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ABSTRACT

The current shortage of artisans in the Nigerian house construction sector has constrained
the productivity of the sector and exacerbated the nation’s housing problem. The persistent
neglect of the artisan training system has negatively impacted on the stock of artisans
available for house construction projects. Nigeria’s large and fast-growing population of over
140 million with an estimated growth rate of 3.2% has engendered increased investment in
shelter provision; especially by individuals and families due to fast rising housing rentals-
mainly in the urban centres. Past policies have not adequately addressed the realities of the
skills crisis occasioned by inadequate and neglected apprenticeship training and poorly

developed vocational education and training systems.

The fallout of this is manifested in the difficulties faced by developers in sourcing suitably
gualified and experienced artisans for house construction projects. In response to this
challenge, an upsurge of migrant artisans and craftsmen from neighbouring West African
nations like Togo, Benin Republic and Ghana to Nigeria has occurred in the recent times.
They were attracted by building contracting firms to fill the gap created by inadequate artisan
supply that is currently being experienced locally. This development is totally unacceptable
as it exacerbates the overarching socio-economic problems in Nigeria, especially the already

high unemployment rate which is estimated to be 23.9%.

This study has consequently investigated the inadequate training of house construction
artisans in South Western Nigeria; evolving interventions and developing a strategic model
for improving the artisan training system to ensure an adequate and sustainable artisan
supply in the house construction sector. The model incorporates best practices, rethinking
strategies and integrated approaches in mitigating the identified challenges. The model is
underpinned by reviewed literature and empirical findings. Quantitative surveys and

interviews were utilised as the data sources.

The research findings show that the factors which negatively impact on the artisan training
system in the house construction sector include: the poor image of artisans in society; lack of
recruitment strategies for attracting potential artisans; inadequate policy framework for
training and employment; a faulty and rigid National Qualification Framework (NQF); the
non-participation of employers in training; a poor funding mechanism; a weak regulatory

framework and corrupt practices in training administration.

Recommendations for addressing the inadequate training of artisans include education
policy reforms to give priority to vocational education; a new regime of funding for vocational

education and training; a review of the National Qualification Framework to integrate the
ii



vocational colleges with the university system; a reform of the regulatory framework; public
re-orientation on the societal image of the artisans; adoption of a new approach of public-
private partnership in artisan training; the provision of incentives schemes to attract potential
artisans and the appropriation of the proposed model for an integrated approach to
addressing the challenges.

Key words: Training, Systems, Artisans, Improvement, Strategies, Nigeria
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CHAPTER 1
BACKGROUND TO THE STUDY

1.0 INTRODUCTION

This thesis addresses the problem of artisans training for house building projects in South Western
Nigeria. The problem of housing shortage is a major concern in many developing nations of the
world. In Nigeria, it manifests itself in inadequate quantity and quality of houses. Artisan shortages
have been identified as a major challenge to providing adequate housing in Nigeria (Jinadu,
2004:45; Akindoyemi, 2005:5). This study investigates the shortage of skilled artisans for house
construction and develops strategies for improving the artisans training system for adequate house

construction.

This chapter provides a background to the problem statement, which establishes the basis for the
study. This is followed by delimitations and assumptions, which are clearly stated. Definitions of
basic terms, the importance of the study and the aim and objectives are also highlighted. The

chapter ends with the outline of the thesis.

1.1 BACKGROUND TO THE PROBLEM

This part covers the international housing situation, housing in Nigeria and the importance of

human resources for the house construction process.

Housing has been accepted as one of the three basic needs of mankind. After the provision of
food, it is the most important need for the physical survival of mankind (Agbola and Olaoye,
2008:2). The physical and moral well-being of a nation is greatly enhanced by adequate housing; it
also boosts work efficiency, individual development and social stability. Housing has been one of
the most suitable indices of a person’s standard of living and other standing in the society (Osowe,
2011:10). Housing problems remain a global phenomenon in the developed and developing
nations of the world; no single nation of the world can boldly claim to have addressed all the
housing challenges of its people. The degrees and dimensions of the problem may vary from one
country to the other. The housing situation in some selected countries is as follows:

° Ghana - The available statistics indicate that there is a critical national shortage of over
400,000 units. The annual national production capacity is estimated to be 42,000 units.
According to Mahama (2009:2) an estimated 120,000 housing units would be needed
annually to address the shortfall.

° Bolivia - This is a nation with a population of over 9 million people. Statistics here show that

out of the entire national population, 58% live in huts which fall below the minimum living



conditions. The figure of homes that accommodate three or more people in one bedroom is
estimated at 31% of the whole population (Habitat for Humanity, 2010a).

o Thailand - The National Housing Authority (NHA) of Thailand states that the substandard
housing dwellers in the country are estimated at 8.2 million people. The situation in the
capital, Bangkok is most critical because its population has grown to an estimated 11-12
million people (NHA, 2010:3).

. Australia - In Australia, the Housing Industry Association (HIA, 2011) reports that unless the
nation increases the pace of house construction, the shortfall will jump to half a million
housing units by the year 2020. The current gap is estimated to be 109,000 homes. It is
projected that the population will grow from 22 to 36 million by 2050. This will exacerbate the
housing affordability of the nation even more. In most regions and cities of Australia, the fact
remains that well-located and affordable land for house construction is not available (HIA,
2011).

o United Kingdom - The United Kingdom (UK) is experiencing its worst housing crisis ever as
part of the aftermath of the global economic meltdown (Stephens, 2012:270). Available
statistics reveal that an average annual net supply of 150, 000 housing units are added, but
against a government target of 240,000 units. This demonstrates a substantial shortage in
level of output and is further worsened by the deterioration in affordability. Persistent under-
supply creates the conditions in which inflationary trends may build up in the housing market
(NHF, 2010:7).

° Brazil - Statistics relative to the Brazilian housing situation are staggering. The estimated
national housing shortfall was put at 7.2 million units. Even more disturbing is the estimated
figure of 5.5 million units of vacant properties. The realities in the cities are that there is acute
overcrowding and perturbing housing deterioration. More than 50 million people are
estimated to be dwelling in inadequate housing conditions (Habitat World, 2008).

° Nigeria - Nigeria has a population of over 140 million and an estimated growth rate of 3.2%
(NPC, 2006). Consequently, Nigeria has an enormous housing deficit, estimated at 12-14
million housing units (Akeju, 2007:2; Aikhorin, 2008:4). At an estimated cost of N2.5 million
per housing unit, Nigeria would need N35 trillion (about USD24 billion) to fund a housing

shortfall of 14 million housing units.

Many factors are responsible for this acute housing problem the world over; these are entrenched
in the components of the housing delivery system (Jinadu, 2004:112). They are listed below:

. Land;

. Finance;

° Human resources;

. Building materials;



. Government policies;
o Construction technology, and

. Regulatory mechanisms.

This study investigates the human resources aspect with specific focus on the shortage of artisans
required for house construction in Nigeria. This has been identified by several authors as a major
challenge to adequate housing provision (Jinadu, 2004:114; Akindoyemi, 2005:5; Agbola, 2005:10;
Olaoye, 2007:12; Adeloye, 2008:2; Agbola and Olaoye, 2008:5; Nworah, 2008:3; UN-Habitat,
2008:6; Awe, Stephenson and Griffith, 2010:252; Eneh, 2010:41; Fatimilehin, 2010:5).

Despite the invaluable and colossal contribution that adequate housing makes to personal, family
and national development, the challenge of sourcing adequate artisans for housing construction is
a big constraint to adequate housing provision in Nigeria, as envisaged in the National Housing
Policy of 2006 (Sanni and Alabi, 2008:16).

1.1.1  Importance of human resources

Osman-Gani (2004:1) identifies human resource as the single most important factor of economic
development. Consequently, a strong emphasis on development of human resources and
continuous investment in them is essential for the growth of any nation (Osman-Gani, 2004:1). In
the view of Agbola and Olaoye (2008:9) human resource development is akin to economic growth
and as such, serious attention must be paid to it. Human resources constitute the second largest
single component of resource inputs required for house building; both the qualitative and
guantitative supply of human resources are vital in the house building process (Jinadu, 2004:45).
Skilled artisans such as masons and carpenters are central to the house construction process.

Their shortage would hinder the realisation of housing provision.

1.1.2 Artisan shortages in the house building sector

Sanni and Alabi (2008:6) observe that persistent neglect of the artisan training system by
government has led to drastic fall in enrolment of new intakes into the building trades.
Consequently, this has created a gap between demand and supply of artisans. This gap became
wider with increased investment in shelter provision especially by individuals and families due to
the fast- rising housing rentals caused by pressure for accommodation, especially in the urban
centres (Agbola, 2005:20). Dainty, Root and Ison (2004:280) contend that employers’ indifference
to investment in artisan training negatively impacts on the supply of the required workforce for
construction work. In Nigeria, employers’ participation in artisan training is almost non-existent.
This further widens the gap between the demand and supply of skilled artisans. The consequences
of this are manifested in the difficulties faced by developers in sourcing suitably qualified and

experienced artisans for house construction projects. Adeloye (2008:2) laments that there is a lack
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of trained artisans in the country, and that there is an urgent need to sort out an appropriate
building construction training scheme that would focus on training artisans and reward those skills
appropriately. According to Nworah (2008:3) there has been an upsurge of migrant artisans and
craftsmen from Togo, Benin Republic and Ghana to Nigeria in recent times. They are recruited by
building contracting firms to fill the gap created by the shortage of locally trained artisans.

1.2 THE PROBLEM STATEMENT

The inadequate training of artisans for the construction of houses is an impediment to housing
delivery in South Western Nigeria. The demand for more housing units in Nigeria is increasing
rapidly due to the exponential growth rate of its population. This was estimated at 3.2% by the
Nigeria National Population Commission (NPC, 2006). Consequently, more construction artisans
such as masons and carpenters are needed for house construction purposes. Jinadu (2004:160)
submits that the rise in disposable income since democratic government returned in 1999 has
impacted on the housing affordability of many public servants. Many of whom could not afford their
own houses, are now able to own their houses, and are also in the process of building their own

shelters. This has continued to impact on the demand for artisans.

The Federal Government of Nigeria (FGN) Vision 20:2020, a developmental plan to transform
Nigeria to one of the first twenty economies of the world by the year 2020, is another point of
concern that requires a large stock of artisans for its realisation. Housing construction forms one of
the major physical infrastructure projects to be addressed in the plan, given the nation’s enormous
housing deficit. In the first National Implementation Plan (NIP) of Vision 20:2020, covering from
2010 to 2015, an estimated sum of one hundred and eighty billion Naira (USD1.2 billion) is to be
spent on housing to construct 840,000 housing units (FGN-FNIP, 2010:49). Sourcing the required
number of house construction artisans for this task is a big challenge that necessitates critical
attention and an urgent response. The informal housing subsector which refers to housing stock
built and owned by individuals and families inevitably requires a substantial chunk of trained
artisans for the construction process. According to FGN (2009:34) the informal housing subsector
accounts for 80% of housing delivery efforts in Nigeria. However, the current situation reveals that
there is an acute shortage of these much needed artisans both in quantity and in quality for house

construction processes.

1.3 DELIMITATIONS

The study was limited to five artisan trades within three states in South Western Nigeria. It includes
all the vocational technical colleges in the three states. The trades include bricklaying, carpentry,
plumbing, painting and electrical installation. These are the most commonly demanded trades for

house construction works, and as such, form a proper representation of all the artisans. The study
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area, the South Western zone of Nigeria, is made up of six states which are politically and

characteristically divided into three major sections namely Lagos-Ogun; Oyo-Osun and Ondo-Ekiti

sections. Each of the three sections is homogeneous as regards people, culture and other socio-

political and economic characteristics (Ojuade, 2006:2). For proper representation, the study

focuses on three states; one from each section of the zone is included for analysis. The six states

within the zone are shown in Table 1.1. The study sample was limited to artisan employers,

vocational college management and staff members, education ministries officials, master artisans

and professionals like civil engineers in the study area. The thirteen vocational technical colleges in

the study area were all sampled because of their limited number and the possibility that some may

decline to participate in the research for the fear of revealing classified information.

Table 1.1: States and capitals in South Western geopolitical zone of Nigeria

State Capital
Lagos Ikeja
Ogun Abeokuta
Oyo Ibadan
Osun Oshogbo
Ondo Akure
Ekiti Ado Ekiti

1.4 DEFINITION OF TERMS

The following will be used as the working definitions throughout the study.

Apprenticeship: This is a form of on-the-job training which allows the apprentice to learn by
observation and practice (lyamu and Uwameiye, 2002:2-4). It is an agreement between a
master-artisan and the apprentice, one in which the apprentice is trained for a specified craft
or trade through practical experience under the supervision of the master-artisan.

Artisan: Eneh (2010:38) posits that an artisan is a skilled manual worker who practises
some trade or handicraft; a person who does skilled work with his or her own hands.
Examples are masons, welders and plumbers.

Education: According to Armstrong (2003:526) education can be described as the exposure
to new ideas, concepts and knowledge in a relatively systematic way. Usually, the objective
of it is to increase knowledge or to change attitudes and beliefs. The essence of education is
the acquisition of the knowledge, understanding and the values needed in all areas of life
instead of merely acquiring knowledge, skills and abilities on certain areas of work.
Technical education: Technical education is that type of education that leads to the
acquisition of skills, fundamental scientific knowledge and abilities. It is an organised

programme of courses and training experiences which start with an exposure into career
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options. It involves essential academic and life skills and enables attainment of high
academic standards and preparation for work-related and further education (Maclean and
Wilson, 2009:25).

Training: Training is the process of acquisition of knowledge, skills, and abilities (KSA)
through the teaching of vocational or practical skills and knowledge that relates to specific
competencies (Buckley and Caple, 2005:45). It is a process of learning which concerns the
acquisition of knowledge, development of skills, rules, and modifying attitudes with the goal
of enhancing the capacity and performance of the trainee (Aamodt, 2007:13).

Vocation: The Merriam-Webster Collegiate Thesaurus (2008:840) defines vocation as a
particular trade, occupation, craft, business, profession or a calling. It can also mean the
regular occupation for which a person is particularly suited or qualified.

Vocational education: Vocational Education is any type of education whose fundamental
intention is to prepare persons for employment in recognised jobs. It has also been described
as the aggregation of all educational experiences well-packaged and offered by an institution
to help the learner to obtain basic work-related and practical skills (Oharisi, 2007:78). This is
a type of education that teaches skills which are directly related to a specific job or
profession, in contrast to generic education whose approach to a subject is essentially
abstract. Specifically, vocational and technical education provides individuals with the skills

necessary to become productive citizens in the workplace (Oni, 2006:3).

1.5 ASSUMPTIONS

Assumptions refer to the conditions that are accepted as true without proof (Leedy and Ormrod,

2003:5). In relation to the sub-problems, the following assumptions give direction to the

understanding of the study as conceptualised:

1.6

Obtaining information from artisan employers and construction professionals should not be
difficult and that the data obtained from them would be reliable;

Authorities of vocational and technical training colleges would grant easy access to needed
data and such data would represent the true state of enrolment and graduation of trainees,
and

Master artisans would be readily available to give their unbiased opinion on artisan training

and careers.

IMPORTANCE OF THE STUDY

There are two major systems for artisan training in Nigeria, namely the Vocational Technical

Education system (Formal Training) and the Traditional Apprenticeship system (Informal Training).
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A close look at these two reveals that they are performing poorly in the training and supply of an
adequate number of artisans for house building processes (Olaoye, 2007:13).

Jinadu (2004:114) observes that human resource remains one of the major components of housing
delivery system. This is evident at every stage of the house construction process especially in a
developing nation like Nigeria, where most of the site operations are manually carried out. The
success of these processes depends to a large extent on the adequate training of artisans.
Therefore, an investigation into the perceived shortages of artisans both in quantity and quality will
contribute immensely to efforts directed towards addressing housing shortages.

The American Educational Research Association (2006:33-40) explains some of the ways in which

new research can be considered important and contribute to existing knowledge:

. If the study is a contribution to an existing line of theory and empirical research, it should
clarify the contributions and also present the exact aspect in which the study contributes to
advancing, testing, or elaborating that theoretical perspective.

o If a study is intended to establish a new line of theory, it should make clear what that new
theory is, how it connects with other existing theories and evidence, the need for the new
theory and the areas of the application.

° If the study is motivated by practical concerns, such concerns should be clearly spelt out,
and the importance of the concerns should be clarified, and the way this investigation can
address those concerns.

° If the study is motivated by a lack of information about a problem or an issue, it should make
clear what information is lacking, its importance and how this investigation will address the

inadequate information on the problem.

This study was motivated by practical concerns in the house construction subsector and the trend

of development in the training of skilled artisans for housing delivery in Nigeria.

According to Olaoye (2007:129) both the traditional apprenticeship and the formal technical and
vocational college systems that produce the skilled artisans needed for construction of houses
have been operating at a diminishing rate in Nigeria. Sanni and Alabi (2008:22) maintain that most
master artisans are ageing and have a low enrolment of apprentices to mentor. In the same vein,
most technical colleges that were established primarily to feed the industries with skilled artisans

have been poorly patronised lately (Olaoye, 2007:130).

Agbola (2005:9) argues that there is a mistaken assumption by policy makers that skilled artisans
are readily available for housing delivery in Nigeria, consequently, little or no attention is paid to
this problem area in policy formulation. Usiwoma and Mgbor (2005:334) submit that the artisan
training system has failed to deliver due to poor policy formulation and implementation in Nigeria.

There is also a perceived dearth of literature on artisan training for the construction industry
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generally in Nigeria. It is against this backdrop that this research is being undertaken. It will not
only make a significant contribution to the body of knowledge on artisan training for housing
delivery, but will also develop appropriate strategies for adequate and sustainable training of
artisans for adequate housing delivery.

1.7 AIM AND OBJECTIVES

The study is aimed at evaluating and developing strategies for improving the performance of the
artisan training system for housing delivery in South Western Nigeria.

The specific objectives are to:

. Examine the existing trends in artisan training for house building projects in South Western
Nigeria,;

. Analyse the effects of government policies on the training of artisans for housing delivery;

. Appraise the models of artisan training for house building projects in South Western Nigeria;

. Identify the challenges militating against the adequate training of artisans for housing
projects in South Western Nigeria, and

. Develop strategies and a model for the improvement of the artisan training system.

1.8 THE STRUCTURE OF THE THESIS
The study is reported in an eight chapter of a thesis consisting of the following:

Chapter 1: This chapter provides the background to the research. It describes the general state of
artisan training system for the house construction process and the housing shortages
internationally with particular reference to Nigeria. The chapter then introduces the formulation of
the problem, a discussion of the research aim, objectives, justification, delimitation of the scope of

the study and the research key assumptions. The chapter concludes with an outline of the thesis.

Chapter 2: This chapter presents the theoretical framework for the conduct of this research. It
outlines the concepts and ideas underlining the research and connects it to the existing body of
knowledge in which the research is located and it introduces the variables of the research and the
general framework for data analysis. The chapter presents the model of a general education
system using the input-process-output (IPO) model and a detailed critique of the IPO model as the

theoretical framework for the study. It then justifies the adoption of the IPO model for this research.

Chapter 3: This chapter presents an appraisal of the alternative models of artisan training and a
contextual review of artisan training models in Nigeria. It opens with a review of the three basic

models of artisan training namely, the school-based model, the dual model and the informal model.



The strengths and weaknesses of these models are highlighted. The chapter closes with a review
of the two artisan training models currently operational in Nigeria.

Chapter 4: This chapter presents a review of the literature on artisan training practices from other
countries around the world as compared with what obtains in Nigeria. The chapter opens with the
review of countries which include the UK, Malaysia, the United States of America, New Zealand
and South Africa. It concludes with a synthesis of the various strands from the beginning of the
thesis and prepares a basis for the empirical stage of the study.

Chapter 5: This describes the methodology adopted for the conduct of the research. The chapter
also justifies this research’s philosophical position and the adopted methodology. It concludes by
describing the research design / strategy, the data collection instruments, and the ensuing validity

and reliability of the instruments.

Chapter 6: This chapter presents data as well as the analysis and discussion of the research
results. Each section of the data generated is discussed with reference to the problem, sub-
problems, hypotheses and the objectives of the study. This is followed by the testing of the

formulated hypotheses.

Chapter 7: This chapter articulates the strategies for improving the artisan training system for the
house construction sector in South Western Nigeria; it also proposes a model as an enabler of the

strategies.

Chapter 8: In this chapter an overview of the research is presented, the achievement of the
research objectives and a summary of the findings together with the conclusions and
recommendations. Consideration is also given to the research limitations, its contribution to

knowledge and the areas for further research. Figure 1.1 shows the content structure of the thesis.



Figure 1.1: The content structure of the thesis
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Chapter One has established that a problem exists relating to artisan training for house
construction in South Western Nigeria, and that this needs to be addressed. The literature has
revealed that research on the training of artisans for house building purposes especially in Nigeria
is still limited. This reinforces the need for this study and its contribution to reducing housing

challenges and artisan shortages in the Nigerian construction industry at large. The next chapter




CHAPTER 2
THEORETICAL FRAMEWORK

2.0 INTRODUCTION

This chapter presents the theoretical perspectives that are central to the conduct of this research. It
outlines the concepts and ideas underlining the research with the purpose of establishing a footing
for the rest of the research. It therefore connects the research to the existing body of knowledge in
which it is located, and introduces the variables of the research and the general framework for the
data analysis. The chapter opens with an appraisal of alternative approaches / models for
education and training evaluation. It then proceeds to a review of the input-process-output (IPO)
model as the theoretical framework for the study. After this, it justifies the adoption of the IPO

model for this research.

2.1 EDUCATION AND TRAINING EVALUATION

The central concern of this research is the assessment and improvement of the artisan training
system for house building projects in the study area. Training assessment and improvement is
rooted in educational evaluation. According to Owston (2008:606) evaluation is the process of
gathering information about the merit or worth of an object or a system for the purpose of
improvement or making decisions about its effectiveness. Improvement is the concept of assessing
the output of a particular system or process, and then modifying the system or process in order to
increase the efficiency or the effectiveness. An evaluation is a course of action used to assess the
value or worth of a system (Farell, et al. 2002:20). In the opinion of Darabi (2002:219-228)
evaluation could be a set of research questions and methods geared towards reviewing processes,
systems, activities and strategies for the purpose of improving them in order to achieve better
results. The real purpose of an evaluation is not just to find out what happened, but to use the
information to make the project or the system better. Evaluation is an integral part of all aspects of
the education and training process. Evaluation is the reflective link between the dream of what
should be and the reality of what is (Hansen, 2005:447-462; Kahan and Goodstadt, 2005:344;
Preskill and Catsambas, 2006:5-22). Evaluation is a means to an end and not an end itself and in

this case, the end is the improvement of the artisan training system.

2.1.1 Approaches to education and training evaluation

This research is set out to evaluate the artisan training system for house building projects in South
Western Nigeria with the view to developing appropriate strategies for improving the training

system. Improvement cannot be achieved without proper evaluation of the system in order to
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ascertain what is working and what is not. Thereafter, appropriate improvement strategies can be
developed. In order to realise this, there is a need to employ the most appropriate approach for the

evaluation.

Stufflebeam and Shinkfield (2007:9) maintain that various evaluation approaches and models have
been developed for different purposes and applied to a variety of objects. For instance, the
Kirkpatrick evaluation model, Brinkerhoff’'s approach, Owen’s evaluation model, the IPO model,
Tyler's Model and Scriven’s Model (Brinkerhoff and Dressler, 2003:11-16; Scriven, 2004:183-195;
Kirkpatrick and Kirkpatrick, 2006: 11; Miller and Butler, 2008: 12-25).

Alternative evaluation approaches / models appraised in this research before a the decision on the
appropriate one was taken include the following:

i) Tyler's model

i)  Scriven’s model

i)  Owens approach

iv)  Kirkpatrick’'s model

v)  Brinkerhoff’s approach

vi)  IPO model

Each of these models is discussed in the following sections, highlighting the focus of each, and the

limitations of each.

2.1.1.1 Tyler's model

The Tyler’'s evaluation model was developed by Ralph W. Tyler in the 1960s. It is an example of an
objective-oriented evaluation model. Typically, the objective-oriented evaluation is an internal study
done by a developer and the usual purpose is to determine whether the programme objectives
have been achieved (Stufflebeam and Shinkfield 2007:160). Tyler's model was developed primarily
for use in educational evaluation, and specifically, in curriculum modification and classroom
objectives. Tyler's approach could be used in the guidance of student learning and could support
the diagnosis and subsequent remediation of weaknesses in the learning process. It could also
enable teachers to modify learning objectives. Therefore, making the curriculum to be more
realistic in terms of learning (Stufflebeam and Shinkfield, 2007:160-161).

The limitations of Tyler’s model

The limitations of Tyler's model are:
° The main attention of Tyler's model is focused on terminal processes that yield information
only after a full cycle of the object of evaluation has occurred. Therefore, the information is

neither timely nor pertinent for improving the object under evaluation;
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. The information often obtained from Tyler's evaluation model is often far too narrow to
constitute a sufficient basis for judging the merits and worth of the object;
. The model does not uncover the positive and negative side effects; and

. It may give credit to unworthy objectives (Stufflebeam and Shinkfield, 2007:161)
From the foregoing, it is clear that Tyler's model is not applicable to this research.

2.1.1.2 Scriven’s model

Scriven’s model was developed by Michael Scriven in 1967; it is an example of a consumer-
oriented approach to evaluation. In the consumer oriented approach, the consumer acts as the
enlightened evaluator. The focus of this approach is on assisting consumers to choose among
competing programmes or products. The essential question asked by this evaluation is, “Would an
enlightened consumer choose this programme or product?” Thus, the approach regards the
consumer’s welfare as the primary justification for the programme. Scriven’s model was originally

developed for curriculum evaluation (Scriven, 2004:183-195).
The limitations of Scriven’s model

The limitation of Scriven’s model is that it can be so independent of the programme staff that it
might not assist in serving the consumers any better. Stufflebeam and Shinkfield (2007:205) argue

that an evaluation of this kind conducted too early can stifle the creativity of the developers.

Based on the foregoing submissions, the Scriven model is too narrow in its focus and its purpose

does not serve the goal of this research and therefore, it is not suitable.

2.1.1.3 Owen’s approach

Owen’s approach (Owen, 2006) is a typical adversary evaluation approach which adopts the legal
paradigm for evaluation. The adversarial approach was developed in response to the dominant
objectifying approaches to evaluation. Thus, two teams of evaluators representing two opposing
views of the programme or product argue their cases based on the evidences (the collected data).
A neutral panel of judges is appointed to decide which side has made a better case; and it gives a
verdict after careful consideration of all the evidences presented (Alkin and Christie, 2004:12-63).
Owen (2006) suggested that the major areas of application of his adversarial approach in
educational evaluation to include exploring the values of a new and those of an existing curriculum;
selecting new textbooks; revealing different interpretations of the same data by various
representatives; informing teachers, supervisors and administrators; and arriving at the decision to

be implemented.
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The limitations of Owen’s approach

Many of the limitations of this approach arise as a result of its competitive nature, the complexity of

the process, and the need for skilled individuals who are willing to perform the various roles

needed for a hearing. The main limitations of this approach are:

. This form of evaluation may provoke venomous debate; and the subsequent conflict may
have a negative impact on the outcome of the evaluation;

. The focus of the evaluation may shift to assigning blame or guilt to various parties;

. As adversary-oriented models are conflict-based, the likelihood for reaching an agreeable
outcome is thereby reduced,;

. Key stakeholders are not always equally skilled, and articulate individuals are placed at an
advantage;

. This method can be time-consuming and expensive;

. It is sometimes difficult for hearing members to develop specific, operational
recommendations; and

. Time-limitations may only allow for a rather narrow focus (Miller and Butler, 2008: 12-25).

From the foregoing arguments, it is abundantly clear that Owen’s adversarial approach to
evaluation is not appropriate for this research as it cannot lead to the achievement of the goal of

this research.

2.1.1.4 Kirkpatrick’s model

Donald Kirkpatrick's four-level evaluation model is often employed for evaluating learning
processes (Kirkpatrick, 2006:5). It was first published in a series of articles in 1959 in the Journal of
American Society of Training Directors and later in 1994, it was published in a book entitled
“Evaluating Training Programmes”. This model is designed for the evaluation of training and
developmental programmes but its focus is on the impact of short-term organisational training
programmes for employees. It focuses on four levels of training outcomes: reactions, learning,
behaviour, and results. The major question guiding this kind of evaluation is, “What impact did the
training have on the participants in terms of their reactions, learning, behaviour, and organisational
results?” (Kirkpatrick and Kirkpatrick, 2006:11).

The four steps of evaluation consist of:
° Step 1: Reaction — What are the thoughts and feelings of the participants about the training?
° Step 2: Learning - What did they learn? (The increase in knowledge and skills as a result of

the training).
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. Step 3: Behaviour - (What changes in behaviour, attitude and performance resulted from the
learning process? (capability to perform the newly learned skills while on the job).

. Step 4: Results - What are the effects on the bottom line of the company resulting from the
training in terms of reduced cost, improved quality and increased efficiency?

The need for training and development has become inevitable in the wake of rapid advancement in
technology which has resulted in ever-increasing competition, higher customer’s expectation of
product and service quality plus the need to reduce costs. Thus, organisations spend huge
amounts of money on the training and development of their employees in order to improve
competencies, behaviour and attitudes. The Kirkpatrick model seeks to help organisations evaluate
the impact of such trainings on the employees’ performance and the overall productivity of the

company in order to justify such expense (Kirkpatrick and Kirkpatrick, 2006:11).
The limitations of Kirkpatrick’s Model

Critics of the Kirkpatrick model contend that it only focuses on what happens after the training
(training outcomes) but not on the input and the processes involved in the training (Brinkerhoff,
2005:86-101; Chang, 2010:27). The Kirkpatrick model presents an oversimplified perspective of
training effectiveness that does not consider individual or contextual influences in the evaluation of
training. Studies have shown that there are a number of organizational, individual, and training
design and delivery factors that can influence training effectiveness before, during, or after training
(Salas and Cannon-Bowers, 2001:471-495; Brinkerhoff, 2005: 86-101).

2.1.1.5 Brinkerhoff’s approach

Brinkerhoff’s evaluation approach was advanced by Robert Brinkerhoff, a professor of education at
the Western Michigan University, USA in 2003. It was intended to address some shortcomings in
the existing models, especially the Kirkpatrick’'s model. In this approach, the main attention is
focused on instances of success as contrasted to what is not working in a training programme
(Brinkerhoff, 2005:86-101). Therefore, this approach is also referred to as Success Case Method
(SCM). The essence of this is to identify, analyse and document any success the training
programme might be having so that assuming these successes are worthwhile, they could be built
upon and extended. This is actualised by contrasting the least successful instances with the most
successful instances, and also ascertaining the factors that seem to contribute to success or the
lack of it (Stufflebeam and Shinkfield, 2007:163-165). The thrust of Brinkerhoff's approach is ‘not to
throw out the baby with the bathwater. According to Brinkerhoff (2003) many evaluation
approaches lead to overall judgement, thus, the few successes a training programme may be
having are thrown out with the general bathwater. The main strength of this approach is to ensure

that the positive points of a training programme is credited.
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The limitations of Brinkerhoff’s approach

The main limitations include:

° Brinkerhoff’'s approach does not seek to produce a comprehensive assessment of a training
programme’s merit and worth;

o Compared with a comprehensive assessment of the training’s worth and merits, Brinkerhoff’s
approach is narrow in what it assesses; and it focuses mainly on the short-term findings, and

. It is best considered as an alternative approach that is relatively quick but yet provides a
reasonable means of getting critically important information for use on a training
programme’s success (Stufflebeam and Shinkfield, 2007:163-167).

It can be deduced from the foregoing submissions that Brinkerhoff's approach is not
comprehensive enough to suit the purpose of the evaluation involved in this research given the

vast coverage of an entire training system in the research.

2.1.1.6 The input-process-output (IPO) model

The input-process-output (IPO) model was developed by David S. Bushnell in 1990 with the aim of
finding an evaluation tool that would help maximise the overall performance of a training system.
According to Bushnell (1990:41-43) the essence of the IPO model of training evaluation is to
determine whether a training system is achieving the right results both on short term and long term
perspectives. It also serves to identify and analyse the aspects of the training needing
improvement so that appropriate strategies can be developed for optimal outcomes. The IPO
model takes into consideration the context, input, process and outputs of the training (Bomberger,
2003:43). Thus, the IPO model is an improvement over Kirkpatrick’'s and Brinkerhoff's models
(Chang, 2010:27).

The key assumption that underpins the IPO model is that the nature of the inputs into a training
system, the processes involved and the characteristics of the context (the environment) determine
the quality of the training outputs (Robertson, 2004:37-39). In practice, the model first assesses the
input factors that might affect the performance of the training system. Such input factors include
financial resources allocated to the training, the qualifications of the instructors, the background of
the trainees, the training content or course materials, training facilities / equipment and instructional
materials. The input assessment is followed by an evaluation of the processes. Chang (2010:27)
posits that the processes are a set of value-adding activities such as teaching, learning and
training assessment methods. The outputs of the training are observed both in short term results
(outputs) and long term results (outcomes and impact). The short term results include the students’
reaction to training. These cover immediate learning achievements, such as the knowledge and

skills gained, any change in attitude and improved competencies arising from the training. The
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long- term results comprise the number of graduates who emerge from the training, labour market
effects, the competitiveness and the economic returns from the training (Russ-Eft, Bober, Teja,
Foxon and Koszalka, 2008:3-12).

Scheerens (2011:37-40) argues that the system of general education captures education as a
productive system whereby the inputs are transformed into outputs. Tawil, Akkari and Macedo
(2011:8-13) posit that the analytical model of a general education system is commonly depicted
with an input-process-output (IPO) model. The model derived its impetus from the view of
education as a production process. The premise behind this approach is that the quality of input
into the educational process and the contextual factors determine the nature of the outputs from
the system. Scheerens (2011:37-40) submits that the contextual factors include demographics,
economic and the socio-cultural context of education. Artisan training is a vocational form of
education. There is a consensus amongst many authors that the IPO model of a general education
system also provides the basis for understanding the artisan training system (European
Commission, 2006:14; European Centre for the Development of Vocational Training-CEDEFOP,
2008a:16-18; Onwuakpa and Anyanwu, 2009:7-9; Necesito, Santos and Fulgar, 2010:192-194;
Scheerens, 2011:37-40; UNESCO, 2011:8-13). Figure 2.1 shows an IPO model of a general

education system.
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Figure 2.1: An IPO model of a general education system

Source: Scheerens (2011: 49)
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Components of a general education system

The components of a general education system are discussed under the following sub-headings:

Inputs: It has been argued that the inputs component of a general education system
encompasses the real resources involved in the education process (CEDEFOP, 2008b:7).
These resources include human, financial and material resources. Substantiating this
assertion, Bloom (2006:10) contends that the inputs form the investments component of the
general education system. However, in the opinion of Scheerens (2011:37-40), there are
three levels of inputs involved in the component especially when viewed from a schematic
representation of the system. These include, first, the national level, second, the school level
and third, the student level. It is further argued (Scheerens, 2011:37-40) that the resource
inputs on the various levels differ, but they complement each other in an integrated manner
to achieve optimal results. Inadequacy of resource inputs from any of the levels would affect
the overall outputs of the system Specifically, the resource inputs involved at the national
level include the financial allocation to education, the physical infrastructure, the training
facilities and the equipment. CEDEFOP (2008b:17) and Tawil et al. (2011:8-13) posit that
those at the school level include qualified teachers, management / leadership team, further
training for teachers and instructional materials such as textbooks. The student level inputs
include the intellectual capacity and the allocated time for study.

Process: The European Commission (2006:14) maintains that the process component
covers the series of actions and interactions that take place between the trainees and the
inputs and also between the inputs themselves to transform the inputs into outputs. Bloom
(2006:10) argues that the process component is the functioning centre or the operation room
of the system. At the national level the processes include access provision, regulation and
control, standard maintenance and the curricula review (Scheerens, 2011:37-40). School
level processes include teaching and learning activities, school management / leadership
and the assessment of learning outcomes. The classroom level processes essentially include
pedagogical factors such as effective teaching and learning strategies, classroom
management strategies and the time available for students to study (CEDEFOP, 2008b:17;
Tawil et al., 2011:8-13).

Outputs: Scheerens (2011:39) contends that the output component of the system captures
both the immediate and long term results of the training. An analysis of the output component
reveals three levels which include: one, the individual; two, the institutional and three, the
national / societal levels. The results at the individual level are referred to as outputs, while
those at the institutional level are called outcomes and at the national / societal level the
results are described as impacts (Scheerens, 2011:39). The individual level results are the

immediate learning achievements which include literacy, numeracy, skills and competencies,
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and changes in attitude. The definition of literacy is evolving and pluralised. However, the
most commonly accepted is the one given by the United Nations Educational, Scientific and
Cultural Organisation (UNESCO). It states that literacy is the “ability to identify, understand,
interpret, create, communicate, compute and use printed and written materials associated
with varying contexts. Literacy involves a continuum of learning in enabling individuals to
achieve goals, to develop knowledge and potential, and to participate fully in the community
and wider society” (UNESCO, 2004). As regards numeracy, it refers to the knowledge and
skills required to effectively manage and respond to the mathematical demands of diverse
situations (UNESCO, 2004). In the case of skills, simply stated it means the ability and
capacity or proficiency acquired through deliberate and systematic training to smoothly and
adaptively carryout complex activities. Competencies speak to the combination of observable
and measurable knowledge, skills, abilities and personal attributes that contribute to
enhanced employee performance and ultimately result in organisational success (UNESCO,
2004). The acquisition of these will produce a change in attitude. The outcome results /
indicators include the number of graduates, drop-outs and class repetitions. The impact
indicators refer to the long term returns on education such as adult literacy, social
participation, labour market effects, a rise in income level, competitiveness, poverty and
unemployment reduction in society (CEDEFOP, 2008a:20-24; Scheerens, 2011:39).

Context: In an attempt to gain full understanding of the input-process-outputs model of a
general education system, Tawil et al. (2011:8-13) contend that it is critical to clarify the
context because of its impacts on the system. Scheerens (2011:39) posits that context
essentially refers to the local school environment, regional administration or the national
environment, depending on the level of analysis. However, a general or national view of the
training system usually captures the context from the national perspective. Demographic
developments, cultural aspects, general state of the economy and the general health
situation are the essentail contextual factors (CEDEFOP, 2008a:20-24; Scheerens, 2011:39).

Strengths of the IPO model

The following arguments present the strengths of the IPO model:

It encourages the use of evaluation continuously and systematically in order to improve and
adapt the system to current needs and challenges;

One of the problems with evaluation in general is getting the findings applied. The IPO aims
to ensure that its findings are used through an on-going evaluation process;

The IPO also takes a holistic approach to evaluation, aiming to paint a broad picture for the

understanding of a system and its context and the processes at work;
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. The use of the IPO model aids decision making at all levels and stresses improvement. The
framework is flexible enough to give room for the examination of different components or
situations within the whole system, and

o Comparatively, the IPO model provides more information to evaluators and stakeholders
than many other models (Liong, 2005:18-25; Chang, 2010:25-27).

Weaknesses of the IPO model

Basically, the model operates on the premise that the quality of the output is determined by the
type of inputs, the nature of the processes involved and the characteristics of the context
(environment). However, it has been argued (Robertson, 2004:27) that one weakness of the IPO
model is that although the model attempts to clarify all the processes that are involved in the
education system by specifying the components (inputs, processes and outputs and the elements
in each component) there seems to be no defined way to determine the exact component that
caused a specific result. That is outputs and impacts as results are not directly traceable to specific
factors but are rather a function of the combined effects of the various elements in the input and
process components. For instance, humeracy as a product of the system cannot be traced

specifically to one cause but a combination of a number of inputs and processes.

2.1.1.7 Justification of the IPO model for this research

The following arguments are advanced for the adoption of the IPO model for this research:

° UNESCO (2011:21) argues that the input-process-output model of evaluation has dominated
international discourse as the appropriate approach for evaluating education and training
systems. Essentially, the basis for this domination is rooted in the simplicity of the IPO’s
methodology of dealing with a rather complex phenomenon.

° The IPO model adopts a systems view of evaluation. It is not focused on individual
assessment, but on providing ongoing evaluation information. Through this perspective, the
purpose of evaluation is not to prove but to improve (Stufflebeam, 2003:31-62). This
research investigates not just a segment of an educational activity but the whole system of
the artisan training which involves a variety of inputs such as human resources,
infrastructure, the financial aspect and a number of processes such as teaching and learning.
It is therefore compelling to employ a model with a systems perspective of evaluation, and
the one that is globally accepted in order to achieve the aim of the research.

° The European Centre for the Development of Vocational Training CEDEFOP (2008b:16-18)
advocates the IPO model as the suitable approach for assessing vocational education and
training systems. The quality of a training system is very important to the achievement of the

training objectives. Therefore, the selection of an appropriate tool to determine the quality is
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crucial to obtaining reliable results. The IPO model is a suitable tool for measuring the quality
of vocational education and training system (CEDEFOP, 2008b:16-18)

Bloom (2006:10-15) states that the IPO model captures all the necessary areas of concern
relating to education quality assessment in a simplified style and thus, constitutes an efficient
apparatus for evaluating educational systems for quality assurance.

