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ABSTRACT
The purpose of this comparative study was to identify the technical skills and
abilities needed by prospective employees of construction industries in Ghana and
Nigeria. Potential employees were defined here as recent graduates of construction
industry programs with entry-level technical skills. The continuous growth in and
expansion of these two countries’ construction industries have led to exponential growth
in positions that require certain technical skills—finding workers with the requisite skills
remains a major challenge for employers in Ghana and Nigeria. Employers have
expressed concerns about the lack of adequately trained graduates and feel that
educational institutions are not producing graduates with skills that match these
industries’ needs.
Three research questions were developed based on employers’ statements about
needs, expectations and experiences. This information was utilized in examining
employers’ perceptions of recent applicants for positions in the construction industries in
Ghana and Nigeria. The methodological design for this study was quantitative in nature
and based on a survey instrument developed and used to collect data; a literature review
provided secondary information. The target population included human resource and
related administrators at construction industries, and professionals in construction
industry programs. The sites for this study included Ghana and Nigeria. The survey was
administered to 112 participants, 58 of whom were from Ghana and 54 from Nigeria.
Findings revealed differences with broad implications for skills training. Most
companies were located in urban areas; fewer were in rural communities. More
construction companies had been established before 2000 compared to companies
established in later years. With regard to employers’ needs (to address research question
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one), employers were asked to cite the desired technical skills and abilities considered
necessary for employment of recent graduates. Most respondents indicated a need for all
technical occupations listed in the study, although the needs varied between employers in
Ghana and Nigeria (carpentry, plumbing, masonry, electrical, drafting, welding, and
HVAC systems). When participants were asked to describe their perceptions of the skills
shortage, most indicated that a lack of appropriate technical skills was contributing to the
skills shortage.
With regard to opinions on skills shortages and the belief that employers’ elevated
requirements are contributing to these shortages, most participants indicated that high
requirements were not contributing to skills shortages although few respondents
disagreed with the statement. With respect to demands of the global market, most
indicated that these demands were also not contributing to skills shortages—few
respondents disagreed. Looking next at technical skills, most participants indicated that
technical skills have contributed to skills shortages. While most respondents indicated
that production methods were not causing skills shortage, there were significant
differences in opinion on this topic between Ghana and Nigeria. An ANOVA analysis of
the importance attached to various employee attributes pointed to the importance of being
able to work under stressful conditions with a p-value (<.001), and to maintain a positive
work attitude with a p-value of .029. Variables found to be insignificant included: the
ability to work independently; ability to respond to constructive criticism; ability to
collaborate in teams; additional skills and responsibilities; and ability to supervise others.
These variables were greater than (>.05), so there were no statistically significant
differences between Ghana and Nigeria with respect to the indicated variables.
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With regard to policy on technical skills training, industry involvement in
curricular planning was significant and very different between Ghana and Nigeria. There
were no significant differences in curricular responsiveness to national needs, and a
strong relationship between education and the industry and other domains. Most
participants indicated keeping records of graduates’ technical skills in order to better
match them with potential employers. Looking at hiring trends, most respondents from
Ghana and Nigeria indicated that the rate of hiring was increasing—few indicated that the
hiring trend had remained the same or was decreasing. With regard to criteria used to
evaluate graduates, there was a significant difference between Ghana and Nigeria with
respect to amount of time spent to accomplish a task. The remaining domains—types of
work performed by entry-level graduates and productivity and quality of work—were not
significant.
Looking next at employers’ perceptions of graduates’ work experiences, most
respondents agreed that graduates did not have business and industry knowledge. The
majority of respondents also agreed that graduates do not have the appropriate technical
skills. With regard to workplace values, intelligence, and mindset, most agreed that
graduates do not have the requisite degrees of each. There were no differences between
Ghana and Nigeria concerning graduate internship experiences, cooperative experiences
and work experiences.
Study findings have broad implications for practice, research, and training.
Further research should be conducted in areas of significant difference identified in this
qualitative study. Where no such differences exist, a support structure—including, e.g.,
training programs that can sustain the industry’s workforce—is essential.
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Chapter 1
Introduction

Historical Perspectives
The construction industries in Ghana and Nigeria have expressed concerns about
college graduates’ entry-level technical skills. Why is this issue a global concern?
Employers wonder whether graduates can match their employment expectations with
respect to technical skills and abilities in the workplace. From perceptions to
expectations, perceptions differ of technical skills gained through construction industry
programs because they depend on the construction industry’s expectations of graduates
who join the construction industry in Ghana and Nigeria.
Educational institutions are under constant pressure to make workforce
development more sustainable through innovative methods currently embraced by major
organizations (Kalliath, 2002, pp. 62–63). A search for ways to ensure that graduates gain
the appropriate technical skills to meet employer needs in the construction industry not
only may improve workplace performance but can also lead to more responsive and
sustainable technical education policies that can address individual and national needs.
Improving education quality and raising skill levels and standards for training not only
may lead to higher wages and higher returns but may impact individuals, employers, and
the nation as a whole (Lewin, 2006; World Bank, 2007).
Historically, education-related developments in Ghana and Nigeria are rooted in
colonial administrations after independence from the British in the late 1950s and early
1960s (Akyeampong, 2010). Following Ghana’s independence in 1957, Nigeria gained
her independence in1960. Although the post-independence era witnessed major changes
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in everything from education to economic activities and politics, Ghana and Nigeria
followed relatively similar paths in pursuing their education, economic and political
agendas. Since the colonial administrations had no clear agenda for education for the
newly independent countries, the new administrations considered education the key to
promoting their economic visions. With an abundance of economic prospects from gold
to crude oil, including agriculture, generating human capacities were crucial for Ghana
and Nigeria, considering the rich natural resources at their disposal (Dabelen, Oni,
Adekola & World Bank, 2000).
Definition of the Research Problem
The purpose of this comparative study was to identify the technical skills and
abilities needed by prospective employees of construction industries in Ghana and
Nigeria. Due to continued growth and expansion in the construction industry, filling
positions that require technical skills in an industry driven by global market demands has
remained a major challenge for employers (ManpowerGroup, 2011). Employers in Ghana
and Nigeria believe that graduates with entry-level technical skills do not have the
proficiencies needed to perform their tasks in the workplace. The commonly held
perception is that educational institutions are not producing graduates with skills that
match their needs. In Ghana, ae 2004 report by the Ministry of Education noted a high
disparity between employers’ needs and the skills levels of graduates from educational
institutions (MOE, 2004).
Employers are overwhelmed by the rapid changes and global demands affecting
industry operations (Hanushek, Woessman & Zhang, 2011). One way to handle this is to
emphasize employee training and retraining in the interest of continuously updating skills
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applicable to employer needs. Skill, as defined by Adetokunbo-Kayode (2009), is the
expertise or ability developed through training and experience. Skills are not limited to
trades acquired through competencies but include experiences gained in many fields that
require high performance (Gregory, 1987).
A skill shortage or skill gap is a shortage in performance (Adetokunbo-Kayode et
al., 2009). It is the difference between the current performance and what is required.
Typically, a drafter who have the technical skills to draw manually but is unable to utilize
a software application to accomplish a similar task will need additional training or
retraining to bridge the gap.
Statement of the Problem and Context
For several employers, the desire to have better-skilled trained personnel able to
run complicated software or operate complex machinery is a reality. In practice, demands
for adequately trained graduates with the appropriate technical skills to meet workplace
challenges indicate that the availability of those graduates is extremely important to
employers. Yet, employers in Ghana and Nigeria have expressed concerns about the lack
of adequately trained graduates with technical skills to meet workplace challenges
(Afenyadu, 2001). Several graduates seeking employment in the construction industries
in Ghana and Nigeria have been turned away by employers who found that they did not
possess the appropriate technical skills to perform the task (Aryeetey, 2011).
See Figure 1.1 for a graphic example of this perception.
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PERCEPTION IS REALITY:
I S S U E W I T H D I P L O M A = M I S M AT C H O F T E C H N I C A L S K I L L S

“I am sorry you do not
have the right skills”

Appropriate
technical
skills certificate

http://www.getacoder.com/blog/?p=1381

Employers perception of
graduates of polytechnics
in Ghana and Nigeria
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Figure 1.1. Employers’ perception of graduates with entry-level technical skills

For several employers, technical skills mismatch is a central issue. The 2004
report by the Ministry of Education in Ghana noted such concerns. On the other hand, in
Nigeria, employers have resented the reality of poor educational preparation that has
perpetuated high levels of unemployment among graduates, resulting in violence and
street demonstrations (Aso-Rock, 2000; Dabelen, Oni, Adekola & World Bank, 2000).
Skills shortages that lead to the displacement of critical masses of workers can only
exacerbate political, social and economic discord (Biao, 2009). The report by the
Ministry of Education in Ghana and employers’ resentment in Nigeria points to the
important mismatch between the education and business communities in Ghana and
Nigeria.
Implications for globalization contribute to changes in lifestyles, production
methods, and new products, altering the ways industries operate and causing changes in
jobs available to workers. Many fast-growing occupations require specialized technical
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skills; the opportunity to obtain a good-paying job is lower if a graduate does not possess
skills required for the job. Employers’ demands for better trained personnel to operate
complicated and expensive machinery is a reality (Mason, Husted, & Adams, (2002).
Ghana and Nigeria lack the expertise sought by today’s employers due to changes in
societal needs. This process of change calls for extensive revisions to education and
training programs that render them better able to adapt and adjust to emerging needs in
the workplace (Mason, Husted, & Adams, (2002).
Several years after independence, Ghana continues to struggle to provide
education that is sustainable and that leads to economic independence and opportunities
for her citizens (Akyeampong, 2009). While technical education was prioritized as a
sector for producing a middle-level manpower base for economic development, the
preparation of a skilled technical workforce has not been fully embraced. The perceptions
of the colonial administration may have played a role, holding that liberal arts courses
provide better opportunities than vocational and technical education courses (Ampiah,
2003; King, 2005). This notion not only undermines students’ interests but also affects
enrollment levels and hinders innovation and progress (Akyeampong et al., 2009).
In an article in the Ghanaian Times and Daily Graphic on the 25th and 27th of
July, 2012, respectively, the National Accreditation Board (NAB) indicated that any
program under technical education could not in itself be used as a prerequisite for
admission to tertiary education institutions; however, the board failed to outline specific
requirements (Attobora, 2012). In response, Peter Akwasi Attobora (2012), head of the
Technical Examination Unit, argued that some officials either did not know, or did not
understand or have a fair knowledge of the content of technical education programs.
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Reaffirming his stand, Attobora (2012) noted that technical education programs are the
foundation for a country’s economic development goals—students must be encouraged to
enroll in programs that ultimately fulfill individual aspirations as well as employers’
needs and national goals.
Nigeria is among the few African countries with rich natural and economic
resources. Though underperforming in the manufacturing sector, Nigeria is the third
largest country in Africa, producing a large amount of goods and services for the West
African region (http://en.wikipedia.org/wiki.Economy_of_Nigeria, 2012). After 16 years
of military rule, Nigeria adopted a new constitution in 1999 to reform the oil-based
petroleum economy. Although Nigeria accounts for several sectors, including agriculture,
industry and services, which may be impacted by the oil industry, diversification of the
oil-based economy has not been successful (CIA World Factbook, 2011). In the 1970s,
the oil boom led to neglect of its agriculture sector although agriculture accounts for 70%
of Nigeria’s labor force and over 26.8% of its gross domestic product (GDP)
(http://en.wikipedia.org/wiki.Economy_of_Nigeria, 2012). The current administration’s
efforts to diversify the oil industry remain a daunting task due to a high rate of
corruption, mismanaged revenues, and unemployment among college graduates, which is
at its highest level (CIA World Factbook, 2011).
Nigeria’s long-standing experiences with ethnic and religious violence have
halted many development projects (Nnazor, 2005). Although Nigeria is currently
experiencing its longest period of civil rule since independence, employers are having the
toughest time attracting graduates with appropriate technical skills (CIA World Factbook,
2011). Employers complain that graduates are poorly prepared, which affects academic
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standards. There is also a growing perception among employers in Nigeria that a
university degree is no longer a guarantee that the graduate has both general and technical
competencies (Dabelen, Oni, Adekola & World Bank, 2000).
Purpose Statement
The purpose of this comparative study was to identify the technical skills and
abilities needed by prospective employees of construction industries in Ghana and
Nigeria. Skills shortages resulting in the displacement of critical masses of workers only
exacerbate routine political, social and economic discord (Biao, 2009). Over the years, in
pursuit of restoring deteriorating standards in education systems, the governments of
Ghana and Nigeria have aimed to create educational policies that fulfill the expectations
of individuals and employers, as well as making available the human resource capital
needed for sustainable national development (African Ministers of Education, 2006).
Among the issues affecting workforce development identified during the African
Ministers of Education (AME) conference were the following:
1. Over-emphases on general curricula
2. Little attention to technical and vocational education and training (TVET)
3. Limited opportunities for transfer within various technical streams
At present, most technical and vocational education and training (TVET) in
Ghana and Nigeria are institution-based and fragmented under different ministries and
agencies, including private sectors with uncoordinated policies. Coordination of
curricular development with industry is very weak, resulting in mismatches in the supply
and demand of technical skills (AME, 2006). Technical education preparation has not
been fully embraced due to colonial administrations’ perception that liberal arts courses
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provide better opportunities than vocational and technical education courses (Ampiah,
2003; King, 2005).
Ghanaians’ poor technical and vocational education and training (TVET)
perceptions undermine recruitment and funding, lead to unsatisfactory quality of delivery,
and result in inadequate instructor preparation and limited provision of instructional
resources (AME, 2006). These poor perceptions also serve to derail prospective students’
interests, which affects enrollment levels. All in all, not much innovation and progress
can be achieved under the circumstances (Akyeampong, 2009). Unfortunately, not all
Ghanaians and Nigerians share the same views about preparing alented youth for a
sustainable workforce. Some officials in Ghana still maintain essentialist views; in
maintaining the belief that TVET is for the academically weak, they reveal little or no
regard for TVET qualifications (Attobora, 2012).
Based on the colonial administration’s impressions, most Ghanaians and
Nigerians perceive that general or academic courses are better than technical courses and
therefore elect not to enroll in programs that may provide them with skills and knowledge
needed in the workplace. Gray and Herr (2006) suggested that the “one way to win
mentality” held by society, which encourages all high school graduates to obtain a fouryear college degree, only perpetuates the skills shortage currently facing many
industrialized and developing nations.
In Nigeria, decades of military rule, religious violence, corruption and
mismanaged revenues have crippled several development projects, causing the
underdevelopment of vocational and technical education programs (Nnazor, 2005). These
issues have weighed heavily on the country’s resources, resulting in poor physical
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infrastructure; irrelevant curricula and learning resources; lower accessibility and
affordability; and falling standards—these remain among the major impediments to
technical and vocational education development (Atuahene, 2006; Dabelen, Oni, Adekola
& World Bank et al., 2000).
In this study, employers’ needs were defined as technical skills and abilities
important to the employer and indicating its level of satisfaction with employee
performance. These variables were not limited to technical-related skills such as
masonry, carpentry, drafting, plumbing, and many of the other skills applicable to a
construction industry. Employers’ expectations in this study were not limited to
anticipation of graduates’ performance in the service of employers’ demands and needs.
This attribute may be work-driven and focus on performance, productivity and quality of
work. Employers’ experiences with graduates provide information on graduates’ previous
work experiences. These experiences may be obtained through internships, cooperative
work experiences, or any work-related experiences, and indicate graduates’ abilities and
skill levels. These variables were used in this study to identify and define employers’
levels of satisfaction with whether graduates had the right technical skills and abilities or
fell short of what was expected of them in the workplace.
Significance of the Study
Nations invest in education because doing so promotes personal, social and
economic needs (Becker, 1996). Education contributes to national growth by enhancing
skills and fostering the productive capacity of workers (Nnazor, 2005). The purpose of
this comparative study was to identify the technical skills and abilities considered
necessary for employment in the construction industries in Ghana and Nigeria according
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to those employers. The quest for employment and ability to demonstrate skills that
enhance performance and productivity were two of the qualities sought by employers.
This study’s research questions were based on employers’ identified needs,
expectations, and experiences with graduates with respect to their previous work-related
encounters, such as internships and cooperative work experiences in the workplace.
These attributes imbued the scope of this research and were used to extract data from
employers on skills and abilities considered necessary for graduate employment and
preparation in the construction industry programs in Ghana and Nigeria.
Research Questions
The purpose of this comparative study was to identify the technical skills and
abilities needed by prospective employees of construction industries in Ghana and
Nigeria. College and technical school graduates are the single most valued source of
labor for the construction industry in Ghana and Nigeria. Since labor market needs
continuously change, education curricula must be adjusted to address these changes.
Three research questions were developed to explore the perceptions of employers in the
construction industry. A research instrument was created to answer the three research
questions. The scope was based on employers’ needs, expectations, and experiences with
graduates. The three research questions were as follows:
1. What technical skills and abilities should graduates with entry-level technical
skills have to gain for employment in the construction industry ?
2. What are these employers’ expectations of graduates with entry-level technical
skills?
3. What are the desired work experiences that employers’ of construction industry
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consider necessary for employment of graduates with entry-level technical skills?
Scope of Study
An accurate research instrument should be relevant to the research questions—
that is, it should be able to provide the data needed to answer them. It is therefore
important to establish a scope of study relevant to the research questions. The scope of
study included variables that guided the development of an accurate research instrument.
Variables included employer needs; employer expectations; and employer experiences
with graduates. Using the scope as a guide, the research instrument was developed based
on the three research questions. In this study, information on employers’ needs was used
to answer research question 1; information on employers’ expectations was used to
answer research question 2; and information on employers’ experiences was used to
answer research question 3. Demographic information provided general information for
all questions. (For more information, refer to Figure 1.2]

Research Instrument based on scope of study





General Information Demographic
Research Q 1
Employer needs
Research Q 2
Employer expectations
Research Q 3
Employer experiences

Pilot Test
Data Collection
Research Analysis
Research Findings

Figure1.2. Research scope for collection of data, analysis and findings

Assumptions of Comparative Study
The researcher may assume that information collected from one site will be
similar to that found at another, but this may not be absolute. The researcher also may
assume that study outcomes may lead to policy implementations that will result in
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national benefits and fulfill personal and employer aspirations.
In the course of the information-gathering process, it is assumed that data entries
are accurate and present correct findings. It also is assumed that data collected may be
relevant to the study, although some anxiety and concern may attend data collection
processes, especially about whether the right data are being collected to answer research
questions. Those providing information to this study were assumed to have the
knowledge and records needed to provide accurate materials.
It is assumed that many prospective participants indicated their willingness to
participate in the study; not all participants actually participated.
Finally, it is assumed that the researcher’s biases may influence interpretations of
the data and development of the findings.
Cultural Perspective on Comparative Education in Ghana and Nigeria
Why do a comparative study? First, doing so is important for Ghana and Nigeria
for several reasons. It embraces the Economic Community of West African States
(ECOWAS) under one umbrella. It promotes economic integration, cooperation, trade,
political stability, security and peace. Ghana and Nigeria are key stakeholders in
ECOWAS, and therefore it is important to gain an understanding of their social, political
and economic potential. This can be achieved only by collecting and evaluating
information on their education systems, culture, and traditions as these shape the values
of both countries. In a comparative study, researchers are interested in the different
education systems used by countries to provide education to their people. Researchers
engaged in comparative education studies select different education systems and
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approaches in order to examine their strengths and weaknesses and compare and contrast
their outcomes in countries. See . . . .Figure 1.3.

Figure 1.3. Economic Community of West African States (ECOWAS)

2

Figure 1.4. Contextual maps
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A country’s educational system is influenced by social, political and economic
forces that determine or shape its educational system. A comparative study is important
because it provides meaningful standards for creating a framework for assessing
education programs in other countries and comparing them with your own. For Ghana
and Nigeria, an understanding of cultural influences is important when developing
assessment techniques for the comparison or introduction of new programs. Comparing
different education systems provides researchers and educators with new ideas for
tracking educational outcomes and progress.
Comparative Methods and Their Importance to Ghana and Nigeria
A comparison of educational systems in West Africa provides insights needed to assess
current education practices appropriate for countries in the region. According to Mbozi,
(2010), comparative methods provide opportunities for students to compare and contrast
educational systems as well as identify best comparative approaches in education.
In order to better understand the terms comparative and comparison, it is
important to explore the methodological concepts of cross-cultural comparisons to define
the term “comparability” (Raivola, 1968, p. 362). According to Raivola, comparability is
a term used to identify conditions that exist between two measures. Comparability
describes conditions in which two measures are expressed in the same units to reflect
possible direct comparisons. However, Rosello (1968) argued that comparative education
involves the applications of comparative techniques to specific educational problems not
examined in many studies. Instead, researchers tend to present information on the
educational issues in a country and leave the comparison to the discretion of the reader’s
own country.
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The comparative method is important to Ghana and Nigeria because both
countries follow a similar education structure—6-3-3-4. In other words, primary school
takes six years; junior secondary, three years; senior secondary, three years; and tertiary,
four years. Comparisons of education systems in countries like Ghana and Nigeria are
more successful due the lack of language barriers, unlike the challenges that can attend
such comparisons involving Francophone countries.
For most junior and senior secondary schools in Ghana and Nigeria, the subjects
are grouped to suit student abilities. The grading systems are similar and preparation is
reflected in programs at the tertiary education level. Students who are technically inclined
are encouraged to pursue technically oriented programs and courses at the tertiary level
after senior secondary, while those inclined to business and the social sciences are
encouraged to follow the same pursuit. (Refer to Tables 1.1–1.4 for similarities and
differences in the education systems in Ghana and Nigeria.)

Table 1.1
Comparative structure of Ghana and Nigeria education systems (6-3-3-4)
Ghana
Primary School—6 years
Junior Secondary School—3 years
Senior Secondary School—3 years
University First Degree—4 years

Nigeria
Primary School—6 years
Junior Secondary School -3 years
Senior Secondary School -3 years
University First Degree—4 years
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Table 1.2
Pre-vocational courses in Ghana and Nigeria education systems
Ghana
Agriculture

Nigeria
Agriculture

Business Studies

Business Studies

Home Economics

Home Economics

Local Crafts

Local Crafts

Computer Education

Computer Education

Table 1.3
Introductory technology courses
Ghana
Technical drawing

Nigeria
Technical drawing

Woodwork

Woodwork

Metalwork

Metalwork

Auto-mechanic

Auto-mechanic

Applied electricity

Applied electricity

Basic electronics

Basic electronics

Basic Building

Building construction

Food storage and preservation

Food storage and preservation

Welding and fabrication

Welding and fabrication

Industrial maintenance

_
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Table 1.4
Grading system of senior secondary schools in Ghana and Nigeria
Ghana

Nigeria

A1

75%-100%

5

B2

70%–74%

4

B3

65%–69%

C4

Excellent

A1

75%-100%

5

Excellent

Very good

B2

70%–74%

4

Very good

3

Good

B3

65%–69%

3

Good

60%–64%

2.75

Credit

C4

60%–64%

2.75 Credit

C5

55%–59%

2.50

Credit

C5

55%–59%

2.50 Credit

C6

50–54%

2.0

Credit

C6

50–54%

2.0

Credit

D7

45%–49%

1.5

Pass

D7

45%–49%

1.5

Pass

E8

40%–44%

1.0

Pass

E8

40%–44%

1.0

Pass

F9

0%–39% < 1.00

Fail

F9

0%–39% < 1.00 Fail

Cultural Equivalence of Comparative Methods
Key questions that arise in comparative methods focus on methods used to
measure comparability and equivalence. Vocational schools in Ghana and Nigeria are
defined as equivalent (contextual equivalence) with respect to courses and program
offerings. Making any appropriate decision for any country requires the knowledge,
history and context of a specific country. Figure 1.5 shows historic perspective of Ghana
and Nigeria and their related literature and context. Can the position of teachers be
considered equivalent? Due to differences in instructional methodology, the position of
teachers in the two cultures may not be equivalent. While they may have the same
qualifications, teaching style and quality of teaching may be different. Should the
teacher’s activity be evaluated on the basis of institutional tasks? What are the teachers’
backgrounds and do the parents’ backgrounds influence student performance as well?
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What about school facilities and resources—are they considered equivalent? To find
answers to these questions, the equivalence of the objects of comparison must be defined
at the same system levels, according to Raivola (1985).

Figure 1.5. Comparative summary of related literature and context of Ghana and Nigeria

Impact of Comparative Education in the ECOWAS
Comparative education is engaged in the identification of similarities and
differences between educational systems as well as the strengths and weaknesses in
existing systems (Mbozi et al., 2010). The comparative method broadens researchers’
scope of understanding in addressing educational issues in a particular environment.
Based on the educational models in West Africa, the region is a resource for comparative
studies since the educational systems are modeled along Anglophone and Francophone
models. The educational systems in the region offer opportunities for researchers to
assess and analyze issues in one country and make sense of the same issue in another in
terms of adaption and implementation or for policy studies.

19
From cultural perspectives to education, economics, trade, and politics, the
comparative method is ideal for investigating issues for social, political and economic
reasons. Comparative education provides opportunities for conferences, research
opportunities, exchange programs and global perspectives on education and how these
may be related in the home country. Figure 1.6 lists some reasons why comparative study
is crucial for Ghana and Nigeria.

WHY DO A COMPARATIVE STUDY OF
GHANA AND NIGER IA?
 Gh a n a a n d N ig eria emb ra ces econ omic in teg ra tion , tra d e, a n d
econ omic coop era tion of Econ omic C ommu n ity of Wes t A frica n
Sta tes ( EC O WA S ).
 N ig eria a n d Gh a n a w ou ld s erve a s a mod el for fu rth er s tu d ies for
oth er cou n tries in Wes t A frica n reg ion .

 W h y a re th e tw o cou n tries comp a ra b le?






