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EXECUTIVE SUMMARY 

 
Progress in Rwanda education is an aftermath of consistent and guided government initiatives to enhance quality 
education and streamline delivery systems to support national sustainable development. Inherent in knowledge-
based economy as captured in EDPRSII paradigm is the focus on the pivotal linkage between HLIs and the labour 
market such that development challenges can be met with a concerted and coordinated effort that incorporates 
knowledge dimension into the development agenda. Within this context, HEC understands the urgency in fast-
tracking gradates’ competences, relevancy and employers’ satisfaction towards developing a robust strategic 
framework that promotes wholistic sustainable development.  
 
This graduates’ tracer study was commissioned by HEC redefines government role through which services are 
delivered in a manner that maximises return on educational investment and minimises intellectual losses in national 
agendas. Since the establishment of HEC in 2005, its focus has been on strengthening quality assurance 
mechanisms, upholding academic quality and value for money among HLIs in Rwanda. To this end, HEC aims at 
ensuring that Rwanda graduates possess sufficient cutting-edge knowledge and competences that are relevant to 
the labour market and critical to Rwanda’s socio-economic development.  
 
The key message from this tracer survey is the stakeholders’ recognition that degree awards should depend largely 
on the graduates’ employability which, further depend on their competences alignment and relevancy to the labour 
market expectations. Against this background, HEC assigned LG Consult to conduct a tracer study to evaluate the 
competences and relevancy of graduates from Rwanda HLIs, their employability, and their employers’ levels of 
satisfaction with the graduates' competences in the various agencies where the later are employed. HLIs are at the 
core of building Rwanda strategic sustainable development framework and any misalignment with the labour 
market and graduates’ competences deficiency denies the citizens of the benefits of education. Hence, the tracer 
study addresses graduates’ competences as enablers of performance, relevancy, and employers’ satisfaction.  
 
The study design was descriptive. A sample of 2298 HLIs’ graduates and 239 employers participated in this study. 
Data was quantitative and qualitative. The quantitative data was sourced from eligible HLIs within the study’s 
scope and the primary data was obtained through questionnaires, interviews and focus group discussion.            
LG Consult in close consultation with HEC developed the survey instruments and conducted the face, content 
and contract validity before the instrument was administered to the participants. In addition, focus group 
discussions and in-depth interviews were conducted with graduates and employers.  From these approaches, the 
study gathered data that provided an understanding of the graduates’ competences and employability as derived 
from their educational programmes and the employers’ expectation and satisfaction of the graduates’ competences.  
The nation’s geo-political zones were covered (Provinces and Districts) and data was collected from both the 
graduates and employers.  
 
 
Key findings from the 2014 Survey  
 
The findings revealed that the majority (72%) of surveyed graduates live in the City of Kigali followed by the 
Southern Province with 13.2%, Western province with 4.2%, the Northern Province with 4.4% and the Eastern 
Province being the least with 3.4%.  65.5% of the graduate respondents were male while 34.5% were female. Most 
of the graduate respondents fell into the age category of 25-29 (47.2%) and then 30-34 (22.6%).  The majority of 
the graduate participants was aged 25 -29 years with mostly Bachelor’s degrees and currently employed and 19.5% 
holds administrative position. The quantitative and survey data revealed that graduates from Economics and 
Business, Education and Arts and social sciences are over-produced vis-à-vis other fields like Medicine, 
Engineering, and ICT.  
 
In addition, 80.2% were employed by the public sector with heavy concentration (69.4%) in the service industry.  
The most used job search mechanism was advert in the newspapers or internet with employability depending on 
surveyed graduates’ ability to pass a certification exam.  However, persistent follow-up of one’s application was 
noted to be instrumental in securing employment. Further, 62% revealed that they were working full-time, 16% 
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was working part-time but looking for full-time employment, 5.4% was working part-time and not seeking full-
time employment and 14.9 % was not working but searching for employment.  
 
Of the total respondents, 41% of the graduates took between 1-6 months to secure employment while 24% took 
less than one month to find employment, and 27.9% took between 7 months to four years to secure employment. 
A sizable proportion (45.6%) of master’s degree holders earned between 170,000-349, 999Rwf and Bachelor’s 
degree holders in the same earning bracket were 32.9%. This indicates that earnings were relatively proportional to 
educational levels and managerial position.  
 
Concerning the causes of unemployment, the majority (60.3%) revealed lack of previous experience, and 35.7% 
confirmed that it was due to lack of connections to influential persons. Regarding job turnover, 41.8% of the 
graduates are likely to change their job positions due to low income, 36.5% due to poor career prospect, 36.5% due 
to a mismatch between job responsibilities and earning, and 34.1% due to job security. Nearly all graduates in paid 
jobs (97%) reported that the skills acquired at higher education are relevant to the employment (position) that they 
currently hold. 
 
The majority (73.7%) of graduates affirmed that their present work is related to their area of specialization, while 
16% pointed out that their specialization was not instrumental in obtaining and performing on the job. 69% of the 
graduates reported that the skills acquired from HLIs were highly applied in the job life, 21.4% indicated that their 
competences were moderately applied to job-life while 3.6% revealed that they slightly apply the acquired skills to 
job-life. In terms of values, self-confidence and competences were rated below 80% among the items examined 
under values impacted by the HLIs.   
 
77.8% of the surveyed graduates indicated that the acquired general knowledge was mostly applied on the job life 
followed by 60.2% for work-ethics and teamwork values 73.6%, specific skills (55.3%), knowledge (47.5%) ie 
(practical and theoretical), and then communication skills which scored an average of 56.1%.  Entrepreneurial skills 
was rated 49.3%, creativity 47.1%, risk-taking 51.1%, problem-solving skills was rated at 58.5%, and ICT skills 
43%. The challenges in terms of skills were critical in the areas of specific skills, entrepreneurial skills, creativity, 
risk-taking, and ICT. Further, there was an indication that more than half (59.8%) of the graduates claim that their 
acquired skills were subject to a dormant status due to the lack of job opportunities in relation to their area of 
specialization. 
 
Regarding the strengths and weaknesses of the programmes of study to the graduates’ academic development, it 
was indicated that HLIs are very strong on the range of offered modules as reported by 89.6% of the respondents 
compared to 10.4 % who reported that the modules were weak. The nature of the student workload was also 
indicated as strong by 87.0% while 13% reported that it was weak. Other points of strengths were teaching quality 
(85.7%). However, HLIs in Rwanda were rated weak in research capacity (44%), facilities (38%), and industry 
linkages/internship (37.6%). To align education to market demands, 56.1% of the surveyed graduates suggested 
enhancement of lecturers’ capacity and improving learners’ mastery of ICT. Also, 24% suggested strengthening 
industrial linkages and internships to strengthen practical skills.  
 
When employers were asked to identify skills gap among employees, 35.3% said graduates lacked practical skills, 
and 17.7% identified lack of language proficiency especially in English and/or French. Regarding the employers’ 
perception about how graduates matched expected competences at the time of hiring, 81.6% said they were 
satisfied while 18.4% were not satisfied. When employers were asked to rank qualification in relation to priority in 
employment along academic qualifications, 83.6% said they would first consider a Masters degree, 75.1% a 
Bachelor and 74.7 % mentioned previous experience. On average, 93.9% of the employers, ranked general 
knowledge in the employee’s field of study as the most important component associated with success on job 
performance. However, only 66.9% said they were satisfied about the graduates’ competency in general knowledge. 
 
Although 51% of the employers noted that critical thinking was important for job performance, the majority 
(58.8%) said they were averagely satisfied with graduates’ levels of critical thinking. Employers also ranked some 
values as being critical to the performance of the jobs. For example, 89.2% mentioned positive attitude towards 
work, acceptance of responsibility for consequences of action (84.9%), creativity (80.8%) and empathy (77.7%).  
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The Way Forward 
As a way forward, the first imperative is HLIs’ recognition of their national role in capacity building and the 

transformative power of education for sustainable development in Rwanda and beyond.  In this regard, HLIs must 

establish a persistent quality and competency monitoring mechanism to build trust and confidence in the graduates 

and their employers.  

 

Secondly, there should be concrete efforts toward a more interconnected, single-purpose, collaborative and 

streamlined education structure. This approach should not only focus on a spectrum of government needs but also 

on the needs of the private sector and civil societies. It needs to be reiterated that a disconnection between HLIs 

and the labour market is still an obstacle to the reskilling and re-shaping graduates’ competencies. Therefore, it is 

vital for HLIs to learn from global best practices and collaborate with local and international employers to develop 

a harmonized competencies building framework that fits with labour market expectations.  

 

There is the need to appeal to all the teachers, particularly in the areas of academic delivery, research, and make 

sure they improve on their mastery of content so that the gaps that exist in quality education are bridged. However, 

achieving the aforementioned requires establishing coordinated framework, stakeholders’ involvement, and 

building physical facilities and other related infrastructure to support teachers’ services delivery.  

 

As the collective national effort for competence-based education, led by HEC gains momentum towards a greater 
labour market acceptance and satisfaction, there is a need to be cognizant of the importance of education in 
achieving higher standard of living for the future generations. Education should be seen as a supporting pillar to 
Rwanda’s social economic development. Hence, an educational short-cut is a crime against the future of the next 
generation and Rwanda as a nation.  
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Introduction 

 

The Government of Rwanda (GoR) consistently supports and strengthens higher education transformation 
initiatives towards achieving national mandatory aspirations and gaining local and international recognition with 
reference to Vision 2020. In light of this, Rwanda education becomes a pivotal arm of achieving a knowledge and 
technology-based economy. This places a moral obligation on HLIs to produce high quality graduates, conduct 
cutting-edge research and consultancy services and engage communities through outreach support programmes to 
enable nation-wide socio-economic transformation. In addition, higher learning institutions are required to 
demonstrate excellence and justify the standards of their awards through their graduates, research and consultancy 
services1. The graduates should therefore meet and exceed labour market expectations, be relevant to industrial 
needs, and be internationally credible. To support the HLIs along the aforementioned, the Government of Rwanda 
(GoR) in 2005 established and empowered the National Council for Higher Education (NCHE) as an independent 
Government agency affiliated to Rwanda Ministry of Education to supervise the academic activities towards 
ensuring value for money and academic excellence. 

Mission 

Higher Education Council’s mission is to: 

 Enhance education and research in higher learning institutions; 

 Improve the organization and functioning of higher learning institutions; 

 Advise the Government in all matters related to higher education policy and strategies; 

 Set norms and standards for accrediting private higher learning institutions; 

 Monitor the adherence of norms and standards in higher learning institutions; 

 Compare, evaluate and give equivalence to degrees and certificates of higher education level delivered by 
foreign institutions and those delivered in Rwanda that need authentication including those awarded 
through distance learning; 

 Coordinate and follow up all activities concerning learning, teaching, evaluation and performance 
appraisal in higher learning institutions; 

 Cooperate and collaborate with other regional and international institutions having similar mission.  

Objective of HEC 

The primary objective of HEC is to enhance the quality of education, and ensure that the students graduating from 
HLIs are knowledgeable, skillful and possess positive work attitude for the betterment of the Rwandans’ welfare 
and development. Further, HEC’s mandate extends to building a higher education system that underpins the 
fundamental pillars of Vision 20202. Therefore, Rwanda HLIs become the catalyst for the educational 
development of Rwanda, given that the country intends to build strong, resilient, vibrant, innovative, research-
oriented, and internationally competitive graduates. The success of higher education and Rwanda Government 
thus hinges on the employability of the graduates as B-HERT (2002) had noted in Australia. Also, Boud & 
Falchikov (2005) and DEST (2002a) asserted that graduates’ competencies meet and exceed the demands and 
expectations of local and regional labour market when there is a guaranteed quality education background in the 
respective nations. 
 
It is from the above background, that there should be a collective novel effort to evaluate and identify gaps 
towards enhancing the quality of graduates from Rwanda HLIs between 1997 and 2012. Thus, the Higher 
Education Council assigned LG Consult to conduct a tracer study to evaluate the quality, competencies and 
relevancy of graduates from Rwanda HLIs, their employability, and the employers’ levels of satisfaction of the 
graduates' competences.  
 

                                                 
1 HEC (2007) National Qualification Framework. Ministry of Education. 
2 Rwanda Vision 2020 (2003 ). Government of the Republic of Rwanda (GoR) 



 

 

Page 2  
 

Background of the Study 

 
Since its founding, HEC has not conducted a comprehensive tracer study in Rwanda3. This implies that the diverse 
competencies gained by graduates from different HLIs have not been comprehensively nation-wide traced and 
gauged to assess their sufficiency, effectiveness, acceptance and relevance to the labour market needs4. Further, the 
link between the graduates’ competences and the labour market demands has not been researched and 
documented either by HEC or any institution at a national scale.  
 
However, Rwanda has instituted modalities to ensure interdependency and synergies between national priorities, 
regional labour markets and educational systems5. This effort has orchestrated local convergence in thinking that 
HLIs and the labour market need to design and develop new skills outcomes and knowledge that meet the 
challenges6 of a dynamic and unstable economic climate. This assertion is also credited to the work of Unwin 
(2003) which states that generating and aligning new skills and knowledge between universities and labour market 
is imperative in a changing world. Hence, lack of a systematic investigation of employers’ satisfaction with 
graduates’ competences and graduates’ views on learning outcomes from HLIs is problematic for policy makers. It 
also becomes difficult to establish any synergy between the higher learning institutions and the labour market if the 
gaps are not identified.  
 
It is important to note that self-evaluation of HLIs cannot be sorely relied upon by HEC. Such evaluations are 
relatively one-sided and often uncomprehensive. Further, it is evident that such evaluations may reveal that the 
quality of education being provided by respective higher learning institutions is good with reference to their unique 
educational missions. This statement is not aimed at questioning the validity and reliability of such studies if ever, 
but is focused on emphasizing the neutrality and importance of a study conducted by an independent agency other 
than the higher learning institution concerned. Based on this rationale, HEC conceived the idea of a tracer study. 
 
Despite the numerical proportional increase in higher institutions establishment7, the number of students, and 
graduates from different disciplines, no national survey of any kind has been done to investigate relevancy and 
labour market perceived satisfaction with reference to graduates’ competences. The employment doubt on the 
equilibrium of the demand and supply (MIFOTRA, 2013) in Rwandan labour market is inevitable8 as 
unemployment rate is relatively low (2.4%) nationally9. Empirical evidence demonstrates that over 90% of firms in 
Rwanda are informal, and have three (3) or fewer employees (NISR 2012 and 2014)10. The key challenges therefore 
facing Rwanda are the public narratives on the levels of underemployment in rural areas, lack of self-sufficiency, 
non-jobs creation, drought of entrepreneurs, and uncompetitive skilled labour for firms in urban areas11. 
 
The imbalance in demand and supply (MIFOTRA, 2013) is further compounded by the number of employees in 
the formal (private) sector which is just 40% of the population12, while those who work in the public sector make 
up 3% of the population. These employees also tend to have relatively high income and levels of education13 and 
those who are employed by informal sector make up 17% of the population14. 
 
As human capital drives nations’ development (Barker, 2001 and 2002), education becomes a sine-qua-non in 
building people’s competencies and stimulating economic productivity. With this understanding, it should be 
thought that it is not just the years of education that contribute to economic growth (Hager, Holland, and Veckett, 
2002), rather it’s the quality of education (Hager and Holland 2006) received and the application of acquired skills 
to address context problems. Hence, it becomes critical that people measure learning outcomes and not just school 
enrolment (though this is also important) when gauging the quality of education.   
 

                                                 
3 Sindayigaya, S. (2010). HEC Statistical Information on Higher Learning Institutions (HLIs) in Rwanda  
4 DEST (2004a). Employability skills: Development of a Strategy to support the Universal recognition and reporting of Employability skills, Canberra. 
5 HEC (2007). National Qualification Framework. Rwanda Ministry of Education. 

6 Barker, K. (2001) Blending ICT and International Competencies. Ottawa: Canadian Bureau of International Education. 
7 Sindayigaya, S. (2010). HEC Statistical Information on Higher Learning Institutions (HLIs) in Rwanda  
8 NISR (2014).Statistical Yearbook, 2014. Rwanda 
9 EICV3 Thematic  Report, Economic  Activity, p.7 
10 EDPRS 2013 – 2018; p. 79 
11 EDPRS 2013-2018; p. 73 
12 ibid; p.74 
13 ibid 
14 ibid 
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Every year, a large pool of young Rwandans15 enters the labour market in search of jobs. Some are employed and 
others are left frustrated. Just like in other economies, Rwanda continuously faces the challenge of creating the 
required quantity and quality of graduates to match the required skill sets at the job market16. Globally, 
unemployment figures have ascended from 8.2% in 2009 to 9.2% in 2012, while in developing countries, the 
combined rate of unemployment and underemployment has increased to as much as 30%17. This demonstrated a 
severe need for job-creation. Although no definite figures exist on the rate of unemployment in Rwanda, the 
Ministry of Labour estimates that about 13% of the population in Kigali and 8% in other urban areas are 
unemployed. This reality further justifies the need for this study to ascertain the causes for such a situation in 
relation to the recent growth in graduates’ number. 
 
According to the 2012 population Census, labour force stands at 5,006,000 (in 2011) against a total population of 
10,537,22218. The majority of employed population is in agriculture (NISR, 2014), but the number has declined 
from 80% in 2006 to 72% in 2011. This decline is attributed to the growth of the industrial sector and public 
service. Within the same period, Rwandans of working age increased from 4.3 million in 2006 to 5 million in 
201219 and on average thousands new individuals join the labour market each year (NGSR, 2013). This figure 
poses economic and political challenges and further questions the HLIs’ ability to produce robust graduates with 
entrepreneurial mind-sets and competences to create jobs rather than being job-seekers 
 

At least 0.51% of the working population has a University education degree20. From such a percentage, there is 
need to know how many graduates are employed and unemployed21. Although, the graduates have academic 
qualifications, it is further important to ascertain the extent to which these graduates are equipped with expected 
skills required at the job market. For the case of Rwanda, the private sector is largely underdeveloped and this 
makes the public sector the largest employer vis-a-vis the private sector and also employs less than 1%22 of the 
employable population23. This is an indication that unemployment could continue if education is not aligned to the 
skills required on the labour market and for self-job creation or employment.  

 

 

  

                                                 
15 Strategic Skills Development and Youth Employment (2012) National Dialogue Council Dec. 13-14 December  
16 African Development Fund (2014). Skills, Employability and Entrepreneurship Programmese (SEEP) II Appraise Report  
17 ILO (2012). Youth Employment Interventions in Africa: A mapping Report of the Employment and Labour Sub-Cluster of the Regional Coordination Mechanism (RCM) for Africa 
18 GoR (2013) National Gender Statistical Report 2013 (GMO)  
19 GoR (2013) National Gender Statistical Report 2013 (GMO) 
20 Ministry of Education (2013). Education Statistical Yearbook.  
21 The Republic of Rwanda, National Employment Policy (2007); p. 11 
 
23 Ibid; p. 12 
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LITERATURE REVIEW 

Context Approach to Tracer Study 
Tracer studies derive their name from the primary activity involved, which is to trace, find or locate a group of 

individuals. The actual task of tracing the former academic beneficiaries may be complicated since information on 

their whereabouts may be outdated or incomplete. With tracer studies, a large part of the effort is spent tracing the 

graduates. Tracer studies are sometimes referred to as follow-up studies because they trace individuals sometime 

after an event has taken place, and follow up on what has happened in their lives since their graduation24. As such, 

graduate tracer studies take a retrospective look at the evolution of the situation of a sample of graduates. It is an 

enquiry approach at a single point in time that generates data and perception on the already achieved impact. 

Schomburg (1996) argues that graduate tracer studies (surveys of graduates from institutions of higher education) 

are often seen as an important tool for institutional development especially when the world of work is changing 

rapidly. Therefore, HLIs obtain a systematic feedback (Hawkridge, 2005) from their former students on their 

academic programs and the skills acquired to market expectations and delivery. To know the whereabouts of the 

graduates, their competences on the job and their retrospective assessment of their course (Hager and Holland 

2006) of study might stimulate curricular debate, a process that is critical for current or future students. 

 

Recognizing the importance of evaluating the status of educational institutions graduates is crucial to national 

growth and measurement of investment on education (Little, 2003; Backer, 2001 and 2002). This was previously 

acknowledged and illuminate by HEC study of HLIs (Sindayigaya, 2010) and highlighted the need to enhance   

quality governance mechanisms (HEC, 2007). The essence of academic governance mechanism is to develop 

robust graduates in the pursuant of envisioned knowledge-based economy. This constitutes a move towards 

outcome-based assessment of HLIs which is more reflective and thus justifies why things need to change or 

improve.  

In the context of tracer studies and education policy, literature suggests that higher education policy can follow any 

of the three policy extremes (Kaijage, 1996). 

 The 1st relates to the education system with objectives that are independent of the employment system. 

 The 2nd is when higher education is wholly determined and shaped by the needs and demands of the employment system. 

 The 3rd is where the education system is proactive such that it moulds and influences the employment system. 

Given the above background, Brennan et al (1996) categorised the relationship between higher education and work 
into three aspects: 

 The first one consists of aspects of higher education that are relevant to work. Notably,  studies that have 
considered types of institutions, fields of study and types of qualification, curricula, approaches to 
teaching, learning and assessment as well as on the job training among others. 

 The second category looks at aspects of work relevant to higher education in terms of employment, 
career, work tasks and requirements, profession, and quality of work and task requirements. 

 Thirdly, they considered the linkage between higher education and work.  The linkage can either be 
explained in terms of the labour market, intermediary agencies and the transition process or in terms of 
the regulatory system as well as the process of life-long education and work. 

According to the study conducted by Mayanja et al, (2001), employment opportunities have dwindled and periods 
for job searching are becoming longer. The studies from strategic skills25, employability26, and gender statistical27  

                                                 
24  ILO ( 2011) Tracer study, Book 1, Methodology Manual; p.3  
25 GoR (2012). Strategic Skills Development and Youth Employment. National Dialogue Council 13-14th December 2012 
26 ADF. (2014). Skills, Employability and Entrepreneurship Programmese (SEEP) II Appraisal Report  
27 GoR. (2013). National Gender Statistics Report.  
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shared light on the employment trends, education, gender issues, and status of the population. With the increase in 
the number of HLIs and graduates, unemployment rates are likely to increase. With reference to this trend, the 
study sought among other things, to establish the length of time HLIs’ graduates took to transition to the labour 
market   
 
The critical issue that LG Consult Ltd  sought to identify was  whether or not training at first degree level ought to 
be highly professionalized (Moy,1999) or should it provide graduates with general education to prepare them for 
world of work. Along this line of thought, acquisition of specific training or skill was identified by Mason, 
Williams, Cranmer, and Guile (2003) to trigger a mismatch between what competences the HLIs produce and what 
the market or economy expects.  
 