In the argument to support the IPO model, Onwuakpa and Anyanwu (2009:7-9) posit that the
model provides a superior logical basis for understanding a training system. This view is
affirmed by Necesito et al., (2010:192-194) and Scheerens (2011:37-40).

The orientation of the IPO model is improvement of training systems through a
comprehensive, analytical and rational approach that is born out of reviewing different
components of the system as well as immediate and long term results of training
(Stufflebeam and Shinkfield, 2007:325-327). Arguably, this comprehensive and all-inclusive

approach is more acceptable to research at the doctoral level.

The focus of this research is on the improvement of the artisan training system through the

application of an appropriate evaluation tool (IPO Model). The model is an all-inclusive evaluation

tool. The variables considered in the evaluation include the human, financial and material inputs.

Others are infrastructure, teachers, curricula, textbooks, teaching and training process, the

assessment process, competencies and socio-economic returns. The evaluation of these variables

involves the collection of both quantitative and qualitative data. The IPO model has served to guide

the conduct of this research.

2.2 PREVIOUS STUDIES

Numerous research studies have been carried out in different parts of the world on artisan training

and the skills shortages in construction. Some of the studies are reviewed below:

MacKenzie, Kilpatrick and Akintoye (2000): This study examined response strategies to
UK construction skills shortages. The study employed postal questionnaire survey to obtain
the perceptions of employers in the industry on appropriate response strategies to the skills
challenge. The study suggested long-term training plans, taking steps to address the poor
public image of artisans and the encouragement of employers to support artisan training.

Bedford (2003): Bedford (2003) investigated artisan shortages in the New Zealand
construction industry employing a questionnaire survey. The findings indicated that the
factors responsible for the New Zealand skills shortages included poor investment in training,
international competition for the skilled workforce, constraints in attracting and keeping
people in the industry, poor conditions of service and poor pay. It was recommended that

funding of training should be enhanced and conditions of service should improved.
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Dainty et al. (2004): In a related study, Dainty et al. (2004) conducted research into a
regional strategy for bridging the skills gap in the UK construction labour market. The study
employed focus group discussion to elicit the perceptions of key stakeholders in the industry
within East Midland region of the UK. The sample investigated included employers,
professionals and key clients. The findings indicated acute shortages and the need for the
industry to develop strategic approaches for addressing the situation. The study advocated
engaging employers in training, attracting new people into training; better funding strategies
and regular publication and review of labour market information.

DoL (2004) and OATELS (2004): The United States Department of Labour-DoL (2004) and
the Office of Apprenticeship Training Employment and Labour Services-OATELS (2004)
investigated skills shortage in the American construction industry. Workshops were held with
key stakeholders in the industry to discuss the skills shortages and to suggest solutions. The
findings identified the major challenges to include an inefficient recruitment effort, image
problem, the skills development of youth and a low capacity at the entry level. The study
suggested a pre-employment programme, media campaign to boost artisan image, the
provision of attractive market information for the youth and the sponsorship of summer
construction camps for high school students.

Watson and Sharp (2007): The study investigated the barriers to skills development in the
construction labour market with the focus on Brighton and Hove, South East England.
Interviews were conducted with employers, staff members of training college, funding
agencies and regulatory authorities to obtain useful information for the study. Findings
indicated that the structure of the labour market constituted a barrier to skills development. It
was suggested that apprenticeship system be revived and that a Youth Training Scheme be
reintroduced to complement the training efforts and also to involve employers in training.
CIOB (2009): CIOB (2009) probed into skills shortages in construction, apprenticeship
training and the likely future of the industry in terms of skills concerns. The study employed a
web-based questionnaire to elicit the perceptions of industry professionals who were mainly
drawn from the UK (97%) and the remaining (3%) from the rest of the world. The findings
from the study confirmed that there was skills shortage in the industry and a prediction of a
decline in the near future. The study advocated that training should be given priority; as a
well-trained workforce is critically vital to the industry’s recovery and growth.

Dainty, Ison and Briscoe (2005): In another study, Dainty, Ison and Briscoe (2005)
examined the construction skills challenges in the UK by eliciting information from small and
medium-sized construction enterprises (SMEs) through focus group discussions and
interviews. The findings revealed that the SMEs are finding it difficult to attract required

workers to meet the demands in the industry; there is a decline in the number of new
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entrants and a reluctance on the part of the employers to sponsor training. The study
advocates lobbying for policy interventions, a paradigm change in the area of training and
improving the synergy between training providers, employers and regulatory bodies in order
to proffer lasting solutions to the skills challenge.

McGuinness and Bennett (2006): A related research examined the level of skills shortages
as an outcome of the mismatch between training provision and the employment structure in
the construction industry (McGuinness and Bennett, 2006). Telephone interview was
employed to elicit the relevant data from industry stakeholders in Northern Ireland, UK. The
findings reconfirmed earlier studies, showing that there is a mismatch between training
provision and employment structure. It was suggested that that the multi-skilled training
programme be revived to complement the traditional apprenticeship training.

Morgan, Raidén and Naylor (2008): Morgan, Raiden and Naylor (2008) conducted an
enquiry into public policies on training and skills development in the UK construction industry.
The study was motivated by the concerns of the small construction organisations whose
skills needs were perceived to be neglected in policy formulation in favour of the larger ones.
Twelve small and medium-sized organizations in South West Wales were interviewed. The
findings indicated that the policy framework for construction skills failed to capture the
training priorities of the industry and did not adequately cater for the small construction firms.
A reform of the construction skills policies was advocated by the study.

Chan and Dainty (2007): The Construction skills shortage was investigated from the
perspectives of policy and research efforts (Chan and Dainty, 2007). The study was based
on synthesis of literature. A critical review of the past research and policy efforts directed
toward skills concerns in the UK was carried out. The findings indicated that previous
attempts had little impact on resolving the skills challenge. A regional approach was
suggested coupled with a paradigm shift to redefine skill development.

Lobo and Wilkinson (2008): Lobo and Wilkinson (2008) in another research project probed
into the New Zealand construction skills challenges and offered solutions for addressing
them. Interviews were conducted with stakeholders in the industry which included
professionals, governments, trade unions, contractors and property developers to obtain data
for the study. The findings linked the shortages to inadequate training, poor societal image of
construction workers, poor pay in the industry and a decline in enrolment into construction
trades. The study advocated long term planning for training in the industry and effective
collaboration between government, education and other stakeholders to address the
construction shortages.

Aman (2008): The study addressed the shortages of local skilled workers in Malay

construction industry with the view of identifying the causes and proffering appropriate
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solution. The data for the study was gathered through questionnaire and interviews. The
findings indicated that the major factors responsible for the poor participation of the local
workforce in the construction industry included harsh and unsafe working conditions and
temporary employment status of workers. It was suggested that there should be improved
focus on training provision, better safety practice and an image enhancement of working
conditions of construction artisans.

Aibinu and Francis (2010): In an Australian study, Aibinu and Francis (2010) examined the
nature and extent of the skills shortages within the states and sectors in the Australian
construction industry. An online questionnaire survey was carried out involving human
resources managers of some selected companies. The findings indicate that the skill
shortages differ across Australia. There was also a lack of quality and experienced
candidates; this lack was linked to inadequate training and comparatively low remuneration

within the construction industry.

It is pertinent to note that all the studies highlighted above were conducted outside the African

context and as such, they do not capture the peculiarities of the African skills challenges in the

construction industry. However, studies conducted within the African context are reviewed below:

Uwameiye and lyamu (2002): Uwameiye and lyamu (2002) investigated the training
methodology of the local apprenticeship system in Edo and Delta states, Nigeria.
Questionnaire survey was employed in the study. It was found that there were no formal
curricula used for the training and competency assessment of graduating apprentices was
based on the opinion of clients. The study suggested a short term refresher courses for local
trainers, a revisit of the apprenticeship scheme and adult evening classes to address the
level of literacy amongst the local master artisans.
Muya, Price and Edum-Fotwe (2006): Muya, Price and Edum-Fotwe (2006) examined the
funding of construction craft skills training in Zambia. Semi-structured interview was
employed to obtain relevant information from construction craft schools and contractors. The
findings revealed poor funding of training, inadequate number of teaching staff, poor
infrastructure, outdated curricula and ill-equipped training workshops. The study
recommended strong financial commitment on the part of government to training and better
partnership among the key stakeholders in the industry.
Sanni and Alabi (2008): In a related research, Sanni and Alabi (2008) examined the
traditional apprenticeship approach of training house building artisans in Saki, Nigeria.
Questionnaire survey was utilised for the study. The findings indicated that existing artisans
were ageing, there was a declining enrolment of new apprentices, and a quest for quick
riches among the youth. The study suggested a review of government policies on artisan
training and an improved funding method to cater for free tuition training of artisans.
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o Chileshe and Haupt (2009): Chileshe and Haupt (2009) investigated the factors impacting
career decisions of high school students towards the construction industry in South Africa.
After an extensive literature review was conducted, postal questionnaire survey was
employed to obtain the primary data for the study within the Western Cape Province. The
findings revealed that remunerations, working conditions, opportunities for lifelong learning
and the poor public image of the construction industry were identified as most important
factors that impacted career decisions.

. Omodia (2009): In a related research study, Omodia (2009) looked into conceptual and
methodological perspectives of manpower development in the Nigerian construction and
other industries. The study was based on a review of the literature; it specifically evaluated
the effort of government and the private sector with reference to apprenticeship and on-the-
job training. The study suggested an improvement of the state regulatory functions and
improved funding to enhance training and development in Nigeria.

o Dike (2009): Dike (2009) examined the challenges confronting vocational education and
training in Nigeria and linked the skills shortages being faced in some sectors of the
economy like construction with government’s neglect of education and training in relevant
skills. It was essentially based on the synthesis of literature. It suggested that the leaders
should move from rhetoric to actions in revamping the vocational and technical training of
youth in order to address the growing unemployment and poverty in the country.

° Eneh (2010): Eneh (2010) researched into the declining technical and apprenticeship
training in some selected industries in Nigeria using questionnaire survey and interview. The
study revealed that there was a rapid declining trend in apprenticeship training in the
industries investigated including construction. The decline was linked with preference for
general education, quest for quick riches among young people and poor image of artisans in
society. It was suggested that government should engage in youth re-orientation and
improve funding of vocational skills training in the various industries.

° Draai (2011): Draai (2011) examined artisan training in the South African construction
industry using the Nelson Mandela metropolitan bay area as a case study. An empirical
study was conducted employing questionnaire survey among contractors in the study area.
The findings indicated that there were shortages of artisans for construction purposes and a
poor performance of the training institutions. It was also found that there was reluctance on
the part of employers to get involved in artisan training because of the risk of losing the
artisans after the training. The study suggested the revival of the apprenticeship scheme to

address the artisan shortages.

A review of these studies indicates some gaps that this research stands to bridge. First, none of

the studies employed a systems approach to addressing the artisan skills challenge. Secondly,
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only a few of them focused on Nigeria and especially the construction industry. Thirdly, within the
Nigerian context, in-depth studies of this type particularly at the doctoral level are still few.
Therefore, this study stands to enrich the literature in this area of research.

2.3 CONCLUSION

This chapter has presented the theoretical framework of the study. It has reviewed the alternative
models for education and training evaluation. It has then proceeded to a review of the input-
process-output (IPO) model as the theoretical framework for the study. It has also reviewed the
previous studies related to the current study. The next chapter presents a review of artisan training

models and state of artisan training in Nigeria.
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CHAPTER 3
ARTISAN TRAINING MODELS AND THE STATE OF ARTISAN
TRAINING IN NIGERIA

3.0 INTRODUCTION

This chapter presents an appraisal of alternative models of artisan training and a review of the
state of artisan training in Nigeria. It opens with the identification of the three basic models of
artisan training, namely, the school based, the dual and the informal models. It then highlights the
strengths and weaknesses of the three models. The chapter closes with a review of the two

operational models of artisan training in Nigeria.

3.1 MODELS OF ARTISAN TRAINING

Available evidence reveals the consensus of authors that there are three basic models of artisan
training which include the school-based, the dual and the informal models (Carrero, 2006:157-160;
DFID, 2007; Kogan, 2008:43; CEDEFOP, 2008a; World Bank, 2012; Werner, Nuria, Ricarda, and
Klaus, 2012:2-7; ILO, 2012; Carroll, 2013:56). These may be modified as one moves from one

region of the world to the other. The three models are discussed in the next sections.

3.1.1 The school-based model

Werner et al. (2012:2-7) describe the school-based model of artisan training as a schooling system
that provides youth with practice-oriented knowledge and skills required in specific occupations
and learning. According to the European Centre for Development of Vocational Training,
(CEDEFOP, 2008a) the aim of general education is to provide youths with general, often
academically oriented knowledge as the foundation for further education and training; while school-
based vocational education follows a formal curriculum that combines general and occupation-
specific knowledge to equip youths with occupational oriented knowledge and skills for the world of
work. Variations in the types of school-based model may arise with respect to the academic level
of vocational schooling (World Bank, 2005). Essentially, skills acquired under this model are mostly
general and transferable between employers. The school-based vocational training affords youth
the opportunity to acquire the skills that are needed to earn a living and to be relevant within the
economy. Especially for those who do not have the ability to continue with the higher education
track (Werner et al., 2012:2-7). However, critics have argued (Kogan, 2008:43; Carrero, 2006:157-
160) that the vocational schooling pathway is poorly perceived by the public. It is considered to be

a dead-end for academically aspiring youth; given the low percentage of youths who practically
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manage to further their education after vocational schooling due to discrimination of vocational

qualifications within the general education circles.

3.1.1.1 Strengths of the school-based model

Available evidence (Carrero, 2006:157; CEDEFOP, 2010) indicates some of the strengths of the
school-based training system which include:

Unified curricula: In the informal model, the training content is determined by the individual
trainers. However, under the school-based model, the curriculum of training is moderated by
the appropriate government regulatory organ and the same standards are benchmarked and
sustained in all the different training institutions.

Transferable skills: Skills acquired from the school-based model are generally transferable
between employers due to the standardised curricula of training and the regulated
certification examination conducted at the end of the training period (UNESCO, 2010;
CEDEFOB, 2008a)

3.1.1.2 Weaknesses of the school-based model

The drawbacks identified with the school-based model include skills mismatch; reduced parental

influence and limited learning prospects.

Skills mismatch: According to DFID (2007) and, Tattara and Valentini (2009:197-212) the
school-based model is characterised by a weak linkage between the skills required in the
labour market and the training provided by the training institutions. This is due to the absence
of employers’ inputs in the training design and delivery. Consequently, skills mismatch and
obsolescence characterise the graduates from the system; making it difficult for young
vocational graduates to enter the labour market (Roger and Zamora, 2011:380-396).
Reduced parental influence: Werner et al.,, (2012:2-7) argue that the adoption of a
vocational education track at the basic school level which is the practice in some European
countries has the capacity of reducing parental influence on the background and educational
choices of the young people in society. This is so because the young ones have to make
career choices too early in life when they are yet to be sufficiently informed and guided by
their parents on career issues.

Limited learning prospects: Opportunities for further education are often limited for those
who have chosen the vocational track at the basic school level. In cases where this is
possible, it usually necessitates a higher cost for crossing to the general education track for

the purpose of lifelong learning and further career opportunities (Carrero, 2006:32).
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3.1.2 The dual model

According to Malcomson, James and Barry (2003:197-227) the dual model of artisan training
combines general, transferable skills acquired under the school-based system together with
structured learning on the job and actual work experience within a training company. Graduates
acquire occupation-specific skills that render them employable by the training company or other
employers. A balance is maintained between the specialised skills obtained from the industry and
the transferable; curricula-based skills from the classroom through the conduct of terminal,
standardised certified examinations. Given the rapid technological changes taking place in today’s
world, a dual model of artisan training may find it less cumbersome in its degree of responsiveness
to any changes in training provision. This is made possible as the firms constantly adapt their
training to the skills demanded in the labour market. The dual system might offer a more profitable
learning and working environment for practically oriented youth, as it increases their motivation and
engagement in training. Furthermore, the early contact with firms and work experience would

facilitate easier entry into the labour market after graduation (Werner et al., 2012:2-7).

3.1.2.1 The strengths of the dual model

Germany is typically noted for the operation of a dual model of artisan training. This may contribute
to the phenomenally low rate of unemployment in the country which was put at 8% as compared
with other nations of the world ranging between 16% and 30% (World Bank, 2012). According to
Carroll (2013:3) the German model of vocational training is occupation-specific since it pairs
classroom studies with on-the-job training. The Government regulations define the duration,
content and syllabus of the training. Usually, students apply for a specific apprenticeship at a
company to complement the classroom learning. A small stipend is paid by the employer to the
apprentice. The week is divided into three days of practical learning to acquire a real world
experience at the firm; the other two days are allocated to the classroom learning on theoretical
aspects of the training. After passing the prescribed standardised examinations, the apprentices
are awarded certificates that are recognised by the federal government of Germany to work

anywhere in the nation.

Werner et al. (2012:2-7) posit that there are currently 350 officially recognised occupations in
Germany identified with the advice of employers and trade unions. Essentially, training companies
sign a contract for the period of apprenticeship as guided by the government regulations; while the
monitoring and standardisation required of the company are carried out by the German Chamber
of Crafts. The thrust of the German regulatory framework for the training and certification process
is directed towards ensuring proficiency, transparency and transferability of the skills provided in
the training process. Joint consultative efforts are also made by all the stakeholders to continually

adapt the training content and standards to changing labour market needs. The German dual
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model has been found effective and sustainable; as a result of the German success, some other

nations have replicated this model, for instance, Austria, Denmark and Switzerland. The strengths

of the dual model are discussed in the next sections.

. Demand-driven training: The active participation of employers and enterprises from the
private sector is very instrumental as this helps to identify unmet training needs in the design
so that any necessary improvements can be made. The training content is therefore
continuously adapted to meet the changing requirements of the labour market. Thus, the
products of the training are constantly relevant to the demands of the labour market (OECD,
2010)

. Opportunity for diverse training providers: Unlike the school-based system where training
providers are confined to institutions, trainees from the dual system have the advantage of
tapping from diverse trainers who can come from the private enterprises in the industry and
the formal training institutions. This implies a richer and better training experience that
translates into higher competence. The school-based part of the dual apprenticeship is
provided by the vocational colleges covering both general and occupation-specific education,
while the structured on-the-job learning and real work experience are offered by the
company.

° High employability: Engagement by stakeholders in the training design, delivery and
coordination of the dual system strongly positions the graduates for better employability after
completing their training. They are kept abreast of development in the industry during the
course of their training and there are chances that many would be absorbed by private
enterprises and the employers that have trained them.

° Incentivised model: It is pertinent to note that the costs of school-based training are taken
care of by the government while the company pays a stipend to the trainees (Werner et al.,
2012:2-7). In essence, attractive training incentives are offered within the German model as
a major recruitment strategy for potential trainees. Besides, the qualifications are fully

recognised and accepted for further learning prospects within the German education system.

3.1.2.2 Weaknesses of the dual model

Malcolmson et al. (2003:5) argue that in the highly competitive labour market of today where
workers are paid for their marginal productivity, some form of general education is crucial in order
to enable the trainees to enter further employment relationships. Firms have no incentives to invest
in general schooling as workers can leave directly after the training period causing the firm to lose
all the investment in the general education. Therefore, in order for firms to offer general and
specific training, the worker is required to bear the cost of the general training. However, this

drawback could be addressed by either providing government-funded school-based general
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education or firm-based general training, with workers paying for their own training costs. Other
approaches are to make trainees accept a wage lower than their marginal productivity during their
training period, or the trainees should sign a contract to stay with the firm beyond the training
period to serve for the stipulated period in order to offset the training costs (Euler, 2013:16).

3.1.3 The informal training model

The International Labour Organisation (ILO, 2012) describes the informal training model, (also
called the traditional apprenticeship system) as the one that operates outside of the formal
vocational schooling. It may involve a transfer of knowledge or skills within a family from father to
son. It may also exist as an arrangement between a master artisan and an apprentice in which the
apprentice enters into a contract with the master to learn specific skills or a trade for a stated
period of time, usually between three to five years and for a specified sum of money as a training
fee. Ahadzie (2009:261-275) submits that in some cases apprentices may receive shelter and food
during training. It is essentially on-the job learning. This system of training is common in North
Africa, Sub-Saharan African countries and also in India. The Skills acquired under this system are
not easily transferable due to the lack of complementing part of formal schooling for the acquisition
of general skills, and the absence regulatory framework and standardised certification after the
training. The master artisan can issue certificates to trainees, but these are not formally recognised
by government. Such certificates are only useful within the informal sector (ILO, 2012; Werner et
al., 2012: 2-7).

Given the high cost of schooling and the high level of poverty in many Sub-Saharan African
countries, secondary school education is jeopardised for many youth. The alternative for them is to
enrol in traditional apprenticeship training. Evidence shows that informal apprenticeships are
estimated at between 50% to 90% of young people in countries such as Gambia, Ghana, Senegal,
Madagascar, Zambia, Tanzania, Mali and Malawi (Fabienne and Jens, 2012:7-15; Werner et al.,
2012:2-7).

3.1.3.1 Strengths of the informal model

Some of the strengths of the informal model of training are identified and discussed below:

° Safety net for disadvantaged youths: Given the high level of poverty and unemployment in
countries where this model is common, it serves as a safety net to young people from
disadvantaged backgrounds, especially those who cannot afford the cost of formal
education. Enrolment in informal training gives them a good opportunity to earning a living
within a very short period of time and at an affordable cost. Young people that otherwise

would have been involved in socially deviant behaviour such as hooliganism, prostitution and
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3.1.3.

armed robbery are gainfully engaged in economic activities that make them responsible and
useful citizens to their families and the nation.

Contribution to the local economy: When compared with the school-based model, the
informal training model has the advantage of being closer to the current needs of employers
in the informal labour market, thus, making a substantial contribution to the local economy,
which represents a large proportion of the national economy in many countries (ILO, 2012).

2 Weaknesses of the informal model

The identified weaknesses of the informal model are discussed under the following subheadings:

restricted learning; limited exposure and non-transferable skills.

3.2

Restricted learning: In the informal model, the training is conducted with the trainees
learning simply by observing the master artisan at work in their trade and skill. Ahadzie
(2009:261-275) notes that in the informal model, training is generally found to be purely
practice-oriented and completely devoid of any theoretical backing. It is essentially based on
the job-at-hand. Consequently, the learning process might be restricted only to the
production of a specific type of outputs, leaving apprentices with only partial knowledge of
their respective trade after completing the training.

Limited exposure to latest technology: The Informal training model is constrained by
major barriers in the form of technological advancement. The informal trainers suffer from a
lack of access to credit facilities to continuously upgrade their skills and training facilities in
response to changing technology. This limits their training content to obsolete skills that
cannot match up with the modern technology and advancement (Ahadzie, 2009:261-275).
Non-transferable skills: Since the curricula are not structured in this training model, it
means that skills are not easily transferable (DFID, 2007; World Bank, 2012; Carroll, 2013).

This constitutes a limitation in employment options for the graduates.

THE STATE OF ARTISAN TRAINING IN NIGERIA

In Nigeria two models are in operation, namely the technical and vocational college system (formal

/ school-based model) and the traditional apprenticeship system (informal model). The following

sections discuss the state of these two models.

3.21

The vocational technical college model in Nigeria

The review of the vocational technical college model in Nigeria is carried out in the next sections.
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3.2.1.1 Inadequate funding

The World Bank (2004) observes that the overall expenditure on education at all levels as a share
of both Gross Domestic Product (GDP) and total government spending in Nigeria, has fallen over
time and is below what is obtainable in most developing nations. The government seems to pay lip
service to its commitment to education, given the wide gap between political pronouncements and
actual financial commitment to human capital development. For instance, available data reveal that
from the annual national budgets from year 2006 to year 2010, the total budgetary allocation to the
education sector stood between 7% and 10% of the total budget (National Budget Office, 2011).
While the United Nations Educational Scientific and Cultural Organisation (UNESCO) recommends
that at least 26% of the national budget should be allocated to education, Aturu (2011:3) however
observes that in Nigeria, it has always been less than 11%. Table 3.1 shows the comparison of
education allocation as a percentage of the national budget.

National Budget office data shows that the situation with vocational and technical education
subsector is exacerbated by its marginalisation in the sharing of education allocation from the
national budget. The vocational subsector is relegated and given almost no attention as part of the
educational sector. For instance, the available data indicates that out of the total allocation for
education from the national budget between years 2006 and 2010, vocational education only got
an average 3% to 4% while the general education took over 95% each year as indicated in the
Table 3.2 below (National Budget Office, 2011).

Table 3.1: The education allocation as a percentage of the total annual national budget of

Nigeria

Source: National Budget Office (2011)

Year | Education Allocation | Education share of
(N) the total budget (%)

2006 | 166.6 Billion 8.8

2007 | 224.7 Billion 0.8

2008 | 210.4 Billion 10.

2009 | 216.6 Billion 8.8

2010 | 249.6 Billion 7.4
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Table 3.2: Vocational education budgetary allocation as a percentage of the education
allocation

Source: National Budget Office (2011)

Year | Total Education | General Education | VET VET share
Allocation (N) Share (N) Share (N) | Of the total (%)

2006 | 166.6 Billion 161.6 Billion 5.0 Billion | 3.0

2007 | 224.7 Billion 217.9 Billion 6.8 Billion | 3.0

2008 | 210.4 Billion 203.4 Billion 7.0 Billion | 3.3

2009 | 216.6 Billion 209.8 Billion 6.8 Billion | 3.1

2010 | 249.6 Billion 240.1 Billion 9.1 Billion | 3.7

3.2.1.2 Inadequate physical infrastructure

Boyi (2008:5) observes that the state of the infrastructure in the vocational colleges is very poor to
the extent that some of the colleges do not even have workshops to demonstrate practical lessons.
Some buildings have had their roofs removed, windows and doors damaged and have insufficient
desks for students. In the opinion of Ekunke (2008:31-36) many of the existing structures are
dilapidated due to the protracted neglect and no recent funding has been allocated for
infrastructure development in the training colleges. The learning conditions are far too deplorable
making it difficult for any meaningful learning to take place. Consequently, the trainees lack the
motivation to do their best in the training process, while the morale of the teachers is largely low.
This unfavourable learning environment negatively impacts on the quality of the ultimate outcomes

of the training.

3.2.1.3 Obsolete training facilities and equipment

The quality of training in Nigerian vocational colleges is rated as low (African Union, 2007:23); the
training equipment is obsolete and there is a lack of instructional materials. Many of the vocational
colleges do not have workshops and even those colleges that have workshops largely lack the

necessary equipment needed for meaningful training (Boyi, 2008:5).

Evidently, from the foregoing discussion, there is a sound basis in the literature for the hypothesis
that funding mechanism for the vocational education sub-sector is poor. However, it is essentially
important that this assertion be validated through empirical evidence. This is reported in Chapter

Six of this report.
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3.2.1.4 Inadequate policies

The technical and vocational colleges have been generally ineffective and largely neglected by
government (Aturu, 2011:3). Education policies are unfavourable to the vocational segment,
making no proper provision for its integration into the National Qualification Framework (NQF).
With the non-flexible NQF in operation, career progression is made difficult for vocational
graduates (Aturu, 2011:3). The situation in South Africa as an example is instructive. According to
the South African Qualifications Authority (SAQA, 2013) the National Qualifications Framework
(NQF) is an integrated system that encourages lifelong learning by recording levels of learning
achievement and recognising acquired skills and knowledge. There are ten levels on the NQF.
These levels are divided into three bands: General education and training; further education and
training (which covers vocational learning) and higher education and training. Levels 1 to 4 are
equivalent to grades 9 to 12 in high school or vocational training; Levels 5 to 7 are intended for
college diplomas and technical qualifications, while Levels 7 to 10 are for university degrees. All
learning is recognised within an integrated system of the NQF. A qualification is a formal
recognition of the learning achievements. With the approval of the authority, a qualification can be
registered on the NQF at a certain level. A prescribed number of credits will be awarded to the

successful completion of a registered qualification (SAQA, 2013).

The National Qualifications Framework Act (NQF Act No. 67, 2008) states that the SAQA is the
statutory body that oversees the development of the NQF and the monitoring of the training
standards. The specific objectives of the National Qualifications Framework as provided for in the

Act are to:

Establish a unified / harmonised national structure for learning outcomes;

° Simplify access to, and the portability of furtherance within education, training and career
track;

° Boost the quality of education and training;

° Fast-track and amend the unjust dichotomy and intolerance within education, training and job
opportunities, and

° Promote the total individual development of every learner and the overall socio-economic

growth of the country (NQF Act No. 67, 2008).

It is pertinent to note that there is no such statutory body as SAQA in Nigeria to harmonise all
learning achievements recognised by the national constitution. The enabling policy provision to
establish such an integrated national qualifications framework is absent till date. Consequently,
learning takes place in a disjointed fashion and recognition of prior learning is subject to various
interpretations of individual institutions. Essentially, all the components of an ideal NQF do exist

within the system namely, general education (covering the primary to senior secondary school);
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vocational and technical education (covering the technical colleges and the polytechnics); and
higher education (covering from bachelor degree to doctorate). However, these segments are not
integrated into a unified system or framework that recognises all prior learning in order to make
room for lifelong learning. Aturu (2011:2-3) bemoans the level of discrimination against the
vocational education and training track in Nigeria noting that the qualifications are not recognised
by most universities for further learning while inferior status is accorded its graduates both in terms
of remunerations and appointments in the labour market. This poor image of artisans in society is
one of the major challenges of artisan training in the country. In a related development, Dike
(2008:5-7) argues that the protracted skills shortages in the country coupled with the growing youth
restiveness and unemployment are attributable to the indifference of the policy makers to address
the imbalance and faulty structure of the education sector. There is therefore an urgent need to
address the faulty, fragmented national qualifications framework through objective engagement of
the key stakeholders within the sector through appropriate reform of education policies. A reform
that will make provision for an integrated and flexible NQF that unifies all the segments of the

education system.

3.2.1.5 Inefficient regulatory mechanism

The government regulatory agency for the vocational and technical education in Nigeria is the
National Board for Technical Education (NBTE). As stipulated by the policy establishing the NBTE
(Act N0.16 1985; Act No. 9 of 1993), the Board shall have among other responsibilities: To set and
uphold standards in technical colleges, polytechnics and other related institutions in the country; to
carry out quality assessments of programmes of all institutions under it for the suitability of
awarding diplomas and certificates and for entry into the national examinations of such institutions;
to set and review standards for skills as required by developments in technology and the labour
market needs; to carry out periodic reviews of assessment standards for trainees and students;
and to establish national certification scheme for artisans and technicians in partnership with the
relevant ministries and agencies. It shall also carry out enlightenment programme to increase
enrolment in vocational technical institutions and eliminate disparity between VET graduates and
their university counterparts (NBTE Act No.16 1985; Act No. 9 of 1993).

However, the African Union (2007:23) observes that VET in Nigeria is largely uncoordinated and
lacks proper government regulations and interventions; this is due to operational inefficiencies of
the NBTE. Programme accreditations in many technical colleges have been long overdue and the
standard of training has fallen below the acceptable benchmark. In the opinion of Dike (2006:2) the
NBTE is weak and failing in its responsibilities; it has almost neglected the technical colleges to run
on their own. The scope of operation of the NBTE may be too wide as it is responsible for all

polytechnics, monotechnics and technical colleges. Over the years, many polytechnics have been
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added to the existing number in response to population growth from the time of NBTE policy was
formulated. Consequently, the policy establishing NBTE is long overdue for reform. In a related
development, the stakeholders within the Polytechnic subsector have always requested and
lobbied the lawmakers for the establishment of a separate regulatory body, the National
Polytechnic Commission, (NPC) to focus solely on polytechnic affairs. However, it is pertinent to
note that these attempts are yet to yield any meaningful fruits in policy formulation (Aturu, 2011:3-
8).

3.2.1.6 Lack of continuous development of VET instructors

The delivery of quality artisan training depends to a large extent on the proficiency of the
instructors. The proficiency of a vocational instructor is assessed based on the sound theoretical
knowledge, technical expertise and the level of pedagogical aptitude. The African Union (2007:23)
asserts that the quality of training in Nigerian vocational colleges is low; this is partly attributable to
the inadequate training policy for vocational instructors as it is difficult to offer what one does not
possess. Abassah (2011:57-63) laments the inadequate attention given to the training of
vocational teachers in Nigeria this is due to the undue emphasis placed on general education
gualifications at the expense of vocational and technical ones. Many universities do not offer
courses in technical education that can help to train instructors for the vocational colleges. Those
that offer such programmes are poorly patronised as young people are not attracted to such
programmes again. Abassah (2011:57-63) further observes that the motivation level of VET
teachers are low as they suffer poor public image, are poorly remunerated and largely remain
underdeveloped as there are no provisions for in-service training and capacity building through

workshops, conferences and further studies.

Clearly, a solid foundation has been established in the literature for the hypotheses that
government policy framework for the training of artisans in the colleges is inadequate; and the
National Qualification Framework under which the college system operates is faulty and rigid. As
these form part of the hypotheses in this study, it is important to note that empirical evidence is

required to validate these assertions. This is encapsulated in Chapter Six of this report.

3.2.1.7 Parents and guardians

Given the societal image of vocational technical colleges in Nigeria, most parents who send their
children to the colleges are from the lower ranks of society. African Union (2007:14) prescribes the
roles of parents and guardians to include that of support, encouragement and rejection of the
perception of vocational pathway as meant only for the less academically endowed and the
children of the poor in the society. However, most parents within the Nigerian context do not agree

with this assertion; they rather prefer their children to follow the general education pathway instead
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of vocational line. According to Dike (2011:3) there is an undue emphasis placed on paper
qualification from the university system in Nigeria with poor consideration for skills. This is one of
the major factors responsible for high the rate of youth unemployment because many of the
graduates have certificates but they lacking employability skills.

3.2.1.8 Inadequate curricula and textbooks

Abassah (2012) laments the dearth of relevant textbooks for instructional purposes and the poorly
equipped libraries in the vocational colleges. Arguing further Abassah (2012) maintains that the
teachers’ class notes mostly given to trainees as reference materials are grossly inadequate to
inform and prepare the trainees for the world of work. In the opinion of Roger and Zamora
(2011:380-396) the college training curricula has a weak link between the skills needed in the
labour market and the content of the training offered. This is a direct result of the absence of
industrial input into the training process. As a result, there is a skills mismatch and the graduates
from the colleges find it difficult to access the labour market after the completion of their training
(Ekunke, 2008:31-35).

3.2.1.9 Quality of entrants

There is a poor societal perception of vocational education; this of course is borne out the
philosophy of the policy makers on vocational education and training in Nigeria that view VET as
meant for the educationally disadvantaged and the children of the poor. According to Atsumbe
(2010:5) it is disturbing that this philosophy drives the recruitment and admission of entrants into
the vocational colleges. The best are meant for the general education pathway, while the left over
are encouraged to seek admission into the vocational colleges. This of course, determines the
level of intellectual capacity of the trainees in the colleges and ability to learn which is usually

considered to be below average (Atsumbe, 2010:5).

3.2.1.10 Weak recruitment strategies

Various authors have identified a number of recruitment approaches (Akintoye et al., 2000:854-
856; Chan and Dainty, 2007:375-386; Chan and Moehler, 2007:409-418; Morgan et al., 2008:238-
252) as alternative strategies for marketing training in construction sector to young people. These
include, inter alia, the establishment of construction academies in high schools to activate their
interest in construction; annual school tours by industry leaders to mobilise young people to enlist
in construction occupations; sponsorship of construction summer camps and the offer of
scholarships for prospective trainees. However, Aturu (2011:2-3) submits that the recruitment drive
for prospective trainees into the vocational technical colleges in Nigeria is low, given the poor
public perception of artisans and the government discriminatory treatment of the vocational sub-

sector in the scheme of things. Thus, there is not enough motivation for the VET teachers and the
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other stakeholders to be actively involved in mobilisation and recruitment efforts. Aturu (2011:2-3)
further submits that there is practically little or no intervention funding coming from any source as
scholarships for prospective trainees. Consequently, enrolment figures remain far below the
carrying capacities of most of the vocational colleges.

The foregoing discussion provides good underpinning in the literature for the hypothesis that the
recruitment strategies for attracting new entrants into the artisan training in the colleges are
ineffective. However, it is essentially important to validate the claim with empirical evidence. The
empirical testing of the hypotheses in the study is reported in Chapter Six.

3.2.1.11 Inadequate teaching and learning processes

Atsumbe et al. (2012) posit that training process in the colleges is focussed mostly on the
theoretical aspects of the curricula at the expense of the much needed practical aspects. This is
attributable to a lack of training facilities and equipment in the colleges. Inadequate funding
allocated to the colleges prevents them from acquiring cutting edge training equipment. Thus, the
trainees from these colleges enter into the world of work only to discover a wide gap between their
skills and labour market needs. This development accounts for the low employability of the
graduates from the colleges. The Student Industrial Work Experience Scheme (SIWES) was
designed to expose trainees to a real work environment during the course of their training and
prepare them for the world of work. Atsumbe (2005:54-61) notes that the SIWES has become a
mere formality as most of the trainees do not find placements during the period due to poor

coordination and the unwillingness of industry stakeholders.

3.2.1.12 Poor employers’ participation in training

Ferranti et al. (2003:53) posits that globalisation and the attendant competitiveness in the global
job market are arguably some of the critical factors that call for dedicated attention and cutting
edge delivery of vocational training in any given nation in order to remain relevant. Given the
impact of the recent global financial crisis which has exacerbated unemployment rate globally; it
has been argued that young people are mostly affected; and that one of the major strategies to
mitigate this challenge is vocational training (Werner et al., 2012:0nline). The involvement of the
industry in training is vital in order to keep abreast with the developments in technology and adapt
the training content appropriately. Employers’ participation in training is described by Clarke and
Winch (2004:509) as educational philosophy that embeds strong theoretical underpinning from the
school / college classrooms with work experience provided by the employers in the industry.
However, Raidén and Dainty (2006:63-79) argue that for employers to engage in training in a

competitive business climate, such effort would need support from public institutions. Chan and
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Moehler (2008) opine that such involvement is only made possible through synergies among the

education ministry, government and the industry.

Despite the crucial role played by vocational training in providing young people with skills for the
labour market, Wolter (2012:1-2) laments the poor participation of employers in the training. The
attitude derives from the substantial investment that the employers would have to commit to the
training project and the fear of the apprentices moving away to other employers after the
completion of the training. The foregoing scenario vividly captures the situation in Nigeria. Dike
(2008:0nline) submits that the involvement of the employers in training is almost non-existent.
There are no incentives from government to motivate the employers; and the situation is
exacerbated by the absence of an appropriate public institution like the Construction Industry
Development Board (CIDB) as argued by Raidén and Dainty (2006:63-79) to drive the training in

the construction industry.

3.2.1.13 Assessment and certification

Within the Nigerian context each college is saddled with the task of trainees’ assessment prior to
certification. The assessment is largely tailored to the limit of the content of work covered within the
colleges giving the various challenges; and largely lacking in the labour market requirement.
However, there is a nationally coordinated examination for artisans seeking better recognition; the
Trade Test |, Il and Ill. The Trade Tests are designed for different trades at different proficiency
levels. Trainees are usually advised by the college management to go for the trade test after

leaving the college.

According to Scheerens (2011) the output component captures the direct and immediate results of
the training. Usually, these are observed at the individual and institutional levels. The immediate
results of the training on the trainees as individuals; and the results obtained by the institution in
terms of its graduates. In the opinion of the European Commission (2006:14) output indicators
include competencies of trainees and the number of graduates of the college. Given the low quality
of the training process, which is more of theoretical teaching than practical; Atsumbe et al. (2012:5)
posit that the competencies of the trainees usually fall below labour market requirement after
graduation. Consequently, many of the vocational college graduates remain unemployed years
after college, adding to the poverty level in the society. Some have returned to peasant farming in

a bid to survive.

3.2.1.14 Graduates of the colleges

According to Abassah (2011:4) the vocational colleges are poorly patronised in terms of the
number of applicants seeking admission. Most young people prefer to repeat matriculation

examinations before entering into the university for four or more times to seeking for admission into

41



vocational colleges. The graduates of the colleges are very few in society given its poor image and
the low patronage. Atsumbe et al. (2012:5) note that the impact of the vocational colleges is very

low in the world of work.

The outcomes of the training cover its national impacts in terms of employments provision for the
graduates, income earnings and a social contribution in form of reduction in poverty and
unemployment in the society. Scheerens (2011) identifies indicators to include the training

graduates in employments, income earnings, and contributions to the national productivity.

3.2.1.15 Employment

Given the challenges associated with the vocational training colleges in Nigeria, Atsumbe et al.
(2012:3) contends that it is not surprising to find many of its graduates unemployed years after
graduation. The skills of the graduate do not match the labour market requirements. The labour
market needs are driven by the constant changes in technology and there is the need for any
artisan seeking employment opportunity to be abreast of the latest development in the industry and
upgrade their skills accordingly in order to remain relevant and employable. Dike (2008:Online)
maintains that there is the need for urgent intervention in the Nigerian vocational education and
training subsector in order to mitigate the current level of poverty and unemployment in the

country.