Former British colonies
Follow ed the British model of education
Both countries currently follow similar education systems
Both countries under the umbrella of West African Examination Council
Share similar social, politica l, and economic goals that shape their culture,
tradition and values
 ECOWAS

Figure 1.6. Importance of comparative study of Ghana and Nigeria

Limitations and Delimitations of Study
Several limitations were encountered in this study. Obtaining secondary
information on potential employers from the Ghanaian and Nigerian embassies in
Washington, D.C., was a challenge. There was no response to formal letters sent to these
embassies. Access to this information took longer than anticipated. Once obtained,
gaining access to potential participants took several weeks before they indicated their
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willingness to participate. Due to the political and religious violence that restricted travel,
particularly in Nigeria, the surveys could not be distributed across most states.
Although information collected for and provided through this study is presumed
to be accurate, errors in data entries could affect study findings. Communication network
issues such as electronic access, power interruptions, transportation from one office to
another slowed data collection. Limited financial resources and time may have forced the
researcher to make certain decisions that could affect the accuracy of data collection.
To control the study, data collection was restricted to ten regions in Ghana and 36
states in Nigeria. In Ghana, five regional sites were selected from ten regions; in Nigeria,
15 states were selected from 36 states. The five regions selected in Ghana included
Greater Accra, Ashanti, Eastern, Northern and Upper East. In Nigeria the 15 states
selected included Abia, Abuja, Akwa- Ibom, Anambra, Benue, Cross Rivers, Delta,
Ebonyi, Edo, Enugu, Imo, Kaduna, Lagos, Ondo, Plateau, and Rivers states. The choices
were based on comparability of geographic locations and economies, and access to
needed information.
Definition of Terms
The following terms appear in this study.
Building Construction Industry Programs: Programs focused on building-related trades.
Examples include drafting, carpentry, masonry, plumbing, and electrical systems.
Basic Education: Includes primary education through junior secondary school.
Economic Community of West African States (ECOWAS): The ECOWAS was
established in 1975 to ensure the economic well-being of West African states.
Employers’ Perception: Opinions drawn from employers in the construction industry with
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respect to graduates with entry-level technical skills.
Entry-Level Technical Skills: Basic technical skills and abilities required for
employment.
Junior Secondary School (JSS): Basic education after primary school.
Ministry of Education Science & Sports (MOESS): Ministerial responsibility for
education in Ghana.
National Council for Tertiary Education (NCTE): The NCTE advises the Minister in
charge of tertiary education on matters relating to the development of tertiary education.
National Board for Technical Education (NBTE): The NBTE is a principal organization
of the Federal Ministry of Education in Nigeria.
Senior Secondary School (SSS): Education after junior secondary school.
Skill: Expertise or ability developed through training and experience (AdetokunboKayode, 2009). Not limited to trade and crafts acquired through competencies (Gregory,
1987).
Skill Gap: A skill gap is the shortage in performance (Adetokunbo-Kayode, 2009). It is
the difference between what is required and current performance.
Technical Skills: Skills involved in the manipulation of engines, machines, computers
and constructions equipment.
Tertiary Education: Education above senior secondary school.
Theoretical and Conceptual Framework
Although the theoretical and conceptual frameworks for this study were based on
Dewey’s pragmatic approach (1916), concepts such as the “other ways to win” by Gray
and Herr (2006) provided the conceptual framework that guided this study. Other studies
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such as Graham (2001) and Robertson, Garton and Vaughn, (2007) provided some
insights. Reflecting on learning outcomes, learning takes several forms from known to
unknown, and through theory and practice.
The role of workforce preparation is seen by many as an opportunity to promote
economic development that focuses on industry. Others might consider it an opportunity
to provide individuals with desirable skills for employment (Gray & Herr, 1998). In an
effort to engage in and improve the outcomes of social change, workforce education
preparation was viewed here from several education perspectives involving important
figures in vocational education movements. These included Charles Prosser, who
advocated for the learner’s preparation, solely focused on industry (Gray & Herr et al.,
1998). On the other hand, John Dewey (1916), a noted American philosopher and leader
who believed in progressive education, contended that growth must be the aim of
education. Dewey (1916) defined education as the reconstruction and reorganization of
experience that increases one’s ability to direct the course of subsequent experience. In
1938, Dewey argued that students engaged in traditional education learn from texts and
teachers while in progressive education, learning occurs through experience (Gray &
Herr et al., 1998). He believed that education must be a student-centered rather than
teacher centered approach. Dewey’s (1916) view on education emphasized social
efficiency, meaning that all youth must have a broad education in vocations that might
serve as agents of democratic change (Gray & Herr et al., 1998). In other words, promote
comprehensive education with the focus on industry and make education more responsive
to all (Gray & Herr et al., 1998). Proponents of education theory such as Knowles,
Rogers, Houle, Tyler, Lindeman, Bergevin, and Freire embraced Dewey’s progressive
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education, asserting that education should be a lifetime commitment to lay the basis for
lifelong learning (Guo, 2008).
The conceptual framework for Gray and Herr et al.’s (2006) “other ways to win”
(Figure 1.3) provided insight into social perceptions of the four-year college as the best
education option for high school students who wished to attain their educational goals. In
reality, the one way to win approach held by society only exacerbated the skills shortages
and unemployment facing several nations today, including Ghana and Nigeria. Four-year
colleges take longer and are more expensive. Further, there is no guarantee that all high
school graduates who go through a four-year program will graduate and be able pay their
college loans (Gray & Herr et al., 2006). Parents and guardians must rethink education
options and consider directions most appropriate for their children.
The other ways to win concept is a great example in Ghana and Nigeria, as
educational institutions begin to realize the importance of professional programs in
polytechnics and business schools, and in colleges of education and nursing--these
education programs can offer many more opportunities than four-year colleges. Students
who take professional tracks have the opportunity to earn money while in training and
also advance themselves to earn a degree in the cause of their careers. Admissions to
professional programs offered in polytechnics, colleges of education and nursing colleges
have become very competitive because students who graduate from programs in these
institutions already have their jobs secured. On the other hand, unemployment among
graduates of four-year colleges or universities have multiplied due to the lack of a strong
career background and lack of skills commensurate to those who graduate from
polytechnics, colleges of education and nursing education programs (Aryeetey, 2011;
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Gray & Herr et al., 2006).

Learning

Application

Accomplishing the learners’ fullest potential
leads to employment opportunities

Data
Collection

Figure 1.7. Theoretical framework: Pragmatic learning (Dewey, 1916)
Research
Analysis
Research
Findings

Employment Opportunity

Pilot Test

Data Collection

Data
Collection

Research Analysis

High School
Research
Analysis
Research
Findings

2-Year
Community
Research
Findings

4-Year College

College/Polytechnic
Pilot Test
Data Collection

Figure 1.8. Conceptual framework
of “other ways to win approach” (Gray & Herr, 2006).
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Chapter 2
Review of Related Literature

This chapter reviews related literature on employers’ perceptions of the
importance of technical skills and abilities considered necessary for graduate employment
from construction industry programs \in Ghana and Nigeria. Foci include the current state
of workforce preparation; new realities and challenges facing graduate employment; and
preparation in technical skills that meet workplace challenges in Ghana and Nigeria.
Further, the researchers looked at literature influencing workforce education and skill
development; education development in Ghana and Nigeria; societal perceptions of
workforce education and development; economic development and industry in Ghana and
Nigeria; higher education in West Africa; and declining quality of education in Ghana
and Nigeria.
Literature Influencing Workforce Education and Skill Development
This study was based on practices and studies that in part influence workforce
education preparation. Theories and concepts such as Dewey’s (1916) “pragmatic
learning” and Gray and Herr’s (2006) concept of “other ways to win” are among the few
studies that shed light on this particular area of this study. Although Dewey’s progressive
thought was hailed by many scholars, including outsiders, as relevant only for school
children, a greater impact was felt on the adult education movement not only in the
United States but in Chinese education as well (Elias & Merriam, 1995, p. 45). Dewey’s
view of vocational education is an important topic of study for all students, not just for
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those who intend to remain in the workforce. Dewey believed that education through
theory and practice makes the student a better learner than any method (Gray & Herr et
al., 1998). His view of broad-based education prepares a person to be able to assume fully
a responsible role that requires both theory and practical application (Dewey, 1916).
Most of the literature that shed light on this study was not only based on Dewey’s
pragmatic approach but also on Gray and Herr’s (2006) concept of “other ways to win”.
The latter clarifies the impact of two-year versus four-year colleges or universities for
prospective students, parents and guardians to re-consider their interests and options
(Gray & Herr et al., 2006). According to Gray and Herr (2006), many parents believe that
a four-year degree is the best academic and career path for their children; however, the
four-year college may not be the best option. Gray and Herr’s (2006) “other ways to win”
approach is embraced among nations implementing policies on career development. The
Gray and Herr (2006) study suggested that the perception of a four-year degree versus a
two-year degree may bolster unemployment (Gray & Herr et al., 2006). The study
pointed out that students enrolled in programs that adequately prepare them with
appropriate skills and knowledge can generate personal and national benefits. This means
that making appropriate career choices through a two-year program can earn graduates
employment with high wages or incomes.
According to a study by Owusu-Ansah and Poku (2012), entrepreneurship
education has been introduced at the higher-education level in Ghana with the intent of
addressing soaring unemployment among college graduates. “Entrepreneurship
education, a panacea to graduate unemployment in Ghana” by Owusu-Ansah and Poku
(2012) investigated the influences of entrepreneurship education on students’ career
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intentions, aspirations and attitudes leading to business creation and ownership.
Unemployment among population groups in Ghana is high because the private sector is
underdeveloped and the government remains the sole employer. With soaring
unemployment, small-scale enterprises and the self-employed are struggling to survive
with the limited funds at hand to operate their businesses. It is reported that an estimated
50% of graduates from Ghanaian universities and polytechnics do not find jobs two years
after graduation, and 20% would not find jobs after three years (Aryeetey, 2011).
Comparatively, the statistics are high with respect to the global unemployment
rate at 6.1%. Similar studies by Adejimola and Olufmilayo (2009) reported that Nigeria is
even worse, with 80% of graduates annually finding it difficult to secure employment.
Recent research findings revealed issues surrounding unemployment among college
graduates as the mismatch between what the educational institutions produce and
manpower needs (Afenyadu et al., 2001). The types of manpower required to fulfill
business needs appears to be contrary to policy makers’ decisions and educational
institutions’ production.
Other studies that influenced this research were based on insights from two
research trends. The first was Peddle’s (2000) “Frustrations at factory, a study that
examined employers’ perception of workforce deficiencies and training trends” and then
Graham’s (2001) study on “employers perception of the preparation of agricultural and
extension education graduates”. Peddle’s (2000) study shed light on the implications of
the new economy. Employers’ responses to Peddle’s survey indicated that the new
economy anticipates that industries and workers will adapt to new changes. Employers
felt the need for more cross-training of workers, team work, and higher levels of skills for
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the average worker. Findings indicated that higher levels of knowledge and skills were
needed to remain competitive. Increased globalization and diversity in the workforce
were projected indicators of change. Several employers indicated that entry-level
applicants or college-level graduates are prepared to work but lack the appropriate skills.
Peddle’s (2000) study laid a framework that established stronger relationships and
responsibilities for developing policies responsive to sustaining local and national levels
and opportunities to compete globally. Employers indicated a need for potential
employees with diverse skills and competencies who could collaborate and work as a
team; and also could demonstrate leadership skills with good human relationships in a
business setting (Peddle, 2000). Basic skills development must be incorporated into
student coursework and opportunities must be created for program articulation from high
school through college and vocational schools with comprehensive education and training
programs (Peddle, 2000). Educational institutions must be encouraged to promote
internship opportunities through job fairs to engage business and industry in fostering
interactions between prospective employers and students.
Over time, employers in both industrialized and developing nations have
expressed concerns about inadequately prepared workers. To improve workplace
performance, Graham (2001) suggested that employers, policy makers and educational
institutions establish a strong relationship to address skill inadequacies and meet
workplace challenges. Graham’s research on employer perceptions of agricultural and
extension education graduates provided important highlights for this particular study. It
noted, “if agricultural industries are to remain effective, then the agriculture curriculum
must be tailored to adjust to new demands and challenges of the agriculture industry”
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(Coorts, 1987, Slocomb & Baugher, 1988). The ways in which industries operate not
only can affect education curricula, but can increase technical competencies and changes
that ultimately determine entry-level knowledge, skills and abilities required of graduates
(Graham, 2001).
As the pace of global activities increases, predicting future labor force needs
remains a major challenge (Gordon, 2009). Other related research influencing this study
included Gordon’s (2009), “Winning the global talent showdown: how business and
communities can partner to rebuild the jobs pipeline.” Talent shortages are global and not
confined to a specific country, according to Gordon. The 2008 Manpower Annual Talent
Shortage survey of 43,000 employers worldwide in 32 countries reported that 31% were
having difficulty in attracting qualified applicants to fill vacant positions (Gordon, 2009).
According to Gordon’s (2009) study, what makes workforce development even more
unpredictable is the rapidly changing landscape of the labor force and its implications for
the future. Considering key solutions to this issue, Gordon suggested a framework that
examines changing workforce demographics; the globalized economy; and education-towork.
According to Becker (2005), when there is an economic downturn, indicators
such as unemployment rates begin to rise while economic activities slow down.
Economic indicators are important in tracking issues likely to impede economic
development efforts or factors likely to cause economic fortune.
Employment-bound students are the main consumers of secondary career and
technical education programs (Greer & Collard, 1999). However, secondary career and
technical education is often perceived as education for the academically weak and the last
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choice for academically or economically disadvantaged students who cannot make it in a
four-year college. Greer and Collard (1999) showed that recent transformations in the
automotive industry have changed the business of manufacturing; selling and servicing
automobiles have ultimately created many new career paths. In the past, a major
occupational goal for an associate degree graduate of an automotive technology program
was the position of technician in an automotive dealership. Today, new career paths and
opportunities in technical service, managerial, technical writing, customer relations, and
corporate training that were not available years ago have emerged.
Education Development in Ghana
After gaining independence from the British in 1957, Ghana continues to struggle
to provide a sustainable education that creates economic independence and opportunities
for her citizens (Akyeampong, 2010). Following independence, Ghana had a carefully
laid-out agenda for education and how it would be used to steer economic efforts to make
Ghana a prosperous nation (Akyeampong, 2010). Technical education was identified as
one of the top priorities for producing a middle-level manpower base for economic
development initiatives. Unfortunately, little innovation and interest have been focused in
this area and progress has been slow (Akyeampong, 2010). According to the Ministry of
Education Science and Sports (MOESS; 2007), enrollments in technical and vocational
education remained steady at 18,000 between 2002 and 2006. Low enrollments may be
attributed to teacher shortages in technical and vocational fields which reduce the quality
of education and undermine students’ efforts and interests (Akyeampong, 2007).
Technical education institutions were first established in Ghana as trade and
technical centers that offered craft courses to serve the needs of the colonial
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administration. They also provided employment opportunities to address labor and
economic development needs (Boakye-Agyemang, 2006). With time, the former
administration’s interest shifted from manual to clerical and administrative duties. More
emphasis was then placed on secondary education than technical and agricultural
programs. As clerical and administrative jobs gained more prominence and were
considered better than the jobs that required manual and practical applications, jobs that
utilized theoretical applications were given more attention.
The declining quality of technical education may have had a direct influence on
the way the colonial administration structured education in the country. Preparation of a
workforce with technical skills was not fully embraced due to the perception that liberal
arts courses provided better opportunities than vocational and technical education courses
(Ampiah, 2003; King, 2005). Other issues that might have affected education
development may have stemmed from the fact that the transition from one political
administration to another can undermine the educational policies and efforts of previous
governments. Issues such as the above impeded the country’s educational efforts.
Decades of military rule may have had direct effects on the country’s educational
outcome (Girdwood, 1999, p. ix). “While these issues threaten the development and
quality education, there is no other challenge that affects the core institutions than the one
that poses financial constraints” (Jonestone, 1998).
Ghana Education Structure
The education structure in Ghana currently consists of 6 years primary, 3 years
junior secondary school (JSS), 3 years senior secondary school, and generally 4 years
university education leading to a degree (African Ministers of Education, 2006). Other
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specialized and professional institutions include polytechnics, nursing, agriculture, and
teacher training with certificate programs between 2 and 3 years. Although pre-primary
schools are mostly run by private organizations, they are part of the education structure
under the Ministry of Education. The basic education level functions to prepare students
for secondary school and subsequent levels of higher education (Akyeampong, 2005).
The current structure over-emphasizes the general curricula and little attention is paid to
vocational and technical programs (African Ministers of Education, 2006). The structure
provides limited opportunities for transfer within the various streams according to
Baiden-Amissah (2006), the deputy minister of education. Primary and junior high
schools are free and compulsory (Donge, 2003; World Bank, 2004). The administration
of primary schools, high schools, and technical and vocational schools is under the
Ministry of Education, Science and Sports.
A proposed structure of 2 years pre-primary, 6 years primary, 3 years junior
secondary school (JSS) and 4 years senior secondary leading to a postsecondary and
tertiary education is anticipated. Technical and vocational education leading to
polytechnics and other tertiary education institutions anticipate implementation parallel
with general qualifications. Outcomes and expectations include apprenticeship systems
leading to the world of work including 3 to 4 years of tertiary education in polytechnic
and university education (African Ministers of Education, 2006). Tertiary education
institutions are administered by the National Council of Tertiary Education (NCTE).
Figure 2.1 shows how education is programmed in Ghana from pre-primary to graduate
school.
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AGE

Degrees and Certificates

Ph.D.
Masters

18 and
above
Tertiary
Education

Bachelors; Higher
National Diploma (HND)
Professional Certificate

4yrs.plus
16-18

Sen. Sec. School: 3yrs.

11 -15

Junior Sec. School: 3yrs.

5-10
0- 4

Primary School: 6yrs

Sen. Sec. Sch. Certificate

Basic Certificate

Pre-Primary

Figure 2.1. Conceptual model of education structure in Ghana: 6-3-3-4. Source: Ministry
of Education (2005).

Ghana Education System
The Ministry of Education, Science and Sports was enacted from a 1961 Act that
steered the education vision and structures of education toward delivering its goals
(McWilliam & Kwamena-Poh 1975, p. 102). The act gave the responsibility for
expanding primary education to local education authorities. Ghana’s education system
has undergone numerous changes from the British base model; ordinary and advanced
levels (O & A levels) have changed to a new regional model, with the senior secondary
school system administered by West African countries (MOESS, 2007).
Current education reforms in Ghana include phasing out and replacing middle
schools with 3 years of junior secondary plus another 3 years of senior secondary, leading
to a West Africa School Certificate (WASC) for ordinary and advanced (O & A) levels.
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Secondary school leavers who intend to further their education attend
postsecondary education institutions for three years. Upon completion of the program, the
graduates are employed in the junior secondary schools and senior secondary schools as
teachers. The National Council for Higher Education is responsible for tertiary education
administered by the Ministry of Education. Table 2.1 shows levels of education
classification under Education System in Ghana.

Table 2.1
Education System in Ghana
Educational Classification

Type of Education

Ministry of Education Student Enroll. 2004‒2005

Pre- School

Early Childhood

Ministry of Education

6,672

Primary (Elementary)

Basic Education

Ministry of Education

12,571

Junior Secondary School

Secondary Education

Ministry of Education

6,729

Sen. Sec. School

Secondary Education

Ministry of Education

_

Sec. Tech. School

Sec. Tech. School

Ministry of Education

_

Higher/Tertiary Education

Higher Education

Ministry of Education

_

Source: Ministry of Education, Ghana, (2005).

Basic Education and Enrollment
Basic education was first piloted in 2004/2005 and mainstreamed in 2005/2006
(Adams, Colombe, Wodon, Razmara, & World Bank, year?). It extends from primary
school education through junior secondary school. Access to primary and junior
secondary schools has increased since implementation. Enrollment of the youth between
ages 6 and 11 increased from 59% to 79% in 2007 with net admission rate of 6 year olds
more than doubling (Adams, Colombe, Wodon, Razmara, & World Bank, year). Gross
enrollment rates including average age rose to nearly 91% in 2007. Table 2.2 shows net
enrollment in Ghana primary education—enrollment increased to 78.6%, which is above
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the Sub-Sahara African average of 66.3%. Increases in primary and junior secondary
schools have put pressure on teacher education programs as well as school infrastructure.
Although enrollment in senior secondary schools doubled between 1999 and 2006, net
enrollments as of 2007 remained low.

Table 2.2
Enrollment by level of schooling for 2004/05 and 2006/07in Ghana
Primary School
2005 to 2007
Enrollment
2935611 to 3365762
Gross enrolment 83.4 % to 90.7 %

Junior Secondary
2005 to 2007

Senior Secondary School
2005 to 2007

1012258 to 1132318
70.3 % to 74.8 %

338513 to 414491
25.5 % to 30.2 %

Source: Ministry of Education, Science and Sports EMIS, Ghana (2007).

Secondary, Technical and Vocational Schools
The Ministry of Education administers secondary, technical and vocational
centers. Admission requirements for secondary and technical schools are a passing grade
on the Basic Education Certificate Examination. The secondary, technical and vocational
schools offer a variety of technical and business education courses. General technical
courses such as basic engineering or building technology require two years of full-time
study plus an additional two years of advanced study leading to City and Guilds of
London Institute or the National Examination. Students who pursue secretarial,
commercial or business programs follow a three- to four-year track leading to the West
Africa School Certificate (WASC). Those who complete secretarial, business or
accounting programs in five years are awarded the Ghana Business Certificate. Graduates
can take jobs upon completion with local industry. Prospective students interested in
further education can pursue programs at the tertiary or postsecondary levels. Tertiary or

36
postsecondary institutions may include national polytechnics, colleges of education, and
public universities.
Technical and Vocational Education and Training
The government of Ghana provides skill training through technical and vocational
education and training (TVET) institutions. The institutions provide intermediate,
advanced and technical skills with entry requirements to qualify students for the Basic
Education Certificate Examination (BECE). Technical vocational education falls under
two systems—the Ministry of Education (MoE) and the Ministry of Manpower, Youth
and Employment. Enrollment in junior secondary school can enable students to pursue
advanced studies in senior secondary education and technical education programs. Table
2.3 lists types of technical vocational education and training institutions.

Table 2.3
Types of technical vocational education and training institutions in Ghana
Public
Ghana Education Service Technical Training Institutes
National Vocational Training Institute
Integrated Community Centers for Employable Skills (ICCES)
Social Welfare Centers
Leadership Training Institute
Opportunities Industrialization Centers
Community Development Centers
Agriculture Training Institute
Road and Transport Training Centers
Gratis Foundation
Private
Total

188
24
38
61
15
9
3
24
3
1
9
252
440

Source: Ministry of Education Science and Sports EMIS, Ghana (2007).

Education Development in Nigeria
Colonized by the British, Nigeria gained her independence in 1960. Following a
series of constitutions before independence, educational activities in the colony began
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with the missionaries, since the British government had no clear agenda about that or
other roles. In 1959, the Ashby Commission recommended further expansion following a
review of primary, secondary, and postsecondary education. In 1960 Nigeria became an
independent country; several national development plans were incorporated in the
country’s development goals (Nnazor, 2000). Provision of skilled workers was crucial to
supporting Nigeria economic efforts and resources. Producing a middle-level manpower
base for economic development initiatives was a priority of the new administration.
Technical skills preparation was considered crucial to a steady supply of human capital
for Nigeria’s labor force. Institutional roles in the development of human capacities such
as leadership, management and technical expertise were very important to the new
administration.
Although several plans were drafted, none provided a comprehensive framework
for education development. The development and sustenance of the education system
became the responsibility of state and local councils according to the 1979 constitution.
The national education policy made education mandatory for the first six years. Primary
and secondary education is the responsibility of the local government. Higher education
in Nigeria accounts for 43 tertiary education institutions. Of those 43, 24 are federal and
the rest are local and private. The federal and state governments are responsible for
higher education.
Nigeria’s Education Structure
Nigeria’s education structure begins at the pre-primary level, although the
National Policy on Education has limited the government role to some guidelines,
providing curriculum and training teachers; most pre-schools are run by private
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organizations (National Policy on Education-NPE, 2005). The National Policy on
Education enforces a 6-3-3-4 plan, providing six years of primary, three years of junior
secondary, three years of senior secondary and four years of higher or tertiary education
(Education Sector Analysis Unit, FME, 2005). Figure 2.2 shows educational structure of
Nigeria.

Figure 2.2. Structure of National Education System, National Policy on Education,
Nigeria 2005
Structure: (6-3-3-4)

Nigeria Education System
Nigeria’s independence in the 1960s opened opportunities for the new
administration to transform Nigerian society and invest in education through the
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development of sustainable national policies (Moja, 2000). The current education system
in Nigeria is based on the National Policy on Education (NPE) document of 1977, revised
in 1990. The policy document addresses inconsistencies in the education provided in
different parts of Nigeria. It emphasizes education access and participation, quality of
educational resources, and education for girls. Basic education is organized into 6 years
of primary education, 3 years of junior secondary school and 3 years of senior secondary
school.
Current reforms provide Nigeria with another four years of tertiary education
(university, polytechnic and college of education). The Federal Ministry of Education is
responsible for national policy and procedures and for ensuring that state policies operate
within the parameters of national policy as adopted for local needs. The Federal Ministry
of Education includes all State Commissioners of Education. Educational responsibilities
among institutions are shared among federal, state, and local governments.

Table 2.4
Education system in Nigeria
Educational Classification
Pre- School

Type of Education
Early Childhood

Federal Ministry of Education
-

Primary (Elementary)

Basic Education

F.M.E SSB, LSB

Junior Secondary School

Secondary Education

F.M.E SSB, LSB

Sen. Sec. School

Secondary Education

F.M.E SSB, LSB

Sec. Tech. School

Sec. Tech. School

F.M.E SSB, LSB

Higher /Tertiary Education

University/College/

F.M.E SSB, LSB

Source: Federal Ministry of Education, Nigeria (2005)
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Primary Education and Universal Basic Education
The national policy on education includes recommendations for a system of
education that has six years of primary school. Primary education precedes three years of
junior secondary education. The system is designed to allow an exit point after nine years
of schooling to continue careers through apprenticeships and vocational training
programs.
Secondary Education
The federal government funds 66 secondary schools—the rest are funded by the
state governments. The administration, management and funding of the schools are
shared between the State Ministry of Education, National Secondary Education
Commission and others as prescribed in legislation. Secondary education is divided into
three years of junior secondary and three years of senior secondary school. The education
offered at this level has two purposes—to prepare students to exit school with the
necessary skills to find employment and to prepare students to continue with both
academic and technical education careers. Students are channeled through specific
programs after completion of junior secondary education. The options are senior
secondary schools, technical colleges, vocational training centers, and apprenticeship
schemes. Classifications of students into various streams are determined through
academic abilities, aptitudes, and vocational interests.
Pre-Vocational Education in Junior Secondary School
Under secondary school education, the national policy on education recognizes
six prevocational subjects for admission to pursue higher education. The national policy
on education (2003) mandated a greater proportion of education expenditures for
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technical vocational education at the state and federal levels. Enrollment levels in
technical colleges were to meet expectations expressed in national policy. Enrollment
from junior secondary to technical colleges has been low. Students enrolled in the
nation’s 117 technical colleges in 2003 were 90,038 against 7,351,000 in the over 7,000
secondary schools (Makoju et al., 2005). Only 1.2% of those admitted to the secondary
level were admitted to technical colleges.
Vocational and Technical Education in Junior Secondary Schools
The objective of dividing secondary education into junior and senior secondary
education was to create an exit point after completing junior secondary education.
However, implementation has raised some of the issues being addressed. Before the
1980s the Nigerian secondary education system prepared students for basic white-collar
jobs and the content of the education involved little more than basic numeracy and
literacy education modeled on the British system of education ( Moja, 2000).
Perception of West Africans about Workforce Education and Development
Embracing workforce education and skill preparation is seen as a major challenge
for many college entrants due to the colonial administration’s perception that liberal arts
courses provide better opportunities than vocational and technical education courses
(Ampiah, 2003; King, 2005). Considering the urgency of technical education in Ghana
and Nigeria today, it is unfortunate that some decision-making officials continue to hold
the notion that technical education is for the academically weak (Atobora, 2012). Articles
in the Ghanaian Times and Daily Graphic confirm some Ghanaian and Nigerian
education officials’ views of technical education. These officials do not understand what
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is entailed in developing technical education programs—this could be a reason not to
attach any importance to the programs.
During the colonial era, the former administration’s initiative on skill preparation
involved establishing trade and technical centers that would offer trade and craft courses
to serve their needs and interests (Boakye-Agyemang, 2006). With time, the colonial
administration’s education interests shifted from manual to clerical administrative duties,
placing more emphasis on secondary education than technical and agricultural programs.
As clerical and administrative jobs gained more prominence and were considered better
than jobs requiring practical applications, many students felt there were more
opportunities in liberal arts education than technical education (Ampiah, 2003; King,
2005). This notion has stuck in the minds of many education leaders who have little or no
regard for technical education development.
Perceptions of technical education across nations are similar—not all members of
society embrace it. Grey and Herr’s (2006) “other ways to win” approach may not be
fully embraced by some members of an affluent society, yet many industrialized nations
are beginning to hail the concept. Most parents with essentialist views may opt for a fouryear degree whether or not the degree will fulfill the personal aspirations of their
children. For others, a four-year degree that does not provide opportunities is a waste of
money and resources and will only perpetuate unemployment. Seeking a two-year degree
that can provide job security does justify the Grey and Herr concept (2006). Because
production methods are dictated by supply and demand, employers prefer graduates who
can manipulate their skills to respond to changing demands. A responsive and sustainable
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workforce means that technical education programs fulfill the needs of individuals,
employers and the nation.
According to Dai-Kosi, Tsadidey, Ashiaghor, and Baku (2008), there are concerns
regarding college graduates’ inability to find jobs in their chosen fields of study.
Concerns among potential employers include the belief that the skills shortage has been
caused by a lack of coordination between educational institutions and the ways in which
their programs are tailored to respond to both employer and national needs. Conceptually,
when there is an economic downturn, indicators such as unemployment rate begin to rise;
while economic activities slow down. There is no doubt that indicators are important in
tracking issues likely to impede economic development efforts or factors likely to
encourage economic well-being (Becker, 2005).
Economic Development and Industry in Ghana
Ghanaians have embraced political stability and economic growth after two
decades of military rule. Ghana aims to meet its developmental goals by reducing poverty
by 50% by 2015. Ghana has one of the highest Gross Domestic Product (GDP) growth
rates in West Africa. In the fourth quarter of 2011 Ghana’s GDP expanded 0.3% over the
previous quarter. Between 2006 and 2011, Ghana GDP growth rate averaged 16.8%,
reaching an all-time high in June 2011. Ghana has a diverse and rich resource base, with
gold, timber, cocoa, diamond, bauxite, and manganese being the most important sources
of foreign trade. Its recent oil discovery has attracted several investors into the country.
Despite the abundant natural resources at its disposal, Ghana’s economy is still
struggling. About one-quarter of Ghana’s population is living below the poverty line
(www.tradingeconomics.com, retrieved August 23, 2012).
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After independence the new administration made substantial important public
investments to sustain the industrial sector. With support from the United States, United
Kingdom, and the World Bank, Ghana completed the construction of the Akosombo Dam
on the Volta River in 1966. At the same period, the Valco Aluminum Smelting Company
was built with the assistance from two U.S. companies. Valco remained a major source of
employment for the country and generated foreign exchange before it was closed down in
2001and 2007 due to investment disputes. The Ghanaian industrial base is relatively
advanced compared to many African countries. The scope includes several agricultural
processing plants. Agriculture accounts for 66% of the Ghanaian labor force engaged in
self subsistence farming. Other industries include textiles, steel, flour milling, consumer
goods, vehicle assembly plants, mining, manufacturing, construction and generation of
electricity, which account for about 30% of gross domestic product.
Economic Development and Industry in Nigeria
In 2008, Nigeria began pursuing economic reforms after military rulers failed to
diversify the economy away from its overdependence on the capital-intensive oil sector
(CIA World Factbook, 2011). The current Nigeria population was estimated in July 2011
to be 155,215,573, making it the most populous country in Africa (CIA World Factbook,
2011). After independence, Nigeria had 16 years of military rule, after which a new
constitution was adopted in 1999 and a peaceful civilian transition enacted (CIA World
Factbook, 2011). With the peaceful transition to civilian rule, reforming the petroleum
oil-based economy remains a daunting task for the government due to the high rate of
corruption and mismanaged revenues. Besides the petroleum industry, Nigeria produces
oil-palm, cocoa, and rubber in large quantities, yet the abundant rich natural resources are
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unable to sustain the country’s population. In 2004, Nigeria ranked 151 of 171 on the
Human Development Index (UNDP, 2004); the unemployment rate in 2007 was at 4.9%;
and between 66 and 70% of the people are poor (CIA World Factbook, 2011). Nigeria’s
poverty is partly due to sustained inadequate commitment to diversify its economic
resources to other sectors (Nnazor, 2005).
Although agriculture accounts for 70% of Nigeria’s labor force, it is mainly
subsistence-based. Industries account for 10% and services, 20%. Despite the rich and
abundant natural resources at Nigeria’s disposal, unemployment rates are high among
college graduates.
Higher Education Development in West Africa
In West Africa, the creation of education commissions in countries such as
Ghana, Nigeria, and Sierra Leone as a result of nationalist struggles opened possibilities
of establishing tertiary education institutions (Lulat, 2003). The colonial policy on
education was not aimed at preparing a workforce that focuses on skill preparation for
economic development. The Dakar summit on “Education For All” (EFA) in 2000
pushed for primary education—this stance might not be in the best interest of countries
seeking higher education as a means to pursue economic development goals (UNESCO,
year?). As Lulat (2003) remarked, the colonial government’s direct involvement in
providing formal education was minimal in African countries since most higher
education institutions were founded by missionaries.
Higher Education Institutions in Ghana
Higher education institutions in Ghana include all tertiary education institutions—
polytechnic institutions, universities, colleges affiliated with universities, and
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professional schools. The national council is responsible for tertiary education, which is
administered by the Ministry of Education. The entrance requirement for higher
education institutions is a Senior Secondary School Certificate (SSSC) or West African
School Certificate (WASC) and university entrance examination for those with SSSC. An
alternate route for university admission is a mature students’ entrance examination (no
school certificate is required but entrance examination is required).
National Polytechnic Institutions in Ghana
The national polytechnics provide tertiary education through full-time and parttime courses in the fields of manufacturing, commerce, science, technology, applied
social science, applied arts and such other areas as may be determined by the governing
authority responsible for higher education. The polytechnic law gave legal backing to
desirable changes in polytechnic administration, course structure, grading, certification,
and staffing. The polytechnics in Ghana have developed their own governing boards or
councils and the right to design their own curricula, plan their management and engage in
development activities (Boakye-Agyemang, 2006).
Polytechnic institutions in Ghana were first established to offer craft courses
following the industrial revolution in 1960 (Nsiah-Gyabaa, 2005). In recognition of this
need, a number of technical institutes were established to train lower- and middle-level
skilled manpower. Currently there are 10 national polytechnic institutes in Ghana, all of
which offer programs leading to City and Guilds of London Institute or National
Certificates. The numerous education reforms in Ghana continue to refine and develop
standards appropriate to meeting accreditation requirements (Boakye- Agyemang, 2005).
Polytechnic programs in Ghana take three to four years to complete. For technical
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programs, the first two years prepare students for an Ordinary Technician Diploma
(OTD) or National Diploma (ND), while the subsequent year or two is spent on a Higher
Technician Diploma (HTD) or Higher National Diploma (HND). Although the national
polytechnics provide major support for the country’s manpower, students’ enrollment
continues to remain low compared to tuniversity enrollment (refer to Tables 2.5 and 2.6).
This indicates clearly that more students are enrolled in academic streams than in
technical programs.