According to Salim (2002), tracer studies can be used to trace graduate performance and hence infer institutional 
performance. This resonates the need to assess labour market signals towards assisting in the development of 
strategic plans for higher education (Rychen & Salganik, 2001). However, it is a common phenomenon that linking 
labour market surveys to higher education planning is rarely effective. It is vital to assess what kind of graduates is 
required currently (Smith & Bath, 2006) and in the future as well. In a broad sense, tracer studies are interested in 
establishing some of the following28: 

 Starting up salary and relationship to those in similar positions with more or less education 

 Waiting time prior to first employment 

 Appropriateness of first job to educational background 

 Employment sector (private / public) 

 Performance and job satisfaction expressed by graduates and employers 

 Level of responsibility on appointment and subsequently 

 Career prospects in terms of promotion and salary expectations by graduates and employers 

 Comments on relevance of education with suggestions for improvement by graduates and employers. 

The Graduates' Assessments on Academic Studies and Profession 

In some surveys graduates were asked which of the qualifications acquired in the academic studies they use for 
their job, which fields of study graduates considered to be especially useful, for which professional tasks they were 
appropriately prepared at the university and with regard to which area of job responsibility. It is from these 
questions that strategies to review educational programmes are derived after gaps are identified. On the whole, it 
has to be emphasized that the graduates are able to assess the relevance of academic qualifications to the labour 
market (Fallows & Steven, 2000), or better yet, the correlation between the knowledge acquired and the profes-
sional work.  

Issues regarding Curricula and Preparation for Work 

In responding to the needs of the changing markets, especially given that it’s driven presently by technology unlike 
in 70s, there is a high need to think about curricula and graduates preparation for work. Some of the critical 
questions to think about when contemplating on the graduates’ survey may include the following: 
 

 In which way do students learn a systematic confrontation of academic ways of thinking and 
professional ways of problem-solving? 

  
 How broad or narrow is knowledge fostered in specific degree programmes in comparison to 

occupational tasks or major occupations? 
  

                                                 
28 Salim (2002) 
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 What are the experiences with special implemented measures to implant occupational experiences into 
the study process (for example phases of work experience, practitioners as part-time teachers, etc.)? 

  
 What are the outcomes of curricula that are aimed at creating new types of learning and qualification 

and to prepare for newly emerging types of occupation and work tasks? 
  
 What are the retrospective views of the graduates on higher education based on their career 

experiences? These questions are critical to the design of tracer studies. They are also reflected in the 
objectives of this consultancy. 

Objective of the Consultancy 

The objectives of the consultancy were to survey and make analysis on: 
 

 The number of graduates who get employed (whether self-employed or employed by others) at least one 
year after graduation, 2-3 years, 4-5 years, 5-10 year, and 10-15 years; clearly making an exhaustive list of 
the graduates from all HLIs. 

  
 The satisfaction levels of the graduates on the practical applications of what they studied in higher 

education in relation to the demands at their work places.  
  
 The impact on public and private sector where graduates work by assessing how the graduates have 

contributed to improvement in the performance of such institutions. 
 

 The income earned and the employment profile of graduates. 
 

 The satisfaction levels of the employers towards the competences and skills of the graduates and their 
performance, plus an assessment made by employers concerning what they see as the strengths and 
weaknesses of graduates. 
 

 The gaps between skills and knowledge imparted to graduates and the labour market requirements. 

Specific Objectives 

By the fact that HEC has conduct a mini-study in 2010, the following study specific objectives were considered to 

have a comprehensive study that would be used for the future and strategic orientation of the HLIs’ curriculum. 

 To assess whether the competencies of graduates in all the universities in different faculties 
acquired were sufficient to prepare them for jobs they are performing. 

 To analyze the relative effectiveness of graduates in formal and informal market sectors in the 
world of work. 

 To identify the competencies required to prepare graduates in both fields for the tasks expected. 

 To analyze the graduates who are not employed and why and for how long since their 
graduation? 

 To make recommendations on how HEC and the line Ministry (ies) can enhance the 
competency base for their graduates. 

These proposed objectives would enhance HEC or the line ministry and the government in general to look into: 

The relationship between academic programmes and the supply and demand trends of graduates on the labour 
market. This component will also assist the policy makers to see which faculties or courses should be ameliorated 
or improved and where the emphasis may be put.  
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The comparative analysis of higher learning institutions through the employers’ appreciation can as well be 
measured and this would result into informative results to HEC and its stakeholders. Higher education policy 
formulation parameters, especially in areas of HLIs educational programmes and labour market demand and 
competences would be appraised.  

Scope 

The study scope was mainly limited to a time-frame of 1997 to 2012, and geographical location which is designated 

for graduates from Rwanda HLIs. The respondents were both graduates (employed, unemployed and self-

employed) within this timeframe. In addition, this study also focused on employers. In this context, the study 

generally focused on the following:  

 To assess the employability and impact of a representative sample of graduates across various areas of 
study and disciplines at undergraduate and postgraduate level; 

 To assess the satisfaction levels of the employers in regard to the graduates competencies. 

 To assess the relevance, quality and utility of graduate vis-à-vis the labour market requirements. 

 To provide practical recommendations on what and how to Rwanda HLI’s education programmes vis-à-
vis the labour market requirements. 

Expected Results 

The primary task of the survey was to produce a comprehensive report on the state of graduates in the labour 

market among other different six (6) pathways: 

 Detailed review of the economic and employment status of graduates from HLIs in various institutions 
for the period of study. 

  
 Get informed by the education quality standards, and expectations of what competences and learning 

outcomes are supposed to be demonstrated by a graduate. 
  
 Provide a clear and accurate picture of the assessment of graduates by their employers in respect of 

various categories such as their scholarly abilities, their ability to apply theoretical knowledge to solve 
concrete problems, their ability to generate and disseminate knowledge and their competitiveness 
measured against graduates and non-degree holders from other education providers in the country and 
beyond. 

  
 Provide an in-depth assessment of how graduates assess themselves and the relevance and quality of their 

education within the world of work. 
  
 Provide data on employability of graduates; showing the impact of what they studied, and competences 

attained towards their employability (whether self-employed or employed by others). 
  
 Based on the tracer study, suggest ways of improving inter-institutional collaboration in education and 

training. 
 
The design and sections of this report made reference to the aforementioned and expand on these in the study of 

the graduates from HLIs from 1997-2012. The aim and scope of the study were answered from these perspectives 

in details. Other auxiliary questions examined included the values acquired, the mobility possibility and change of 

job and the most sort-after degrees among the layers identified.     
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METHODOLOGICAL APPROACH 

Introduction 

Education is human heritage (Barker, 2002) but it is confronted with a myriad of man-made problems and the 

prescribed solutions seem endless with little or no change in people’ educational experiences especially in quality 

and skills areas29. This is uniquely evident in the ranking of world best universities30 and the place occupied by 

Africa universities. The victims are employers and the ill-equipped graduates. This observation was instrumental in 

designing the methodological approach which uniquely looked at the philosophical undertone of the study. The 

methodology constitutes the architectural framework that informed the procedures adopted in conducting the 

study. This ranged from the study design, compilation of the total graduates from Rwanda HLIs, the sampling 

techniques and frame, design of the instrumentation and pilot study to the establishment of validation of the 

survey instrument, administration of questionnaire, data collection, analysis, interpretation and the ethical 

considerations. 

Design of the Study 

The study was approached from dual design structures; qualitative and quantitative research methods31 

(perception-based survey and secondary data). This constitutes a combination of qualitative and quantitative data 

collection and analysis techniques. These ensured data triangulation through the utilization of primary data (survey, 

interviews, and focus group discussions) from graduates, employers and the self-employed. The quantitative data 

was obtained from HLIs towards designing a web-based database to fast-track the number and specializations of 

graduates. The advantages of using these multi-level data and analysis are grounded on the power of hard-data and 

survey-based approach to explain, explore32 and describe current circumstances and perceptions33 from the labour 

market and graduates’ perspectives. The decision to utilize descriptive statistics34 was based on the expected 

revelation of employers’ satisfaction and relevancy of graduates’ competences to labour market needs.  

 

Most often, qualitative approach helps to investigate and understand a topic from the perspectives of the 

respondents (graduates and employers). Fellows and Liu (2006) argued that qualitative research allows an 

exploration of the subject to gain understanding such that theories emerged. In this study, qualitative approach was 

in the form of respondents’ survey and focus-group discussion to enable the study have an in-depth insight on 

graduates and employers’ satisfaction, and relevancy of skills and competences of graduates. Data from graduates 

and employers were mainly collected through administered and completed questionnaires covering the key 

thematic variables under investigation.  

 

                                                 
29 ILO (2012). Youth Employment Interventions in Africa: A mapping Report of the Employment and Labour Sub-Cluster of the Regional Coordination Mechanism (RCM) for Africa 
30 World University Ranking 2014-2015 
31Agresti, A. (2002). Categorical Data Analysis, 2nd ed. Wiley, Hoboken 
32Cleophas, T. J. and Zwinderman, A. H. (2012). Statistics Applied to Clinical Studies, 5th ed. Springer, Dordrecht 
33Devore, J. L, and Kenneth, N. (2012). Modern Mathematical Statistics with Applications, 2nd ed. Springer, New York 
34Field, A. (2005). Discovering Statistics Using SPSS, Sage, London 
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The descriptive statistics analysis focuses mainly on revealing the levels of satisfaction, and tells the percentage 

differential in views between and within clusters that are heterogeneous35 in nature. The extent of satisfaction was 

revealed and motivating factors ranked across the categories of respondents’ characteristics. 

 

On the other hand, the quantitative approach was applied to the construction of the web-based database which 

profiles graduates’ density by universities, year, and specializations.  Quantitative research design by nature is 

focused on the collection and analysis of numerical data36 and statistics, hence a scientific method (Fellows and 

Liu, 2006). All HLIs established within the scope of the study provided graduates data for the tracer survey. 

However, HLIs which have not graduated students within the years under investigation were technically excluded. 

The secondary data collected from institutions was mainly from HEC accredited institutions and programmes that 

graduated students from 1997-2012.   

Population of the Study 

The study population constituted the graduates from Rwanda HLIs from 1997-2012; all graduates within the 

timeframe and employers of the graduates. The graduates and employers’ perceived satisfaction and graduates’ 

competences and relevancy of skills constituted the unit of analysis. However, the scope and range of the total 

population made it impossible to collate data from all the graduates and employers owing to restriction of time, 

cost, and access. Hence, sample frame became imperative for the group of respondents for the study.   

 

The sample-frame has dual purpose: it depicts the size and unique characteristics of the sample elements to which 

the study involves and secondly detailed the elements to be captured within a time frame. The secondary data from 

HLIs shows that approximately one hundred and six thousand and seventy-four graduates (106,074) were 

produced from 1963-2014 in the categories of diploma and degree. However, this study time-frame is 1997-2012 

with graduates of about eighty-eight thousand six hundred and ninety-nine hundred. This triggered the application 

of sampling techniques regarding the graduates’ population which could allow for generalization or inference to be 

made about the total graduates from Rwanda HLIs within this timeframe. 

 

Sampling Techniques for the Employers 
 

The exact population of the Rwanda employers for this study is unknown; however the population that provided 

data was purposively selected and the questionnaire distributed unproportionally to Provinces and Districts 

through a judgmental-approach. With reference to sampling for the employer respondents, Provinces and 

Districts were non-probability based. The Provinces and Districts purposive selection was cushioned with a 

snowballing method to ensure that employers were captured from Provinces and Districts judged to have high 

concentration of employers (Ministries, NGOs, Privates business). A convenience method was utilized to judge 

                                                 
35Dobsen, A. J and Barnett, A. (2008). An Introduction to Generalized Linear Models, 3rd ed. CRC Press, London 
36Kaltenbach, H. M. (2011). A Concise Guide to Statistics. Springer, New York 
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the concentration of employers by locations and accessibility to ensure the collection of quality/robustness data 

for inference. This justification enables the study to capture the categories of representative employers in highly 

concentrated areas37 (Provinces and Districts) and generalization was made on this parameter. A population of 

two hundred and thirty seven (237) employers was purposively projected and selected for the study from Kigali 

City, North and West Provinces.   

 

The judgmental38 sampling approach deployed for the employers captured the perception on graduates’ 

competencies, theoretical and practice knowledge, skills relevancy to job market related issues, and satisfaction. 

Generally, there is no direct relationship between the size of the population and the size of sample required to 

estimate a characteristic39 with a specific level of error and a specific level of confidence40. The only area where 

sample size may have an effect is where the size of the sample is large in relation to the size of the population. 

Hence, the decision to draw sample elements independent of another becomes imperative. The non-probability 

sample approach was utilized along this perspective. It focused on the employers in Rwanda labour market with 

particular attention to private, non-profit making organizations, and public institutions.    

 
Sampling of the Graduates 
 
A sample frame of graduates from HEC accredited higher learning institutions in Rwanda from 1997–2012 

constituted the population for the second group of respondents. Based on the adjustment using the infinite 

population correction factor, (resulting from the unknown number of graduates who left the country and those 

who died) a sample of 106741 was required in comparison with the original population of approximately eighty-

eight thousand six hundred and ninety-nine graduates. From the scope, density and spread of graduates within 

Rwanda, the population was enlarged to two thousand two hundred ninety eight respondents to cushion for 

inference and generalization within the time frame (1997-2012).  

 
This new number was un-proportionally distributed to the five (5) Provinces of Rwanda. In addition, to the five 

(5) Provinces with thirty (30) Districts including the City of Kigali: 416 Sectors, 2148 Cells and Villages, a 

stratification method was used in the allocation of respondents to Districts among the Provinces. As such, a 

snowball approach42 was used to select and distribute questionnaires to graduate respondents to ensure coverage 

of most Districts. 

 
This was considered a realistic approach since it gave a broader picture on the graduates’ competences and 

relevance of skills as well as employers’ satisfaction competences of graduates’ competencies. In order to arrive at 

some representative sample and enhance inclusivity for the study generalization, Districts were stratified by 

geographical location, graduates by industrial classifications, cost, and graduates accessibility possibility. The table 

                                                 
37 Kigali city and some other Provinces have employers: Headquarters of Banks, Insurances, NGOs, and Ministries are mainly in Kigali city.    
38 Johnson, R. A. (2000). Statistics: Principles and Methods. John Wile, NY. 
39Marques, de Sá J. P (2007). Applied Statistics using SPSS, STATISTICA, MATLAB and R, 2nd ed. Springer, Berlin 
40Wilcox, S. (2000) Sampling and Controlling a TV Audience Measurement Panel. International Journal of Market Research, 42 (2), pp. 413-30 
41Saunders, M., Lewis, P., and Thornhill, A. (2008). Research Methods for Business Students 3rd ed. Pearson Education, New Delhi, India 
42Lehmann, E. L. (2011). Fisher, Neyman, and the Creation of Classical Statistics. Springer, New York 
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below indicated the Provinces, stratified Districts and respondents’ allocation by percentage to allow for snowball 

sampling.   

 
Table 1: Respondents Sampling by Province and District 

GRADUATES SAMPLING     % Distribution 

PROVINCE  DISTRICT  SAMPLE    

KIGALI  GASABO 806   

  KICUKIRO 559   

  NYARUGENGE 289   

SUB-TOTAL    1654 72 

NORTHERN MUSANZE 81   

  GICUMBI  22   

 
RULINDO 7 

 

SUB-TOTAL    110 4.8 

SOUTHERN  HUYE   142   

  MUHANGAE  87   

 
RUHANGO 51 

 

 
NYANZA 18 

 

 
NYAMAGABE 13 

 

 
KAMONYI  12 

 
SUB-TOTAL    323 14 

EASTERN  RWAMAGANA 28   

  NYAGATARE 28   

 
BUGESERA 21 

 

 
KAYONZA 11 

 

 
NGOMA 11 

 
SUB-TOTAL    99 4.3 

WESTERN  RUBAVU  78   

  KARONGI 28   

 
RUSIZI 6 

 
SUB-TOTAL    113 4.9 

GRAND TOTAL    2298 100% 

 

This approach ensured inclusion and participation of the concerned graduate respondents in order to satisfy the 

deliverables that matched the expectations of HEC who commissioned this work. Such a methodology also 

guaranteed that the recommendations of this study emanated from a broad consideration of the different facets of 

the study.   

 

Respondents 

from Kigali 

take 72% of 

the study 

population 

Respondents 

from outside 

Kigali will take 

28% of the 

study 

population 
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Higher Learning Institution Data 
In addition to the survey instrument, a compilation of graduates academic information was obtained from each 

HLI from 1997-2012 for each graduate. This information was considered vital for a study to document graduates’ 

academic background and to relate this to skills areas, number, and skills relevancy. The purpose of collecting 

HLIs graduates’ academic information was to document the number, skills level, year, field of specializations and 

to build a web-based software to manage the information of HLIs’ graduates as they presently exist and to merge 

these with primary information for a final database for inventory purpose.  

 
Research Instruments 
 The questionnaire was design along different pathways from studying to workplace. Given the complexity of the 

expected outcome of the study, three important structuring mechanisms were adopted: respondents profile; 

academic-life, background, employment, and skills’ relevance; and employers’ satisfaction. Anchored on the 

aforementioned, the data collection instrument was structured into different areas: closed and open-ended 

questions for graduates and employers. In addressing the structured areas, questions for each thematic area were 

developed in a chronological sequence as determinants of transition from academic life to labour market. The 

order included the socio-demographics, family background, academic-life, employment, and skill adequacy to job-

life.  Further, the employers’ questionnaire was structured into respondents’ characteristics, importance of skills to 

work and level of satisfaction, and overall satisfaction.  

 

From the foregoing, both questionnaires were developed around the key variables of investigation; demographic 

profile of respondents, academic programmes’ effectiveness and relevance to market needs, employment, and 

employers’ competence satisfaction with HLIs’ graduates. The questionnaires development procedures took into 

consideration the length and clarity of each questionnaire. After the final version of the questionnaires were 

approved by HEC’s technical group, the face, construct, and content validity were established and observed 

corrections incorporated before the questionnaires were actually distributed to the different respondents for pilot 

study. 

 

A cover letter was drafted to introduce and inform the respondents on the instructions and completion of the 

questionnaires. The questionnaire was translated from English to Kinyarwanda and administered to randomly 

selected respondents from Kigali City and other Provinces. This was done to establish the validity and reliability of 

the questionnaires in the areas of training, skill development and quality of education; and employers’ satisfaction 

in the language they preferred.   

 

Pilot Study 
The developed questionnaire was pre-tested with 35 graduates and 20 employers randomly selected from Kigali 

City and other Provinces. The pilot exercise was conducted to minimize ambiguities, enhance clarity and checking 

reliability of the instrument. The reliability was established in the forms of Cronbach alpha which scored 78%. The 
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table below summarizes the location and number of respondents who participated in the pilot phase of the 

questionnaire. 

Table 2: Summary of Respondents during the Pilot Study 

Location  Graduates Employers  

Pilot    

Kigali City  23 15 

Other Provinces   12 5 

Total Participants  35 20 

 
Upon the statistical analysis to establish the reliability, the Cronbach alpha was above 75% (78%) whereas the 

minimum threshold is conventionally at 60%. This implies that the questionnaires were reliable and dependable in 

bringing out the expected outcomes of the study.  

 

Administration of the Questionnaires 
The questionnaires were administered and retrieved through pre-trained enumerators under the guidance of LG 

Consult. The roll-out of the questionnaires proceeded along field-visits and the filled questionnaires were collected 

after each visit. In regions where the actual numbers of respondents were small, it reflected low concentration of 

graduates working in that region. It took approximately two (2) months to collect data from both graduates and 

employers.     

 
Data Cleaning and Analysis 
As the respondents completed the survey questionnaires, there were areas of no-response which were captured and 

cleaned. The cleaning also involved checking that each of the filtered questionnaires was coded correctly and that 

each response was logically aligned to previous responses.  The data was coded into Statistical Package for Social 

Sciences (SPSS). Prior to the analysis, the data screening was done and weighted to account for possible variation 

in response rates between the graduates.   

 

Ethical Consideration 
The research was conducted in a manner that ensured participants had informed consent, and were guaranteed of 

anonymity and confidentiality. Saunders et al (2003) identify participant’ rights as being: not to be forced to 

participate, not to be offered inducements beyond the scope of participation, ability to determine within reason 

when they can participate in the data collection process, to be contacted at reasonable times, to expect the 

researcher to abide by the extent of the consent given, not to be subjected to questions that create stress or 

discomfort, not to answer any question or a set of questions if they do not want to. The research respected the 

rights of participants as outlined in the proceeding statements.    
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Limitation of the Study 
 

There were fundamental limitations and difficulties encountered during this study especially in the areas of 

questionnaire; faulty comprehension, lack of time, and fatigue from the respondents. In addition, the access and 

quality of graduates profile from some HLIs in terms of data disaggregation posed a challenge to the web-based 

data-base. In terms of covering the whole country’s employers, Provinces and selected Districts were purposively 

sampled and their perspectives used as a base to generalize which invariably could limit the level of divergent 

opinions and views. Although the time and framing of the questionnaires were reasonable, skipping some items on 

the questionnaires was inevitable among a few respondents.   
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Statistical Results and Findings 
 

In general, the graduate tracer study covered substantial graduates from HLIs in Rwanda within a time-frame of 

1997- 2012 and employers from various Provinces and Districts. A total of two thousand two hundred and ninety 

eight (2298) graduate respondents participated in this tracer study. In addition, employers from different industries, 

sector, Non-Governmental Organisation and Civil Society Groups took part. From these divergent respondents, 

perspectives were drawn and patterns established that formed the findings and informed the conclusions and 

recommendations. The implications were contextualized and motivating factors explained to justify the findings. 

Hence, the statistical results and findings are presented in the subsequent sections of the study beginning with the 

profile of the graduate respondents.  
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THE PROFILE OF THE GRADUATES FROM RWANDA HLIs 
 
 
Rwanda HLIs Graduates from 1997-2012 
This section profiles the total number of graduates from Rwanda HLIs from 1997-2012 along different years. 

Chart 1 illustrates precisely the graduates’ patterns by years and it denotes the total number of graduates as 

received from HLIs’ databases without reference to their field of specializations and institutions.   