3.3 A REVIEW OF THE TRADITIONAL APPRENTICESHIP MODEL IN NIGERIA

Traditional apprenticeship in Nigeria exists as a form of an agreement between a master-artisan
and the apprentice. The apprentice is trained for a specified craft or trade through practical
experience under the supervision of the master-artisan. It is a form of on-the-job training which
allows the apprentice to learn by observation and practice (Uwameiye and lyamu, 2002). This is a
common method of training youths in trades and crafts to become empowered economically
through jobs like carpentry, painting, building, decorating, and farming. Uwameiye and lyamu
(2002) posit that it was an institution within the African setting before colonial rule. Every male child
born into a family was naturally inducted into his father’s craft, and it was easy to spot a young boy
as a member of a family simply by seeing him displaying expertise in a particular trade. However,
Eneh (2010:49-50) observes that the youth have developed an apathy to skill acquisition as they
prefer alternative approaches that will fetch quick money instead of learning a vocation. The
present stock of artisans is ageing and many of them do not have new apprentices to mentor.
Consequently, knowledge transfer is made difficult and this poses the great danger of extinction of

the apprenticeship system.
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3.3.1 The training providers

The individual master artisans are the training providers in this model. According to Uwameiye and
lyamu (2002) in the traditional apprenticeship contract, a fixed fee is made payable by the
apprentice to the master and in return, the apprentice is attached to the master’s shop for instance,
carpentry, welding, for a stipulated training period. The master has full control of the training
without any input from the government (Uwameiye and lyamu, 2002). The set-up for a training
workshop is made up of the master (skilled), journeyman (semi-skilled) and the apprentice
(unskilled).

3.3.2 Funding and training facilities

Usiwoma and Ngbor (2005: 325-335) note that the master artisan is fully in charge of the training
and any related funding in the traditional apprenticeship model. The apprentices or the parents
however pay an agreed training fee to the master artisan. This could be in the form of instalments
or one-off depending on the agreement and the financial strength of the apprentices involved. The
training facilities and equipment are solely provided by the master artisan. In essence, government

does not provide any form of funding for the traditional apprenticeship model.

3.3.3 Teaching and learning methods

According to Usiwoma and Mgbor (2005:327) the traditional apprenticeship training is essentially
an on-the-job training and the method of training is mainly by observation. The implications of this
are that learning of apprentices is dependent on the flow of jobs to master. In a development where
the patronage of the master’s business is low, the apprentices have nothing to learn. There are no
formal curricula of training to guide the training programme. Rather the apprentices learn from the
master on the jobs at hand from clients. Omoruyi and Osunde (2004:24) observe that the training
is essentially lacking in theoretical aspects on the explanation of principles behind operations. The
educational background of most of the apprentices is limited to primary school. This situation is
similar to most of the master artisans who are also from same training background. The training is

described by Usiwoma and Mgbor (2005:327) to be purely mechanistic.

3.3.4 Assessment and certification

The assessment of apprentices in this form of training is determined by customers or clients. The
apprentices are given tasks to perform independently after a reasonable length of time on the
training. This is repeated more and more as the training period nears completion. The competence
of the apprentice is confirmed by the assessment of the customers to the master artisans. At the
end of the training, the master artisan issues an independent certificate to the apprentice. This

permits him to start the operation of his own business outfit (Usiwoma and Mgbor, 2005:327).
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3.3.5 Regulation

Government is not involved in any way in the whole training process. The accreditation of master
artisans, determining the appropriate duration for the training, prescribing training curricula, funding
or supporting the apprentices, assessment and certification processes and regulation of practice
after graduation everything is fully in the control of individual master artisans. This development
has negatively impacted on the quality of training offered and the competencies of the graduates
from this system of training. The certificates offered from this type of training are not officially
recognised in government and corporate circles (Omoruyi and Osunde, 2004:33; Usiwoma and
Mgbor, 2005:328; Eneh, 2010:49-50).

3.3.6 Employment

However, this form of apprenticeship as small-scale enterprises have provided employment for
many youth and contributed immensely to the growth of both the local and national economy. They
also meet the needs of the young school leavers who needed to be empowered vocationally
(Omoruyi and Osunde, 2004:34).

From the foregoing arguements, it is clear that there is a sound footing in the literature for the
hypotheses that the government policy framework for the training of artisans in the traditional
apprenticeship system is inadequate; and that the coordination and regulation of the traditional
apprenticeship system is poor. However, the validity of these assertions through empirical testing
is inevitably required to further lend credence to them. This is addressed in Chapter Six of this

report.

Figure 3.1 shows a summary of the challenges confronting the artisan training system in Nigeria.
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Figure 3.1: Summary of challenges confronting the artisan training system in Nigeria

Source: Researcher’s construct
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3.4 A PESTLE ANALYSIS OF CONTEXTUAL FACTORS IMPACTING ON THE ARTISAN
TRAINING SYSTEM

The context of a system refers to the macro-environment in which the system operates. Downey
(2007:0nline) argues from the strategic management point of view that a comprehensive
understanding of the operating environment of an organisation or a system is critical to its success.
According to Downey (2007:Online) a PESTLE analysis is a strategic analytical tool employed to

determine and evaluate the key components of the macro-environment of an organisation / system
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and how the system interacts with these contextual factors in order to improve the systems’
efficiency. The six factors represented by the alphabets in the acronym P-E-S-T-L-E are translated
as follows: P - political, E - economic, S- social, T - technological, L - Legal and E - ethical issues
impacting on the operation of the system (Downey, 2007:Online). The dynamics between the
artisan training system and these contextual factors are critical to the productivity and the outputs
of the system.

The elements in the factors with regards to the artisan training system are detailed as follows:

o Political: Issues relating to government stability, education policies, quality of political
leadership, corruption level, bureaucracy in education administration.

o Economic: This concerns the unemployment rate, poverty level and competition.

. Social: Population growth rate, societal perception of VET, youth attitude towards skills
acquisition, attitude towards importation of artisan services.

o Technological: Basic infrastructural level, rapid technological changes.

. Legal: Employment laws, discrimination against VET qualifications

. Ethical: Ethical recruitment practice, maintenance of standards.
A detail discussion of the various contextual factors is presented in the following sections.

3.4.1 The political environment in Nigeria

According to Mukoro (2005:3) Nigeria is a federal state with a cluster of diverse ethnic nationalities
lacking the cohesive force that is needed to form a unified national ideology. Leaders struggle to
take control of the centre so as to dispense privileges to their kinsmen from the same ethnic group.
There is unequal distribution of political power on a regional and ethnic basis. This resulted into in
an unbalance socio economic development as the struggle to control the centre by ethnic leaders
has degenerated into ethno-political tension. This largely accounts for the failure of many national
development policies and programmes. For instance, education policies have been made only
theoretically; when it comes to implementation, ethnic politics and the lack of sound political

leadership and will have always hampered the implementation and progress.

In the opinion of Dike (2011:4) the poor political leadership is the major cause of the problems
facing Nigeria. The political system lacks checks and balances to control the autocratic tendencies
in government and to hold political office holders accountable for their actions. There is a lack of
ethical politics and values. Corruption is, however, a greater part of the problem facing the country
as it creates wide gap between the leaders and the followers, which hampers socio-economic
development. For instance, budgetary allocations for vocational education subsector that are
meant for infrastructure, training equipment and other training facilities are often tampered with by

political office holders along the bureaucratic procedures of disbursing the fund. What finally gets

46



down to the colleges are not sufficient enough to execute any meaningful projects. Dike (2011:4)
contends that there is also a lack of political will in the leadership to prioritise education and to
especially lay appropriate emphasis on vocational education and training among youth, despite the
high rate of youth unemployment in the country. This accounts for poorly developed artisan training
system, manifested in the unregulated informal training system and neglected technical colleges
(Olaoye, 2007:12). More recently, there are secession moves by some religious and ethnic groups,
for instance, the fundamentalist “Boko Haram” which continuously sends threat signals to the
existence of Nigeria (Oluwa, 2012:2). The group’s activities have constituted a serious attention
diversion to the present administration, focussing more on security at the expense of national

development of which vocational education and training forms a part (Musa, 2006:10).

3.4.2 Economic environment

The World Bank (2011) reports that the Nigeria economy is mainly dependent on crude oil;
accounting for 95% of its exports. The oil boom of the 1970s which led to the neglect of its then
productive agricultural sector, coupled with the long period of military rule laden with corrupt
practice and the mismanagement of public funds. The attendant consequences range from an
almost total collapse of the basic infrastructure and social services, to a high level of poverty
among the citizenry. Available data (NBS, 2012) reveal that the poverty level stands at 69% and
unemployment rate at 21%, human development index (HDI) at 0.459, which gives the country a
rank of 156 out of 187 nations. The inflation rate is 10.8%, (Global Finance, 2012; NBS, 2012).
According to African Union (2007:17) vocational training is an essential tool to reduce poverty and
unemployment. It is essentially designed to develop the skills for practicing particular occupations
as well as learning designed to prepare for entry or re-entry into the world of work. Oketch
(2007:220) maintains that in most cases the learning is patterned to generally lead to direct labour
market entry which is a potential strategy for addressing poverty and unemployment in society. It is
pertinent to note that this philosophy is yet to be fully understood and captured in the policies and
programmes of the political leadership in Nigeria. Thus, vocational colleges are neglected by
successive administrations giving primary attention to general education in policies and resource

allocation.
3.4.3 Social environment

Nigeria has a population of over 140 million and an estimated growth rate of 3.2% (NPC, 2006).
The World Bank (2013) has put the latest estimate of Nigeria’'s population as at July 2013 at 170
million. Consequently, Nigeria has an enormous unemployment challenge and stiff competition in
the labour market. The few available job opportunities only go to the best skilled applicants; and
obviously the poorly skilled artisans would remain unemployed. It is pertinent to note that despite

the huge unemployment challenges confronting the nation, there is still a shortage of well skilled
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artisans suitable to meet the construction labour needs. For instance, Nworah (2008:Online)
reports that there is an influx of migrant artisans and building tradesmen from Togo, Benin
Republic and Ghana in recent times to Nigeria. They are attracted by the building contracting firms
to fill the gap created by inadequate local artisan supply. This development is unacceptable and

thus, demands urgent intervention.

3.4.3.1 Poor public perceptions of artisans

Aturu (2011:3) submits that there is generally a poor public perception of artisans and vocational
education pathways. It has been considered as a career path for the less academically endowed.
African Union (2007:23) argues that the public views VET as meant for the rural poor and the
economically disadvantaged to learn a trade in Nigeria. This perception has been fuelled by the
low academic requirements for admission and limited prospects for further education and career
development. African Union (2007:23) further states that the worst impression is sometimes
created by government that the primary objective of vocational education is to keep the dropouts
off the streets. They should rather project this type of training as an effective strategy to train
skilled workers for employment and for sustainable livelihoods. Dike (2008:Online) asserts that the
youth generally have poor orientation towards vocational education and skills acquisition. There is
therefore an urgent need for youth re-orientation. First, through appropriate policy reforms that give
due recognition to vocational education pathways; and then, through the media which is a potent

tool. The religious organisations would also help in the task.

3.4.4 Technological environment

There are enormous infrastructural challenges in Nigeria. The most important of these is the
inadequate electricity supply. The equipment and tools in the workshops and laboratories required
for the training of artisans need an efficient electrical power supply to function. Given the huge
population of the country and the limited power generation, which stands at 4500 Megawatts
(PHCN, 2013), most households and institutions still run on generators. This practice is
counterproductive to the nation’s economy. The crux of the power problem is the fact that
government has refused to privatise the generation and distribution of electricity despite its
protracted failure to deliver. The privatisation process that started over ten years ago is yet to
produce any meaningful results due to corrupt practices of the political office holders involved in
the process. Another concern is the rapid changes in technology globally. This is impacting on
every sector including construction. Clients’ requirements are changing fast and this requires
continuous adaptation of the artisan training curricula to meet the labour market needs. Internet
services are not available in most of the vocational training colleges. Mobolaji (2012:Online)

observes that internet penetration is still low within the country and that there is the need to fast-
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track the broadband deployment in order to catch up with the pace of global development in

information communication technology.

3.45 Legal environment — unfavourable employment policy

Aturu (2011:2) opines that government employment policies discriminate against vocational
graduates giving superiority to general education certificates over VET in remunerations and
appointments. This has generated unending debates and ill feelings from VET graduates. Dike
(2006:2) laments that the policy makers are biased towards vocational education and find it difficult
to agree that VET graduates are in no way inferior to their counterparts from general education
background. This is one of the factors that make youth and even parents avoid vocational
education and training pathway.

3.4.6 Ethical factors

According to Fatimilehin (2010:0Online) Nigeria loses a lot of money in capital flight to immigrant
skilled artisans and yet there is a serious unemployment crisis within the country. For instance,
construction employers outsource workmen to make up for the inadequate local supply (Nworah,
2008: 3). This recruitment practice is unethical; and it negatively impacts on the national economy.
Instead of engaging the services of foreign artisans while unemployment is high at home;
government should compel the construction contracting firms and other employers to support the

upgrading of the training of local artisans to meet to the required standard in the industry.

Figure 3.2: Contextual factors impacting on the artisan training system (PESTLE Model)

Sources: Researcher’s construct




3.5 SUMMARY

The problem of inadequate training of artisans for the construction of houses in South Western
Nigeria has been reviewed. The review shows that both the vocational technical college and the
traditional apprenticeship training models in Nigeria are performing poorly in the training and
supply of an adequate number of artisans for housing delivery. A number of challenges confronting
the artisan training system in Nigeria have been identified and reviewed. From the foregoing
discussion, it is essential to summarise in terms the main problem and the sub-problems being
addressed in this study. It is necessary also from the forgoing discussion to propose some
hypotheses to be empirically tested in the study. These are captured in the next sections.

3.5.1 Main problem

The inadequate training of artisans for the construction of houses is an impediment to housing
delivery in South Western Nigeria.

3.5.2 Sub-problems

Sub-problem 1: The government policy framework for artisan training is inadequate.
Sub-problem 2: The necessary recruitment strategies for attracting potential artisans are lacking.
Sub-problem 3: The vocational education and training system has become ineffective.
Sub-problem 4: The traditional apprenticeship system of training artisans is performing poorly.

Sub problem 5: The National Qualification Framework is faulty and rigid.

Sub-problem 6: The involvement of employers in artisan training is poor.

3.5.3 Hypotheses

Hypothesis 1. Government policy framework for the training of construction artisans in the

colleges is inadequate.

Hypothesis 2: Government policy framework for the training of construction artisans in the

traditional apprenticeship system is inadequate.
Hypothesis 3: The funding mechanism for the vocational education sub-sector is poor.

Hypothesis 4: The recruitment strategies for attracting new entrants into the artisan training in the

colleges are ineffective.

Hypothesis 5: The coordination and regulation of the traditional apprenticeship system of artisan

training is poor.
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Hypothesis 6: The National Qualification Framework under which the vocational college system of

training operates is faulty and rigid.

3.6 CONCLUSION

This chapter presented a review of the three basic models of artisan training. It also identified and
appraised the two models operational in Nigeria. It then summarised the various dimensions of the
artisan training challenges into the main and the sub-problems. The chapter closed with the
formulation of a set of hypotheses to be tested in the study. The next chapter, Chapter Four,

presents a review of artisan training practices from different countries around the world.
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CHAPTER 4
INTERNATIONAL PERSPECTIVES ON ARTISAN TRAINING SYSTEMS

4.0 INTRODUCTION

This chapter presents a review of artisan training practices from other countries around the world.
The countries are selected from various regions of the world based on the United Nations
Development Programme (UNDP, 2013) Human Development Index (HDI) report. And also on the
basis of places where lessons can be learnt from successful approaches adopted in addressing
artisan training challenges. UNDP (2013) described the level of development in the selected
countries as comparatively high. The nations and the HDI figures include: the USA representing
the Americas with HDI figure of 0.937 (very high); New Zealand, representing the Pacific, with
0.919 (very high); the UK representing the Europe, with 0.875 (very high); Malaysia representing
Asia with 0.769 (high) and South Africa representing Africa with HDI figure of 0.554 (medium). The
chapter also summarises the various strands earlier discussed, highlights the gaps in knowledge

and restates of the hypotheses of the study.

4.1 THE UNITED KINGDOM (UK)

Skills challenges and responses within the UK construction industry are discussed in the next

sections.

4.1.1 The challenges

Identified construction skills challenges include poor employers’ participation in artisan training,
image problem, difficulty in attracting new entrants, inadequate funding and a high drop-out rate
among young trainees (Dainty et al., 2004:276; Dainty et al., 2005:387-398; Watson and Sharp,
2007:123-127).

4.1.2 Responses

In the UK, construction artisan skills development is given prime attention and there have been
continuous policy adjustments and introduction of approaches and initiatives to address areas of
challenges (Dainty et al., 2004:276). For instance, over the last decade, labour market policies
have attempted to mitigate factors leading to unpopularity of career choices in the industry and
also encourage employers to participate in training (Watson and Sharp, 2007:123-127). There is a
dedicated government organ for training artisans in the construction industry, the Construction
Industry Training Board (CITB). This board provides incentives to employers as a way of

encouraging them to participate in artisan training (Dainty et al., 2004:276).
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The launching of the Construction Skills Certification Scheme (CSCS) in 1995 was another
milestone achievement. The CSCS was an attempt to address the image and recognition problem
of artisans by registering competent construction artisans within the UK through certification that
the holder has undergone prescribed health and safety training and testing in the industry (CSCS,
2003). In a related development, MacKenzie et al. (2000:254) observe that the introduction of
Investors in People (liP) initiative in early 1990s was another step in the right direction. It was
aimed at motivating the UK employers to invest in the training and development of their workers
which was also adopted in the construction sector. Whittock (2002:449) opines that efforts have
been made in recent time to address artisan shortages through diversification of the recruitment
base. Dainty et al. (2004:277) further posit that placement and standardisation of remunerations
have also been addressed while a number of skill research projects were initiated and funded. In
response to high dropout rate among young trainees (as high as 50%), MacKenzie et al.
(2000:254) opine that a change in recruitment strategies was adopted with a shift towards adults
which were found to be more committed than young people. Proactive approaches were employed
in artisan skills development. One of such is the National Construction Week. This is a whole week
of media campaign organised by CITB to showcase innovations, new techniques and professional
practices in construction. It is aimed at attracting potential artisans to the industry (MacKenzie et
al., 2000:277). An attempt was also made to revive the Youth Training Scheme to improve the
training drive (Watson and Sharp, 2007:123-127). In the opinion of Dainty et al. (2005:393-398)
lobbying for policy interventions on skills concerns and creating synergy between key stakeholders

such as training providers, employers and regulatory bodies are also being explored.

4.2 MALAYSIA

A review of the Malaysian situation relating to the training of artisans for construction projects is

discussed in the next sections.

4.2.1 The challenges

Hassan et al. (2010:232) observe that the Malaysian construction workforce has been largely
traditional and labour-intensive. They come from various backgrounds with varying skills and
gualifications. Yet the industry has been experiencing shortage of skilled artisans. In many
instances, in the face of the inadequate supply of skilled artisans, inferior alternatives have been
used or at the extreme of cases, works had to stop (Salleh and Abdul Aziz, 2001:15). According to
Abdul-Aziz (2001:789) the number of Malaysians working at the construction sites especially at the
operative level is critically diminishing and they are being replaced with imported cheap and

unskilled workers. Craft-based training is essentially offered by the twenty (20) training and
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vocational institutes scattered throughout the country. Despite this, demand has far outstripped
supply. Abdul-Aziz (2001:790) further observes that most of the training offered were very
fragmented and uncoordinated. In the opinion of Jaafar et al. (2007:180-184) the training within the
industry is inadequate and resources allocated to training are largely insufficient. In a related
development, Aman (2008:12) submits that the shortage is exacerbated by the fact that most
construction organisations are unwilling to invest in the training of their workers. The governments
have tried to motivate the private sector to help generate skilled and semiskilled manpower by

offering incentives but responses were very low.

4.2.2 Responses

The traditional way of response to overcome the shortage of skills has been to employ foreign
workers. The Malaysian Trade Union Council MTUC (2006:0nline) reports that there are well over
500,000 foreign construction workers within the industry and most have very little training or
competency to work on construction projects. Also in response to the skills challenge, the
Construction Industry Development Board (CIDB) as the organization entrusted to promote
construction training at the industry level, have implemented strategies to address this problem.
One of such is the launching of Construction Industry Master Plan (CIMP) which is an initiative for
the industry to revive the training of skilled artisans. (CIDB, 2008:10) states that construction
related training courses, partnership training arrangements with the industry, encouragement of
training organisations to conduct training and the introduction of the Contractors Continuing
Development (CCD) scheme are areas that must be promoted in the initiative. Likewise, CIDB has
started strengthening both the vocational and academic training provisions through closer
collaboration with the stakeholders in education and the industry. Significant progress has been
made in training since CIMP was launched (CIDB, 2008:10). However, some critics contend that
skills gaps are still persisting within the industry. Training within the industry was very poor before
CIDB was established and the launching of CIMP. There is little evidence that this has significantly

improved.

Given the rapid changes in demands at the workplace, Bereiter (2002:215) contends that
continuous training has become inevitable because useful life of knowledge acquired has become
very short. Commenting further, Bereiter (2002:214) notes that in the Malaysian construction
industry, there is a long way to go. This is so especially in the areas of the welfare and career
wellbeing of the trainees after the completion of their training. These areas have been neglected in
the past. All too often this is forgotten. Poor consideration for human resource management, the
disconnection between the vocational, academic and professional qualification framework are

obvious contributors to the skills challenge, Bereiter (2002:212) asserts.
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4.3 THE UNITED STATES OF AMERICA

Given the importance attached to education and training in the US, construction skills development
strategies are being reviewed from time to time using different policy options and initiatives. For
instance, the American Employment and Training Administration (ETA, 2004:10-18) submits that
the construction industry is listed among the top ten sources of economic growth and employment
generation through the next decade. The annual growth rate of the industry was estimated at 1.3%
within the period. The US Bureau of Labour Statistics BLS (2004:7) projects that between 2004
and 2014 employment in construction will grow by an estimated 800,000. Artisans in construction,
such as carpenters and electricians, are also useful in other industries. Therefore, training
solutions that focus these trades would benefit other industries as well. In response to this, ETA
and the Office of Apprenticeship Training Employment and Labour Services (OATELS) with the
Department of Labour (DoL) hosted a Construction Workforce Solution Forum to develop
innovative solutions to address construction skills challenges. Four major challenges were
identified confronting adequate supply of artisans. These together with the adopted strategies are

discussed in the following sections.

4.3.1 The challenges

The challenges confronting the training of artisans for construction in the United States of America

are discussed in the following paragraphs:

° Image and outreach: According to ETA (2004:14-16) the industry leaders observe that
construction occupations are perceived as dangerous. Other factors that have contributed to
the declining number of entrants into the industry and those willing to stay include perceived
poor safety records, poor image of the industry and harsh working conditions. For instance,
most youth, parents and guidance counsellors are ignorant of the skills required by many
occupations in the industry. The career choices of these young people are to a great extent
influenced by the people around them who are not informed about the opportunities and
benefits that are available in the construction industry.

° Recruitment: It has been observed by a number of industry leaders that there is a shortage
of workforce in the construction industry. The industry has been facing challenges recruiting
individuals from two particular demographic classes namely youth and non-traditional labour
pools (e.g. women). A lack of awareness of job opportunities in the industry, among other
reasons, is attributable to challenges being faced in recruiting from these two groups.

° Skill development and training capacity for youth: Industry leaders report that
employability skills required in construction industry are deficient in some youths. For
instance, math and communication skills required in the industry, while others could have a

stronger work ethic. At the same time, industry leaders report that the capacities of some
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training providers are inadequate to serve the best interest of the youth in the area of their
skills needs. For instance, there is a lack of relevant textbooks and adequate curricula for
training in some vocational-technical high schools. Therefore, spending time in
apprenticeship programmes would be of immense benefits to the vocational teachers in such
schools (ETA, 2004; DoL, 2004).

. Skill development and training capacity at entry level and incumbent workers:
Challenges facing entry-level workers, for instance, those who have limited proficiency in
English face safety and advancement challenges. The skills to properly use the increasingly
complex technology in the construction industry is lacking in other entry-level workers.
Challenges being faced by incumbent workers include the necessity to enhance their
management and leadership skills. Some workers have little experience working with non-
traditional labour pools. Some training colleges no longer have the capacity to admit new
intake while some education and training providers that serve new entrants and incumbent

workers are inadequate.

4.3.2 Responses

Strategies adopted to mitigate the image and outreach challenges include a national media
campaign to boost the image of the artisans in construction, the creation of construction academies
in high schools, provision of scholarships and establishment of “Skills to Build America Future”
(SBAF) initiative jointly sponsored by (DoL) and National Association of Home Builders utilising a

wide array of innovative strategies to promote opportunities in the house building trades.

In terms of responses to the recruitment problem, the strategies adopted were that high school
science and mathematics subjects were created to target the construction industry; the skills
acquired are transferable to industry, technical colleges and apprenticeship programmes. Others
include providing youth with state-level labour market information on wages, benefits, and career
ladders via the internet; partnering with local high school trade classes in order to recruit youth;
packaging internet-based and DVD games about different construction operations and
occupations. Construction firms and organisations should provide students with tours of job sites
and guest speakers (OATELS, 2004). For recruiting non-traditional and locals, adopted strategies
include targeting training to prisoners, starting pre-apprenticeship or apprenticeship programmes in
prisons, and involving local vocational rehabilitation staff. In addition, marketing the industry in non-
traditional venues, such as graduations and other social events, focusing on the benefits of

working within the industry are also possible options.

Approaches adopted for addressing skills development and training capacity of youth according to
OATELS (2004) include involving both the teachers and school administrators in externships that

are sponsored by trades in order to bridge the gap between education and the workplace. Others
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include sponsoring teachers and school administrators to participate in initiatives like Construction
Workforce Solution Forum, where innovative training approaches are exhibited and to acquire
continuing education credits; organising field trips, packaging summer construction camps that
would afford the students rich learning experiences, hands-on learning exercises and other rich
learning activities. Construction businesses are to collaborate with school systems to help form
industrial and academic skills curriculum that would prioritise employability. Others are
stakeholders in the industry and associations should synergise to support apprenticeship
programmes. These programmes need to include standardized basic skills curricula for each
construction trade. National marketing drive should be invigorated among industry stakeholders.
This should be specifically targeted at the youth through attractive marketing information on the

construction industry.

Responding to entry level related challenge, DoL 2004 and OATELS (2004) submit that the
development of a pre-employment programme is one of the approaches that can boost the skill
levels of entry-level workers. This should be led, supported, and funded by the collaboration
between labour management organizations, DoL and industry associations. Enhanced
opportunities and pathways should be offered to workers in under-represented groups to undergo
management and leadership skills training. Equipment manufacturers and local colleges should
partner to create a skill training programme for specific construction occupations. This approach
would offer students opportunities to pursue employments with companies involved in the
programmes. Finally, a comprehensive construction career pathway should be developed through
the collaborative efforts of a wide spectrum of stakeholders in construction including employers,
associations, DoL and labour management organisations. The pathway should make provisions for

workers to choose among different options at different levels in their career (ETA, 2004:14-16).

4.4 NEW ZEALAND

A review of the New Zealand construction skill challenges and response strategies adopted is

presented in the next sections.

4.4.1 The challenges

The Construction Industry Council of New Zealand reports that the building industry is the nation’s
biggest physical asset having a value of $275 billion, with an annual growth rate of $11 billion (CIC,
2005:7). However, due to the increasing demand for infrastructure, the building industry in New
Zealand is currently experiencing a severe skills shortage. Indications from economic projections in
New Zealand have revealed that the skills shortage is more critical in the building and construction
sector of the economy (NZIER, 2004:13). The New Zealand Department of Labour DoL (2005:12)

advances reasons for skills shortages in the construction industry of New Zealand to include sharp
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decline in the number of new entrants into the construction trades, low completion rates of artisans
in training, net outflows of long-term migrants in the trades occupations since early 2000s and
unattractive nature of some occupations in terms of wages and working hours. Bedford (2003:63-
68) opines that the factors responsible for the New Zealand skills shortages include poor
investment in training, international competition for skilled workforce, the fast growing knowledge
economy, constraints in attracting and keeping people in the industry and poor conditions of
service and pay. Hodgkinson (2004:56) argues that sharp drop in the number of people entering
the trades reported by the DoL was due to the image of the industry and perceived low wage
rates. The New Zealand Department of Building and Housing posits that the building industry
depends on informal training system majorly to offer training to its workforce (DoBH, 2004:10).
Emigration of skilled construction workers further exacerbates the skills shortage in the New
Zealand building industry and immigration is not filling the gaps created by this development (DoL,
2005:26).

4.4.2 Responses

In terms of responses to the challenge in New Zealand, Lobo and Wilkinson (2008:46) posit that
there has been a considerable improvement in government expenditures on the industry training in
the past few years. The response strategy from the industry towards skilled individuals has been in
the area of wage increases in order to attract new hands and also retain existing staff. Construction
businesses have invigorated their investment in marketing to high school students through
increased partnership with high schools and colleges (Fletcher, 2005:53). Similarly, the
Construction Skills Programme has been adopted by an Industry Training. Lobo and Wilkinson
(2008:42-51) report that the people were not encouraged to train people in the building industry
trades. The reason for this was the lack of information about such trades and a poor image of the
industry in society which limited the interest of potential trainees. Another strategy was the
adoption of an outcome-driven training approach. Under this approach training is directly linked to
employment opportunities immediately the training was completed. This would need partnership
between education, industry and government. Lobo and Wilkinson (2008:48) further submit that
government should provide incentives for employers to participate in training and also hire school
career counsellors to help in the areas of critical skills shortages. Government should also increase
funding for Industry Training Organisations in order to attract more trainees into the industry. For
education, one important approach educational institutions could adopt is to close the gap between
universities, polytechnics, industry training organisations. Collaboration across traditional
boundaries between different tiers of educational institutions and between industry and other
training providers would immensely help to mitigate the skills challenges (Lobo and Wilkinson,
2008:48). The option of adapting overseas training models was also considered for New Zealand;

prominent among the options was the German dual model of training where there are technical
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and academic schools, a model which has recorded successes in addressing skill challenges
(Fletcher, 2005:53).

4.5 SOUTH AFRICA

A review of the artisan training challenges peculiar to the South African construction industry and
the response approaches are discussed in the next sections.

45.1 The challenges

In the Republic of South Africa, skills shortage across a range of different sectors of the economy
has been a pressing issue. It is more acute in the construction sector because its growth and
efficiency is being constrained by the shortage (Mulder, 2007:60; Anderson, 2008:81). According to
Murray and Roberts (2009:13) construction industry in South Africa has been enhanced and
demand for related human capital has increased and that the primary challenge lies in the
development of basic skills. Hall and Sandeland (2009:216) argue that there is a strong indication
that within the South African construction sector, every company is facing the challenge of severe
skills shortages especially among artisans and supervisors. Economist Intelligence Unit EIU
(2008:4) posits that skills shortages in particular, remain a serious constraint in South Africa and
that this is critical to national development. EIU (2008:4-5) further argues that skills concerns are
so crucial to the development of South African economy that high premium is placed on it in policy
and political agenda. Given the high unemployment rate in the country, this was put at 25%
according to the 2011 labour statistics released by Statistics South Africa (Stats SA, 2011:7) This
is one of the highest in the world, ranked 173rd out 199 countries surveyed (CIA, 2011)

45.2 Responses

In response to the identified challenges, efforts are being put in place to mitigate them. A number
of government initiatives are being explored ranging from skills development to encouraging
employers. For instance, the creation of Sector Education and Training Authority (SETA) in year
2000 was a step in the right direction. SETA is meant to develop the basic skills of the people in
order to make them employable in any sector of the economy. The arm of SETA that focuses on
skills development in the construction industry is the Construction Education and Training Authority

(CETA) providing training and certification for construction artisans.

° National Artisan Moderation Board (NAMB): Further in terms of responses, the South
African government through the Department of Higher Education and Training (DHET, 2013)
has recently launched the National Artisan Moderation Board (NAMB) whose focus is to
coordinate artisan training and development nationally. The NAMB is to work with South

African Qualification Authority (SAQA) to provide career advice to youth on artisan trades, to
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create awareness on career opportunities, attract new entrants, take charge of testing and
certification in artisan trades and professionalise artisan occupations (DHET, 2013).

° Image problem and employers’ participation: Construction has always had image
problem among the young people globally (ETA, 2004:14-16; DoL, 2005:7; O’'Donnel et al.,
2008:60; Hassan et al.,, 2010:234;) and the same is true in South Africa. Therefore,
O’Donnell et al., (2008:62) argue that effort to address current construction skills shortages
must start with a serious campaign to boost the image of the industry and its careers in
society.

Newman et al. (2008:19) submit that employers are required to carry out skills surveys to establish

the education levels and the potential for development in their people, and to develop a solid plan

for skills development, and that when suitable training is executed. The organisation may claim
back its contribution to training in form of tax refund. Hall and Sandeland (2009:216) posit that
solutions are being found in assessing and developing skills among the local workforce. However,
the practicable short-to-medium-term strategies to plug the skills gap lie in combining the
construction company workers with locally sourced labour that are complemented by immigrant

workers.

4.6 SUMMARY

The foregoing discussion has established that a problem exists relating to artisan training for house
construction in South Western Nigeria. Furthermore, the problem needs to be investigated
empirically in order to develop appropriate solution for addressing it. The discussion has revealed
that that there are three fundamental models of artisan training. The formal / school-based, the
informal and the dual models. The strengths and weaknesses of these models have been
highlighted. It has been established also that only two models are operational in Nigeria, these are
referred to as the vocational technical college and the traditional apprenticeship training systems. A

contextual review of these two models in Nigeria has been carried out.

The discussion has also established the IPO model of general education as the theoretical
framework for this study. The IPO model provides the connection between the research and the
existing body of knowledge in which it is located, which is education and training evaluation. It also
outlines the concepts and ideas underlining the research. It therefore provides a footing for the
research and the general framework for data collection. A detailed critique of alternative models
and approaches of education and training evaluation has also been presented. The appraisal
covers the Kirkpatrick model, Brinkerhoff's approach, Owen’s model, the IPO model, Tyler's model
and Scriven’s model. The justification for the adoption of the IPO model as the appropriate
framework for this research has also been established. The discussion has also identified the

challenges confronting the two artisan training models operational in Nigeria.
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This current chapter has presented a review of artisan training practices around the world. The
discussion shows that artisan training challenge in construction is global in nature. However, the
nature and dimension of artisan training challenge may differ from one country to the other. A
number of approaches to mitigate different aspects of artisan training challenges have also been

reviewed.

However, it is important to note that the articulation of appropriate and effective strategies for
addressing a problem requires a current and an in-depth understanding of it within the context
under investigation. This therefore calls for a thorough empirical investigation of the Nigerian
situation to vividly capture the nature and the dimension of the of artisan training challenges.
Additionally, the absence of empirical evidence in support of the hypotheses formulated in this
study also points to the need for their verification. The results of the empirical investigation would
provide a springboard for developing appropriate strategies for addressing the problem within the

Nigerian context.

In order to properly investigate the problem, it is essential to recall the goal of this research. The
primary focus of this research is the evaluation and improvement of the artisan training system for
house building projects in South Western Nigeria. Evaluation has been described as the process of
gathering information about the merit or worth of a system for the purpose of its improvement or
making decisions about its effectiveness (Preskill and Catsambas, 2006:15-22). Therefore, an
evaluation must take actions to assess various aspects of a system and in this case the inputs, the
processes and the outputs of the artisan training system in the study area. The evaluation process
would produce a reflective link between the dream of what should be and the reality of what
actually is (Hansen, 2005:447-462). It should be noted that the formulation of effective artisan
training improvement strategies is capable of adding value to the system and will also boost the

productivity of the house construction industry.

The current problem in Nigeria requires a thorough investigation and a comprehensive
understanding in order to articulate appropriate solutions. However, not many of this type of
enquiry have been conducted on the training of artisans within Nigerian construction industry. This
situation therefore demands sound evaluation skills which can contribute to the articulation of
strategies, policy decisions and pragmatic solutions. Training evaluation could help to develop a
comprehensive understanding of the peculiar situation in Nigeria. Therefore, the concept of training

evaluation is applied to resolve this problem.

At this junction, it is important to restate the main problem, the objectives and the hypotheses that

have been formulated in the study in order to refocus the goal of the study.
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4.6.1 Main problem

The inadequate training of artisans for the construction of houses is an impediment to housing
delivery in South Western Nigeria.

4.6.2 The hypotheses

o Government policy framework for the training of construction artisans in the colleges is
inadequate.

. Government policy framework for the training of construction artisans in the traditional
apprenticeship system is inadequate.

o The funding mechanism for the vocational education sub-sector is poor.

. The recruitment strategies for attracting new entrants into the artisan training in the colleges
are ineffective.

. The coordination and regulation of the traditional apprenticeship system of artisan training is
poor.

. The National Qualification Framework under which the vocational college system of training

operates is faulty and rigid.

The aim and objectives of the study indicate its destination. These have been clearly formulated for

the thesis in section 1.7 and they are restated here as follows:

The study is aimed at evaluating and improving the performance of the artisan training system for

housing delivery in South Western Nigeria.

The specific objectives are to:

° Examine the existing trends in artisan training for house building projects in South Western
Nigeria;

° Analyse the effects of government policies on the training of artisans for housing delivery;

° Appraise the models of artisan training for house building projects in South Western Nigeria;

° Identify the challenges mitigating against the adequate training of artisans for housing
projects in South Western Nigeria, and

° Develop strategies and an improvement model for the artisan training system.

4.7 CONCLUSION

Moving towards bridging the gaps in knowledge concerning inadequate artisan training for house
construction in Nigeria, this chapter has reviewed artisan training practices around the world. It has

also presented a summary of the previous discussion from the outset of the thesis and restated the
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study objectives and the hypotheses. This prepares a footing for the empirical stage of the
research. The next chapter presents the methodology for the conduct of the research.
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CHAPTER 5
RESEARCH METHODOLOGY

5.0 INTRODUCTION

This chapter presents the philosophical and methodological foundations for the conduct of
research. It presents the justification for the approach adopted and discusses the procedures for
data collection to explore the aims, objectives and the hypotheses of this study. It opens with
research definition and purpose, and then discusses the research philosophy and the different
philosophical worldviews. It also addresses the research methodology and it reviews various
methods of data collection. It then justifies the approach adopted for the study; and concludes with
the discussion of the procedure for the data collection and analysis employed for the study.

5.1 RESEARCH DEFINITION AND PURPOSE

Leedy and Ormrod (2010:2) define research as a “systematic process of collecting, analysing and
interpreting information (data) in order to increase our understanding of phenomenon about which
we are interested or concerned.” According to Gupta and Singh (2009:4) the purpose of research
is to discover answers to questions through the application of a scientific procedure. It aims at
finding out the truth which is hidden and which has not been discovered as yet. Objectives of
research are grouped and can be captured in the categories below (Gupta and Singh, 2009:4):

° To gain familiarity with a phenomenon or achieve a new insight into it;

° To discover new knowledge through critical investigation;

° To find out the frequency with which something occurs or associates with something else;

° To make predictions through hypotheses testing of a causal relationship between variables;
° To achieve new insight into a phenomenon and its explanation, and

° To develop new theory or contribute to existing ones.

5.2 RESEARCH PHILOSOPHY

Bryman (2006:11) notes that research philosophy suggests assumptions about different
perspectives of the world which informs the choice of the research strategy and the procedure of
executing the research. Therefore, in executing a research project, it is essential for the researcher
to have a clear understanding of the general philosophical issues about research. Easterby-Smith,
Thorpe and Lowe (2008:56) advances three important reasons why exploration of philosophy is

significant to research methodology, they include the following:
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. A good understanding of research philosophy assists the researcher to assess different
methodologies and methods with the view of avoiding wrong methodology and unnecessary
work.

. It enables the researcher to carefully select the appropriate research methods, which include
the type of data needed and where to find them, how the data will be collected, analysed and
interpreted. How it provides answers to the research questions.

. A thorough grasp of research philosophy may aid the researcher to be creative in the
adaptation of methods that were previously outside the researcher’s experience. This may

also help to generate further questions on the subject being researched.

5.2.1  Philosophical worldviews / paradigms

According to Creswell and Clark (2009:6) a worldview means a basic set of beliefs that guide
action. Worldview refers to the framework of ideals, values and belief systems through which an
individual interprets the world and interacts with it. Worldview could also be seen as a “mental lens”
or cognitive and perceptual maps that are continually used to find our way through the social
landscape and surrounding (Mackenzie and Knipe, 2006:1-12). In the opinion of Bryman (2009:45)
a paradigm can be described as an all-encompassing system of practice and thinking that define
the nature of enquiry along three dimensions of research process; namely, ontology, epistemology
and methodology. Paradigm implies a pattern, structure and framework of system of scientific and
academic ideas, values and assumptions. It can also be described as a basis for comprehension
or for interpreting social reality (Cohen, Manio and Morrison, 2009:9). In the opinion of Denzin and

Lincoln (2005:67) research paradigm can be summarised as ‘an interpretive framework’.

Creswell and Clark (2009:5-13) suggest that researchers need to make explicit the philosophical
worldview or paradigm underlying their research project as this shows the researcher’s
assumptions about the nature of the social world and the type of knowledge to be obtained. This
will help explain why they chose quantitative, qualitative, or mixed methods approaches for their
research. Creswell (2009:7-9) identifies four different types of worldview / paradigm as follows:

° The postpositivist;

. The social constructivist;

° The advocacy / participatory, and

° The pragmatic paradigm.