Table 2.5
Student Enrollment of Polytechnic Institutions in Ghana 2009/2010
Institutions and Enrollment

Male

Female

Total

Accra Polytechnic Institute, Accra

4758

1828

6586

Cape Coast Polytechnic Institute, Cape Coast

2335

1128

3463

Koforidua Polytechnic Institute, Koforidua

2266

1103

3369

Kumasi Polytechnic Institute, Kumasi

4500

1793

6293

Ho Polytechnic Institute, Ho

2325

1129

3454

Tamale Polytechnic Institute

4394

2069

6453

Takoradi Polytechnic Institute, Takoradi

6005

2901

8906

Sunyani Polytechnic Institute

4066

1420

5486

Wa and Bolgatanga Polytechnic Institutes

805

265

1070

Bolgatanga Polytechnic Institute

699

300

999

Source: Ministry of Education, Ghana, 2010
Source: Ministry of Education (2009/2010).

Colleges of Education in Ghana-Technical
Two technical teacher colleges train technical teachers: the Technical College of
Education at Mampong and University of Education at the Kumasi campus. Graduates
from these two educational institutions are trained to teach at junior secondary, senior
secondary, and technical schools and national polytechnics.
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Affiliated Colleges of Education in Ghana
There are 38 postsecondary-affiliated teacher colleges of education. Study
emphases require training in education, English, social studies, basic sciences,
mathematics, physical education and agricultural sciences. Teachers are trained for three
years at postsecondary teacher education institutions affiliated with the University
College of Education and University of Cape Coast. Upon completion of the program,
successful graduates are awarded the Teachers’ Certificate to teach in junior secondary
and senior secondary schools. University instructors and lecturers are trained in programs
leading to professional certificates, masters, and doctoral degrees.
Ghana Public Universities
The six public universities in Ghana include the University of Ghana at Legon in
Accra, Kwame Nkrumah University of Science and Technology at Kumasi, University of
Cape Coast at Cape Coast, University College of Education at Winneba, University of
Mines and Technology, Tarkwa, and the University of Development Studies at Tamale.
The universities offer programs leading to undergraduate, graduate, masters, and doctoral
studies. They also offer certificate and diploma programs in academic and professional
fields.
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Table 2.6
Student Enrollment of Public Universities in Ghana 2009/2010
Institutions

Enrollment by gender
__________________________________
Male
Female
Total

University of Ghana at Legon, Accra

21131

14379

35510

Kwame Nkrumah University of Science and Technology

17282

6834

24116

The University of Cape Coast, Cape Coast

10765

4726

15492

The University College of Education, Winneba

10740

4724

15464

1238

215

1453

University of Mines and Technology, Tarkwa
The University of Development Studies, Tamale.

1350

3673

15023

Source: Ministry of Education, Ghana (2009/2010)

Higher Education Institutions in Nigeria
Higher education in Nigeria includes all learning programs under the tertiary
level. The National Policy on Education (1988) defined tertiary education as including
universities, polytechnics, mono-polytechnics, and colleges of education. Among the
goals for tertiary education cited by the National Policy on Education are: to contribute to
national development through high-level relevant manpower and training; to develop and
inculcate proper values for the survival of society; and to develop the intellectual
capability for individuals to understand and appreciate their local and external
environments. Additional goals include physical and intellectual skills to enable
individuals to be self-reliant and contribute to society; to promote scholarships and
community service; to forge national unity; and to promote national and international
understanding among institutions.
Tertiary education institutions as of 2003 accounted for 67 universities and 55
polytechnic institutions. Colleges of education are intended for high-level non-degree
teacher education programs; however, some colleges of education have become degree-
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granting institutions with emphasis on bachelor’s degrees in education. The monotechnic
institutions offer courses in one specific professional area.

Establishment of Universities
The first higher education institution was established at Yaba Higher College in
1934. This concept of higher education paved the way for establishing the University
College of Ibadan in 1948. The attainment of independence in 1960 expanded the
education sector, particularly in higher education. A number of universities followed,
such as the University of Nigeria in Nsuka (1960), Ahamdu Bello University, Zaria,
University of Lagos, and the University of Ife (all in 1962), to mention just a few.
Polytechnic and Mono-technical Institutions in Nigeria
Polytechnics and mono-technics were established during the colonial era before
the establishment of universities. The aim was to provide technical manpower in a variety
of technical and professional disciplines. The polytechnic institutions provide multiple
courses and programs while the monotechnics focus on specific programs and courses
such as nursing schools or veterinary institutions. Among other professional institutions,
Yaba higher college, schools of surveying, veterinary medicine, forestry, and agriculture
institutions were established in various parts of the country. The Nigerian College of
Arts, Sciences and Technology was later established in the three first-generation
universities in Ife, Zaria, and Nsukka. The post-independence period witnessed the
establishment of three colleges of technology in Lagos, Enugu, and Kaduna in the three
state capitals.
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Colleges of Education in Nigeria
The first advanced teacher colleges were aimed at producing highly qualified
teachers mainly for secondary schools in the wake of independence. The creation of more
states in the federation and increasing demand for teachers due to educational expansion
in the country led to the establishment of more institutions which were renamed colleges
of education in all states. Most institutions are federally- or state government-owned.
Over time, private colleges of education in recent years have increased higher education
access. Like polytechnics, the popularity of colleges of education is steadily decreasing.
Table 2.7 indicates clearly that far more students are enrolled in academic courses than in
vocational and technical schools. A total of 74.3% of students enrolled in universities
while only 18.71% enrolled in polytechnic institutions. For over a decade the enrollment
trends for polytechnic, monotechnic and college of education students have remained low
compared to those enrolled in academic courses. Tables 2.7, 2.8 and 2.10 reflect such
trends.

Table 2.7
Jamb admissions for 2001 in Nigeria
Institution Type
Universities

Males
57993 (60.9%)

Females
37206 (39.1%)

Total
%age
95199 (100 %) 74.30%

Polytechnics

15444 (64.5%)

8508 (35.5 %)

23952 (100 %)

18.71%

Colleges of Education

3542 (39.7 %)

5421 (60.3 %)

8963 (100 %)

6.99 %

Source: WAEC and JAMB Reports, 2001, Nigeria
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Table 2.8
Higher education institutions: Students’ preference indicated in matriculation
examination
Year

Universities

Polytechnic/Monotechnic/
College of Education
167,836

2007

911,679

2008

1,192,050

310.022

2009

1,184,651

342,908

2010

1,330,531

45,140

Source: Federal Ministry of Education, Nigeria, 2010

Table 2.9
Types of polytechnics in Nigeria
Institution Type
Polytechnics

Federal
23

State
38

Private
15

Total
74

Mono-technical

23

38

15

27

Colleges of Agric

17

19

-

36

9

40

1

50

Colleges of Health Tech
Other Specialized Ins.

13

_

3

16

IEIs and VEIs

_

_

71

71

Technical Colleges

19

110

3

132

Source: Federal Ministry of Education (2003), Nige

Enrollment Trends in Nigerian Polytechnics
In 2001, enrollment in polytechnics was 186,080. Fewer students were enrolled in
polytechnics than in universities. When admission numbers are considered, on a gender
basis, females are very much underrepresented. The 2003 ESA survey indicated that the
disparity in enrollment between male and female is more dominant in technical fields.
Technical fields involving workshop practices such as mechanical engineering, auto
mechanic, plumbing, welding and fabrication have no female representation. At the
university level, enrollment appears to be maintained with most students taking courses
in academic streams.
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Table 2.10
Gender disparity in technology and science education
Academic Year Institution Type

Male/Female Participation
_____________________________________________________
Male
Female
Total
73,239 (81 %)
16,799 (19 %)
90,038

2000/2001

Technical College

2000/2001

Polytechnics

111,468 (60 %)

74,612 (40 %)

186,080

1999/2000

Universities

147,836 (73 %)

53,989 (27 %)

301, 825

Source: Federal Ministry of Education (2003), Nigeria

Declining Quality of Education in Ghana and Nigeria
The issue posed by financial constraints has continued, with major educational
institutions facing challenges in providing effective education for citizens (Gakusi, 2010).
What educational policies failed to outline in formal schools is the ineffectiveness of
changing attitudes towards employment and self-employment opportunities by
encouraging students to enroll in vocational and technical education programs (King &
Martin, 2002). Declining quality ranging from inequitable access to education, irrelevant
curriculum and poor learning outcomes resulting in low productivity and poor
performances, was a major set-back for Ghana and Nigeria.
Declining Quality of Education in Ghana
Inadequate educational financing by the government and the private sector has
contributed to a major decline in quality education, resulting in weak education system
capacity and weak preparation in needed skills for the workplace (Gakusi, 2010).
Recruiting and retaining qualified teachers in technical and vocational education
programs has been a major challenge that not only reduces the quality of education but
undermines students’ efforts and interests (Akyeampong, 2007). Technical education
institutions were intended to accelerate technology and economic growth. Polytechnic
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institutions were designed to increase the middle-level manpower base in the country
after colonial rule; unfortunately, the lack of innovation and interests slowed progress
(Akyeampong, 2007). This may due to the fact that some groups of people continue to
undermine the importance of technical education by holding the view that technical
education is for the academically weak. This notion does not encourage students to enroll
in technical education programs. According to an article in the Ghanaian Times and
Daily Graphic on July 25th and 27th, respectively, the National Accreditation Board
(NAB) no longer recognizes some diploma programs under technical education,
contending that the Diploma in Business Studies (DBS) in itself cannot be used as a
qualification for admission into postsecondary institutions for unjustifiable reasons
(Atobora, 2012).
Poor physical infrastructure remains a crucial issue in promoting a responsive and
sustainable education that can support a country’s economic agenda (Gakusi, 2010). The
2004 report presented by the Ministry of Education, Science and Sports (MOESS) noted
a significant disparity between what education institutions produce and what the labor
market wants (Adams, 2007). For Ghanaians who do not have adequate knowledge of the
content of technical education programs and syllabi, the 2004 report justifies the
importance and need for technical education to promote not only the economic wellbeing of individuals but to foster economic development efforts as well.
Declining Quality of Education in Nigeria
There has been general outcry about falling standards for education in Nigeria.
This is obvious—while graduates are struggling to find jobs, employers on the other hand
are finding it difficult to attract qualified graduates with appropriate skills for
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employment. According to Arong and Ogbadu (2010), corruption and lack of integrity
among some major education stakeholders are accountable for factors causing a decline
in the quality of education in Nigeria. According to Emeritus Professor Obanya’s (2012)
study on education and politics, the education sector has failed due to bad policies.
Obanya (2012) revealed that politics and education policies continuously influence each
other and indicated that political instability has led to inconsistent policies (e.g., turnover
in education ministers) and rendered Nigeria ineffective. Over the past decade, several
strikes by students and teachers have raised the profile of this issue, making it
increasingly national re conditions of service as well as unemployment (Dabelen, Oni,
Adekola & World Bank, 2000). Recent studies by Adejimola and Olufunmilayo (2009)
indicated that annually about 80% of graduates are unable to find employment.
Employers, like job seekers, also complain that graduates are poorly prepared for work
and shift the blame to falling academic standards.
Much of the problem may be due in part to the fact that the education sector is
poorly funded. The primary schools; junior and senior secondary; technical and
vocational schools; and tertiary education institutions have suffered a major setback. The
National Policy on Education report highlights the following factors exerting detrimental
impacts on the quality of education: ineffective policies; inadequate funding; and lack of
appropriate financing framework. Further, low teacher quality has partly impeded
educational efforts despite the policy provision for a national minimum teaching
qualification requirement.
Disparities in educational developments among states and access to education
remain unequal. Many technical education programs are underfunded, resulting in
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inadequate and dilapidated physical structures that affect learning and render educational
efforts ineffective. Other issues include outdated educational resources and low
perceptions of technical education that taint the latter’s image and students’ morale about
its value. In light of these issues, Nigeria must focus on implementing effective education
policies that reflect its educational agenda, policies that promote a responsive and
sustainable education that fosters the wellbeing of citizens and national needs.
Chapter Summary
This chapter examined the related literature about practices in workforce
education and development. The literature focused on employers’ perceptions of
graduates with entry-level technical skills from construction industry programs in Ghana
and Nigeria, looking specifically at skills preparation and how skills respond to local and
national needs. A body of literature was reviewed on the following topics: influences on
workforce education and development; education development in Ghana and Nigeria;
societal perceptions of workforce development; economic development and industry in
Ghana and Nigeria; higher education in West Africa; and declining quality of education
in Ghana and Nigeria. The literature highlighted specific technical skills employers seek
from entry-level graduates, workforce preparation and challenges, and appropriate
educational policies intended to sustain workforce development in Ghana and Nigeria.
Over the years, employers have expressed concerns about an inadequately
prepared workforce for both industrialized and developing nations. Graham’s (2001)
study suggested that employers, policy makers and educational institutions should
establish a strong relationship to address skills inadequacies and meet workplace
challenges.
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On enrollment levels, those for students engaged in technical skills curricula
appear to be far below those in general curricula programs. Societal perceptions have had
a negative impact on workforce education and development in both industrialized and
emerging economies due to the notion that workforce preparation is for the academically
weak. Embracing workforce education and skill preparation is seen as a major challenge
for many college entrants who might consider vocational education as an option.
Key factors that might have contributed to the declining quality of education in
Ghana and Nigeria were reviewed. The literature indicated that blame was being placed
on lack of coordination resulting in a mismatch between employers’ needs and graduates’
capabilities as developed in educational institutions. Lack of a commitment and
relationship among employers, policy makers and educational training institutions partly
accounted for the decline of educational quality. The literature showed that corruption
among major stake holders was leading to a lack of governance and accountability, and
thereby affecting educational process, quality and access (Obanya, 2012).
Effective education policies require good governance and accountability in order
to fulfill educational goals responsive to individual and national needs. Lessons learned
from the literature guided the study, enabling it to provide useful information for practice,
further research and future plans for comparative studies in West Africa.
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Chapter 3
Methodology

Employers’ perceptions of technical skills and abilities among college graduates
in Ghana and Nigeria indicate the former group’s concerns. Why is this important to the
construction industry? Employers wish to know whether their employment expectations
can be met by graduates’ technical skills and abilities in the workplace. From perceptions
to expectations, while perceptions of technical skills from construction industry programs
are different, they depend on the construction industry’s expectations of graduates who
join the industry.
The Problem
Like many emerging economies in the world, employers in Ghana and Nigeria
have expressed concerns for the lack of adequately trained graduates with technical skills
to meet workplace challenges. In Ghana, the 2004 report from the Ministry of Education
noted a significant disparity between what employers wanted and what educational
institutions produced (MOE, 2004). In Nigeria, employers resented the fact that poor
educational preparation had perpetuated high levels of unemployment among graduates,
resulting violence and demonstrations (Aso-Rock, 2000; Dabelen, Oni, Adekola & World
Bank, 2000). In the past, employers in Ghana and Nigeria depended on expatriate
workers but at a high cost. With several investors in construction, mining, agriculture and
service industries, the Ghanaian and Nigerian governments realized the importance and
benefits of investing in their nationals to gain a sustainable workforce development.
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The purpose of this comparative study was to examine the desired technical skills
and abilities sought by employers in the construction industry. Over the years, in pursuit
of restoring deteriorating standards in education systems, the governments of Ghana and
Nigeria have aimed to put in place educational policies that fulfill the expectations of
individuals and employers, and make available the human resources capital needed for
sustainable national development (African Ministers of Education, 2006). Among issues
affecting workforce development that were identified during the African Ministers of
Education (AME) conference were those listed below.
i.

Over-emphases on general curricula

ii.

Little attention to technical and vocational education and training (TVET)

iii.

Limited opportunities for transfer within various technical streams
Presently, most technical and vocational education and training (TVET) in Ghana

and Nigeria are institution-based and fragmented under different ministries and agencies,
including private sectors with uncoordinated policies. Coordination with industry is very
weak, especially with regard to curricula development, resulting in mismatches of supply
and demand for technical skills (AME, 2006). Technical education preparation has not
been fully embraced due to the perception perpetuated by the colonial administration—
that liberal arts courses provide better opportunities than vocational and technical
education courses (Ampiah, 2003; King, 2005).
Poor perceptions of Ghanaians on TVET undermine recruitment, funding, and
quality of delivery, resulting in inadequate instructor preparation and limited provision of
instructional resources (AME, 2006). Poor perception undermines students’ interest,
which has affected enrollment levels, led to little or no innovation, and hindered progress
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(Akyeampong, 2009). Unfortunately, not all Ghanaians and Nigerians wish to prepare
talented youth who hold promise, particularly for sustainable workforce development.
Some officials in Ghana still maintain or entertain essentialist views, holding that
Technical and Vocational Education and Training (TVET) is for the academically weak
and thus have little or no regard for TVET qualifications (Attobora, 2012). Based on
impressions offered by colonial administrations, most Ghanaians and Nigerians perceive
general or academic courses to be better than technical and do not enroll in programs that
may adequately prepare students with the necessary skills and knowledge for the
workplace. Gray and Herr (2006) suggested that the “one way to win mentality” held by
society, which encourages all high school graduates to obtain a four-year college degree,
only perpetuates the skills shortage currently facing many industrialized and developing
nations.
In Nigeria, decades of military rule, religious violence, corruption and
mismanaged revenues have crippled several development projects, resulting in the
underdevelopment of vocational and technical education programs (Nnazor, 2005). These
issues have weighed heavily on the country’s resources, resulting in poor physical
infrastructure; irrelevant curricula and learning resources; accessibility and affordability
issues; and falling standards—these remain among the major impediments to technical
and vocational education development ( Obanya, 2012).
In this study, employers’ needs were defined as technical skills and abilities
important to the employer. In other words, these needs;point to employers’ level of
satisfaction. Such variables were not limited to technical-related skills such as masonry,
carpentry, drafting, plumbing and many more applicable to the construction industry.
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Employers’ expectations in this study were not limited to anticipation of graduates’
performance and how well this performance fulfills employers’ demands and desired
needs. This attribute may be work-driven and focuses on performances, productivity and
quality of work. Employers’ experiences with graduates provide information regarding
graduates’ previous work experiences. Such experiences may be obtained through
graduate internships, cooperative work experiences or any work-related experiences that
affect graduates’ abilities and skill levels. The variables were used to determine
employers’ levels of satisfaction with whether graduates had the right technical skills and
abilities or fell short of what was expected of them in the workplace.
Research Questions
The purpose of this comparative study was to identify the technical skills and
abilities desired by construction industry employers and regarded as necessary for
graduate employment in this sector in Ghana and Nigeria. Three research questions were
utilized to explore the perceptions of employers. A reliable research instrument was
developed to obtain information on employers’ needs; employers’ expectations; and
employers’ experiences, and to provide the insights needed to answer research questions
1, 2 and 3.
1. What technical skills and abilities should graduates with entry-level technical
skills have to gain for employment in the construction industry?
2. What are these employers’ expectations of graduates with entry-level technical
skills?
3. What are the desired work experiences that employers of construction industry
consider necessary for employment of graduates with entry-level technical skills?
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Research Design
A quantitative research methodology was used to collect data needed for this
study. A survey instrument was the primary data collection instrument; literature
collected for the study provided secondary information. The reason for using a
quantitative approach was to avoid biases by using traditional statistical methods to
measure results. Doing so will enable other researchers to conduct similar studies, and
then to compare and obtain similar results. In comparison to other methods this one offers
greater accuracy; it also allows researchers to summarize large amounts of information
and it is convenient and economical.
To answer research questions 1, 2, and 3, the research scope was based on the
collection of demographic information and information on employers’ needs,
expectations, and experiences. While the demographic information provided general
information on participants, information on employers’ needs focused on research
question 1, employers’ expectations on research question 2, and employers’ experiences
on research question 3.
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R E S E AR C H D E S IG N
Conceptual Fram ework

Purpose of Study

• Pragmatic: Learning by Doing Dewey (1916).
To determine the desired technical
• Other Ways to Win by Gray & Herr (2006).
skills and abilities that employers of
construction industry consider
necessary for graduate
Research Questions
employment
1. What are the needs that employers’
of construction industries want graduates
with entry-level technical skills to have
prior to their employment?

2. What are the expectations that employers’ of
construction industries want graduates with entrylevel technical skills to have prior to their
employment?
3. What are the perceived experiences that
employers of construction industries want
graduates with entry-level technical skills to
have prior to their employment?

Research Methods
Quantitative study; Data collection
administered through survey

Validity and Reliability
Content validity in consultation with
SME’s in statistics

5

Figure 3.1. Quantitative research design
Measurement
Population
The purpose of this comparative study was to examine the desired technical skills
and abilities sought by employers in the construction industry. Urdon, (2010) defined
population as an individual or group that represents all members of a certain group or
category of interest. The target population for this study included employers from the
construction industry, graduates with entry-level technical skills, and professionals from
construction industry programs. The sites for this study included Ghana and Nigeria.
Although the target population for this study was drawn from a sample of employers in
the construction industry in Ghana and Nigeria, some selected officials from construction
industry programs participated. The latter group included administrators of technical and
vocational education programs, Ministry of Education-(Technical Division), Department
of Labor and policy makers.
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In Ghana, five regions participated in the study. There were 58 participants from
Greater Accra, Eastern, Ashanti, Northern and Upper regions of Ghana. In Nigeria, 16
states participated in the study. There were 54 participants from Abuja, Abia, Anambra,
Akwa-Ibom, Benue, Cross Rivers, Delta, Ebonyi, Edo, Enugu, Imo, Kaduna, Lagos,
Ondo, Plateau, and Rivers states. All 58 participants in Ghana and 54 participants in
Nigeria responded to the survey.
Employers represented their industries, institutions and organizations in various
capacities as general managers, project managers, project engineers, supervisors, human
resource personnel, school administrators, principals and other appropriate capacities.
Although graduates with entry-level technical skills were mentioned in the study, they
were not directly involved; only their employers participated. The members of the
dissertation committee served as the subject matter experts—through this group, constant
reviews and recommendations were made to improve the study.
Variables
Independent Variable
Dependent and independent variables were included in this study. Statistics in
Plain English defined a variable as anything that can be codified and has more than a
single value (Urdan, 2010). An independent variable is a variable on which the value of
dependent variable is hypothesized to depend. Inclusion of variables in this study was
critical to make the instrument meaningful. The geographic areas under the independent
variables were considered important because the activities in those areas were driven by
resources that determine employer needs. For this reason, Ghana and Nigeria were used
as predictors or independent variables to determine specific occupational needs for
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employers. Other variables used in this study included technical skills appropriate or
applicable to employer needs such as carpentry, masonry or plumbing.
Dependent Variables
Dependent variables depend or rely on independent variables. For this study
employers’ needs heavily depended on occupational skills appropriate to their companies.
In this study, employers’ needs depended on technical skills such as carpentry, masonry
or plumbing. Employer needs, expectations and experiences were fulfilled depending on
the effectiveness and satisfactory nature of graduates’ performance.
Instrumentation
After rigorous reviews by the panel of experts to refine the survey instrument, this
study received approval from The Penn State University Institutional Review Board’s
(IRB) on April 27, 2012. Developing an accurate research instrument requires that the
instrument be relevant to the research questions. A scope of study was developed to guide
the research and survey instrument. The instrument was divided in four parts:
demographic information, employer needs, employer expectations and employer
experiences regarding graduates’ previous employment. Most of the questions were
ordinal and a few were binary questions.
Part I consisted of demographic information regarding respondents’ employment
location, year the company was established, the company’s source of information,
number of years the company’s representing official had worked in his or her current
position as well as that person’s education level. Part II focused on employers’ needs. It
included lists of occupational trades applicable to employers. Most questions were
ordinal, using a Likert-type scale. Part III contained some binary questions—the rest
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were ordinal. Most questions under Part IV were ordinal, using a Likert-type scale to
respond to them.
Prior to administering the actual survey, a pilot test was conducted with 25
professionals from the building construction industry. After the pilot testing, the errors
identified in the survey instrument were corrected and suggestions made by respondents
were effected. Some suggestions included listing more technical skill trades in the survey.
In the actual survey, respondents’ comments focused on graduate preparation and how
curricula can be designed to be more responsive, rather than just acquiring a knowledge
that cannot be utilized, adding that the skills and competencies of a welder must prepare
him or her to be able to work in the oil or gas industry.

Table 3.1
Data planning matrix for employers’ perception of graduates with entry-level technical
skills from construction industry programs in Ghana and Nigeria

DATA MATRIX
What do I need to
know?

Why do I
need to
know?

RQ 1. What are the
needs that
employers of
construction
industry want
graduates to …..?

To determine
what
employers
want from
graduates with
entry level
technical skills.