Chart 1: Rwanda HLIs Graduates from 1997-2012 
 

 
On the aggregate, the chart quickly reveals that the national graduates from HLIs in Rwanda is eighty-seven 

thousand, one hundred and eight-four (87,184) from 1997-2012. Thus, it becomes explicit from the chart that 2012 

has the highest graduate output (23.53%), 2011 (14.76%), 2008 (12.32%), 2010 (11.97%), 2009 (9.46%), and 2006 

(8.15%) respectively. The increase in the number of graduates from Rwanda HLIs started in 2004 and reached a 

high level in 2013 which appear to be proportional to the increase in the number of HLIs in Rwanda. Despite the 

increase in number, the ability of the labour-market to absorb graduates and the graduates’ abilities to be job 

creators remains issues of concern for HLIs and the policy-makers. 

 

Rwanda HLIs Graduates from 1996-2013 by Field of Specialisation  
 
The notion of field of specialization classification according to UNESCO parameters was enshrined in this study 

to fast-track and document existing skills towards determining surplus and shortage in the produced skills domain. 

The classification will probably assist the government of Rwanda to provide policy support to academic 

specializations relevant to national development. The strategy may redirect attention to support substantive skill 

development tailored to skills gaps or domain of deficiency.  

 

The rational definition of the classification recognizes that there are different expectations of specific fields at 

industrial and national levels. In the same perspective, the UNESCO classification was adopted and adjusted as the 

universal standard for the classification with country-based realities. On the whole, the classification captures the 

fields of Business and Economics, Education, Art and Social Sciences, Agriculture and Veterinary Medicine, 



 

 

Page 17  
 

Applied and Pure Sciences, Health Sciences, Engineering, ICT, and Services. From the year 1996-2013 graduates 

from Rwanda HLIs are: Business and Economics 31,626, Art and Social Sciences 23,033, & Education 10,782.  

 
Chart 2: Rwanda HLIs Graduates from 1996-2013 by UNESCO Classifications 

 
Within the same period, Agriculture and Veterinary Medicine registered 6,131 graduates, Applied & Pure Sciences 

accounts for 6,459, Health Sciences had 6,313 graduates, and Engineering produced 6,180 graduates. In addition, 

Medicine graduates were 2,286, ICT recorded 3,739 graduates, Services had 1037 and about 916 were unclassified. 

From the results, it is evident that field of Business and Economics recoded the highest graduates, followed by Art 

and Social Sciences, Education, Applied and Pure Sciences, Health Sciences, Engineering, ICT and Medicine as the 

last. The results did indicate critical gaps in certain specializations that are pertinent to Rwanda in the domain of 

Medicine, ICT and Health Sciences. Hence, the study is of the view that that emphasis should be placed in 

Medicine and Health Sciences related fields or specialization by the GoR toward bridling the gaps in these fields.    

 
Geographical Location of Surveyed Graduate Respondents 
 
The study was interested in the graduates’ geographical location, which was disaggregated into Province and 

District along Rwanda geo-political classifications. The results presented in Table 1 show that the majority (72%) 

of surveyed graduates live in the City of Kigali, followed by the Southern Province recording 13.2%, West 

Province accounts for 4.7% and the graduates from the Eastern Province being the least with 3.4%, and then 4.5% 

from the Northern Province.  
 

By design, this study had anticipated most of the respondents to be from Kigali city, since this is an opportunity 

enabler, commercial hub, and administrative centre. Hence, it was not a surprise that most respondents actually 

emerged from Kigali city. Further, social economic opportunities in Rwanda seem to be heavily concentrated in 

Kigali city and some other urban centres and otherwise acutely lacking in what can be categorized as rural areas. 

Therefore, Kigali city boasts of relatively high employment opportunities the same way it boasts of high 

unemployment rates.   
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Table 3: Geographical location of Surveyed Graduate Respondents by Province & District 
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District 
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Kigali City GASABO ( U) 806 35 1654 72 

 KICUKIRO ( U) 559 24.3 

NYARUGENGE ( U) 289 12.5 

South HUYE ( U) 142 6.2 303 13.2 

 MUHANGA ( U) 87 3.9 

RUHANGO( U) 51 2.3 

NYANZA ( U) 18 0.8 

NYAMAGABE ( R) 3 0.1 

KAMONYI ( R) 2 0.1 

East RWAMAGANA ( U) 28 1.2 79 3.4 

 NYAGATARE ( U) 28 1.2 

BUGESERA ( R) 21 0.9 

KAYONZA ( U) 1 0.0% 

NGOMA ( R) 1 0.0% 

North MUSANZE ( U) 81 3.6% 104 4.5% 

GICUMBI ( R 22 1.0% 

RULINDO (R) 1 0.0% 

West RUBAVU ( U) 78 3.5% 107 4.7 

KARONGI 28 1.2% 

RUSIZI 1 0.0% 

No response rate 51 2.2 51 2.2 

Grand Total 2298 100 2298 100 

 

Table 3 further indicates that 20 out of 30 Districts were represented in the sample with 2.2% of the surveyed 

participants who did not indicate their Province and Districts. From the results, the three Districts of the City of 

Kigali dominated the sample, with more than a third (35%) of respondents from Gasabo and close to a quarter 

(24.3%) from Kicukiro district.  Moreover, among 20 districts sampled, eight districts (Bugesera, Nyanza, 

Nyamagabe, Kamonyi, Rusizi, Rulindo, Kayonza and Ngoma) were individually represented by less than 1% of 

graduate respondents. 

 



 

 

Page 19  
 

During one of the focus group discussions, one of the participants revealed, “I rather be unemployed and spend months 

looking for jobs in Kigali than go to the village where I could get a job but have no opportunities of soliciting for better offers” Such a 

mind-set partly explains the co-existence of high employment opportunities, concentration of respondents, and 

high unemployment rates in urban centres like Kigali. With the ongoing socio-economic development, physical 

facilities and infrastructure expansion to suburban areas, employment could soon be relatively spread to other areas 

other than Kigali City. 

Categorization of Surveyed Graduate Respondents’ Residency 

The graduates were further asked to identify their residences within the domain of urban and rural areas. The 

results in Chart 3 show that a majority (74.2%) of the graduates who participated in the survey lives in urban areas 

while 25.8% lives in areas classified as rural. This finding again, reinforced the foregoing narrative which indicates 

that graduates prefer urban settlement than a life in the rural areas of Rwanda.  

 
Chart 3: Surveyed Graduate Respondents’ Residency 

 

The tendency to live in urban area could have resulted from the social economic advantages, prestige, and 

privileges associated with living in urban areas. These appeared to encourage some of the participants who are 

employed in rural areas to commute to urban areas during the weekends to stay with their families. In a focus 

group discussion, it was actually revealed that even those who work in rural areas reside there during weekdays but 

join their families in urban centres on weekends. Such practices could have contributed to the high percentage of 

urban residents relative to rural areas. 
 
Surveyed Graduate Respondents by Sex 
 
The gender of the respondents was also profiled and Chart 4 shows that two thirds (65%) of the surveyed 

graduates were male and 35% female. The results do not demonstrate the composition of male to female nation-
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wide but reflect the realities about the composition of surveyed higher education graduates, which has a historical 

undertone. While Rwanda has a post-genocide increase in women graduates, it’s unfortunately historical that there 

has been gender disparities in higher education graduation before the genocide of 1994.  

 

Chart 4: Surveyed Graduate Respondents by Sex 

 
It should be noted that this study focused on graduates from the late 1990s to early 2012 when the gender 

mainstreaming campaign has steadily increased and practices implemented. This assists to justify/explain why the 

number of male respondents almost doubles that of female respondents. With the recent increase in the enrolment 

of female students in HLIs and gender mainstreaming practices, the current disparity is expected to narrow in the 

future. 

 
Surveyed Graduate Respondents’ Age 
 
The survey participants were requested to indicate their age category and the results are summarised in Chart 5 

with 100% of the graduates responding to the question. The data shows that more than three quarters (69.8%) of 

the graduates are between 25 and 34 years old. One in hundred (1.1%) of the respondents is 50 years old or above, 

and the representation of graduates within the age bracket of 20-24 years is 5.1% , and respondents from age 35-49 

year recorded 24.1% respectively. Within the age bracket category of 25-34 years, most individuals have a high 

possibility of post-graduate educational achievement, social development, and labour mobility especially in this era 

of economic regionalization and globalization.  

 

 

 

 

 



 

 

Page 21  
 

Chart 5: Surveyed Graduate Respondents’ Age 
 

 
Keeping other factors constant, people in the age bracket of 25-34 years is believed to be dynamic, socially active, 

risk-taking, hardworking, dreaming-big, and socially mobile. Possibly, people in this age bracket are open to new 

learning opportunities like trainings and adapting to new innovative trends at their work place. It requires a synergy 

of employees, employers and stakeholders in the workforce development sector to harness this reality for the 

betterment of the social economic standards of both individuals and society especially in the quest for a 

knowledge-based economy.  

 

Graduate Respondents’ Age at Graduation  
The element of surveyed graduates’ age at graduation was assessed and the results presented in Chart 6 show that 

100% responded to the question. More than half (71.6%) of the surveyed respondents completed higher education 

when they were aged between 25 and 34. One fourth (25%) was between 20 and 24 years old, 10.4% belongs to 

respondents in the age category of 30-34 years, and only 3.4% of graduates were 35 years or more at the time of 

graduation. Common wisdom suggests that the earlier a student graduates from HLIs, the earlier he/she enters the 

workforce. As a result, he or she has enough time to work, save for retirement and eventually have a relatively fair 

retirement package to live on during the post-retirement years. It is encouraging to note that 61.2% of the 

respondents reported having graduated at the age of 25-29 which has future implication for economic and social 

planners and policy makers.  
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Chart 6: Graduate Respondents’ Age at Graduation 
 

 

Although this is not an alarming situation, it is expected that the age at future graduation may be lower because 

children are nowadays starting school when they are younger compared to the past years. It should also be noted 

that some of the respondents (3.4%) completed their graduation between the ages of 35-49. In the context of 

lifelong learning, this should be seen as a positive development. In recent years, Rwanda has encouraged non-

conventional education systems like distance open learning and adult education. This alternative has facilitated 

some Rwandans to enrol into studies without leaving their jobs. Such is a positive development in the context of 

improving the human resource potential of Rwandans in all age categories. Strengthening efforts in some of these 

non-conventional education pathways will encourage non-conventional students to enrol in the various educational 

programmes and enable education accessible to all citizens. 

 
Year of Graduate Respondents’ Graduation  
Graduates were asked about the year they graduated from their respective academic institutions. The survey 

indicated that most of the graduates (52.5%) completed their studies in the years 2010-2012. However, five in 

hundred (5%) of the survey respondents graduated during the year 1997-2002. In addition, 42.5% of the surveyed 

graduates completed their HLIs education from the year 2003-2009. From the results, it becomes evident that a 

very high concentration of graduates from Rwanda HLIs who participated in this study were from the graduate 

batches of 2010-212 (52.5%), followed by 2003-2009 (42.5%) and 1997-2002 (5%) respectively.   
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Chart 7: Graduate Respondents’ Year of Graduation from Rwanda HLIs 
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Findings about the year of graduation further reveal the possibility of highest number of graduations (52.5%) 

occurring in 2010, 2011, and 2012 respectively. These percentages outweigh the percentages of graduates during 

the preceding 16 years combined. In addition, the era 2010-2012 contributed about (52.5%) to the total number of 

Rwanda HLIs graduates from 1963– 2014. It should be noted that before 1994, the number of students graduating 

from HLIs was exceedingly low and the number of universities was acutely low. In addition, it took a good number 

of years after 1994 for HLIs to start graduating students.  The post-genocide increase in the number of private 

HLIs and the government of Rwanda’s commitment to strengthen HLIs definitely account for the increase in the 

number of graduates in recent years (2006-2013).  

 

However, this trend has critical policy implications for education in Rwanda. As many graduates join the labour 

force, there should be appropriate proportional linkages between the demands in the labour market and the skill 

sets students acquire in HLIs. The curriculum should undoubtedly reflect on this trends and the East Africa 

Community realities. As many students graduate, there is need to tap into the non-traditional employment sectors. 

Aligned to this development is also the need to develop more practical and innovative approaches in education 

towards creating opportunities and encouragement for self-employment in order to cushion for the challenges of 

graduates supply versus demand disequilibrium.  
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Surveyed Respondents’ Fields of Study 
The graduates’ field study with reference to areas of specialization was examined and the graduate respondents 

grouped accordingly. The direct implication in terms of the quantity and quality to the nation’s human resource 

development and hence, the nation’s social economic development was factored into the analysis. The heavy 

concentration of graduates in some fields that are pivotal to the nation’s strategic development is vital, and 

shortage thereof implies urgent action to reverse the trend. On the other hand, if graduates are heavily 

concentrated in specific fields than others, there is likely to be over-production and saturation of human resources 

in some fields and acute lack of manpower in others.  

 

Chart 8: Surveyed Respondents’ Fields of Study 

 

With the course of study by the respondent graduates, it is statistically evident that most of the surveyed graduates 

are from the field of Business and Economics 46.6% (Accounting 15.4%, Economics and Business Administration 

11.1%, Finance 9.6%, and Management 10.9%).  Education accounts for 8.7%, Applied Sciences 4.2%, 

Engineering 9.7%, Agriculture 4.7%, ICT 7.9% and Law 3.2%. However, the results revealed that the essential 

fields like medicine and health sciences represented by 7.1% of the surveyed graduates.  
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GRADUATES’ EMPLOYMENT STATUS 

The employment status of the surveyed respondents was measured and gauged at two categorical levels: (a) 

employment at graduation from HLIs studies, employment sector and industry at graduation, duration before 

employment and self-employed; (b) the job searching mechanisms, workplace, factors’ influencing employment 

and unemployment, and job position.   
 

Graduate Respondents’ Age at first Employment 
 
Responding to the question about the age of graduates at first employment, the results in Chart 9 reveal that 

surveyed participants indicated their age at the time they landed their first job. The majority (96.9%) of the 

graduates got their first employment at 34 years and below.  

 

Chart 9: Graduate Respondents’ Age at first Employment 
 

 
 

However, the chart further revealed that the dominant (66.6%) group of the respondents had their first employed 

within the age bracket of 25 – 29 years, followed by respondents 19.9% within the age bracket of 30-34 and 20-24 

years old (6.7%) respectively.  

 

Part-time (Evening) Programme Working Students (Pre-graduation Employment) 
The surveyed respondents involved graduates who combined work and studies, thereby attending part-time 

(evening) programmes. The results in Chart 10 show that more than one in five (23.7%) of the graduates were 

working part-time programmes students. Although the number of part-time students is still relatively low, it is 

hoped that this number will increase with the increasing number of private HLIs in which most part-time students 

demographics is found. It should be noted also that such number mainly constitutes of already employed people 

who enrolled into various education and training programmes to update their skills and increase the chances of 

continued employment and promotion. As Rwanda embarks on strengthening and broaden its human resource 

capacity and potential, such programmes should be strengthened.  
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Chart 10: Part-Time (Evening) Programme Working Students 
 

 

Status of the Job for Part-time (Evening) Programme Students 
Among the graduates of the part-time (evening) programmes, the results in Chart 11 show that the majority 

(46.5%) were engaged in permanent jobs; and more than a quarter (27.1%) were employed in contractual jobs.  

Chart 11: Job category for Part-time (evening) programme Students 

 

It also indicates that a negligible proportion was engaged in different employment status: 6.8% was self-employed 

and 3.7% in temporary jobs.  

Surveyed Graduates’ Employment Status 
The survey also focused on the employment status of higher education graduates. The results in Chart 12 reveal 

that a majority (85.4%) of surveyed respondents are either in full-time or part-time jobs. However, 15% of the 

respondents was unemployed and looking for a job. 
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Chart 12: Employment status of Graduates 

 
Current Employment Status of Surveyed Graduates 
The results in Chart 13 indicate that the majority (85%) of graduates were in paid jobs at the time of data 

collection. However, more than one in ten (15%) respondents was still searching for their first employment after 

graduation. 

Chart 13: Surveyed Currently Salaried Graduates 

 

Employment category of part time working students after Graduation 
The results in Chart14 indicate that 56.2% of survey respondents who were engaged in part time jobs prior to 

graduation were permanently employed at the time of data collection. While contractual jobs has 19%, 17.2% of 

them were still part time workers, 2.8% temporary and self-employed recorded 4.8%. 
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Chart 14: Job category of Full-time and Part-time working students after Graduation 

 

A critical examination and comparing pre and post-graduation employment of surveyed graduates, indicates that 

permeant job status increased from 46.5% before graduation to 56.2% after graduation, temporary jobs decreased 

from 3.7% before graduation to 2.8% after graduation, self-employed decreased from 6.8% before graduation to 

4.8% after graduation, contractual also decreased from 27.1% pre-graduation to 19% after graduation, and part-

time increased from 15.9% before graduation to 17.2% after graduation respectively. Judging by the changes 

observed, it becomes explicit that almost 10% change in job status of permeant staff job status occurred, 

temporary job position decreased, and contractual decreased by 8.1%. The results are positive indication that 

degree upgrade could trigger a corresponding change in job status.  

Employment Sector and Industry at Graduation from First Degree 
In the measurement of graduate employment, Chart15 disaggregated the employment status by sectors and 

industrial characteristics. It is encouraging that 85.1% of the surveyed graduates were employed while 14.9% were 

not employed. Further, 80.2% of the total surveyed employed graduates obtained their employment in public 

sector, 2.3% in private sector, 1.6% pursued self-employment, 14.9% considered themselves unemployed, and 1% 

belongs to other category. 

Chart 15: Employment Sector of the Surveyed Respondents  
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From the results, the public sector is the most employing of Rwanda HLIs graduates among the graduates who 

participated in this study and this is followed by the private sector and self-employment respectively.  

Employment by Industry of the Surveyed Respondents  
With regard to employment industry, the HLIs graduates as surveyed were employed in all the three proposed 

industries, namely manufacturing, service and agriculture with the exception of the unemployed. 

Chart 16: Respondents’ Employment by Industry 

 
The results in Chart 16 show that 91% were employed in the service sector, agriculture employed 5% of the 

respondents, and manufacturing employing only 4% of the respondents. In similar perspective, Chart 15 suggests 

that major employment were in the public sector (80.2%) and service industry (91%). The private sector registered 

2.3% and a very disappointing self-employed group (1.6%), unemployed at 14.9%, and manufacturing industry 

(4%) absorbed relatively small number of the surveyed group. From the forgoing, the public sector and the service 

industry are playing critical roles in the employment of graduates in Rwanda. However, the self-employment 

component need critical encouragement or push at societal and university level for it to expand. 

Graduates’ first Employment Duration 
The next area of analysis was transition duration from graduation to employment, being that this determines the 

length of stay in the labour market among the surveyed graduates. The statistical results in Chart17 show that on 

average two-thirds (66.5%) of graduates who have ever been employed obtained their first job employment within 

the first six months after graduation, including a quarter (25.1%) of graduates for whom the transition to job-life 

took less than a month. Unfortunately, more than a fifth (21.2%) of graduates did extend their first job-life search 

to twelve months but less than two years after graduation. In addition, a negligible (5.5%) proportion stayed 

unemployed for more than two years after graduation.    
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Chart 17: Employment Duration of HLIs Graduates 

 
The unemployed category was unpacked by the number of months from zero (0) to sixteen (16), with Chart 18 

revealing that nearly all (99%) unemployed graduates surveyed were searching for their first employment for less 

than six months. This implies that transition duration from graduation to securing first employment is relatively 

low among the surveyed group but this is subject to endogenous factors. One of the significant reasons for the 

reduction in unemployment-duration is the increased role of the government absorption of graduates. 

Chart 18: Surveyed Unemployed Graduates by Duration  
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The interview with some members of the Private Sector gave rise to a great deal of significant information on 

graduates. One of such information revealed that until graduates are confident enough, determine, risk-takers, and 

skilled with entrepreneurial skills to create their own jobs, unemployment would increase because the government’s 

ability to absorb graduates is gradually decreasing. The employers’ worries are echoed in the nation’s call to HLIs 

to produce graduates who can create jobs. However, such a call will need to be practically supported by hands-on 

practical and a solid synergy between HLIs and other labour market structures in the country 

SELF EMPLOYMENT AMONG THE SURVEYED GRADUATES  
The section investigates the extent of self-employment amongst the surveyed graduates in Rwanda. From the total 

respondents, only one hundred and ninety (190) responded to occupational categories of the self-employed and 

one hundred and forty two (142) ended up disclosing their monthly income. The increase in self-employed number 

could have emerged from others employed but have other gainful sources of income. Nevertheless, it is worth 

noting that starting a business immediately after higher degree is an unprecedented ambitious. This probably 

accounted for the low participation in answering this question. The results in Chart 19 highlight the distribution of 

the self-employed occupational areas and the categories of activities. The results suggest that 39.5% of self-

employed graduates are involved in commercial activities, artist follows with 19.5%, accounting/tax advisor 

recorded 16.8%, and 14.6% are engaged in establishment of construction or consultancy companies. 

Chart 19: Categories of Self-employed Graduates 

 

The type of work undertaken by the self-employed graduates varies by occupations; buying and selling and 

knowledge-based specialized services were the major occupational categorises. The variation shows importantly 

that majority (39.5%) of the self-employed graduates were engaged in micro-entrepreneurial activities directed at 

trading, buying and selling of other companies’ products to providing knowledge services such as consultancy. 

Although commerce stands out as being associated with the highest number of self-employed, it often requires low 

skills job in the service industry.  
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However, aggregation of companies; artist, consult/tax adviser shows that academic field produced graduates as 

professional entrepreneurs. This is probably because entry into these professional areas requires some forms of 

professional university qualification coupled with experience. Law and pharmacist followed respectively which are 

resultant effects of education that transformed them into entrepreneurial domain. Nevertheless, the choice of 

graduates’ self-employment is influence socially by the enablers that are person-specifics, families and society 

values placed at the disposal of the graduates prior to and after graduation.  

Surveyed Self-Employed Graduates Monthly Turnover  
The monthly turnover (profit) of the self-employed graduates was investigated and the disaggregated results in 

Chart 20 show that only 6.2% of surveyed respondents disclosed their income status at the time of data collection. 

Of the total respondents, it is significant to note that two in five (40.1%) of graduates who chose self-employment 

reported that their monthly turnover varies and rises up to 200,000Rwf, 54.9% ranges between 200, 001Rwf to  

900,000Rwf monthly, and 4.9% earn more than 900,000Rwf a month. 