5.2.1.1 The post-positivist paradigm

Cresswell (2009:7) submits that post-positivism (also called post-empiricism) represents the

thinking after positivism, challenging the traditional notion of the absolute truth of knowledge and
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recognising that we cannot be “positive” about our claims of knowledge when studying the
behaviour and actions of humans. It is an amendment of the traditional positivist stance. According
to Cresswell (2009:7-8) positivists assume that things can be studied as hard facts and the
relationship between these facts can be established as scientific laws. In the view of Babbie
(2005:34) positivism generally represents the belief in a logically ordered objective reality that can
come to be known. The basic reasoning of positivism assumes that an objective reality exists
which is independent of human behaviour and is therefore not a creation of the human mind
(Nongiba, 2008:87).

Positivists believe that the researcher and the subject / person under investigation are independent
of each other. This is quantitative research principle. Post-positivists accept that theories,
background, knowledge and values of the researcher can influence what is observed (Eriksson
and Kovalainen, 2008:34). However, like positivists, post-positivists pursue objectivity by
recognising the possible effects of biases. Post-positivists believe that a reality exists, like
positivists do; however, they hold that it can be known only imperfectly and probabilistically. It is
not a rejection of the scientific method, but rather a reformation of positivism to meet the critiques
(Creswell and Clark, 2007:23). Post-positivist holds a deterministic philosophy in which causes
determine effects. Thus, the problems studied by post-positivists reflect the need to identify and
assess the causes that influence the effect or outcome, such as can be found in experiments. It is
also redunctionistic in that the intention is to reduce the ideas into a small, discrete set of ideas to
test, such as variables that comprise hypotheses and research questions. Knowledge that
develops from post-positivist lens is based on careful observation and measurement of the

objective reality that exists (Creswell, 2009: 7).

5.2.1.2 The social constructivist paradigm

Creswell (2009:8) states that social constructivism, often combined with interpretivism, is a
perspective typical of qualitative research. Qualitative researchers are mainly concerned with the
perceptions, meanings and interpretations given by individuals to their environment, actions and
practices. This is because individuals’ beliefs stimulate, and are constitutive of, conducts and
actions (Guba and Lincoln, 2005:191-215). As social constructivists, many qualitative researchers
posit that all types of knowledge are constructed within the cognitive framework and theoretical
concepts of an individual and as such are devoid of all understandings of the external world but are

solely subjective interpretations (Eriksson and Kovalainen, 2008:12).

Following this worldview, it is further contended (Denzin and Lincoln, 2008:1-44; Creswell, 2009:8;
Creswell and Clark, 2011:843) that all knowledge is based on the values, ideas and judgments of
the individuals, and can therefore only be locally and contextually defined. Social constructivists

hold the assumptions that individuals seek the understanding of the world in which they live and
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work and develop subjective meanings of their experiences (Creswell, 2009: 8). These meanings
are varied and multiple, leading to the researcher looking for the complexity of views rather than
narrowing meanings to a few categories or ideas. The goal of the researcher is to rely as much as
possible on the participants’ view of the situation being studied. Recognising that background
shapes interpretation, the researcher seeks to know how interpretation flows from personal,
cultural and historical experiences. The researcher’s intention is to make sense or to interpret the

meanings that others people have about the world (Guba and Lincoln, 2005:191-215).

5.2.1.3 The advocacy and participatory paradigm

. The proponents of the advocacy and participatory philosophical paradigm contend that
constructivist stance did not go far enough in advocating for action agenda to help
maginalised people (Creswell, 2009:10). This paradigm holds that research inquiry needs to
be intertwined with politics and political agenda. Thus, the research contains an action
agenda that may change the lives of the participants, the institution where an individual
works or lives, and the researcher’s life. Moreover, specific issues need to be addressed that
speak to important social issues of the day. Issues such as empowerment, inequality,
oppression, domination and suppression (Cresswell, 2009:10).

° The researcher often begins with one of these issues as the focal point of the study. This
stance also believes that the researcher proceeds collaboratively so as not to further
maginalise the participants as a result of the inquiry. In this sense the participants may help
design questions, collect data, analyse information and reap the rewards of the research. It is
further argued by Creswell (2009:39) that advocacy research provides a voice for the
participants, raising their consciousness or advancing an agenda for change to improve their
lives. It thus becomes a united voice for reform and change.

° This philosophical worldview focuses on individual and group’s needs that may be
maginalised or disenfranchised in the society. Thus, Davison et al. (2004:65-86) posit that
the theoretical perspectives may be integrated with the philosophical assumptions that
construct a picture of the issue being examined, the people to be studied and the changes
that are required. Applicable here include radicalised discourse, critical theory, queer theory

and disability theory.

5.2.1.4 The pragmatic paradigm

Pansiri (2005:195-198) contends that recent debates reveal that, though pragmatists paradigm is
fairly recent when compared with the other philosophical worldviews. However, it has positioned
itself as a contending paradigm. Whereas positivism emphasizes that an objective reality actually

exists which is independent of human behaviour and therefore not a creation of the human mind
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(Babbie, 2005:34; Pansiri, 2005:191-206; Nongiba, 2008:87). Constructivism contends that
knowledge is constructed within the cognitive framework and the theoretical concepts of an
individual and is devoid of the external world but are solely subjective interpretations (Eriksson and
Kovalainen, 2008:34; Denzin and Lincoln 2008:1-44; Myers, 2009:15). Pragmatism as a paradigm
however, is concerned with solution to problems, that is, “what works”. To a pragmatist, the
mandate of research is not to find truth or reality, the existence of which are perpetually in dispute,
but to facilitate the human problem-solving approach (Johnson and Onwuegbuzie, 2004:14-26).
Pragmatism rejects the sharp differences between the two philosophical stances (positivism / post-
positivism and constructivism), but rather embraces both points of view and as such, it welcomes
both qualitative and quantitative methods. Positivism believes that inquiry is value-free while
constructivism believes that enquiry is value bound. However, pragmatism believes that values are
important in a research process when it comes to interpreting the results, and at the same time,
external reality should be accepted and given the right explanations (Tashakkori and Teddlie,
2010:803-826).

Regarding the appropriate methodology for pragmatic research, Creswell (2009:212); Tashakkori
and Teddlie (2010:822) argue that in terms of the mode of inquiry, pragmatism embraces the two
extremes normally taken by post-positivism and those that favour constructivism. The former
emphasizes quantitative methodology while the latter emphasises qualitative methodology;
pragmatism therefore is the rallying point for the two opposing ends in methodological differences.
As the arbiter of the “paradigm war” in the research arena, pragmatism has positioned itself as the
foundation of the mixed-method research (Johnson and Onwuegbuzie, 2004:14-26; Tashakkori
and Teddlie, 2007a:7-11; 2007b:207-11).

Creswell (2003:212) posits that a mixed-method study may also be seen as one in which the
researcher tends to base knowledge claims solely on pragmatic grounds and employs strategies of
inquiry that involve collecting data either simultaneously or sequentially to best understand the
research problem. Creswell (2003:212) further contends that, instead of methods being important,
the research problem is the most important issue and individual researchers have the freedom of
choice regarding the methods, techniques and procedures of research that best meet their needs

and purposes.

5.3 RESEARCH METHODOLOGY

Myers (2009:10) states that research methodology is a strategy of enquiry which moves from
underlying assumptions to research design and data collection. Research methodology according
to Creswell (2009:11) refers to the strategies of enquiry adopted to collect and analyse data in a
research process. Fellows and Liu cited by Sutrisna (2009:51) submits that research methodology

could also be described as the principles and procedures involved in a logical thought out
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processes that are applied in an inquiry. In differentiating methodology from method, Morenikeji
(2006:74) argues that method refers to the research techniques or tools used in collecting data
while methodology refers to the overall strategy of inquiry. Sutrisna (2009:51) states that within a
research methodology, there may be various research tools used to accomplish the aim and
objectives of a research. In essence, method is a sub set of methodology. For instance, research
methods involve the conduct of experiments, surveys, interviews and tests. Cresswell (2009:11-14)
identifies three types of research methodologies to include the quantitative, qualitative and mixed
methods.

5.3.1 Quantitative methodology

According to Struwig and Stead (2010:4), the quantitative strategy of enquiry into a social or
human problem is based on a collection of large representative samples through structured data
collection procedures and the testing of hypotheses formulated with variables derived from the
research problem, measured with numbers, and analysed with statistical procedures, in order to

determine whether the predictive generalisations of the study hold true.

Creswell (2009:16) posits that the quantitative research methodology is generally associated with
the positivist / post-positivist paradigm. It usually involves collecting and converting data into
numerical form so that statistical calculations can be made and conclusions drawn. Pathirage et al.
(2008:4) state that this approach focuses on the process of testing hypotheses. It seeks to gather
factual data and study relationships between facts. The analysis of quantitative data yields
guantitative results and conclusions are drawn from them. Statistical analysis permits researchers
to discover complex causal relationships and to determine to what extent one variable influences

another.
The strengths and weaknesses of quantitative methodology are presented as follows:

Strengths

° Precision - through quantitative and reliable measurement;

° Control - through sampling and design;

° Ability to produce causality statements through the use of controlled experiments;
° Statistical techniques allow for sophisticated analyses, and

° Ease of replicability (Creswell, 2009:16; Struwig and Stead, 2010:4).

Limitations
° Due to the complexity of human experience it is difficult to rule out errors or to control all the
variables; People do not all respond in the same ways as inert matter in the physical

sciences;
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. The mechanistic nature of the method tends to exclude any notions of freedom, choice and
moral responsibility;

° Quantification can become an end in itself;

o The method fails to take account of people's unique ability to interpret their experiences,
construct their own meanings and to act on these;

. It leads to the assumption that facts are true and the same for all people at all the time;

. It is not totally objective because the researcher is subjectively involved in the very choice of
a problem as being worthy of investigation and in the interpretation of the results (Creswell,
2009:16; Struwig and Stead, 2010:4).

5.3.2 Qualitative methodology

According to Creswell (2007:11) "a qualitative research methodology is defined as an inquiry
process of understanding a social or human problem, based on building a complex, holistic picture,
formed with words, reporting the detailed views of informants, and conducted in a natural setting”.
Denzin and Lincoln (2003:61) opine that qualitative research approaches its subject matter from
interpretive and naturalistic point of view. It attempts to give meaning to or make sense of
phenomena in a social constructivist paradigm that emphasises the socially constructed nature of
reality (Eriksson and Kovalainen, 2008:5). It is about recording, analysing and attempting to
uncover the deeper meaning and significance of human behaviour and experience, including
contradictory beliefs, behaviours, thoughts, attitudes and emotions. Researchers are concerned
with getting a rich and complex understanding of people’s experience and not merely obtaining

information which can be generalized to other larger groups (Creswell, 2007:9).

Under this methodology, Keegan (2008:59) submits that the approach to data collection and
analysis is methodical but allows for greater flexibility than in quantitative research methodology.
Data is collected on the basis of observation and interaction with the participants. For instance, it
can be done through focus groups, participant observation and in-depth interviews. In gualitative
study, data is neither converted into numerical form nor analysed statistically. The process of
collecting data may be carried out in stages rather than once and for all (Marschan-Piekkari and
Welch, 2004:74).

The strengths and weaknesses of the qualitative methodology are outlined by Anderson
(2010:141) and highlighted as follows:

Strengths:
. Issues can be examined in detail and in depth;
° Interviews are not restricted to specific questions and can be guided or redirected by the

researcher in real time;
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. The research framework and direction can be quickly revised as new information emerges;

o The data are based on human experience that is obtained is powerful and sometimes more
compelling than quantitative data;

. Complexities about the research subjects and / or topic are discovered that are often missed
by more positivistic inquiries, and

. The findings can be transferable to another setting.

Limitations:

o The research quality is heavily dependent on the individual skills of the researcher and more
easily influenced by the researcher's personal biases and idiosyncrasies;

o Rigour is more difficult to maintain, assess, and demonstrate;

o The volume of data makes analysis and interpretation time consuming;

. It is sometimes not as well understood and accepted as quantitative research within the
scientific community;

. The researcher's presence during data gathering, which is often unavoidable in qualitative
research, can affect the subjects' responses;

o Issues of anonymity and confidentiality can present problems when presenting findings, and

° The findings can be more difficult and time consuming to characterize in a visual way.

5.3.3 The mixed-methods strategy

Creswell (2003:458) and Johnson, Onwuegbuzie and Turner (2007:112-133) have traced the origin
of mixed-methods research strategy to its use among fieldwork sociologists and cultural
anthropologists in the early 20" century. However, the mixed-methods strategy has developed

rapidly in recent years.

Authors have argued that this methodology is a preferred approach (Creswell, 2003:458; Collins et
al. 2006:48; Creswell and Clark, 2007:79; Johnson et al., 2007:112-133; Bryman, 2007:8-22;
Tashakkori and Teddlie, 2010: 803-823). This methodology is essentially rooted in the pragmatic
paradigm and it came to limelight as a result of the inadequacies associated with either qualitative
or quantitative methodology when used alone (Onwuegbuzie and Leech, 2005:376-183; Hesse-
Biber and Leavy, 2011:277). Mixed-methods strategy has been described as a strategy of research
inquiry where the researcher combines quantitative and qualitative research methods, techniques,
tools, concepts and languages into a single study for the purpose of breadth and depth of
understanding (Johnson and Onwuegbuzie, 2004:14-26; Greene et al. 2005:278). Summarising
the opinions of various authors, Collins et al., (2006:78-79) captures mixed methods strategy as
follows:

. Mixed-methods are used to improve the accuracy of research data;
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. Mixed methods strategy helps to capture a more complete and robust picture of the issue by
combining information from complementary sources of data;

. The method provides a leverage as it is a way of compensating for specific strengths and
weaknesses peculiar with single method (quantitative or qualitative);

. Mixed methods are used as a way of developing the analysis and building upon initial
findings by using contrasting kinds of data or methods, and

. The approach has often been used as an aid to sampling; for instance, questionnaires being
used to screen potential participants for inclusion in an interview programme (Collins et al.,
2006:78-79).

5.4 RESEARCH DESIGN

The research design of a study is the aggregation of the paradigm, the methodology and the
methods adopted for the study; it serves to plan, structure and execute the research in order to
optimize the results (Creswell, 2009:16). Research design can be viewed as the master plan of the
research, or the logic behind the execution of the research. Yin (2009:240) states that research
design ‘is an action plan to get from here to there”, that is, moving from the research problem and
guestions to the findings and conclusions. Research design encapsulates the philosophical
assumptions controlling the conduct of the research, the strategy of enquiry, and the methods of
data collection and analysis (Creswell and Clark, 2007:5). Three research designs have been

identified by Creswell (2009:16) to include quantitative, qualitative and mixed methods designs.

5.4.1 Justification for the research design and the methodology adopted for the study

Given the nature of the built environment researches that combine highly complex, technical and
social issues together, it is therefore situated at the centre of the natural and social sciences. This
implies that some aspects of positivism (natural science) and constructivism (social science) can
both be relevant; therefore a mix of both the qualitative and quantitative is advocated to
complement each other (Shakantu, 2004:173; Van Wyk, 2009:6). In the argument to support the
mixed-methods design in the Built Environment research, Du Toit (2009:43-49) maintains that
mixed-methods research approach serves to neutralise the weaknesses of singular approach if
employed alone and at the same time, it combines the strengths of both methodologies (qualitative
and quantitative) in a single study. Thus, the research outputs would be richer and better balanced.
Supporting the adoption of the mixed methods methodology, Brewer and Hunter (2006:4) argue
that the major purpose of a combined or mixed method is to “attack a research problem with an
arsenal of methods that have no overlapping weaknesses in addition to their complementary

strengths”.
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Love et al. (2002:294) further posit that Construction Management and Economics combines the
elements of both the natural and the social sciences. Therefore, a balanced approach to research
within its sphere would be the mixed-method approach, which involves the combination of
gualitative and quantitative methodologies.

As earlier pointed out, pragmatism is the research paradigm that is concerned with the solution to
human problems, that is, “what works” (Johnson and Onwuegbuzie, 2004:14-26; Pansiri,
2005:191-206). Mixed methods have been argued as the appropriate methodology for pragmatic
research (Creswell, 2003:212; Johnson and Onwuegbuzie, 2004:14-26; Tashakkori and Teddlie,
2007a:7-11; Tashakkori and Teddlie, 2010:822). Therefore, in light of the research problems
highlighted in Chapter One, which are located within the Built Environment research spectrum; and
that the study is seeking to find solutions to practical human problems that centre on the shortage
of artisans for house construction in South Western Nigeria; It is therefore logical that the research
adopts the pragmatic philosophical assumptions and mixed methods strategy for collecting and
analysing the data in this study. From the foregoing arguments, questionnaire survey, a
guantitative method and semi-structured interview, a qualitative method are adopted for this
research. These two methods of data collection complement each other. The semi-structured
interview serves to elicit rich data on the opinions, values, feelings and experiences of the
respondents while the questionnaire survey helps to cover larger number of respondents and also

aids in generalisability and replicability of the research.

5.5 PROCEDURE FOR DATA COLLECTION

The following sections articulate the process that the researcher employed in gathering the data for

this study.

5.5.1 Primary data

According to Hox and Boeije (2005:593) primary data refers to the original data collected for a
specific research problem at hand employing appropriate procedures that best suit the problem.
Teddlie and Tashakkori (2009:31) list methods of primary data collection within the pragmatic
domain to include survey, interview, observation and focus group. These are discussed in the

following sections.

5.5.1.1 Survey

According to Marshall and Rossman (2006:125-126) survey is a suitable method of data collection
if a researcher wants to make inferences about a large group based on information obtained from
a relatively small number of individuals in that group. The fundamental goal here is to reveal

statistically the variability of some characteristics in a population. Characteristically, a number of
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guestions are usually used in a survey with the responses being coded in a standardised format to
obtain data. A survey can be conducted in writing, via telephone, by electronic mails or face-to-
face. The advantages of survey include generalisability, replicability, accuracy, relative ease of
administration and management. While the disadvantages include weakness in studying social
relationships, relatively expensive and it may sometimes produce questionable results (Marshall
and Rossman, 2006:125-126).

5.5.1.2 Interview

The interview is a qualitative method of data collection and it is widely used in social science
research to gather detailed information about the experiences and opinions of participants on the
subject matter under examination. It is also useful to get feedbacks on a project, programme or
system and the opinions of stakeholders concerning the project or system. Interview helps the
researcher to obtain rich insights from the participants in terms of their opinions, values,
experiences and feelings. Three types of interviews are usually employed in social science
research; these include the unstructured, the semi-structured and the structured interview
(Creswell, 2003:33).

. Unstructured interview: In the unstructured interview, the researcher does not hold the
control over the interview through a set of predetermined questions but rather encourages
the respondents to exercise unfettered freedom to respond to the questions in accordance to
their own terms. At most the researcher may use a memory aid as a brief to deal with a
certain range of topics. Sometimes the interviewer may ask just a single question to kick start
the process and the interviewee is then allowed to freely respond (Kumar, 2005:123;
Silverman, 2005:235-240)

° Semi-structured interview: Bryman (2004:52) posits that the semi structured interview
involves a situation where the interviewer asks the questions and then allows the interviewee
to respond freely in his own opinion. Here the interviewer prepares a list of questions on
some specific topics to be covered; this is called an interview guide. This means that the
guestions may not strictly follow the exact plan outlined on the guide. The interview is guided
by the interviewer, but allows the various areas of the subject to arise naturally (Bertrand and
Hughes, 2005:79). Issues may be picked up from the answers provided to a question as the
interview progresses.

° Structured interview: Structured interviews usually have a fixed number of questions and
predetermined responses provided. All the interviewees are asked the same questions and
are allowed to choose answers from the same set of alternative answers prepared ahead of
the interview (Haigh, 2008:113). This does not allow the researcher to obtain insights from

the participants’ experience, feelings, opinions and values.
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The advantages of interview method are as follows: With unstructured and semi-structured
interviews, the participants can raise the issues from their own opinions and bring in their
experiences in their own words. The researcher may obtain rich insight into the issue being
studied. In terms of the disadvantages; unstructured interviews may be costly and time-consuming
to conduct and transcribe. Unstructured interview may have some challenges with the privacy of
the participants.

5.5.1.3 Focus group

This method has its roots traced to marketing research but it has been adapted in other aspects of
social science research. It entails the researcher and a group ranging from seven to ten similar
respondents who engage in discussion about specific topics. A supportive environment is created
by the researcher for the participants to freely discuss the relevant issues, expressing their
opinions as focused questions are asked on some specific subject matter (Marshall and Rossman,
2006:125-126).

The advantages of focus groups include: participants’ opinions and experiences can be obtained
and discussion among the groups may generate new information. The disadvantages include: The
task of getting people organised together and motivating them may be difficult, time consuming
and expensive. It is usually not generalisable and some opinions that may be useful to the study
may be silenced by the group especially if the topic is not popular within the group. The method

may require a skilled facilitator.

5.5.1.4 Observation

Observation is a qualitative method of data collection in which the researcher systematically
documents and describes the complex actions, behaviours and events in a social setting. The
record from this process is called field notes (Marshall and Rossman, 2006:98-100). The key
assumption of this method is that values and beliefs are expressed through actions and
behaviours. This method is employed to obtain information about the behaviour of individuals and
groups. It is also adopted when other methods are not suitable for the research or when
participants are unwilling and unable to provide data from other methods. Two types exist, which
include participant and evaluator observations:
° Participant observation refers to the type of observation about a system, project or
programme that is taken by the people the programme is meant to serve.
° Evaluator observation is the observation conducted by and external observer to document
events, actions and behaviours of participants in a system or progarmme (Marshall and
Rossman, 2006:98-100).
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5.5.2  Justification for primary data collection methods

Brewer and Hunter (2006:4) contend that both positivist and constructivist approaches have
associated weaknesses. De Leeuw (2005:235-236) posits that in research design, effort should be
made to minimise errors and to optimise the data collection procedures while working within

reasonable timeframe and the available budget.

From the foregoing arguments, questionnaire survey and semi-structured interview methods of
data collection were adopted in this research. The questionnaire survey is a quantitative approach
that provides a description of phenomena through trends and opinion of samples from which
conclusions can be drawn and generalisation made about the population from the survey results
(Creswell, 2009:145). While semi-structure interview is a qualitative method of data collection that
allows for a richer and more complex understanding of people’s experience that is not allowed in
the questionnaire method. The combination of data from complementary methods helps to obtain a
more comprehensive and robust data. This provides a better picture of the problem being studied;
and it also aids the articulation of the strategies for resolving it. Mixing the methods of
guestionnaire survey with semi-structured interview also provides a leverage as it is a way of
compensating for the strengths and weaknesses peculiar to any single method (Johnson and
Onwuegbuzie, 2004:14-26; Greene et al., 2005:278). This balance in methodology of data
collection serves to improve the accuracy of the research data and helps to produce better

conclusions from the study (Collins et al., 2006:78-79).

5.5.3 Target groups

In order to obtain robust data for gaining an in-depth understanding of the skills shortage in
construction, Dainty et al. (2004:278) suggest that it is essential to canvass the opinions of key
industry stakeholders on current issues impacting on the labour market. This would help to gain a
comprehensive understanding of the problem and also aid the development of effective strategies
for resolving it. From the foregoing, multiple target groups of key stakeholders were adopted for
this study which include artisan employers, professionals like civil engineers and builders, training
providers both from the formal and the informal settings. That is, technical training college staff and
management, and the master artisans. The other group that was included comprised the education
ministry officials representing government interest in the training of artisans. The questionnaires
were administered based on the availability and willingness of the respondents to participate in the
study. This factor accounts for the differences in the number of questionnaires distributed to

different groups.
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5.5.4  Unit of Analysis

The unit of analysis refers to the major entity that is being analysed in a study. It provides answer
to the question “What or who is being studied”. Examples of units of analysis in social science
research include individuals, groups, organisations, towns, states and social interactions like
divorces and arrests. (Trochim, 2006:23). Since this research is studying the training regime.
Therefore, unit of analysis for the study is the artisan training system.

5.6 RESEARCH INSTRUMENT

The main tools used for the data collection were questionnaires and a semi-structured interview
guide.

5.6.1 The questionnaire

The questionnaire method was adopted for this study for the following reasons:

. A large amount of information is required from the respondents in a wide geographical area;

It helps to save time spent on the study since a lot of data can be obtained within a short

period of time;

. It is relatively cost-effective;

° It does not require a lot of attention and time from the respondents, especially from busy
executives as they only need to tick on the answers, which could be done within a short
period of time and also at their convenience, and

° The data capture is made simple for the purpose of analysis by using a computer software

program (Teddlie and Tashakkori, 2009:35; Struwig and Stead, 2010:4).

5.6.1.1 Questionnaire development

As one of the tools for the data collection, the questionnaires for the study were designed with the
aim of making them easy for respondents to complete. The guidelines suggested by Struwig and
Stead (2010:90) for the content and phrasing of the questions were followed in developing the
instruments. The essence here is to phrase the questions in such a way that respondents will
easily and precisely understand and interpret each question, and not be influenced to give specific
answers. Scaled response guestions such as the Likert-type scale, are preferable to other forms of
guestions as they provide ordinal data and they were thus employed in the questionnaire.
Guidelines for the design of a questionnaire according to Struwig and Stead (2010:90) include: (i)
clear and precise instructions should be provided; (ii) the questionnaire should be divided into
logical sections; (iii) start with simple questions; (iv) proceed from general questions to specific
guestions; (v) avoid technological terms; (vi) employ the vocabularies familiar to the respondents;

and (vii) too many questions should be avoided. The questionnaires were structured into sections
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in order to capture information focused on specific aspect of the problem under investigation. Such
sections include for instance, general information, government policies, recruitment strategies,

assessment procedures and improvement strategies.

The questionnaires were administered to the respondents by hand. This was adopted by the
researcher in order to obtain a reasonable response rate that would help realise the aim of the
study. Given the low penetration of the internet and inefficient postal services in the study area,
these constraints did not allow the use of electronic or surface mail services. The researcher made
further efforts to increase the response rate as suggested by Babbie and Mouton (2005:260-261)
by making telephone calls and sending electronic messages (SMS) to remind the respondents of

the questionnaires.

It is important to note that multiple target groups of key stakeholders were adopted (Dainty et al.,
2004:278) for the purpose of obtaining a robust data that would provide a comprehensive
understanding of the problem which would aid in the development of appropriate solutions to the
problem. The target groups described above were categorised into four for the purpose of
obtaining information from them for the study. Thus, three questionnaires and one interview guide
were used for the study. One questionnaire for the master artisans; one for the college staff

members and management; and one for the employers and the professionals.

5.6.1.2 The interviews

The interview guide was designed to obtain information from the officials of the education
ministries. Samples of the questionnaires and the interview guide are contained in the annexes A
to D. Interviews were conducted with directors of vocational education in the ministries of
education of the three states under investigation. Purposive sampling method was adopted to
determine the sample to be interviewed, (see the section on sampling for interviews). There were
three states included in the study area and three education directors in charge of vocational
education, one in each state. All the three directors were sampled for sufficient representation. In
order to obtain rich responses, the interviewees were given assurances that, the views that they
expressed would be treated as anonymous and the research reports would not reveal anything
connected to them. Despite such assurances not all the target respondents granted the interviews
because of the fear of possible consequences from the authorities. Samples of the interview guide

are contained in annexure D

5.6.1.3 Identifying a sufficient sample size

Simple random sampling techniques were adopted in the questionnaire survey for this research.
Fellow and Liu (2003:139) argue that random sampling technigque is a pragmatic way of collecting

research data and it also ensures that the sample provides a fair representation of the population.
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The researcher encountered the challenge of the non-availability of the databases of the target
groups in the study area for research purposes. This has been observed by the (World Bank,
2012) stating that there is a lack of statistical data for research purposes in Nigeria. However, the
researcher made necessary efforts to overcome the challenge in order to realise the research
objectives. In pursuit of the goal of obtaining sufficient and representative data that would yield
reliable results, the researcher overcame the challenge by following appropriate guidelines
provided by scholars (Gay et al., 2009:133; Leedy and Ormrod, 2010:213-214) in such situations.
Leedy and Ormrod (2010:213) suggest a basic rule for determining a sufficient sample from a
population as “the larger the sample, the better”. More specific guidelines were provided by Gay et
al. (2009:133); Leedy and Ormrod (2010:213-214) for obtaining a sufficient and representative
sample from a population while employing simple random sampling technique using N to represent

the population size as follows:

. Where N=100 or less, sample the entire population;

. Where N= about 500, sample 50%;

. Where N= about 1500, sample 20%, and

. Where N= about 5000 or more, the sample size of 400 is adequate, the population size
notwithstanding (Leedy and Ormrod, 2010:213-214).

From the foregoing guidelines, the researcher took the upper limit as the benchmark while
randomly sampling the target groups. A total of 715 questionnaires were administered to different
target groups; the details are given as follows. 450 questionnaires were distributed to employers
and professionals. The employers included building contractors, government departments and
institutions. While the professionals included architects, civil engineers, quantity surveyors, builders

and construction managers.

The training providers are essentially vocational technical colleges and the informal traditional
master artisans. A total population of thirteen (13) vocational technical colleges are located within
the study area and for proper representation all the 13 colleges were sampled for the study
representing 100 percent. Questionnaires were administered to the management and staff of each
of the 13 vocational technical colleges; in all, a total of sixty five (65) questionnaires were given
out. The traditional trainers were randomly sampled as they were not regulated and there were no
databases to ascertain their total population. A total of 201 questionnaires were administered in the

three states under investigation. Sixty seven (67) questionnaires went to each state.

The researcher ensured that the instruments were evenly distributed across the geographical

coverage of the study area in order to give a representative sample. The works and services

departments of Local Government Authorities and of the state ministries of works were included in

the sample. Building contractors, Maintenance / Technical departments of educational institutions,
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and construction sites where professionals as well as artisans work were also contacted for inputs.
Networking with previously established contacts of construction professionals was also exploited
by the researcher.

5.6.1.4 Sampling for the interview

Purposive sampling is the use of certain key informants, members of the population of interest who
know much about the issue being investigated and are both able and willing to share their
knowledge (Lyon and Hardesty, 2005:287-294). The purposive sampling technique also called
judgment sampling, is peculiar to qualitative research; and it comprises of the selection of
informants for inclusion in a research based on the qualities the informants possess (Tongco,
2008:105-147). It is a non-random sampling method. In the judgment of the researcher, purposive
sampling sets out to find people who can and are willing to provide the information by virtue of their
knowledge or experience or position (Garcia, 2006:221). The directors that are directly responsible
for the administration of vocational and technical education in the three state ministries of
education are strategically positioned to give unique information on artisan training in the
vocational colleges they oversee. This forms part of the focus of this study. All the three directors
were approached for participation in the study but one declined on the basis of divulging official
information of the government, which was claimed to be risky and above his control and for the
fear of the implications of his involvement in the study. In essence, two directors out of a total of
three consented to participate in the research and were interviewed for this research. Arranging for
the interview involved rescheduling of appointments and lots of telephone calls as the directors

were having tight schedules in the offices.

The first interview was conducted on 5th July 2012 which lasted for about 45 minutes and it was
recorded using electronic devices. Following research ethics, the permission of the interviewee
was sought before recording the interview. The second interview took place on 12 July 2012, but
the interviewee did not permit electronic recording of his voice for personal and security reasons,

however, notes were taken by the researcher.

5.6.1.5 Secondary data

As compared with primary data, secondary data refers to the existing data collected originally for a
different purpose and reused for another research question (Hox and Boeije, 2005:593).
Secondary data used for this study were obtained from the National Bureau of Statistics (NBS), the
Nigerian official statistical agency. Others include the National Budget Office, National Population
Commission, UNDP and the World Bank.
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5.6.1.6 Literature Review

Materials from both published and unpublished sources were used for the review of literature in
this study. Published sources included official government reports, institutional publications, peer
reviewed journals, conference proceedings, books, magazines, research institutions’ reports and
the internet. Unpublished sources included theses from universities and other educational
institutions. The online library databases of the Nelson Mandela Metropolitan University were also
consulted for information. Major among the databases that provided information for the study
include:

. Emerald Insight;

° EBSOCO HOST;

. Science direct, and

° Taylor and Francis.

5.6.2  Pilot study

According to Simeon (2011:1-6) pilot study is the pre-testing of research instruments. Such

instruments include questionnaires and interview guides. In the opinion of Lancaster, Dodd and

Williamson (2004:7-12) one of the major purposes of a pilot study is to take care of all the likely

problems that the respondents may encounter in completing the questionnaire and to ensure that

the researcher will not have problems during the analysis of the data collected from the field

(Simeon, 2011:1-6). A pilot study can also help obtain information about the time it took to

complete the questionnaire, and whether the instructions and questions were clear enough. The

approach used for the pilot study in this study was as follows:

° The questionnaire and the interview guide were given to three senior academics in the
university (NMMU), who also are experienced professionals in the built environment
disciplines. The feedback received from them was built into the instruments. For instance,
the length of the questionnaires was adjusted to keep it within reasonable time for the
respondents to complete. The phraseology of some of the questions was also reviewed for
better clarity.

° The gquestionnaire and the interview guide were given to the head of the NMMU unit for
Statistical Support for assessment and improvement. The input from the unit was built into
the instrument to make the data collected suitable for statistical analysis. The unit also
provided technical support for the statistical analysis of the final report of this study.

° The questionnaires were pre-tested before embarking on the main survey with two
management staff of a vocational college, two employers and two master artisans in order to
assess the length of time taken to complete the questionnaire, the clarity of instructions and

the general lay out. This input helped to refine the instrument.
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5.6.3 The criteria governing the admissibility of data

Leedy and Ormrod (2010:91) state that any research effort should be replicable; it should be easily
repeated by any other researcher at any other time under similar conditions. To ensure such
precision, some standards must be set up that all data must meet so as to be admitted for the
study. Certain limits should be established and certain requirements must be met. Measuring
instruments provide the basis on which the entire research effort rests. A research effort employing
faulty measurement tools will produce results that are not reliable for solving the identified problem
under investigation (Leedy and Ormrod, 2010:91). Measuring instruments are the tools used for
data collection; these could range from a microscope to spectrometer, or questionnaire,
observation, and interview schedules. This necessitates the discussion of validity and reliability and

how they were ensured in the process of this research.

5.6.4 Validity

Validity, according to Leedy and Ormrod (2010:91) is the degree to which an instrument measures

what is intended to measure, that is, the soundness and effectiveness of the measuring instrument

employed for gathering the data for a research. Four different forms of validity are identified by

Leedy and Ormrod, (2010:92) and these are described as follows:

° Face validity: This is established by the judgement of the person using the instrument. The
researcher could conclude that the instrument actually measures the traits under
measurement. Therefore, face validity is subjective.

° Content validity: This describes the adequacy or the degree to which an instrument really
measures the actual content or domain area of interest for assessment. Content validity is
often an issue when assessing a person’s achievement. For instance, the measurement of
skills acquired from a training programme.

° Criterion validity: This refers to how well the results of one measuring instrument correlate
with another, measuring similar traits or characteristics, which should be theoretically related.

° Construct validity: This describes the degree to which an instrument measure a characteristic
that cannot be directly observed but assumed or known to exist based on patterns in
people’s behaviour. Such characteristic is a construct, for instance, xenophobia, aggression,
gender prejudice.

In order to ensure the validity of the instrument for this research, the researcher carefully followed

the guidelines suggested by Struwig and Stead (2010:90) in the design. The instruments were

given out for pre-test with two management staff of a vocational college, two employers and two
master artisans to check the adequacy in measuring what they are meant to measure. Additionally,
the questionnaires and interview guide were submitted to three senior academics for peer review

and their input was built into the design of the instrument. A final checking and approval of the
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instrument was obtained from the promoter of this research before using them to collect data for
the research.

5.6.5 Reliability

Reliability in research refers to the consistency of results obtained in the research, and it
determines the replicability of the research by other researchers (Amaratunga et al., 2002:29;
Blaxter et al., 2006:221). Reliability concerns the consistency of a measuring instrument, or the
reduction of errors in the measuring process. It can also be said to mean how dependable the data
are collected by using the instrument are. It is important to ensure reliability in research Yin
(2009:45) argues that reliability makes it is easy for another researcher to follow the procedures
described by the researcher that carried out the initial study and provided that both studies were
carried out under similar conditions, both researchers should obtain same findings and
conclusions. Amaratunga et al. (2002:29) opine that the essence of reliability is to reduce errors
and biases in a research and in the opinion of Gliem and Gliem (2003:82-88) this can be
determined by the means of test-retest and internal consistency. Reliability was ensured in this
study by the aid of pilot study which served a type of test-retest method and also with the aid of the
test of internal consistency. Internal consistency concerns correlating responses to each question
with those received to other questions, or to questions within the same sub-section of the
guestionnaire (Ritter, 2010:1-15). After administering the questionnaire used in this study, the
responses were statistically tested for internal consistency by computation of the Cronbach's alpha
(a) values. Cronbach's alpha (a) is a numerical coefficient of reliability or may also be described as
the index of reliability (Vacha-Haase et al., 2002:562-569). Cronbach and Richard (2004:391-418)
maintain that Cronbach's alpha increases as the intercorrelations among the items included in the
analysis increase and alpha is appropriately used when the items measure different areas within a
single construct. Cronbach's alpha is considered as an unbiased estimate of the generalizability.
Eisinga et al. (2012:1-9) posit that Cronbach's alpha usually increase as the internal consistency
among test items increase, and is thus known as internal consistency estimate of reliability of test
scores. For this study, the Cronbach's alpha (a) values computed were found acceptable. That is,

they were found to have values from seven (7) and above (see details under inferential statistics)

5.6.6 Research ethics

According to Mitchell and Jolley (2010:52) ethical issues in research concern the appropriateness
of the behaviour of the researcher with regard to the rights of the participants or those who are
affected by the research. In the conduct of this research, the researcher made clear to the
respondents the purpose of the research and allowed voluntary participation with the informed
consent of the respondents. Respect was accorded to the privacy of the respondents and their

permission was sought before any recording was carried out. Assurances of anonymity were also
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given, that no name of any organisation or persons that participated in the research will be
disclosed in the research report.

5.7 DATA ANALYSIS

The procedures followed in the analysis of data for the study is presented in the following sections.

5.7.1 Data Cleaning

According to Trochim (2006:5) data cleaning simply refers to the process of checking the raw data
collected from the field for errors before the analyses. Common methods employed for cleaning
data include spot-checking, eye-balling and logic checks. Applying spot-checking to quantitative
data involves a random selection of a number of completed questionnaires and then comparing
them with the electronic version entered into the computer. In qualitative data, this is done by
checking whether the words and the statements of respondents recorded with audio devices are
properly transcribed and have been ascribed to the right persons. Eye-balling involves a process of
checking the data for errors that may have arisen from coding by glancing through the data codes
in the spreadsheet as compared with the raw data. Logic-checks entail checking the electronic
version of the data for errors that might arise out of illogical entries by the respondents Trochim
(2006:5). In order to avoid negative influences of errors on the results of this study, a combination
of the three methods, spot-checking, eye-balling and logic checks were employed for cleaning data

analysed in this study.

5.7.2  Analysis of qualitative data (Interview)

In analysing the data obtained from the interviews, the guide for qualitative data analysis provided
by Creswell (2009:171-181) was followed. The steps taken in the process include the following:

. verbatim transcription of the audio interviews;

° organising and preparation of the transcripts;

° re-reading of the transcripts iteratively, and

° coding of the transcripts and developing themes from the transcripts.

Coding was carried out manually because of the volume of data involved was manageable. In
larger volumes of data, computer coding could be applicable (Creswell, 2009:171-181). Colour-
coding was adopted for this analysis. A proper understanding of the viewpoints of each of the
interviewees was captured through the aid of iterative re-reading and coding of the transcripts. This
and the interview guide helped in developing appropriate themes on the subject under

investigation.
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5.7.3 Analysis of quantitative data

Quantitative data analysis through statistical methods is a means of measuring and understanding
variability. A variable is any unique factor that is recorded for subjects in a study and the data
values observed for a variable in a research are the observations (Agresti and Franklin, 2007:11).
Methods of data analysis employed for this study include both descriptive and inferential statistics.
For the analysis of the data obtained in this research, Statistica (Version 10.0) application software
for statistical analysis was used by the NMMU Unit for Statistical Support to generate the
descriptive and inferential statistics.

5.7.3.1 Descriptive statistics

Descriptive statistics include frequencies, means and mean scores (MSs). The mean is derived by
allocating values to the ratings factors of the respondents. For instance strongly disagree (1 point),
disagree (2 points), neutral (3 points), agree (4 points) and strongly agree (5 points). The mean

score (MS) for each factor is then computed.