RQ 2. What are the
expectations that
employers of
construction ……?

To determine
what
employers
expect from
graduates ……

RQ3. What are the
perceived
experiences that
employers of ……?

To determine
employers
perceived
experiences…
….

What kind
of data
will
answer
the
question?

Survey

Survey

Survey

Where can I find the
data?

Who do I
contact for
access?

Time line for
acquisition

HR Manager, Consar
Limited, Kumasi; HR
Modern Woods Technology,
Kumasi Ghana; Ghana;
Head of technical division,
Ministry of Education Accra,
Ghana;

General
managers,
Supervisors
HR personnel/
managers

May, 2012
Approval by IRB
June/July, 2012
Pilot testing
Negotiate/ Entry
Aug/Sept. 2012
Data collection

Principal , Accra Technical
Training Center, Accra,
Ghana, Mampong Technical
College of Education,
Ghana

Project
managers
Principals and
heads of Inst.

Nov. 2012
Analysis and
writing

HR Personnel, Secondary
Board Zonal Education
Office
Abakaliki, Ebonyi State,
Nigeria

”

”

”

Dec. 6, 2012
Presentation of
study

The data planning matrix in Table 3.1 provides a time table for the study.
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Information about what the researcher needed to know and the reasons are indicated.
Additional information about the kind of data needed and the sources of data are provided
in the table. It was important to indicate the contact person and anticipated time line to
finish the study.
Validity
For this study to be credible, content validity is important and this can only be
established in consultation with the panel of experts who constantly review and suggest
areas of improvement. This study was approved after a series of consultations with
subject matter experts, signaling its credibility and utility to practitioners and policy
makers. Threats to construct validity occur when researchers or investigators use
inadequate definitions and measures of variables. Internal and external threats may arise
when a study draws incorrect inferences from sample data to other persons or settings
(Creswell, 2003). Constant reviews avoid inadequate procedures in changing the
instrument in the course of the study.
Reliability
Consistency measures the reliability of information presented. In this study,
reliability was based on the degree to which the material presented was consistent. The
design and administration of the survey were well communicated with participants to
draw effective responses that reflected strong correlations among participants. Pilot
studies administered before the actual survey helped correct discrepancies and misleading
information. The similarity of responses indicated some degree of consistency of the
construct.
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Data Collection
The population of this study was composed of employers in the construction
industry in Ghana and Nigeria. Although graduates with entry-level technical skills were
mentioned in the population, they were not directly involved in the study and only their
employers participated. Other sampled populations involved in this study included
officials of construction industry programs such as heads of technical education
institutions in Ghana and Nigeria. The rationale for data collection was to explore the
most appropriate method of extracting information from employers in the construction
industry. A survey instrument was designed to collect data from Ghana and Nigeria. In
Ghana the data collection began on August 10 and ended on September 10, 2012. The
surveys were administered through the offices of the Accra Technical Training Center,
Accra; Ministry of Education (Technical Division) Accra; Consar Limited, Building and
Civil Engineering Firm, Kumasi; Modern Woods Technology, Kumai, Mampong
Technical College of Education, Mampong, Bolegatanga Technical Institute,
Bolegatanga and several private companies not listed in this section. The regions that
participated included Greater Accra, Ashanti, and the eastern, northern, and upper regions
of Ghana.
In Nigeria, the surveys were administered through the Secondary Board Zonal
Education Office, Abakaliki, Ebonyi State, in Nigeria. Data collection began in August
1st and ended on September 20th, 2012. Data were collected from 16 states, including
Plateau, Anambra, Abuja, Cross Rivers, Rivers, Ondo, Abia, Lagos, Delta, Enugu, Imo,
Akwa Ibom, Edo, Ebonyi, Kaduna, and Benue.
Gaining entry to the research sites was a challenge—while lack of access could
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not stop the study, it posed some limitations. The initial stage, which involved collecting
secondary data about employers in the construction industry through the embassies of
Ghana and Nigeria, did not yield any responses. An alternative approach was
implemented to reach participants in Ghana and Nigeria. Prior to the study, participants
interested in the study were identified. Prospective participants with broad knowledge
served as the contact persons for various sites. Upon identification of key participants,
introductory letters informing participants about the study were sent electronically to
contact officials representing study sites in Ghana and Nigeria. Letters requesting their
participation in the study were printed and redistributed to participants in Ghana and
Nigeria. Prior to the study, contact officials explained the purpose of the study.
Participants were given one week to indicate their willingness to participate.
By using this process, the researcher was able to identify potential participants
and distribute the actual surveys. Surveys were administered to those who indicated their
willingness to participate after the given time. This process was carried out in Ghana and
Nigeria. Participants were given time to complete the survey; after two weeks the surveys
were collected for analysis.
Data Analysis
Data analysis in this study essentially evaluated and processed participants’
information. Descriptive and inferential statistics were used to determine participants’
responses. More often the methodology adopted for a study may affect results and
conclusions. For this particular study, a careful utilization of data analysis techniques not
only affected the results but also revealed the researcher’s excellent approach in
processing research information (Atuahene, 2006). Data collected from Ghana yielded 58
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responses and data collected from Nigeria received 54 responses. In Ghana, participants
were drawn from four regions across the country and in Nigeria, 16 states across the
country.
Employers represented their industries, institutions and organizations in various
capacities as general managers, project managers, project engineers, supervisors, human
resource personnel or managers, school administrators, principals and other appropriate
capacities. The research instrument used in this study was divided into four parts:
demographic information; employers’ needs; employers’ expectations; and employers’
experiences regarding graduates previous work experiences. Part I collected demographic
information on the location of the company, year the company was established as well as
general information about the company. Part II gathered information about employers’
needs. This included types of technical skills applicable or appropriate to the employers.
Part III focused on employers’ expectations and examined how well graduates could
perform with respect to quality of work. Part IV looked at employers’ experiences with
graduates’ work-related experiences. Graduates’ records such as internship experiences,
cooperative work experiences and other related work experiences were explored to
determine graduates’ ability.
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Chapter 4
Findings of Quantitative Analysis

Rationale for Analysis
The purpose of this comparative analysis was to identify the technical skills and
abilities that employers of construction industries in Ghana and Nigeria consider
necessary to employ graduates with entry-level technical skills. This analysis was based
on data collected from Ghana and Nigeria on employers’ perceptions of college
graduates’ technical skills and abilities. Employers have questioned whether their
employment expectations can be met in the workplace by college graduates.
In this analysis the research questions were answered based on employers’ needs;
expectations; and experiences with graduates with respect to their previous work-related
experiences such as internships and cooperative work experiences in the workplace.
These attributes served as the scope of this research and were used to extract data from
employers regarding skills and abilities considered necessary for graduate employment
and preparation in the construction industry programs in Ghana and Nigeria.
Quantitative research methods were used to collect data needed for this study. A
survey instrument was the main data collection tool. A quantitative approach was most
preferred because it reduced biases by using traditional statistical methods in examining
results. It offers greater accuracy compared to other methods and allows researchers to
summarize large information sources. Further, it is convenient and economical.
In Ghana, the surveys were administered through the offices of the Accra
Technical Training Center, Accra; Ministry of Education (Technical Division) Accra;
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Consar Limited, Building and Civil Engineering Firm, Kumasi; Modern Woods
Technology, Kumai, Mampong Technical College of Education, Bolgatanga Technical
Institute and several private companies listed in Appendix A. Fifty-eight participants
completed the survey in Ghana. Five of ten regions participated in the study. Participants
were drawn from across regions in Ghana that included Greater Accra, Eastern, Ashanti,
Northern and Upper regions. In Nigeria, the surveys were administered through the
Secondary Board Zonal Education Office, Abakaliki, in the Ebonyi State of Nigeria.
Fifty-four participants completed the survey in Nigeria. Sixteen of 36 states in Nigeria
participated in the study. Participants were drawn from across states that included
Plateau, Anambra, Abuja, Cross Rivers, Rivers, Ondo, Abia, Lagos, Delta, Enugu, Imo,
Akwa Ibom, Edo, Ebonyi, Kaduna, and Benue.
Parts of Analysis
A quantitative methodology using descriptive and inferential statistics was
utilized to determine participants’ perceptions for this study. This particular analysis is
comprised of a four-part questionnaire; demographic information, employers’ needs,
employers’ expectations and employers’ experiences comprising 24 questionnaire items.
Part I: Demographic Information
In this study, the demographic information provides general information on
participants involved in the study. Descriptive statistics were utilized to summarize
participants’ information. The demographic information does not focus on specific
questions but provides general information about employers. Such information includes:
employment location; year the company was established; positions held by company
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officials such as general manager; number of years company officials have worked in the
current position; and qualifications held by the company’s responding official.
Item 1: Variable by Country and Geographic Location. Table 4.1 summarizes
the demographic variable of the geographic locations of participants. A population of 112
was identified as participants for the study, of which 58 were from Ghana and 54 from
Nigeria. With regard to construction companies in rural Ghana, 8.6% of the respondents
indicated their companies were in rural areas compared to 91.4% in urban areas. In
Nigeria 11.1% of the respondents indicated having their companies located in rural
Nigeria compared to 88.9% in urban areas. Figure 4.1 graphically reflects responses of
participants illustrating their company’s geographic locations in Ghana and Nigeria.
Responses of participants indicated that proportionately more companies were
established in urban areas compared to rural locations, respectively.

Table 4.1
Geographic location by country: Ghana: N=58. Nigeria: N=54
Country/Geographic Location

Frequency

Valid%

1.

Ghana

58

100.0

2.

Nigeria

54

100.0

112

100.0

Ghana

5

8.6

Nigeria

6

11.1

Ghana

53

91.4

Nigeria

48

88.9

Total
Rural

Urban

Item 1
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Figure 4.1. Responses reflecting company geographical location, by country

Item 2: Year companies established by country. Table 4.2 and Figure 4.2
portray trends over time by country regarding the establishment of businesses. Trends for
businesses established prior to 2000 are indicated and companies established after 2001
through 2010 and after also provided responses.

Table 4.2
Year company established: Ghana: N=58. Nigeria: N=54
Time company established

Frequency

Valid% by country

Before 2000
Ghana
Nigeria

40
37

69.0
68.5

2001-2005
Ghana
Nigeria

6
12

10.3
22.2

2006-2010
Ghana
Nigeria

6
3

10.3
5. 6

After 2010 to Present
Ghana
Nigeria

6
1

10.3
1. 9

Item 2
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For companies established before 2000, 69% of participants from Ghana and
68.5% of participants from Nigeria responded that their companies had been established
prior 2000. For companies established between 2000 and 2005, 10.3% of Ghanaian
respondents indicated having their companies established in that time span. In Nigeria
22.2% indicated having their companies established within that timeframe. For
companies established between 2006 and 2010, responses from Ghana indicated that
10.3% of Ghanaian and 5.6% of Nigerian respondents fell within this timeframe. For
companies established after 2010, 10.3% from Ghana and 1.9% from Nigeria were in this
group. For this particular analysis, responses revealed that companies established before
2000 had the highest responses compared to later years for both Ghana and Nigeria.
Figure 4.2 reflects graphically no major between companies established before
2000. There was, however, a noticeable trend from 2001 through 2010, as fewer
companies were established in Ghana and Nigeria.

80
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70

Nigeria (%)
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0
Before 2000

2001-2005

2006-2010

After 2010

Figure 4.2. Year company was established, by country: Ghana=58: Nigeria=54

76
Participants who indicated having their construction companies established after
2010 accounted for 10.3% of the respondents in Ghana and 1.9% of the respondents in
Nigeria.
Item 3: Company source of information by country. Table 4.3 and Figure 4.3
summarize data for position held by company official providing information. This
information included general managers, supervisors, HR personnel managers, project
managers and other related officials.

Table 4.3
Company source of information, by country: Ghana: N=58. Nigeria: N=54
Information Provided by
General Manager

Frequency

Valid% by Country

Ghana

25

43.1

Nigeria

15

27.8

Ghana

5

8.6

Nigeria

18

33.3

Ghana

6

10.3

Nigeria

16

29.6

13

22.4

4

7.4

Ghana

9

5.5

Nigeria

1

1.9

Project Manager

Supervisor

HR Personnel
Ghana
Nigeria
Other

Item 3

In Ghana, 43.1 % of respondents indicated having their information provided by
the general manager. In Nigeria, 27.8% of participants indicated having their company
information provided by the general manager. In Ghana, 8.6% of respondents indicated
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having their company information provided by the project manager. In Nigeria, 33% of
respondents indicated having their company information provided by the project
manager. In Ghana, 10.3% of participants indicated having obtained their company
information from the supervisor. In Nigeria, 29.6% of respondents indicated having their
company information provided by the supervisor. In Ghana, 22.4 % of participants
revealed having information provided by human resource personnel. In Nigeria, 7.4% of
participants revealed having the company information provided by human resource
personnel.

50
45
40
35
30
25
20
15
10
5
0

Ghana (%)
Nigeria (%)

Gen manager Proj manager

Supervisor

HR personnel

Other

Figure 4.3. Company source of information, by country
Item 4: Years worked in the current position. Table 4.4 and Figure 4.4
summarize responses regarding years participants worked in their current positions. For
participants who had worked between 1 and 3 years, 17.2% of respondents in Ghana and
11.1% in Nigeria reported having worked in their current positions for that number of
years. With regard to participants who worked for 4 and 5 years in their current positions,
12.1% of the respondents in Ghana and 9.3% from Nigeria reported working in their
current positions for that number of years. For participants who had worked between 6
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and 7 years in their current positions, 15.5% of the respondents in Ghana and 29.6% in
Nigeria revealed having worked in their current position for that number of years. In
Nigeria, 29.6% revealed having worked in their current position. For those who had
worked over seven years in their current positions, 55.2% of the respondents in Ghana
and 48.1% of the respondents in Nigeria indicated having worked in their current
positions more than 7 years.

Table 4.4
Years worked in current position: Ghana: N=58. Nigeria: N=54
Information Provided by
1-3 Years
Ghana

Frequency

Valid% by Country

10

17.2

6

11.1

Ghana

7

12.1

Nigeria

5

9.3

Ghana

9

15.5

Nigeria

16

29.6

Ghana

32

55.2

Nigeria

26

48.1

Nigeria
4-5 Years

6-7 Years

Over 7 Years

Item 4
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Figure 4.4. Years participants worked, by country

Over 7 Years

79

Item 5: Educational level by country. Table 4.5 and Figure 4.5 summarize
differences in the education level of participants. Education-level included masters,
bachelors/HND, GCE (O & A) levels, and qualifications below high school diploma.

Table 4.5
Education level: Ghana: N=58. Nigeria: N=54
Education Level
Masters Degree

Frequency

Valid% by Country

Ghana

9

32.8

Nigeria

2

3.7

Ghana

21

36.2

Nigeria

30

55.6

Ghana

14

24.1

Nigeria

19

35.2

Ghana

2

3.4

Nigeria

3

5.6

Bachelors/HND

GCE (O&A Levels)

Below High School

Item 5

For a master’s degree qualification, 32.8% of the respondents in Ghana indicated
having masters degrees. In Nigeria, 3.7% indicated having masters degrees. For those
with bachelor degrees and higher national diplomas, 36.2% of the Ghana respondents
indicated having bachelor degrees and HND certificates. In Nigeria, 55.6% of the
respondents revealed having bachelor degrees and HND certificates. For qualifications at
the General Certificate of Education (GCE) ordinary level, 24.1% of the participants in
Ghana and 35.2 % in Nigeria reported having GCE qualifications. For qualifications
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below high school, 3.4% of the respondents in Ghana and 5.6% in Nigeria reported
having qualifications below high school.
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Nigeria (%)
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Bachelors/HND

GCE (O&A levels) Below High School

Figure 4.5. Education level of participants, by country

Part II: Employers’ Needs
Information on employer-reported needs comprised the data needed to answer
research question one—this included specific demands such as occupational trades
applicable to employers’ needs, perceptions and opinions on technical skill shortages, and
rank of occupational trades and relevant skills. Additional employer needs included
attributes to employment performance, employees short on performance, perception of
preparation in technical skills and needs, policy on technical skill training, and opinions
about prevailing economic circumstances.

RQ 1: What technical skills and abilities should graduates with entry-level technical
skills have to gain for employment in the construction industry?
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Item 6: Occupational trades applicable to employers’ company by country. In
this study, employers’ needs were varied and depended on specific demands and interests
applicable to the employers’ industry. For RQ 1, technical skill trades were perceived to be
important occupations among employers’ needs. Included in these trades are carpentry,
masonry, electrical, plumbing, drafting, HVAC- systems, welding and as well as other
related technical occupations. In item 6 of the instrument, employers were asked to identify
occupational trades applicable to their industry.
Figure 4.6 graphically reveals differences in responses about occupational needs
between Ghana and Nigeria employers. For carpentry, there was little difference between
employers in Ghana and Nigeria. However, major differences existed in the remaining
trade areas. Responses from participants revealed that about 38% of the employers in
Ghana indicated a need for HVAC systems compared to 60% in Nigeria. With regard to
other related trade areas, about 37% of the employers in Ghana indicated needs compared
to 8% of employers in Nigeria. In this study, other related trades were not limited to
technical skills in areas such as painting, industrial maintenance, metal work, wood work,
automotive mechanic, building restoration, precision machining, furniture design, arts and
crafts.
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RQ1: EMPLOYER NEEDS
90%
80%
70%
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50%
40%

Ghana
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Figure 4.6. Occupational trades applicable to employers needs in Ghana and Nigeria

Item 7: Employers’ perception on technical skills shortage by country. Figure
4.7 and Table 4.6 present graphical representations and Chi-square analyses on the
relationship between employers’ perceptions of the causes of technical skills shortages in
Ghana and Nigeria.

120

Ghana (%)

100

Nigeria (%)

80
60
40
20
0
Yes

No

Not cheked

Figure 4.7. Responses on causes of technical skills shortage
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Table 4.6
Relationship of lack of appropriate skill training by country
Employers’ perception on technical
skill shortage
Yes

Country
Ghana Nigeria
45

53

9

1

4

0

58

54

%
Ghana

%
Nigeria

Total

77.6

98.1

98

15.5

1.9

10

6.9

0

4

100

100

112

Causes of technical skill
shortages are due to lack
of appropriate technical
skill training

No
Not
checked

Total
Item 7: Chi-Square 7.053; p = .00

The statistical analysis indicated that the chi-square value of 7.053 with a p-value
of 0.008 was significant. This means that there is a relationship between employers in
Ghana and Nigeria with respect to the causes of the technical skills shortage. With regard
to participants’ responses on perception of technical skills shortage, 77.6% of the
employers in Ghana reported yes while 15.5% said no to a statement that the cause of a
technical skills shortage is due to a lack of appropriate technical skill training. In Nigeria,
98.1% of respondents indicated that technical skills shortage were caused by a lack of
appropriate technical training and only 1.9% responded no.
Item 8: Opinions about the causes of technical skills shortage with respect to
employment requirements. Table 4.7 and Figure 4.8 present participants’ opinions
using Chi-square analysis and graphical representation about the causes of the technical
skills shortage with respect to employers’ requirements. Based on the statistical analysis,
the Chi-square value of 3.206 with a p-value of 0.201 was not significant. This means
there was no relationship between employers’ requirements for jobs as being too high
with respect to Ghana and Nigeria. In Figure 4.8, respondents were asked to indicate
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whether employers’ requirements for jobs appeared too high. About 81.03% of the
employers in Ghana indicated that employers’ high requirements for jobs was not the
reason for the technical skills shortage compared to 90.74% in Nigeria.

Table 4.7.
Relationship of employment requirements for jobs, by country
Opinions about the causes of
technical skills shortage

Country
Ghana

Total

Nigeria

%
Ghana

%
Nigeria

Employers’ requirement

Not Checked

47

49

96

81.03

for jobs appear too high

Checked

11

5

16

18.9

58

54

112

Total

90.74
9.26

100.00

100.00

Item 8: Chi-square 3.206; p =.201

100

Ghana (%)

80

Nigeria (%)

60
40
20
0
Not cause skills
shortage

Cause skills
shortage

Figure 4.8. Responses about employers’ requirements for jobs

Opinions about the causes of technical skills shortage with respect to
demands of the global market. Table 4.8 and Figure 4.9 summarize responses on
demands of the global market using Chi-square and graphical representation of

85
participants’ opinions. Based on the statistical analysis, the Chi-square value of 2.188
with a p-value of .534 was not significant. There was no statistically significant
relationship between demands of the global market and the respective countries, Ghana
and Nigeria. When participants were asked to express their opinion on demands of the
global market, 31% of participants in Ghana indicated that these demands contribute to
the technical skills shortage compared to 29.6% of respondents in Nigeria.

Table 4.8.
Relationship of global market demands by country
Opinions about the causes of technical
skills shortage

Demands of global market

Country

Total

%
Ghana

%
Nigeria

Ghana

Nigeria

Not Checked

40

38

78

69

70.4

Checked

18

16

34

31

29.6

58

54

112

100.00

100.00

Total

Item 8: Chi-square 2.188; p =.534
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Nigeria (%)
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40
20
0
Not checked
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Figure 4.9. Responses showing demands of the global market by country
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Opinions about the causes of technical skills shortage with respect to
demands for technical skills. Table 4.9 and Figure 4.10 present Chi-square analysis and
graphical representation of participants’ responses on the causes of the technical skills
shortage with respect to demands for technical skills by country.
Table 4.9
Relationship between demands for technical skills by country
Opinions about the causes of technical
skill shortages
Demands for technical
skills

Country

Total

%

%

Ghana

Nigeria

Ghana

Nigeria

Not Checked

22

14

36

37.9

25.9

Checked

36

40

76

62.1

74.1

58

54

112

100.00

100.00

Total

Item 8: Chi-square 2.758; p =.252

Based on the statistical analysis, the Chi-square value of 2.758 with a p-value of
.252 was not significant. There was no relationship between demands for technical skills
and the respective countries, Ghana and Nigeria. When participants were asked to express
their opinion on demands for technical skills 62.1% of the respondents in Ghana
indicated a need for technical skills compared to 74.1% of respondents in Nigeria.
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Figure 4.10. Responses showing demands for technical skills
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Opinion about the causes of technical skills shortage with respect to
production methods. Table 4.10 and Figure 4.11 present Chi-square analysis and
graphical representation of participants’ responses to examine the opinions about the
causes of the technical skills shortage with respect to production methods by country.
Based on the statistical analysis, the Chi-square value of 6.529 with a p-value of .038 was
significant. There was a relationship between production methods and the respective
countries, Ghana and Nigeria.
Table 4.10
Relationship between production methods by country
Opinions about the causes of
technical skill shortages

Production methods

Country

Total

%
Ghana

%
Nigeria

Ghana

Nigeria

Not Checked

29

38

67

50.00

70.37

Checked

29

16

45

50.00

29.63

58

54

112

100.00

100.00

Total

Item 8: Chi-Square 6.529; p =.038

When participants were asked to indicate their opinions about the causes of the
skills shortage, 50% of respondents in Ghana indicated that production methods
contribute to the skills shortage compared to 29.6% of respondents in Nigeria.
80
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Figure 4.11. Responses showing production methods, by country
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Opinions about the causes of technical skills shortage with respect to other
methods. Table 4.11 summarizes the Chi-square analysis of relationship between other
methods by country. The analysis revealed Chi-square value of 3.899 with a p-value of
.142 was not significant.

Table 4.11
Relationship Between Other Causes by Country
Opinions about the causes of
technical skill shortages

Country
Ghana

Nigeria

Total

%
Ghana

%
Nigeria

Other

Not Checked

55

53

108

94.83

98.15

methods

Checked

3

1

4

5.17

1.85

58

54

112

100.00

100.00

Total

Item 8:Chi-Square 3.899; p =.142

Based on the analysis, there was no relationship between other methods and the
respective countries, Ghana and Nigeria. When participants were asked to indicate their
opinions whether other methods contributed to skills shortage, 94.83% of respondents in
Ghana indicated that other methods did not contribute to skills shortages compared to
98.15% in Nigeria.
Item 9: Rank of occupational trade importance. In Table 4.12, responses are
converted into mean and standard deviation. With regard to rankings of occupational
importance, participants’ responses are based on carpentry, masonry, electrical,
plumbing, drafting, HVAC systems, welding and other related trades. Areas marked
“Other” related trades are perceived to be technically related although they are not
defined, or included in the data. For occupational trades’ relative importance to
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employers, respondents in Ghana recorded a mean of 3.50 (SD=1.188) and in Nigeria a
mean of 3.59 (SD=.63) with respect to carpentry.
For masonry, Ghana respondents recorded a mean of 3.59 (SD=1.14) and Nigeria
had a mean of 3.72 (SD=.712. For electrical, Ghana recorded a mean of 3.66 (SD=1.052)
and Nigeria participants had a mean of 3.44 (SD=.839). Regarding plumbing, Ghana
respondents registered a mean of 3.52 (SD=.863) and Nigeria, a mean of 3.48 (SD=.700).

Table 4.12
Rating of occupational trades importance by country using mean and standard deviation
Ghana: N=58. Nigeria: N=54
Country

Carpentry

Masonry

Electrical

Ghana Mean

3.50

3.59

3.66

3.52

N

58.00

58.00

58.00

Std. Dev.

1.19

1.14

Nigeria Mean

3.59

N
Std. Dev.

Total Mean
N
Std. Dev.

Plumbing

Drafting

HVAC

Welding

Other

3.36

2.91

3.72

3.48

58.00

56.00

53.00

58.00

23.00

1.052

.86

.99

.88

4.03

.79

3.72

3.44

3.48

3.30

3.02

3.34

3.20

54.00

54.00

54.00

52.00

54.00

53.00

53.00

5.00

.63

.71

.84

.70

.57

.84

.81

1.30

3.54

3.65

3.55

3.50

3.33

2.96

3.54

3.43

112.00

112.00

112.00

110.00

110 .00

107.00

111.00

28.00

.958

.956

.957

.787

.814

.857

2.963

.8 79

Item 9: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very
important; 5= Extremely important

For drafting, respondents in Ghana recorded a mean of 3.36 (SD=.999) and
Nigeria, a mean of 3.30 (SD=.571). With regard to HVAC systems, Ghana respondents
recorded a mean of 2.91(SD=.883) and Nigeria, a mean of 3.02 (SD=.835). For welding
and fabrication, respondents in Ghana registered a mean of 3.72 (SD= 4.034) and
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Nigeria, a mean of 3.34 (SD= .807). For other related occupations, Ghana had a mean of
3.48 (SD=.790) and Nigerian, a mean of 3.20 (SD=1.304).
When responses were analyzed with respect to occupational trades’ relative
importance to employers, welding and electrical trades were rated high among the
occupational trades with a relative mean of 3.72 and 3.66 for Ghanaian participants. In
Nigeria, masonry and carpentry were rated high among the trades with a relative mean of
3.72 and 3.59 among employers. With regard to the total mean, masonry and electrical
were rated high among trades with relative means of 3.65 and 3.55 for Ghana and
Nigeria, respectively.
Differences in rating of occupational trade importance: In Table 4.13,
ANOVA is used to examine participants’ rating of occupational trade importance. The Ftest statistic for carpentry was computed as the ratio of mean square between groups to
mean square within groups. Since the p-value was 0.611, which was greater than (>.05),
there was no statistically significant difference between Ghana and Nigeria with respect
to carpentry. For the rest of the variables listed in the table, the p-values are greater than
(>.05), so there were no statistically significant difference between Ghana and Nigeria
with respect to occupational trade importance (masonry, electrical, plumbing, drafting,
HVAC system, welding and fabrication) when examining differences in ratings of
importance by country
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Table 4.13
Rating of occupational trade importance by country using ANOVA
Rating Occupational Trade Importance

Sum of Squares

df

Mean

F

Sig.

.260

.611

.564

.454

1.360

.246

.058

.810

.152

.697

.462

.498

.464

.497

Square
Between Groups
Carpentry importance

.240

1

.240

Within Groups

101.537

110

.923

Total

101.777

111

.517

1

.517

Within Groups

100.902

110

.917

Total

101.420

111

1.242

1

1.242

Within Groups

100.437

110

.913

Total

101.679

111

.036

1

.036

Within Groups

67.464

108

.625

Total

67.500

109

.102

1

.102

Within Groups

72.116

108

.668

Total

72.218

109

.341

1

.341

Within Groups

77.510

105

.738

Total

77.850

106

Between Groups

4.095

1

4.095

Within Groups

961.473

109

8.821

Total

965.568

110

Between Groups
Masonry importance

Between Groups
Electrical importance

Between Groups
Plumbing importance

Between Groups
Drafting importance

Between Groups
HVAC importance

Welding and fabrication
importance

Item 9
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Item 10: Relevant skills. Table 4.14 summarizes responses of participants using
mean and standard deviation to examine technical skills, academic skills, work attitude,
and other applicable skills relevant to employers.