Chart 20: Monthly turnover of a Self-employed Graduate 

 

The respondents’ distribution across the monthly income of the self-employed spectrum reflects the shortcoming 

of trading, given that more than half of the self-employed graduate proportion belongs to this group. This 

variation in monthly income indicates a certain level of vulnerability for traders as market uncertainty or dynamics 

influence the purchasing behaviours of buyers which inevitably determine the profit per month. Nevertheless, the 

vulnerability may reduce over time as the economy grows and the market network expands. While the picture of 

self-employed is disturbing, there is the need to recognize that economic growth cannot depend on trading on 

foreign goods, rather the transformation of local raw materials into processed goods. This serves as the best-fit 

catalyst for economic growth and development for any nation rather fuelling the economic activities of other 
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nations. Apart from monthly turn over being relatively low for self-employed graduates, an interview with a self-

employed graduate who employed 4 other graduates and 5 other support staff on his enterprise highlighted critical 

challenges in this sector.  

 

The self-employed graduate asserted that “You can’t start a business without collateral and you can only acquire collateral after 

working for years. I believe many unemployed graduates can do at least small scale businesses to sustain their families, but most of them 

find it very difficult to acquire start-off capital from lending institutions”. Although the BDF exist in Rwanda many of the 

graduates still complain of start-up capital. In an increasingly competitive economy, it is a national challenge that 

some graduates have their skills redundant. Just like the employer who expressed worry over employing a graduate 

who has been unemployed for long, the unemployed graduates also expressed worries over the possibility of 

having some of their skills diminish. The latter’s’ situation is made worse by the possibility of losing social 

networks and job-related information that result from long periods of unemployment.  

 

Income earned by Respondents after their First Degree  
The results in Chart 21 indicate that the majority of the respondents (32.9 %) earns between 175,000-349,999 Rwf, 

followed by 20.1% that earns between 70,000-174,999 Rwf, and 16% earned between 350,000-699,999 Rwf, and 

0.1% earned above 1,057,000 Rwf.  The remaining 4% earned 69,999 and below. In comparison, the findings 

reveal a substantial difference between income categories and level of education. The trend confirms that in 

general, the high the education acquired, the higher the salary and or return on investment.  

Chart 21: Income per month after First Degree 
 

 
It should be noted that this is a mixed income from both salary workers and self-employed without a critical 

segregation as to whether its tax inclusive for the self-employed or not. However, most of the respondents are 

Government Ministries employers and this proportion could have influenced the concentration of income around 
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the dominant areas (32.9%) and (16%) of income. The proportion of job order, self-employed, part-time workers 

could also have skewed the amount earned as income from the normal distribution curve.     

 
Income per month after Master’s Degree 
The income earned per month by the graduate respondents after their Master’s degree was incorporated into the 

analysis and the results in Chart 22 show that close to half (45.6%) of the surveyed respondents with Master’s 

degree earn between 350,000Rwf and more per month.  

Chart 22: Income per month after Masters 
 

 

From the chart, about 88.2% of the Master Degree graduates among the surveyed respondents earn between 

350,000Rwf to 1.056million Rwf. In addition, a very small number (10.9%) earns between 35,000Rwf to 349 

thousand Rwf.  
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 JOB SEARCH MECHANISMS OF THE SURVEYED GRADUATES  
 

For those graduates who overcame unemployment after graduation, the investigation was interested in knowing 

the job search mechanism adopted by the surveyed group. From the evidences presented below, it is explicit that 

graduates used more than one approach while searching for employment after graduation. The results in Chart 23 

show that more than half (55.8%) of graduates got first jobs by responding to job adverts. Other two channels that 

were important for a graduate to obtain the first paid job, namely: appointment (15.9%) and personal contacts 

(11.9%). The smallest proportion (2.8%) of the graduates was supported by a private employment agency. 

Furthermore, 4.1% of graduates have used other important search mechanisms in order to land their first job. 

Chart 23: Graduates’ first job Searching Mechanisms 
 

 
The job search mechanism composition is dominated by graduates who responded to job advert among the group 

of the employed, followed by appointment, and personal contacts which suggest that employment possibility is 

often associated with responding to advert, appointment and tapping into social network or social capital. The 

element of social capital or network as a power device for job search technique depends on the scope, length and 

influential members in such a network. Hence, social-disconnect from a network could spell employment delay and 

social progression for a graduate. In addition, examining the job search mechanism and usage of techniques, 

appointment and personal contact will stand out for highly specialized jobs or tightly controlled job. From the 

results, two categorical factors appeared to be negligible in role and usage which were employment agency and 

employment before studies. 
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Respondents’ Graduates Job search Method  

In order to draw insight from the job search methods, the element of advert, appointment and personal contacts 

were disaggregated. The results in Chart 24 show that more than half (40.2%) of the graduates did use media 

(Newspapers/Television/Radio) in the process of searching and acceding to employment. In addition, one-fourth 

of the respondent used the internet (government and or company website) and was helpful to 25.2% of graduates, 

and graduates’ relatives and colleagues (22.3%) played important role in a graduate’s transition to working life. 

 
Chart 24: Graduates’ Job search Method 
 

 

Factors Influencing Graduates’ Employability 
The analysis shifts to examine factors influencing employment and unemployment pattern among the surveyed 

graduates. Social economic, person-specifics, and education factors were captured as possible variables influencing 

employability.  Chart 25 indicates that more than half (37.4%) of employed graduates testify that one cannot obtain 

a job unless he/she passed an exam. However, persistent follow up of one’s application (17.3%), scoring a high 

rank in the company’s exam (16.7%), and a graduate’s attitude would increase the chance of getting a job. 

Chart 25 provides a summary of the factors influencing employability of graduates with reference to sitting and 

passing examination, indicating that employment goes beyond the minimum requirement of a formal university 

degree. In addition, persistent follow-up on one’s application and being ranked best among others are determining 

factors among the respondents. These findings highlight and contribute to the level of transparency in employment 

since employment is influenced and anchored on graduates’ performance and meritocracy instead of mediocrity.  
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Chart 25: Factors of a Graduate’s Employability 

 

 

Factors of a Graduate’s Unemployment 
In a similar perspective, the investigators looked at factors that prevent graduates from securing employment. in. 

While this is subject to many factors, market forces, person-specifics, interest, and connections were examined. 

The results in Chart 26 reveal that the majority (38%) of the respondents connect unemployment to lack of 

experience. In addition, more than a third (22.5%) of the surveyed graduates confirmed that lack of connections or 

influential persons could also leave a graduate unemployed. Also unemployment can also be attributed to the lack 

of professional eligibility requirements (9.5%) and scarcity of job opportunities (7.6%). Other factors of 

unemployment were indicated at 9.6% by the respondents. 

 

When the employers, especially the NGOs were asked about their views on employment criteria, the mentioned 

parameters on employability seemed to differ from those identified by government employers. Explaining the non-

conventional criteria of recruitment which one called “brain-hunting”, a country Director of one Kigali-based NGO 

expressed, “Yes, we do company exams, but we have had candidates pass exams highly without performing sufficiently on the job. To 

avoid this, we ask employers to recommend people who have been working in similar positions—people who can demonstrate what they 

have previously done instead of passing theoretical exams. Asked whether this approach did not contradict the public 

employment code, he replied, “We are accountable to our funders for quality output. The employment code should also reflect this 

reality”. Therefore, although passing certification and company exams ranked high, it apparently may not be a 

popular criteria used by NGOs 
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Chart 26: Factors influencing graduates’ Unemployment  
 

 

It is worth noting that not all the market forces and interest highlighted in the analysis have distinctive association 

with unemployment. Work-experience and network had strong hindrance to graduates’ employment possibility. 

The results demonstrate the overall description of fresh graduates’ predicament in relation to employers’ demand 

for work experience, the influence of network, and professional requirements since the unemployed in this 

category are basically less than one year in unemployment status. In addition to the information from the 

questionnaire, focus group discussion data also indicated acute lack of experience as cause for unemployment. One 

of the participants in the focus group interviews highlighted this gap by saying, “We read to pass exams in school, and 

then we start learning the actual work the day we are employed. In contrast to connections/the power or influential people, 

it is interesting to see that lack of experience was appropriately identified by the graduate respondents as the major 

hindrance to employment. 

 

Also, a context factor was identified to have played a significant role as graduates pinpoint lack of job opportunity 

“scarce-job” as one of the bottlenecks to employment despite formal university qualification. The hindrances 

constitute a positive approach on how to bridge and match the expectations of the employers with those of HLIs. 

Participants in the focus group discussions were asked to critically explain and justify why scarcity of jobs has 

become a recurring issue even when curriculum has a course like entrepreneurship that are is aimed at producing 

entrepreneurs who can create jobs and broaden the employment base.  

 

At one occasion, a graduate declared “It is not about completing the entrepreneurship course alone, it about what skills you 

acquire”, he said with a tone that expressed frustration. “After graduating with a degree in entrepreneurship, I walked the 

streets unemployed; I tried to make a series of business plans but failed. I called a few students I had graduated with and we failed to 

draft a convincing business plan that we could forward to a potential sponsor.  Reflecting on the assignments I had done during my 

programme, I realised that I had not done a single assignment on making business plans. I had all the theory and information about 

entrepreneurship, but had no substantial skills and exposure to do business when I graduated”.  The mismatch between 

theoretical and practical knowledge was one of the most recurring issues during the discussions with graduates.  A 
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few of those who did sciences programmes regretted having acquired too much theory in lieu of practical skills 

that employers actually want, especially in the science field. 

 

Surveyed Graduates Job Position  
The job position of the employed graduates was investigated to determine the categories of work performed by the 

employed graduates.  The statistical results in Chart 27 indicate that 49% of respondents were found in job 

positions other than what were suggested by the survey. More than 16.1% of the employed graduates was hired 

and held job positions as system analysts. 

Chart 27: Surveyed Graduates’ job Position 

 
 
Further, more than 10% were programmers, about 4% occupied clerk position and relatively 19.5% belonged to 

managerial and administrative positions. This implies that some of the employed graduates occupied position of 

influence in their respective organizations. In light of the job positions, the study examined the durations of 

holding a job position.  

 

Surveyed Graduates’ Duration on holding a Job Position 
The results in Chart 28 indicate that the average period of holding a job position among the employed graduates is 

between two and three years. The results in Chart 28 indicate that graduates who served as Graphics Artist, Senior 

Programmers and Managers or equivalent at their first employment, held their position for slightly more than two 

years but not beyond three years (2.39) on average, second position lasted slight above two years (2.46) on average, 

third position almost two and half years and the fourth position about three years on average. 
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Chart 28: The Graduates duration of holding a Job Position  
 

 
Surveyed Graduates Duration on Managerial Position 
 

The duration on managerial job-position of the employed graduates was examined by number of years and the 

categorical occupied by the employed graduates.  The statistical results in Chart 29 demonstrate managers spent on 

average three years (3.21), supervisors almost three years (2.8) administrative personnel almost three years, system 

analysts three years, senior programmers about three and half years clerk about two years and graphics artist almost 

four years on the same management position.  

 

Chart 29: Duration on Managerial Position  
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Future change in a graduate’s Job Position 
The results in Chart 30 indicate that the majority (81.0%) of employed graduates occupying job positions intend to 

stay in similar positions and or profession and 19% have the inclination to change should the opportunity arrive. 

Chart 30: Change in Graduates’ same Job/Profession 
 

 
The decision to stay within the same job position could have resulted from the working and social conditions 

prevalent in the workplace.  

 

Respondents’ Change of Job Position due to Performance  
From the foregoing observations concerning the decision to stay-put on the job, the respondents were asked to 

indicate if they have changed their job position due to performance. The results presented in Chart 31 demonstrate 

that more than half (56%) of the surveyed graduates did experience a change in job positions after first degree due 

to performance assessment while 44% have changed their job position as a result of performance evaluation. 

Chart 31: Performance induced Change in Job Position  

 

Reasons for Graduates’ Turnover from the Current Job 
The results in Chart 32 show that more than two in five (20.8%) graduates are subject to changes in job positions 

due to low income. Poor career prospect (18.2%), mismatch between job responsibilities and earning (16.9%), job 

insecurity (13%), and no choice (11.9%) are also determinants of job instability among graduates. 
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Chart 32: Reasons for Graduate Turnover 
 

 

Interviews with employers revealed concerns over the employer’s turnover rates particularly among young skilled 

graduates working for the government. One respondent expressed that it costs a company huge resources after 

building the capacity of an employer and then seeing his or her resignation letter. When the question of why they 

leave was asked, the reply was simple “they want to be rich overnight”, they are thinking of now, right now. In his view, 

employers should develop employee retention strategies that allow those who benefited from investment in 

capacity building through on-job training and other capacity building activities to serve the company for a 

minimum of five years.  

 

Graduates’ Workplace-related Job Satisfaction  
One compelling reason for searching for employment is the level of satisfaction derived from gainfully employed. 

This element of job satisfaction was examined from graduates’ perspective and the results are presented in Chart 

33. The results indicate that more than 60% of the surveyed respondents rated the contribution of three factors 

namely remuneration, working condition, social conditions and others towards their job satisfaction. 

Chart 33: Graduates’ Job Satisfaction 
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From the graph, favourable social conditions is the best contributing factor to job satisfaction and the respondents, 

working conditions (79.9%) and remuneration (62.6%) is rated as a contributor to job satisfaction. In addition 

other factors (86.6%) were perceived by the respondents as reasons for their of job satisfaction. The Focus group 

discussion revealed that some members demonstrate that job mobility results from little change in salary and that 

the take-home is not encouraging but the possibility of going on a mission is the most rewarding aspect in most 

employment.   

Factors leading to a Graduate’s Job Satisfaction 
In addition, job-related satisfaction variables were assessed. 91.2% perceived employees job satisfied. However, the 

important factors that led to their job factors were examined and the results presented in Chart 34 show that 

(14.4% and 13.7%) of graduates indicate respectively that job security and the possibility of using acquired 

knowledge/skills lead to job satisfaction. However, other factors that are important for a graduate’s job 

satisfaction, including: possibility of pursuing further studies (12.8%), good social climate/Work setting (11.2%), 

good management (10.3%), and good career prospect (9.2%) respectively.  

 
Chart 34: Factors leading to a graduate’s job satisfaction 

 

Respondent Graduates’ Academic Life  
The academic life of the surveyed graduates was investigated as a background to workplace performance especially 

its’ impact on the ability to find employment, life value creation and skills’ acquisition, relevancy, roles, and 

application, strength and weakness of higher learning institutions, curriculum change and skills emphasis, and job 

satisfaction. The key gateway to graduates’ employment and performance is the academic experience that shaped 

and transformed the graduates. In light of this, the values acquired through university life was analysed and results 

identified the distinctive enduring value acquired by the surveyed graduates.  
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Highest Education level Attained 
The results in Chart 35 indicate that the survey respondents (81.6%) hold Bachelor’s degree, 13.5% have Masters 

Degrees, 4.6% have Diplomas, and 0.3% have other qualifications. While it is explicitly clear that only 13.5% of the 

survey respondents have Master’s Degree as compared to 81.6% who have Bachelor’s Degree, the trend may be 

different in the near future given that there is an increasing number of Master’s programmes being offered in HLIs 

in Rwanda. 

Chart 35: Highest level Attained at Higher Education 

 

During interviews, one of the employers revealed that, “acquiring a Master’s degree does not necessarily guarantee or translate 

into high performance at work. Although a student may acquire extra theoretical knowledge during his or her Master’s programme, 

such a graduate may not perform well without undergoing a well-rounded and skill-oriented Bachelor’s programme”. In competence-

based criteria for performance appraisal, it would appear that academic ranks only do not necessarily guarantee 

employers’ satisfaction but in combination with other skills related factors.   

Marital status after first Degree 
The results in Chart 36 show that more than three in five (55%) of the surveyed graduates were single at first 

degree, however more than a third (44%) of the graduates was married. The remaining 1% combined was 

categorized as widowed and divorced/separated. 
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Chart 36: Marital status of Graduates after first Degree 
 

 

The proportion of single graduates decreased at Master’s degree. The results in Chart 36 indicate that among those 

with Master’s, 11.1% of the respondents got married after their second degree and 2.1% are still single at 

graduation from Master’s degree programme.  

Position in Household after first degree 
The results in Chart 37 indicate that 11.5% of the surveyed graduates were adult dependents at first degree, whilst, 

57.6% were male heads of households and 30.9 % were female heads of households.  

Chart 37: Position in HH after First Degree and Master’s 
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The results further show that 23.5% of surveyed graduates indicated that they were adult dependent after 

acquisition of their Master’s degree, whilst 22% was female household heads, and 54.5% was male household 

heads. From the results, it is interesting to note that adult dependent increased as the level of education increases 

which seems to demonstrate that some of the Master’s graduates surveyed assumed personal responsibility after 

the acquisition of a post-graduate degree.  

Size of the Household after first Degree 
The survey further investigated the respondents’ household size after graduation which was necessary to generate 

influence of network engagement and utilization in facilitating employment or dependency. Chart 38 outlines the 

statistical distribution of the results which indicate that close to half (47.7%) of the graduates reported that the 

household size was between one and four at graduation from Bachelor’s degree studies, more than a quarter 

(27.5%) was living in households of four to six members, and 24.8% of the respondent had a household size that 

was above 6 members. The results suggest that a reasonable size of the surveyed graduates as at Bachelors’ degree 

emerged from household size that ranges from 1-6 members.   

 
Chart 38: Household Size after first Degree and after Master’s 
 

 
 

In contrast to the household size at first degree, the investigation further covered the household size at Master’s 

degree. The results in Chart 38 show that a majority (79.7%) of the surveyed respondents who hold a Master’s 

degree reported that the size of their households was between one and four members at graduation. However, 

17.1% of graduates indicate that the household size was from 4 to 6, and above 6 persons in the family recorded 

3.2% respectively.  

Findings from the household size seem to indicate that family members could have provided significant emotional 

and financial cushion and influence in shaping the educational outcome of the respondents. Such influence could 
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arise from parents or siblings who had previously attended university or attending university. The influence could 

permeate across social-economic benefits, network accessibility, motivation, knowledge sharing, and skills 

impartation. The direct effect of family size on graduates’ education was not measured specially, but the 

importance of social capital to educational achievement especially in successfully maneuvering through the 

university cannot be underestimated.       
 

Contribution of Educational Training to Surveyed Graduates’ Value Development  
 

Regarding the contribution of undergraduate training to the development of a graduate’s values, namely 

competence, confidence, commitment, compassion, faith, hope, honesty, hard work, punctuality, commitment to 

service and integrity, each participant rated how far s/he thinks the higher education system developed these 

values in her or him. The results comprehensively indicate that more than 70% of the graduates think that the 

undergraduate training had highly contributed to the development and strengthening of all listed values. 

 

On the individual scores, the value of integrity was ranked 84.7%, diligence 83.1%, honesty recorded 82.1%, 

punctuality was rated 81.1%, commitment to service 80.9%, commitment registered 80.1%, confidence had 79.6%, 

hope with 77.9%, compassion rated 77.5%, faith 77.4% and competence 72.3%. From the rating, the element of 

competence was ranked the weakest and closely followed by confidence instilled in the graduates. Under a critical 

evaluation, it is evident that some of these values like faith, hope, compassion which are religion-driven were also 

not too strong compared to punctuality, and diligence. In addition the values of honesty and integrity which are 

HLIs-based and society-oriented were rated highly which invariability were values acquired or strengthened from 

and outside HLIs parameters.  

 

Evidences from the values impartation assessment are encouraging since the graduate participants ranked HLIs as 

having the ability to instil and enhance in graduates life-enduring values that govern both pre and post-graduation, 

and work-place life-style. However, it is clear that confidence and competence values featured relatively low on the 

list of values. Interestingly, the values of integrity, commitment to service, diligence, honest and punctuality were 

given higher rating than self-confidence and competence.  

 

When graduates decry too much theory in their programmes, then they are bound to be incompetent at work 

where competence-based and result-driven criteria of evaluation in increasingly becoming the norm. One graduate 

respondent expressed, “we (graduates) study poorly, we read to pass exam because teachers examine us based on what they teach. 

Unfortunately, some of the things we study are far divorced from the hand-on competencies required to perform in a real work setting. 

It’s important that there is synergy between those who conceive academic programmes and employers”.  In essence this respondent 

alluded to the essence of this study. 
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Chart 39: Undergraduate Training to the Development of Graduates’ Values 

 

 
Despite the foregoing analysis, the values were regrouped into HLIs-oriented values, faith-based values, and home-

based values with the understanding that HLIs were only strengthening without necessary constituting the 

building-blocks for these values. Determining the nature and scope of graduates’ values internalization based on 

home, faith-oriented and HLIs teachings are subject to individual subjective interpretations. However, the 

elements of each category was analysed separately and conclusion factored within. 

HLIs-based Values 
The values that were grouped under HLIs are punctuality, diligence, confidence, and competence as presumed to 

have been instilled in graduates. Nevertheless, punctuality, diligence and confidence are values that are commonly 

emphasized in HLIs but emanated from home. Upon the assessment of graduates’ ranking, diligence (83.1%) was 

rated highest, punctuality registered the second highest score (81.1%), confidence (78.6%) and competence 

(72.3%). While it’s explicit that diligence scored the highest, the attention and care expected of students in quizzes, 

assignments, tests, and examinations have helped to share the enhancement and internalization assiduity value. 

Further, punctuality which is universal precept was built which helps in time and self-management and exemplified 

in submission of assignment, early to lectures. 



 

 

Page 49  
 

Chart 40: HLIs-Oriented Values  

 

The picture is different for self-confidence (self-efficacy) and competence which are the major blocks or 

instruments necessary for risk-taking and entrepreneurial activities. These values were rated 79.6% and 72.2% and 

a combination will likely imply that the surveyed graduates lacked the confidence and competence values to 

embark on entrepreneurial activities, management large investment and confront life-uncertainty.   

Faith-based Values  
The faith-based values were elements of faith, hope, compassion and commitment. The ratings from the surveyed 

graduates show that commitment scored 80.1%, hope 77.9%, compassion had 77.7% and faith scored 77.4%. 

While faith-based HLIs maybe be emphasizing these elements, it is not mandatory for non-faith-based HLIs to 

enhance these values. This could account for the low scores accorded these values by the surveyed graduates. 

However, these values are faith and home-based but are sometimes strengthened by the HLIs depending on the 

philosophy of the particular institution and the individual.  