5.7.3.2 Mean scores

A guide for the interpretation of the results in terms of the means scores obtained from the

analyses is presented as follows:

The extent of the ranges of each step in the five-point Likert scale continuum was calculated by
dividing the number of continuums, which is 4.00, by the 5 relative points. Therefore the ranges
between the relative points equates to 0.80. The mean score was calculated for each factor and
the value was compared to suit the relative range it fell under. The Mean Scores are denoted by

(MS). The ranges relative to the mean scores are defined in the tables below:

Table 5.1: Guide for the interpretation of results (a)

Mean score range | Meaning

MS > 1.00 < 1.80 Strongly Disagree (SD)
MS > 1.80 < 2.60 Disagree (D)

MS > 2.60 < 3.40 Unsure (U)

MS > 3.40 <4.20 Agree (A)

MS> 4.20 < 5.00 Strongly Agree (SA)
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Table 5.2: Guide for the interpretation of results (b)

Mean score range | Meaning

MS > 1.00 < 1.80 Grossly Inadequate (Gl)
MS >1.80<2.60 Inadequate (IN)

MS >2.60 < 3.40 Unsure (UN)

MS > 3.40<4.20 Adequate (AD)

MS> 4.20 <5.00 Highly Adequate (HA)

5.7.3.3 Inferential statistics

Inferential analyses were employed to further analyse the data collected in this study. According to
Agresti and Franklin (2007:369) empirical research usually aims to compare groups or
relationships between variables; a statistical test is carried out to determine whether the observed
difference / relationship between variables is statistically significant. This test of significance is
usually the result of testing a null hypothesis against an alternative hypothesis with the objective of
producing a p-value as part of the output. Given the nature of the data collected for the study, one-
sample t-test and Cronbach’s alpha reliability tests were employed for the inferential statistics.
One-sample t-test seeks to compare the mean score of a sample to a known value, while

Cronbach'’s reliability test determines internal consistency. This is further discussed below.

Employing one-sample t-test in the inferential analyses requires the formulation of the hypotheses.
Key areas of this study were identified and hypotheses drawn from them. In testing for the
hypotheses, steps were taken based on standard criteria to answer the questions about the
differences between the suppositions (the hypotheses) and the actual results of the research as
obtained from appropriate test statistics. This is to ensure that the conclusions or inferences drawn

from the results are reliable.

It is important to clearly understand some basic terminologies involved in the process of hypothesis

testing. These are discussed in the next section.

° Null hypothesis (Hp): This is a statement about a population parameter, such as the
population mean, that is assumed to be true. The null hypothesis is a statement that the
parameter takes a particular value, which represents no effect.

° Alternative hypothesis (H;): This is a statement that directly opposes a null hypothesis by
stating that the actual value of a population parameter, such as the mean, is less than,
greater than, or not equal to the value stated in the null hypothesis. In other words, it states
that the parameter falls within a certain alternative range of values, which represents an

effect of some type.
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. Level of significance: This refers to a basis of judgement upon which a decision rests
relative to the value stated in a null hypothesis. The level of significance is normally
predetermined, which is usually five percent (5%) level, which is written as 0.05. This
indicates that the p-value is expected or assumed to be less than 0.05. The smaller the p-
value, that is, the closer to zero, the stronger the evidence is against the null hypothesis.
However, if the p-value is up to 0.05 and above, the evidence is in support of the null
hypothesis. Statistical significance describes a decision made concerning a value stated in
the null hypothesis. When a null hypothesis is rejected, a result is significant.

. Test statistic: This is the mathematical computation that allows researchers to establish the
probability of obtaining sample results with the assumption that the null hypothesis is true.
The value obtained from a test statistic is employed to make inferences concerning the value
of population parameters stated in the null hypothesis.

. P - value: This is the probability of obtaining a sample outcome, given that the value stated
in the null hypothesis is true. The p- value of a sample outcome is compared to the level of

significance (0.05).

Typically, four steps are involved in hypothesis testing, and they are:
I. state the hypotheses;
Il. setthe criteria;

I

IV. make a decision.

I. compute the test statistics, and

Cronbach’s alpha is used for combining or summing the items in Likert scales that employ
individual items to measure a phenomenon. Further light is shed on the use of Cronbach’s alpha in

this study in the next sections.
Reliability test and Cronbach’s alpha

According to Ritter (2010:4) reliability test allows the researcher to determine the extent to which a
scale produces consistent results if the measurements are repeated. Reliability analysis is
conducted when there are two or more questions that will be summed to determine a specific

variable.

Reliability analysis is determined by examining the proportion of systematic variation in a scale,
that is, if a respondent tends to rate one question highly, does the respondent also rate another
guestion high? If all the participants are consistent in the way they respond to the various
guestions, the scale yields consistent results and is consequently considered to be reliable (Ritter,
2010:4).
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In statistics, Cronbach's alpha (a) is commonly used to determine the internal consistency, thus
estimating the reliability of the sample. Cronbach's alpha increases as the intercorrelations among
the items included in the analysis increase. Alpha is appropriately used when the items measure
different areas within a single construct. Cronbach's alpha is considered as an unbiased estimate
of the generalizability. Consequently, Cronbach's alpha can be viewed as a measure of how well
the sum score on the selected items capture the expected score in the entire domain, even if that
domain is heterogeneous. The higher the alpha value, the more reliable is the instrument under
testing (Gliem and Gliem, 2003:87; Eisinga et al., 2012:1-9). A general rule for measuring reliability

is as follows:

Table 5.3: Cronbach’s alpha scale

Alpha (a) | Reliability level
0.9 Excellent
0.8 Good
0.7 Considered reliable
0.6 Questionable

<0.6 Not reliable

Cronbach's alpha varies directly as the intercorrelations among test items, that is, the lower the
Cronbach’s alpha, the lower the intercorrelations. Thus, it is known as the internal consistency
estimate of the reliability of the test scores. Intercorrelations among test items are maximized when
all items measure the same construct. Cronbach's alpha is accepted to indirectly show the level to

which a set of items measures a single uni-dimensional latent construct (Eisinga et al., 2012:1-9).

5.8 CONCLUSION

This chapter has presented the research design and the methodology adopted for this research.
The methods of data collection and analysis used to investigate the hypotheses and to achieve the
aim and the specific objectives of the study. Qualitative and quantitative methodologies were mixed
through the use of questionnaire survey and semi- structured interview in order to obtain rich
results for the study. Analysis of the data collected from the field and the conclusions drawn from

them are presented in the next chapter (Chapter Six).
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6 CHAPTER 6
DATA ANALYSIS AND PRESENTATION

6.0 INTRODUCTION

This chapter presents the analysis of the empirical survey data from the respondents on the
training of artisans from both the formal (college) and the informal (traditional apprenticeship)
systems of training. The respondents included artisan employers, construction professionals such
as builders, civil engineers, quantity surveyors. Also included are college management and staff
members, and master artisans. The chapter starts with the analyses of data from employers and
professionals, then data from the college management and staff and that of the master artisans
follows. The testing of Hypotheses earlier formulated in Chapter Three of this report is also

presented.

6.1 POPULATION DISTRIBUTION OF QUESTIONNAIRES AND RESPONSE

Three questionnaires were used for the study, one for the vocational college management and
staff, the second for master artisans and the third for the professionals. The distribution and

responses to the questionnaires are presented here.

Table 6.1 shows that the highest proportion of respondents came from other staff members. This
can be explained by the relatively high population of the other staff members as compared with the
management staff. Other factors were the availability and the willingness of the other members of

staff to participate in the study.

Table 6.1: Vocational college management and staff

. . Percentage
distributed received (Response) | Contribution to total
response
Principal 6 4 8
Vice Principal 7 2 4
Registrar 4 1 2
Other staff 48 44 86
Total 65 51 100
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Table 6.2 shows the responses from the master artisans. Bricklaying has 27% while plumbing has

the least which is 13%. The questionnaires were distributed on the basis of availability and

willingness of the artisans to participate in the study; this account for different numbers given to

different trades.
Table 6.2: Master artisans
Trade No of questionnaires Ir\leocgifvc(l’lée(ségr;rﬁg: Percentage
distributed contribution
Bricklaying o1 22 27
Carpentry 40 20 25
Plumbing 35 11 13
Electrical 36 15 19
Painting 38 13 16
Total 200 81 100

Table 6.3 indicates the responses of the professionals. Builders have 32%, they are followed by

civil engineers with 26%, then the quantity surveyors which have 20%, and lastly the others with

12%. The lowest response is from construction managers (10%).

Table 6.3: Professionals

Professionals No of questionnaires No o.f questionnaires Percentage
distributed received (Response) contribution
Civil engineers 90 71 26
Quantity surveyors 98 54 20
Builders 102 88 32
Construction 88 29 10
managers
Others 72 34 12
Total 450 276 100

6.2 DEMOGRAPHIC INFORMATION

The demographic information of the professionals is presented in the following sections.
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6.2.1 Company category

Table 6.4 reveals the company category of the sample; it indicates that the sample investigated
covers different categories. This suggests that the respondents that make up the survey sample
are sourced from different areas of work, and make sufficient representation. The construction firm
takes the lead with 49%, followed by consulting with 20%, and the least is from government
departments with 15%.

Table 6.4: Company category

Category Percentage
Construction firm 49
Consulting firm 20
Government department 15
Others 16
Total 100

6.2.2 Profession

Table 6.5 indicates that builders (32%) take the lead among the respondents. They are followed by
civil engineers (26%), quantity surveyors (20%), and others (12%). The lowest response is from

the construction managers (10%).

Table 6.5: Respondent profession

Profession Percentage
Civil engineer 26
Quantity surveyor 20
Builder 32
Construction manager 10
Others 12
Total 100

6.2.3  Gender of respondents

Table 6.6 indicates that 80% of the samples were males while only 20% were females. This

reveals that males are in the majority in the sample investigated.
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Table 6.6: Gender of respondents

Gender | Percentage

Male 80
Female 20
Total 100

6.2.4  Ages of respondents

Table 6.7 provides an indication of the ages of the respondents; the results show that the
respondents that are over the age of thirty five predominate in the sample investigated with 39%.
This suggests that the respondents that make up the survey sample could be deemed to be
matured and experienced.

Table 6.7: Age of respondents

Age Group (years) | Percentage
20 -30 29
31-35 32

36 — 40 16

41 -45 20

46 — 50 2
Above 50 1
Total 100

6.2.5 VT Colleges

The demographic information of respondents from the VT colleges (management and staff
members) is presented in the next sections.

6.2.5.1 Position of the respondents

Table 6.8 shows the position of the respondents in the colleges; it is evident from the table that the
sample captures all the important segments of the college - management, administration and other
areas of the college operation. The sample investigated is deemed to gives a balanced outlook of

the colleges.
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Table 6.8: Position of the respondents

Position Percentage
Principal 8

Vice Principal 4
Registrar 2
Other staff 86
Total 100

6.2.5.2 Gender of respondents

Table 6.9 indicates that 67% of the sample were males while 33% were females. This reveals that

the male gender predominates in the sample investigated.

Table 6.9: Gender of respondents

Gender | Percentage
Male 67
Female 33
Total 100

6.2.5.3 Ages of respondents

Table 6.10 provides an indication of the ages of the respondents; the results show that

respondents that are over the age of thirty five predominate in the sample investigated.

Table 6.10: Ages of respondents

Age Group (years) | Percentage
25-35 28

36 — 45 49

46 — 55 23
Above 55 -
Total 100

6.2.6 Master artisans

The demographic information of the master artisans is presented in the following sections.
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6.2.6.1 Mode of training

Table 6.11 shows that the sample investigated

has 91% of artisans from the traditional

apprenticeship system as against 9% from the college system.

Table 6.11: Mode of training

Mode of training | Percentage
College 9
Traditional 91
Total 100

6.2.6.2 Category of employment

Table 6.12 reveals that self-employment predominates among the artisans, with 88% of the sample
investigated being self-employed while 12% were company employees.

Table 6.12: Category of employment

Category Percentage
Company employee 12

Self employed 88
Government employee -
Others -

Total 100

6.2.6.3 Trade name

Figure 6.13 indicates that bricklaying takes the lead among the trades that make up the sample

investigated with 27%, followed by carpentry with 25% while plumbing has the least with 13%.

Table 6.13: Trade name

Trade Percentage
Bricklaying 27
Carpentry 25
Plumbing 13
Electrical 19
Painting 16
Total 100
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6.2.6.4 Gender of respondents

Table 6.14 indicates that 91% of the sample investigated were males while only 7% were females.

Table 6.14: Gender of respondents

Gender | Percentage

Male 91
Female 7
Total 100

6.2.6.5 Age of respondents

Table 6.15 indicates the ages of the respondents; the result shows that respondents that fall within
the age group of 46 — 50 years takes the lead with 27% and respondents within age group of 20 —
30 years with 11% while those above age of 50 years have 6% which is the least in the sample

investigated.

Table 6.15: Age of respondents

Age Group (years) | Percentage
20-30 11
31-35 24

36 — 40 15

41 -45 17

46 - 50 27
Above 50 6
Total 100

6.2.6.6 Experience of respondents

Table 6.16 gives an indication of the experience of the respondents; the results indicate that
respondents that have over fifteen years of working experience among the sample investigated
takes the lead with 42%. This suggests that the respondents that make up the survey sample could
be deemed to have sufficient experience and as such their opinions can be considered to be

reliable.
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Table 6.16: Experience of respondents

Experience (years) | Percentage
1-5 11
6-10 19
11-15 28
16 - 20 27
Above 20 15
Total 100

6.3 RESPONSES FROM PROFESSIONALS AND EMPLOYERS

Responses from professionals and employers are presented in the following sections.

6.3.1 Responses from professionals and employers on VT Colleges

The following sections present the analysis of the data received from construction professionals
and employers on the artisan training. The analysis covers vital areas such as government policy,
recruitment strategies, regulation of the training systems, funding, teaching and learning strategies
and employers’ participation in training. Respondents were asked to rate the factors relating to
artisan training in terms of responses to a scale of 1 (strongly disagree) to 5 (strongly agree), and a

mean score (MS) ranging between 1.00 and 5.00.

Table 6.17 indicates that the respondents’ perceptions on policy related factors affecting the
training of artisans in the vocational technical colleges. It is can be observed that all the four policy-
related factors have MS > 3.40 < 4.20 indicating that the respondents agree to all the factors. Most
notable among the factors are poor integration of the vocational colleges with the university system
and government discriminatory rating of vocational certificates which ranked 1% and 2™

respectively among the policy related factors impacting artisan training in the colleges.

From this result, the respondents can be deemed to agree that policy related factors of poor
integration of the colleges with the university system and the discriminatory rating of vocational

certificates mostly impact on the training of artisans in the colleges.
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Table 6.17: Policy related factors affecting the training of artisans in the VT colleges

................ Response %.................
Factor sD | D | N| A | SA | MS |Rank
Poor integration of vocational technical education with 331 | 441|735 | 4154 | 4338 | 4.17 L
the university system : : . . . .
Government discriminatory rating of vocational 2903 | 5.49 | 952 | 42.49 | 3956 | 4.10 )
certificates. . . . . . .
Insufficient budgetary allocation for the vocational 0.16 | 7.33 | 6.59 | 40.66 | 36.26 | 3.88 3
education subsector. : . . . . .
Inadequate government policy on the creation of 11.72 | 9.16 | .06 | 37.36 | 33.70 | 3.72 4
enough vocational technical colleges for artisan training : : : . . .

Table 6.18 indicates the respondents’ perceptions relating to the factors affecting the attraction of

trainees to the VT colleges. In general, it can be observed that the respondents largely agreed to

the identified factors with all the MS > 3.40 < 4.20. Noteworthy among the factors are poor

awareness creation to attract new entrants, and a poor societal image attached to VT colleges
which ranked 1% and 2™ and with MS of 4.14 and 4.11 respectively.

From this result, the respondents can be deemed to perceive poor awareness creation to attract

new entrants to the colleges, and a poor societal image attached to VT colleges as the factors

affecting recruitment the most.

Table 6.18: Attraction of trainees to the VT colleges

................... Response %.......cccccvevenennnnne
Factor SD D N A sa | Ms | Rank
Poor awareness creation / media 110 551 6.99 50.74 | 3566 | 4.14 1
campaign to attract new entrants ) ’ ' ' ' '
A poor societal image attached to 1.46 8.03 1022 | 3905 | 4124 | 411 >
vocational and technical colleges. ' ' ' ' ' '
Difficulty of career progression for 255 | 1168 | 1095 | 3723 | 3759 | 3.96 3
vocational graduates ' ' ' ' ' '
Insuffi_cient scholarshlps for attracting 292 8.76 1058 | 4781 | 2993 | 3.93 4
potential artisans
The learning environment in the 330 | 10.62 | 1062 | 4432 | 31.14 | 389 | 5
colleges are not attractive enough
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Table 6.19 indicates the respondents’ perceptions on factors relating to government regulation of
the VT colleges as it affects the training of artisans for construction; it can be observed that all the
factors have MS > 3.40 < 4.20. Most notably, the legislation / regulatory framework establishing
National Board for Technical Education (NBTE) should have been reformed long ago; and periodic
curriculum review is not done as regularly as expected which are ranked 1% and 2™ by the
respondents respectively.

According to this result, the respondents can be deemed to agree that regulatory framework
establishing the NBTE which is long overdue for reform and periodic curriculum reviews are not

carried out regularly as expected have most impact on the artisan training in the colleges.

Table 6.19: Government regulation of the VT colleges

Factor | Response %.......c.ccceruueen
SD D N A SA MS Rank
The legislation / regulatory framework
establishing NBTE is long overdue for 146 | 547 | 10.58 | 47.08 | 35.40 | 4.09 1
reform

Periodic curriculum review is not done as

291 | 9.45 | 1055 | 47.27 | 29.82 | 3.92 2
regularly as expected (e.g. every Syears).

The National Board for Technical
Education (NBTE), the regulatory body,
focuses on the polytechnics at the
expense of the technical colleges.

2.18 | 10.91 | 12.00 | 47.64 | 27.27 | 3.87 3

Insufficient attention is given to the

o 545 | 8.36 | 11.64 | 43.64 | 30.91 | 3.86 4
accreditation of programmes

There is a weak regulatory framework

(Acts) for vocational technical education 2.93 | 10.26 | 12.45 | 48.72 | 2564 | 3.84 >

Table 6.20 indicates the respondents’ perceptions on funding of the vocational education
subsector. It can be seen that all the factors have mean scores MS > 3.40 <4.20 and MS> 4.20 <
5.00, which indicates that the respondents generally agree that the factors identified affecting the
funding of vocational and technical education subsector are valid. Most notably, the factor of
corrupt practice among government officials negatively affects the funds that finally get to the
colleges. This is ranked 1% with an MS value of 4.42. This substantiates the impact of corrupt
practices among government and political office holders in the country which has been a source of

concern.
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Table 6.20: Funding of the vocational technical education subsector

Statement | Response %......cccccvrennne
SD D N A SA | MS | Rank

Corrupt practices among government officials
negatively affect the funds that finally get to the colleges 14711101 588 | 37.13 | 54.41 | 4.42 1
Ejl:lrg:ucratlc bottlenecks hamper access to allocated 146 | 2.92 | 1095 | 47.08 | 3759 | 4.16 >
_Bu_dgetary allocation to vocational technical education 182 | 6.93| 730 | 4453 | 3942 | 413 3
is inadequate
Little attention |s_palpl by the Govern_ment to vocational 2195111 766 | 4964 | 35.40 | 4.11 4
technical education in terms of funding.

Table 6.21 indicates the respondent’s perceptions on impact of inadequate funding on VT colleges.

It can be observed that all the factors have the mean scores within the range MS > 3.40 < 4.20 and

MS> 4.20 < 5.00; noteworthy among them are the factors relating to inadequate training facilities /

equipment and inadequate physical infrastructure in most colleges which ranked 1% and 2™ with

MS values of 4.47 and 4.38 respectively. This reveals that the respondents strongly agree that

funding most impacts on training facilities and physical infrastructure in the colleges.

It can be seen also from the table that the respondents agreed that funding impacts on staff

development and training; the number of vocational instructors appointed; and that salaries and

welfare packages of vocational teachers in the VT colleges leave much to be desired. The three

factors have MS values of 4.36, 4.19 and 4.04 respectively. This corroborates the earlier finding

that funding for the VT colleges is inadequate.

Table 6.21: Impact of inadequate funding on the VT education subsector

Factor | Response %................
SD D N A SA MS | Rank

Trammg facilities / equipment in most technical colleges 03810721 293 | 4396 | 52.01 | 4.47 1
are inadequate

Eggflcal infrastructure in most technical colleges is 1.45 | 2.18 | 4.00 | 41,45 | 50.91 | 4.38 2
Staff development and training in the technical colleges 073 | 255 | 401 | 4562 | 47.08 | 4.36 3
are poor

Ther_e are insufficient number of vocational teachers 0731473 | 982 | 4436 | 40.36 | 4.19 4
and instructors

Sala_lrles and welfare packages of vocational teachers 109 | 618 | 13.45 | 45.82 | 33.45 | 4.04 5
are inadequate

Table 6.22 presents the perceptions of respondents on the factors affecting the competence of

graduates produced from the VT colleges. From the table, it can be seen that inadequate physical
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infrastructure in the VT colleges; out-dated training and construction technologies have MS> 4.20 <
5.00 while the other factors have MS > 3.40 < 4.20. This shows that the respondents strongly
agree / agree with the factors impacting the competence of artisans from the VT colleges.
Noteworthy among the factors are inadequate physical infrastructure; and out-dated training /
construction technologies and methods which ranked 1% and 2™ with MS values of 4.29 and 4.27

respectively.

From this result, the respondents can be deemed to agree that inadequate physical infrastructure
and out-dated training / construction technologies and methods are the factors that impact mostly
on the competence of the artisans trained from the VT colleges.

Table 6.22: Factors affecting the competence of artisans produced from the VT colleges

Factor | Response %......c.cccvecemnnn.

SD D N A SA MS | Rank

Inadequate physical infrastructure in the vocational

0.37 | 2.56 | 6.96 | 47.62 | 42.49 | 4.29 1
colleges

Training is not up to date with latest construction

technologies and methods 147 | 256 | 4.76 | 49.82 | 41.39 | 4.27 2

Inadequate / obsolete training facilities and equipment | 1.09 | 4.74 | 7.66 | 48.18 | 38.32 | 4.18 3

Inadequate exposure to practicals during training at

1.82 | 6.93 | 6.93 | 43.43 | 42.49 | 4.15 4
the college.

Insufficient number of qualified teachers in technical

441 | 882 | 9.19 | 47.79 | 29.78 | 3.90 5
colleges

6.3.2 Responses from professionals and employers on traditional apprenticeship

Table 6.23 indicates the respondents’ perceptions on the factors relating to policy impacting on the
traditional apprenticeship training (TAT) system. It can be observed in general that the respondents
somewhat agreed / strongly agreed to the identified factors in Table 6.23 as the entire mean
scores fall within the range MS > 3.40 < 4.20 and MS> 4.20 < 5.00. Notable among the factors are-
the absence of a clear-cut policy on the establishment of artisan training centres as it is for schools
and universities; and the inadequacy of government policy on youth development and skills

acquisition. The two factors ranked 1% and 2™ and with MS values of 4.25 and 4.22 respectively.

From this result, the respondents can be deemed to perceive the absence of clear-cut policy on the
establishment of artisan training centres; and the inadequacy of government policy on youth

development and skills acquisition, as policy factors impacting the TAT system the most.
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Table 6.23: Policy factors impacting the TAT system

Factor Response %....cccccccurerineennnn
Ran
SD D N A SA MS ‘
There is no clear-cut policy on the establishment of
artisan training centres as it is for schools and 1.83 | 586 | 6.59 | 40.29 | 45.42 | 4.25 1

universities.

Government policy on youth development and skills 009 | 364 | 655

L b 52.73 | 36.00 | 4.22 2
acquisition is inadequate.

Government policy on budgetary allocation to
(informal education) traditional apprenticeship 145 | 400 | 873 | 50.18 | 35.64 | 4.19 3
training is poor.

Government policy provisions for the operation of 073 | 655

o d : > 11.27 | 43.27 | 38.18 | 4.12 4
traditional apprenticeship training system are poor.

Table 6.24 indicates the respondents’ perceptions on recruitment factors affecting the (TAT)
system. It is noteworthy that the respondents strongly agreed / agreed to the factors shown in
Table 6.24 as affecting the recruitment of new trainees into the TAT system of training. This is
evident from the first four factors which have MS> 4.20 < 5.00 values and the last on the table
which concerns the unattractive disposition of master artisans having MS> 3.40 < 4.20. The three
top ranked among the factors are poor societal image of the TAT system; a lack of training
incentives to attract potential artisans to enrol in training and poor awareness creation and
attraction of trainees to TAT. These three factors have MS values of 4.29 and 4.28 and 4.23

respectively.

From this result, the respondents can be deemed to perceive that the poor societal image of the
TAT system; a lack of training incentives to attract potential artisans to enrol in training; and poor
awareness creation to attract trainees to the TAT are the recruitment factors most impacting on the

TAT system.
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Table 6.24: Recruitment factors impacting the TAT system

Factor | Response %........cccccoeoee
SD D N A SA MS | Rank

The societal image of the traditional

. . - . 1.46 | 4.74 | 6.20 | 38.69 | 48.91 | 4.29 1
apprenticeship training system is poor

Training incentives to attract potential artisans
to enrol in the apprenticeship training is 1.09 | 4.00 | 7.64 | 39.27 | 48.00 | 4.28 2
lacking.

Awareness creation and attraction of trainees

" ; . - 1.82 | 291 | 6.18 | 49.09 | 40.00 | 4.23 3
to traditional apprenticeship training are poor

Government recognition of traditional

. . 2 . 1.46 | 3.28 | 6.57 | 50.36 | 38.32 | 4.21 4
apprenticeship training system is poor

The disposition of master-artisan
1.82 | 4.74 | 7.30 | 56.20 | 29.93 | 4.08 5

to apprentices is not attractive enough

Table 6.25 indicates the respondents’ perceptions on the factors relating to government regulation
impacting on the TAT system. It can be observed in general that the respondents agreed to the
identified factors in table 6.25 as all the mean scores are within the range MS > 3.40 < 4.20 and
MS> 4.20 < 5.00. Notable among the factors are appropriate government agency to monitor the
TAT system is weak; and government does not assess master artisans’ competencies before they
are involved in training. These two factors ranked 1% and 2™ with MS values of 4.28 and 4.23

respectively.

From this result, the respondents can be deemed to perceive weak government monitoring
agency; and non-assessment of master artisans’ competencies before they are involved in training

by government as the factors relating to government regulation impacting most on the TAT system.
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Table 6.25: Effect of government regulation on the TAT system

Statement | i Response %......cccccervrrneennnnn
SD D N A SA MS | Rank

Appropriate Government agency to monitor

. : . o 1.10 | 1.47 | 6.25 | 51.10 | 40.07 | 4.28 1
traditional apprenticeship training is weak

Government does not assess master
artisans’ competencies before their 1.47 | 3.68 | 7.35 | 45,59 | 41.91 | 4.23 2
involvement in training provision

Government coordination of traditional

. . S 185 | 3.69 | 554 | 48.71 | 40.22 | 4.22 3
apprenticeship training is poor

Length of training and certification are left in

the hands of individual master artisans. 3.31 1 625 | 7.35 | 36.76 | 46.32 | 4.17 4

Government regulation of traditional

. . - . 1.83 | 3.30 | 10.26 | 53.48 | 31.14 | 4.16 5
apprenticeship training system is poor.

Trainees’ competencies are not evaluated on
a prescribed uniform standard before 256 | 2.86 | 7.33 | 41.03 | 43.22 | 4.15 6
certification.

A unified formal curriculum for training under
the traditional apprenticeship training is not 2.58 | 5.54 | 9.963 | 43.91 | 38.01 | 4.09 7
provided by government

Table 6.26 indicates the respondents’ perceptions on the statements relating to funding of the TAT
system. From the Table, the respondents agreed to the statements as all MS > 4.20 < 5.00. The
two highest ranked 1%' and 2" among the statements relating to funding and provision of
scholarships for apprentices as a motivation to enrol in training is lacking; and budgetary allocation
of fund to (informal education) TAT system is inadequate these two having MS of 4.26 and 4.25

respectively.

From this result, the respondents can be deemed to perceive that the provision of scholarships for
apprentices as a motivation to enrol in training is lacking; budgetary allocation of funds to (informal
education) TAT system is inadequate as the funding related factors impacting the TAT system the

most.
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Table 6.26: Funding of the TAT system

Statement | Response %.....cccccevreeeecennnn
SD D N A SA MS | Rank

Provision of training sponsorship for
apprentices as a motivation to enrol in training | 2.20 | 2.56 | 4.76 | 47.99 | 42.49 | 4.26 1
is lacking

Budgetary allocation of fund to (informal
education) traditional apprenticeship training 1.83 | 256 | 9.89 | 40.29 | 454 | 4.25 2
is inadequate

Government allocation of funding for traditional
apprenticeship training (as a part of education | 1.47 | 2.21 | 6.62 | 52.57 | 37.13 | 4.22 3
system) is poor

Table 6.27 indicates the respondents’ perceptions on the factors impacting the adequacy of the
training in the TAT system. It can be observed that all the factors have MS > 2.60 < 3.40. From

this result, the respondents can be deemed to perceive the factors to be neither inadequate nor

adequate.
Table 6.27: The adequacy of the TAT programme
Parameter | Response %.......cccccemnnnnennnnn
Gl IN UN AD HA MS | Rank
Competencies of the trainers (the master artisans ) | 4.04 | 25.00 | 22.43 | 34.56 | 13.97 | 3.29 1
Content of the training 476 | 23.81 | 24.54 | 34.80 | 12.09 | 3.26 2
Duration of the training 5.13 | 22.34 | 26.37 | 36.63 | 9.52 | 3.23 3
Products of the training (the graduates) 4.09 | 31.23 | 21.56 | 29.74 | 13.38 | 3.17 4
Assessment procedures of trainees 8.55 | 31.23 | 22.58 | 2278 | 14.87 | 3.04 5

Table 6.28 indicates the respondents’ perceptions on the adequacy of teaching and learning
strategy under the TAT system. It is noteworthy that blending of theoretical instructions with
practicals with MS > 1.80 < 2.60 is ranked the lowest. The mode of delivery and teaching methods;
and regular review and update of teaching methods and content have MS > 2.60 < 3.40 under the

TAT system.

From this result, the respondents can be deemed to perceive blending of theoretical instructions
with practicals as inadequate. However, the respondent can be deemed to be unsure about the
adequacy of mode of delivery and teaching methods; and regular review and update of teaching

methods and contents under the TAT system.
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Table 6.28: Teaching and learning strategy under the TAT programme

Parameter | s Response %......cccocevrennne

Gl IN UN AD HA M S | Rank

The mode of delivery and teaching

8.49 | 39.11 | 15.13 | 26.57 | 10.70 | 2.92 1
methods

Regular review and update of teaching

10.33 | 37.64 | 19.56 | 21.40 | 11.07 | 2.85 2
methods and contents

Blending of theoretical instructions with

practicals 15.56 | 31.85 | 16.67 | 25.19 | 10.24 | 2.54 3

Table 6.29 indicates the respondents’ perceptions on the adequacy of factors relating to the
regulation of the TAT system. It can be observed that technical support; trainers’ accreditation and
monitoring strategies under the TAT system have MS > 2.60 < 3.40.

From this result, the respondents can be deemed to be unsure about the adequacy of technical
support; in addition to the trainers’ accreditation and monitoring strategies under the TAT system of

training artisans.

Table 6.29: Regulation of the TAT programme

Parameter | oo Response %...............
Gl IN UN AD HA | MS | Rank
Technical support 12.92 | 35.06 | 18.82 | 23.99 | 9.23 | 2.82 1

Trainers accreditation | 8.67 | 37.47 | 22.14 | 24.35 | 6.27 | 2.81 2
Monitoring strategies | 10.70 | 39.48 | 19.56 | 21.77 | 4.49 | 2.78 3

Table 6.30 indicates the respondents’ perceptions on the factors affecting the participation of the
employers in artisan training. It can be observed in general that the respondents generally agreed
on the identified factors in Table 6.30 as all the MS > 3.40 < 4.20. Notable among the factors are
inadequate budgetary provision for the training and retraining of artisans; inadequate government
policy relating to employers’ participation in training. These ranked 1% and 2" with MS of 4.05 and

4.02 respectively.

From this result the respondents can be deemed to perceive inadequate budgetary provision for
the training and retraining of artisans; and inadequate government policy relating to employers
participation in training as the factors relating to employers participation in training, impacting
mostly on artisan training.
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Table 6.30: Factors affecting the participation of employers in the artisan training

Programme
Factor | Response %......cccccvrennne
SD D N A SA MS | Rank

Inadequate budgetary provision for training 256 | 5.86 952 | 4799 | 34.08 | 4.05 1
and retraining of Artisans ' ' ' ' ' '
Inadequate government policy

relating to employers participation in 2.20 | 5.49 | 10.99 | 50.92 | 30.40 | 4.02 2
training
Absence of an appropriate agency to 221 | 7.35 | 7.72 | 55.88 | 26.84 | 3.98 | 3
coordinate artisan training. ' ' ’ ' ' '
Insufficient number of artisan training

centres for short term and refresher

COUISES. 147 | 879 | 13.19 | 45.42 | 31.14 | 3.96 4
Poor motivation from government to

encourage employers to participate in 147 | 10.26 | 8.79 | 56.04 | 23.44 | 3.90 5
artisan training.

Non willingness of the employers 3,28 | 10.22 | 17.15 | 41.61 | 27.74 | 3.80 6

Table 6.31 indicates the respondents’ perceptions on the factors affecting the morale of artisans. It
can be observed in general that the respondents agreed to the identified factors in table 6.31 as all
the MS > 3.40 =< 4.20. Noteworthy among the factors are government rates vocational

gualifications as being poor; artisan job security is poor; and artisan remuneration is poor. These

ranked 1%, 2" and 3" with MS values of 4.01, 4.00 and 3.99 respectively.

From this result, the respondents can be deemed to perceive that government poor rating of

vocational qualifications; poor artisan job security; and poor artisan remuneration as the factors

that most impact the morale of artisans.
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Table 6.31: Factors affecting the morale of artisans from the two systems

Factor | s Response %........ccceernn.
SD D N A SA MS | Rank

Government rates vocational qualifications as poor 6.27 | 9.59 | 11.81 | 47.60 | 24.72 | 4.01 1
Artisans’ job security is poor 4.76 | 8.42 | 10.26 | 43,22 | 33.33 | 4.00 2
Artisans’ remuneration is poor 2.46 | 6.23 | 16.48 | 38.46 | 36.26 | 3.99 3
E\rggézﬁn;;nt policies for construction workers are 295|296 | 590 | 57.20 | 23.99 | 3.92 4
The image of artisans in the society is poor 2.95|9.25| 9.21 |43.17 | 35.42 | 3.89 5
There is poor career progression path for artisans 440 | 4.76 | 5.49 | 56.41 | 28.94 | 3.75

Table 6.32 indicates the respondent’s perceptions on the proposed strategies for improving the

TAT system. It is noteworthy that all the strategies have MS> 4.20 < 5.00 and an overall mean

score (OMS) of 4.36 for all the proposed strategies as shown in table 6.32 which indicate that the

respondents strongly agree with the proposed strategies for

improving the traditional

apprenticeship system of training artisans. Most notable among the proposed strategies are the

ones with the MS values of 4.36 and above, noting here that the OMS value is 4.36. From this

result, the respondents can be deemed to agree with all of the proposed strategies.
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Table 6.32: Strategies for improving the traditional apprenticeship system

Proposed Strategies = | cieieiiiieens Response %.......ccccceeennen
SA D N A SA MS | OMS

Establish the department of skills
development in each Local Government to 0.00 | 2.21 | 4.43 | 42.44 | 50.92 | 4.42
mobilise and sensitise youth

Create Skills Acquisition Fund (SAF) to
provide training scholarships.

0.00 | 0.37 | 5.17 | 46.86 | 47.60 | 4.42

Put in place an effective monitoring organ to

ensure unified standard and quality 0.74 1 0.37 1 4.43 | 45.39 | 49.08 | 4.42

Encourage public private partnership in

o . 0.00 | 1.85 | 3.32 | 47.23 | 47.60 | 4.41
training provision

Provide incentives to attract young people to

; 0.00 | 1.48 | 4.80 | 47.23 | 46.49 | 4.39
skill acquisition

Establish skills development centres in each

N 0.74 | 1.11 | 5.17 | 45.76 | 47.23 | 4.38 4.36
major cities

Government direct involvement on skill

111 | 1.85 | 5.19 | 42.22 | 49.63 | 4.37
acquisition programmes

Re-orientate the youth through the media on

dignity of labour 0.37 | 1.10 | 5.15 | 48.53 | 44.85 | 4.36

Give better recognition to informal education

; ; - 0.00 | 1.48 | 6.27 | 50.55 | 41.70 | 4.32
(apprenticeship training)

Employers should partner with government to
establish artisan villages

Accredit trainers before engaging them 0.37 | 0.74 | 6.67 | 50.74 | 41.48 | 4.32

0.37 | 1.85 | 6.67 | 47.78 | 43.33 | 4.32

Reforms in the youth development policy to

. - X 0.74 | 1.47 | 9.93 | 46.63 | 38.24 | 4.23
give priority to skills development

Table 6.33 indicates the respondents’ perceptions on proposed strategies for improving employers’
participation in training. It is noteworthy that all the strategies have all the mean scores within the
range MS > 3.40 < 4.20 and MS> 4.20 <5.00 and an overall mean score (OMS) of 4.26 for all the
proposed strategies as shown in Table 6.33 which indicates that the respondents strongly agree /
agree with the proposed strategies for improving the participation of employers in training. Most
notable among the proposed strategies are the ones with the MS values of 4.26 and above, noting
here that the OMS value is 4.26.

From this result the respondents can be deemed to agree with most of the proposed strategies -
standardising the remunerations of artisans; providing incentives to motivate employers to
participate more in training; creating more artisan training centres to accommodate more
employers’ sponsored trainees; and establishing investment in people initiative to mobilise

employers for training to improve the participation of employers.
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Table 6.33: Strategies for improving the participation of employers in the artisan training

Proposed Strategy | ceeeeeee Response %.......cccccereuen
SD D N A SA MS | OMS
Standardise remunerations of artisans 0.74 | 1.48 | 4.81 | 51.48 | 41.48 | 4.31

Provide incentives to motivate employers to participate 0371330 | 519

; ey 48.89 | 41.85 | 4.28
more in training

Create more artisan training centres to accommodate 111|185 | 7.78 | 4889 | 40.37 | 4.26 | 4.26
more employers’ sponsored trainees

Establish Investment in people initiative to mobilise 075 | 1.12 | 5.60

e 55.97 | 36.57 | 4.26
employers for training

Establish a dedicated agency for training of artisans for 0.74 | 259 | 6.67

the industry 56.67 | 33.33 | 4.19

Table 6.34 indicates the respondents’ perceptions on proposed strategies for improving the VT
college training system. It is noteworthy that all the strategies have all the mean scores within the
range MS > 3.40 < 4.20 and MS> 4.20 < 5.00; and an overall mean score (OMS) of 4.33 for all the
proposed strategies as shown in Table 6.34 which indicates that the respondents strongly agreed /
agreed with the proposed strategies for improving the VT college system of training artisans. Most
notable among the proposed strategies are the ones with the MS values of 4.36 and above, noting
here that OMS value is 4.33.

From this result the respondents can be deemed to agree with the proposed strategies of -
Government should provide adequate funding for the technical colleges; government should
provide adequate training facilities for the colleges; Schools should engage the services of career
counsellors to sensitise high school students towards construction careers; Government should
create more vocational technical colleges; provide labour market information, opportunities, wage
data to students via the internet, leaflets and workshops; employers and government should
sponsor media campaigns to attract trainees to construction trades; and reform the policy
provisions establishing NBTE as the most recommended strategies for improving the VT college

system of training artisans.
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Table 6.34: Strategies for improving the college system of training

Proposed Strategy | .ceevninieens Response %.....ccccccuvreeanens

SD D N A SA MS | OMS

Government should provide adequate
funding for the technical colleges 0.37 | 0.10 | 4.04 | 43.38 | 51.10 | 4.44

Provide adequate training facilities for

0.37 | 0.37 | 4.04 | 45.22 | 50.00 | 4.44
the colleges

Schools should engage the services
of career counsellors to sensitise high
school students towards construction
careers

1.48 | 2.58 | 8.86 | 45.02 | 42.07 | 4.40

Government should create more

X . 1.48 | 0.74 | 3.69 | 45.02 | 49.08 | 4.39
vocational technical colleges

Provide labour market information,
opportunities, wage data to students
via the internet, leaflets and
workshops

0.74 | 0.74 | 4.83 | 46.89 | 46.85 | 4.38

Employers and government should
sponsor media campaigns to attract 0.00 | 1.85 | 4.81 | 49.26 | 44.07 | 4.36 | 4.33
trainees to construction trades.

Reform the policy provisions

establishing NBTE. 0.37 | 1.11 | 7.01 | 48.71 | 42.80 | 4.34

Employers and Government should
provide scholarships to attract new 0.00 | 0.74 | 5.54 | 46.49 | 47.23 | 4.32
entrants.

Industry leaders should engage in
school tour annually to mobilise youth | 1.48 | 2.58 | 8.85 | 45.03 | 42.07 | 4.32
to enlist for construction occupations.

Employers and other industry
stakeholders should Sponsor summer
construction camps for high school
students.

0.74 | 1.11 | 7.38 | 51.29 | 39.48 | 4.28

Education policy reforms to give

" . L 0.74 | 0.37 | 6.62 | 56.25 | 36.03 | 4.26
recognition to vocational qualifications

Construction academies and clubs

should be established in high schools. 1.39 | 2.66 | 8.86 | 45.02 | 42.07 | 4.42

Integration of vocational technical

. . . 111 | 7.75 | 3.69 | 48.71 | 38.75 | 4.16
colleges into the university system
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6.4 RESPONSES FROM THE COLLEGE MANAGEMENT AND STAFF MEMBERS

6.4.1 Introduction

The following sections present the analyses of data from vocational technical college management
and staff members on the (VT) college system of training artisans. The analysis covers strategic
areas of the college operation. The areas covered included recruitment and admission strategy;
staffing; teaching and learning strategy; student assessment policy and procedures; physical
infrastructure; training facilities and library resources; regulatory mechanism; government policy
and level of funding; administrative services; and proposed strategies for improving training in the

colleges.

