

barriers. Incentives like recognition, workload credits, and professional development motivate 

faculty participation. These strategies collectively enhance engagement, ensuring alignment 

with institutional goals and standards. 

 

4.7 Discussion of Findings 

The review shows that global graduate skills gaps persist across different development stages, 

including technical, soft, and readiness skills. The Fourth Industrial Revolution worsens these, 

supporting curriculum reform. Employer engagement models vary, from advisory boards to 

feedback platforms, and success depends on context, stakeholder commitment, and effective 

methods, such as combining feedback sources and integrating them into curriculum reviews. 

Positive outcomes include improved employment rates and curriculum relevance, but 

methodological issues and barriers like bureaucracy and cultural factors hinder progress. In 

Nigeria, challenges include limited formal jobs, weak organisations, infrastructure, and 

unstable policies, requiring tailored solutions such as leadership, feedback systems, and 

incentives. 

Different engagement frameworks exist that emphasise reciprocal learning and mutual benefits, 

though evidence is limited. Tensions involve balancing employer input with academic 

judgment, short-term skills versus adaptability, and standardisation versus flexibility. Applying 

global models to Nigeria demands contextualization, with curricula focusing on 

entrepreneurship and informal skills, collaboration with SMES, and strengthening regulatory 

bodies. Resource constraints and instability require scalable, affordable strategies like mobile 

tech and regional hubs.  Cultural factors influence engagement, and models should be adapted 

to local contexts for sustainability. 

 

5.0 Conclusion 

The skills gap between graduates and labour market needs is a persistent challenge affecting 

careers, productivity, and development. Literature shows that deficiencies in technical, 

cognitive, and socio-emotional skills frustrate employers globally, especially in Nigeria, due to 

economic changes and education constraints. Employer involvement in curriculum design 

offers promising solutions. Engagement methods include advisory boards, co-designed 

curricula, work-integrated feedback, and digital platforms, which improve relevance, 

employment outcomes, satisfaction, and innovation. Success depends on quality, adaptation, 

and commitment, not just the model used. Effective employer integration involves balancing 

market needs with academic independence, focusing on short-term employability and long-

term skills development, and ensuring transparent governance. Theories such as Human 

Capital, Stakeholder, Triple Helix, and others help us understand engagement dynamics. No 

single theory suffices; a mix addressing economics, governance, knowledge sharing, pedagogy, 

relationships, and accountability is needed. Barriers include bureaucracy, cultural resistance, 

resource constraints, coordination challenges, employer-perspective translation, and Nigerian- 
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specific issues such as limited formal employment, weak organisations, infrastructure, and 

policy instability. Success factors include leadership, dedicated staff, feedback systems, 

governance, review cycles, accreditation, tech, and faculty incentives. Research gaps include 

limited African data, few long-term impact studies, and inadequate focus on SMEs, disciplines, 

scalability, sustainability, and costs. Methodological limitations hinder evidence strength. 

Addressing these gaps with rigorous, local research is urgent. 
 

Nigerian universities have opportunities through partnerships, tech adaptation, 

entrepreneurship curricula, and global contributions, but face resource, regulation, capacity, 

coordination, and policy challenges. Tailored approaches reflecting local realities are essential. 

Stakeholders, policymakers, universities, departments, employers, and researchers must 

collaborate: policies for engagement, institutional structures, incentives, feedback mechanisms, 

active employer participation, research, and documentation of best practices. This review offers 

frameworks and guidelines for Nigerian higher education, demonstrating that bridging skills 

gaps is both necessary and achievable through collective, adaptive efforts supported by policy, 

employers, and research, and is essential for 21st-century educational excellence. 

 

5.1 Implications and Recommendations 

University leaders should institutionalise employer engagement through formal policies for 

stakeholder consultation in curriculum reviews, program approvals, and quality assurance. 

Creating advisory boards with clear responsibilities ensures ongoing feedback influences 

curriculum decisions, establishing continuity beyond individual champions. Investing in 

liaison staff with industry expertise improves engagement, while recognising faculty efforts 

through workload credits and professional development encourages participation. Regular 

curriculum review cycles with employer input via advisory boards, surveys, and feedback loops 

promote continuous improvement and accountability. Advisory boards should be diverse, 

including employers, alumni, students, and faculty, to gain comprehensive labor market 

insights and prevent employer dominance. Multiple feedback channels like surveys and 

workshops, with trend analysis tools, inform decisions and avoid bias. Embedding work-

integrated learning with structured feedback enhances curricula and faculty skills. Employer 

input is advisory; faculty retain control over core academic elements, with industry insights 

informing practical competencies.  

 

The National Universities Commission should develop guidelines emphasizing engagement 

quality, with exemplar practices and capacity building. Strengthen criteria to reward 

meaningful partnerships and penalize superficial compliance. Create national labor market 

platforms to standardise curriculum planning and reduce institutional burdens. Incentivize 

collaboration through grants for engagement projects, infrastructure, and faculty training, 

including pilot programs. Support faculty capacity with professional development and 

international partnerships. Employers should participate in curriculum development, 

designating personnel for advisory boards and co-design workshops, viewing partnerships as 

strategic investments rather than philanthropy. Offer internships and mentorships with clear 

objectives and supervision. Invest in supervisor training for student learning, share labour 

market insights regularly, and provide feedback on graduate readiness. Facilitate faculty 

industry exposure through sabbaticals and collaborations to enhance curricula and research. 

Conduct local studies on employer engagement, challenges, and outcomes using mixed 

methods. Develop context-appropriate frameworks for curriculum relevance, exploring 

innovative models, and documenting best practices. 
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