Table 4.14
Rating of importance for skill domains by country: Ghana: N=58: Nigeria: N=54
Country

Technical skills

Ghana Mean

Academic skills

Work attitude

Other related skills

4.21

3.57

3.78

3.26

58.00

58.00

58.00

27.00

Std. Deviation

.74

.80

.75

1.16

Nigeria Mean

4.02

3.42

3.43

3.50

54.00

53.00

53.00

4.00

.74

.72

.72

.58

4.12

3.50

3.61

3.29

112.00

111.00

111.00

31.00

.814

.761

.752

1.101

N

N
Std. Deviation

Total Mean
N
Std. Deviation

Item 10: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

The summary of responses in Table 4.14 indicates that respondents in Ghana
recorded technical skills with a mean of 4.21 (SD=.74) and in Nigeria with a mean of
4.02 (SD=.73). On academic skills, Ghanaian respondents had a mean of 3.57 (SD=80)
and Nigeria participants had a mean of 3.42 (SD=.72). Regarding work attitude,
responses from Ghana indicated a mean of 3.78 (.75) and Nigeria, a mean of 3.43
(SD=.72). For other related relevant skills, Ghana had a mean of 3.26 (SD=1.16) and
Nigeria a mean of 3.29 (SD=.58) was calculated. With regard to analysis of the four skill
domains, technical skills registered the highest mean of 4.21 among Ghanaian employers
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and a mean of 4.02 among Nigerian employers. Technical skills had the highest
combined mean of 4.12 for Ghana and Nigeria.
Table 4.15 presents ANOVA to examine skills relevant to employers. Included in
the analysis are technical skills, academic skills, work attitude and other relevant skills.
For the F-test statistics computed on the variables, the p-values were greater than (>.05)
and only work attitude was significant with a p-value of .013. Since the p values of .182,
.29 and .69 are greater than (>.05), I concluded that there were no statistically significant
differences between employers in Ghana and Nigeria with respect to technical skills,
academic skills, and other relevant skills.

Table 4.15
Relationship of relevant skills by country using ANOVA to examine participants’
responses
Relevant skills to your company

Sum of Squares

df

Mean
Square

F

Sig.

.992

1

.992

1.804

.182

Within Groups

60.499

110

.550

Total

61.491

111
1.133

.290

6.353

.013

.162

.690

Between Groups
Technical
skills

Between Groups
Academic
skills

Work
attitude

.656

1

.656

Within Groups

63.092

109

.579

Total

63.748

110

Between Groups

3.424

1

3.424

Within Groups

59.290

110

.539

Total

62.714

111

.202

1

.202

Within Groups

36.185

29

1.248

Total

36.387

30

Between Groups
Other Relevant Skills

Item 10: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

Item 11: Employee attribute’s ratings of importance by country. Tables 4.16
and 4.17 summarize ratings of employee attributes to employment performance by
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country. Areas rated included: ability to work under stressful conditions; ability to work
independently; ability to maintain positive work attitude; ability to respond to positive
criticisms; ability to collaborate working in teams; additional skills and responsibilities;
and ability to supervise others.

Table 4.16
Employee attribute ratings of importance by country: Ghana: N=58. Nigeria: N=54
Country

Ability to wk Ability to wk Positive
stressful conds independently wk attitude

Respond Collaborate Additional
to criticisms in teams
skills

Supervise
others

Ghana Mean

3.58

3.72

3.86

3.66

3.91

3.50

N

57.00

58.00

58.00

58.00

57.00

58.00

58.00

.76

.80

.76

.72

.76

.71

.80

2.60

3.70

3.57

3.50

3.72

3.31

3.53

53.00

54.00

54.00

54.00

54.00

54.00

53.00

.97

.64

.60

.67

.76

.72

.72

3.10

3.71

3.72

3.58

3.82

3.41

3.66

110.00

112.00

112.00

112.00

111.00

112.00

111.00

.986

.718

.700

.69

.765

.717

.769

Std. Dev.

Nigeria Mean
N
Std. Dev.

Total Mean
N

3.78

28.00
Std. Dev.

Item 11: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

Table 4.16 summarizes participants’ responses using mean and standard
deviation. Based on participants’ responses, the study revealed the following information.
With respect to the ability to work under stressful conditions, participants from
Ghana recorded a mean of 3.58 (SD=.76) and Nigeria, a mean of 2.60 (SD=.97). With
regard to ability to work independently, responses in Ghana showed a mean of 3.72
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(SD=.79) and Nigeria, a mean of 3.69 (SD=.64). For responses on the ability to maintain
positive work attitude, Ghana registered a mean of 3.86 (SD=.76) and Nigeria a mean of
3.57 (SD= .60). On the ability to respond positively to criticisms, Ghana recorded a mean
of 3.66 (SD=.72) and Nigeria a mean of 3.50 (SD= .67). With regard to ability to
collaborate working in teams, responses from Ghana indicated a mean of 3.91 (SD=.76)
and Nigeria a mean of 3.72 (SD=.76). With respect to additional skills and abilities
Ghana had a mean of 3.50 (SD=.71) and Nigeria had a mean of 3.31 (SD=.72). With
respect to ability to supervise others, responses in Ghana recorded a mean of 3.78
(SD=.80) and Nigeria had a mean of 3.53 (SD=.72).
When the responses were analyzed with respect to attributes of employment
performance, ability to collaborate working in teams had the highest mean with 3.91 for
Ghana and 3.72 for Nigeria. Other attributes included ability to maintain positive work
attitude with a mean of 3.86 among Ghanaian employers. In Nigeria, the ability to work
independently had the highest mean of 3.69 among participants. With regard to the total
mean for Ghana and Nigeria, the ability to collaborate working in teams had the highest
mean of 3.82.
Table 4.17 provides a summary of employee attribute ratings using ANOVA.
Areas analyzed included ability to work under stressful conditions; ability to work
independently; ability to maintain positive work attitude; ability to respond to positive
work criticisms; ability to collaborate in teams; attribute for additional skills and
responsibilities; and ability to supervise others.
ANOVA revealed that the F-test statistics computed only two variables that were
significant. The significant variables included the ability to work under stressful
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conditions with a p-value (<.001), and the ability to maintain a positive work attitude
with a p-value of .029. Variables found to be insignificant included the ability to work
independently with a p-value of .776; ability to respond to positive criticism with a pvalue of .238; ability to collaborate working in teams with a p-value of .192; additional
skills and responsibilities with a p-value of .173 and ability to supervise others with a pvalue of .090. Since the p-values for the variables listed were greater than (>.05), there
were no statistically significant differences between Ghana and Nigeria with respect to
the variables indicated.
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Table 4.17
Employee attribute ratings of importance by country using ANOVA
Attributes to employee performance

Ability to work under
stressful conditions

Sum of
Squares

df

Mean
Square

Between Groups

25.186

1

25.186

Within Groups

80.714

108

.747

Total

105.900

119

.042

1

.042

Within Groups

57.234

110

.520

Total

57.277

111

Between Groups

2.319

1

2.319

Within Groups

52.100

110

.474

Total

54.420

111

.673

1

.673

Within Groups

52.603

110

.478

Total

53.277

111

Between Groups

1.002

1

1.002

Within Groups

63.395

109

.582

Total

64.396

110

.959

1

.959

Within Groups

56.148

110

.510

Total

57.107

111

Between Groups

1.697

1

1.697

Within Groups

63.294

109

.581

Total

64.991

110

Between Groups
Ability to work
independently

Ability to maintain positive
work attitude

Between Groups
Ability to respond to
positive criticism

Ability to collaborate
working in teams

Additional skills and
abilities

Ability to supervise others

Between Groups

F

Sig.

33.700 .023

.082

.776

4.897

.029

1.408

.238

1.722

.192

1.879

.173

2.923

.090

Item 11: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important;
5=Extremely important

Item 12: Attributes for addressing employees short on performance. Tables
4.18 and 4.19 summarize attributes of addressing employees short on performance. Areas
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analyzed included: seeking performance training, assigning employees to peer mentors,
expelling and replacing with new employees, and other related attributes to employee
short on performance.

Table 4.18
Attributes for addressing employees short on performance by country: Ghana: N=58.
Nigeria: N=54
Country

Seek performance
training

Assign employees

Expel and replace

Other attributes on

to peer mentors

with new employees

short performance

Ghana Mean

3.45

3.21

1.95

3.26

N

58.00

58.00

58.00

16.00

Std. Deviation

.80

.70

.91

1.21

Nigeria Mean

3.31

3.04

1.94

3.71

54.00

54.00

53.00

7.00

.61

.64

.91

.95

3.38

3.12

1.95

3.52

112.00

112.00

111.00

23.00

.713

.673

.903

1.123

N
Std. Deviation

Total Mean
N
Std. Deviation

Item 12: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

Table 4.18 presents a summary of responses using mean and standard deviation.
In Ghana, responses about seeking performance training had a mean of 3.45 (SD=.80)
and Nigeria, recorded a mean of 3.31 (SD=.61). Assigning employees to peer mentors
recorded a mean of 3.21 (SD=.70) from Ghana and Nigeria had a mean of 3.04 (SD=.64).
Expelling and replacing with new employees recorded a mean of 1.95 (SD=.91) in Ghana
and in a mean of 1.94 (SD=.91). Regarding other attributes on employee short on
performance, Ghana recorded a mean of 3.44 (SD=1.21 and Nigeria 3.71 (SD=.95).
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When participants’ responses were analyzed, seeking performance training
received the highest rating with a mean of 3.45 among employers in Ghana compared to
3.31 in Nigeria. With regard to total mean, other attributes registered the highest mean of
3.71 between Ghana and Nigeria.
Table 4.19 summarizes participants’ responses using ANOVA to examine
employees short on performance. Three areas were explored to address this point—these
included seeking performance training, assigning employees to peer mentors, expelling
and replacing with new employees, and other applicable options capable of addressing
employees’ short on performance issues. For seeking performance training, the F-test
statistic computed a p-value of .325 which was not significant because the p value was
greater than (> .05). For assigning employees to peer mentors, the p value of .183 was not
significant because it was greater than (>.05). For expelling and replacing with new
employees, the p-value of .977 was not significant. For other related attribute on
employee short on performance the p-value of .598 was not significant. Since the pvalues for the variables indicated were greater than (>.05), there were no statistically
significant differences between employers in Ghana and Nigeria with respect to
addressing employees short on performance.
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Table 4.19
Addressing employees short on performance by country using ANOVA
Addressing employees short on performance

Sum of
Squares

df

Mean
Square

F

Sig.

.498

1

.498

.979

.325

Within Groups

55.993

110

.509

Total

56.491

111

.807

1

.807

1.795

.183

Within Groups

49.443

110

.449

Total

50.250

111

.001

1

.001

.001

.977

Within Groups

89.675

109

.823

Total

89.676

110

.373

1

.373

.286

.598

Within Groups

27.366

21

1.303

Total

27.739

22

Between Groups
Seek performance training
for employees

Assign employees to
peer mentors

Expel and replace with
new employees

Between Groups

Between Groups

Between Groups
Other

Item 12: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

Item 13: Employers’ perception on preparation of technical skills. Tables 4.20
and 4.21 summarize responses on employers’ perception on technical skill preparation
using mean and standard deviation as well as ANOVA. Analyses were based on technical
skills preparation responsive to employers’ needs; technical skill preparation responsive
to employer and individual needs; and technical skill preparation responsive to employer,
individual and national needs. In Table 4.20, responses regarding technical skill
preparation for employer needs in Ghana indicated a mean of 3.53 (SD=5.04) and in
Nigeria a mean of 3.69 (SD=.67).
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Table 4.20
Employers’ perception on preparation of technical skills by country: Ghana: N=58.
Nigeria: N=54
Country

Techn skill prep.
responsive to
employer needs

Techn skill prep
Techn skill prep
responsive to
responsive to
employer/indiv needs empl/ind/nat needs

Other

Ghana Mean
N
Std. Deviation

3.53
57.00
.50

3.34
58.00
.548

3.60
57.00
.59

3.38
8.00
.52

Nigeria Mean
N
Std. Deviation

3.69
54.00
.67

3.74
54.00
.65

4.02
50.00
.62

4.00
5.00
.71

Total Mean
N
Std. Deviation

3.38
112.00
.713

3.12
112.00
.673

1.95
111.00
.903

3.52
23.00
1.123

Item 13: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

With regard to responses about skill preparation for employer and individual
needs, Ghana recorded a mean of 3.34 (SD=.548) and Nigeria a mean of 3.74 (SD=.650).
For preparation with a focus on individual, employer and national needs, responses from
Ghana recorded a mean of 3.60 (SD=.59) compared to a mean of 4.02 (SD=.622) for
Nigeria. Regarding responses on other related preparation, Ghana had a mean of 3.38
(SD=.52 and Nigeria a mean of 4.00 (SD=.71).
When responses were analyzed, technical skill preparation with a focus on
individual, employer and national needs earned the highest mean of 3.60 in Ghana
compared to a mean of 4.02 in Nigeria. For the combined mean, technical skill
preparation with a focus on individual, employer and national needs recorded the highest
mean of 3.79 among employers in Ghana and Nigeria.
Table 4.21 summarizes employers’ perceptions of preparation in technical skills
using ANOVA. Variables explored included: technical skill preparation responsive to
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employer needs; technical skill preparation responsive to employer and individual needs;
technical skill preparation responsive to individual, employer and national needs; and
other related preparation and needs.

Table 4.21
Employers’ perception on preparation of technical skills by country: Analysis of
Variance (ANOVA)
Employers’ perception on preparation of technical

Sum of

skills

Squares

Tech skill preparation

Between Groups

responsive to employer

df

Mean

F

Sig.

2.015

.159

12.215

.001

12.962

.000

3.412

.092

Square

.700

1

.700

Within Groups

37.859

109

.347

Total

38.559

110

Tech skill preparation

Between Groups

4.383

1

4.383

responsive to employer and

Within Groups

39.474

110

.359

Total

43.857

111

Tech skill preparation

Between Groups

4.777

1

4.777

responsive to individual

Within Groups

38.699

105

.369

employer and national needs

Total

43.477

106

Between Groups

1.202

1

1.202

Within Groups

3.875

11

.352

Total

5.077

12

needs

individual needs

Other

Item 13: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important;
5=Extremely important

To determine participants’ responses, the F- test statistic computed the ratio of
mean square between groups to mean square within groups. Two of the variables were
computed and found to be statistically significant: technical skill preparation responsive
to employer and individual needs with a p-value of .001 and technical skill preparation
responsive to individual, employer and national needs with a p value (<.001). There was
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a relationship between Ghana and Nigeria with respect to technical skill preparation
responsive to employer and individual needs and technical skill preparation responsive to
individual, employer and national needs. Variables that were not significant indicated no
relationship between Ghana and Nigeria. Such variables included technical skill
preparation responsive to employer needs and the variable listed as other.
Item 14: Policy on technical skill training. Table 4.22 summarizes responses on
policies regarding technical skill training, using mean and standard deviation. Attributes
considered important according to employers’ views on training included: industry
involvement in curricula planning; curricula and its responsiveness to national needs;
strong relationship between education and industry; and other attributes that seek to
influence policies on technical training.
For industry involvement in curricula planning, responses from Ghana revealed a
mean of 4.00 (SD=.90) and Nigeria a mean of 3.59 (SD=.69). With regard to curricular
responsiveness to national needs, participants from Ghana recorded a mean of 4.10
(SD=.79) and Nigeria a mean of 4.22 (SD=.71). Looking at the relationship between
education and industry, responses in Ghana indicated a mean of 4.28 (SD=.81) and
Nigeria a mean of 4.20 (SD=.76). With respect to other applicable policy, responses from
Ghana indicated a mean of 4.30 (SD=1.83) and Nigeria a mean of 3.00 (SD=0.00).
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Table 4.22
Policy on technical skill training by country: Ghana: N=58. Nigeria: N=54
Country

Industry/curricula

Curricula responsiveness

Relationship between

Other

Planning

national needs

education/Industry

Ghana Mean

4.00

4.10

4.28

4.30

N

58.00

58.00

58.00

10.00

Std. Deviation

.90

.79

.81

1.83

Nigeria Mean

3.59

4.22

4.20

3.00

54.00

54.00

54.00

1.00

.69

.72

.62

.71

3.80

4.16

4.24

4.18

112.00

112.00

111.00

11.00

.826

.754

N
Std. Deviation

Total Mean
N
Std. Deviation

.786

1.779

Item 14: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

When responses were analyzed relating to factors influencing policy on technical
skill training, employers in Ghana recorded the highest mean of 4.28 regarding a strong
relationship between education and industry. Nigeria had the highest mean of 4.22 for
curricular responsiveness to national needs. For a combined mean, strong relationship
between education and industry recorded the highest mean of 4.24 between employers in
Ghana and Nigeria.
Policy on technical skill training using ANOVA. Table 4.23 presents policy on
technical skill training using ANOVA to examine participants’ responses. Four areas
were explored with respect to policy development and skill training. These areas included
industry involvement in curricular planning; curricular responsiveness to national needs;
strong relationships between education and industry, and other appropriate relevant
policy considerations for technical skill training.
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Table 4.23
Policy on technical skill training using ANOVA to determine participants’ responses
Policy on technical skill training

Industry involvement in
curricula planning

Curricula responsiveness to
national needs

Strong relationship between
education and industry

Other related policy

Sum of Squares

df

Mean
Square

F

Sig.

Between Groups

4.642

1

4.642

7.187

.008

Within Groups

71.037

110

.646

Total

75.679

111

.394

1

.394

.692

.407

Within Groups

62.713

110

.570

Total

63.107

111

.146

1

.146

.234

.629

Within Groups

68.345

110

.621

Total

68.491

111

Between Groups

1.536

1

1.536

.459

.515

Within Groups

30.100

9

3.344

Total

31.636

10

Between Groups

Between Groups

Item 14: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important;
5=Extremely important

Based on participants’ responses, the F-test statistic determined industry
involvement in curricular planning to be statistically significant with a p value of .008
which was less than (< 0. 05) so it was statistically significant. There was a relationship
between employers in Ghana and Nigeria with respect to industry involvement in
curricular planning. With regard to other variables listed, since their p values were greater
than (>.05), there were no statistically significant differences between Ghana and Nigeria
with respect to curricula and its responsiveness to national needs; relationship between
education and industry; and other relevant suggestions towards policy on technical skill
training.
Item 15: Opinion on prevailing economic circumstances. Table 4.24
summarizes participants’ responses regarding employers’ opinions about prevailing
economic circumstances affecting workforce preparation. Four economic domains using
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mean and standard deviation were examined. Included in the domains were graduates’
preparation responsive to prevailing market conditions; graduates’ preparation responsive
to national needs; providing graduates with the potential to compete globally; and other
appropriate preparation responsive to economic circumstances. When employers were
asked to express their views on the four economic domains, most indicated that
workforce preparation must provide graduates with the potential to compete globally—
this had the highest mean of 3.98 in Ghana compared to a mean of 4.11 in Nigeria. With
regard to the combined mean, graduates with the potential to compete globally and
graduates’ preparation responsive to national needs were rated high with a relative mean
of 4.04 and 4.03 for Ghana and Nigeria, respectively.

Table 4.24
Opinion on prevailing economic circumstances by country: Ghana: N=58. Nigeria:
N=54
Country

Graduate prep/resp to
prevailing market cond

Graduate prep/resp
national needs

Graduate potential
to compete globally

Other

Ghana Mean
N
Std. Deviation

3.74
58.00
.74

3.97
58.00
.77

3.98
58.00
.74

3.00
5.00
1.41

Nigeria Mean
N
Std. Deviation

3.89
54.00
.82

4.09
54.00
.78

4.11
54.00
.93

4.00
2.00
1.414

Total Mean
N
Std. Deviation

3.81
112.00
.777

4.03
112.00
.776

4.04
112.00
.832

3.29
7.00
1.380

Item 15: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important; 5=
Extremely important

Responses regarding graduates’ preparation being responsive to prevailing market
conditions revealed that Ghana participants recorded a mean of 3.74 (SD=.74) compared
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to a mean of 3.89 (SD=.82) in Nigeria. With regard to graduate preparation responsive to
national needs, Ghana had a mean of 3.97 (SD=.77) and Nigeria a mean of 4.09
(SD=.79). Looking at the provision of graduates with the potential to compete globally,
responses from Ghana recorded a mean of 3.98 (SD=.74) and Nigeria, a mean of 4.11
(SD=.93). For graduates’ preparation responsive to other economic conditions, Ghana
had a mean of 3.00 (SD=1.414) and Nigeria, a mean of 4.00 (SD=1.414).
Opinions on prevailing economic circumstances. Table 4.25 summarizes
participants’ responses using ANOVA to determine employers’ views on prevailing
economic circumstances regarding graduates’ preparation. For the economic domain
examined in Item 15, ANOVA revealed the four economic domains that were not
significant because their p-values were greater than (>.05).
Table 4.25
Opinions on prevailing economic circumstances by country using ANOVA
Policy on technical skill training

Sum of Squares

df

Mean
Square

F

Sig.

.608

1

.608

1.007

.318

Within Groups

66.454

110

.604

Total

67.063

111

.452

1

.452

.747

.389

.604

.664

.417

.714

.437

Between Groups
Grad prep and responsive to
prevailing market conditions

Between Groups
Grad prep responsive to

Within Groups

66.468

110

national needs

Total

66.920

111

.461

1

.461

Within Groups

76.316

110

.694

Total

76.777

111

Between Groups

1.429

1

1.429

Within Groups

10.100

5

2.000

Total

11.429

6

Grad potential to compete
globally

Other

Between Groups

Item 15: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important;
5= Extremely important
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With regard to the four economic domains, the F-test statistic determined that
none of the variables were significant. For graduate preparation responsive to prevailing
market conditions, the F-test statistic computed a p-value of .318, which was not
significant. Looking at preparation responsive to national needs, the F-test statistic with a
p-value of .389 was not significant; for providing graduates with the potential to compete
globally, the F-test statistic with p-value of .417 was not significant. Concerning other
economic options responsive to graduate preparation, the F-test statistic with a p-value of
.437 was not significant. Since all values in the four economic domain areas were greater
than (> .05), there were no statistically significant differences between employers in
Ghana and Nigeria with respect to opinions on prevailing economic circumstances.
Part III: Employers’ Expectations
Employers’ expectations were the focus of research question two, which had to do
with how well graduates with entry-level technical skills perform. Attributes such as
company records; employment trends; performance evaluation; and criteria for evaluating
graduates helped determine participants’ responses with respect to employer
expectations. Attributes such as proportion of employees with technical skills and basic
requirements for employment in the employers’ industry were examined.

RQ. 2. What are these employers’ expectations of graduates with entry-level technical
skills?
Item 16: Relationship between records keeping of graduates by country.
Table 4.26 and Figure 4.12 summarize the relationship between employee expectation
indicators and the country. To track the records of graduates with skills, participants were
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asked if they kept records of their graduates with entry-level technical skills. Based on
the statistical analysis, the Chi-square value of .064 with a p value of .801 was not
significant. There was no relationship between records of graduates with entry-level
technical skills and the respective countries. Responses from Ghana indicated that 88.9%
responded yes for keeping company records of graduates compared to 90.5% of
respondents in Nigeria [Table 4.26].

Table 4.26
Relationship between records keeping of graduates, by country
Company Records of Graduates By Country

Country
Ghana

Total

Total

Nigeria

54

42

96

Variable by Country
% within Country
Count
Company keep records of

100.0%

100.0%

100.0%

48

38

86

88.9%

90.5%

89.6%

6

4

10

11.1%

9.5%

10.4%

Yes
% within Country

graduates with entry- level
technical skills

Count
No
% within Country

Item 16 Chi-square = .064; p = .801
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EMPLOYER EXPECTATIONS
Perception of company’s
records ( %)
100
90
80

70
60
Ghana
Nigeria

50
40
30

Perception of company’s
hiring trend ( %)
70
60
50
40
30
20
10
0

Ghana
Nigeria

20

10
0
Yes

No

Figure 4.12. Records keeping and hiring trends of graduates with technical skills

Item 17: Relationship of company’s hiring trends by country. Table 4.27 and
Figure 4.12 summarize responses relating to hiring trends for graduates with technical
skills. The Chi-square test statistic of 9.27 with a p-value of 0.026 was significant. This
means that there was a relationship between hiring trends for graduates and the respective
countries, Ghana and Nigeria. Responses from the respective countries indicated that
41.45% of respondents in Ghana thought hiring trends were increasing while 62.3% of
respondents in Nigeria indicated employment trends were increasing as well. In Ghana
25.9% of respondents thought hiring trends were decreasing while in Nigeria only 9.4%
thought the hiring trends were decreasing. In Ghana 27.6% thought the hiring trends had
remained the same while 28.3% of respondents in Nigeria thought the hiring trends had
remained the same.
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Table 4.27
Company’s hiring trends by country.
Country
Company’s Hiring Trend by Country
Count

Total

1 Ghana

2 Nigeria

24

33

57

41.4%

62.3%

51.4%

15

5

20

25.9%

9.4%

18.0%

16

15

31

27.6%

28.3%

27.9%

3

0

3

5.2%

0.0%

2.7%

58

53

111

100.0%

100.0%

100.0%

Increasing
% within Country
Count
Hiring trend of graduates

Decreasing
% within Country

with entry-level technical
Count

skills

Remain same
% within Country
Count
Don't know
% within Country
Total

Total
% within Country

Item 17: Chi-square =9.27; p =.026

Item 18: Performance evaluation of graduates. Table 4.28 summarizes
participants’ responses on performance evaluation of graduates using a Chi-square test
statistic to determine participants’ responses. Figure 4.13 graphically displays
participants’ responses.
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Table 4.28
Performance evaluation of graduates by country
Performance Evaluation by Country

Country
1 Ghana 2 Nigeria
Count

Total

19

41

60

34.5%

75.9%

55.0%

21

10

31

38.2%

18.5%

28.4%

6

3

9

10.9%

5.6%

8.3%

9

0

9

16.4%

0.0%

8.3%

55

54
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100.0%

100.0%

100.0%

Once per year
% within Country
Count
Two times per year
% within Country

Performance evaluation of
graduates

Count
Three times per year
% within Country
Count
Other
% within Country
Count

Total
% within Country

Item 18: Chi-square = 21.96; p < .001;

The Chi-square value of 21.96 with a p-value of .001 was significant. This means
that there was a relationship between the performance evaluation of graduates and the
respective countries. In Ghana, 34.5% of respondents indicated having a performance
evaluation once per year compared 75% of respondents in Nigeria. With regard to
evaluation twice per year, 38.2% of respondents in Ghana indicated having this
evaluation compared to 18.5% of respondents in Nigeria.
80
70
60
50
40
30
20
10
0

Ghana (%)
Nigeria (%)

Once per year

Twice per year

Three times per
year

Other

Figure 4.13. Performance evaluation of graduates with entry-level skills
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For evaluations conducted three times per year, 10.9% of respondents in Ghana
indicated having this evaluation compared to 5.6% of respondents in Nigeria. In Ghana
16% of participants indicated other evaluation criteria while Nigeria offered no response.
Item 19: Determining differences in importance of criteria for evaluating
graduates. Tables 4.29 and 4.30 summarize the one-way ANOVA and mean report on
differences in participants’ responses regarding criteria for evaluating graduates. Looking
at type of work performed by entry-level graduates, the p-value of .758 was not
significant because it was greater than (>.05), so there was no statistically significant
difference between Ghana and Nigeria with respect to type of work performed by entrylevel graduates. Regarding productivity and quality of work, the p-value of .238 was not
significant because it was greater than (> .05), so there was no statistically significant
difference between Ghana and Nigeria with respect to productivity and quality of work.
With regard to amount of time spent accomplishing a task, the p-value of .042 was
(<.05), so it was statistically significant. This means there was a significant difference
between Ghana and Nigeria with respect to amount of time spent accomplishing a task as
a criterion for evaluating graduates.
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Table 4.29
Differences in importance of criteria for evaluating graduates examined by country using
ANOVA
Criteria for Evaluating Graduates

Sum of Squares

df

Mean
Square

F

Sig.

.053

1

.053

.096

.758

Within Groups

60.662

110

.551

Total

60.714

111

.814

1

.814

1.406

.238

Within Groups

63.096

109

.579

Total

63.910

110

Between Groups

2.580

1

2.580

4.215

.042

Within Groups

66.111

108

.612

Total

68.691

109

Between Groups
Type work performed by
entry level grads

Productivity and quality of
work

Amount of time spent to
accomplish task

Between Groups

Item 19: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very
important; 5= Extremely important.