The respondents were asked to rate the option that best describes the level of adequacy of the
following factors that impact on VT colleges. Table 6.35 indicates the respondents’ perceptions on
the adequacy of the factors relating to recruitment and admission strategy impacting on training in
the VT colleges. In general, it can be observed that the respondents perceived the identified
factors in Table 6.35 as being inadequate with all the MS > 1.80 < 2.60. Notable among the factors
is marketing of programmes though the media, which ranked 4™ and the least among the factors
with the MS values of 2.02.

From this result, the respondents can be deemed to perceive the lack of marketing of programmes
through the media as the recruitment / admission related factor that negatively impacts most on
artisan training in the colleges. Other factors such as the widening of access to admit more
candidates; strategies for attracting new students; and government image of the technical colleges
are also perceived as inadequate and negatively impact on the training of artisans in the VT

colleges.
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Table 6.35: Recruitment and admission strategy

Factor ] s Response %.......cccccerunnen
Gl IN UN AD HA MS | Rank
Government image of the technical colleges 12.00 | 58.00 | 10.00 | 12.00 | 8.00 | 2.46 1
Strategies for attracting new students 19.61 | 47.06 | 5.88 | 23.53 | 3.92 | 2.45

Widening of access to admit more candidates | 13.73 | 54.90 | 9.80 | 15.69 | 5.88 | 2.44
Marketing of programmes through the media | 25.49 | 54.90 | 11.76 | 7.84 | 0.00 | 2.02

AlW|DN

Table 6.36 indicates the respondents’ perceptions on the adequacy of factors relating to staffing
impacting on the training of artisans in the VT colleges. It can be observed that the respondents
perceived employment policy and conditions of service as being inadequate with the MS > 1.80 <
2.60 and ranked lowest (6"). All the other factors have MS > 2.60 < 3.40 which indicates that the

respondents are unsure about the adequacy of these factors.

From this result, the respondents can be deemed to perceive the employment policy and
conditions of service as the factors that negatively impacts on the artisan training the most in the
colleges. However, the respondent can be deemed to be unsure about the adequacy of teaching
experience of staff members; qualifications of staff members; number of administrative, teaching

and support staff members and procedures of staff selection, appointment and induction in the VT

colleges.
Table 6.36: Staffing in the VT colleges
Factor e, Response %.................
Gl IN UN AD HA | M'S | Rank
Teaching experience of staff members 25.49 | 5490 | 11.76 | 7.76 | 0.00 | 3.12 1
The qualifications of staff members 13.73 | 54.90 | 9.80 | 15.69 | 5.88 | 3.10 2
The number of administrative and supporting staff | 19.61 | 47.06 | 5.88 | 23.53 | 3.92 | 3.02 3
The number of teaching staff 29.17 | 52.08 | 16.67 | 2.08 | 0.00 | 2.92 4
Procedure of selection, appointment and induction | 8.33 | 4.17 | 2.08 | 85.42 | 0.00 | 2.78 5
The employment policy and condition of service 65.31 | 34.69 | 0.00 | 0.00 | 0.00 | 2.47 6

Table 6.37 indicates the respondents’ perceptions on the adequacy of the factors relating to
teaching and learning strategy impacting training in the VT colleges. It can be observed that the
respondents perceived the level of practicals conducted for teaching students; and monitoring
strategies to ensure compliance as inadequate with MS > 1.80 < 2.60 and were ranked 4™ and 3™

among the factors respectively. It can also be observed that the respondents are unsure about the
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adequacy of the mode of delivery and teaching methods; and regular review and updating of
teaching methods with MS > 2.60 < 3.40.

From this result, the respondents can be deemed to perceive the level of practicals conducted for
teaching students; and monitoring strategies to ensure compliance as the factors relating to
teaching and learning mostly inadequate and negatively impacting on the training in the VT

colleges.
Table 6.37: Teaching and learning strategy
Factor | Response %..................
Gl IN UN AD HA MS | Rank

Regular review and update of teaching methods 17.65 | 59.22 | 7.84 | 23.53 | 11.76 | 2.73 1
The mode of delivery and teaching methods 7.84 | 49.02 | 11.76 | 25.49 | 5.88 | 2.71 2
Monitoring strategies to ensure compliance 11.76 | 49.02 | 11.76 | 23.53 | 3.92 | 2.59 3
The level of practicals conducted for teaching 15.69 | 52.94 | 784 | 1765 | 588 | 2.45 4
students

Table 6.38 indicates the respondents’ perceptions on the adequacy of the factors relating to
student assessment policy and procedures in the VT colleges. It can be observed that the
respondents perceived the identified factors relating student assessment policy and procedures in
Table 6.38 as being adequate with all the MS > 3.40 < 4.20.

From this result, the respondents can be deemed to perceive reliability of student assessment and
monitoring of student progress as the most adequate factors with regards to student assessment
policy and procedure in the VT college system. They are ranked 1% and 2™ with MS values of 3.61

and 3.59 respectively among other factors.

Table 6.38: Student assessment policy and procedures

Factor | ...l Response %.....cccccceeeeeinnnneen.
Gl IN UN AD HA | MS | Rank
Reliability of student assessment | 0.00 | 7.84 | 27.45 | 60.78 | 3.92 | 3.61 | 1

Monitoring of student progress 0.00 | 7.80 | 25,49 | 66.67 | 0.00 | 3.59
Security of student records 5.88 | 5.88 |2157 |58.82 | 7.04 | 3.57
Internal and external moderation | 1.96 | 11.76 | 21.57 | 64.71 | 0.00 | 3.49
Internal assessment of students | 1.96 | 15.69 | 23.53 | 54.90 | 3.92 | 3.43

gl |wWDN

Table 6.39 shows the respondents’ perceptions on the adequacy of the factors relating to physical
infrastructure, training facilities and library resources affecting training in the VT colleges. It can be
observed that the respondents perceived all the factors as being inadequate / grossly inadequate

with all the mean scores falling within MS > 1.00 < 1.80 and MS > 1.80 < 2.60. It is noteworthy that
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the maintenance of library facilities; books and other resources in the library and workshop
equipment for practicals are ranked lowest - 8", 7" and 6™ with MS values of 1.75, 1.84 and 1.87
respectively.

From this result, the respondents can be deemed to perceive, maintenance of library facilities;
books and other resources in the library; and workshop equipment for practicals as the factor
relating to physical infrastructure, training facilities and library resources as most inadequate
factors that negatively impact on the artisan training the in the VT colleges.

Table 6.39: Physical infrastructure, training facilities and library resources

Factor | Response %................
Gl IN UN AD HA | MS | Rank

The condition of the building 31.37 | 47.06 | 1.96 | 15.96 | 3.2 | 2.14 1
The number of buildings for offices, workshops, classes 3529 | 47.06 | 000 | 13.73 | 3.92 | 2.04 >
and hostels

IT infrastructure for training 50.98 | 23.53 | 3.92 | 15.69 | 5.88 | 2.02 3
Maintenance of workshop facilities 41.18 | 39.22 | 3.92 | 11.76 | 3.92 | 1.98 4
The size and scope of library 37.25 | 45.10 | 9.80 | 7.84 | 0.00 | 1.88 5
Workshop equipment for practicals 41.18 | 43.14 | 3.92 | 9.80 | 1.96 | 1.87 6
Books and other resources in the library 37.25 | 47.06 | 9.80 | 5.88 | 0.00 | 1.84 7
Maintenance of library facilities 47.06 | 37.25 1 9.80 | 5.88 | 0.00 | 1.75 8

Table 6.40 indicates the respondents’ perceptions on the adequacy of the factors relating to the
regulatory mechanism impacting on training in the VT colleges. The National Board for Technical
Education (NBTE) is the regulatory body for the VT colleges. It can be observed from the table that
the respondents rate NBTE operations as being inadequate with all the MS > 1.80 < 2.60. Notable
among the factors is the frequency of visits for programme accreditation, which ranked 3" and the

last among the factors assessed with MS value of 2.37.

From this result, the respondents can be deemed to perceive the frequency of visits for programme
accreditation as the most inadequate factor relating to regulation that most impact on the training of
artisans in the VT colleges. The level of attention received from NBTE; and the technical support
received from NBTE are also inadequate and negatively impacting on the training in the VT

colleges too.

114




Table 6.40: Regulatory mechanism: the NBTE as the regulatory body.

Factor | s Response %.......cccceeu..
Gl IN UN AD HA | MS | Rank
Technical support received from NBTE 9.80 | 39.22 | 33.33 | 17.65 | 0.00 | 2.59 1
Level of attention received from NBTE 11.76 | 49.02 | 15.69 | 21.57 | 1.96 | 2.53 2
Frequency of visit for programme accreditation | 17.65 | 47.06 | 19.61 | 11.76 | 3.92 | 2.37 3

Table 6.41 indicates the respondents’ perceptions on the adequacy of the factors relating to

government policy and the funding of training in the VT colleges. In general, it can be observed

that the respondents perceived the identified factors in Table 6.41 as inadequate with all the MS >

1.80 < 2.60. Notable among the factors are grants for infrastructure development; level of funding

received from government for running the colleges; and government policy on the rating of VT

college certificates which ranked lowest, 5, 4™ and 3™ among the factors with the MS of 1.92, 1.98

and 2.24 respectively.

From this result, the respondents can be deemed to perceive grants for infrastructure

development; level of funding received from government for running the colleges; and government

policy on the rating of VT college certificates as the most inadequate factors relating to government

policy and funding and negatively impacting on the training offered in the VT colleges.

Table 6.41: Government policy and level of funding

Factor | Response %................
Gl IN UN AD HA | MS | Rank

Government policy on technical and vocational 17.65 | 56.86 | 5.88 | 17.65 | 1.96 | 2.27 1
education ' ' ' ' ' '

Policy on career progression with technical college 2745 | 4706 | 1.96 | 1961 | 3.92 | 2.25 >
certificates ' ' ' ' ' '
Government policy on the rating of technical college 2549 | 5098 | 1.96 | 17.65 | 3.92 | 2.24 3
certificates ' ' ' ' ' '

Level of funding received from government for running 3333 49.02 | 588 | 9.80 | 1.96 | 1.98 4
the colleges

Grants for infrastructure development 35.29 | 49.02 | 5.88 | 7.84 | 1.96 | 1.92 5

Table 6.42 indicates the respondents’ perceptions on the adequacy of the factors relating to

administrative services in the VT colleges. It can be observed that the respondents are unsure

about the adequacy of the identified factors in Table 6.42 with all the MS > 2.60 < 3.40.

From this result, the respondents can be deemed to perceive factors relating to administrative

services in the VT colleges as neither inadequate nor adequate.
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Table 6.42: Administrative services

Factor | s Response %.......cccceeuu..
Gl IN UN AD HA | MS | Rank
Identification of non-active and at-risk students 1.96 | 15.69 | 31.37 | 45.10 | 5.88 | 3.37 1
Ensuring the integrity of the certification 0.00 | 19.61 | 29.41 | 47.06 | 3.92 | 3.35 2
Provision of information for students 1.96 | 17.65 | 31.37 | 47.06 | 1.96 | 3.29 3
Dealing with the needs of a diverse student population | 0.00 | 23.53 | 33.33 | 37.25 | 5.88 | 3.25 4

Table 6.43 indicates the respondents’ perceptions on the proposed strategies for improving the VT
college system of training. It is noteworthy that most of the strategies have MS> 4.20 < 5.00 and an
overall mean score (OMS) of 4.33 for all the proposed strategies as shown in Table 6.43 which
indicate that the respondents strongly agree with the proposed strategies for improving the VT
college system of training artisans. Most notable among the proposed strategies are the ones with
the MS values of 4.33 and above, noting here that OMS value is 4.33.

From this result the respondents can be deemed to agree with the following proposed strategies of
— a dedicated regulatory body should be set up for vocational technical colleges; provision of
adequate infrastructure and training facilities for the technical colleges; improved salaries and
welfare packages for vocational teachers to attract the most talented human resources; policy
reform for a better rating of vocational technical certificates; better recognition be given to
vocational technical qualification to boost the image in society; government should integrate
vocational technical education with the university system for easy study progression; and
government should embark on an aggressive media campaigns to market vocational colleges.
These are the most recommended strategies for improving the VT college system for training

artisans.
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Table 6.43: Strategies for improving the VT College system of training

Proposed Strategy | ceeeeeeeeeens Response %.....c.cccccuvrunnen
SD D N A SA MS | OMS

A dedicated regulatory body should be set up

. ) 1.96 | 1.96 | 1.96 | 35.29 | 58.82 | 4.47
for vocational technical colleges.

Provision of adequate infrastructure and

training facilities for the technical colleges 0.00 | 3.92 | 1.96 | 41.18 | 52.94 | 4.43

Improved salaries and welfare packages for
vocational teachers to attract the most talented | 0.00 | 7.84 | 1.96 | 31.37 | 58.82 | 4.41
human resources

Policy reform for a better rating of vocational

g o 1.96 | 3.92 | 0.00 | 39.22 | 54.90 | 4.41
technical certificates

Better recognition be given to vocational
technical qualification to boost the image in 1.86 | 2.06 | 5.88 | 37.25 | 52.94 | 4.37
society

Government should integrate vocational
technical education with the university system | 3.92 | 1.96 | 1.96 | 37.25 | 54.90 | 4.37 | 4.33
for easy study progression.

Government should embark on aggressive
media campaigns to market vocational 5.88 | 3.92 | 0.00 | 31.37 | 58.82 | 4.33
colleges

Reform the education policy to give priority to

X . ; 196 | 3.92 | 5.88 | 39.22 | 49.02 | 4.29
vocational and technical education

Training and retraining of vocational and

X 1.96 | 3.92 | 3.92 | 47.10 | 43.10 | 4.27
technical teachers

Provide adequate funding for the vocational

X 3.92 | 588 | 1.96 | 43.14 | 45.10 | 4.20
and technical colleges

Provision of scholarships and other incentive

to attract the youths to technical colleges 3.92| 7841 0.00 | 4510 | 43.14 | 4.16

6.5 RESPONSES FROM THE MASTER ARTISANS

Table 6.44 indicates the respondents’ perceptions on the adequacy of the factors relating the
recruitment of apprentices to artisan training. In general, it can be observed that the respondents

perceived the identified factors in Table 6.44 as being inadequate as all the MS > 1.80 < 2.60.

From this result, the respondents can be deemed to perceive the level of recognition and
promotion of the training programmes; marketing of the training programmes; and strategies for
attracting new apprentices as inadequate and negatively impacting on the attraction of new

entrants to enrol in artisans training.
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Table 6.44: Recruitment of new entrants to training

Factor | Response %...............
Rank
Gl AD UN AD | HA | MS
Strategies for attracting new apprentices 39.51 | 30.86 | 20.99 | 8.64 | 0.00 | 1.99 1
Marketing of the training programmes 43.21 | 3457 | 16.05 | 6.17 | 0.00 | 1.85 2
Le\_/e_l of recognition and promotion of the 4321 | 3457 | 1605 | 6.17 | 0.00 | 1.85 3
training programmes

Table 6.45 indicates the respondents’ perceptions on the adequacy of factors relating to learning
strategy impacting on the artisan training. In general, it can be observed that the respondents
perceived the identified factors in Table 6.45 as inadequate with all the MS > 1.80 < 2.60. Notable
among the factors are the blending of theoretical knowledge with practicals; regular review and
updating of teaching methods; which ranked 5™ and 4™ among the factors with the MS values of

1.98 and 2.07 respectively.

From this result, the respondents can be deemed to perceive the blending of theoretical knowledge
with practicals; regular review and update of teaching methods as inadequate and the factors

relating to learning strategy that impact artisan training the most.

Table 6.45:; Learning strategy

Factor | Response % ..............
Gl AD UN AD HA | MS | Rank
Monitoring strategies to ensure compliance 23.46 | 43.21 | 27.16 | 6.17 | 0.00 | 2.16 1
The mode of delivery and teaching methods 23.46 | 48.15 | 19.75 | 8.64 | 0.00 | 2.14 2
Assessment of trainees before certification 34,57 | 30.86 | 22.22 | 12.35 | 0.00 | 2.12 3
Regular review and update of teaching methods | 25.93 | 49.38 | 16.05 | 8.64 | 0.00 | 2.07 4
Blending of theoretical knowledge with practicals | 35.80 | 37.04 | 20.99 | 6.17 | 0.00 | 1.98 5

Table 6.46 indicates the respondents’ perceptions on the adequacy of the factors relating to policy
framework and funding and how they impact on the artisan training. It can be observed that the
respondents rate the factor relating to policy and funding as being inadequate as seen from Table
6.46 with all the MS > 1.80 < 2.60. Notable and least ranked among the factors are training
scholarships and level of funding of the training programmes which ranked 4™ and 3" and with MS

values of 1.93 and 2.07 respectively.

From this result, the respondents can be deemed to perceive training scholarships and level of
funding of the training programmes, as inadequate and the factors relating to policy and funding

which negatively impact on the artisan training the most.
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Table 6.46: Policy framework and funding of the training

Factor | e Response %.....c.cccceeeennn

Gl IN UN AD HA MS Rank

Government recognition and attention on informal 33.33 | 4091 | 12.45 | 12.25 | 1.23 207 1

education
Government policy on training 37.04 | 3457 | 1852 | 8.64 | 1.23 2.02 2
Level of funding of the training programmes. 3580 | 39.51 | 1481 | 8.64 | 1.23 2.00 3

o ) 41.98 | 3457 | 13.58 | 8.64 | 1.23 | 1.93 4
Training scholarships

Table 6.47 indicates the respondents’ perceptions on the adequacy of the factors relating to
government regulation of the artisan training. It can be observed from the table that the
respondents rate government regulation of artisan training as being inadequate with all the MS >
1.80 < 2.60. Most notable among the factors is, the training centres and programme accreditation,

which is ranked least (3™) among the factors, with MS value of 1.89.

According to this result, the respondents can be deemed to perceive the training centres and
programme accreditation as the factors relating to government regulation which negatively impacts

on the artisan training the most.

Table 6.47: Government regulation of artisan training

Factor | e Response %................
Gl IN UN AD HA | MS | Rank

Level of regulation and coordination 2716 | 46.91 | 14.81 | 11.11 | 0.00 | 2.10 1

Technical support 2716 | 49.38 | 13.58 | 9.88 | 0.00 | 2.06 | 2

Training centres and programme accreditation 3580 | 4691 | 9.88 | 7.41 | 0.00 | 1.89 3

Table 6.48 indicates the respondents’ perceptions on the proposed strategies for improving the
artisan training. It is noteworthy that all the proposed strategies have all the MS > 3.40 <4.20 and
an overall mean score (OMS) of 3.92 for all the proposed strategies as shown in Table 6.48 which
indicate that the respondents generally agreed with the proposed strategies for improving the
artisan training. Most notable among the proposed strategies are the ones with the MS values of
3.92 and above, noting here that the OMS value is 3.92.

From this result the respondents can be deemed to agree with the following proposed strategies —
setting up of a Skills Acquisition Fund (SAF) for adequate and sustained funding of vocational

training; set up skills centres in each major city to complement master artisans’ efforts; partnership
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among employers to establish artisan training centres; establishing a unified assessment and
certification system for the artisan training programmes; providing incentives to attract young
people to skill acquisition; government to establish an agency to regulate and standardize
traditional apprenticeship training; Making policy provisions to facilitate public private partnership
for skill development; and Industry stakeholders should provide scholarships to support training.
These are the most recommended strategies for improving the artisan training.

Table 6.48: Proposed strategies for improving the training

Proposed Strategy SD D N A SA | MS | OMS
Set up Skills Acquisition Fund (SAF) for
adequate and sustained funding of 0.00 | 6.17 | 9.88 | 46.91 | 37.04 | 4.15

vocational training.

Set up skills centres in each major city to

. . , 0.00 | 6.17 | 12.35 | 45.68 | 35.80 | 4.11
compliment master artisans’ efforts.

Partnership among employers to establish

X o 0.00 | 9.88 | 9.88 | 43.21 | 37.04 | 4.07
artisan training centres

Establish a unified assessment and
certification system for the traditional 0.00 | 9.88 | 9.88 | 44.44 | 35.80 | 4.06
apprenticeship training programmes.

Provide incentives to attract young people

. 0.00 | 741 | 8.64 | 56.79 | 27.16 | 4.04
to skill acquisition.

Government to establish an agency to
regulate and standardize traditional 0.00 | 6.17 | 9.88 | 59.26 | 24.69 | 4.02
apprenticeship training.

Make policy provisions to facilitate Public

private partnership for skill development 0.00 | 6.17 | 16.05 | 51.85 | 2593 | 3.98 3.92

Industry stakeholders should provide

) . 0.00 | 8.64 | 12.35 | 54.32 | 24.69 | 3.95
scholarships to support training

Give better recognition to informal
education system (apprenticeship) through
appropriate policy provisions as a means of
economic empowerment

3.70 | 7.41 | 9.88 | 53.09 | 25.93 | 3.90

Formulation of a robust youth policy that will

, - . 0.00 | 6.17 | 22.22 | 49.38 | 22.22 | 3.88
give priority to skills acquisition

Government direct involvement in skill

0.00 | 8.64 | 23.46 | 43.21 | 24.69 | 3.84
acquisition programmes

A regular monitoring strategy should be in

place for the training to ensure standard. 10.00 | 7.50 | 8.75 | 46.25 | 27.50 | 3.74

Create skills support department in the
Local Governments Areas to promote skills | 12.35 | 6.17 | 11.11 | 45.68 | 24.69 | 3.64
acquisition.

Master artisans should be accredited before

- . e 12.35 | 7.50 | 11.11 | 44.44 | 24.69 | 3.62
their involvement in training.
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6.6 ANALYSIS AND PRESENTATION OF INTERVIEWS

As indicated in section 5.6.1.2, interviews were conducted with the Directors of education
ministries in the states included in the study. The interviews highlight the perceptions of the
respondents on the issues that concern vocational education and training in their states. The
analysis of the remarks, comments and perceptions of the directors is presented in the following

sections.

6.6.1 Poor societal perception of artisans

The analysis showed that society perceives artisans poorly and rate them lower compared with the
people working in an office. The responses of the interviewees also pointed out that those who
enrol as apprentices are seen as coming from economically disadvantaged backgrounds and
lacking in financial resources or intellectual capacity to go along the general education route. For

instance, concerning the poor societal perception of artisans, such comments as these were made:

“....There is a wrong notion among our people generally that those people who are not
good are the ones that should go to technical colleges; you see if a child is not doing

well in school, he would be told to go to technical college.” [Education Ministry Director]

Further on poor societal perception of artisans, one of the interviewees gave this comment on the

way forward:

“....I think the matter is majorly in the hands of the federal government, | mean our
lawmakers, to remove the bad tag that has been placed on vocational education and its
certificates; unless they give the same recognition to vocational education like general

education the story will remain the same.” [Education Ministry Director]

6.6.2 Funding

In terms of funding, the analysis revealed that although vocational education is expensive,
however, it confirmed that the financial allocations to it from the annual budgets both from the
federal and state levels of government were insufficient to effective deliver quality vocational
training. This finding is consistent with the World Bank (2004) position on expenditure on education
in Nigeria as part of government total spending which it described to be low compared with what
obtains in most developing nations. The following comment was made on the issue of funding by

one of the interviewees:

“...I may say that the government is trying in a way to finance education because the
money is not enough to generally meet all the needs; everybody knows that. | only
think that we have not given education the right priority in this country.” [Education

Ministry Director]
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6.6.3 Vocational teachers

Findings indicate that the vocational teachers are not adequately remunerated and as a result, they
are not passionate about the work. Some are engaged in other businesses to augment their
income. This finding is in agreement with the assertion of Abassah (2011:57-63) who observed that
the motivation level of vocational teachers is low and they are poorly remunerated and remain
underdeveloped as there are no provisions for in-service training and capacity building

programmes for them. One interviewee commented as follows:

“...Some years ago, the federal government attempted to offer a special salary
package for the vocational teachers as a way of motivation to attract best hands. It is
disturbing to say that such proposal never got implemented till date.” [Education

Ministry Director]

6.6.4  Youth unemployment

Regarding youth unemployment, the analysis indicates that the poor performance of vocational
education and training is one of the major factors responsible for youth unemployment in the
country. Vocational training impacts the necessary skills needed to function in the world of work to

the trainees. This comment was made by one of the interviewees:

.....A graduate of the technical college is capable of earning a living with the skills
acquired in the college. However, the trend among our youth today is that of apathy to
skills acquisition and a desire for quick riches. This makes them take to commercial

motorcycling operation, popularly called okada” [Education Ministry Director]

6.6.5 Parental influence

Concerning parental influence, the analysis confirmed that most parents counsel their children
against enrolling in vocational colleges, given the discrimination against the qualifications and the
graduates. As reported in the literature (Dike 2011:3) that there is an undue emphasis placed on

paper qualifications from the university system in Nigeria with poor consideration for skills.

.....Anyway, | cannot blame the parents because the kind of humiliating treatment given
fo vocational certificate holders today in this country is very annoying” [Education

Ministry Director]

6.6.6  Corruption and poor political leadership

Concerning corrupt practices and poor political leadership, the analysis confirmed that there are

corrupt practices in the system and the challenge of poor political leadership in the country is also
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a matter of concern. These have negatively impacted on vocational education as has been
previously reported in the literature (Dike, 2011:4). For instance, the appointment of inappropriate
individuals in political offices like ministers would mean a lot of stagnancy for that ministry. One

interviewee commented as follows:

“....I call this putting square pegs in round holes, we have seen this done in the this
country many times in the past where persons with art background appointed as the
minister of education, the concerns of the technical education will not be understood by
such political appointees” [Education Ministry Director]

Furthermore, analysis indicated that there is endemic corruption in the society generally; and this is
affecting the national development. The political system lacks checks and balances to control the
autocratic tendencies in government and to hold political office holders accountable for their

actions.

6.6.7 Integration with the university system

The analysis revealed that many vocational qualification holders find it difficult to climb the career
ladder because most universities would not accept such qualifications as requirement for
admission. This often leads to frustration and unfulfiled ambitions. Adults with such bitter
experiences have often vowed that they would never allow their children or anyone close to them
to choose the vocational pathway. The analysis further showed that the dichotomy between the
general education and the vocational education / training in the country has a major negative

impact on the general deterioration of vocational education and the training subsector.

It is believed that the solution to this is the appropriate policy reforms that would integrate the
university system with the vocational education and training system. The interviewees advocated
public re-orientation on equal importance of the general and vocational education and ease of
access to continue education in the university for vocational graduates. An interviewee gave this

comment:

“....There should be a kind of public awareness to sensitise the general public on the
shift of government perspective to accord the same recognition to vocational
certificates as general education. | believe that more trainees would enrol in vocational

training if this integration could be carried out” [Education Ministry Director]
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6.6.8 Summary of the interview analysis

In the pursuit of the achievement of the research aim of investigating the artisan training system for
house construction in South Western Nigeria, this qualitative inquiry was undertaken to
complement the quantitative inquiry. This would help also to obtain robust and balanced data for
the study. The findings of the interview have further strengthened the evidence of the poor
performance of the artisan training system as reported in the literature. The various factors
impacting on the artisan training such as poor integration with the university, poor society
perception, inadequate funding and corrupt practices have been further established through the

interviews.

6.7 TESTING OF THE RESEARCH HYPOTHESES

6.7.1 Introduction

This section presents the inferential statistics of the results obtained from further analysis of the
descriptive statistics presented earlier in this chapter. In testing for the hypotheses, steps were
taken based on standard criteria to answer the questions about the differences between the
assumed statements or suppositions (the hypotheses) and the actual results of the research as
obtained from the appropriate test statistics. This is to ensure that the conclusions or inferences

drawn from the results are reliable.

6.7.2 The research hypotheses

Hypothesis 1: Government policy framework for the training of construction artisans in the

colleges is inadequate.

Hypothesis 2: Government policy framework for the training of construction artisans in the

traditional apprenticeship system is inadequate.
Hypothesis 3: The funding mechanism for the vocational education sub-sector is poor.

Hypothesis 4: The recruitment strategies for attracting new entrants into the artisan training in the

colleges are ineffective.

Hypothesis 5: The coordination and regulation of the traditional apprenticeship system of artisan

training is poor.

Hypothesis 6: The National Qualification Framework under which the vocational college system of

training operates is faulty and rigid.
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6.7.2.1 Hypothesis 1: Government policy framework for the training of construction
artisans in the colleges is inadequate

Stating the null hypothesis and the alternate hypothesis:
. Ho = Government policy framework for the training of construction artisans in the colleges is

adequate

. H; = Government policy framework for the training of construction artisans in the colleges is

inadequate
Decision rule: Reject null hypothesis if p is < 0.05

Question 1

Question one asked respondents to rate policy related factors affecting the training of artisans in
the vocational colleges in terms of responses to a scale of 1 (strongly disagree) to 5 (strongly

agree), and a mean score (MS) ranging between 1.00 and 5.00.
Cronbach’s Alpha (a) for Question 1 = 0.71 - Reliable

The Cronbach’s alpha for the items in Questions 1 is 0.71, indicating that they have good internal
consistency and thus, the single mean obtained for the questions is reliable. Cronbach’s alpha is
used to sum the mean scores of different items into one when the items measure different areas

within a single construct.

Table 6.49: Test of means against reference constant (value) related to Hypothesis 1

Question Mean | Std Dv | N | RC | p-value
Question 1_ave | 3.97 0.84 | 273 | 3 | 0.0000

Table 6.49 presents the inferential statistics relating to the above stated hypothesis, based on the

statistics; it can be assumed that for Hypothesis 1:

° In terms of Q1, the mean is significantly greater than the reference constant and the p-value
is statistically significant at 0.05 significant level.Hence Hy can be deemed rejected, while H;
can be deemed accepted, and p-value is statistically significant at 0.05 significant level.

Hence, Hy can be deemed rejected, while H; can be deemed accepted.
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Conclusion: Since the p-value indicates that the data provide sufficient evidence to reject the null
hypothesis in favour of the alternative hypothesis. It can be argued that indeed, government policy
framework for the training of construction artisans in the colleges is inadequate.

6.7.2.2 Hypothesis 2: Government policy framework for the training of construction
artisans in the traditional apprenticeship system is inadequate.

Stating the null hypothesis and the alternate hypothesis:
. Ho = Government policy framework for the training of construction artisans in the traditional

apprenticeship system is adequate

. H; = Government policy framework for the training of construction artisans in the traditional

apprenticeship system is inadequate
Decision rule: Reject null hypothesis if p is < 0.05

Question 7

Question seven asked respondents to rate policy factors affecting the training of artisans in the
traditional apprenticeship system in terms of responses to a scale of 1 (strongly disagree) to 5

(strongly agree), and a mean score (MS) ranging between 1.00 and 5.00.
Cronbach’s Alpha (a) for Question 7 = 0.75 - Reliable

The Cronbach’s alpha for the items in Questions 7 is 0.75, indicating that they have good internal
consistency and thus, the single mean obtained for the question is reliable. Cronbach’s alpha is
used to sum the mean scores of different items into one when the items measure different areas

within a single construct.

Table 6.50: Test of means against reference constant (value) related to Hypothesis 2

Question Mean | Std Dv | N | RC | p-value
Question 7_ave | 4.17 0.66 |275| 3 | 0.0000

Table 6.50 presents the inferential statistics relating to the above stated hypothesis, based on the

statistics; it can be assumed that for Hypothesis 2:

° In terms of Q7, the mean is significantly greater than the reference constant and p-value is
statistically significant at 0.05 significant level.Hence Hy can be deemed rejected, while H;
can be deemed accepted, and p-value is statistically significant at 0.05 significant level.

Hence, Hy can be deemed rejected, while H; can be deemed accepted.
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Conclusion: Since the p-value indicates that the data provide sufficient evidence to reject the null
hypothesis in favour of the alternative hypothesis. It can be argued that indeed, government policy
framework for the training of construction artisans in the traditional apprenticeship system is
inadequate.

6.7.2.3 Hypothesis 3: The funding mechanism for the vocational education sub-sector is
poor.

Stating the null hypothesis and the alternate hypothesis:

. Ho = The funding mechanism for the vocational education sub-sector is good.

. H; = The funding mechanism for the vocational education sub-sector is poor.

Decision rule: Reject null hypothesis if p is < 0.05
Question 4

Question four asked respondents to rate funding related factors affecting the vocational education
subsector in terms of responses to a scale of 1 (strongly disagree) to 5 (strongly agree), and a

mean score (MS) ranging between 1.00 and 5.00.
Cronbach’s Alpha (a) for Question 4 = 0.68 - Reliable

The Cronbach’s alpha for the items in Questions 4 is 0.68. This indicates that they have good

internal consistency and thus, the single mean obtained from the question is reliable.

Table 6.51: Test of means against reference constant (value) relating to Hypothesis 3

Question Mean | Std Dv | N | RC | p-value
Question 4_ave | 4.2 0.62 | 274 | 3 | 0.0000

Table 6.51 presents the inferential statistics relating to the above stated hypothesis. Therefore,

based on the statistics, it can be assumed that for hypothesis 3:

° In terms of Q4, the mean is significantly greater than the reference constant; the p-value is
significant at 0.05 significant level.Hence H, can be deemed rejected, while H; can be

deemed accepted.

Conclusion: Since p-value indicates that the data provide sufficient evidence to reject the null
hypothesis in favour of the alternative hypothesis. It can be argued that indeed, the funding

mechanism for the vocational education sub-sector is poor.
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6.7.2.4 Hypothesis 4: The recruitment strategies for attracting new entrants into the artisan
training in the colleges are ineffective.

Stating the null hypothesis and the alternate hypothesis:
. Ho = The recruitment strategies for attracting new entrants into the artisan training in the

colleges are effective.

. H; = The recruitment strategies for attracting new entrants into the artisan training in the
colleges are ineffective.

Decision rule: Reject null hypothesis if p is < 0.05

Question 2

Question two asked respondents to rate recruitment strategies for attracting potential artisans into
training in the vocational colleges in terms of responses to a scale of 1 (strongly disagree) to 5

(strongly agree), and a mean score (MS) ranging between 1.00 and 5.00.
Cronbach’s Alpha (a) for Question 2 = 0.71 - Reliable

The Cronbach’s alpha for the items in Questions 2 is 0.71, indicating that they have good internal

consistency and thus, the single mean obtained for the question is reliable.

Table 6.52: Test of means against reference constant (value) relating to Hypothesis 4

Question Mean | Std Dv | N | RC | p-value
Question 2_ave | 4.00 0.69 |274| 3 | 0.0000

Table 6.52 presents inferential statistics relative to the above stated hypothesis.
Therefore, based on the statistics, it can be assumed that for Hypothesis 4:

° In terms of Q2, the mean is significantly greater than the reference constant; the p-value is
significant at 0.05 significant level. Hence Hy, can be deemed rejected, while H; can be

deemed accepted.
Conclusion: Since p-values indicate that the data provide sufficient evidence to reject the null

hypothesis in favour of the alternative hypothesis. It can be argued that indeed, the recruitment

strategies for attracting new entrants into the artisan training in the colleges are ineffective.
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6.7.2.5 Hypothesis 5: The coordination and regulation of the traditional apprenticeship
system of artisan training is poor

Stating the null hypothesis and the alternate hypothesis:
. Ho = The coordination and regulation of the traditional apprenticeship system of artisan

training is good

. H,; = The coordination and regulation of the traditional apprenticeship system of artisan
training is poor

Decision rule: Reject the null hypothesis if p is < 0.05

Question 9

Question nine asked respondents to rate government coordinating and regulatory activities
affecting the training of artisans in the traditional apprenticeship system in terms of responses to a
scale of 1 (strongly disagree) to 5 (strongly agree), and a mean score (MS) ranging between 1.00
and 5.00.

Cronbach’s Alpha (a) for Question 9 = 0.84 - Reliable

The Cronbach’s alpha for the items in Question 9 is 0.84. This indicates that they have good

internal consistency and thus, the single mean obtained for the question is reliable.

Table 6.53: Test of means against reference constant (value) relating to Hypothesis 5

Question Mean | Std Dv | N | RC | p-value
Question 9_ave | 4.17 0.65 | 273 | 3 | 0.0000

Table 6.53 presents inferential statistics relative to the above stated Hypothesis 5

Therefore, based on the statistics, it can be assumed that for hypothesis :
° In terms of Q9, the mean is significantly greater than the reference constant and p -value is
significant at 0.05 significant level.Hence H, can be deemed rejected, while H; can be

deemed accepted.

Conclusion: Since the p-values indicate that the data provide sufficient evidence to reject the null
hypothesis in favour of the alternative hypothesis. It can be argued that indeed, the coordination

and regulation of the traditional apprenticeship system of artisan training is poor
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6.7.2.6 Hypothesis 6: The National Qualification Framework under which the vocational
college system of training operates is faulty.

Stating the null hypothesis and the alternate hypothesis:
. Ho = The National Qualification Framework under which the vocational college system of

training operates is faultless and flexible.

. H; = The National Qualification Framework under which the vocational college system of

training operates is faulty and rigid.
Decision rule: Reject null hypothesis if p is < 0.05

Question 3

Question three asked the respondents to rate factors related to the National Qualification
Framework impacting on the training of artisans in the vocational colleges in terms of responses to
a scale of 1 (strongly disagree) to 5 (strongly agree), and a mean score (MS) ranging between 1.00
and 5.00.

Cronbach’s Alpha (a) for Question 3 = 0.74 - Reliable

The Cronbach’s alpha for the items in Questions 3 is 0.74, indicating that they have good internal
consistency and thus, the single mean obtained for the questions is reliable. Cronbach’s alpha is
used to sum the mean scores of different items into one when the items measure different areas

within a single construct.

Table 6.54: Test of means against reference constant (value) related to Hypothesis 6

Question Mean | Std Dv | N | RC | p-value
Question 3_ave | 3.92 071 | 273 | 3 | 0.0000

Table 6.54 presents the inferential statistics relating to the above stated hypothesis, based on the

statistics; it can be assumed that for Hypothesis 6:

° In terms of Q3, the mean is significantly greater than the reference constant; P-value is
statistically significant at 0.05 significant level.Hence Hy can be deemed rejected, while H;

can be deemed accepted, and

Conclusion: Since p-value indicates that the data provide sufficient evidence to reject the null
hypothesis in favour of the alternative hypothesis. It can be argued that indeed, the National
Quialification Framework under which the vocational college system of training operates is faulty

and rigid.
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6.8 RESEARCH FINDINGS

The findings from the study are summarised and discussed under the following sections.

6.8.1 Introduction

This research focuses on the training of artisans for house building projects in South Western
Nigeria. The research is born out of practical concern in the industry, given the growing housing
deficit in Nigeria and the inadequate supply of artisans for house construction purposes. Sanni and
Alabi (2008:6) assert that there have been persistent neglect of the artisan training by government
in Nigeria and this has resulted in poor performances of both the college and the traditional
apprenticeship systems of training artisans. Agbola (2005:20) argues that this development has
consequently created a gap between demand and supply of artisans. The situation has been
exacerbated by the poor investment of employers in artisan training (Dainty et al., 2004:280).
Sourcing the needed skilled workmen for construction works has become increasingly difficult.
Consequently, migrant artisans have been attracted recently from neighbouring nations like Togo
and Benin Republic (Nworah, 2008:3) to fill the gap created by the shortage in local supply of
artisans. There is therefore a critical need to address the training of artisan for construction

processes.

The research investigated the above described problem employing the pragmatic philosophical
assumptions and mixed methods research strategy for collecting and analysing its data.
Specifically, questionnaire survey, a quantitative method and semi-structured interview, a
gualitative method were utilised to collect the data for this research. The key research findings are

presented in the next sections.

6.8.2 Policy issues

The findings indicate that the respondents agreed that vocational colleges are not properly
integrated with the university system for career progression, and this makes vocational training
path a dead end. This situation discourages potential artisans from enlisting for training in the
vocational colleges. This finding substantiates the earlier assertion of Aturu (2011:3) who posited
that education policies are unfavourable to the vocational segment, making no proper provision for
its integration into the National Qualification Framework (NQF). This finding also lends credence to
the position maintained by Dike (2008:5-7) that there is a protracted skills shortage in the Nigerian
construction industry and a general growing concern on youth unemployment. This development is
attributed to inadequacies in education and training policies. The finding therefore suggests that

there is an urgent need for policy interventions in the areas of education and employment. These
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findings also suggest the need for an objective engagement of the key stakeholders within the
sectors for appropriate reforms of key policies.

6.8.3 Recruitment

The results of the investigation indicate that respondents perceive that recruitment effort for
attracting new entrants into the artisan training is poor. A number of recruitment practices have
been identified in literature (Chan and Dainty, 2007:375-386; Chan and Moehler, 2007:409-418;
Morgan et al., 2008:238-252) as alternative strategies for marketing training in construction to
young people. These include the establishment of construction academies in high schools to
activate their interest in construction; annual school tours by industry leaders to mobilise young
people to enlist in construction occupations; sponsorship of construction summer camps and
scholarships provision for prospective artisans. It is pertinent to note that findings indicate that
there is a poor marketing drive for the training programmes through the media, there is also a lack
of training incentives like scholarships to encourage new intake. This finding establishes the view
point of Aturu (2011:3-8) that there is practically little or no intervention funding in form

scholarships for prospective artisan trainees in the construction trades.