Chart 41: Religion-Based Values  

 

Home-based Values 
The home-based values are a hybrid of HLIs, faith and home which life-enduring values that regulate conducts in 

homes and workplaces. The ratings from demonstrate the social-religion background of the graduates and how 
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HLIs were credited in upholding and enhancing the same values. The value of integrity was rated most acquired by 

84.7%, honesty was rated by 82.1%, and commitment services had 80.9%. The statistical results appeared to differ 

significantly from the cases of faith-based values and HLIs values which therefore suggest that HLIs are enhancing 

these values that are life-enduring. Hence, the graduates from Rwanda HLIs are morally prepared by the HLIs for 

workplace life (job-life) and societal services. 

Chart 42: Home Based values  

 

The implication of the findings point to the importance and extent to which HLIs’ values impartation and 

enhancement helped shape graduates’ moral life and values to societal well-being.  

The values from HLIs and home of the graduates promote future graduates’ respect for human dignity, integrity, 

honesty diligence at work, commitment to national services, and punctuality to work. The findings also 

demonstrate the weakness in imparting values like self-confidence and competence which could explain the 

implicit reason for the low number of self-employed among the surveyed graduates. Hence, the urgent need for 

HLIs in Rwanda to incorporate or integrate these lacking values in their academic delivery since they constitutes 

life changing values.  
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SKILLS LEARNED AT HIGHER EDUCATION 
 

There is growing concerns that University graduates are not prepared sufficiently for the world of work, hence low 

performance in the workplace. The commonly identified factors are low work placement, internship short 

duration, and high theoretical discussions without enough time for practical. Knowledge. The assumed solution is 

that greater opportunity for students’ hand-on experience will directly improve graduates’ preparation for the 

world of work. In this regard, the learned skills at the undergraduate were assessed to determine the most acquired 

skills by the graduates as they prepare for Rwanda labour market.  

The survey focused on nineteen skills which were analysed and presented in Chart 43. The results indicate that 

more than two thirds of graduates said that the higher education system highly provided them with team-work 

skills (73.6%), human relations skills (70.6%), time management skills (69.5%), and critical thinking skills (68.2%). 

More than half of graduates appreciate the provision of the remaining skills, except, entrepreneurial skills (49.3%), 

emotional intelligence skills (48.9%), creativity/creative mind (47%) and Information technology skills (43%). 

From the scores recorded, the competencies were regrouped into three categories43: academic skills, personal skills, 

and workplace skills44. The classification is not isolating skills from each other, rather looks at the skills building 

system that cumulates into the graduate’s work-life. Academic HLIs are constantly generating graduates who are 

capable of apply skills and knowledge to the nature of demand of their work environment. However, some of 

these skills are person-specific that were built-up by the HLIs and some are beyond the basic academic learning as 

well as experiences from academic life.  However, personal and academically acquired competencies are the 

fundamental skills necessary for professional work. 

Academic Competencies 
The academic competencies classification covers areas that are heavy on specific skills, technical skills, information 

technology skills, communication skills, critical thinking, creativity, entrepreneurial skills and risk-taking skills to 

give students the proficiency as well as confidence with workplace. HLIS provide the background of concepts and 

methodologies that are fundamental to analysis and application of technical know-how in real life-situations. It is 

expected that the acquisition competencies enable the graduate to develop employability skills and possibly initiate 

within him/herself that capability to promote social, economic and financial contribution to the nation and self. 

Hence, a deficiency in the employability competence makes the educational attainment a lost on investment in 

education. The Figure below presents the result on the graduates’ rating on academic competencies.  

 

 

                                                 
43Centre for Energy Workforce Development. (2010). Graduates of Innovative Training Program take next step into Future of Energy.   
44Center for Energy Workforce Development. (2014). Energy Industry Competencies Model: Generation, Transmission and Distribution Rev. 3.0 June 26,( 2014). www.cewd.org 
/documents/energymodel.pdf 



 

 

Page 52  
 

Chart 43: Academic Oriented Competencies  

 

The specific-skills are generally acquired from the field of specialization which is one of the most useful skills in 

the workplace learned from HLIs and complement the critical thinking skills. The ratings from the surveyed 

graduates show that elements like specific skills scored 55.3% and critical thinking (68.2%) which are slightly above 

average, hence needed HLIs’ attention. The mediocrity in these skills could imply that they are being under-utilized 

by the graduates to answer the demands and challenges of the day-to-day activities in their respective place of 

work. It is also pertinent to develop these skills in order to boost the self-efficacy and resourcefulness of graduates 

in handling workplace problems.  

In addition, the technical, communication, and information technology competencies as acquired from HLIs were 

assessed and the results indicate that technical skills was rated 62.7% high, information technology 43% high and 

communication skills 56.1% high. While technical and communication skills could be relatively encouraging, the 

score of information technology is discouraging as this element is needed in the daily operation of the business in 

an age of globalization. The aforementioned element of information technology brings into light the need to 

address this component in the HLIs curriculum and constant update of technology to keep abreast new skills.  

The respondents were requested to rate the elements of creativity, entrepreneurial skills and risk-taking as learned 

from the HLIs in Rwanda. The results demonstrate that creativity registered 47% high, entrepreneurial skills 49.3% 

and risk-taking 51.1% high. Among all the skills grouped under HLIs’ skills, the elements of creativity and 

entrepreneurial skills were rated the least. This raises concerns about HLIs’ ability to produce Rwandan future 
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business men and women, thus the urgent need to rethink new curriculum development and strengthen existing 

business incubators for potential investors’ development and waking-up the creativity giant in students.    

Workplace Skills 
Present graduates are involved in an environment that requires smart working professionals who are committed to 

serve under different conditions and policy. The competencies required to work in the workplace that are acquired 

through HLIs learning are classified as team-work, decision making skills, problem-solving skills, emotional 

intelligence, time management, organization and ability to work under pressure skills. These HLIs learning skills 

are directed at creating favourable work-environment, and harmonious workplace relationship, solution-oriented 

workers, punctuality, cushion workplace stress, and work organization.  

Chart 44: Workplace-Oriented Competences  
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The ratings on the aforementioned indicators show that team work scored 73.6%, decision making skills was rated 

65.2%, problem-solving skills had 58.5%, time management was perceived at 69.5%, emotional intelligence 

registered 48.9%, organization was rated 55% and ability to work under pressure had 54.9%. From these ratings, 

team-work, time management, and decision-making skills were rated high vis-à-vis problem solving, organization, 

emotional intelligence and the ability to work under pressure. While HLIs are credited with positive learning 

outcomes in the areas of workplace skills, there is the need to enhance the skills that are tailored into emotional 

intelligence and ability to work under pressure as these are vital for social capital, work, and self-management.  

Personal Skills 
Personal skills learned from HLIs are life-enduring and essential the self-prosperity and national building. These 

skills are important tools in public decision-making, participation and involvement in a knowledge economy. The 

competencies provide graduates with great power to describe, analyse and transform the workplace and society. 

The personal skills are work-independently, leadership, negotiating and human relations. The statistical results on 
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personal skills are human relations 70.6%, work-independently 60.4%, leadership 57% and negotiation skills 

53.6%.  

Chart 45: Person-Specific Competences  

 

The results demonstrate that the personal skills acquired from the HLIs in Rwanda are impressive in the areas of 

human relations, work-independently and leadership. However, the aspect of negotiation skills which was average 

is important and should be enhanced. With references to the skills learned from HLIs, the indicators for 

negotiation, IT, emotional intelligence, entrepreneurship, working under pressure and risk-taking were weak which 

are also cross-cutting among the skills classification.  

Competency Gap as Perceived by the Graduate Respondents  
The graduates’ competency deficiency is a landmark identification of mismatch between the skills acquired from 

HLIs and the skills graduates apply at workplace. The report confirmed that gaps exist in IT domain, 

entrepreneurial skills, risk-taking, creativity and working under pressure. This misalignment of skills is a major 

reason that the industry and the labour market need to work with HLIs in redesigning the curriculum that will 

address the concerns of the graduates and workplace performance. 

Overall, the survey findings are remarkably consistent with useful skills in graduate job-life where IT scored 26.5%, 

entrepreneurial skills registered 22.1% with respondents reporting a moderate to severe shortage application to 

job-life. In addition, the survey indicates that 53% of the current respondents lack qualified skills in creativity, 46% 

shows evidence of moderate skills in working under pressure and risk-taking was relatively average. These results 

underscore the tenacity of a worsening skills shortage that threatens the future effectiveness of the Rwandan 

economy.  
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Chart 46: Skills learned at Higher Education 

 

 

The possible implication is that most of the surveyed graduates were trained for employment probably as managers 

or leaders in their respective domain.  One factor that may be distorting in regard to the rated skills acquired is 

their level of application and contextualization by the graduates as they respond to assigned task in the workplace. 

Similar but disturbing results are the weak ratings of entrepreneurial skills, creativity/creative mind, emotional 

intelligence, and information technology skills. Nevertheless, it is interesting to mention that team-work (73.6%) 

was mostly reported as important skills acquired, followed by human relation (70.6%), time management (69%), 

and decision making skills (65.2%). The focus group discussion was insightful in bringing out a relative but 

contestable truth concerning risk-taking and entrepreneurship. The answer was direct and confrontational “how can 

a graduate be creative when exams are ‘reproduce what I gave you’, risk-taking when the university is routinely a non-risk taker, less 

practical, non-field visit oriented and predominately use programmes copied from one university to another”? 

 

The distribution arising from university’s skills acquisition scores reasonably reflect the reality of graduates skills’ 

deficiency in the areas of entrepreneurial skills, creativity, information technology and risk-taking which account 

for the low level of job creators vis-à-vis job seekers. The aforementioned deficit skills are the rudimentary skills 

for entrepreneurship in any economy. Without these skills, it will be challenging to see potential and actual 

entrepreneurs emerged from universities in Rwanda in the nearest future.  
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RELEVANCE OF SKILLS ACQUIRED TO JOB LIFE 

 

Respondents were asked to examine the relevance and adequacy of their skills as acquired from HLIs that enable 

them to perform in job-life. The results in Chart 47 show the assessment distribution of the relevance of skills 

acquired or learned and the ability of the graduates to perform the job. Majority of the respondents (52.5%) 

indicated that the skills learned were very much relevant, 33.9% asserted that the skills were much relevant, and 

10.6% subscribed to averagely relevant to job-life, while 3% said they were not relevant.   

The results add credence to the graduates’ job performance and corroborate with the proportion that are employed 

by the industries. In views of this, perceived weakness in creativity skills was 47%, entrepreneurial skills (49.3%), 

risk-taking (51.1%) and emotional intelligence. Nearly all graduates in paid jobs (97%) confirm that the skills 

acquired at higher education are relevant to the employment (position) that they currently hold. This might 

indicates that they were adequately prepared for work based on the skills that were in demand within their areas of 

specialization. However, changing from job-seekers to job-creators, self-efficacy value and risk-taking could not be 

attributed to skills acquired at the undergraduate possibly because these competencies were given little attention. In 

addition, their relevancy and application to current job was deemed weak and little relevant since the seemed areas 

of employment requires less application of the foregoing skills.    

Chart 47: Relevance of Skills Acquired and Specialization to Graduates’ job 
 
 

 
 
The relevancy of skills as articulated by the graduates was further assessed along the areas of field of 

specialization’s relevancy to current work and the respondents’ ability to perform on the job. The results show that 



 

 

Page 57  
 

a majority (82%) of graduates who responded agree that their present work is related to their area of specialization, 

while 18% perceived that their specialization was not instrumental in obtaining and performing on the job. This 

(18%) group concern indicates that some field of specializations did not sufficiently prepare their graduates for the 

workplace which could have emerged from the weakness (34.3%) in labour market adaptability and the rating in 

industrial linkage (37.6%). 

While the rating on specialization to graduates’ job-life is robust and further buttress the relevance of acquired 

skills, the 86.4% rating of relevancy affirmed that skills acquired differs (82%) from field of specializations in 

reference to graduates’ work-life application. The integration of participation levels in internships, career guidance, 

and extra-curricula activity that help to build and strengthen graduates field of specialization was relatively weak. 

This could have limited graduates’ ability to apply specialized training to job-life while not necessary hindering the 

use and relevancy of general or broad skills in workplace. The gap between skill relevancy and specializations to 

job-life confirms the need for greater opportunity for students to get more hands-on experience of the demand of 

the world of work towards expediting their job-life adjustment.     

In most circumstances, graduates tend to secure employment in their areas of specialization but few exceptions 

may remain in unrelated areas due to shortage of employment opportunity in Rwanda. The graduates were asked 

to indicate the degree to which their acquired skills from HLIs were applied in their job life. Chart 48 indicates that 

slightly more than two in three (65.5%) graduate respondents reported that the skills acquired at high education are 

highly applied in the job life, 29.5% applied and 5% slightly applied. On the aggregate, a majority of graduates 

replied positively (95%) to have highly applied their acquired skills or competencies to their job-life while5% 

recognized that they slightly apply the acquired skills to their job-life.  

 

Chart 48: Degree of acquired skills application in Graduates’ Job-life 
 

 
From the findings, there are indications that the depth of application of acquired skills by the graduates in their 

job-life raises light of hope concerning the scope and skills conceptualization and alignment job-life. Application of 
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skills is not only about HLIs’ training or providing additional skills to gain employment rather, it should be how 

the graduates develop critical and reflective thinking that empowered him/her to adapt and provide solutions to 

workplace problems. However, it is not a surprise that high application of acquired skills was rated the highest 

(95%) since employment of the graduates was mostly concentrated in their field of specialization. The findings are 

significant and stark realities given the divergence response among graduates in skills application from high 

application (65.5%) moderately (29.5%) and slightly 5%. This may be attributed to different factors such as not 

working in their field of speciality, suitability of skills to job-life, and undefined areas.    

 
Respondents Perceived Useful/Helpful skills in Graduates’ Job life 
There are several indispensable skills that are needed and utilized by graduates in their work-life and they often 

vary from general to specialized skills. Graduates’ skills considerations and their necessity are predetermined in 

courses or module design, thus constitute part of the learning outcomes. However, the skills become prominent 

realities in post-graduation work-life which made these skills sine-qua-non in the life of the graduates. In this study, 

the surveyed graduate respondents were asked to indicate how they perceived certain skills to be helpful in their 

job-life. The distribution of the responses is presented in Chart 45 with surveyed graduates responding more than 

once to an item and the scores ranged from 22.1% to 77.8%.  

The results as presented in Chart 49 show that 77.8% of graduates indicate that the acquired general knowledge is 

deemed mostly useful in their job life. Work-ethics (Team work) (60.2%) which comes at the second place, and 

was followed by theoretical and practical knowledge (47.5%), with oral and written communication skills scored 

40%, problem-solving skills was rated at 35%, ICT skills 26.5%, and entrepreneurial skill scored 22.1% being the 

least among the perceived helpful and useful skills in graduates’ job-life.  

From these ratings, a pattern appears that seems to validate the gaps (weaknesses) in skills acquisitions as 

established in skills learned from HLIs. The lacking in acquired skills: ICT skills (43%), entrepreneurial skills 

(49.3%), communication skills (56.1%) and problem solving skills (58.5%) is re-emphasized in graduates 

consideration of their usefulness in job-life. The rating of these elements is sending signals to Rwanda HLIs to 

consider some interventions to improve the overall package of programmes, academic delivery, and business skills 

development centres tailored to meet market and graduate-life demands.  
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Chart 49: Helpful skills in a graduate’s job life 

 
The respondents’ ratings on helpful skills to their current job life indicate the need for broad-based general 

knowledge and ethics (team-work) as the most helpful skills. Also, there is an indication herewith that seems to 

suggest that theoretical and practical skills were not considered most-helpful or most-usefulness to graduates’ job-

life. The rating suggests disconnect between HLIs and labour market needs in relation to practical and theoretical 

knowledge. While the theoretical knowledge are often undervalued and forgotten with passage of time, the 

practical are life-changing and enduring. A rating that is less than average indicates greater student apathy with 

both practical and theoretical knowledge.  

 

In addition, entrepreneurial skills and information technology skills are very useful to workers’ productivity, 

business competition and survival in this Century. However, ICT skills were rated poorly or as least helpful and 

useful which have remained relatively the same among the surveyed respondents. In the age of technology and 

small businesses creation their ratings appear to answer the level of shortage in business creation, slow business 

operations and skills inadequacy in the training of graduates.  The result could share light on the consequences of 

probably outdated knowledge in information technology and entrepreneurial skills since every work-facet requires 

the application of creativity, ideas and ICT.  

 

The element of communication skills constitute the bedrocks for regionalized and globalized marketplace where 

profound differences exist in cultures, languages, customs and traditions. Communication skills (oral and written) 

enable and determine success and or failure. However, the surveyed graduates rated this component at 40% which 

could have resulted from the transition from French to English or the dominance of Kinyarwanda in the 

workplace. From the focus group discussions, it was evident that cultural element could have contributed to the 

rating as most person are active listeners instead of active speakers. Further, less than half of the respondents 
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(39.9%) considered problem-solving skills as useful to job-life which could be triggered by the nature of work and 

the employing industry.  

 

Although findings in team-work and general knowledge are relatively satisfactory as they define the favourable peer 

relationship at workplace and greatly underscore the importance of camaraderie in enhancing harmonious social 

capital between and within workers. However, entrepreneurial skills, communication skills, ICT and problem 

solving skills were profoundly weak. This is disturbing in that because these elements were not emphasized in the 

curriculum contributing to the exit degree. In addition, the scope, learning objectives/outcomes, and direction of 

HLIs’ academic programmes in terms of building useful skills and relevancy to envisaged knowledge-based 

economy must be emphasized in academic delivery.  

 
Reasons for acquired skills Redundancy  
The graduate respondents’ perceived reasons why their acquired skills become redundant was investigated and 

responses distribution are presented in Chart 50 with more than half (59.8%) of the graduates who responded 

claiming that acquired skills are subject to a dormant status due to the lack of job opportunities related to the area 

of specialisation. In addition, employment in other areas that offer better salary and benefit was identified by 

15.2% as contributing to skills redundancy, 22% alluded to other un-itemized reasons and 2.4% made reference to 

employment in workplace that is close to residence without considering the field of study. Further, the influence of 

health related problems on skills redundancy possibility was rated as having negligible contribution to skills 

redundancy among the surveyed graduates.   

 
Chart 50: Reasons for acquired skills Redundancy 

 

The ratings as presented above was put forth for open discussions to the focus group and one graduate in Law 

attested to this reality by confiding in the researchers, “After I acquired a Bachelor’s Degree in law, I spent a year 
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unemployed and lost passion in law. I worked with temporarily works in different places and with deep assurance; I cannot recall the 

content of my field of specialization. I am currently pursuing a career in filming and hope I can have employment opportunities in the 

film industry in the future”. By implication, her law-related skills are gradually going redundant.  

 

In view of her comment which was substantiated by another graduate’s example of his family member who 

graduated from Law and had to do an MBA in human resource management before securing a well-paying job 

with one of the banks in Kigali resounds the need for hybrid degrees. Given that education is an investment, 

whose returns should be expected on every unit invested, the foregoing demonstrates the need for hybrid of 

courses to make graduates versatile and competent to work in other areas. The current trend implies personal and 

social losses to the graduate whose skills became redundant due to employment in unrelated field of specialization. 

In addition to lack of job opportunities, it was also revealed that better remunerations and benefits can make 

15.2% graduates leave his/her area of specialisation to do other jobs. While this is encouraging, continuous 

expanded training could make the graduate more productive in the workplace.    

 
Objects of Strength and Weakness among Rwanda Higher Learning Institutions 
 

This aspect assesses the strengths and weaknesses of the programmes of study by the surveyed graduates’ in their 

academic development. It also assesses the quality of instruction and the academic programme’s overall 

effectiveness in terms of content robustness, delivery, internship, facilities, inter-disciplinary learning, cost and 

labour relevancy and work-life. The quantitative measure of strengths and weaknesses are presented in the form of 

percentage on each categorical item. The overall results in Chart 51 indicate that higher learning institutions are 

very strong on the range of offered modules as reported by 89.6% of the respondents compared to 10.4 % who 

reported that the modules were weak. 

 

The scope of the student workload was also examined and the results indicated a perceived strength of 87%while 

13% reported that it was weak. The results points to the strength in academic workload of the students which may 

not directly reflect the extra-curricular activities. The reported area of teaching quality (85.7%) was rated strong 

which is a demonstration of quality teachers and teaching methodology. The number of optional modules with 

respect to the number of compulsory modules (84.8%) was also perceived strong. However, higher learning 

institutions in Rwanda were rated weak on the side of research capacity (44.0%), facilities (38.0%), industry 

linkages/internship (37.6%), labour market relevance and adaptability (34.3%) and cost of education (33.4%). 
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Chart 51: Strength and Weakness of Rwanda Higher Learning Institutions 

 
The number of optional modules to compulsory modules was gauged to determine the contributions of general 

knowledge vis-à-vis specialization in the development of problem-solving skills, communication skills, team spirit, 

IT, and learning efficiency. Given that graduates also ranked general knowledge as critical in the overall situation of 

employability, it is not surprising that a big number also valued optional modules that offered broader knowledge. 

Although trend could have advantages in terms of labour mobility, it may be detrimental for work situations that 

require high levels of specialisation in specific skills sets.  

 
An analysis of the strengths and weaknesses of programmes offered in institutions of higher learning also revealed 

that teaching quality was rated by 85.7% as strong and by 14.3% as weak. Also, inter-disciplinary knowledge 

acquisition was positively rated by 83.4% as strong and by 16.6% as weak. Nevertheless, the consistency in rating 

of range of modules, optional modules and compulsory students’ workload, teaching quality, and inter-disciplinary 

knowledge acquisition appeared to demonstrate that the programmes are rich, skills strengthening and knowledge 

development. The graduates rating in these areas are interesting and encouraging as the universities look into the 

future in capacity building.  

 

The quality of facilities used during undergraduate student life was investigated on the basis of conduciveness to 

learning environment (learning efficiency) and the results show relatively average (62%) strength and 38% 

weakness. The aspect of research capacity was perceived as strength at 56% and 44% of the graduates rated 

facilities as weakness of the HLIs. The issue of inadequate research capacity became contentious during focus 

group discussion and the capacity of teachers to train graduates for robust research was questioned. To illustrate 

this point, a respondent said, “I was sent out to do industrial training and conduct research but my teacher supervisor never had 

time to read my research and advise me accordingly. At the end of the research, I was awarded a grade but no substantial feedback on 
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how well I had done the research. I probably would make the same errors then”. It requires a competent and ethical teaching 

personal to train graduates to conduct research. The value and importance teachers attach to research as a practice 

has a direct impact on how graduates conduct and value research as a critical component of their professional 

growth in the world of work. 