Table 4.30
Mean and standard deviation report of differences in importance of criteria for
evaluating graduates by country using mean and standard deviation
Criteria for Evaluating
Graduates

Type of work performed
by entry level grads

Productivity and quality of

Country
Ghana

Nigeria

N

3.41

58

.750

3.37

54

.734

4.02

58

.783

4.19

53

3.56

57

.824

3.87

53

Std.
Mean
Deviation

N

Total

Mean

N

Std.
Deviation

3.39

112

.740

.735

4.10

111

.762

.735

3.71

110

.794

Std.
Mean
Deviation

work

Amount of time spent to
accomplish task

Item 19: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very
important; 5= Extremely important

Item 20: Proportion of employees with technical skills. Table 4.31 and Figure
4.14 present a summary of participants’ responses regarding proportion of employees
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with technical skills. In Table 4.31, the Chi-square value of 10.24 with p-value of .017
was significant. This means that there was a relationship between Ghana and Nigeria with
respect to the proportion of employees with technical skills. In Ghana, 27.6% of
respondents indicated that 5% to 25% of their employees had technical skills compared to
37% of respondents in Nigeria. In Ghana, 25.9% of respondents indicated that 26% to
50% of their employees had technical skills compared to 42.6% of respondents in
Nigeria. In Ghana, 32.8% of respondents indicated that 51% to 75% of employees had
technical skills compared to 18.5% of respondents in Nigeria. In Ghana, 13.8% of
respondents indicated that 76% to 100% of their employees had technical skills compared
to 1.9% in Nigeria (refer to Figure 4.14).
Table 4.31
Proportion of employees with technical skills, by country
Employees with Technical Skills by Country

Country
1 Ghana
2 Nigeria
Count

1.

Count
% within Country

with technical skills

Count

36

27.6%

37.0%

32.1%

15

23

38

25.9%

42.6%

33.9%

19

10

29

32.8%

18.5%

25.9%

8

1

9

13.8%

1.9%

8.0%

58

54

112

100.0%

100.0%

100.0%

51 to 75%
% within Country

4.

20

26 to 50%

Proportion of employees
3.

16

5 to 25%
% within Country

2.

Total

76 to

Count

100%

% within Country
Count

Total
% within Country

Item 20: Chi-square = 10.24; p = .017
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Ghana (%)
Nigeria (%)

40
30
20
10
0
5 to 25%

26 to 50%

51 to 75%

76 to 100%

Figure 4.14. Proportion of employees with technical skills

Item 21: Relationship between basic qualifications for employment by
country. Table 4.32 and Figure 4.15 summarize participants’ responses regarding basic
qualifications for employment. In Table 4.32, the qualification used as a measure of
employability included masters, bachelors, general certificate of education (GCE), higher
national diploma (HND) and below high school (HS). The Chi-square value of 10.2 with
p-value of .037 was less than (< 0.05)—therefore, it was statistically significant. This
means that there was a relationship between basic qualifications for employment and the
respective countries.
In Ghana, 1.7% of employers indicated that a master’s degree was a basic
requirement for employment in their companies. In Nigeria, there was no response with
respect to master’s degree as the basic requirement for employment. For bachelor’s
degrees, 15.5% of respondents in Ghana indicated having bachelor’s degrees as a basic
qualification for employment. In Nigeria, 1.9% of respondents indicated the bachelor’s
degree. For general certificate of education (GCE-O & A levels) or higher national
diploma (HND), 36.2% of responses in Ghana indicated having the above qualifications
as the basic requirement for employment. In Nigeria 35.2% of respondents indicated
having the above qualification as the basic requirement for employment in their
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companies. For qualifications below high school, 44.8% of respondents in Ghana
indicated that this level of education was the basic requirement for employment in their
company while 53.7 % of respondents in Nigeria indicated the same.
Table 4.32
Relationship between basic qualification for employment by country
Qualification for Employment By Country
1.

2.

Basic qualification for

3.

employment
4.

Country

Master’s degree

Count

(technical)

% within Country

Bachelor’s degree

Count

(technical)

% within Country

GCE/HND (O and A

Count

levels Technical)

% within Country

Below HS (O level)

Count

Technical

% within Country
Count

5.

Total

Ghana

Nigeria

1

0

1

1.7%

0.0%

0.9%

9

1

10

15.5%

1.9%

8.9%

21

19

40

36.2%

35.2%

35.7%

26

29

55

44.8%

53.7%

49.1%

1

5

6

1.7%

9.3%

5.4%

58

54

112

100.0%

100.0%

Other
% within Country
Count

Total
% within Country

100.0
%

Item 21: Chi-square=10.2; p=.037

60

Ghana (%)

50

Nigeria (%)

40
30
20
10
0
Masters (tech)

Bachelors (tech)

GCE/HND (O & A Below HS (O level)
levels)

Other

Figure 4.15. Relationship between basic qualification for employment by country
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Part IV: Employers’ Experiences
Employers’ experiences provide information needed to answer research question
three. Employers’ experiences with graduates are based on graduates’ work-related
experience, such as internships and cooperative work experiences.
R.Q.3 What are the desired work experiences that employers’ of construction industry
consider necessary for employment of graduates with entry-level technical skills?
Item 22: Relationship of employers’ perception on graduates business and
industry knowledge by country. Table 4.33 summarizes responses using Chi-square to
determine graduates’ business and industry knowledge. When a statement requiring
employer’' views on graduates’ business and industry knowledge was made, the Chisquare value of 23.780 with a p-value less than (<0.001) revealed a significant
relationship.

Table 4.33
Employers’ perception on graduates business and industry experiences by country
Employers’ perception of graduates work
experiences
Strongly disagree
Graduates do not have

Country

Total

Ghana Nigeria

%

%

Ghana

Nigeria

6

1

7

10.3

1.85

Disagree

14

1

15

24.1

1.85

Agree

36

38

74

62.1

70.4

Strongly agree

2

14

16

3.5

25.9

58

54

112

100.00

100.00

business and industry
knowledge
Total

Item 22: Chi-square = 23.780; p < .001
Response Scale: 1= Strongly disagree; 2=Disagree; 3=Agree; 4= Strongly agree

This means that there was a relationship between employers in Ghana and Nigeria
with respect to graduates’ business and industry knowledge. In Ghana 62.1% of the
respondents agreed with the statement that graduates’ abilities do not match the
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requirements of business and industry compared to 70.4% of respondents in Nigeria.
About 24.1% of the Ghanaian respondents disagreed with the statement compared to
1.85% of respondents in Nigeria (Figure 4.16).
Ghana (%)
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Figure 4.16. Perceptions of graduates’ abilities in business and the industry knowledge
by country
Relationship of Employers’ Perception on Graduates’ Lack of Technical
Skills. In Table 4.34, some employers responded that “graduates do not have the
appropriate technical skills” although not all employers agreed with the statement. The
Chi-square value of 40.973 with a p-value less than (<0.001) revealed a significant
relationship. This means that there was a relationship between employers in Ghana and
Nigeria with respect to lack of graduates with appropriate technical skills.
Table 4.34
Employers’ perception on graduates’ technical skills and abilities by country
Employers’ perception on graduates work
experiences

Graduates do not have

Country
Ghana Nigeria

Total

%
Ghana

%
Nigeria

Strongly disagree

7

1

8

12.3

1.9

Disagree

23

0

23

40.3

0.0

Agree

24

34

58

42.1

63.0

Strongly agree

3

19

22

5.3

35.1

57

54

111

100.00

100.00

appropriate technical skills
and abilities
Total

Item 22: Chi-square = 40.973 p < .001
Response Scale: 1= Strongly disagree; 2=Disagree; 3=Agree; 4=Strongly agree
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Figure 4.17. Perceptions of graduates’ appropriate technical skills by country

Figure 4.17 provides graphical representations of employers’ perceptions. In
Ghana, 40.3% of respondents disagreed with the statement; however, 42.1% agreed that
graduates do not have the appropriate technical skills. In Nigeria none of the respondents
indicated their disagreement; however, 63.0 % agreed with the statement.
Relationship of employers workplace values, intelligence and the mindset. As
shown in Table 4.35, most employers responded that “graduates do not have the
workplace values intelligence and the mindset”. Not all employers agreed with the
statement, the Chi-square value of 22.215 with a p-value (<.001) was significant.
Table 4.35
Relationship of employers’ perceptions of graduates’ workplace values, intelligence and
mindset
Employers’ perception on graduates work
experiences

Graduates do not have

Country

Total

%

%

Ghana

Nigeria

Ghana

Nigeria

Strongly disagree

5

2

7

8.8

3.7

Disagree

21

3

24

36.8

5.7

Agree

24

30

54

42.1

56.6

Strongly agree

7

18

25

12.3

34.0

57

53

110

100.00

100.00

the workplace values,
intelligence and mindset
Total

Item 22: Chi-square = 22.215; p < .001: Response Scale: 1= Strongly disagree; 2=Disagree; 3=Agree; 4=
Strongly agree
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There was a relationship between employers in Ghana and Nigeria with respect to
graduates’ workplace values, intelligence and mindset. In Ghana, 42.1% of respondents
agreed with the statement that graduates do not have the workplace values, intelligence
and mindset, compared to 36.8% who disagreed. In Nigeria 56.6% of respondents agreed
with the statement that graduates do not have the workplace values, intelligence and
mindset compared to 5.7% of respondents who disagreed.
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Figure 4.18. Perceptions of graduates about workplace values, intelligence and mindset
by country

Item 23: Differences in importance ratings for graduates work experiences
between Ghana and Nigeria respondent. Table 4.36 displays results for ANOVA
analyses used to identify differences in participants’ responses regarding employers’
opinions of graduates’ work experiences.
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Table 4.36
Differences in importance ratings for graduates work experiences between Ghana and
Nigeria respondent
Employers opinion on graduates’ work

Sum of

experiences

Squares

Graduates’ internship
experiences

Grads’ cooperative
work experiences

df

Mean Square

F

Sig.

.058

1

.058

.100

.753

Within Groups

63.672

109

.584

Total

63.730

110

.243

1

.243

.425

.516

Within Groups

62.316

109

.572

Total

62.559

110

.779

1

.779

1.969

.163

Within Groups

43.131

109

.396

Total

43.910

110

Between Groups

Between Groups

Between Groups
Grads’ prior related
work experiences

Item 23: Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important;
5=Extremely important

With regard to graduates’ internship experiences, the F-test statistics value of .100
with a p-value of 0.753 was not significant because it was greater than (> 0.05), so there
was no statistically significant difference between Ghanaian and Nigerian respondents
with respect to graduates’ internship experiences. Looking at graduate cooperative work
experiences, the F-test statistics value of .425 with a p-value of .516 was not significant
because it was greater than ( > .05), so there was no statistically significant difference
between Ghana and Nigeria with respect to graduates’ cooperative work experiences.
Finally, for graduates’ prior related work experiences, the F-test statistics value of 1.969
with a p-value of 0.163 was not significant because it was greater than (>.05)—therefore,
it was not statistically significant. This means there was no difference between Ghanaian
and Nigerian respondents with respect to graduates’ prior related work experiences.
Item 24: Employers’ perceptions of graduates’ competencies. Item, ANOVA,
mean and standard deviation reports as shown in Tables 4.38 and 4.39 were used to
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determine differences in participants’ responses on graduates’ competencies. For
competencies of current carpentry graduates compared to previous graduates, the F-test
statistics value of 5.285 with a p-value of 0.023 was significant since the value was less
than (<.05), so there was a difference between graduates in Ghana and Nigeria with
respect to competencies in carpentry. For competencies of recent welding and fabrication
graduates compared to previous graduates, the F-test statistics value of 5.966 with a pvalue of .016 was significant since the value was less than (<.05), so there was a
difference between graduates in Ghana and Nigeria with respect to competencies in
welding and fabrication.
Looking at the competencies of recent drafting graduates; electrical graduates;
masonry graduates, plumbing graduates, HVAC system graduates, and other related
competencies, the p-values were greater than (> .05), so there were no statistically
significant differences between Ghana and Nigeria with respect to the graduate
competencies (Table 4.38).
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Table 4.37
Differences in employer’ perceptions of graduates’ competencies by country
Employers’ perception on grad competencies

S. of Squares

df

M. Square

2.390

1

2.390

carpentry grads. compared Within Groups

49.286

109

.452

to previous graduates.

Total

51.676

110

Competencies of current

Between Groups

.095

1

.095

drafting grads. compared

Within Groups

33.368

108

.309

to previous graduates.

Total

33.464

109

Competencies of current

Between Groups

.157

1

.157

electrical grads. Compared Within Groups

38.834

108

.360

to previous graduates.

Total

38.991

109

Competencies of current

Between Groups

1.204

1

1.204

masonry grads compared

Within Groups

39.215

110

.357

to previous graduates

Total

40.420

111

Competencies of current

Between Groups

.015

1

.015

plumbing grads compared

Within Groups

36.414

110

.331

to previous graduates

Total

36.429

111

Competencies of current

Between Groups

1.690

1

1.690

HVAC graduates

Within Groups

52.158

103

.506

Total

53.848

104

Competencies of current

Between Groups

3.040

1

3.040

Welding grads. compared

Within Groups

54.520

107

.510

to previous graduates

Total

57.560

108

Competencies of other

Between Groups

1.306

1

1.306

current grads. with related

Within Groups

11.911

21

.567

Total

13.217

22

Competencies of current

compared
to previous graduates

Between Groups

F

5.285 .023

.308

.580

.436

.511

3.379 .069

.045

.833

3.337 .071

5.966 .016

2.303 .144

technical skills compared
to previous graduates

Sig.

Item 24 : Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important;
5=Extremely important
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Table 4.38
Summary descriptive statistics for importance of technical areas by country
Country
Ghana
Technical Areas

Mean

N

Nigeria
Std.

Mean

N

Deviation

Total
Std.

Mean

N

Deviation

Std.
Deviation

Carpentry Importance

3.50

58

1.188

3.59

54

.630

3.54

112

.958

Masonry Importance

3.59

58

1.140

3.72

54

.712

3.65

112

.956

Electrical Importance

3.66

58

1.052

3.44

54

.839

3.55

112

.957

Plumbing Importance

3.52

58

.863

3.48

52

.700

3.50

110

.787

Drafting Importance

3.36

56

.999

3.30

54

.571

3.33

110

.814

HVAC Importance

2.91

53

.883

3.02

54

.835

2.96

107

.857

Welding Importance

3.72

58

4.034

3.34

53

.807

3.54

111

2.963

Other Importance

3.48

23

.790

3.20

5

1.304

3.43

28

.879

Item 24 : Response Scale: 1=Not important; 2=Least important; 3=Important; 4=Very important;
5=Extremely important

Chapter Summary
The purpose of this comparative analysis was to examine employers’ perceptions
of the importance of technical skills and abilities considered necessary for graduate
employment in Ghana and Nigeria. This chapter was based on data collected from Ghana
and Nigeria to provide analytical information on how employers perceive graduates’
skills and abilities in the workplace. A survey was administered to collect data for this
study.
The rationale provided the intended purpose of the analysis; parts of the analysis
provided the scope of the research and how it was tailored to address the research
questions. The demographic information was not tailored to specific questions; however,
it provided general information for the study. Descriptive statistics were used to
determine participants’ demographically-related responses. Information on employers’
needs was used to answer research question one while information on employers’
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expectations was used for research question two and experiences, research question three.
Descriptive and inferential statistics were utilized to determine participants’ responses.
The findings indicated varied responses from demographic information and on
employers’ needs, expectations, and experiences with respect to Ghana and Nigeria. Most
responses revealed no significant differences, yet several differences existed in some
responses. With regard to responses under demography, most employers indicated that
more companies had been established before 2000; however, from 2001 through 2010
fewer companies were established in the respective countries.
For research question one, which addressed employers’ needs, when employers
were asked about their perceptions of the reasons for technical skills shortages, 77.6% of
employers in Ghana indicated that the technical skills shortage was due to a lack of
appropriate technical skill training. In Nigeria, 98% of participants indicated that a lack
of appropriate technical skills training had contributed to skills shortages. For research
question two, which answered employers’ expectations, when participants were asked
whether their companies kept performance records on graduates, 88.9% of employers in
Ghana indicated that their companies kept such records. In Nigeria, 90.5% of employers
kept records on their graduates’ performance. For research question three, which looked
at graduate work experiences such as internships, cooperative or work-related
experiences, none of those experiences were significant, meaning there were no
differences in terms of graduates’ work experiences with respect to Ghana and Nigeria.
Looking at employers’ experiences with graduates, employers were asked to respond to
this statement: “graduates do not have the business and industry knowledge.” Based on
participants’ responses, 62.1% of Ghanaian respondents agreed that graduates do not
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have business and industry knowledge. In Nigeria, 70.4% of employers responded that
graduates do not have business and industry knowledge.
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Chapter 5
Summary, Conclusions and Recommendations

This chapter presents a summary of research findings, conclusions, and
recommendations. Its highlights include the purpose of the study, research questions,
research procedures, research findings, discussion, conclusions, and recommendations.
This information was based on responses gathered through a survey designed to collect
information needed to address the research questions.
Purpose of Study
The purpose of this comparative study was to determine the desired technical
skills and abilities that employers in construction industries in Ghana and Nigeria
considered necessary to employ graduates with entry-level technical skills. Employers
wondered whether their employment expectations can be met by graduates. College and
technical school graduates are the single most valued source of labor for the construction
industry in Ghana and Nigeria. Responses obtained from participants provided
information on the skills and abilities considered necessary for graduate employment.
The main focus was on identifying industry needs and what recent graduates entering the
workforce can offer to sustain industries’ workload and perform efficiently.
Research Questions
Three research questions were created to explore construction industry
employers’ perceptions of recent graduates. A four-part research instrument designed to
answer the research questions was organized with a focus on demographic information;
employers’ needs; employers’ expectations; and employers’ experiences with graduates’
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related work. The survey was comprised of 24 questionnaire items. The three research
questions were as follows:
1. What technical skills and abilities should graduates with entry-level technical
skills have to gain for employment in the construction industry?
2. What are these employers’ expectations of graduates with entry-level technical
skills?
3. What are the desired work experiences that employers of construction industry
consider necessary for employment of graduates with entry-level technical skills?

Demographic Information
The collected demographic information was required in order to provide general
information on participants. This information included: employers’ company and
geographic locations; year the company was established; positions held in the company;
years worked in current position; and highest educational level. Participants’ responses
were examined based on the information provided.
Employers’ Needs
Information on employers’ needs provided responses to research question one.
Participants’ responses were examined based on occupational demands applicable to
employers. Among the areas examined were employers’ perceptions and opinions about
graduates with entry-level technical skills. Employers were asked to rate or rank
importance of occupational trades; relevant skills applicable to employers’ companies;
and attributes of employee performance in addressing employees short on performance.
Participants also were asked to provide their opinions about policy on technical skill
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training, as well as opinions on prevailing economic conditions and circumstances.
Participants’ responses were examined using statistical procedures to determine
employers’ views. For most questions, scale responses were used (1= not important; 2=
least important; 3= important; 4=very important; 5=extremely important). A few
questions required multiple responses and a few required (yes) or (no) responses.
Employers’ Expectations
Employers’ expectations were the focus of research question two; employers’
opinions were sought on how well graduates with entry-level technical skills perform.
Attributes such as company records; employment trend; performance evaluation; and
criteria for evaluating graduates were used to determine participants’ responses. Other
attributes examined included basic qualifications required by employers for employment.
For most questions, scale responses were used (1= not important; 2= least important; 3=
important; 4=very important; 5=extremely important). A few questions required multiple
responses and a few required (yes) or (no) responses.
Employers’ Experiences
Employers’ experiences provided answers to research question three. Experiences
with graduates were based on graduates’ work-related experiences such as internships
and cooperative-related work. Internships are considered essential to demonstrating work
experience to potential employers and can significantly increase graduates’ chances of
getting hired.
Multiple responses were used to answer the research question (1= strongly
disagree; 2= disagree; 3= agree; 4=strongly agree).
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Research Procedure
The target population for this study included employers from the construction
industry, graduates with entry-level technical skills, and professionals from construction
industry programs. Since the study was comparative, Ghana and Nigeria were the
appropriate sites selected for the study. Although the target population for the study was
drawn from a sample of employers in the construction industry, some selected officials
from construction industry programs participated in the study.
A quantitative research methodology was used to collect data needed for this
study. This approach was most preferred because it avoided biases by using traditional
statistical methods of reasoning and measuring results. It offers greater accuracy
compared to other methods and allows researchers to summarize large information
sources. It is convenient and economical. Developing an accurate research instrument
requires that the instrument be relevant to the research questions. A scope of study was
established to develop the survey instrument. The instrument was broken into four parts:
demographic information, employers’ needs, employers’ expectations and employers’
experiences with graduates’ internship and cooperative work experiences. The research
questions were answered based on the 24 questionnaire items in the research instrument.
For this study to be credible and serve its purpose, content validity was essential.
By working closely in consultation with an expert panel, this study was able to address
areas requiring improvement. After engaging in a series of consultations with subject
matter experts (SMEs), the study was approved by The Pennsylvania State University
Institutional Review Board (IRB). The study was pilot-tested with 25 professionals from
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the construction industry. After the pilot test, errors identified in the survey instrument
were corrected and suggestions were reviewed and implemented as appropriate.
After a final consultation with the SMEs, a code book was established;
negotiation of entry preceded the IRB approval. Gaining entry to research sites was a
challenge. While occasional barriers could not stop the study, they posed some
limitations and challenges. The initial letters sent to the embassies of Ghana and Nigeria
to request secondary data on employers in the construction industries in both countries
did not receive any response. An alternative approach was implemented to reach target
participants in Ghana and Nigeria. Prior to the study, key participants interested in the
study were identified. Prospective participants with broad knowledge of the study subject
served as contact officials for various sites. Upon identification of key participants,
introductory letters to participants informing them of the study were sent electronically to
contact officials in Ghana and Nigeria. The letters were printed and redistributed to
participants to request their participation.
Participants were given one week to indicate their willingness to participate. After
that week had passed, the researcher identified potential participants who indicated their
willingness to participate and administered the survey. Prior to the study, the researcher
explained the purpose of the study to participants. In Ghana and Nigeria, the surveys
were handed to participants who indicated their willingness to participate; they were
given time to complete it. The completed surveys were collected after the second week of
survey administration for analysis. Of the 114 surveys, 112 were completed--58 from
Ghana and 54 from Nigeria.
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Summary of Research Findings
This comparative study was designed to identify the technical skills and abilities
sought by employers in the construction industry in Ghana and Nigeria. The research
instrument was developed to gather information needed to answer the three research
questions. Research findings were reported according to question topics: demographic
information, employers’ needs, employers’ expectations, and employers’ experiences
with graduates’ internship and cooperative work experiences. Responses were determined
using descriptive and inferential statistics to interpret results.
Demographic information: Population and geographic location. With regard
to Item 1, 112 participants engaged in this study. Fifty-eight participants were identified
as employers from Ghana and 54 employers from Nigeria. Regarding companies’
geographic locations, 8.6% of the respondents in Ghana indicated having their companies
in rural areas compared to 91.4% in urban areas. In Nigeria, 11.1% had their companies
in rural Nigeria compared to 88.9% in urban areas. Based on participants’ responses,
more companies were in urban areas than in rural areas.
Year company established. For item 2, trends overtime regarding the
establishment of businesses by country, findings indicated that more construction
companies had been established prior to 2000 in Ghana and Nigeria, and fewer
companies in later years.
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Figure 5.1. Year of company’s establishment, by country.

Responses from participants in Ghana revealed that 69% had established
companies before 2000 compared to 68.5% of respondents in Nigeria. Companies
established from2001 through 2010 had lower responses, indicating that fewer companies
were established within that time (refer to Figure 5.1).
Company source of information. With respect to Item 3, positions held by
company officials, the list included general managers, supervisors, human resource
personnel managers, and project managers. Based on the information provided, the data
revealed differences in responses relating to the official providing the company
information.
In Ghana, 41.1% of respondents’ information was provided by general managers
compared to 27.8% in Nigeria. For information provided by project managers, it was
8.6% in Ghana and 33% in Nigeria. With regard to information provided by company
supervisors, Ghanaian respondents indicated 10.3% compared to 29.6% in Nigeria. For
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information provided by HR personnel, Ghana responses totaled 22.4 % compared to
7.4% in Nigeria.
Years worked in current position. For Item 4, participants’ responses revealed
differences in years worked in current positions. Although participants’ responses varied,
they indicated that more participants had worked in their current position for over seven
years. In Ghana 55.2% of participants indicated working in their current position for over
seven years compared to 48.1% of respondents in Nigeria. About 29.6% indicated
working in their current positions for less than seven years and 17.2% had worked in their
current position for 1 to 5 years in Ghana and Nigeria (refer to Figure 5.2).
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Figure 5.2. Years worked in current position, by country

Education level by country. For item 5, more participants had bachelor’s
degrees and higher national diplomas than any other qualification, followed by GCE
qualifications. For bachelor’s degree and higher national diploma qualifications, 36.2%
of respondents in Ghana indicated having bachelor’s degrees and HND qualifications
compared to 55.6 % of respondents in Nigeria. For general certificate of education
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(GCE), O and A levels, 24.1% of the Ghana respondents reported having GCE
qualification compared to 35.2 % of respondents in Nigeria. For a master’s degree
qualification, 32.8% of respondents from Ghana indicated having master’s degrees
compared to 3.7% in Nigeria.
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Figure 5.3. Education level by country

Employers’ Needs
For research question one, attributes perceived to be important to employers in the
construction industry were used to assess employers’ needs. Such attributes were not
limited to specific occupational trades and technical skills required to enhance
performance in the workplace.

RQ 1. What technical skills and abilities should graduates with entry-level technical skills
have to gain for employment in the construction industry?
Occupational trades applicable to employers’ needs. For item 6, employers’
responses led to varied results and similarities on skills applicable to employers’ needs. In
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Figure 5.4, skills examined were not limited to carpentry, masonry, electrical, plumbing,
drafting, HVAC systems, and welding.