It is also noteworthy that such recruitment approaches as construction academies and annual
school tours by industry leaders are yet to be explored. In addition, given the poor public
perception of artisans and the government discriminatory treatment of the vocational sub-sector,
there is therefore poor motivation for the VET teachers and other stakeholders to be actively
involved in the mobilisation and recruitment efforts. This substantiates the African Union (2007:23)
assertion that artisan training is left for the rural poor and the economically disadvantaged in
Nigeria. These findings suggest that there are gaps to be plugged in the area of recruitment drive

in order to effectively resolve the artisan training challenges in Nigeria.

6.8.4 Regulation

The findings from the study indicate that the NBTE as the regulatory agency is weak and negligent
in its duties towards the vocational colleges. Accreditation and standard maintenance activities of
this agency are only focused on the polytechnics while the vocational and technical colleges have
almost been left to run on their own. The findings further strengthen the submission of Dike
(2006:2) that the regulatory body for VET in Nigeria, the NBTE, is weak and failing in its
responsibilities. The respondents suggested that the immediate reforms of the policy provisions
establishing the NBTE is of necessity in order to reposition it to actively handle the regulation of the

artisan training.
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The findings relating to the traditional apprenticeship training system indicate that there is no
specific government agency assigned to coordinate and regulate the informal artisan training.
Thus, individual master artisans dictate the contents, period, assessment procedures and
certification process after the training. These findings validate the opinions of Usiwoma and Mgbor
(2005:328) and Eneh (2010:49-50) on the traditional apprenticeship training system.

The results from the investigation suggest the need for the establishment of an agency that would
coordinate the traditional apprenticeship training. This would also help to unify standards and

accredit master artisans before their involvement in training.

6.8.5 Funding

The findings regarding funding of artisan training indicate that funding of the training is poor,
vocational teachers are poorly remunerated, and scholarships and inadequate for the colleges.
This substantiates Aturu’s (2011:3) assertion that the annual budgetary allocation to education in
Nigeria has always been less than 11% against the 26% prescribed by UNESCO. In the case of
traditional apprenticeship system, government is not regulating it and as such is not involved in the

funding in any way.

It is pertinent to note that the findings also reveal that bureaucratic bottlenecks created by the
structure of government hinder access to funding allocated to vocational training. This takes the
funding problem to another level. Firstly, the allocated fund is far below the prescribed percentage;
secondly, the sharing formula is unfavourable to the vocational sub-sector; and thirdly, there are
bottlenecks constituting obstacles to the colleges for accessing the allocated fund. The crux of the
funding problem for the vocational colleges is the factor of the corrupt practices among government
officials who make it difficult for the authorities of the colleges to access their allocated funds. In
terms of approaches to addressing the issue of funding, the results indicate that deliberate
attention should be paid to boosting financial allocation to vocational training and monitoring the
disbursement. This issue should be taken seriously in order to ensure that the allocated funding

reaches the intended destination.

6.8.6  Physical infrastructure and training facilities

Results from the investigation indicate that the facilities for training in the vocational colleges are
grossly inadequate. The buildings are insufficient; library resources are sparse and the workshops
are not adequately equipped to deliver quality training required for competent artisans. These
findings validate the argument of Ekunke (2008:31-36) that many of the existing structures in the
colleges have dilapidated structures. In addressing the issue of infrastructure and training facilities,
findings indicate that infrastructure and training facilities should be given appropriate attention in

terms of funding as they are very critical in the training process.
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6.8.7  Staffing

Findings reveal that that employment policy and conditions of service for the members of staff in

the vocational colleges are poor. This confirms the submission of Abassah (2011:57-63) who noted
that the motivation level of VET teachers is low due to poor remunerations and inadequate
conditions of service. The teachers’ capacities remain largely remain underdeveloped as there are
no provisions for in-service training and capacity building programmes. However, it is noteworthy
that findings indicate that the respondents were unsure about the adequacy of the qualifications,
experiences and procedure of selection of staff members in the VT colleges.

6.9 CONCLUSION

This chapter has presented the analysis of the empirical survey data from the respondents on the
training of artisans from both the formal (college) and the informal (traditional apprenticeship)
systems of artisan training. The chapter has also presented the interview analysis, the tests of the
hypotheses formulated in the study and a summary of the research findings. The next chapter,
Chapter Seven articulates the strategies for resolving the artisan training challenges and proposes

a model of artisan training as an enabler of the strategies.
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CHAPTER 7
DEVELOPING STRATEGIES AND AN ARTISAN TRAINING MODEL

7.0 INTRODUCTION

This chapter articulates the strategies for improving the artisan training system for the house
construction sector in South Western Nigeria. It also proposes an artisan training model as an
enabler of the strategies. It begins with the identification of the key strategic areas, followed by the
overall strategic vision, and then the specific roles of stakeholders in the implementation plan. It

concludes with the proposed artisan training model and the discussion of its components.

7.1 THE STRATEGIC VISION

The overall goal of the strategies is to reposition the artisan training system to an attractive and
sustainable learning pathway with high relevance to the construction labour market needs and a

suitable option for career progression.

7.1.1  The current position

The current position of the artisan training system can be summarised under the following points:
° Inadequate government policy framework on artisan training.

° Poor public image of artisans.

° Poor integration of vocational training with the general education.

o Weak recruitment efforts.

° Uncoordinated and unregulated training.

° Poor quality / standard of training.

° Poor funding from stakeholders.

° Weak employers’ participation in training.

7.1.2  Artisan training best practices and results of the investigation

The development of research instruments for this study was based on improvement measures and
artisan training best practices across the world identified from the reviewed literature. A best
practice is a technique or approach that has consistently shown successful results. It could also
mean a strategy or technique that has shown through experience to deliver desired results
(Measham et al., 2007:262-267). Clues were taken from the UK, the USA, Germany, New Zealand,

Malaysia, and South Africa.
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Global best practices according to the reviewed literature and improvement measures obtained

from the results of the study suggest:

The operation of a flexible National Qualification Framework (NQF) that integrates vocational
education and training into the university system. The NQF should be based on the
recognition of learning outcomes from vocational pathway and give room for career
prospects and lifelong learning.

Policy intervention to accord a good image to artisans in society by giving better recognition
to vocational qualifications and the promoting artisan training as a tool for economic
empowerment. This would remove the poor public perception of vocational track as fit only
for the less academically endowed.

Artisan training should be made attractive through the provision of scholarships and other
incentives for trainees by effective synergies between governments, employers training
providers and the parents.

A mechanism for recruitment and mobilisation of trainees from high schools and other
sources to enroll in construction trades should be established. The mechanism could be in
form of construction clubs, construction summer schools, media campaigns and websites
advertisements.

The policy framework for the regulation of artisan training system should be given periodic
and continuous review.

An effective and sustainable capacity building strategy for VET instructors / trainers must be
established to continuously retrain, refresh and update the artisan instructors / trainers for
relevance to the industry.

Periodic and continuous reforms of funding mechanism for the artisan training system should
be carried out to ensure that adequate and sustainable financial provision is made to cater
for physical infrastructure, training facilities, library resources and training scholarships.
Employers should be given incentives of tax relief and other means to encourage their
participation in artisan training.

A public institution that is dedicated to promoting and fostering public-private partnership in
artisan training delivery should be established.

The orientation of youth should be changed through media campaigns from the current
philosophy of indifference to skills acquisition and respect for the dignity of labour.

A functional regulatory agency for the proper coordination, standardisation and control of the
traditional apprenticeship system should be established and backed up by appropriate
policies.

A skills support department should be set up in the Local Government Areas to promote

skills acquisition among the youth at the grassroots level.
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o Effective anti-corruption policies and measures should be established to check the excesses
of political office holders on the misappropriation of public funds meant for education and

training.

7.1.3 Key strategic issues

The overall concern of the strategies is to transform the artisan training system into an attractive
and sustainable learning pathway with high relevance to labour market needs and a suitable
alternative for career progression. This would be achieved by driving greater synergies among
stakeholders through a strong focus on outcomes. The stakeholders would be required to review
priorities, re-assess key roles, reform key policies reallocate resources and strengthen
collaboration across traditional boundaries to pursue common goals. The key strategic areas in
improving the artisan training system include:

o Improving the image of the artisans;

. Integration of VET with the general education;

o Coordination and regulation of the training system;

. Recognition of VET qualifications;

° Establishment of sustainable funding mechanism for artisan training system;

° Training of the trainers / Continuous Professional Development (CPD);

o Recruitment of trainees;

° Making employability a priority in the provision of training provision, and

° Enhancing Public-Private Partnership (PPP) in artisan training provision.

7.1.4 Identification of stakeholders

Essentially, there are five key stakeholders in the artisan training system. Each stakeholder has
specific roles to play. These stakeholders include:

. Government;

° Employers;

° Trainers / training providers;

. Parents / guardians, and

. Trainees.

7.1.5 Roles of stakeholders

This spells out who does what in the process of implementing the strategies. The role of each of

the stakeholders in the artisan training system are identified and assigned appropriately; thus,
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giving clear direction and focus for maximum performance. The stakeholders involved in artisan

training system and their respective roles are highlighted below:

7.1.5.1 Roles of government

In the implementation process of the strategy, the government would have to reform policies to
boost the image of the artisan in society; integrate vocational education into the general education
system; establish sustainable funding mechanism for artisan training; reform the policy provisions
establishing NBTE for effective training coordination and regulation; develop a new policy
framework to facilitate public private partnership in artisan training; establish Construction Industry
Development Board (CIDB) to drive training; increase the budgetary allocation to the vocational
sub-sector of education; establish an agency to regulate and standardise traditional apprenticeship
training and reorientate the youth through the media on the dignity of labour.

Other roles of government are to establish a system for the continuous development of vocational
trainers; provide regular leadership and management trainings for college administrators; institute
measures to checkmate corrupt practice in the system; set up the Skills Acquisition Fund (SAF) for
adequate funding of vocational training; improve investment in infrastructure and training facilities
in the vocational colleges; establish construction academies and clubs in high schools; provide
incentives to motivate employers to participate more in training; establish Investment in people
initiative to mobilise employers for training; formulate a robust youth policy that will give priority to
skills acquisition; establish an agency to regulate and standardise traditional apprenticeship
training; sponsor media campaigns for the re-orientation of the youth on the value of vocational
skills; provide scholarships and other incentives to attract young people to training and create skills

support department in the Local Governments Areas to promote skills acquisition.

7.1.5.2 Roles of employers

Assigned roles of the employers in the implementation plan are to support the funding of artisan
training through contribution to Skills Acquisition Fund; provide on the job training to employees;
offer training platform for industrial attachment; afford artisan trainers / instructors the opportunities
to update their skills; sponsor media campaigns to attract trainees to construction trades; sponsor
summer construction camps for high school students; offer scholarships to attract trainees and

engage in annual school tour to mobilise youth to enlist for training.

7.1.5.3 Roles of training providers

The trainers have the duty to sensitise high school students towards construction careers;

establish good linkages and collaboration with the employers and the industry; continuously update
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their skill to remain current with the developments in the industry and collaborate with parents,

guardians and the community.

7.1.5.4 Roles of parents and guardians

As stakeholders in the system, parents and guardians have the duty to encourage their wards to
enrol in artisan training; develop a new perspective about artisan training as a tool for economic
empowerment; provide home support for their children to maximise the training period; and offer
patriotic and persuasive support to influencing vocational training policy reforms.

7.1.5.5 Roles of trainees

The trainees are to show commitment and dedication to learning. They are to also give adequate

time to learning and the acquisition of skills in preference to any other domestic engagement.

7.2 IMPLEMENTATION PLAN

The implementation process would begin with the reform of key policies that have had negative
impacts on artisan training from the past. The following sections discuss the implementation of the

strategy.

7.2.1 Paradigm shift on the image of vocational education and training in society

Implementing an integrated artisan training strategy for a sustainable livelihood has to start from
changing the philosophy and the rationale behind it as a second choice of educational pathway for
drop-out students from the general education system; into a recognised and valid alternative
educational pathway with lifelong learning and career prospects. The poor image of artisans and
the dead-end syndrome which have been responsible for poor attraction of youth to vocational
training stemmed from this philosophy of vocational education and training in Nigeria. Government
policy reforms must give priority attention to changing this philosophy and thus, making vocational
pathway attractive to the teeming youth in the populace. The right shift can be made first, through
policy interventions, which call for political will and genuine intentions on the part of the political
leaders to address the nation’s socio-economic challenges especially, the high rate of youth
unemployment and the attendant menaces in the society. With this paradigm shift in place, artisan
training would become a viable education option with lifelong learning prospects and limitless

career opportunities.

7.2.2 Effective collaboration between stakeholders

Building effective synergies between stakeholders in the artisan training system is very crucial to
mitigating the challenges. Especially with regards to the involvement of the industry partners in the

need analysis, design and delivery of training in order to avoid skills mismatch and ensure labour
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market relevance. Training curricula would have to be adapted constantly to reflect changes in
skills needs and advancement in technology through a close link between the training providers
and the industry practitioners.

7.2.3 Integration of vocational training with the general education

Recognition of prior learning must become embedded in all parts of the education and training
system through the adoption of an outcomes-based approach for vocational qualifications. A
flexible NQF should be developed that provides a link between vocational education and training
and higher education. Lifelong learning opportunities that hitherto have been denied to those in the

vocational track should be removed through appropriate policy interventions.

7.2.4  Capacity building for artisan instructors

A policy provision for appropriate training and continuous capacity building of trainers should be
formulated. These would be achieved through the establishment of a legal framework for the
continuous development of skills and competencies. For instance, a trainer from the industry
setting would require some form of complementing pedagogical competencies; while instructors
from school based training setting would need to build practical / industrial capacity to optimise
guality of training delivery. As technology keeps changing, instructors would have to be retrained
constantly to keep up with development trends in the industry to assure employability of the

training graduate.

7.3 THE PROPOSED MODEL FOR ARTISAN TRAINING SYSTEM IN NIGERIA

Global evidence indicates that systems improvement is actualised and sustained through
integrated approach by combining specific measures and processes. One of the objectives of this
study was to develop strategies that would incorporate best practices for improving the artisan

training system in South Western Nigeria.

The proposed model is termed the Artisan Training Model, which is a system that identifies critical
aspects of artisan training and allocates essential tasks and measures to key the stakeholders in
the system in order to achieve the desired outputs and impacts. The IPO model of a general

education system provides the clues for the development of the artisan training model.

7.3.1 The basis for the artisan training model

The model of a general education system provides the background and clues for the development
of the artisan training model. According to Scheerens (2011:37-40) the model of a general
education system captures education as a productive system whereby inputs are transformed into

outputs. The model of a general education system provides the basis for understanding the artisan
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training system (European Commission, 2006:14; CEDEFOP, 2008b:16-18; Onwuakpa and
Anyanwu, 2009:7-9; Necesito et al., 2010:192-194; Scheerens, 2011:37-40; UNESCO, 2011:8-13).
This has been discussed in Chapter Two (see section 2.1.1.6). The proposed model for the artisan
training system in Nigeria in this research took clues from the model of a general education system
as shown in Figure 2.1 as well as further review of literature and measures obtained from empirical

findings.

7.3.2  The motivation for the artisan training model

Given the Nigeria population of over 140 million and an estimated growth rate of 3.2% (NPC, 2006)
consequently, Nigeria has an enormous housing deficit, estimated at 12-14 million housing units
(Akeju, 2008:2). The current situation in the house construction sector reveals that there is an
acute shortage of house construction artisans both quantitatively and qualitatively. The shortage is
a result of the poor performance of the artisan training system. The poor performance of the
artisan training system has constrained the productive capacity of the sector and exacerbated the
nation’s housing problem. Past policies have largely failed to address the realities of the skills
crisis. The skill challenge is caused by a weak and neglected traditional apprenticeship and a
poorly developed vocational college systems. Insufficient research efforts directed towards skills
concerns, non-participation of employers in training, lack of recruitment strategies and a faulty and
rigid National Qualification Framework have negatively impacted on the artisan training system.
The current practice of outsourcing house construction artisans from neighbouring countries, for
instance, Benin Republic, is unacceptable. This situation continues to exacerbate the
unemployment rate in Nigeria which has moved from 12.3% in 2006 to 23.9% in 2013 (World
Economic Outlook, 2013). Articulating an appropriate blueprint to mitigate the poor performance of
the artisan training system in the Nigerian house construction sector is a serious challenge that

necessitates critical attention and urgent responses.

The findings of this study have identified salient factors that have had a huge impact on the artisan
training system in South Western Nigeria. The findings also indicated that there is room for
significant improvement with respect to integration, industry participation, funding, employability,
recruitment and policy interventions. The key message suggests that building synergies among
key stakeholders and adopting best practices in training can achieve lasting improvement of the
artisan training system. The prime goal of this study is underpinned by the need to investigate the
dynamics that have seemingly impacted on the poor performance of artisan training system in the
South Western Nigeria. The model is therefore introduced to accommodate the various argument
and components in order to meet the objectives of the research. The Artisan Training Model is an
enabler of the strategies developed in this study to mitigate the challenge of inadequate artisan

training.
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7.3.3 The construction of the model

A graphical logic model illustrates the pathway or roadmap by depicting the steps to be followed in
order reach a specified destination or achieve the desired change. A model specifies the
connection between systems inputs and activities with the systems outputs and impacts. It also
harnesses stakeholders to articulate strategies and approaches that would facilitate the realisation
of the stated goal for the system (Taylor-Powell and Henert, 2008:4-8). The model serves as a
point of reference and a unifying language for the participants in the system. The vision or the goal
of a model must be clearly stated. The goal of a model refers to the motivation for it; the problem
that the model stands to address. The goal of the proposed model in this study has been clearly

outlined under the motivation for the artisan training model.

The construction process follows the sound principles of logic. This suggests a reasonable

arrangement of elements, and the interdependence between them in order to perform a specific

task. The construction is usually done with the use of graphics or schematics (Taylor-Powell and

Henert, 2008:4-8). Provision is made for the clear indication of the relationships among the

components of the system. That is, the indication of how the procedures and activities in the

system connect and the path that leads to the accomplishment of the goal. It also includes the
measures that would help to check whether the system is meeting its set goals. In the construction
process of the proposed model, clues were taken from the IPO model of a general education.

However, some modifications were made in the proposed model. These modifications and the

rationale behind them are discussed in the next sections.

° Context: The contextual factors in the proposed model are enclosed in dotted circles and
positioned around all other elements of the system. This is done for the purpose of clarity
and to show at a glance what exactly the contextual factors are and to inform the readers
that they are impacting upon all the other elements of the system namely inputs, processes,
outputs and impacts.

° Inputs: This assembles the resource inputs that go into the system; human, financial,
material and policies. Upward and downward arrows are introduced to the proposed model to
show the interconnectivity among the sub-components within the input component. Each of
the sub-components cannot work in isolation but rather in collaboration with one another.
The inputs component links with the processes.

° Processes: This captures the series of value-adding activities that take place between the
resource inputs that transform into results of the system in terms of outputs and impacts. In
the proposed model, the processes allocate prescribed solution-oriented activities suggested
from the findings of the study to stakeholders in the system. These include for instance, the
government role of widening access and providing improved funding; employers’ role of
offering training platforms for artisans and that of training providers which include balancing
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of theory with practicals in the training process. A number of other activities and measures
are brought under this component in the proposed model from the results of the study for the
purpose of resolving the artisan training challenges. The details are captured under the
processes table (Tables 7.23 and 7.24).

Product: In the proposed model, the product component encompasses short term results of
the system, while the long term results are captured in a newly introduced separate
component (impacts) discussed below. The downward arrows are introduced to link the sub-
components within products component. The reason for the introduction of the downward
arrows is to show the logical relationship between the sub-components as one leads to the
other. For instance, the immediate results of adequate artisan training will lead to improved
skills and competencies. These would in turn lead to production of competent and
employable artisans from the system. With this kind of training offered by all the training
providers, the result would be a greater number of capable artisans coming out of the system
and becoming available to service the industry.

Impact: This is an additional component introduced to the proposed model for the long term
results of the system. The main purpose of its introduction is to clearly differentiate between
the outputs component as short term results and the impacts component as long term results
of the artisan training system. The long term effects of adequate training of artisans are
beyond those outlined under outputs components. These have broader implications on the
construction industry, the general employment outlook and the national economy at large.
With more competent and employable artisans produced from the system, more citizens are
empowered through skills acquisition. This would reduce unemployment and provide better
income. It will also lead to increased outputs of the construction industry and ultimately aid
the growth of the national economy. The downward arrows are introduced to depict the

logical relationship between the sub-components within the impacts component.

The details of the artisan training model

The artisan training model provides an integrated approach to improving artisan training

performance in Nigeria as well as assessing the current performance standard against the

benchmarks or best practice criteria. Taking clues from the model of a general education system,

the proposed model is based on guidelines, global best practice, standards and the findings of the

study. The artisan training model seeks to maximise the goal of the strategies which is to improve

the artisan training system in Nigeria through driving effective synergies among major stakeholders

in the system; reforming key policies; reviewing priorities; reassessing roles; reallocating resources

and building stronger collaboration across traditional boundaries to pursue common goals of an

improved and sustained artisan training system.
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The model requires all stakeholders to have in place a number of training improvement activities or
measures within their improvement plans as outlined earlier in this chapter. The model is an
enabler of the strategies as it helps to identify and prioritise roles and specific areas in need of
improvement. The proposed model for improving the artisan training system in Nigeria is shown in
Figure 7.2 below.

Figure 7.1: The proposed artisan training model for Nigeria

*See tables 7.1 to 7.5 below for details of the components and the context of the model.
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Table 7.1: Details of inputs component of the artisan training model

Role Player

Input Factors

Government

Adequate policy reforms on artisan training

Adequate financial allocation to artisan training

Physical infrastructure

Training facilities and equipment

Training providers

(Colleges and master artisans)

Qualified teachers / experienced master artisans

Capable management team

Further training of teachers

Curricula

Textbooks

Conducive learning environment

Employers Training platform for industrial exposure
Parents Moral support

Financial support
Trainees Intellectual capacity

Study time
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Table 7.2: Details of process component of the artisan training model

PROCESSES

Role Player

Processes

Government

Access provision for new entrants

Effective regulation and maintenance of standards

Regular curricula review for relevance in the industry

Efficient monitoring

Provision of scholarships for new entrants

Leadership development for the college management

Establishment of a unified assessment system

Standardisation of certification process

Integration of vocational training into the university system

Reorientation of youths through the media

Establishment of Skills Acquisition Fund (SAF) for improved funding

Creation of skills supports department in each local government area

Accreditation of master artisans before engaging in training

Establishment of an organ dedicated to artisan training in construction

Provision of incentives to boost employers participation in training

Establishment of skills centres in each senatorial zone

Provision of incentives to attract young people into informal training

Facilitation of public private partnership in training provision

Training
providers

Colleges&
master artisans

Employment of effective teaching and learning methods

Effective monitoring and supervision of teachers

Balancing of practicals with theory in the training process

Preparation of trainees for standard assessment

Sensitisation of high school students on construction occupations

Establishment of effective linkages with industrial partners

Maintenance of good collaboration with parents and the community
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Table 7.3: Details of process component of the model continued

PROCESSES
Role player Processes
Offering of practical training platform for students on industrial attachment
Provision of technical supports to upgrade vocational teachers’ skills
Provision of on-the-job training for employees
Sponsoring of media campaigns to attract youth to trainin
Employers P g palg y g
Provision of scholarships to attract new entrants to training
Sponsoring of construction summer schools to attract high school students
Contribution into skills acquisition fund
Engagement in annual school tour to mobilise youth to enlist in training
Encouragement of youths to enrol in artisan training
Parents Adoption and promotion of artisan training as a tool for economic empowerment
Provision of home support for their children to maximise the training period
Offering of persuasive support to influencing vocational training policies
Trainees Offering of commitment and dedication to training

Allocation of adequate time to skills acquisition
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Table 7.4: Outputs and impacts components details of the model

OUTPUTS AND IMPACTS

Indicators

Improved knowledge skills and ability

Improved competencies

Outputs
Improved employability

More artisan graduates

Increased employment in construction

Rise in income level of artisans

Better competitiveness in society

Impacts | House construction sector growth

Construction industry growth

Poverty reduction in society

National economy growth
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Table 7.5: Context details of the model

CONTEXT

Element

Contextual factors

Political

Government stability

Quiality of political leadership

Corruption level

Bureaucracy in education administration

Economic

Unemployment rate

Poverty level

Competition

Social

Population growth rate

Societal perception of artisans

Youth attitude towards skills acquisition

Societal attitude towards importation of artisan services

Technological

Basic infrastructure level in the nation

Rapid technological changes

Legal Employment laws
Discrimination against vocational qualifications
Ethical Ethical recruitment practices

Maintenance of standards
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7.3.5 How to apply the model

The model describes the relationship between the various components of the artisan training
system based on the IPO model of a general education. This approach employs best practices
identified from the study and when adopted it would be capable of transforming the current position
of the artisan training system to an attractive training system with a high degree of relevance to the
needs of construction labour market. The model shows how the current artisan training could be
improved. The present approaches and practices of handling the artisan training must change. To
achieve success in this area, the leadership at the national level must subscribe to the change
process. This has to start by a way of adopting a change in the philosophy of vocational education
and training. This must be followed with the creation of enabling environment.

. Context (Enabling environment): There is a need for ethical politics and values as well as
the political will in the leadership to lay appropriate emphasis on vocational education and
training among the youth. As argued by Oketch (2007:220) vocational education is designed
to develop the skills for entry into the world-of-work. It is therefore essential that this
philosophy be fully understood and entrenched into the policies and programmes of the
political leadership in Nigeria. The discrimination against vocational qualifications must stop
while the basic infrastructure such as electricity and internet services need to be made
available in order to facilitate the realisation of the vision.

° Inputs: This concerns the identification of the various stakeholders and the resources that
they should harness for the artisan training system. These stakeholders include government,
training providers, employers, parents and trainees. Building effective synergies between the
stakeholders in the artisan training system is very essential to realising the desired change in
the system. On the part of government there should be adequate policies reforms on artisan
training, sufficient financial allocation, infrastructure provision and provision of adequate
training facilities. The involvement of the industry partners in the design and delivery of
training, especially in the provision of training platforms for industrial exposure is vital to
avoiding skills mismatch. On the part of training providers, there should be in place qualified
teachers, capable management team, experienced master artisans, balanced curricula and
adequate textbooks. While the parents would have to provide moral and financial support
and the trainees themselves would need to demonstrate commitment to learning and
dedication of adequate time to study and skills acquisition.

° Processes: This component concerns the value-adding procedures, measures and activities
of different stakeholders in the artisan training model and how the activities are inter-related
to each other. This ensures that non-productive activities identified through the study are not

repeated and are replaced with productive and value adding measures. For instance, regular
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review of training curricula; accreditation of master artisans before engaging in training; and
sponsoring of media campaigns to attract young people to training. The model provides a
reference point for all the role players in the training system to ensure success.

. Products: The products component of the model concerns the identification of specific
results of the artisan training system arising from the interaction between the inputs and the
processes on a short-term perspective. This includes improved knowledge, skills and ability;
better competencies; improved employability and more artisan graduates. The model serves
as a measuring instrument to monitor the performance of the artisan training system. The list
of results expected on a short-term range would serve as the performance indicators at the
product stage for the system.

. Impact: The impact component captures the long-term results of the interplay between input
resources, value-adding measures in the processes component and the outputs. It describes
the socio-economic returns of the training as they impact on the labour market,
unemployment, poverty, the construction industry and the national economy at large. The
model would provide a means of measuring the performance of the artisan training system at
the impact stage through the use of the indicators. The indicators under the impact
component include increased employment in construction, rise in income level of
construction artisans, construction industry growth, reduction in poverty and growth in the

national economy.

7.4 CONCLUSION

This chapter has presented the strategies for improving the artisan training system for the house
construction sector in South Western Nigeria. It has also proposed a model as an enabler of the
strategies. The next chapter, Chapter Eight is the last chapter of this thesis. It presents the

research summary, conclusions and recommendations.
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8 CHAPTER 8
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

8.0 INTRODUCTION

This chapter provides a summary of the research and recommendations. It opens with the general
overview of the research, then discusses the achievement of the research objectives and touches
on the limitations of the study. It also outlines the study’s contribution to knowledge and closes with

suggestion of areas for further research.

8.1 RESEARCH OVERVIEW

This research is concerned with the artisan training system for house building projects in South
Western Nigeria. This was motivated by the practical concern about the inadequate training of
artisans in the house construction sector. The development has resulted in the acute shortage of
artisans, constrained the productive capacity of the sector and exacerbated the housing problem of
the nation. Nigeria has a huge population that is estimated to be over 140 million with a growth rate
of 3.2%. These factors have engendered enormous housing deficit and effort to bridge the gap
have been constrained by the acute shortage of artisans. Past policies have not adequately
addressed the realities of the skills crisis. The skill shortage is as a result of a weak and neglected
apprenticeship, and a poorly developed vocational education and training systems. To provide a
solution to this challenge, the thesis explored the improvement strategies for the artisan training
system as a toolkit for addressing the challenges. The thesis further demonstrated how this can be
achieved by developing a conceptual graphical model based on the IPO model of a general
education system. The resultant artisan training model provides an integrated approach to
improving the artisan training system as well as assessing current performance standard against
best practice criteria. The model also serves as an enabler towards effective synergies among key
stakeholders; reforming key policies; reviewing priorities; reassessing roles; reallocating resources
and building stronger collaboration across traditional boundaries in order to pursue common goal

of an improved and sustainable artisan training system.

8.2 ACHIEVEMENT OF THE RESEARCH OBJECTIVES

The following sections present the summary of the key research findings linked with the objectives

that were stated at the outset of the research process.

Objective 1: To examine the existing trends in artisan training for house building projects in South

Western Nigeria;
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Objective 2: To analyse the effects of government policies on the training of artisans for housing
delivery;

Objective 3: To appraise the models of artisan training for house building projects in South
Western Nigeria;

Objective 4: To identify the challenges militating against the adequate training of artisans for
housing projects in South Western Nigeria, and

Objective 5: To develop strategies and a model for improving the artisan training system.

8.2.1 Objective 1

To examine the existing trends in artisan training for house building projects in South

Western Nigeria;

This objective was accomplished through an in-depth review of the literature to examine the
current developments relative to the training of artisans for house building projects in the study
area. The review indicates that the performance of both the traditional apprenticeship and
vocational college models for producing skilled artisans are inadequate. Most master artisans are
ageing and have a low enrolment of apprentices to mentor. The vocational technical colleges too
are currently poorly patronised lately. It was also found that there is a mistaken assumption by
policy makers that skilled artisans are readily available for housing delivery in Nigeria.
Consequently, little or no attention is paid to this problem in policy formulation. There is also a

perceived dearth of literature on artisan training for the construction industry generally in Nigeria.

8.2.2  Objective 2

To analyse the effects of government policies on the training of artisans for housing

delivery;

The objective required an in-depth examination of government policies relating to artisan training
for house construction. This was carried out through a review of relevant the literature and the
analysis of qualitative and quantitative data obtained from target population. The information
covered education and employment policies in Nigeria with particular reference to vocational

education and training, the National Qualification Framework (NQF) and vocational qualifications.

The findings indicate that the education policy framework is inadequate. It lacks the appropriate

recognition of prior learning achievements and provision for lifelong learning for people in

vocational learning pathways. There exists a dichotomy between the general education and the

vocational education / training pathways. The implications of this make the vocational pathway to

become a dead end and repulsive for young people in society. This is one of the crucial factors that

negatively impact on the artisan training. It was also found that there is an awkward philosophy of
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vocational education as a learning option for the less endowed, and meant primarily for the
children of the economically disadvantaged. It was found that government employment policies
discriminate against vocational graduates, giving preferences to general education qualifications

over vocational equivalents in remunerations and appointments.

8.2.3 Objective 3

To appraise the models of artisan training for house building projects in South Western
Nigeria,;

This objective was achieved by reviewing the existing literature on the various artisan training
models around the world and the specific practice in Nigeria. It was also achieved through the

collection and analysis of quantitative and qualitative data from the target groups.

Findings indicate that two models are adopted in the study area, the college-based model and the
traditional apprenticeship (informal training) model. The informal model involves an on-the-job
learning approach with the master artisans as the key trainer. The master artisans offer training to
the apprentice usually under an informal contractual arrangement for a period of three to four
years. This model is unregulated and lacks theoretical balance with practical aspects. The
apprentice pays a sum to the master artisan as the training fee. Government does not fund this
training model in the study area. However, the college-based model operates the normal school
style with theories in classes and practicals in workshops; three terms in a session that are sand
witched with short breaks. Findings also indicate that government funding for the college-based
model is poor, infrastructure provision is inadequate and training facilities are obsolete. The

teachers are poorly remunerated and the employers’ participation is low.

8.2.4  Objective 4

Identify the challenges militating against the adequate training of artisans for housing

projects in South Western Nigeria;

This objective was achieved through an extensive review of the literature in order to identify the
challenges and the analysis of qualitative and quantitative data obtained from the target population
on the challenges. The findings are summarised under appropriate sub-headings in the following

sections.

8.2.4.1 Regulation and coordination

Findings indicate that the artisan training system in the study area is largely uncoordinated and

lacks proper government regulation and interventions. This is partly due to operational

inefficiencies of the NBTE. Programme accreditations in many vocational technical colleges have

been long overdue and the standard of training has fallen below the acceptable benchmark. This
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might be as a result of too large scope of operation of the NBTE. The same agency is responsible
for all the polytechnics, monotechnics and vocational technical colleges. Consequently, the policy
framework establishing the NBTE should have been reformed long ago. Findings indicate that
there is no any government agency responsible for the regulation and coordination of the
traditional apprenticeship training and there is no standardised training curriculum, assessment
and certification process.

8.2.4.2 Funding and infrastructure

It was found that funding for artisan training is grossly inadequate. Annual budgetary allocation for
vocational education is not fair as compared with the general education. Little or nothing is
provided for infrastructure and training facilities. There is limited funding for scholarships to attract

trainees and other sources of funding apart from the government are virtually none existent.

8.2.4.3 Recruitment

Findings indicate that recruitment effort is weak and ineffective. Consequently, enrolment remains

far below the carrying capacities of most of the vocational technical training colleges.

8.2.4.4 Employers’ participation in training

It was found that there is poor participation of employers in the training of artisans. This is due to
the lack of incentives from government to motivate employers. The situation is exacerbated by the
absence of an appropriate public institution like the Construction Industry Development Board
(CIDB) to drive the training in the construction industry and particularly encourage industry

engagement in training.

8.2.4.5 Objective 5
To develop strategies and a model for improving the artisan training system.

This objective was achieved by the articulation of appropriate strategies based on improvement
measures derived from the results of the investigation and artisan training best practices across
the world. The strategies would serve as a toolkit for mitigating the challenges confronting the
artisan training system in the study area. A conceptual graphical model, based on the IPO model of
the general education system was also developed. The artisan training model offers an integrated
approach to improving the artisan training system as well as assessing current performance

standards against best practice criteria. The model also serves as an enabler to the strategies.

155



8.3 LIMITATIONS OF THE STUDY

Given the philosophy underpinning the research, the methodology adopted was the mixed-
methods approach; a combination of qualitative and quantitative methods of enquiry.
Questionnaire survey and semi-structured interview methods were employed to obtain data for this
study. The questionnaire survey is a quantitative approach that provides a description of
phenomena through trends and opinion of samples from which conclusions drawn and
generalisation made (Creswell, 2009:145). The semi-structure interview is a qualitative method of
data collection that allows for richer and complex understanding of people’s experience that is not
allowed in the questionnaire method. The combination of data from the complementary methods
helps to obtain a more comprehensive and robust data. This balance in methodology of data
collection helps to improve the accuracy of the research data and to draw better conclusions from

the study.

Obtaining qualitative information from respondents was challenging. In order to obtain rich
responses, assurances were given to the interviewees that the views that they express would be
treated as anonymous and the research reports will not reveal anything connected to them.
Despite such assurances not all the targeted respondents granted the interviews for the fear of the
authorities they serve. Thus, it is difficult to determine the extent to which the assurances allayed

the fears of those that participated in the study.

The non-availability of the databases of the target groups in the study area posed a limitation in
determining the sample size. However, the researcher overcame the challenge by following
appropriate guidelines provided by scholars (Gay et al., 2009:133; Leedy and Ormrod, 2010:213-
214) in such situations. Leedy and Ormrod (2010:213) suggest a basic rule for determining a
sufficient sample from a population as “the larger the sample, the better”. More specific guidelines
were provided by Gay et al. (2009: 133) and Leedy and Ormrod (2010:213-214) for obtaining a
sufficient and representative sample from a population while employing simple random sampling

technique. The details have been outlined under the methodology (section 5.6.1.3).

The inefficient postal services and the low penetration of the internet in the study area constituted
some limitations in the use of electronic and surface mails for the survey. As a result, the
guestionnaires were administered by hand which is more expensive. However, the researcher
overcame the constraints by following the suggestion of Babbie and Mouton, (2005:260-261). In
order to increase the response rate, telephone calls were made and electronic messages (SMS)

were sent to remind respondents of the questionnaires.

The coverage of the study was limited to South Western Nigeria; given the nation’s large
population coupled with the cost and time implications. Obtaining information from other geo-

political zones in the country would have yielded more data for the study. However, this was
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minimised by the means of thorough review of the literature and archival data covering the whole
country.

8.4 GENERAL CONCLUSION

The current training of house construction artisans has been critiqued. Arguably, this study is
insufficient to fully address the artisan skills challenge in the Nigerian house construction sector.
This is because of the predominant approach of defining education and training that is detached
from the realities of the national and sectoral needs that exist. In particular, five pressing areas of
priority should be addressed: The philosophy of vocational education and training, which informs
the policies and affects the image and integration with the university system; the indifference of
employers to the training; the lack of effective regulation and coordination; inadequate funding
mechanisms, and the weak involvement of the private sector in the artisan training provision. To
eradicate the current disconnection between training research, policy formulation and education
provision, there has to be a fundamental paradigm shift from the conventional approach to viewing
vocational education and training. There is a need for effective synergy between all the
stakeholders; and there has to be a genuine collaborative thinking, and the adoption of an
integrated approach to offering a lasting solution to the overarching training and unemployment

problems in the country.

8.5 RECOMMENDATIONS

Based on the results of this study, the following recommendations are made as effective means of

improving the training of artisans in South Western Nigeria.

8.5.1 Recommendations for government / policy makers

The following are the recommendations relative to government.

8.5.1.1 Leadership and policy

Governance and leadership in Nigeria have failed the citizens. Various regimes and
administrations have undermined development and mismanaged the oil rich heritage of the nation.
Incessant military incursions into government, the corruption and abuse of office by politicians have
largely constrained the progress of the Nigerian state. Nevertheless, as a part of the global society,
the leadership in Nigeria must make concerted effort to rise and take its prime position in the
committee of nations. This could only be accomplished through strong political will to combat
corruption headlong, especially within the political class. There has to be reforms and repositioning
of governance based on the principles of transparency, accountability and the rule of law. This is

an imperative for any significant progress if the national development to be achieved. There is an
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urgent need, not only to reform essential policies in the ailing areas of the nation’s development,
such as the education sector; but more importantly, to back up such reforms with iron-clad political
will to realise the implementation. This is critically essential because unimplemented policy reforms
are as good as not making any policies at all.

The Nigerian government and the policy-makers should adopt a paradigm shift with respect to the
philosophy of vocational education and training under which the artisan training falls. The way of
seeing artisan training as meant only for the less academically endowed and a learning path for the
drop-outs should be jettisoned. Artisan training should be repositioned through appropriate policy
interventions and portrayed as an attractive and sustainable learning pathway with high relevance

to labour market needs, and a suitable option for career progression.

It is also advocated that the leadership and the government of Nigeria should consider the option
of borrowing the German model of vocational education and training. This model was instrumental
for the nation’s impressive record of maintaining one of the lowest unemployment rate in the world.
To be succinct, the German Dual vocational education and training model should be studied and
possibly replicated directly or with some modifications to suit the peculiarities of the new

environment.

8.5.1.2 Regulatory framework

There should be a total reform of the regulatory framework to reposition the government’s
regulatory functions. The NBTE has to become effective and efficient in carrying out its statutory
function of maintaining quality standards in artisan training delivery. The obsolete curricula should
be reviewed and updated to current labour market needs in order to produce employable artisans.
An appropriate government institution should be established to coordinate, regulate and
standardise traditional apprenticeship training system. This institution would be responsible for the
accreditation of master artisans before they engage in training; and would provide assessment and
certification for apprentices trained under the informal system. The upgrading / merger of the
existing polytechnics with the universities is advocated as carried out in other parts of the world.
This would give room for the NBTE to properly manage and regulate the vocational technical

colleges.