 

The overall positions expressed by the respondents concerning the relevancy of the modules and training to the 

labour market were less favourable as 65.7% see this as a strength and 37.6% considered relevancy to labour 

market as weakness. In the same perspective, industry-linkage/internship was generally rated (62.4%) as strength 

and weak at 37.6% while cost of the programmes was considered as strength at 66.6% and weak at 33.4% 

respectively.  

 

In contrast to strong ranking associated to modules offered, optional modules, students’ workload, teaching 

quality, and inter disciplinary learning, there are weak rankings associated with the aspect of HLIs’ facilities, 

research capacity, cost, labour market relevance, industry-linkage/internship. As evident in the figure below, 

research capacity was considered by almost half (44%) of the respondents to be weak, industrial linkage/internship 

(37.6%) and labour market relevancy and adaptability (34.3%) which were previously rated as less strong in skills 

acquisition.  

The opinions expressed on these items point to the need of HLI to rethink, enhance and redirect effort and 

financial resources in areas of learning environment, build students capacity in research, align modules to labour 

market needs and provide logistics on internship/linkages. This need was also emphasised by employers in focus 

group interviews who reported that lack of experience is one of the most critical challenges faced by fresh 

graduates from HLIs. Whereas there is truth in the fact that experience is acquired on the job, meaningful and well 

organised internships can help graduates acquire job-related experiences that can be of great value when they join 

the labour market. Information from focus group discussions points to this reality.  

 

Chart 52: Graduates Perceived Gaps in HLIs   
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Responding to the question about the strength of internship training, one respondent revealed, “I did finance but 

when I joined a banking institution for internship training, I spent an estimated 60 % of my time there filling paper and doing 

massagers’ work. Although this is part of what I expected, spending such a fraction of my time doing basic activities did not give me 

opportunities to apply the financial skills I knew and I did not learn a significant amount of new skills”.  Adding to this, another 

responded who had studied law mentioned that she had done her internship in a court of law but spent more than 

half of her time helping to digitalise physical files. Another added her version, I was just a massager for the two months, 

doing nothing in my field and spending my money to learn nothing but delivery messages, photocopying and filing papers.  

 

Based on these realities, there should be concerted efforts to professionalise the internship practice. This said, 

there were substantial responses in regard to appropriate and relevance of internships to graduates’ world of work. 

However a more than 30% number that expressed dissatisfaction in regard to the relevancy of internship should be 

a point of concern to HLIs and other concerned stakeholders. 

 

Graduates’ Satisfaction with Student-Academic life 
The graduates’ satisfaction with student-life time examines the extents to which they were satisfied with academic 

life and the perceived match between graduates’ academic achievement and world of work experiences. Prior to 

embarking on work-life, the student-life experience is a transformation path that cumulates into graduation and 

work-life. Hence the need to investigate the graduates’ perception of student-life in the areas of personal 

development, co-curriculum and extra-curricular activities, programmes’ content, objectives, learning outcomes, 

and learning environment. 

The surveyed graduates were asked about their level of satisfaction with several aspects of training, values and 

programme/curriculum.  The results in Chart 53 show that more than five in six graduates said that they are 

satisfied with the higher education programme, which strengthened their team working ability (90.1%), left them 

disciplined (90%), empowered them to think independently (87%), provided them with time management skills 

(84%), instilled in them ethical values (84%) and created opportunities to link theory and practice (84%). More 

than three quarters of graduates think that the education programme contributed much to enable them develop 

independent critical thinking (82%), empowered them in communication skills (82%), and equipped them with 

professional judgment skills (80.2%).  

 

In addition, the graduates expressed some degree of satisfaction with each aspect of their students’ academic life 

from satisfaction to very satisfactory in ensuring their professional development (78%). Also, the university 

environment was reported (76%) of the respondents to have been satisfactorily effective and supportive to 

learning. The satisfaction level of analytical and problem solving skill recorded 85%, followed by planning ability 

75% of the graduates, and working under pressure rated at 72%.  

 

However, some low scores (gaps) in certain areas were noted from the responses of the surveyed graduates 

especially in the area of co-curricular and extra-curricular activities. Chart 53 highlights graduates’ rating in extra-
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curricula activities in academic field and non-academic areas such as field-visit, tours, sports, and cultural activities 

was rated the lowest (54%) by the respondents. It seems that such activities were not emphasized by HLIs’ 

academic programmes. It is clear that graduates participated and concentrated in classroom learning activities more 

than field tours, sports, societies and cultural events. Thus, extra-curricula activity does not seem to be heavily 

integrated into the academic programmes as a means of building social skills and networks. 

The graduate respondents rated department infrastructure (59%) as less satisfactory during the graduates’ student-

life. The infrastructure is the support-pillar that determines the degree to which HLIs leaners received quality 

education in an enabling environment. The robustness in this support infrastructure creates a conducive learning 

atmosphere for the learner to excel in both social and academic life. Thus, a shortage or perceived inadequacy 

limits learners’ ability focus, think constructively and internalize learned and or acquired knowledge. 

 
Chart 53: Graduates’ satisfaction with the student time 
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The lecturers’ support component was rated 69% as this relates to appropriate career guidance and support, 

opportunities for internship, and work placement. The mentoring and support activities prepare graduates for the 

labour market. The rating points to little support in the importance of direct access and informal talk, guidance and 

internship with lecturers. The reinforcement of this component of could enhance learning experience of the 

graduates and provide a foretaste of the workplace. The extent to which the graduates perceived the achievement 

of modules’ objectives and learning outcomes was assessed.  

The graduates further rated programmes’ objectives and learning outcomes at 64%, which is slightly above average. 

This is an indication of a variation between actual delivery and planned academic delivery. When asked about the 

content advancement, the respondents indicated that the satisfaction was at 68% which considerably shows that 

certain content did not meet the job-life requirement. While this score relatively above average, enrichment 

modules or course’ content could translated into corresponding improvement in the competencies of the 

graduates.    

The implications of these findings within the areas of co-curricular and extra-curricular activities, department 

infrastructure, content, modules’ objective and lecturers’ support have an important follow-up on the part of the 

HLIs and the Government in reexamining and redesign the content of modules to meet skills advancement as 

demanded by the global marketplace. Also the extent to which learning environment (infrastructure and physical 

facilities, lecturers’ support and matching objectives with delivery) enhances  broader life experiences cannot be 

overlooked within context. Therefore a revisit on improving academic mentorship, career guidance, departmental 

infrastructure improvement and enhance students’ learning experiences at HLIs will assist to transform future 

graduates into robust and competent workforce in Rwanda labour market.  

Suggested Curriculum's changes to former University/College  

 

The respondents were requested to suggest curriculum changes, especially in undergraduate programmes that 

could improve the educational attainment, career development and training relevance to the labour market. The 

suggestions were tailored to areas of internship, Lecturers, ICT, research, library upgrade, entrepreneurial skills, 

discipline, admission exam, curriculum revision and infrastructure. The results in Chart 54 show that among the 

graduate respondents who responded to the items, 34.5%suggest to HLIs to increase the time for practice 

(internship and field visits), revise the curriculum in order to meet the labour market demands (22.4%) and provide 

capable, committed and professional Lecturers and ensure their follow up recorded 14.5% among the respondents. 

 

Other minor changes that were suggested on the need for students to pursue the disciplines of their choice 

registered 1.4%, providing syllabuses to students on time (1.5%), need to increase entrepreneurship skills (2.5%) 

and promote research had 6.3%. Revise admission exam setting scored 2.1%, maintaining current curriculum was 

rated with 4.3%, staff-student ratio standards accounts for 1.9% and other unrelated suggestions scored 2.8%. The 
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ratings could have been due to graduates’ value for general knowledge in the work place, nature of work, and 

possibly, a belief that such practical skills are mainly learned on the job than in the curriculum. 

Analysis of each element on graduate suggest curriculum change to strengthen HLIs’ training revealed some 

indications that increased exposure and familiarity with the programmes in the areas of practice, student tour, 

internship and linkage with the industry could contribute to more satisfactory academic life and competency 

acquisition. Perhaps not surprisingly, part-time as well as full-time students could be affected differently with 

reference to practices and internship, but student tour affects both as field-visit exposes student to the reality of 

education.     

 
Chart 54: Suggested Curriculum's changes towards improving Graduates Training  

 
 
During the focus group interviews with graduates, most graduates reported that the lecturers have no time to listen 

to students, they are always on the move from one university to another looking for teaching jobs. “Teachers’ 

commitment is low, they teach the same thing over and over and some do forget that the exam they gave last time is what they are giving 

now. In my final year, I observed that many lecturers do not have the skills, compassion and understanding of successfully mentoring 

students. Another graduate interjected with a statement that the teachers have vast intellectual resources required but 

insight to create and synthesize existing knowledge is what is lacking especially at the graduate programmes level. 

For example sir he said, if the curriculum is revised many of the teachers will throw away their old notes and read more to develop new 

one, but if not, the story will be the same.   
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The focus group discussion was explicit in substantiating the fact that hands-on training was lacking and academic 

consumption was directed at using old teaching material due to teachers’ constant movement from one leaning 

institution to another with the same unproductive teaching material. The economic well-being of lecturers 

probably demotivated them, less available to support students and less committed to their activities. The fine-

tuning the aspects of sufficient time for practical, internship and students’ tour, revising the curriculum and 

recruiting competent and committed academic staff could make a difference.  

 
Graduates suggestions on critical skills required for the labour market 
 
From the foregoing suggestions to curriculum change, the respondents were further requested to assess and 

suggest skill areas that HLIs should develop to address the mismatch and meet the demands of the labour market. 

The results in Chart 55 reveal that more than half (56.1%) of respondent graduates want the HLIs to focus on 

practical skills, 24% of graduates opined that qualified and capable lecturers that equip students with required skills 

can much contribute to meet the labour market demands. 

 

The surveyed respondents stressed the importance of recruiting academic staff who could demonstrate critical and 

practical skills to build the skills level of graduates. The robustness and flexibility concerning the design of more 

valuable and responsive HLIs modules is over highlighted by the graduates. While good teaching theoretical 

content is helpful, a divorce from actually practical experiences will lead to loss on the part of the graduates in the 

future as their skills become redundant.   

 
Chart 55: Skills to Develop/Further develop towards Meeting Labour-Market Demands 

 
Drawing from the information concerning practical and professional course, the graduates further suggested 

courses providing skills set that are required on the job. This pattern of responses is a similar theme to those 

proposed for curriculum change and validated by employers identified skills gaps (practical 35.3% and work 

experience 23.5%). Employers value the generic (broad knowledge), specific and transferable skills that were 
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previously identified to be weak. Some graduates seem frustrated when these skills are relatively remote in that they 

are expected at workplace.   Although partnership of HLIs and different organizations and institutions was not 

rated as of great concerns, it is closely related with the component of industrial linkages. HLIs might not 

successfully create meaningful internships if there are no permanent partnership with organizations and institutions 

to offer internship opportunities to potential graduates. HLIs should therefore develop strategies to improve the 

element of competent academic staff and increase the practical time and professional courses component.  

 

An interview with an employer did reveal that there is no good mix from the industry, I think the present day 

teachers teach to their students what they are good at not necessary what the industry suggests. They (HLIs) feel they 

can dictate to us how things should run, whereas some time the employers feel it’s a two-way traffic. I definitely think some of these 

institutions will recognize that their graduates are on the streets and the work challenges demand that we employ the best. From this, 

some employers felt that more could be done by the HLIs to prepare graduates for the world of work instead of 

some of them learning on the job.   

 

Major challenges faced by Graduates in their job Assignments 
 
The study examines the skills, intellectual capacity and transferable skills that could be major challenges to the 

surveyed graduates from Rwanda HLIs.  Graduates major challenges in their job assignments was examined and 

the results indicate that employed graduates does face major problems in their job assignments with 38.9% facing 

major problems in the areas of skills deficiency. When the employed graduates were asked to identify their skills 

gap, the results in Chart 56 show that lack of required skills in technical, practical and communication were the 

dominant ones. Also, another challenging aspect was heavy workload and mismatch between salary and job 

responsibilities (25.4%), and poor facilities (19%) contributed to their challenge in the workplace.  

 

Chart 56: Major challenges faced by graduates in their job responsibilities 
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Deducing from the findings, a combination of transferable skills, technical practical skills were identified as the 

major challenge while work over-load and mismatch between pay and job responsibilities is market-oriented. The 

transferable skills are often built at the HLIs and helpful to graduates as they get involved in the workplace. In 

addition, the element of poor facilities (internet, equipment and infrastructure) was identified as a contributing 

factor to their challenges on the job. Employers should value the contributions of their graduates and possibly 

build on the existing skills, provide the necessary pay that matches the job responsibilities and the needed 

infrastructure.  

VOCATIONAL TRAINING 
 

The skills expected of a graduate often form the basis for development the academic curriculum and the needed 

support structures. The views of the graduates from vocational training institutions were requested to provide 

advice to further develop vocational training institutions. The results presented in Chart 57 indicate that more than 

three quarters (78.1%) of graduates urge vocational training schools to increase funds for the improvement of 

workshop facilities. However, skills enhancement training (73.0%) was above average, closer linkage between 

institution and employers for a smooth transition of graduates to the working life (68.2%) was also rated above 

average, provision of more updated books and digitalized instructional materials (65.9%) was considered 

important, relevant course content (61.2%) improvement and the maintained ideal teacher-student ratio (60.1%) 

was considered to significantly contribute towards the completion of vocational training mission. 

 

 

Chart 57: Graduates’ advice for the Development of Vocational Training 
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Statistical evidences from the figure above indicate improvement in workshop facilities, skills enhancement 

training, closer linkage between institution and industry and provision of book could change the equation for the 

vocational training institutions in Rwanda. The economic competitiveness and future prosperity of vocational 

training institutions means deepening the skills base of the graduates which seems not to be an isolated case. The 

obvious reoccurrence of the need for skill enhancement programmes alignment to industry expectation, and 

industrial linkages irrespective different levels of the institutions make these issues urgent and imperative.   

Impact Assessment 

   
This section discusses impact of graduates academic qualification and training (academic and hard skills) on their 

performance on the labour market in particular and on their level of involvement in Rwanda’s social economic 

development in general.  The impact assessment is descriptive designed to detect and analyze the gaps in employers’ 

expectations and the evident gaps in importance and satisfaction ratings of graduates by employers could  reveal the 

graduates’ level of participation in Rwanda’ social economic development. In general, HLIs education had a positive 

influence on graduates families, society and the overall trend of national development, but the competence component 

needs improvement. In addition, the employers and graduates perceived that their personal goals were focused on 

development, yet academic delivery is considered relatively average and should therefore be enhanced towards 

safeguarding the skills and relevancy of the next generation of graduates.  

 

The over-production and saturation of graduates in the field of Business & Economics, Art & Social Sciences, and 

Education at present by the public and privates HLIs presents a mismatch between labour market demand and supply. 

If this situation is unchecked, the supply will exceed the labour market demand in the nearest future, thus creating 

employment stress. When the labour market has a high unemployment rate in these domains in the future, the 

probability of getting any job with poor skills would be low, a situation which actually justifies the need to address the 

situation today. The shortage in graduates in the areas of Medicine and Health should constitute the focus of education 

as these fields are the backbone of the health sector in Rwanda. The low numbers of graduates in these domains mean 

exclusion from the health propensity of the citizen and possibly, the nation’s over-dependent on foreign medical 

doctors, nurses and health practitioners.  On a critical note, it should be noted that fields like Education might have 

many graduates but actually have few who are working in the teaching profession. Therefore, in such circumstances, 

common sense requires that students are rather encouraged to enroll in the teaching profession to bridge the gaps. Each 

profession has its unique characteristics and this should be looked at closely. 

 

There is significant evidence that soft skills training increases basic skills competence, and that the effect on 

employability is through improved hard & soft-skills literacy and entrepreneurial skills. Alternatively, improvement in 

soft/hard skills will trigger a proportional increase in employability and self-employment. This probably will mitigate the 

unemployment problems that might be potentially caused by the over-saturation of graduates in the Business & 
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Economics, Art & Social Sciences and Education fields.   In addition, improving risk-taking, creativity, critical thinking, 

and entrepreneurship is likely to lead to greater graduates’ self-confidence, self-esteem, and the creation of multiple 

channel of income which   also tends to increase national income. Employment and earnings effects are more likely to 

come through enhanced competences that directly influence their economic productivity and earnings prospects. 

 

The statistical gap in the observed skills of graduates with reference to expectation and satisfaction by the employers are 

profound. To offset this difference, HLIs quality academic delivery especially in the soft and hard skills, values, 

entrepreneurship which will substantially reduce the gaps observed.  This requires capacity development on the part of 

HLIs in the quality of the teachers: eligibility, qualification, and seasoned experiences in research, mentorship and 

supervision. Without reconfiguring the quality of academic delivery, the graduates will lack the substantial skills needed 

for a knowledge economy. 

  

The statistical difference between employers’ expectations and satisfaction provides the foundation for definite 

improvement in the soft and hand skills of the graduates. This difference is statistically significant. At the risk of over-

generalization, this means that the graduates were reporting self-improvement and employers reporting graduates 

improvement. The graduates’ strong perceptions that their skills need improvement through hand-on experience is a 

challenge call to all HLIs in Rwanda to redesign their academic programmes and academic delivery to match the 

expectation for employers.  
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EMPLOYERS’ SURVEY 

 

This employers’ satisfaction section critically investigated the graduates from Rwanda HLIs towards deepening insight 

on their employers’ depth of felt-importance, relevancy, and satisfaction in the areas of knowledge, competencies, 

qualities, general skills, and specialized skills. A similar assessment/analysis was extended to the domain of graduates 

trainability, theoretical and practical understanding, and attitude to work. The focus was on supporting the development 

of higher levels of skills, knowledge and understanding of work.  

 

In addition, the investigation’s goal was to identify and determine whether HLIs are meeting the needs/expectations of 

employers and the relevancy of graduates’ skills to labour market needs. The perception of the employers was deemed 

important as newly qualified workers demonstrate competence in the workplace, involving application of skills and 

knowledge in a broad range of varied work activities must of which are complex and non-routine. The rationale 

definition of newly recruit dictates that difference expectations exist between experienced worker and a newly graduate 

from HLIs.  From this background, 250 survey questionnaires were distributed and retrieved from the respondents but 

239 were successfully completed and judged useful by the research team. This represents 95.6% response rate from the 

250 questionnaire administered. In the processing of the data, descriptive statistics were used to analyze the collated data 

from employers.  

 

The surveyed employers were asked to rank survey items on a five (5) point Likert scale with regard to importance of the 

item to performing the job and the employers’ satisfaction of the graduates’ competence on that particular item. The 

percentage distributions on each item were calculated for both importance and satisfaction of employers on the principal 

items. Employers’ satisfaction gap was based on the percentage score on each item on the five (5) point Likert scale. Any 

large positive gap score indicates the employees are meeting and exceeding employers’ satisfaction/expectations in a 

given area, while a negative gap score indicates that the graduates are not meeting employers’ expectation in terms of 

performance. 
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THE EMPLOYER RESPONDENTS’ PROFILE   
 

The profile of the employers was examined along the following bio-data: geographical location, industry domain, 

and year of inception, academic qualification, managerial position, professional experiences, gender and employers’ 

familiarity with Rwanda graduates. The essence of this profiling was to ensure the quality and robustness of the 

information collated from the respondents towards judging the creditability and dependability of the data. Hence, 

the results are presented and analysis discussed.     

 

Geographical location of Employer Respondents 
 

The study was interested in the location of the employers. As such the respondents were required to identify their 

geographical location. As evident in Table 4, it indicates that 92.1% of the employers surveyed are from the 

Province of Kigali City45. When this percentage is split into the three district of Kigali City, 48.1% were from 

Gasabo District, 23.8% from Kicukiro District, and 20.1% were from Nyarugenge District.  The remaining 

proportion of respondents were (0.8%) from the Northern Province, and 7.1% from the Western Province.  

 

Table 4: Respondents’ Province and District   

Province District D
istric

t (N
) 

D
istric

t (%
) 

P
ro

vin
c
e (N

) 

P
ro

vin
c
e (%

) 

Kigali City GASABO 115 48.1% 220 92.1% 

KICUKIRO 57 23.8% 

NYARUGENGE 48 20.1% 

North MUSANZE 2 0.8% 2 0.8% 

West KARONGI 2 0.8% 17 7.1% 

RUBAVU 15 6.3% 

Total 239 100.0% 239 100.0% 

 

The highest percentage of respondents was from Kigali. This trend reflects the social and economic realities in 

Rwanda.  Most of the employment agencies, government institutions, Civil Society Organization and NGOs are 

located in Kigali and it constitutes the commercial hub for most employers. This finding adds credence to the 

findings on the graduate survey because a large number graduates were found to be living and working in Kigali. It 

was actually revealed during the focus group interviews that some unemployed graduates tolerate unemployment in 

                                                 
45Kigali City is the commercial hub of Rwanda and houses most of the business in Rwanda. Majority of employers and Government Ministries that employed graduates have their headquarters within 
Kigali as such it was allocated the highest number of respondents. In addition, a snow-ball effect is possible that allows for generalization by sampling the headquarters.   
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Kigali than employment with low remuneration in rural areas where their further opportunities for better jobs is 

limited.  

EMPLOYERS’ WORK DOMAIN  
In regard to categories of work domains of the employer respondents, an overwhelming number of employers 

(90.1%) were found to be from the service–oriented industry, followed by 5.4% from the manufacturing industry 

and then 4.5% from the agriculture sector. Given that most of the respondents were from the City, one expects 

most of the respondents to be from the services sector which is the largest employer in city centers and other 

urban areas of the Provinces.  

Chart 58: Employers’ work domain 

 

The fact that very few respondents came from the agricultural sector is also not surprising because such a sector is 

predominant in rural areas and the industry has not be fully exploited to the advantage of the nation. In the context 

of Rwanda’s development priorities, a great emphasis is placed on the development the service industry. Therefore, 

it is expected that this is the sector that will probably dominate in terms of providing employment. The overall 

curriculum for Higher Education in Rwanda should be aligned to incorporating skills that are critical for the 

development of this sector. 