RQ1: EMPLOYER NEEDS
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Figure 5.4. Occupational trades applicable to employers’ needs in Ghana and Nigeria

Employers were asked to identify occupational trades applicable to their needs—
Figure 5.4 graphically reveals differences in all seven trades presented. While there were
few differences in carpentry, there were varied differences in the remaining trades.
Regarding carpentry, Ghana indicated a response of 74% compared to 75% in Nigeria.
Responses from participants revealed that about 38% of the employers in Ghana indicated a
need for HVAC systems compared to 60% of respondents in Nigeria. Looking at other
related trade areas, about 37% of the employers in Ghana indicated a need compared to 8%
of the employers in Nigeria.
Employers’ perception on technical skills shortage by country. For item 7, the
majority of respondents in Ghana and Nigeria indicated that the lack of appropriate
technical skills training had contributed to technical skills shortages. The statistical
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analysis presented a Chi-square value of 7.053 with a p-value of .008, which was
significant. This means that there was a relationship between employers in Ghana and
Nigeria with respect to the causes of technical skills shortages. When employers were
asked about the reasons for those shortages, 77.6% of the respondents in Ghana reported
that the shortages had contributed to appropriate technical skills training compared to
98.1% in Nigeria (Figure 5.5).
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Figure 5.5. Employers’ Perception of Technical Skills Shortages, by Country
Opinions about technical skills shortages with respect to employers’ job
requirements. For item 8, most respondents in Ghana and Nigeria believed that
employers’ job requirements were not the reason for technical skills shortages. Based on
the statistical analysis, the Chi-square value of 3.206 with a p-value of .201 was not
significant. This means there was no relationship between employers’ job requirements
being too high with respect to Ghana and Nigeria.
When employers were asked to express their views about the causes of technical
skills shortage, about 81.03% of the respondents in Ghana indicated that employers’
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requirement for jobs being too high do not contribute to technical skills shortage compare
to 90.74% of the respondents in Nigeria.
Table 5.1
Relationship of employment requirements for jobs by country
Opinions about causes of technical
skills shortages

Country
Ghana

Nigeria

Total

%
Ghana

%
Nigeria

Employers’ requirement

Not checked

47

49

96

81.03

90.74

for jobs appear too high

Checked

11

5

16

18.9

9.26

58

54

112

100.00

100.00

Total

Item 8: Chi-square 3.206; p =.201
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Not cause skill
shortage

Cause skills
shortage

Figure 5.6. Responses about employers’ job requirements

Opinions about technical skills shortages with respect to demands of the
global market. Looking at opinions about the demands of the global market in Item 8,
most respondents in Ghana and Nigeria felt that those demands were not contributing to
skills shortages although some people disagreed with the statement. Based on the
statistical analysis, the Chi-square value of 2.188 with a p-value of .534 was not
significant. There was no statistically significant relationship between demands of the
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global market and the respective countries. When participants were asked to express their
opinions on demands of the global market, 69% of Ghanaian participants felt that those
demands were not causing technical skills shortages compared to 70.4% of respondents
in Nigeria. About 31% of respondents in Ghana indicated that global market demands
had contributed to technical skills shortages compared to 29.6% in Nigeria.
Opinions about technical skills shortages with respect to demands for
technical skills. With regard to opinions about demands for technical skills (Item 8),
most respondents in Ghana and Nigeria felt that there was a need for technical skills.
Based on the statistical analysis, the Chi-square value of 2.758 with a p-value of .252 was
not significant. There was no statistically significant relationship between demands for
technical skills and the respective countries of Ghana and Nigeria. When participants
were asked to express their opinions on demands for technical skills, 62.1% of Ghanaian
participants indicated demands for technical skills compared to 74.1% of respondents in
Nigeria. About 37.9% of the Ghanaian participants indicated no skills shortages
compared to 25.9% of respondents in Nigeria.
Opinions about technical skills shortages with respect to production
methods. Based on the statistical analysis, for item 8 (chapter 4), the Chi-square value of
6.529 with a p-value of .038 was significant. There was a statistically significant
relationship between production methods and the respective countries of Ghana and
Nigeria. Looking at opinions about production methods 50% of respondents in Ghana felt
production methods were contributing to skills shortage compared to 70.37% of the
Nigeria respondents. Fifty percent of the respondents in Ghana indicated that production
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methods were not contributing to skills shortage compared to 29.63% of Nigeria
respondents.
Table 5.2
Relationship of production methods by country
Opinions about the causes of
technical skill shortages

Production methods

Country

Total

%
Ghana

%
Nigeria

Ghana

Nigeria

Not Checked

29

38

67

50.00

70.37

Checked

29

16

45

50.00

29.63

58

54

112

100.00

100.00

Total

Item 8 Chi-square 6.529; p =.038

80
Ghana (%)

60
40

Nigeria (%)

20
0
Not checked

Checked

Figure 5.7. Production methods by country

Opinions about the causes of technical skills shortages with respect to other
methods. For item 8, the Chi-square value of 3.899 with a p-value of .142 was not
significant. Based on the analysis, there was no relationship between other methods and
the respective countries of Ghana and Nigeria. When participants were asked to indicate
their opinions about whether other methods had contributed to skills shortages, 94.83% of
respondents in Ghana indicated that other methods were not contributing to skills
shortages compared to 98.15 % in Nigeria.
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Rankings of occupational trades. For item 9, responses were determined using
mean and standard deviation regarding rankings of occupational trades. Those trades
included carpentry, masonry, electrical, plumbing, drafting, HVAC systems, welding and
other related trades. The analysis indicated that welding and electrical trades ranked high
among employers in Ghana, with a relative mean of 3.72 and 3.66. In Nigeria, masonry
and carpentry ranked high among employers, with a relative mean of 3.72 and 3.59. For
the total mean, masonry and electrical trades ranked relatively high among employers
with a relative mean of 3.65 and 3.55 for Ghana and Nigeria, respectively.
Differences in ratings of importance of occupational trades. For item 9,
ANOVA was used to determine the differences in ratings of occupational trades
importance. The F-test statistic computed for all trades did not offer significant results.
For carpentry, the F-test statistic was computed as the ratio of mean square between
groups to mean square within groups. The p-value of .611 was greater than (>.05). There
was no statistically significant difference between Ghana and Nigeria with respect to
carpentry. For the rest of the variables listed in the table, the p-values were greater than
(>.05), so there were no statistically significant differences between Ghana and Nigeria
with respect to occupational trades importance (masonry, electrical, plumbing, drafting,
HVAC system, welding and fabrication) when examining differences in ratings of
importance by country.
Relevant skills. Item 10 responses on relevant skills focused on technical skills,
academic skills, work attitude, and other applicable skills relevant to employers.
Responses were determined using mean and standard deviation. With regard to the
analysis for the four skill domains, technical skills registered the highest mean of 4.21
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among Ghanaians compared to a mean of 4.02 among Nigerian employers. Technical
skills had the highest combined mean of 4.12 for Ghana and Nigeria. Using ANOVA to
examine the four skill domains on relevance skills, the F-test statistics computed on the
three domains had p-values greater than (>.05) and only the work attitude with a p-value
of .013 was significant. There were no statistically significant differences between
employers in Ghana and Nigeria with respect to technical skills, academic skills, and
other related relevant skills. However, there was a relationship between employers in
Ghana and Nigeria with respect to work attitude.
Attributes of employee performance. For item 11, mean and standard deviation
were used to examine participants’ responses. Areas rated included: ability to work under
stressful conditions; ability to work independently; ability to maintain positive work
attitude; ability to respond to positive criticisms; ability to collaborate working in teams;
additional skills and responsibilities; and ability to supervise others. Looking at the
analysis for the seven skill domains, ability to collaborate working in teams had the
highest mean with 3.91 for Ghana compared to 3.72 for Nigeria. Other attributes included
ability to maintain positive work attitude with a mean of 3.86 among Ghana employers.
In Nigeria, the ability to work independently had the highest mean of 3.69 among
participants. With regard to total mean, the ability to collaborate working in teams had
the highest mean of 3.82 with respect to Ghana and Nigeria. Looking at the seven skill
domains, ANOVA reported that the F-test statistics computed only two variables that
were significant. The variables included the ability to work under stressful conditions
with a p-value (<.001), and the ability to maintain positive work attitude with a p-value of
.029. The remaining skill domains were not significant. The p-values were greater than
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(>.05), meaning there were no statistically significant differences between Ghana and
Nigeria with respect to the identified domains.
Addressing employees short on performance. For item 12, addressing
employees short on performance, responses indicated a need for performance training,
assigning employees to peer mentors, expelling and replacing with new employees, and
other attributes. Responses were examined using mean and standard deviation and
ANOVA. When participants’ responses were analyzed, seeking performance training
received the highest rating with a mean of 3.45 among employers in Ghana compared to a
mean of 3.31 in Nigeria. With regard to the total mean, other attributes registered the
highest mean of 3.71 between employers in Ghana and Nigeria. When ANOVA was
conducted, with regard to the four domains, the F-test statistic found none of the domains
to be significant because they were greater than (>.05). There were no statistically
significant differences between employers in Ghana and Nigeria with respect to
addressing employees short on performance.
Employers’ perceptions of preparation in technical skills. For Item 13,
preparation in technical skills was based on the four domains: responsiveness to employer
needs; individual needs; employer and individual needs; , employer and national needs.
Participants indicated that technical skills preparation with a focus on individual,
employer and national needs was most important—it had the highest mean of 3.60 in
Ghana compared to a mean of 4.02 in Nigeria. For the combined mean, technical skills
preparation with a focus on individual, employer and national needs recorded the highest
mean of 3.79 among employers in Ghana and Nigeria.
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When ANOVA was conducted on the four skill domains, technical skill
preparation with a focus on employer and individual needs, and technical skill
preparation with a focus on individual, employer and national needs were significant.
There were a relationship between Ghana and Nigeria with respect to technical skill
preparation responsive to employer and individual needs; and technical skill preparation
responsive to individual, employer and national needs. The remaining domains that were
not significant had no relationship with respect to employers in Ghana and Nigeria.
Policy on technical skill training. For Item 14, participants offered responses
regarding policies on technical skill training. Attributes considered important to policy
considerations included: industry involvement in curricular planning; curricula and their
responsiveness to national needs; strong relationship between education and industry; and
other attributes that seek to influence policies on technical skill training. Ghanaian
respondents reported the highest mean of 4.28 for strong relationship between education
and industry. Nigeria had the highest mean of 4.22 for curricular responsiveness to
national needs. For a combined mean, strong relationship between education and industry
recorded the highest mean of 4.24 between employers in Ghana and Nigeria. With regard
to the ANOVA result for policy on skills training, the F-test statistic determined industry
involvement in curricular planning to be statistically significant with a p-value of .008.
Employers in Ghana and Nigeria both indicated a need for industry involvement in
curricular planning. Looking at the remaining domains, since their p-values were greater
than (>.05), there were no statistically significant differences between Ghana and Nigeria
with respect to curricular responsiveness to national needs; relationship between
education and industry; and other policy considerations on technical skills training.
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Opinion on prevailing economic circumstances. For item 15, employers’
opinions were based on the four economic domains: graduates’ preparation for prevailing
market conditions; graduates’ preparation for responding to national needs; graduates’
potential to compete globally; and other preparation responsive to economic
circumstances. Based on responses, graduates with the potential to compete globally had
the highest mean of 3.98 among Ghanaian employers compared to a mean of 4.11 in
Nigeria. Looking at the combined mean, graduates with the potential to compete globally
and graduates’ preparation responsive to national needs were rated high with a relative
mean of 4.04 and 4.03 for Ghana and Nigeria, respectively
With regard to the ANOVA result, the F-test statistic indicated that none of the
variables were significant. For graduate preparation and skills responsive to prevailing
market conditions, the F-test statistic computed a p-value of .318, which was not
significant. For preparation responsive to national needs, the F-test statistic computed a pvalue of .389, which was not significant. For graduates’ potential to compete globally, the
F-test statistic with a p-value of .417 was not significant. With respect to other, the F-test
statistic with a p-value of .437 was not significant. Since all values in the four domain
areas were greater than (> .05), there were no statistically significant differences between
employers in Ghana and Nigeria with respect to opinions on prevailing economic
circumstances.
Employers’ Expectations
Employers’ expectations were the focus of research question two, which was
interested in how well graduates with entry-level technical skills perform. Attributes such
as company records; hiring trends; performance evaluation; and criteria for evaluating
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graduates were examined to evaluate participants’ responses. Attributes such as
proportion of employees with technical skills and basic requirement for employment
were examined as well.

R.Q 2. What are these employers’ expectations of graduates with entry-level technical
skills?
Record-keeping on graduates, by country. For Item 16, Chi-square was used to
evaluate participants’ responses. Based on the analysis, the Chi-square value of .064 with
a p value of .801 was not significant. There was no statistically significant difference
between Ghana and Nigeria with respect to graduates’ record-keeping. About 88.9% of
respondents in Ghana kept records on graduates compared to 90.5% in Nigeria (Figure
5.8).
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Figure 5.8. Company record-keeping about and hiring trends relating to graduates’
technical skills
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Company’s hiring trend by country. For item 17, the Chi-square test statistic of
9.27 with a p-value of 0.026 was significant—there was a relationship between hiring
trends for graduates and the respective countries, Ghana and Nigeria. Responses
indicated that 41.45% of respondents in Ghana thought the hiring trend was increasing
compared to 62.3% in Nigeria. In Ghana 25.9% of respondents thought the hiring trend
was decreasing compared to 9.4% in Nigeria. About 27.6% thought the hiring trend had
remained the same compared to 28.3% in Nigeria (Figure 5.8).
Performance evaluation of graduates. For item 18, evaluation of graduates’
performance revealed a Chi-square value of 21.96 with a p-value of .001, which was
significant. This means that there was a relationship between Ghana and Nigeria with
respect to the performance evaluation of graduates, In Ghana, 34.5% of respondents
indicated having a performance evaluation once per year compared 75% in Nigeria.
Twice/yearly evaluations were experienced by 38.2% of Ghana respondents compared to
18.5% in Nigeria. Among those being evaluated three times/year, 10.9% of respondents
in Ghana indicated having this experience compared to 5.6% in Nigeria. In Ghana 16.4%
of participants indicated other criteria for evaluation; there was no result for Nigeria
(Figure 5.9).

149
80

Ghana (%)

70

Nigeria (%)

60
50
40
30
20
10
0
Once per year

Twice per year

Three times per
year

Other

Figure 5.9. Performance evaluation of graduates with entry-level skills
Differences in importance of criteria for evaluating graduates. For item 19,
ANOVA was used to examine differences in participants’ responses regarding the
importance of criteria used to evaluate graduates. Evaluations were based on type of work
performed; productivity and quality of work; and amount of time spent accomplishing a
task. For the three domains examined, type of work performed, productivity and quality
of work were not statistically significant because the p-values of .758 and .238 were
greater than (>.05), so there were no statistically significant differences between Ghana
and Nigeria with respect to type of work performed, productivity and quality of work.
Looking at the amount of time spent to accomplish a task, the p-value of .042 (<.05) was
significant. In other words, there was a significant difference between Ghana and Nigeria
with respect to amount of time spent on accomplishing a task as a criterion in evaluating
graduates.
Proportion of employees with technical skills. For item 20, responses were
determined based on a Chi-square analysis regarding employees with technical skills.
Proportions of employee skills were grouped according to ranges: 5% to 25%; 26% to
50%; 51% to 75% and 76% to 100%. The Chi-square value of 10.24 with a p-value of
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.017 was significant. There was a relationship between Ghana and Nigeria with respect to
the proportion of employees with technical skills. In Ghana, 27.6% of respondents
indicated that 5% to 25% of their employees had technical skills compared to 37% of
respondents in Nigeria. About 25.9% of respondents in Ghana indicated that 26% to 50%
of their employees had technical skills compared to 42.6% of respondents in Nigeria. In
Ghana, 32.8% of the respondents revealed that 51% to 75% of their employees had
technical skills compared to 18.5% of respondents in Nigeria. In Ghana, 13.8% of
respondents indicated thatg 76% to 100% of their employees had technical skills
compared to 1.9% in Nigeria (refer to Figure 5.10).
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Figure 5.10. Proportion of employees with technical skills
Basic qualifications for employment, by country. For item 21, Chi-square was
used to examine responses on basic qualification for employment in the employers’
industry. Qualification used as a measure for employment included masters, bachelors,
general certificate of education (GCE), higher national diploma (HND) and below high
school (HS). The Chi-square value of 10.2 with p-value of .037 was significant. There
was a relationship between Ghana and Nigeria with respect to basic qualification for
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employment.
In Ghana, 1.7% of employers indicated that having a master’s degree was a basic
requirement for employment in their companies. There was no response in Nigeria with
respect to a master’s degree. For a bachelor’s degree, 15.5% of respondents in Ghana
indicated that it was a basic qualification for employment compared to 1.9% of
respondents in Nigeria. For general certificate of education (GCE-O & A levels) or
higher national diploma (HND), 36.2% of Ghanaian industry representatives’ responses
indicated that it was a basic requirement for employment compared to 35.2% in Nigeria.
For qualifications below high school, 44.8% of respondents in Ghana indicated that it
was a basic requirement for employment in their companies compared to 53.7% in
Nigeria (Figure 5.11).
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Figure 5.11. Basic qualification for employment by country
Employers’ Experiences
Employers’ experiences focused on graduates’ work experiences and were the
focus of research question three. In this study, internships were regarded as an important

152
part of graduates’ training experiences; engaging in an internship or other related training
experience demonstrated to potential employers that a potential employee had merit.
Employers were asked about graduates’ internships and cooperative work experiences
and how those might impact graduate performance.

R.Q.3. What are the desired work experiences that employers of construction industry
consider necessary for employment of graduates with entry-level technical skills?

For Item 22, participants’ responses were based on three skill domains that
extracted employers’ perceptions of graduates. These domains included graduates’
experiences with business and industry knowledge; appropriate technical skills; and
workplace values, intelligence and the mindset.
Employers’ perceptions of graduates’ business and industry knowledge, by
country. For responses regarding graduates’ experiences with and knowledge of business
and industry, the Chi-square value of 23.780 with a p-value less than (<.001) was
significant. There was a relationship between employers in Ghana and Nigeria with
respect to graduates’ experiences with and knowledge of business and industry. About
62.1% of respondents in Ghana agreed that graduates’ abilities did not match with
business and industry requirements compared to 70.4% in Nigeria. On the other side of
this statement, however, about 24.1% of respondents in Ghana disagreed compared to
1.85% in Nigeria (Figure 5.12).
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Figure 5.12. Perceptions of graduates’ abilities in business and industry knowledge, by
country
Employers’ perceptions of graduates’ technical skills by country. The Chisquare value of 40.973 with a p-value less than (<0.001) was significant. There was a
relationship between employers in Ghana and Nigeria with respect to appropriate
technical skills for graduates.
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Figure 5.13. Perceptions of graduates with appropriate technical skills and abilities, by
country
When employers were asked whether graduates had appropriate technical skills,
42.1% of respondents in Ghana agreed that graduates do not have appropriate technical
skills compared to 63.0% in Nigeria. A total of 40.3% of respondents in Ghana disagreed
but no response was indicated by Nigeria participants.