8.5.1.3 Funding mechanisms

An entirely new regime of funding is advocated, given the prime role played by education and
training in the national development. As the global economy is essentially driven by knowledge, it
is critical that individual nations must invest substantially in their human resource development.
Nigeria still ranks among the lowest in the global ranking of human development index, (153rd out

of 173 countries — UNDP, 2013). This correlates with her investment in education and training.
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There is a need for the urgent departure from the old regime of meagre allocation to education to a
new season of making the effort to meeting the UNESCO recommendation of 26% of the national
budget. The leadership of the country must give priority to education and particularly accord the
much needed importance to vocational education and training. This must be demonstrated by a
way of substantial allocation to it. Other sources of funding for vocational training should be
encouraged by government through appropriate policies. For instance, a Skill Acquisition Fund
(SAF) should be established as an agency that receives and manages contributions towards
vocational education and training. The investment of the private sector in artisan training should

be actively encouraged.

Another dimension of harnessing finances to support artisan training is through corporate social
responsibility (CSR). The concept of CSR is the way through which companies integrate social,
economic and environmental concerns into their business operations by giving back to their local
communities and society at large (UNIDO, 2013). This is done by contributing to the economic
development, capacity building or improving quality of life in the form of charity, sponsorships or
philanthropy. Companies should be encouraged to give back in form of their CSR to support
artisan training in infrastructure provision, procurement of training facilities and offering of

scholarships to trainees.

8.5.1.4 National qualifications framework

It is recommended that an integrated National Qualifications Framework (NQF) should be
established through an appropriate NQF policy. The system would recognise and record all levels
of learning achievements in terms of acquired skills and knowledge, thereby ensuring a unified
system that encourages lifelong learning. Recognition should be accorded to general education,
vocational education and training and higher education; all of these should be integrated into one
system that allows a lifelong learning without any discrimination against any recognised

gualification.

8.5.1.5 Private sector participation

It is recommended that government should introduce policies and incentives that would encourage
increased public private partnership in the training of artisans. Global trends indicate that
government alone cannot deliver all services to the populace. Virtually in all the sectors of the
economy, the input of the private sector is crucially needed. This should be harnessed in artisan
training delivery to ease the burden. The direct investment of the private sector in funding of private
vocational colleges as it is currently with the universities in the country should be encouraged by

government through appropriate policy intervention and incentives. Religious organisations, for
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instance, church ministries have successfully established and managed universities in Nigeria in
the recent past. There are currently more than ten of such universities owned by church ministries.
Government should encourage similar investment from church ministries in the area of vocational

training colleges by providing enabling environment and other incentives.

8.5.2 Recommendations for the Nigerian construction industry

The construction industry should support the funding of artisan training through the mobilisation of
practitioners to actively contribute to the Skill Acquisition Fund. It should engage in intense
lobbying of the policy makers to passing a bill on the Construction Industry Development Board
(CIDB). This would foster training and development within the sector. Efforts should be geared
towards encouraging artisan employers to provide on-the-job training for their employees, and offer

training platforms for industrial attaches from the colleges.

The industry, through its leadership, should encourage the practice of offering artisan instructors
the opportunities to update their skills on the new developments in the field. Industry practitioners
should support the marketing of training to prospective trainees by sponsoring media campaigns,
summer construction camps for high school students, and engaging in annual school tours to

mobilise youth to enlist in training.

8.5.3 Recommendations for education ministries / training providers

The education ministries should support the promotion of artisan training by evolving innovative
recruitment approaches relevant to their localities, sponsoring media marketing campaigns and
also strengthening the collaboration with the industry to realise the dream of adequate and
sustainable artisan training. The ministries should make provision for the continuous development
of artisan instructors through sponsoring workshops and conferences that would keep them
abreast of development in their fields. The artisan instructors should maintain a good relationship

with parents and guardians of trainees and the community.

8.5.4 Recommendations relating to effective collaboration between stakeholders

Building effective synergies between stakeholders involved in the artisan training delivery is
imperative to mitigating the challenge. While government is providing the regulatory functions and
funding; the industry partners should offer part funding as well as providing labour market input into
the design and delivery of training in order to avoid any skills mismatch and ensuring labour market
relevance. A close link between the training providers and the industry practitioners should be
maintained to constantly adapt training curricula to reflect changes in skill needs and the

advancement in technology. Parents should offer part funding through tuition fees payment and
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support the training drive by lobbying political office holders and policy makers to favour artisan
skill policies in the legislative process.

8.5.5 Recommendations for research and academics

More studies should be conducted in the area of artisan training in the construction industry to
shed more light on the subject. Some of these research areas are recommended at the end of this
chapter.

8.6 CONTRIBUTION TO KNOWLEDGE

The key contributions to the body of knowledge in this research include:

o The study has proposed an artisan training model as an enabler of the strategies for
addressing the challenge of artisan shortage in the house construction sector. The
application of the model of the general education system to solving construction related
problem is an impetus to construction management and economics research.

. The study has made an attempt to reduce the paucity of materials in this area of research in
Nigeria. Previously, works carried out in this area of research on Nigeria were perceived to
be limited. Especially, little has been done at the level of doctoral research.

° The IPO systems model is extendable to investigating multidisciplinary problems, regardless
of the sources of empirical data. Its applicability is indicated in the model proposed in this
study.

° The research has also provided an understanding of the barriers and challenges confronting
the training of artisans for house building projects; and the link with the enormous housing
deficit and youth unemployment in Nigeria.

° Housing policy makers in Nigeria have had a mistaken assumption that house building
artisans are readily available (Agbola, 2005:9). Consequently, little or no attention has been
paid to artisan training in policy formulation to address housing shortage. This research has
provided an increased awareness of artisan training with regards to housing delivery in South

Western Nigeria.

8.7 AREAS FOR FURTHER RESEARCH

The following areas of further research are recommended in order to further the research on the

improvement of the artisan training system in the Nigerian construction industry:

° This study develops strategies for addressing artisan training challenges. A review of the
strategies is suggested for further research; in particular, to test the feasibility and likely
impact of their implementation. This would shed more light on how to further improve the

training of artisans in Nigeria.
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An artisan training model was proposed in this study; which offers an integrated approach to
improving the artisan training system in Nigeria. Further research is suggested on the review
or expansion of the model in order to advance the improvement drive on the artisan training
system.

This study reveals that inadequate artisan training negatively impacts upon the growth of the
Nigerian construction industry. However, the degree and dimension of this impact is yet to be
fully established. Therefore, an in-depth study to determine the impact of inadequate artisan
training on the growth of the Nigerian construction industry is suggested for further research.
The study was limited to South Western Nigeria. In order to increase the generalisability of
the findings, there is the need for further research into the application of the concepts in the
study to other geo-political zones of the country.
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ANNEXURE A

Nelson Mandela
PO Box 77000 * Nelson Mandela Met i iversi MetrOPOIitan
. 0X * Nelson Mandela Metropolitan University

4 University

for tomorrow

« Port Elizabeth « 6031 * South Africa * www.nmmu.ac.za

Department of Quantity Surveying
Summerstrand North Campus
Tel: +27 (0) 41 504 2669
Fax: +27 (0) 41 504 9935
11™ February 2012

Dear Sir / Madam,

RE: THE TRAINING OF ARTISANS FOR HOUSE BUILDING PROJECTS IN SOUTH WESTERN
NIGERIA

| am a PhD candidate in the Department of Quantity Surveying, Faculty of Engineering, Built
Environment and Information Technology, Nelson Mandela Metropolitan University, Port Elizabeth,
South Africa. | am conducting a research project on “The Training of Artisans for House Building

Projects in South Western Nigeria”.

| am presently carrying out a survey to investigate how the training of artisans can be improved

with the view of developing appropriate strategies.

Your cooperation in completing this questionnaire will be greatly appreciated. It will contribute to
realising the aim of this study and will take approximately 15 minutes to complete. Please note that
all information obtained from you will be treated confidentially and only used for academic
purposes. Should you have any further query, please, do not hesitate to contact me through the

telephone numbers and/or email address provided below.

Thanking you for your anticipated cooperation.

Oluwole J. Oni Professor J. J. Van Wyk
PhD Candidate (Construction Economics) Research Promoter
Tel: +234-8035697274, +27 (0) 41 504 4134

Email: s211051039@live.nmmu.ac.za
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THE TRAINING OF ARTISANS FOR HOUSE BUILDING
PROJECTS IN SOUTH WESTERN NIGERIA
QUESTIONNAIRE FOR EMPLOYERS AND PROFESSIONALS

SECTION A: General information

ComMPaNY NaMIE: ...

Company Category

Category Tick

Construction firm

Consulting firm

Government department

Others(indicate)

P oS ON: o

Profession

Type Tick

Architect

Civil engineer

Quantity Surveyor

Builder

Construction manager

Others (specify)

Gender | Tick

Male

Female

Age Group

Group Tick

20-30years

31-35years

36-40years

41-45years

46-50years

Above 50years

181



Experience in years (please, tick appropriately)

Area 1-5yrs 6-10yrs 11-15yrs | 16-20yrs | Above 20yrs

Consulting

Construction industry

Government department

House building

Others (specify)

SECTION B: VOCATIONAL TECHNICAL COLLEGES (FORMAL TRAINING SYSTEM)

(1) Policy factors affecting the training of artisans in the vocational technical colleges

On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your level of
agreement/disagreement with the factors affecting the training of artisans as listed in the following
table

Factor Strongly | Disagree | Neutral | Agree | Strongly
Disagree(1) 2) 3) (4) | Agree(b)

Inadequate government policy on the
creation of enough vocational
technical colleges for the training of
artisans.

1A

Insufficient budgetary allocation for

1B the vocational education subsector.

Government discriminatory rating of

1C vocational certificates.

Poor integration of vocational
1D | technical  education  with  the
university system.

Others please, add. ... ..o e ——————————————

(2) Factors affecting the attraction of trainees to the vocational and technical colleges
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your agreement/disagreement
with the following factors affecting enrolment figures in the vocational technical colleges.

Factor Strongly | Disagree | Neutral Agree Strongly
Disagree 2) (3) (4) Agree (5)
1)

Insufficient  scholarships for

2A attracting potential artisans

Poor awareness creation /
2B | media campaign to attract new
entrants

A poor societal image attached
2C | to vocational and technical
colleges.

The learning environment in the
2D | colleges are not attractive
enough

Difficulty of career progression

2E for vocational graduates.
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Others please, add

(3) Government Regulation of the vocational and technical colleges
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your level of agreement /
disagreement with the following statements on government regulation of vocational and technical

colleges
Statement Strongly | Disagree | Neutral | Agree | Strongly
Disagree(1) 2) 3) (4) | Agree(b)
There is a weak regulatory
3A | framework (Acts) for vocational

technical education.

3B

The National Board for Technical
Education (NBTE), the regulatory
body, focuses on the polytechnics at
the expense of the technical
colleges.

3C

The legislation / regulatory
framework establishing NBTE is long
overdue for reform.

3D

Insufficient attention is given to the
accreditation of programmes

3E

Periodic curriculum review is not
done as regularly as expected (e.qg.
every Syears).

Others please, add

(4) Funding of the vocational and technical education subsector

On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your level of

agreement /

disagreement with the following statements on the funding of the vocational and technical
education subsector.

Statement

Strongly
Disagree(1)

Disagree

)

Neutral

3)

Agree
4)

Strongly
Agree(5)

4A

Little attention is paid by the
Government to vocational technical
education in terms of funding.

4B

Budgetary allocation to vocational
technical education is inadequate

4C

Beaureocratic bottlenecks hamper
access to allocated funds

4D

Corrupt practices among government
officials negatively affect the funds
that finally get to the colleges.

Please, indicate other aspects of funding of the vocational and technical education.




(5) Impact of inadequate funding on the vocational technical education subsector

On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your level of
agreement/disagreement with the following statements on the impact of inadequate funding on the
vocational technical education subsector.

Statement Strongly | Disagree | Neutral | Agree | Strongly
Disagree(1) 2) 3) (4) | Agree(b)

Salaries and welfare packages of

SA vocational teachers are inadequate

Physical infrastructure in  most

5B .
technical colleges are poor.

There are insufficient number of

5C vocational teachers and instructors

Training facilities / equipment in most

oD technical colleges are inadequate

Staff development and training in the

oE technical colleges are poor

Please, indicate other impacts of inadequate funding on the vocational technical education.

(6) Factors affecting the quality of artisans produced from the vocational technical colleges
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) the level of your concurrence with the
following factors affecting the quality of artisans trained at the college.

Factor Strongly | Disagree | Neutral | Agree | Strongly
Disagree(1) 2) 3) (4) | Agree(5)

Inadequate / obsolete training

6A facilities and equipment

Insufficient number of qualified

6B teachers in technical colleges

Training is not up to date with latest
6C | construction technologies and
methods

Inadequate physical infrastructure in

6D the vocational colleges

Inadequate exposure to practicals

6E during training at the college.

Please, add other factors affecting the training of artisans at the vocational technical colleges.
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SECTION C: TRADITIONAL APPRENTICESHIP (INFORMAL TRAINING SYSTEM)

(7) Policy factors affecting the Traditional Apprenticeship Training System
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your level of agreement /
disagreement with the under listed policy factors affecting the traditional apprenticeship training

system.
Factor Strongly | Disagree | Neutral | Agree | Strongly
Disagree(1) 2) 3) (4) | Agree(b)
Government policy provisions for the
operation of traditional
TA : . .
apprenticeship training system are
poor.
Government  policy on  youth
7B | development and skills acquisition is
inadequate.
Government policy on budgetary
7c allocation to (informal education)

traditional apprenticeship training is
poor.

7D

There is no clear —cut policy on the
establishment of artisan training
centres as it is for schools and
universities.

Others please add

(8) Attraction / recruitment factors affecting the Traditional Apprenticeship Training System

On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your level of agreement /
disagreement with the under listed recruitment factors affecting the traditional apprenticeship
training system.

Factor

Strongly
Disagree(1)

Disagree

)

Neutral

3)

Agree
4)

Strongly
Agree(5)

8A

Government recognition of
traditional apprenticeship training
system is poor

8B

The societal image of the traditional
apprenticeship training system is
poor.

8C

Training incentives to attract potential
artisans to enroll in the
apprenticeship training is lacking.

8D

The disposition of master-artisan to
apprentices is not attractive enough

8E

Awareness creation and attraction of
trainees to traditional apprenticeship
training are poor

Others please add




(9) Government regulation of the Traditional Apprenticeship Training System

On a scale of 1 (Strongly Disagree)

to 5 (Strongly Agree)

indicate your

level of

agreement/disagreement with the under listed Government regulation factors affecting the
traditional apprenticeship training system.

Statement

Strongly
Disagree(1)

Disagree

)

Neutral

3)

Agree
(4)

Strongly
Agree(5)

9A

Government regulation of traditional
apprenticeship training system is
poor.

Appropriate Government agency to

9B | monitor traditional apprenticeship
training is weak
Government coordination of
9C | traditional apprenticeship training is
poor.
A unified formal curriculum for
9D training under the traditional
apprenticeship  training is  not

provided by government.

9E

Length of training and certification
are left in the hands of individual
master artisans.

9F

Trainees’ competencies are not
evaluated on a prescribed uniform
standard before certification.

9G

Government does not assess master
artisans’ competencies before their
involvement in training provision.

Others please add

(10) Funding of the Traditional Apprenticeship Training System
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate your level of agreement /
disagreement with the under listed statements on funding of the traditional apprenticeship training
system.

Statement

Strongly
Disagree(1)

Disagree

)

Neutral

3)

Agree
4)

Strongly
Agree(5)

10A

Government allocation of funding
for traditional apprenticeship
training (as a part of education
system) is poor

10B

Provision of training sponsorship
for apprentices as a motivation to
enroll in training is lacking

10C

Budgetary allocation of fund to
(informal education) traditional
apprenticeship training is
inadequate

Others please add
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SECTION D: THE PROGRAMME

(11) The Assessment of the Traditional Apprenticeship Training Programme.
On a scale of 1 (Grossly Inadequate) to 5 (Highly Adequate) indicate by ticking the option that best
describes the adequacy of the traditional apprenticeship training programme on the following

parameters.
Parameter Grossly Inadequate | Unsure | Adequate Highly
Inadequate @) ) (4) Adequate
1) 5)
11A Quality of the training
offered
11B Du_rqtion of the
training
11C | Content of the training
Competencies of the
11D | trainers (the master
artisans )
Assessment
11E .
procedures of trainees
Products of the
11F | training (the
graduates)

Others please add

(12) Teaching and Learning Strategy under Traditional Apprenticeship Programme
On a scale of 1 (Grossly Inadequate) to 5 (Highly Adequate) indicate by ticking the option that best
describes the adequacy of the Traditional Apprenticeship Training Programme in terms of teaching
and learning strategy based on the following parameters.

Parameter

Grossly
Inadequate

(1)

Inadequate

)

Unsure

®3)

Adequate
(4)

Highly

Adequate
(5)

12A

The mode of delivery
and teaching methods

12B

Regular review and
update of teaching
methods and contents

12C

Blending of theoretical
instructions with
practicals

Others please, add
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(13) Regulatory Factor Affecting the Traditional Apprenticeship programme.
On a scale of 1 (Grossly Inadequate) to 5 (Highly Adequate) indicate by ticking the option that best
describes the rating of the regulation of the traditional apprenticeship training programme.

Parameters Grossly Inadequate | Unsure | Adequate | Sufficiently
Inadequate @) ) (4) Adequate
) 5)
13A | Monitoring strategies
13B | Trainers accreditation
13C | Technical support

SECTION E: EMPLOYERS PARTICIPATION IN TRAINING

(14) Factors affecting the participation of employers in artisan training Programme
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate the level of your
agreement/disagreement with the following factors affecting the participation of employers in

training.
Factor Strongly | Disagree | Neutral | Agree | Strongly
Disagree (2) 3) 4) Agree
1) 5)

14A

Poor motivation from government to
encourage employers to participate in
artisan training.

14B

Absence of an appropriate agency to
coordinate artisan training.

14C

Inadequate government policy
relating to employers patrticipation in
training

14D

Insufficient number of artisan training
centres for short term and refresher
courses.

14E

Non willingness of the employers

14F

Inadequate budgetary provision for
training and retraining of artisans

Others please add

188




SECTION F: ARTISAN MORALE

(15) Factors affecting the morale of artisans produced from both systems
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate the level of your
agreement/disagreement with the following factors affecting the morale of artisans

Factor Strongly | Disagree | Neutral | Agree | Strongly
Disagree (2) 3) 4) Agree
) 5)
15A Employment policies for construction
workers are inadequate
Employment in construction is not
15B | stable(i. e on and off nature /
cyclical)
15C There is poor career progression
path for artisans
Government rate vocational
15D v
gualifications as poor.
15E | Artisan remuneration is poor
15E _The image of artisans in the society
is poor
15G | Artisans’ job security is poor

Other please add
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SECTION G: STRATEGIES FOR IMPROVEMENT OF ARTISAN TRAINING
(16) Strategies for improving the traditional apprenticeship training

On a scale of 1 (Strongly Disagree)

to 5 (Strongly Agree)

indicate your

level of

agreement/disagreement with the following proposed strategies for improving the traditional
apprenticeship training system.

Strategies

Strongly
Disagree

(1)

Disagree

)

Neutral

3)

Agree
(4)

Strongly

Agree
()

16A

Reforms in the youth
development policy to give priority
to skills development

16B

Reorientate the youth through the
media on dignity of labour

16C

Provide incentives to attract
young people to skill acquisition

16D

Government direct involvement
on skill acquisition programmes

16E

Establish  skills  development
centres in each major cities

16F

Give better recognition to informal
education (apprenticeship
training)

16G

Employers should partner with
government to establish artisan
villages

16H

Establish the department of skills
development in each Local
Government to mobilise and
sensitise youth.

16l

Accredit trainers before engaging
them

16J

Create Skills Acquisition Fund
(SAF) to provide training
scholarships.

16K

Put in place an effective
monitoring organ to ensure
unified standard and quality

16L

Encourage public private
partnership in training provision
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(17) Strategies for improving the participation of employers in artisan training

On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) the level of your concurrence with the

following strategies for improving employers participation in training.

Strategy

Strongly
Disagree

(1)

Disagree

)

Neutral

3)

Agree
(4)

Strongly
Agree
()

17A

Establish a dedicated agency for
training of artisans for the
industry.

17B

Provide incentives to motivate
employers to participate more in
training

17C

Standardise remunerations of

artisans

17D

Create more artisan training
centres to accommodate more
employers’ sponsored trainees

17E

Establish Investment in people
initiative to mobilise employers
for training

(18) Strategies for improving the vocational and technical college system of training
On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate by ticking the level of your
agreement/disagreement with the following strategies for improving training in the colleges.

Strategies

Strongly
Disagree

1)

Disagree

)

Neutral

3)

Agree
4)

Strongly
Agree
5)

18A

Education policy reforms to give
recognition to vocational
gualifications.

18B

Integration of vocational technical
colleges into the university system

18C

Government should provide
adequate funding for the technical
colleges

18D

Provide adequate training facilities
for the colleges

18E

Government should create more
vocational technical colleges

18F

Employers and government should
sponsor media campaigns to attract
trainees to construction trades.

18H

Reform the policy provisions
establishing NBTE.

18G

Employers and Government should
provide scholarships to attract new
entrants.

18H

Schools should engage the services
of career counsellors to sensitise
high  school students towards
construction careers
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Construction academies and clubs
18I | should be established in high
schools.

Industry leaders should engage in
school tour annually to mobilise
youth to enlist for construction
occupations.

18J

Employers and other industry
stakeholders should sponsor
summer construction camps for high
school students.

18K

Provide labour market information,
opportunities, wage data to students
via the internet, leaflets and
workshops

18L

(19) Apart from the above, what other strategies would you suggest for addressing artisan
shortages for hoUSING AelIVEIY. ... ... e
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ANNEXURE B

Nelson Mandela
PO Box 77000 * Nelson Mandela Met i iversi Meltropo'itan
. 0X + Nelson Mandela Metropolitan University

4 University

for tomorrow
Department of Quantity Surveying

« Port Elizabeth * 6031 * South Africa * www.nmmu.ac.za

Summerstrand North Campus
Tel: +27 (0) 41 504 2669
Fax: +27 (0) 41 504 9935
11™ June 2012

Dear Sir / Madam,

RE: THE TRAINING OF ARTISANS FOR HOUSE BUILDING PROJECTS IN SOUTH WESTERN
NIGERIA

| am a PhD candidate in the Department of Quantity Surveying, Faculty of Engineering, Built
Environment and Information Technology, Nelson Mandela Metropolitan University, Port Elizabeth,
South Africa. | am conducting a research project on “The Training of Artisans for House Building

Projects in South Western Nigeria”.

There is a perceived shortage in building artisans such as bricklayers and carpenters for house
construction processes. | am presently carrying out a survey to investigate how the training of

artisans can be improved with the view of developing appropriate strategies.

You have been chosen as stakeholder and your cooperation in completing this questionnaire will
be greatly appreciated. It will contribute to realising the aim of this study and will take
approximately 15 minutes to complete. Please note that all information obtained from you will be
treated confidentially and only used for academic purposes. Should you have any further query,
please, do not hesitate to contact me through the telephone numbers and/or email address

provided below.

Thanking you for your anticipated cooperation.

Oluwole J. Oni Professor J. J. Van Wyk
PhD Candidate (Construction Economics) Research Promoter
Tel: +234-8035697274, +27 (0) 41 504 4134

Email: s211051039@live.nmmu.ac.za
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QUESTIONNAIRE FOR THE VOCATIONAL TECHNICAL COLLEGES
Vocational and Technical Training Colleges

General information

NaAME Of INStULION . ... e

Position: Principal ( ) Vice Principal ( ) Registrar ( ) others ( ) indicate.................
Gender: Please tick Male ( ) Female ( )
Age Group: please tick 25-35years () 36-45years () 46-55years () above 55years ()

SECTION ONE: Enrolment Trends

Please, kindly supply the following information on the number of students who enrolled and
graduated in the specified trades in your college.

ENROLLMENT NUMBERS (First Year Students Data)

Year Bricklaying | Carpentry | Plumbing | Painting Electrical | Total

2001

2002

2003

2004

2005

2006

2007

2008

2009

2010

Total

GRADUATION TRENDS (Graduated Students Data)

Year Bricklaying | Carpentry | Plumbing | Painting Electrical | Total

2001

2002

2003

2004

2005

2006

2007

2008

2009

2010

Total
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SECTION TWO: Recruitment and Admission Strategy

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on vocational and
technical training in your College.

Factors Grossly Inadequate | Unsure | Adequate Highly
Inadequate 2) ©) 4) Adequate (5)
1)

Strategies for attracting

2A new students

Widening of access to

28 admit more candidates
Marketing of

2C | programmes  through
the media

Government image of

2D the technical colleges

SECTION THREE: Staffing

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the adequacy of the following factors that impact on vocational and technical
training in your college.

Grossly Inadequate | Unsure | Adequate Highly
Factors Inadzalc;uate 2) 3) 4) Adequate (5)
Procedure of selection,
3A | appointment and
induction

The employment policy

3B and condition of service

The number of teaching
3C

staff

The number of
3D | administrative and

supporting staff

The qualifications of

SE staff members

Teaching experience of

3F staff members
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SECTION FOUR: Teaching and Learning Strategy

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on vocational and
technical training in your college.

Factors Grossly Inadequate | Unsure | Adequate Highly
Inadequate 2) ©) 4) Adequate (5)
1)

The level of practicals
4A | conducted for teaching
students

The mode of delivery

48 and teaching methods

Monitoring strategies to

4C -
ensure compliance

Regular review and
4D | update of teaching
methods

SECTION FIVE: Student Assessment Policy and Procedures

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on vocational and
technical training in your college.

Factors Grossly Inadequate | Unsure | Adequate Highly
Inadequate 2) 3) 4) Adequate (5)
1)
Internal assessment of
5A
students
5B Reliability of student
assessment
5C Monitoring of student
progress
Internal and external
5D .
moderation
Security of  student
5E
records
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SECTION SIX: Physical infrastructure, training facilities and library resources

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the following factors that impact on vocational and technical training in your college.

Factors Grossly Inadequate | Unsure | Adequate Highly
Inadequate 2) 3) 4) Adequate (5)
1)
The number of

buildings for offices,

6A workshops, classes and
hostels
6B The condition of the
buildings
The size and scope of
6C | ..
library
6D Books and other

resources in the library

Maintenance of library

6E | tacilities

Workshop  equipment

6F for practicals

Maintenance of

6H workshop facilities

IT infrastructure for

6l -
training

SECTION SEVEN: Regulatory Mechanism - National Board for Technical Education (NBTE)
as the regulatory body.

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on vocational and
technical training in your college.

Factors Grossly Inadequate | Unsure | Adequate | Sufficiently
Inadequate 2) 3) 4) Adequate (5)
1)

Level of attention

A received from NBTE

Frequency of visit for
7B | programme
accreditation

Technical support

c received from NBTE
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SECTION EIGHT: Government Policy and Level of Funding

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the following factors that impact on vocational and technical training in your college.

Factors

Grossly
Inadequate

(1)

Inadequate

()

Unsure

®3)

Adequate
(4)

Sufficiently
Adequate (5)

8A

Government policy on
technical and vocational
education

8B

Government policy on
the rating of technical
college certificates

Policy on career
e progression with
technical college
certificates
Level of funding
received from
8D )
government for running
the colleges
SE Grants for infrastructure

development

SECTION NINE: Administrative services

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on vocational and

technical training in your college.

Factors

Grossly
Inadequate

(1)

Inadequate

)

Unsure

®3)

Adequate
(4)

Sufficiently
Adequate (5)

9A

Provision of information
for students

9B

Identification of non-
active and at-risk
students

9C

Dealing with the needs
of a diverse student
population

9D

Ensuring the integrity of
the certification.
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SECTION TEN: Strategies for improving Technical Colleges

Indicate your level of agreement/disagreement with the following strategies for the revival of
vocational and technical training colleges.

Strategies

Strongly
Disagree

(1)

Disagree

)

Neutral

3)

Agree
(4)

Strongly
Agree
()

10A

Reform the education policy to give
priority to vocational and technical
education

10B

Provide adequate funding for the
vocational and technical colleges

10C

Provision of scholarships and other
incentive to attract the youths to
technical colleges

10D

Training and retraining of
vocational and technical teachers

10E

Provision of adequate
infrastructures and training facilities
for the technical colleges

10F

Improved salaries and welfare
packages for vocational teachers to
attract the most talented human
resources

10G

Better recognition be given to
vocational technical qualification to
boost the image in society

10H

Government should embark on
aggressive media campaigns to
market vocational colleges

10l

Policy reform for a better rating of
vocational technical certificates

10J

Government  should integrate
vocational technical education with
the university system for easy study
progression.

10K

A dedicated regulatory body should
be set up for vocational technical
colleges.

Please add other strategies for improving the vocational technical colleges
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ANNEXURE C

Nelson Mandela
- Metropolitan
+ PO Box 77000 « Nelson Mandela Metropolitan University

4 University

for tomorrow
Department of Quantity Surveying

« Port Elizabeth « 6031 * South Africa * www.nmmu.ac.za

Summerstrand North Campus
Tel: +27 (0) 41 504 2669
Fax: +27 (0) 41 504 9935
11™ June 2012

Dear Sir / Madam,

RE: THE TRAINING OF ARTISANS FOR HOUSE BUILDING PROJECTS IN SOUTH WESTERN
NIGERIA

| am a PhD candidate in the Department of Quantity Surveying, Faculty of Engineering, Built
Environment and Information Technology, Nelson Mandela Metropolitan University, Port Elizabeth,
South Africa. | am conducting a research project on “The Training of Artisans for House Building

Projects in South Western Nigeria”.

There is a perceived shortage in building artisans such as bricklayers and carpenters for house
construction processes. | am presently carrying out a survey to investigate how the training of

artisans can be improved with the view of developing appropriate strategies.

You have been chosen as stakeholder and your cooperation in completing this questionnaire will
be greatly appreciated. It will contribute to realising the aim of this study and will take
approximately 15 minutes to complete. Please note that all information obtained from you will be
treated confidentially and only used for academic purposes. Should you have any further query,
please, do not hesitate to contact me through the telephone numbers and/or email address

provided below.
Thanking you for your anticipated cooperation.

Oluwole J. Oni Professor J. J. Van Wyk
PhD Candidate (Construction Economics) Research Promoter
Tel: +234-8035697274, +27 (0) 41 504 4134

Email: s211051039@live.nmmu.ac.za
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QUESTIONNAIRE ON TRADITIONAL APPRENTICESHIP TRAINING SYSTEM (INFORMAL
TRAINING)

For master Artisans from both Systems
General information
Company Nam: ...
AArES S i
Trade Union Name ...t i,

Position: ............

Where were you trained | Tick

Technical College

Traditional Apprenticeship

Category Tick

Company employee

Self employed

Government employee

Others(indicate)

Trade name | Tick

Bricklaying

Carpentry

Plumbing

Electrical

Painting

Gender | Tick

Male

Female

Age Group Tick

20-30years

31-35years

36-40years

41-45years

46-50years

Above 50years

Experience in years | Tick

1-5years

6-10years

11-15years

16-20yaers

Above 20years
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(1) Factors responsible for the perceived lukewarm attitude of young people towards skill
acquisition in construction trades

On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree) indicate by ticking the level of your
agreement/disagreement with the following factors responsible for the perceived lukewarm attitude
of young people towards skills acquisition in construction trades.

Factors

Strongly
Disagree (1)

Disagree

)

Neutral

3)

Agree
(4)

Strongly
Agree (5)

Perceived dirty nature of

1A :

construction work

Perceived risky nature of
1B .

construction work
1C Get-rich-quick  syndrome

among young people

General laziness among
1D | young people

Parental influence against
1E | the choice of building

trades

Poor societal image of
1F | artisans

Preference for stress free /
1G | easy jobs

Perceived inadequate
1H | wages of artisans

(2) Recruitment Strategy for Traditional Apprenticeship training programmes

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on the Traditional
Apprenticeship programmes.

Factors

Grossly
Inadequate

1)

Inadequate

)

Unsure

3)

Adequate
(4)

Highly
Adequate
(5)

2A

Strategies for
new apprentices

attracting

2C

Marketing of the
apprenticeship

programmes

2D

Level of recognition and
promotion of the
apprenticeship
programmes
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(3) Learning Strategy

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on the Traditional
Apprenticeship programmes.

3A

Factors Grossly Inadequate | Unsure | Adequate Highly
Inadequate 2) 3) 4) Adequate
1) 5)
Blending of theoretical

knowledge with practicals

3B

The mode of delivery and
teaching methods

Monitoring strategies to

3C ensure compliance
Regular review and
3D | update of teaching
methods
Assessment of
3E | apprentices before

certification

(4) Policy Framework and Level of Funding

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the following factors that impact on the Traditional Apprenticeship programmes.

Factors Grossly Inadequate | Unsure | Adequate | Sufficiently
Inadequate 2) 3) 4) Adequate
1) (5)
Government policy on
4A | traditional apprenticeship

training system.

4D

Level of funding of the
apprenticeship training
programmes.

4E

Training scholarships for
apprentices.

4D

Government  recognition
and attention on informal
education
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(5) Regulatory Framework and Coordination

On a scale of 1 (Grossly Inadequate) to 5 (Sufficiently Adequate) indicate by ticking the option that
best describes the level of adequacy of the following factors that impact on the Traditional
Apprenticeship programmes.

Factors

Grossly I
Inadequate

(1)

nadequate

)

Unsure

3)

Adequate
(4)

Sufficiently
Adequate

(5)

5A

Level of regulation and
coordination

5B

Training centres and
programme accreditation

5C

Technical support

(6) Impact of alternative jobs in preventing potential candidates from construction skills acquisition.

On a scale of 1 (No Impact) to 5 (Very Major Impact) indicate by ticking how you rate the impact of
the following alternative jobs on the performance of traditional apprenticeship training system.

Alternative Jobs No Little Moderate | Major
Impact Impact Impact Impact
1) 2) 3) (4)
6A Commercial motorcycling (Okada)
Performing art (Singing and
6B | acting)
6C Commercial  telephone  boot

operation (GSM business)

6D

Buying and selling (hawking)

6E

Online business

(7) Impact of bad image in preventing potential candidates from construction skills acquisition.

On a scale of 1 (No Impact) to 5 (Very Major Impact) indicate by ticking how you rate the impact of
the following image factors on the performance of traditional apprenticeship training system.

Image factor No Little Moderate Major
Impact Impact Impact Impact
1) (2) 3) (4)
7A | Perceived dirty nature of construction work
7B | Perceived risky nature of construction work
7c Low social status rating accorded artisans in
the society.
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(8) Strategies for improving the Traditional Apprenticeship training.

On a scale of 1 (Strongly Disagree) to 5 (Strongly Agree)

indicate your

level of

agreement/disagreement with the following proposed strategies for improving the traditional
apprenticeship training.

Strategies

Strongly
Disagree

(1)

Disagree

)

Neutral

3)

Agree
(4)

Strongly
Agree (5)

8A

Formulation of a robust youth
policy that will give priority to skills
acquisition

8B

Government to establish an
agency to regulate and
standardise traditional
apprenticeship training.

8C

Reorientate the youth through the
media on dignity of labour

8D

Provide incentives to attract young
people to skill acquisition.

8E

Government direct involvement in
skill acquisition programmes

8F

Set up skills centres in each major
city to compliment master artisans’
efforts.

8G

Partnership among employers to
establish artisan training centres

8H

Create skills support department in
the Local Governments Areas to
promote skills acquisition.

8l

Set up Skills Acquisition Fund
(SAF) for adequate and sustained
funding of vocational training.

8J

Make policy provisions to facilitate
Public private partnership for skill
development

8K

Industry  stakeholders  should
provide scholarships to support
training

8L

Establish a unified assessment
and certification system for the
traditional apprenticeship training
programmes.

8M

Give better recognition to informal
education system (apprenticeship)
through appropriate policy
provisions as a means of
economic empowerment

8N

Master  artisans should be
accredited before their involvement
in training.

80

A regular monitoring strategy
should be in place for the training
to ensure standard.
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Please suggest other strategies for improving Traditional Apprenticeship System of training
artisans
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ANNEXURE D

Interview with Education Ministry (Interview guide)

To whom it may concern
Sirfmadam

My name is Oni Oluwole Joseph, a PhD research candidate at the Nelson Mandela Metropolitan
University, Port Elizabeth, South Africa. | am conducting a survey on “The Training of Artisans for
House Building Projects in South Western Nigeria.” There is a perceived shortage of house
building artisans such as carpenters and bricklayers; this is due to inadequate supply of these
skilled artisans by the vocational technical colleges and the traditional apprenticeship training
system to the industry. The aim of this study is to investigate this problem with the view of
articulating appropriate strategies for improving both the technical college and the apprenticeship

training systems and thus the supply of artisans for the industry.

The purpose of this interview is to obtain your opinion as a stakeholder in vocational technical
education and training and how the systems and training can be improved upon. The interview is
estimated to last between 30 and 45 minutes. Let me assure you that the data obtained through
this interview and any documentation from you will be treated confidentially and be used only for
academic purposes. Also, no records kept will bear your organisation’s name. | would also like to

seek your permission to record the interview.

Thanking you for your anticipated cooperation.

Oluwole J. Oni Professor J. J. Van Wyk
PhD Candidate (Construction Economics) Research Promoter
Tel: +234-8035697274, +27 (0) 41 504 4134

Email: s211051039@live.nmmu.ac.za
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INTERVIEW QUESTIONS
VOCATIONAL TECHNICAL COLLEGES
1. What is your perception pertaining the state of the vocational technical colleges in your state?

2. What do you think are the major challenges currently facing the vocational technical colleges in
your state?

3. How do you see the quality of the programmes offered?
4. What is your assessment of the level of training facilities available for the programmes?

5. What is your opinion about the teaching staff members available for the programmes in the
following areas?

a. their number

b. their qualifications

c. their experiences

6. What are the factors responsible for the perceived poor performance of the vocational technical
colleges?

7. What do you think are the factors responsible for poor enrolment in the colleges?
8. How do you think these challenges can be addressed?

9. What is your opinion on the level of infrastructures like library, hostels, offices, classrooms and
workshops?

10. What can the government do to revive the vocational technical colleges in the following areas?
a. Policy reforms and implementation

b Funding of the colleges

c. Image and recognition of the vocational certificate

d. Recruitment / enrolment

e. Physical infrastructure

f. Training facilities

g. Integration with the university system

10. What do you think the stakeholders from the industry can do to help revive the technical
colleges?

11. How do you think the regulatory agency can help to improve the performance of the vocational
technical colleges?

12. What role can your office play as the government department in charge of vocational technical
education to improve the training quality provided by the technical colleges?

13. In what way do you think vocational technical colleges can get more funding to improve its
performance apart from the budgetary allocations that is not always sufficient?

14. What suggestions do you have for improving the training provided by the vocational technical
colleges in your state?

15. What in addition are you doing to improve the vocational technical colleges in your state?

16. Please make any general comments based on your perception of the issues discussed
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TRADITIONAL APPRENTICESHIP TRAINING

1. What is your perception pertaining the state of the traditional apprenticeship training in your
state?

2. What do you think are the major challenges currently facing the traditional apprenticeship
training in your state?

3. How do you see the quality of the training programmes offered by the master artisans?

4. What is your assessment of the level of training facilities available for the training programmes
under the individual master artisans?

5. What are the factors responsible for the perceived poor performance of the traditional
apprenticeship training programmes?

6. What do you think are responsible for the perceived lukewarm attitude of young people towards
skill acquisition?

7. How do you think these challenges can be addressed?

8. How do you assess the level of government recognition and attention given to (informal
education) apprenticeship training system?

9. How do you rate the mode of delivery and teaching methods of the master artisans to
apprentices?

10. Do you consider the method of assessment of apprentices usually carried out by the master
artisan before certification adequate? If no, why?

11. How do you see to the present Government policy on traditional apprenticeship training
system?

12. How do you think this policy framework can be improved upon?

13. What is your assessment of current level of Government funding of the apprenticeship training
programmes?

14. What is your opinion about the perceived poor level of Government regulation and coordination
of apprenticeship training programmes?

15. Comment on the impact of alternative jobs such as commercial motorcycling (Okada),
commercial telephoning (GSM business) and hawking in preventing potential candidates from skills
acquisition?

16. How can the impact of these alternative jobs on skills acquisition be addressed?

17. What are your suggestions for improving the Traditional Apprenticeship training in the following
areas?

a. Policy reforms and implementation

b. Funding and training incentives

c. Regulation and coordination

d. Image and recognition

e. Training facilities
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Thank you for sparing some time out of your busy schedule to make this meeting possible. | wish
to also thank you for the insights | have gained from your rich experience which will help in
compiling data for this research
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ANNEXURE E

Language Quality Assurance Practitioners

Mrs KA Goldstone
Dr PJS Goldstone

14 Erasmus Drive
Summerstrand
Port Elizabeth
6001

South Africa

Tel/ Fax: +27 41 583 2882 Cell: +27 73
006 6559 Email: kate@pemail.co.za
pat@pemail.co.za

13 August 2014

TO WHOM IT MAY CONCERN

We hereby certify that we have language-edited the doctoral thesis of Oluwole Joseph
Oni entitled: THE TRAINING OF ARTISANS FOR HOUSE BUILDING PROJECTS IN
SOUTH WESTERN NIGERIA.

We are satisfied that, provided the changes we have made are effected to the text, the
language is of an acceptable standard, and is fit for publication.

Kate Goldstone Dr Patrick Goldstone
BA (Rhodes) BSc (Stell.)
SATI No: 1000168 DEd (UPE)

UPE Language Practitioner (1975-2004)
NMMU Language Practitioner (2005)

Language Quality Assurance — Certification Statement
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