 

Institutions’ Year of Inception 
 

In response to the question about when the institutions of work were established, a majority of the respondents 

(26.5%) reported that they started operating in the years 2011-2014, followed by 19.1% who said they started 

operating in the years 2006-2010. The general pattern about the year of inception reflects Rwanda’s progress 

towards economic recovery.  
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Chart 59: Institutions’ Year of Inception 
 

 
 
It also adds credence to the major business reforms that were initiated to reinforce economic aspirations. Given 

the economic turmoil that occurred during and immediately after the Genocide, it’s not surprising that only 7.4% 

reported that the institutions they represented were established before 1990 and 8.8% reported that they were 

established between 1990 and1995. From here on, the statistical results depict a steady increase trend in the 

establishment of infrastructures, policies and capacity that are critical ingredients to employment. 

 

Employer Respondents’ Managerial Position  
 

Responding to the question about the managerial position in the institution, a majority of the employers (40.6%) 

reported that they occupied position such as Head of Human Resource and Administration. The aforementioned 

category was followed by 33.9% who were actually the Heads of the respective institutions they represented, and 

21.8%who were Department or Branch managers.  Usually, the human resources department deals with issues 

related to employment and administration and status of employees.  
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Chart 60: Respondent position is his/her institution 
  

 

In this study, it is not surprising that staff from this department dominated the sample since performance appraisal 

is commonly conducted within this domain. It’s a common practice that when it comes to questions about 

employers, heads of institution look for Human resources staff as appropriate respondents.   

Employer Respondents’ Academic Qualifications 
 
The academic qualification of the employers surveyed was also profiled and the results revealed that most of the 

respondents (67.8%) hold Bachelor’s degree. This was followed by Master’s Degree holders (26.8%) and PhD 

holders (1.7%). High School graduates was represented by 1.3% and Diploma holders by 2.5%. Academic 

qualification is one of the key determinants of promotion at work, especially in public institutions. It should 

therefore be expected that most employers reported having substantial academic credentials while only 3.8% 

reported having High school/Diploma qualifications. It’s hoped that with the current drive to toward self 

employment, there could be an increased percentage of employers or self-employed individuals with low academic 

credentials providing substantial services to the economy.  
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Chart 61: Employers academic qualifications  

 

Professional Experience of Surveyed Employers 
Employers were asked to rank their experience in terms of the number of years they have worked. Majority 

(32.3%) reported that they had 4-6 years working experience followed by those who had worked for 1-3 years.  

 
Chart 62: Professional experience  

 

Those who had 7-9 working experience were 17.2% while those who had 10-12 years working experience 

constituted 12.1% of the respondents. A cursory observation of the data shows that a low percentages rate 

especially for employers with 13 and above years of professional experience.  This trend collaborates well with the 

inception years of the various institutions which are relatively recent. Also, it collabourates with times in which 

Higher Education institution started graduating most students which is mainly in the post 2005.  
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Sex Composition of the Surveyed Employers 
The sex composition of the employers was disaggregated into male and female and the results show that most of 

the respondents surveyed (73.2%) were male, while females were only 26.8%.  This statistic is not unusual given 

the reality of the low global and local gender representation in managerial and leadership positions at the work 

place or other positions.  

Chart 63: Sex of Employer Respondents 

 

Nevertheless, with the progress of gender mainstreaming and equality in the work place in Rwanda, it is expected 

that such a percentage of female employers/heads of institutions will increase or change. It should also be noted 

that in the graduate survey, the number of male respondents far outnumbered that of females.  It’s also positive 

that in present day Rwanda, there are strategies to increase the enrollment of girls at all level of education.  

 
Managerial Positions of Employees 
Employers were asked to identify the managerial positions of the graduate employees in their respective 

organisations and the results are shown in the following table. The majority of the employees were reported to be 

29.7% Accountants /Cashiers and 29.7% Officers. The next category was that of Managers/ Directors who were 

reported to be 19.6%.  
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Chart 64: Managerial Positions of Employees 

 

Statisticians were the less represented category among the surveyed employers followed by technicians and nurses, 

receptionists and Administrative assistants.  

Respondents' familiarity with Rwanda HLIs Graduates’ Competencies  
The employers’ familiarity or knowledge with the quality of graduates’ competencies from Rwanda universities was 

investigated and the views of the respondents presented in the figure below.   

Chart 65: Respondents' familiarity with Rwanda HLIs Graduates’ Competencies  
 

 

 

Evidence from the respondents suggests that most of the surveyed employers (59%) were very familiar with the 

quality of Rwanda graduates’ competencies, 7.1% reported that they were extremely familiar, 30.1% averagely 

familiar, 3.3% were not very familiar, and 0.4% not at all familiar with graduates from Rwanda universities. The 
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results from the respondents’ familiarity with Rwanda graduates competencies tested employers’ knowledge and 

familiarity which directly influence the quality and credibility of information provided on competencies’ levels and 

satisfaction. From the results, it is explicit that 66.1% of the surveyed employers are familiar or knowledgeable of 

Rwanda universities graduates’ competencies.   

Length of Graduate employee has worked on this Position 

The length of employees’ engagement with the establishment was examined from the employers’ perspective and 

the results indicate that 48.9% of the employees about which the survey was answered have been employed by the 

employer for more than two (2) years, 32% between 1-2 years, 13.2% for more 6 months but less than one (1) year 

and 5.9% for less than 6 months. On the aggregate, 80.9% of the employer respondents revealed that a majority of 

their employees have been employed for more than one year.  

Chart 66: Length of graduate employee has worked on this position   

 

Respondents' frequency/opportunity of observing the work of the employee under consideration 

On the level of interactions, observation, and supervision, the employers were required to provide information on 

the frequency of observation of the graduate employees under consideration. From the results, 53.6% of the 

respondents observed the particular employee daily, 35.7% weekly, 9.8% monthly, and 0.9% report they have the 

opportunity to observe the particular employee annually.  

Chart 67: Respondent’s frequency/opportunity of observing the work of the employee under 

consideration  
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Skill Gaps as Identified by Employers  

Working and learning are social activities. Work relationship, interactions and learning influence opportunities for 

the development of work-related skills, knowledge, and understanding. However, actual workplace can be more or 

less challenging for graduates when competencies are lacking. The inadequacy in skills as expected from HLIs 

graduates could in turn compromise graduates’ opportunities to delivery on job and professional development.  

Hence, the employers were asked to itemize the perceived skills gaps from their employed graduates from HLIs. 

The skills gaps as perceived by the employers was an open-ended question requesting the respondents to itemized 

skills lacking that could inform the universities of areas of improvement. Among the gaps identified, lack of 

practical skills dominated (35.3%), work-experience (23.5%), language proficiency (17.7%), analytical skills and 

degree without sufficient knowledge (8.8%) respectively and creativity/innovation and responsibility (5.9%) 

individually.  

 

Chart 68: Respondents’ Perceived Skills Gaps 

 

The skill gaps are in the areas of practical skills, lack of experience, communication, degree without sufficient 

knowledge, analytical skills, sense of ownership and creativity. Higher education often contributes in each of these 

factors and when quality learning or deep-learning is weak, the inter-link between creative-thinking and conceptual 

understanding can generate profound skills deficiency. One of the interviewees attributed the problem to 

differential in the HLIs’ implementation of the modular system. “It is like pushing students out of school in time, every two 

to three weeks, a module is completed and exam conducted without practical skills” At times, I ask myself “did l really mastered the 

concepts, anyway I passed the exam”.  

 

Most often, HLIs mass produced graduates without sufficient time for the students to gradually learn, assimilate 

and translate the theoretical knowledge into practical skills. The foregoing tells a disconnect between career 

learning and work-related learning in the HLIs’ graduates. The grasp of theoretical knowledge is not robust to 

deliver in the workplace without a corresponding mastery through thinking and practicing. This view paraphrased 
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the position of another interviewed graduate. The third graduate asserts that “lecturers don not have time for 

students, they move from one school to another looking for kiraka46”.  

 

These findings leave a profound dent on the graduates’ ability to analyse, innovate and transform theories into 

practical ideas in order to solve workplace problems. In addition, the aspect of lack of language proficiency could 

be attributed to the transition from French to English Language and the predominant use of Kinyarwanda in 

schools, homes and workplace that has added challenges to mastering one of the three official languages. The 

element of work experience seems negligible since fresh HLIs graduates commonly lack this component, which is 

a by-product of accumulative work experiences. The evidences demonstrate that HLIs’ need to support integrated 

learning trajectory that is comprehensive rather than being related to the isolated completion of theoretical 

components that will not help graduates to perform on the job. 

 

Employers’ Perceived Graduates Competencies at Recruitment stage 

Pre-employment activities are always conducted to recruit the best among a pool of graduates who demonstrated 

employability qualities. The priority should on knowledge, attitude, medical and aptitude test instead of focusing on 

qualification attainment. Thus, the dimensions of competence and expertise are overlooked due to displayed 

competence attitude. It was this mismatch that the survey was in knowing if the graduates met and match 

employers’ expectations at recruitment stage. It is interesting to note that around 81.6% of the surveyed employers 

who recruited graduates from Rwanda HLIs had their expected competencies met and matched with the job 

requirements at the recruitment stage.  

 

Chart 69: Graduates Competences at Recruitment Stage 

 

                                                 
46Part-time job 
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However, 18.4% revealed that the graduates’ competences did not meet and match their expectations at the 

recruitment stage. By this most of the employers indicated that the graduate employees’ competencies met and 

matched their expectations at the recruitment stage.  Nevertheless, graduates’ competence search should be 

focused upon higher levels of aggregation that expected work or task completion. The increasing need for 

employees with proactive and deep creative/analytical skills to job requirements should make employers go beyond 

knowledge to technical, specialized, and behavioral competences.  

 

Employers’ Perspective on the IMPORTANCE of specific Qualifications at Recruitment  

 

Employers consider some specific qualifications to be indispensable or required to engage in a specific job. These 

factors maybe multi-faceted towards facilitating task completion, workplace learning/practices and performance. 

In light of these, the employers were asked to rank how important seven (7) qualifications were at the point of 

recruitment (hiring) for the position currently held by the particular graduates from HLIs. The seven items were: 

previous work experience, specialized training, specialized certificate, specialization in a major field, A1 certificate, 

Bachelor degree, and graduate degree.  

 

Chart 70: Employers ranking of specific Qualifications importance at Recruitment 

 

The results show that the employers ranked Graduate degree (83.6%), Bachelor degree (75.1%), previous work 

experience (74.7%), specialization in a major field (74.3%) and specialized training (71.6%) in that order as the 

very-extremely important criteria for recruiting graduates for work position. However, some qualifications were 

less considered important or coveted by employers in the decision to hire graduates from Rwanda HLIs; A1 

(58.9%) and specialized certificate (66.2%) respectively. The results reflect the values placed on graduate education, 

bachelor degree and previous work experiences by the employers in this survey.  



 

 

Page 85  
 

 

The aforementioned degrees and work-experiences are identified as the important determinants of firms’ and 

economic output. Higher level of educational attainment lead to a more skilled and productive workforce, 

producing more efficiently a higher standard of good and services which in turn forms the basis for faster 

economic growth and rising living standards. As progress is made in Rwanda towards the goal of universal primary 

education (MDG) and education for all (UNESCO) the demand for secondary education will rise and the demand 

for higher degree by employers will also increase. The implication for HLIs is that jobs and skills expected of 

graduates over the next decade do not exist today, yet most of the workforce for the future is already in education 

and training. Hence, the urgent need to update and build the competences of current primary, secondary, and 

HLIs students, and also to train and build the competencies of the current generation of young workers since these 

are the workers of the future.     

Degrees Hunted for by Employers   

Alongside the process of knowing the special qualification sort-after by employers, the survey was further interest 

in determining the most hunted for degree in the labour market towards anticipating what degree and skills that 

will be needed. From this perspective, it was important to take stock of individual educational, social expectations, 

and career aspiration and the quality of job to which the degree is required. Hence, the employers were requested 

to identify the degree they most sort-after from potential recruits from Rwanda HLIs. The statistical results 

indicated that graduate degree (master’s) recorded 38% being the most hunt-for, followed by bachelor degree 

(35%) and certificate (A1) 27% being the least sort-after among the surveyed employers.   

Chart 71: Most Sort-after Degree by Employers 
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From the results, it is evident that good workforce skills are fundamental condition for the emergence of 

enterprises performance which appears to dictate the degree that will increase high performance. Also, specialized 

competencies are often developed along the degree categories learning outcomes which offer competitive 

advantage to a firm and core competences to the individuals. This presupposes that the higher the degree the 

higher the competencies and the better the performance of the employed graduate. The theme from the results 

implies that skills-based qualification system can accommodate multiply pathway through education, and between 

education and work. Hence, lifelong learning and work performance critically depend on a strong integration of 

quality education anchored on theory, practical and skills impartation.  

   

Employers’ Importance-Satisfaction ratings on Employees’ Knowledge and understanding 

 

This section concerns employers’ rankings of employee’s knowledge and understanding. The surveyed employers 

were asked rate seven items concerning knowledge and understanding with regard to how important they are to 

successful performance on the job and their satisfaction with the particular employee’s knowledge and 

understanding. The importance were ranked on a five-point scale (1 = not at all, 2 = not very, 3 = somewhat, 4 = 

very, 5 = extremely). A great deal of effort is required to ensure that skills development by HLIs delivers both on 

quality and quality as needed by the labour market. This entails in the first instance an adequate supply of highly 

qualified teachers, well-staffed and adequately funded HLIs. With this background, the employers were asked to 

rate the graduates’ knowledge and understanding importance to work.  Chart 72 summarizes the results 

distribution for employee knowledge and understanding as perceived by the employers. 

 

Chart 72: Employers’ Rating on Graduates’ Knowledge & Understanding Importance 

 
The results on the item of knowledge in employee’s field of study indicate that knowledge is considered more significant 
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(important) for successful job performance. Of the total responses, 38.8% ranked it extremely important, 55.1% 

very important and 6.1% moderately important. From the statistical distributions, 93.9% sees it very-extremely 

important for successful job performance. On the aggregate, the respondents’ ranked knowledge in the employee’s 

field of study as the most important item associated with success on job performance. The implication is that 

quality holistic education comes from the depth of skills and understanding demonstrated in graduates’ field of 

specialization.   

 

According to the statistical results from understanding of job-related information, extremely important accounted for 

32.9%, very-important recorded 57.5% and somewhat ranked 9.1% respectively. The total percentages score 

(90.4%) for very-extremely important for understanding of job-related information was ranked as the second most 

important by the employers. The scores for specific technical knowledge required for the job ranged from extremely 

important (30.9%), very important (52.1%), somewhat important (14.3%) and not very important (2.8%) 

respectively. The cumulative percentage (83%) ranking shows the proportion of respondents who considered it to 

be very-extremely important, thus placing it to be the third leading criteria sees as important for recruitment.  

In addition, the employer respondents ranked knowledge of specific computer applications required for job. The results 

indicate that extremely important accounted for 27.3%, very important had 55% and dropped to 13.2% for 

somewhat important, not very important ranked 2.7% and not at all important 1.8% respectively. The distributions 

demonstrate that 82.3% rated the item as very-extremely important and 17.7% considered it not important to 

moderately important. This score (82.3%) placed it as the fourth important element considered by the surveyed 

employees.  

 

The understanding of the organizational context was also ranked by the employers and the results reveal that 

19.2% rated it extremely important, 41.5% gauged it very important, 24.4% ranked as somewhat important and not 

very-not at all important registering negligible scores of 9.8% and 5.2% respectively. The total score of 60.7% 

placed understanding of the organizational context in the fifth most important factor considered by the surveyed 

employees in successful performance of job for which the graduate was employed. 

 

The surveyed employers rated understanding of systems and organizations and understanding of international business 

environment lowest on the importance scale with extremely-very important accounting for only 53.5% and 42.9% in 

that order. These results suggest that an understanding of systems and international business environment were 

not considered as profound important elements to successful performance of the job as at the time of recruitment. 

 

Employer’ ratings Graduates’ on Satisfaction 

 

The employer ratings in regard to their satisfaction about employees knowledge of their field of study was 0% for 

extremely, very satisfactory 2.1% 7.9% somewhat, and 66.9%not very satisfactory. This indicates a very low level of 



 

 

Page 88  
 

satisfaction as compared to the level of importance employers associated with this component. Also, the 

employers’ satisfaction with graduates understanding of job-rated information was rated extremely satisfied 0.4%very 

satisfied scored 2.2% and somewhat 13.5% and not all registered 64.3%. Specific technical knowledge required job 

scored as follows: extremely 0%, every 2.8%, somewhat 52.1% and not very 30.9% respectively. Knowledge of specific 

computer application registered 0.9% for extremely, 1.8% very, 18.7% somewhat and 65.3% not very satisfied. The 

implication is that the employers are not very satisfied with the knowledge and understanding levels of the 

graduates in their field of specialization, understanding information and computer skills applications. 

 

However, the element of knowledge and understanding of context and international environment indicates a profound 

improvement: extremely satisfied 13.1%, very satisfied 61.1% and somewhat 20.5%. The employers further rated 

an understanding of international business environment 64.8% extremely-very satisfied, somewhat 23.3% and 

understanding of systems and organization 48.3% between extremely-very satisfied, somewhat 35.4%.  From the 

results the graduates were relatively better in understanding the business environment, regulations and 

market/culture vis-à-vis the application of skills in their respective fields of education. The results add credence to 

the assertion that the graduates have theoretical knowledge without practical skills to support their knowledge in 

relation to their work.  

Chart 73: Employers’ Ratings on Satisfaction  

13.10%

8.30%

8.40%

61.10%

56.50%

39.90%

7.90%

13.50%

14.30%

18.70%

20.50%

23.30%

35.40%

66.90%

64.30%

52.10%

65.30%

4.40%

8.80%

11.20%

23.00%

19.60%

30.90%

13.30%

Knowledge in employee's field of study

Understanding of job-related information

Specific technical knowledge required for the job

Knowledge of specific computer applications
required for job

Understanding of organizational context

Understanding of international business
environment

Understanding of systems and organizations

Extremely Very Somewhat Not Very Not at all

 

On a positive note, majority, 13.1% and 61.1% of the employers said they extremely satisfied and very satisfied 

respectively in regard to the employees understanding of the organizational context. This is actually one of the few 

components where the employers’ levels of satisfaction of graduates ranked higher than levels of importance. 

However, although the understanding of this component might contribute to job performance, a critical analysis 

should be made on how the contribution of this component to the overall functioning and productivity of 
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industries/ work organizations.   

 

The gaps in the elements of skills related areas and knowledge components explain the differences between 

perceived employers’ importance and satisfaction ratings. Therefore, a periodic review may be necessary to assess 

the skills to determine their effectiveness in meeting employers’ competences expectations. In addition, training 

infrastructure may need innovation to keep up with market need and inform HLIs skills enhancement polices. 

While the knowledge component was rated satisfactory, existing HLIs training needs flexibility, adaptability, and 

responsiveness to evolving market skills expectations and challenges.  

 

In similar approach, the difference (mean/percentages) between importance and satisfaction of employers was 

used to compare and to determine gaps. An approximate 82.2% were not very satisfied with the graduates’ 

knowledge in field of study vis-à-vis 86.5% rating of importance. Whereas employers considered this component 

to be extremely important in the performance of work, only 18.8% said they were satisfied with the employees’ 

demonstration of this component at workplace. Understanding of job-rated information was rated 84.6% but the 

satisfaction rate was below average satisfaction level. On the aggregate, although employers ranked understanding 

of job related information and field of study they were generally satisfied with how employees perform on the job 

apply these elements (71%). Nevertheless, the employers were satisfied with HLIs graduates with their knowledge 

in the field of study at 82.2% and outside their field of study at 77.7%.  

 

In regard to employees’ knowledge of work-related technology skills, 21.6% reported that they were satisfied. The 

majority (65.3%) said they were not very satisfied. This is generally not a good trend, especially when compared to 

high levels of importance that employers associate to this factor in the successful performance of the job. Again, 

we see gaps in the employers’ expectation of employees in regard to the proficiency in IT skill and what employees 

actually know and do. As Rwanda aspires to become a knowledge-based economy, HLIs should strengthen 

approaches to mainstream ICT in their respective curriculums.  
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Chart 74: Comparison on Employers’ rating on Knowledge & Understanding  

 

The employers were also asked to rate their perceptions of employees on the latter’s understanding of the specific 

technical knowledge required for the jobs they occupied. 30.9% and 52.1% of the employers said such a 

component was extremely important and very important respectively. However, a few (21%) said they were very 

satisfied about the graduates’ competencies on this component. The majority (65.3%) said they were not very 

satisfied.  This revelation is not surprising given that a majority of graduates also ranked general knowledge as 

being useful in the work place. This trend could also be an indication of an education system that historically 

emphasized general knowledge than specialization. This finding also underscores the importance of on job 

training. Whilst Universities could strengthen specialization programmes, the most intricate technical details could 

be learned through on-job training programmes to bridge skill gaps.  

 

On average, the employees expressed a level of satisfaction that was high (71.6%) in comparison 64.7% who 

thought it was important. This trend is a positive development given the current regional economic and political 

integration process. It could actually indicate the readiness of graduates to explore and adapt to work conditions 

that are not necessarily from domestic employment agencies. HLIs should capitalize on these realities and further 

incorporate components in the curriculum that will promote labour mobility across the region. Implementing the 

current East African Curriculum Framework could be a step in the right direction.  

 

Employers’ ratings of Graduates’ Qualities Importance to work 

There qualities that a graduate display that are considered important which may differ depending on the role and 

responsibilities of the graduates. The qualities generally expected of employees by employers as investigated were 

from the value framework and mixed with behavioral competency: flexibility, reliability, creativity, empathy, 

integrity, self-discipline, a willingness to learn, and a positive attitude toward work although some are not directly 



 

 

Page 91  
 

taught in the college classroom, however these traits are essential in the work place since they are derivatives of 

both the general courses and HLIs expected learning outcomes.  

 

The statistical results on the items on qualities recorded different scores across the ten (10) listed indicators in this 

section with Self-discipline (95%) extremely to very important. This was followed by Flexibility (92%) extremely to 

very important, Reliability (91.3%), Willingness to learn (91%), and Integrity (90.5%) respectively.  

Chart 75: Employers’ Ratings on Importance 

 

Similar rankings were seen for positive attitude towards work (89.2%), followed by understands and takes directions for work 

assignments (87.5%), accepts responsibility for consequences of action (84.9%), creativity ranked cumulatively (80.8%), and empathy 

with 77.7% denoting the percentage of respondents who considered these qualities to be very-extremely important 

to the successful performance of the job for which the graduates were hired. From the percentage scores for the 

ten (10) items, it is explicit that self-discipline, flexibility, reliability, wiliness to learn and integrity were considered 

most important by the employers in this survey.   