154
Employers’ workplace values, intelligence and mindset. Looking at responses
relating to the question about workplace values, intelligence and mindset, the Chi-square
value of 22.215 with a p-value (<.001) was significant. There was a relationship between
employers in Ghana and Nigeria with respect to workplace values, intelligence and
mindset. When employers were asked whether graduates have workplace values,
intelligence and mindset, 42.1% of respondents in Ghana agreed that graduates do not
have workplace values, intelligence and mindset, compared to 56.6% in Nigeria. On the
same statement, 36.8% of respondents in Ghana disagreed compared to 5.7% in Nigeria
(Figure 5.14).
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Figure 5.14. Perceptions of graduates’ workplace values, intelligence and mindset, by
country
Differences in importance ratings for graduates’ work experiences between
Ghana and Nigeria respondents. For item 23, ANOVA identified differences in
participants’ responses regarding employers’ opinions about graduates’ work
experiences. For the three domains presented; graduate internship experience, graduate
cooperative experience, and graduate prior related work experience, none of the work
experiences were statistically significant. For graduates’ internship experiences, the F-test
statistic value of .100 with a p-value of .753 was not significant. For graduate cooperative
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work experiences, the F-test statistic value of .425 with a p-value of .516 was not
significant. For graduates’ prior related work experiences, the F-test statistics value of
1.969 with a p-value of 0.163 was not significant. There were no statistically significant
differences between Ghana and Nigeria with respect to graduates’ internship experiences,
graduates’ cooperative work experiences, and graduates’ prior related work experiences.
Employers’ perceptions of graduates’ competencies. For item 24, ANOVA,
mean and standard deviation reports were used to examine differences in responses on
graduates’ competencies. For competencies of current carpentry graduates compared to
previous graduates, the F-test statistics value of 5.285 with a p-value of 0.023 was
significant since the value was less than (<.05), so there was a difference between
graduates in Ghana and Nigeria with respect to competencies in carpentry. For
competencies of recent welding and fabrication graduates compared to previous
graduates, the F-test statistics value of 5.966 with a p-value of .016 was significant since
the value was less than (<.05), so there was a difference between graduates in Ghana and
Nigeria with respect to competencies in welding and fabrication.
With regard to competencies of recent drafting graduates, electrical graduates,
masonry graduates, plumbing graduates, HVAC system graduates, and other related
competencies, the p-values were greater than (> .05), so there were no statistically
significant differences between Ghana and Nigeria with respect to graduates’
competencies.
Conclusions and Discussions
Conclusions and discussions are based on study findings. The study revealed
similar and different responses among participants. Most responses had no significant
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differences; however, several differences were found among participants regarding
demographic information, employers’ needs, employers’ expectations, and employers’
experiences with graduates’ work experiences.
Conclusion
Demographic information. With regard to demographic information, responses
indicated that most companies were located in urban areas in Ghana and Nigeria and only
few were located in rural communities. The study did not explore or indicate reasons why
there were more or fewer companies in certain locations. The study revealed that most
companies had been established before 2000 in Ghana and Nigeria compared to fewer
companies from 2001 through 2010. There was no reason why fewer companies were
established in later years in Ghana and Nigeria.
Responses regarding the official providing a company’s information revealed
differences between Ghana and Nigeria. More participants in Ghana held positions as
general managers compared to the few in Nigeria. Fewer participants held positions as
project managers in Ghana compared to more participants in Nigeria. Fewer participants
held positions in Ghana as supervisors compared to more participants in Nigeria. There
were more respondents in Ghana who served as HR managers compared to fewer
respondents in Nigeria. With regard to the other official role, many Ghanaians played
several roles compared to the few in Nigeria.
Looking at number of years worked in the current position, there were sharp
differences between Ghanaian and Nigerian respondents. Several respondents from
Ghana indicated having worked in their current positions between 1–3 years and 4–5
years compared to the fewer respondents in Nigeria. However, more Nigerian
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respondents reported working in their current positions between 6 and 7 years, compared
to the fewer respondents in Ghana. More respondents from both countries indicated
working over 7 years in their current position.
With regard to education levels, differences in qualifications existed between
Ghana and Nigeria. About 32.8% of Ghanaian respondents indicated having master’s
degrees compared to 3.7% in Nigeria. About 36.2% of Ghanaian participants indicated
having bachelor’s and HND qualifications compared to 55.6% of respondents in Nigeria.
For GCE qualifications, 24.1% of respondents in Ghana reported having GCE compared
35.2% in Nigeria.
RQ 1. Employers’ needs. For Item 6, employers’ responses revealed differences in
occupational needs. For carpentry, about 74% of respondents indicated a need compared
to 75% in Nigeria. For HVAC systems, about 38% of respondents in Ghana indicated a
need compared to 60% in Nigeria. For other occupational trades, 37% of respondents
indicated a need compared to 8% in Nigeria.
With regard to perceptions of technical skills shortages for Item 7, the majority of
respondents in Ghana and Nigeria indicated that a lack appropriate technical skill training
had contributed technical skills shortages, based on findings. About 77.6% of respondents
in Ghana reported that a lack of appropriate technical skills training had contributed to
skills shortages, compared to 98.1% in Nigeria (Figure 5.5).
Looking at opinions about technical skills shortages with respect to employers’
job requirements for Item 8, most respondents in Ghana and Nigeria felt that employers’
job requirements had not led to technical skills shortages. About 81.03% of respondents
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in Ghana indicated that employers’ high standards in job requirements had not
contributed to technical skills shortages, compared to 90.74% in Nigeria.
For Item 8, opinions about the causes of technical skills shortage were examined
with regard to employers’ job requirements; demands of the global market; demands for
technical skills; and production methods and other methods. A look at opinions on the
demands of the global market indicated that most respondents in Ghana and Nigeria
believed that the demands of the global market had not contributed to skills shortages.
About 69% of Ghana respondents felt that the demands of the global market had not
caused technical skills shortages compared to 70.4% in Nigeria.
Most respondents in Ghana and Nigeria felt that there was a need for technical
skills. About 62.1% of Ghana participants indicated that demands for technical skills had
contributed to the technical skills shortage compared to 74.1% of respondents in Nigeria.
With regard to production methods, 50% of respondents in Ghana felt that they had
contributed to skills shortages, compared to 70.37% in Nigeria. Looking next at technical
skills shortages with respect to other methods, 94.83% of respondents in Ghana indicated
that other methods had not contributed to skills shortages compared to 98.15% in Nigeria.
Rankings of occupational trade importance for Item 9 were based on eight
occupational domains: carpentry, masonry, electrical, plumbing, drafting, HVAC
systems, welding and other related trades. With regard to the relative importance of
occupational trades, welding and electrical trades ranked high among employers in Ghana
with a relative mean of 3.72 and 3.66, respectively. In Nigeria, masonry and carpentry
ranked high among the employers with a relative mean of 3.72 and 3.59, respectively. For
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the total mean, masonry and electrical trades ranked high, with a relative mean of 3.65
and 3.55 for Ghana and Nigeria, respectively.
Differences in ratings of occupational trade importance for Item 9 were indicated
in ANOVA results which revealed that the F-test statistic computed for occupational
domains was not significant because the p-values were greater than (>.05). There were no
statistically significant differences between Ghana and Nigeria with respect to
occupational trade importance (masonry, electrical, plumbing, drafting, HVAC system,
welding and fabrication) when examining differences in ratings of importance by
country.
With regard to skill relevance for Item 10, of the four skill domains examined—
technical skills, academic skills, work attitude, and other applicable skills—technical
skills registered the highest mean of 4.21 among Ghanaian employers compared to a
mean of 4.02 in Nigeria. Technical skills had the highest combined mean of 4.12 with
respect to Ghana and Nigeria. Looking at ANOVA results based on the four skill
domains, the F-test on technical skills, academic skills, and other skills was not
significant since their p-values were greater than (>.05); only work attitude was found to
be significant with a p-value of .013. There was a difference between Ghana and Nigeria
with respect to work attitude.
For Item 11, attributes of employee performance were rated on seven skill
domains: ability to work under stressful conditions; ability to work independently; ability
to maintain positive work attitude; ability to respond to positive criticisms; ability to
collaborate working in teams; additional skills and responsibilities; and ability to
supervise others. An analysis of the seven skill domains indicated that ability to
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collaborate working in teams had the highest mean of 3.91 for Ghana compared to a
mean of 3.72 for Nigeria. Attributes that preceded included ability to maintain positive
work attitude with a mean of 3.86 among participants in Ghana. In Nigeria, the ability to
work independently had the highest mean of 3.69. On average, ability to collaborate
working in teams had the highest combined mean of 3.82 with respect to Ghana and
Nigeria. For the seven skill domains, ANOVA computed ability to work under stressful
conditions with a p-value (<.001), and the ability to maintain a positive work attitude
with a p-value of .029. The remaining skill domains were not statistically significant
since the p-values were greater than (>.05).
For Item 12, addressing employees’ performance issues revealed responses
regarding performance training, assigning employees to peer mentors, expelling and
replacing with new employees, and other related attributes developed to address these
problems. Most participants’ responses revealed that seeking performance training,
assigning employees to peer mentors and other attributes were more useful in addressing
performance issues. ANOVA indicated that the F-test statistic found none of the domains
to be significant.
For item 13, perceptions of the preparation of technical skills were based on four
domains, including responsiveness to employers’ needs; employers’ and individual
needs; individual, employers’ and national needs; and other domain. Most participants
felt that technical skill preparation with a focus on individual, employer and national
needs was more important. When ANOVA was conducted in the four domain areas,
participants’ responses revealed that technical skill preparation with a focus on employer
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and individual needs; and preparation with a focus on individual, employer and national
needs, were necessary.
For Item 14, attributes considered important for technical skill training policy
were examined in relation to industry involvement in curricular planning; curricular
responsiveness to national needs; strong relationship between education and industry, and
other attributes. Ghana favored a strong relationship between education and industry,
with the highest mean response of 4.28. Nigeria favored curricular responsiveness to
national needs, with the highest mean of 4.22 for curricular responsiveness to national
needs. For the combined mean, both countries felt there should be a strong relationship
between education and industry, with a mean of 4.24 being the highest between Ghana
and Nigeria. When ANOVA was conducted, the F-test statistic determined participants’
responses on industry involvement in curricular planning to be statistically significant
with a p value of .008.
Opinions on prevailing economic circumstances regarding workforce preparation
were based on graduates’ preparation in response to prevailing market conditions;
preparation in response to national needs; preparation providing graduates with the
potential to compete globally; and other appropriate preparation. In Ghana and Nigeria,
most respondents felt workforce preparation must provide graduates with the potential to
compete globally. Looking at the combined mean, graduates with the potential to
compete globally and preparation responsive to national needs had the high relative
means of 4.04 and 4.03, respectively, for Ghana and Nigeria. When ANOVA was
conducted, the F-test statistic determined that none of the four economic domains were
significant. There were no statistically significant differences between employers in
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Ghana and Nigeria with respect to opinions on prevailing economic circumstances (Item
15).
RQ 2. Employers’ Expectations. Tracking the records of graduates with technical
skills indicated, for Ghana, that 88.9% reported a need to engage in record-keeping on
graduates compared to 90.5% of in Nigeria. Based on statistical analysis, the Chi-square
value of .064 with a p value of .801 was not significant. There was no statistically
significant difference between Ghana and Nigeria with respect to record-keeping on
graduates (Item 16).
Looking at the relationship in company hiring trends by country, the Chi-square
test statistic value of 9.27 with a p-value of 0.026 was significant. This means that there
was a relationship between Ghana and Nigeria with respect to hiring trends for graduates.
Trends for increases, decreases, or no change revealed differences in responses (Item 17).
In looking at responses relating to performance evaluations of graduate, the Chi-square
test value of 21.96 with a p-value of .001 was significant. There was a relationship
between Ghana and Nigeria with respect to the performance evaluation of graduates. In
Ghana, 34.5% of respondents indicated engaging in a performance evaluation once per
year compared to 75% in Nigeria. Participants’ responses varied with regard to the
number of times evaluations were conducted or differences in the result (Item 18).
For item 19, differences in the importance of criteria for evaluating graduates
were based on three domain areas: type of work performed by entry-level graduates;
productivity and quality of work; and amount of time spent to accomplish a task.
ANOVA was conducted to examine differences in responses. Of the three domain areas
examined, amount of time spent accomplishing a task had a p-value of .042 and thus was
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significant, meaning that there was a difference. Based on the result, productivity and
quality of work and type of work performed by entry-level graduates were not significant
because the p-values were greater than (>.05).
For Item 20, proportion of employees with technical skills, responses were
grouped in ranges: 5% to 25%; 26% to 50%; 51% to 75% and 76% to 100%. Looking at
participants’ responses, the Chi-square value of 10.24 with p-value of .017 was
significant. There was a relationship between Ghana and Nigeria with respect to the
proportion of employees with technical skills, indicating differences in responses
between Ghana and Nigeria. For Item 21, respondents indicated whether having a
master’s, bachelor’s, GCE, HND, or less than high school degree was a basic requirement
for employment in their jobs. Responses revealed differences in responses. The Chisquare value of 10.2 with p-value of .037 was significant. There was a relationship
between Ghana and Nigeria with respect to basic qualifications for employment.
RQ 3. Employers’ Experiences. For Item 22, the relationship for employers’
perceptions on graduates’ work experiences were based on business and industry
knowledge, appropriate technical skills, and workplace values, intelligence and mindset.
Looking at responses regarding business and industry knowledge, the Chi-square value of
23.780 with a p-value less than (<.001) was significant. There was a relationship between
employers in Ghana and Nigeria with respect to graduates’ business and industry
knowledge. Responses from Ghanaian participants indicated that 62.1% agreed with the
statement that graduates do not have business and industry knowledge, compared to
70.4% in Nigeria. A total of 24.1% of respondents in Ghana disagreed, compared to
1.85% in Nigeria.
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With regard to the relationship concerning employers’ perceptions of appropriate
technical skills, the Chi-square value of 40.973 with a p-value less than (<0.001) revealed
a statistically significant relationship between Ghana and Nigeria with respect to
appropriate technical skills. Responses from Ghanaian participants indicated that 42.1%
agreed that graduates do not have the appropriate technical skills and abilities, compared
to 63.0% in Nigeria. A total of 40.3% of respondents from Ghana disagreed. There was
no response from Nigeria (Item 22).
Looking next at workplace values, intelligence and mindset, the Chi-square value
of 22.215 with a p-value (<.001) was significant. There was a relationship between
employers in Ghana and Nigeria with respect to graduates’ workplace values, intelligence
and mindset. About 42.1% of respondents in Ghana agreed that graduates do not have
workplace values, intelligence and mindset, compared to 56.6% in Nigeria. A total of
36.8% of respondents in Ghana disagreed, compared to 5.7% in Nigeria.
For Item 23, ANOVA identified differences in responses regarding employers’
opinions of graduates’ work experiences. For the three domains presented; graduate
internship experience, graduate cooperative experience, and graduate prior related work
experience, none were statistically significant since the p-values were greater than
(>0.05). There were no statistically significant differences between Ghana and Nigeria
with respect to graduates’ internship experiences, graduates’ cooperative work
experiences, and graduates’ prior related work experiences.
For item 24, ANOVA, mean and standard deviation reports were used to examine
differences in responses regarding graduates’ competencies. For the competencies of
recent carpentry graduates compared to the previous , the F-test statistic value of 5.285
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with a p-value of 0.023 was significant. There was a difference between graduates in
Ghana and Nigeria with respect to competencies in carpentry. Looking next at
competencies of recent welding graduates, the F-test statistic value of 5.966 with a pvalue of .016 was significant. There was a difference between graduates in Ghana and
Nigeria with respect to competencies in welding. For competencies of recent drafting
graduates, electrical, masonry, plumbing, HVAC system, and other related competencies,
the p-values were greater than (> .05), There were no statistically significant differences
between Ghana and Nigeria with respect to graduate competencies.
Discussion
Demographic Information
Overall, participants’ responses were similar, although significant differences
existed. Most companies were located in urban areas and fewer companies were in rural
locations. The apparent lack of industries in rural areas suggests that rural communities
cannot support and sustain local industries due to limited access to resources and
opportunities. Having no supporting or adequate structures in place can make investment
in rural communities less attractive. The fact that most companies’ locations were in
urban areas suggests a need for access to supporting structures that can sustain the growth
of companies in those locations. Technical colleges and institutions in urban areas can
support the workforce via education and training. Factors such as accessibility to skilled
workers, local resources and proximity to materials could have a positive impact on a
company’s growth. The study also revealed that more companies had been established
before 2000 and fewer from 2001 through 2010. This finding offers one reason for higher
unemployment rates among college graduates. With regard to education levels and/or
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qualifications, there were differences in responses. Some companies required higher
qualifications or specialized skills compared to other companies where higher
qualifications were not needed.
Employers’ Needs
For all occupational domains, employers in both countries expressed certain
needs. Although differences existed between employers with regard to their occupational
needs, there were similarities. With regard to carpentry, for example, about 74% of
Ghanaian participants expressed a need compared to 75% in Nigeria. For HVAC systems
and other occupational trade domains, differences between employers in Ghana and
Nigeria were high. About 38% of respondents from Ghana indicated a need for HVAC
systems compared to 69% in Nigeria. Regarding needs for other related skills, about 37%
of Ghana respondents expressed a need compared to 8% in Nigeria. This suggests that
several important occupations were not explored.
Looking at employers’ perceptions of the technical skills shortage, most
respondents in Ghana and Nigeria felt that a lack of appropriate technical skill training
had contributed to this shortage. In the context of this study there was a report that what
is offered by educational institutions does not match industry needs. This study probably
confirmed the report. When employers were asked about the reasons for the technical
skills shortage, 77.6% of respondents in Ghana reported that it was due to a lack of
appropriate technical skills training compared to 98.1% in Nigeria. Changes in lifestyles
have affected products, production methods, and the ways industries operate. Such
changes have affected job tasks and job requirements. Addressing those needs requires
appropriate education and technical training.
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With regard to opinions about technical skills shortages and the demands of the
global market, most respondents in Ghana and Nigeria felt that that market’s demands
were not contributing to the skills shortage. Although the majority of participants did not
see the need for a global market, it may be important to consider educational preparation
that will make students globally competitive.
Regarding participants’ opinions on technical skills shortages with respect to
demands for technical skills, most respondents in Ghana and Nigeria felt that there was a
need for technical skills. Most respondents felt production methods have contributed to
skills shortages. Looking next at the analysis for relevant skills, technical skills had the
highest mean. Although most skills domains focused on technical skills, personal and
general skills such academic skills, work attitude, and other applicable skills relevant to
employers were considered important
The attributes of employee performance, ability to collaborate and working in
teams had the highest mean among Ghana and Nigeria participants. The ability to
maintain a positive work attitude was important to Ghana respondents and the ability to
work independently was perceived as important by Nigeria respondents. Participants felt
that all skill domains were important to employee performance. The remaining skills
included ability to work under stressful conditions; ability to respond to positive
criticisms; ability to gain additional skills and responsibilities; and ability to supervise
others.
Addressing employees’ performance issues, responses focused on performance
training, assigning employees to peer mentors, expelling and replacing with new
employees, and other related attributes. Although responses from both countries suggest
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that seeking performance training could be the first intervention, assigning employees to
peer mentors or seeking other appropriate interventions were considered important.
Employers’ perceptions of preparation in technical skills were based on four
needs: responsiveness to employers’ needs; employers’ and individual needs; individual,
employers’ and national needs; and other related needs. Although all these needs were
important, responses from Ghana and Nigeria indicated that technical skill preparation
with a focus on individual, employer and national needs was the most important.
Responses also suggested that education and training should not only benefit the
employer or government, but individuals as well.
Looking at policy considerations for technical training, the following areas were
considered: industry involvement in curricular planning; curricula’s responsiveness to
national needs; strong relationship between education and the industry; and other related
attributes. Ghana indicated a need for a strong relationship between education and
industry while Nigeria indicated curricular responsiveness to national needs. Although
responses re policy considerations differed, both countries considered a strong
relationship between education and industry for the combined mean. For the ANOVA,
industry involvement in curricular planning was considered important by both countries.
Employers’ opinions about prevailing economic circumstances and their impact
on workforce preparation emphasized graduates’ preparation and the need for it to be
responsive to prevailing market conditions and to national needs; providing graduates
with the potential to compete globally; and other appropriate preparation. Although all
economic considerations were important, most respondents in Ghana and Nigeria felt that
providing graduates with the potential to compete globally was the most important.
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Employers’ Expectation
Respondents viewed the tracking of the records of students with technical skills to
be necessary and indicated that they maintained such records.
With regard to companies’ hiring trends by country, the Chi-square value of 9.27 with a
p-value of 0.026 was significant. There was a relationship between Ghana and Nigeria
with respect to hiring trends of graduates. The result suggested differences in responses
regarding whether this trend was increasing, decreasing, or remaining the same.
Responses on the performance evaluation of graduates revealed a significant relationship,
indicating a difference. The Chi-square test statistic value of 21.96 with a p-value of .001
was significant. Differences existed in the number of times evaluations were conducted,
by country. Responses also indicated that more evaluations were performed once or twice
per year. In Ghana, 16.4% of the participants indicated other criteria for evaluation but
there was no indication of this in Nigeria.
Looking next at differences in the importance of criteria for evaluating graduates,
ANOVA was conducted based on type of work performed by entry-level graduates;
productivity and quality of work; and amount of time spent to accomplish a task. Of the
three domain areas examined, amount of time spent accomplishing a task with a p-value
of .042 was significant. There was a difference between Ghana and Nigeria with respect
to this time. Although amount of time spent to accomplishing a task was significant, it
provided an opportunity to explore the difference between Ghana and Nigeria on this
issue.
With regard to proportion of employees with technical skills, differences existed
between Ghana and Nigeria. This proportion was grouped into four ranges: 5% to 25%;
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26% to 50%; 51% to 75%; and 76% to 100%. The Chi-square value of 10.24 with pvalue of .017 was statistically significant, indicating a difference between Ghana and
Nigeria with respect to proportion of employees with technical skills. Although this
method of assessment provides an opportunity to monitor the proportion of employees
with technical skills, it also provides information needed to strategize a company’s future
needs with regard to the proportion of its workforce with technical skills.
Employers’ Experiences
Employers’ perception of graduates’ experiences was based on business and
industry knowledge; appropriate technical skills; and workplace values, intelligence and
mindset. Most respondents in Ghana and Nigeria felt that graduates did not have business
and industry knowledge. With regard to technical skills, most of each country’s
respondents felt that graduates did not have the appropriate technical skills. Finally, for
workplace values, intelligence and mindset, most felt that graduates did not have
workplace values, intelligence and mindset. Responses suggested a need for training in
all three areas identified under employers’ perceptions of graduates’ work experiences.
With regard to employers’ opinions of graduates’ work experiences, the three
areas considered were graduate internship work experience, graduate cooperative
occupational experience, and general (other) related work experience. Although
participants’ responses based on ANOVA results for these three types of experiences
were not significant, internship, cooperative and general (other) work experiences are
important supporting structures for the industry’s workforce. Developing a curriculum
plan between a school and work can help students earn credits for school as well as gain
monetary incentives in their work (industry). Actual on-the-job experience demonstrates
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to students that their efforts are essential to an industry’s production or services, while
experiences in a school environment do not necessarily provide this sort of feedback
(Mason, Husted, & Adams, 2002). Large schools might provide internships or
cooperative industrial education through the same groups such as drafting, sheet metal,
electronic and carpentry. Typically students in these occupational fields fulfill
mathematics and science requirements to enable them begin work while preparing to
enter post-secondary technical curriculum
With regard to competencies of current graduates, ANOVA revealed carpentry
and welding had different significance for Ghana and Nigeria. Competencies in drafting,
electrical, masonry, plumbing, HVAC systems, and other related competencies were not
significant. Prospective graduates must recognize the importance of developing a variety
of occupational competencies. These skills include job intelligence competency, job
adjusted competency, and career development competency (Mason, Husted, & Adams,
2002). According to Mason, Husted, and Adams (2002), job intelligence is the possession
of skills, knowledge and attitudes necessary to perform a task in a specific occupation.
Job adjustment competency is the ability to develop successfully the interpersonal skills
required in a new employment situation (Mason, Husted, & Adams, 2002). Career
development competency is focused on the need for experience and further study in order
to accomplish an identified goal. Successful advancement toward a career goal is based
on job intelligence competency, job adjusted competency, and career development
competency according to Mason, Husted, and Adams (2002).
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Broad Implications of the Study
Although the study provides a model for practice, it has national and global
implications. Predicting the future needs and expectations of employers can be complex
due to societal demands, needs and changes in lifestyles. Issues relating to mismatches
between technical skills and employer needs lead both to unemployment and social
problems. This study creates an opportunity for research, education and training to
address unemployment issues that are resulting in a mismatch between educational
institutions and industries. Currently, there are severe technical skills shortages in
occupational trades that require manual skills. These technical skills are not limited to
carpentry, plumbing, electrical, drafting, welding, masonry, HVAC systems and several
specialized skill areas requiring service or maintenance workers. Workers in these fields
will probably continue to be in short supply because preparation of a technical skilled
workforce has not been fully embraced. Liberal arts courses are believed to provide better
opportunities than vocational and technical education courses (Ampiah, 2003; King,
2005). Students in vocational education fields are perceived to be academically weak;
this notion not only undermines students’ interests but affects enrollment levels.
New products that require changes in production methods and industry operations
mean changes in the job requirements for an industry. Fulfilling and updating skills for
employment will require training and retraining for workers to remain in their current
jobs. This process of change calls for a broad foundation of education and training.
Specific Implications
Participants’ responses have implications for research, policy considerations,
education and training. These responses indicated concerns regarding employers’ needs
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and expectations for and experiences with graduates’ internship, cooperative and general
work experiences. Most employers indicated that a lack of appropriate technical skills has
contributed to the technical skills shortage. The reasons for skills shortages are in part
related to factors that contribute to these shortages, such as employers’ job requirements,
demands of the global market, demands of technical skills, and production methods. All
of these factors could have serious implications for workforce preparation. Although
most responses indicated that employers’ high job requirements did not cause skills
shortages, a few did indicate that high job requirements were contributing to these
shortages. Employers should realize that lifestyle changes have led to changes in
products, production methods, and demands for technical skills. These changes have
affected the ways industries operate. Workers will need new skills gained through
training or retraining to compete for jobs nationally and globally.
Addressing employee performance attributes requires personal skills such as the
ability to work under stressful conditions, ability to work independently, ability to
maintain a positive work attitude and ability to respond to positive criticisms. Although
these qualities are not technical they help boost productivity and quality of work. Other
areas of great importance include ability to collaborate working in teams; additional skills
and responsibility, and ability to supervise others. In planning educational training and
retraining programs for the workforce, incorporating personal attributes is important.
Seeking performance training for employees and assigning employees to peer
mentors are effective ways of addressing employees who are experiencing performance
issues. With regard to seeking solutions to these issues, participants indicated that
expelling problem employees and replacing them with new employees is not always the
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best option. Although respondents indicated several other methods for improving this
situation, they did not specify or identify such methods. Gaining this information will
require further research.
With regard to policies on technical training, employers’ involvement in
curricular planning provides an opportunity that might serve them better. Curricular
responsiveness to national needs is important because the programs taught in schools
align with available jobs. The strong relationship between education and industry is
important to employers because such coordination provides opportunities for employers
and education institutions to work together. Coordination between education institutions
and industry provide opportunities to eliminate redundancy and mismatches that may
occur between these two groups. .
Looking next at employers’ perceptions of graduates’ work experiences, most
respondents agreed that graduates do not have business and industry knowledge, and
workplace values, intelligence and mindset. In order to be successful in running a
business and/or industry successfully, one must have the required knowledge and skills.
Increasing skills levels through education and training helps students develop an
understanding of and appreciation for the fundamentals of technology and basic
management principles that will enable prospective graduates to grow successfully in
their occupations (Mason, Husted, & Adams, 2002). The groundwork should be laid for
workplace values that will provide training that will help them communicate effectively
with their supervisors and co-workers. These skills will help graduates with entry-level
technical skills to meet some of the several skills needed to succeed in the workplace.
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Recommendations for Practice
Educational systems and institutions are major sources of skills development.
Skills shortages are not only national issues—they are global. To overcome persistent
skills mismatches between education and industry, a dialogue among educational
institutions, employers, and policy makers is essential to build a sustainable framework
that addresses skills shortage. This study’s findings and conclusions revealed concerns
about crucial issues that need to be addressed in the workplace. Among these issues is a
growing need for technical skills, personal skills, communication, and leadership skills to
enhance workplace performance. This study’s recommendations are based on employers’
responses:
Provides opportunities for practice not only in Ghana and Nigeria but in other
countries where training needs have been identified by employers and education
institutions.
Training needs must be tailored to address participants’ responses. Such needs
should not be limited to appropriate technical skills, personal skills, communication and
leadership skills to enhance workplace performance.
Employers must engage graduates in periodic training programs.
In areas where no significant differences exist, a supporting structure such as
training programs that can sustain the industry’s workforce is essential.
To overcome persistent mismatches between graduates’ qualifications and
employers’ requirements, educational programs must be tailored to enhance direct
employment of graduates by utilizing a nationally recognized occupational outlook used
by both institutions and the business community.
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While the changing needs of the labor market increase, curricula must be altered
to address such changes. Skills that are in demand must be addressed while tailoring
curricula to meet employer needs.
A dialogue involving institutions, employers and policy makers is essential to
building a sustainable framework that addresses skills shortage. Creating policies that
allow employers to be actively involved in curricula planning could help address skills
gaps facing employers.
Skills gaps cannot be accomplished through education or the business community
alone. Fostering strong relationships between education and industry is essential and
should involve the implementation of structures that monitor curricula and occupational
outlooks to reduce skills mismatch.
Study significance to Ghana and Nigeria. Creating more internships and
cooperative programs for prospective graduates to develop their competencies in the
workplace can impact both employers and graduates. This initiative increases prospects
for graduates while preparing them for the transition to regular jobs. Internships and
cooperative programs may serve as a supporting structure for employers’ workforce and
may provide monetary incentives while students enhance their skills.
Opportunities should be initiated to improve education quality and raise skills
levels and standards—doing so may increase wages and productivity among citizens.
While this study provides a model for practice among Economic Community of
West African States (ECOWAS), Ghana and Nigeria aspire to cultivate a world-class
workforce that extends their expertise to impact workplace performance in other
countries.
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Economic integration should be embraced through cultural cooperation,
education, trade and security. Ghana and Nigeria share similar social, political, and
economic perspectives that shape their culture, traditions and values.

Recommendations for Research
Follow-up research is necessary for areas where questions and responses were not
fully explored or addressed. A qualitative research approach is crucial when revisiting
such questions. For example, most respondents felt employers’ job requirements were too
high yet they did not cause skills shortages; a few respondents disagreed. Most responses
indicated that the demands of the global market were not causing skills shortages; a few
disagreed. With regard to production methods, several participants also indicated that
these methods had not caused skills shortages but a few disagreed. Although most
respondents agreed with some statements in the study, a few did not. An exploration of
the reasons for participants’ decisions will require qualitative research.

Study findings indicate the following recommendations:
Provide opportunities for further research through a qualitative study to
investigate questions and answers not fully addressed here.
Explore areas of significant differences as indicated in this study.
Provide opportunities for future education researchers and policy makers to
engage in educational practices in workforce education and development.
Provide a model for research in comparative studies not only involving Ghana and
Nigeria but among Economic Community of West African States (ECOWAS).
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Provide opportunities for research on current and emerging occupations.
Engage in constant updates to training programs in order to ensure that they are
aligned with current needs of, in this case, the construction industry.
Provides a resource for workforce development.

Lessons Learned
Provide responsive and sustainable policies to improve workplace performance.
Improve education quality and raise skills levels and standards so as to increase
wages and productivity among workers and employers.
Foster strong relationships among educational training institutions, employers and
policy makers.
Incorporate skills training that emphasizes business and industry knowledge;
appropriate technical skills; workplace values, intelligence and mindset—doing so could
ultimately improve graduate performance in the workplace.
Finally, in response to opinions about the influence of prevailing economic and
global circumstances on the elements of graduate preparation, offer programs that
incorporate this study’s findings in order to sustain and foster such growth in other
countries. Ghana and Nigeria could be the first to engage in this practice.
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Employers Perception of Graduates with entry-level Technical Skills from
Construction Industry Programs in Ghana and Nigeria
Employers’ Perception of Graduates with Entry Level Technical Skills from the Construction
Industry Programs in Ghana and Nigeria
Rationale. Your participation in this national study is of
interest to the employers of building construction
industries and students in construction programs. Your
selection to participate in this survey is based upon your
invaluable contributions and experiences in the building
industry. The purpose of this survey is to determine the
technical skills that employers of building construction
industries want from entry-level graduates prior to their
employment. Your opinion in this survey is very
important and may provide solutions to enhance
graduates performance and productivity in the
workplace.
Directions. Please read and answer each question
carefully by selecting the appropriate response. A
careful utilization of information will enhance the
quality of the study. Your participation in this study is
voluntary and your responses will be kept confidential.
Only group data will be reported and individuals will
not be identified.
Sponsors. This project is under the auspices of the
Workforce Education and Development at Penn State
University. All questions should be directed to Mr.
Philip Acheampong and or Dr. Edgar I. Farmer.
Philip Acheampong: Ph.D. Candidate
Workforce Education & Development
The Pennsylvania State University
409 Keller Building, University Park, PA 16802
Tel.: 912-308-2938: pxa153@psu.edu

Dr. Edgar I. Farmer: Professor of Education
Workforce Education and Development
The Pennsylvania State University
406 Keller Building, University Park, PA 16802
Tel.: 814-863-3858: eif1@psu.edu

CODEBOOK - Part I Demographic
Employer Information
1 Geographical location of company
(Please select one of the items below that is
considered most appropriate)

1= Rural

2= Urban

2

Year the company was established
1= Before 2000
2= 2001-2005
3= 2006-2010
4= After 2010 - present

3

Company information provided by
1= General manager
2= Project manager
3= Supervisor
4= Human resource personnel
5= Other…………………………
(Please specify)

4

How many years worked in the current position?
1= 1-3 years
2= 4-5 years
3= 6-7 years
4= Over 7 years

5

What is your highest educational level?
(Please select one of the items below that is
considered most appropriate)
1= Masters
2= Bachelors
3= GCE / HND (O & A-levels)
4= Below high school (O Level)
5= Other qualification/ certification………
(Please specify in the space provided).
(Please continue on the next page)
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Part II Employer’s Needs
6

Occupational trades applicable to your company
(Please select all occupational trades applicable).
1= Carpentry
2= Masonry
3= Electrical
4= Plumbing
5= Drafting
6= HVAC Systems
7= Welding and Fabrication
8= Other………………………………..
(Please include other related trades not listed)

7

Employers’ perception on technical skill shortages
may be partly due to lack of appropriate technical
skill training (Please select one of the items below
that is considered most appropriate).
1= Yes
2= No

8

Opinions about the causes of technical skills
shortage (Please select all of the items below that
are considered appropriate).
1= Employers’ requirement for jobs too high.
2= Demands of global market.
3= Demands of technical skills
4= Production methods.
5= Other …………………………
(Please include other causes in the space provided)

9

Rank of occupational trades in your company
(Please rate the trades listed below on a scale from
1 not being important to 5 extremely important)
9.1 Carpentry
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
9.2 Masonry
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important

9.3 Electrical
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
9.4 Plumbing
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
9.5 Drafting
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
9.6 HVAC systems
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
9.7 Welding and Fabrication
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
9.8 Other……………………………
(Please include other occupational trades
that are not listed in the space provided and
rate)
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
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10 Relevant skills to your company
(Please indicate your preference with skills listed
below on a scale from 1 not being relevant to 5
being extremely relevant).
10.1 Technical skills
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
10.2 Academic skills
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
10.3 Work attitude
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
10.4 Other…………………………………
(Please include other related skills not listed in
the space provided and rate)
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
11 Attributes for employment performance
(Please indicate your opinion on the statements
listed below on a scale from1not being relevant to
5 being extremely relevant).
11.1 Ability to work under stressful conditions.
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant

11.2 Ability to work independently.
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
11.3 Ability to maintain positive work attitude
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
11.4 Ability to respond to positive criticisms.
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
11.5 Ability to collaborate working in teams.
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
11.6 Additional skills and responsibilities.
1= Not relevant
2= Least relevant
3= Relevant
4= Very relevant
5= Extremely relevant
11.7 Ability to supervise others.
1= Not relevant
2= Least relevant
3= Relevant
4= Very Relevant
5= Extremely Relevant
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12 Addressing employees short on performance
(Please rate the statements below on a scale from 1
not important to 5 being extremely important).
12.1 Seek performance training for employees.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
12.2 Assign employees to peer mentors.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
12.3 Expel and replace with new employees.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
12.4 Other………………………………
(Please indicate other suggestions that may be
considered appropriate to address the is
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
13 Employer’s perceptions on preparation of technical
skills and needs must reflect
(Please indicate your opinion on the statements on
a scale from 1 being strongly disagree to 4 being
strongly agree).
13.1 Technical skill preparation must respond to
Employers’ needs.
1= Strongly disagree
2= Disagree
3= Agree
4= Strongly agree

13.2 Technical skill preparation must respond
to both employer and individual needs.
1= Strongly disagree
2= Disagree
3= Agree
4= Strongly agree
13.3 Technical skill preparation must respond
to individual, employer, and national needs
1= Strongly disagree
2= Disagree
3= Agree
4= Strongly agree
13.4 Other………………………….
(Please provide other suggestions).
14 Policy on technical skill training (Please rate
statements below on a scale from 1 not being
important to 5 being extremely important).
14.1 Industry involvement in curricula planning
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
14.2 Curricula responsiveness to national needs
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
14.3 Strong relationship must exist between
education and the industry.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
14.4 Other…………………………
(Please provide other opinions suggestions).
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15 Opinions on prevailing economic circumstances
regarding preparation of graduates.
(Please select a statement below on a scale from 1
not important to 5 being extremely important).
15.1 Preparation of graduates must respond to
prevailing market conditions.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
15.2 Preparation of graduates must respond to
national needs.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
15.3 Preparation must provide graduates with the
potential to compete globally.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
15.4 Other………………………………………
(Please provide other opinions).

18 Performance evaluation of graduates (Please
select the most appropriate item from list below)
1= Once per year
2= Two times per year
3= Three times per year
4= Other…………………… (Please specify)
19 Criteria for evaluating graduates (Please rate the
statements below on a scale from 1 through 5)
19.1 Type of work performed by entry-level
graduates.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
19.2 Productivity and quality of work.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
19.3 Amount of time spent to accomplish task.
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important

16 Does your company keep records of graduates with
entry-level technical skills? (Please select one of the
items below considered most appropriate)
1= Yes
2= No

20 What proportion of your employees are with
technical skills (Please select one of the items
below that is considered most appropriate).
1= 5 to 25 %
2= 26 to 50%
3= 51 to 75%
4= 75 to 100%

17 Hiring trend of graduates with technical skills.
(Please select one of the most appropriate items below)
1= Increasing
2= Decreasing
3= Remains the same
4= Don’t know
5= Other……………………..(Please specify)

21 What is the basic qualification for employment
in your construction industry?
1= Master’s degree (technical)
2= Bachelor’s degree; HND (technical)
3= GCE (O & A levels- technical)
4= Below high school/technical
5= Other qualification……………(Specify)

Part III

Employer’s Expectations
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Part IV Employers’ Experiences
22 Employers’ perception on graduates work
experiences (Please rate the statements below)
22.1 Graduates do not have the business and
industry knowledge.
1= Strongly disagree
2= Disagree
3= Agree
4= Strongly agree
22.2 Graduates do not have the appropriate skills.
1= Strongly disagree
2= Disagree
3= Agree
4= Strongly agree
22.3 Graduates do not have the workplace values,
intelligence and mind set.
1= Strongly disagree
2= Disagree
3= Agree
4= Strongly agree
23 Employers opinions on graduate’s work experiences.
(Please rate the statements below).
23.1 Graduate’s internship experiences
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
23 2 Graduate’s cooperative work experiences
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important
23.3 Graduate’s prior related work experiences
1= Not important
2= Least important
3= Important
4= Very important
5= Extremely important

24 Employer’s perceptions on graduate’s
competencies
(Please rate the competencies in the trades
listed below on a scale from 1 not being
competent to 5 being extremely competent.
24.1 Competencies of current carpentry
graduates compared to previous graduates.
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent
24.2 Competencies of current drafting
graduates compared to previous graduates.
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent
24.3 Competencies of current electrical
graduates compared to previous graduates.
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent
24.4 Competencies of current masonry
graduates compared to previous graduates.
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent
24.5 Competencies of current plumbing
graduates compared to previous graduates.
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent
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24.6 Competencies of current HVAC Systems
graduates compared to previous graduates.
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent
24. 7 Competencies of current welding and
fabrication graduates compared to previous
graduates.
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent
24.8 Other ………………………………..
(Please include other related competencies not
listed in the space provided and rate).
1= Not competent
2= Least competent
3= Competent
4= Very competent
5= Extremely competent

PART V General Comments
Additional Comments are Welcome
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………
………………………………………………………

Thank you for your participation in this survey.
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