 

The evidences on the qualities considered important by the employers in graduates are values-driven and 

adaptability to work environment. These qualities are probably performance driven and work-ethics anchored. The 

elements of reliability, integrity, self-discipline are non-negotiable as these build a culture that encourage trust, 

respect for one-another, share ideas and remain highly motivated workforce. The creativity, willingness to learn, 

positive attitude towards work help with building morale, increased productivity, and friendship among staff at the 

workplace. Positive attitude is an expression of self which is a demonstration of psychological well-being and a 
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gateway to creativity, ability to learn and accepting responsibilities. The ratings did indicate that these qualities 

should be the emphasis of HLIs in training the graduates as they are considered vital qualities to workplace.  

 
Employers’ Satisfaction ratings on Graduates’ Qualities  
 
Employers’ satisfaction rating on graduate qualities were in the elements of flexibility, reliability, creativity, 

empathy, integrity, self-discipline, a willingness to learn, and a positive attitude toward work as investigated. The 

majority of employers (83.3%) reported that they were extremely and very satisfied with the graduates on self-

discipline. In fact, a close look at the percentages indicates that employers express a high level of satisfaction on 

this component when compared with importance associated with it. For example, while 45.9% of the employers 

scored this component as extremely important, it was scored by 61.5% as very satisfactory.  

Chart 76: Employers’ Satisfaction ratings on Graduates Qualities  
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Another considerable proportion said that most (87.9%) of the graduates possess high positive attitude to work 

which is a positive development in recruitment criteria in the future as this dictates the decision to work with 

others and motivate other staff. In similar manner, the element of integrity was reported to be satisfactory (87.8%) 

which is relevant to issues of trust, respect and accountability in the workplace. Some employers also rated 

willingness to learn highly (84.4%) which is important in building and enhancing workers capacity and 

competences.   

Nevertheless, major weaknesses in satisfaction were observed for the indicators like: flexibility, creativity, empathy, 

understanding and taking direction and acceptance of responsibility. The employers’ ranking of their satisfaction 

level on these components was generally not impressive. The need to re-think on improving these elements at the 

HLIs level is imperative and urgent to academic staff and administrators of HLIs. As for the satisfaction of 

employees’ attitude towards work self-discipline, and willingness to learn, the HLIs should consolidate on present 

achievements. While technical issues are critical to the performance of work, the role of ethics in the work place 

should also be underscore. It probably should be mentioned that a corrupt workforce however technically 

proficient, cannot spearhead a country’s development. Seen in this context, this trend was a positive one. 
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Comparatively, the chart below shows the overall scores or rating given to the qualities of the graduates employed 

by the organizations by their immediate superiors. On the aggregated, the indicators were the graduates appear to 

be most deficient and employers unsatisfied are; flexibility, creativity, empathy, acceptance of responsibilities and 

understanding and taking directions.  Paradoxically, some of these skills were important to employers, particularly 

creativity, reliability, and flexibility, so it is somewhat surprising to see these qualities receive the relatively low 

ratings.  Willingness to learning, integrity and positive attitude to work were rated high on the employers’ 

satisfaction, which indicate that some of the graduates’ qualities were satisfactory to their employers.   

Chart 77: Graduates qualities as related by employers  

 

From the chart above, there are indications that gaps and encouraging attributes of graduates’ qualities that the 

employers are looking for. It further reveals a remarkable consistent pattern with a clear difference in rating but 

relatively not pronounced except for flexibility, accepts responsibility for action, understands, and takes directions. 

The gaps were within 5% deficient which to a large extent are encouraging knowing that HLIs have inherent 

weakness and the graduates also faced some of the above mentioned challenges that take time to wear-out. On the 

aggregate, the employers rated the whole qualities at 78.5% and the qualities specifically expected from a graduate 

at 80.2%. In all, flexibility, creativity, and adaptability are rare qualities and the employers were not profoundly 

disappointed with the reasonable ratings accorded these indicators, however the HLIs should focus on improving 

these qualities since they are important in the labour market.  

  

Employers’ ratings on Employees’ General Skills 
This section deals with the general skills that are typically expected of most employees with education beyond 

secondary (high) school. For each skill, employers were required to first indicate how important this skill is to the 

successful performance of the job for which this employee was hired. General skills include the ability to speak, 

read and write, computer knowledge, and the ability to lead and get along with others.  
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In line the questions asked, the respondents rated the twelve basic skills of the employed graduates as follows: 

Reading (90.1%), Listening (88.8%), Teamwork ranked (88.7%), Basic computer rated (88.6%), written communication scored 

(87.7%), Verbal communication(87.1%),  customer service (86.8%) and use of equipment or technology specific to job (82%). The 

results indicate that reading was the most important of the general skills sought by the employers and followed by listening, 

teamwork, basic computer, written and verbal communication. Customer service was hardly rated high but it was a quality 

the employers particularly looked in the present Rwanda of customer-centric.  

Chart 78: Employers’ ratings on Graduates’ General Skills Importance  

 

Employers rated Computation (math) 79.3%, critical thinking (79.3%), organization of information for presentation (76.4%) 

and Advanced computer skills (66.7%) to the least important among the competencies needed to successfully perform 

the job at the time of hire. The highest indicators considered important for the graduates skills as reported by the 

employers are in the areas of Reading, Teamwork, Basic computer, communication, and Listening too theirs. The items rated 

lower include Leadership, Advanced computer, and Organising information for presentation. 

Employers’ Satisfaction on Graduates’ General Skills 

 

The employers’ satisfaction levels of graduates’ competencies on the preceding components of general skills were 

rated relatively average with the exception of teamwork, leadership, basic computer skills, listening to others, verbal 

communication, and organizing information for presentation. The expected general skills from graduates and what 

they actually possess in terms skill sets on the labour market may not be the same.  For example approximately 35 

% satisfied rating was reported for graduates’ competencies in computation/Math, 35.6% for critical thinking, 

35.4% relatively less than average on reading, and 37.2% for advanced computer skills and 41.7% for customer 

care. It should also be noted that over 30% expressed extreme satisfaction on each of the above components.  
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Chart 79: Employers’ Satisfaction with Graduates’ General Skills 

 

Employers recorded low satisfaction levels on the graduates’ written communication. For example, 64.1% said they 

were not very satisfied graduate written communication, although this could be shocking finding, Rwanda’s 

context has being transiting in terms of Languages in the post-genocide era. Rwanda can be classified as a multi 

lingual country and has had a series of changes in the language of Instruction over the years which could influence 

the employers’ satisfaction.  

 

This shift translates into the work place where some employees can speak French or English without being 

proficient in any of the two. HLI should strengthen the language centres to increase the written power of the 

graduates and encourage mobility of HLI graduates in the region in the ear of EAC.   On a positive note, 

employers are overall satisfied with the general skills of HLI graduates, with nine of the twelve items scoring 

satisfaction greater than 80% on the aggregate. The greatest satisfactions reported in the areas of Teamwork, Basic 

computer, and Listening to others. The items scoring lower than 80% include Leadership, Advanced computer, critical thinking, 

computation and math, use of equipment, & organizing information for presentation. 

Comparison on graduates general skills show not profound gaps although the results suggest the need for 

improvement in the language areas especially written communication and customer services which could be re-

worked on in the workplace.  
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Chart 80: Cross Comparison of Employer Importance- Satisfaction Ratings of graduates on different 
general skills 

 

When evaluating the gap between employer-rated importance and satisfaction, HLI graduates relatively met 

employers’ expectation in seven of the twelve general skill categories; Advanced computing shows the greatest 

surpassing of employer need. On the other hand, Critical  thinking is the area where employers report HLI graduates 

are least equipped to meet employer expectations. While the ratings of general skills satisfaction to work probably 

indicated scope for improvement should gaps emerge, it could also reveal perceived potentials the HLIs should 

focus on for the next generation of workers. Nevertheless training on-the-job can never be overlooked in the 

anticipation of HLIs producing graduates of high general skills   

Employers’ ratings on Employees’ specialized Skills Importance 

  
This section addressed the specialized skills that are not typically expected of all employees, but may be required for 

some specific field. For each skill, employees were asked to indicate how important this skill is to the successful 

performance of the job for which this employee was hired, and then rate their satisfaction with how well-prepared 

this employee was in each of these skills at the time they were initially hired. Specialized skills are those less-

frequently required in general day-to-day job performance. However, they influence how the task is executed and 

the scope of quality work should the need arise. The skills include items such as management skills, negotiation, 

and mentoring. For each skill, first indicate how important this skill is to the successful performance of the job for 

which this employee was hired.  

 

The ranking distribution is summarized along employers’ response for of these items.  The greatest importance is 

placed on Ability to translate theory into practice (88.2%), personal and work management (87.7%), fluency in official language 
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used in the workplace (86.6%), management of organizational resources (85.9%) mentoring and coaching colleagues (81.%) and the 

other least important specialized skills ability to set goals and allocate time to achieve them (80.9%). 

Chart 81: Employers’ Ratings on Specialized Skills Importance  

 

The ratings on the important first provides insight to HLIs on what is important when it comes to specialized skills 

required on a graduate in the labour market. The privilege of obtaining and acquiring these skills constitute an 

added advantage to the graduate in the field of work. While the ratings profile what are considered most important, 

the satisfaction on this should guide the HLIs in address and refocusing training effort.   

Employers’ Satisfaction with Specialized Skills  

 
In terms of employers’ satisfaction, mentoring was rated high as indicated by 80.9% of the respondents. All other 

components which were rated as extremely important were rated relatively low (below average) when it came to 

employers’ satisfaction.  The overall satisfaction of the employer satisfaction is noted at 80.4% for organizing 

abilities, 80.8% for fluency in the official language used at work, 79.2% for personal and work management and 

78.6% for the ability to translate theory into practice 
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Chart 82: Employers’ Ratings on Satisfaction with Specialized Skills 

 

Although average scores are noted on satisfaction, 37.4% indicate extreme satisfaction on the graduate’s ability to 

set goals and allocate time to achieve them and 33.9% also indicated extreme satisfaction on personal and work 

management. The overall conclusion drawn here is that employers’ satisfaction of the employees’ proficiency in 

specialized skills was satisfactory. However, when disaggregated the ratings needs profound improvement in the 

areas of ability to translated theory into practices, ability to set goals, management of organization’s resources.   

 

Comparison on the ratings by employers on specialized skills was on the importance and satisfaction of all the 

employed graduates in the respective organizations. The results indicate that accumulative scores for importance 

were relatively higher than the rating on employers’ satisfactions within a margin of 4-5%. The gaps across the 

indicator thus suggest room for improvement towards meeting employers’ expectation and also, initiate changes 

to the internship element as was rated to be insufficient by the graduates.    

Chart 83: Cross Comparison of Employer Importance- Satisfaction Ratings of graduates on specialized 
skills 
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The skills gaps of Rwanda HLIs deficiencies as identified by employers have been consistent within the margin of 

4-5% on the aggregate. As an additional means of pinpointing gaps is to segregate the skills acquired HLIs and the 

skills enhanced at workplace. While mentorship, personal and work management, and translating theory into 

practice are workplace rated, it takes time to acquire and internalize these skills. Hence, both the HLIs and 

employers should decipher by gauging the skills level of students and workers towards building and exchanging 

information to assist each other in the world of work.   

 

Employers’ Satisfaction with Graduates Theoretical and Practical knowledge 
 
The study was further interested in in the degree of employers’ satisfaction with the graduates’ theoretical and 

practical knowledge in delivery tasks and responsibility, trainability of employed graduates on the skills needed for 

the job and positive work attitude. The statistical results of these three areas are presented within very poor, poor, 

satisfactory, very satisfactory and outstanding.  

 

On the aspect of theoretical and practical knowledge, the employers rated the graduate on average cumulatively. 

This denotes that the graduates are perceived to be mediocre (satisfactory) on the five items; adapting to existing 

technology was rated (66.9%) satisfactory, listening attentively to instruction and follows order (66.2%), 

enthusiastic in learning skills (64.7%) while the ability to learn new skills and knowledge and obtain and convey 

workplace information were rated (61.6%) and (61.6%)  respectively. A cursory assessment of the scores on 

theoretical and practical knowledge in delivery tasks and responsibility were churning around satisfactory with little 

or no contraction of score around very satisfactory and outstanding.  

Chart 84: Employers’ Satisfaction with Graduates Theoretical and Practical knowledge 
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The ratings on graduates’ ability to translate theory into practice are (relatively above average) not discouraging due 

to the fact that every newly recruited worker, deserves orientation and on-job-training to familiarize the worker on 

the nature and scope of work expected. Lack of the perquisite ability could spell doom for the HLIs and the 

graduates. As evident in the trainability, positive work attitude, interpersonal skills, teamwork ability, and problem 

skilling skills will definitely improve as the graduates gain more work experiences and hands-on training from the 

workplace. 

Employers’ rating on Graduates’ Trainability on needed Skills on the Job  

With regard to the trainability of the employed graduates on the skills needed for the job, the scores were slightly 

above average with the distributions concentrated around satisfactory and very satisfactory. The employers rated 

the trainability of the graduates on listening attentively to instructions and follows from satisfactory (70.5%) to very 

satisfactory (21.4%) and cumulative (91.9%). The ability to learn new skills and knowledge needed for the job was 

very satisfactory (24.8%), satisfactory (62.8%) and aggregate (87.6%). The graduates obtained and conveyed 

workplace information registered a cumulative rating of 86.8% satisfactory (76.5%), and very satisfactory (19.3%), 

enthusiastic in learning skills and the latest advancement related to the job recorded satisfactory (63%). However, 

adapts to existing technology relevant to the enterprise was ranked very poor (59.8%) among the employers of the 

graduates which could have resulted from adaptation to workplace activities. 

Chart 85: Employers’ rating on Graduates’ Trainability on needed Skills on the Job  

 

The result on adapting to the existing technology relevant to the enterprise call for information sharing on the 

latest technology being used at the labour-market since gaps could exist on the technology used by the HLIs in 

training the graduates. Sharing of such market related information could make a difference in the life of the 

graduates and reduce the burden on the part of the employers. 
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Employers rating on Graduates Positive Attitude to Work 

Further, the employers were requested to rank the graduates on their positive attitude towards teamwork, 

confidence, and self-motivation in relation to work. The score distributions reveal that graduates works well in a 

group to achieve a goal was considered relatively satisfactory (58.2%) and very satisfactory (33.6%). Easily of graduates 

to adopt to work environment registered 60.7% satisfactory and 25.6% very satisfactory while the ability to handle 

stress and pressure on the job was rated satisfactory (58.3%) and very satisfactory (26.5%), and produces outputs 

on time while working with little supervision was accounted for 57.3% satisfactory and 24.4% very satisfactory.  

 

The item on graduates’ acceptance of other jobs other than specified on the job description was ranked (52%) 

satisfactory and 28.8% very satisfactory. From the accumulative scores that runs above average, its explicit that the 

graduates were rated first on teamwork, followed by easily adopt to work environment, ability to handle stress and 

work pressure, produces output on time while working with little supervision and acceptance of other jobs was 

ranked the least among the displayed attitude in the workplace. In line with the foregoing, the employers 78.6% did 

mention that they will hire another graduate from Rwanda HLIs despite their previous experiences with graduates 

from 1997-2012.  

Chart 86: Employers rating on Graduates Positive Attitude to Work  

 

With all the findings, there is always room for improvement. In particular, Rwanda HLIs are relatively meeting 

employers’ expectations with regard to preparing students with adequate qualities skills generally expected of 

employees. While these qualities are not generally linked to college-level curriculum, employers still place high 

importance in the areas of reliability, positive attitude toward work, self-discipline, and flexibility. Noting that these 

traits are important to employees and employers, this may lead faculty and staff to examine ways to assist students 

in realizing the importance in developing these skills/competencies at the HLI. Gaps scores also indicate a need 

for graduates to improve critical thinking and creativity skills prior to entering the world of work. 
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CONCLUSIONS  

 

1. The field of specializations in the areas of Business and Economics, Education, and Arts and Applied 

Social sciences were discovered to be over-saturated with 66.4% of the graduates who graduated from 

HLIs. However, there exists critical skill gaps exist in field like Medicines, ICT and Engineering within the 

years covered by the survey.  The possibility of continuing to graduate students in the currently 

oversaturated requires that the graduates have requisite competencies like risk-taking creativity and 

entrepreneurial skills to start their private businesses.  However, graduated rated relativity low on these 

skills, and as they also revealed through interviews, access to capital without collateral security is relatively 

difficult for most of them.  

 

2. This study revealed that both students and employers are concerned about the apparent lack of substantial 

innovation and creativity in the work place that partly contributed to the 15% unemployment rates among 

the surveyed graduates.  This study revealed that this trend is orchestrated by relatively low research 

capacity in HLIs, non-existent or non-functional incubator centres at HLIs. In addition, this study revealed 

that there is lack of insufficient forums through which substantial researches and innovations can be 

disseminated to the relevant stakeholders for eventual policy and practice formulation. 

 

3. There appears to be lack of sufficient formalised synergies and partnership between public and private 

employment agencies with HLIs. As a result, relevancy of internships and acquired skills to the labour-

market were rated weak. Given that Internship/ Industrial acquired skills were considered to be very 

important in the graduates’ acquisition of practical and job-relevant skills, this finding call for great 

concern.  

 

4. This study also found that hard-skills in the areas of research and problem-solving skills were relatively 

weak. The graduates’ low ratings by employers on problem solving skills and research capacity were largely 

attributed to weaknesses in curriculum delivery and assessment, poor mentorship of students and the 

prevalence of newly recruited academic staff without prior teaching and research experiences. 

 

5. The graduates’ soft-skills, especially in written and oral English communication were critically low as 

observed and affirmed by the employers. This low proficiency in English language appears as hindrance in 

the era of East Africa Community integration and global connectivity. Whereas this may be traced from the 

recent language policy in Rwanda, the problem is aggravated by inadequate and ill-equipped language 

centres in HLIs.  
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6. The study further revealed in that the higher the managerial position occupied, and the competencies 

required for the job, the higher the income earned. In addition, the labour market appeared to be attracting 

recruits with graduate degrees for specialized job position. However, a significant number of graduates and 

employers expressed concern over the increasing numbers of masters programmes, especially in newly 

established HLIs without a proportional increase in the country’s skill base. 

 

7. While there has been considerable progress in the development of educational infrastructure, the quantity 

and quality of practical skills, internship, and field-visits/tours appeared weak. The contributing factors 

were classified by interviews and focus group discussions as weak physical facilities and infrastructure- 

poorly –equipped labs, insufficient pedagogical tools, outdated books, insufficient seasoned and 

experienced teachers and poor assessment practices in students’ independent study and practical-oriented 

assignments. 
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RECOMMENDATIONS  

 

1. It is imperative that the Ministry of Education continues to encourage students to join fields where there 

are critical gaps like Medicine, Health and ICT. If the situation continues as it is, the labour market is likely 

to be saturated by graduates from Management and economics-related disciplines while critically lacking 

the skilled human resource to work in Hospitals and the overall health sector. The government’s recent 

decision to allocate government bursary to students based on the priority levels of the students’ field of 

study is a step towards closing these critical gaps. However, this initiative should be complemented by a 

well-designed strategy to retain graduates in these ill-resourced fields.  

 

2. Inclusive economic transformation in Rwanda will be largely dependent on creating a more educated and 

better skilled workforce. However, economic transformation requires that graduates experience innovative 

and hands-on teaching programmes that challenge them to think outside the box and craft new solutions 

to the existing social economic challenges. Thus, this study recommends HLIs to develop regular 

mechanisms designated to facilitate/ monitor the development of innovative teaching and assessment 

practices in the various academic programmes. Also, HLIs should have a well-defined research policy 

where the teaching faculty and students can jointly conduct research and use a range of public platforms 

where ground breaking research findings can be disseminated. In addition, this study recommends the 

establishment of robust mentorship programmes in HLIs. This would ensure that newly recruited teachers 

would have formalised contact and advice from senior faculty 

 

3. Employers expressed some concerns about mismatch between skills acquired in HLI’s and the job relevant 

skills— a situation that largely accounts for 40% of the youth in Rwanda who lack substantial skills to join 

the labour market. To close such gaps, this study thus recommends the creation of formalised synergies 

between the private-public sector and HLIs.  Such a formalised synergy would ensure that there is timely 

feedback and communication from the employers to make sure that  labour-relevant skills are 

mainstreamed in the HLIs curriculum and internship programmes 

 

4. A robust recruitment and retention strategy of highly performing staff is a key priority area toward the 

improvement of quality education. However, a significant number of graduates assigned low ratings to the 

quality of lecturers in various HLIs—a situation that directly affects the students’ development of a broad 

range or work-related skills and research capacity. This study recommends that HEC and affiliated agencies 

conduct strict monitoring in all HLI to make sure that undergraduate lecturers at least have a Masters 

degree and graduate lecturers have a PhD. This is based on the graduates’ observation that in some HLIs, 

some Bachelor’s degree Holders who have been employed as Tutorial Assistants were independently 

teaching Bachelors level courses and Masters Degrees holders teaching Masters level courses. 
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5. In order to bridge the gaps identified in English language proficiency among the surveyed graduates, there 

should be concerted efforts in all HLIs to promote the use of English language. This can be done by 

establishing Language Centres where they are non-existent and strengthening them where they already 

exist. Also, as much as possible HLIs should ensure that all teaching staff demonstrates a minimum level of 

proficiency in English before they are assigned teaching responsibilities. The latter recommendation is 

based on some of the graduates’ concerns that some of their teachers do not have adequate English 

Language communication skills to deliver curriculum content. 

 

6. As Rwanda aspires to build a knowledge-based economy, HLIs should be monitored and held accountable 

to the highest academic standards. Education is a public good and the knowledge acquired therein serves 

public interests. This study recommends that HEC strengthens strategies to hold every HLI accountable 

for the quality of graduates it produces. Where possible, severe sanctions should be given to HLIs 

institutions that evidently fall below established minimum of HLIs standards. Such measures would ensure 

the development of skills for the 40 % youth who currently lack skills to join the Labour marked. 

 

7. There should be concerted efforts by the responsible organs to develop educational infrastructure like 

modern labs, and other study materials that is critical to quality education. Together with the educational 

infrastructure, HLIs should jointly adhere to robust assessment frameworks to maintain academic 

standards.  Besides, students who are doing science-related courses should increase time for practical 

assessments in laboratories under the guidance of experienced teachers. This would bridge the practical 

skill gaps that were evidence during this study.   
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